Survey Results
Six years of data collect, trends, and future focuses
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Executive Summary
The EmployerOne Survey has been an active part of Chatham-Kent’s Workforce
landscape for 6 years.
Repeat year surveys, like the EmployerOne Survey, have the ability to create stronger
data sets when the comparitor data (ie, the employers) are the same. This creates a
cleaner “trend analysis” as one can examine the same business, in the same sector,
with the only vairable being the economic snap shot of that year. It offers a more
consistent story, as opposed to the “sampling” data that is achieved when more than
50% of the annual responders are new.

Purpose of this report
This report will examine the available data for the last 6 years of data collection and
identify
 trends
 outcomes
 challenges within CK and solutions to solve
with the hope of increasing understanding of the impact of the EOS survey on ChathamKent.
The report will focus on and review the following data sets:




Business information:
o Sectors
o Sizes
o Survey completion
o Business classification
Workforce Experiences:
o Separations
o Hires
o Hard to fill positions
o Plans to hire
o Recruitment

History of the EOS
The EmployerOne Survey provides a conduit for employers and stakeholders to receive
reliable local labour market information. The survey helps to get this information while
respecting employer's confidentiality and limited time. Once a year (in January), the
survey is deployed in the community and allows employers a chance to communicate
their workforce needs directly to stakeholders who provide solutions.
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The survey gathers information on their workforce incidents (hires, separations, training
needs, and workforce demographics) which helps paint a more detailed “workforce”
picture, and allows the community access to a level of detail in the data that we have
never been able to access.
The EmployerOne Survey is a partnership project delivered by CKWPB as part of the
Local Board Agreement from 2014-2020. The CKWPB shares the data with the
community at large, employers and educational organizations, the Ministry of Labour,
Training and Skills Development (MLTSD), local government, and other key
stakeholders. Community partners use this data to help inform programming decisions
and set delivery milestones.
The nine (9) local boards that make up Workforce Planning West worked together to
develop the EmployerOne Survey, modelling it after Statistic Canada’s former “Business
Research and Development” survey. The survey started with 14 key questions
designed to provide a regional comparator.
These questions were:
1. Is your business or organization a head office or a branch?
2. Is your business or organization considered a “start up” (established in the last
five years)?
3. In which sector does your business or organization operate?
4. How many employees does your organization have?
5. Did your organization experience any separations in the last 12 months?
6. Did your organization hire any employees over the last 12 months?
7. How many hires were recent post-secondary graduates (within the last two
years)?
8. Were any positions hard to fill in the last 12 months?
9. Which of the following geographic areas did your organization target for
recruitment in the last 12 months? (local, Provincial, national, international)
10. Which of the following paid employment agencies (or programs) did your
organization access in the last 12 months?
11. Does your organization plan to hire in the next 12 months?
12. How do you rate the availability of qualified workers in your area?
13. Aside from the required training (WHMIS, AODA, onboarding, health and safety,
etc.) was your organization able to provide or support professional development
or training opportunities for your employees last year?
14. Does your organization participate in a wellness program?
As the survey evolved, each board was able to add additional questions that were
pertinent to their region, and the core questions dropped to eight (8).
For the purposes of this report, Chatham-Kent refers to “the Municipality of ChathamKent” and all of its geographic areas. “Employers” refer to those employers in Chatham
Kent who submitted responses to the survey.
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Partners, in the last six years, have included:




EO Network
CKWPB board of
directors
BIA’s





Employers
Employment & Social
Services
Community Stakeholders





Chambers
Economic
Development
CKHRPA

Each year, (with the exception of 2019), the survey brought in a greater number of
responses from employers in Chatham Kent.
Increased Number of Responses
2015
2016
2017
80
143
198

2018

2019
284

2020
282

307

The survey increased its geographic diversity each year, with approximately 50% of
responses coming from Chatham proper.
Increased Geographic Diversity (showing % of responses from Chatham)
2015
2016
2017
2018
2019
2020
63%
54%
58%
54%
The sixth year of data collection put the response rate at 11%, which is very close to the
12% “statistical significance” level. Statistical significance means that the data is “real”
and is not a fluke, so that the stories are more accurate.
Increased Statistical Significance
2015
2016
2017
3%
5%
7%

2018
10%
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10%

2020
11%
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Let us look at the data:
Who has been responding?
The number of responses in the EmployerOne Survey have increased annually from
2014-2019, with the exception of 2018-2019, which decreased by two responses.
The first year saw a successful campaign. The focus was on introducing the survey to
the community, increasing the recognition of its brand, and helping employers
understand the value of completing it. Each year following, the survey experienced
slow and steady growth.

Total number of responses
per year
Year
2015
2016
2017
2018
2019
2020
Total

# responses
80
143
198
284
282
307
1,294

Manufacturing, Retail Trade; and Healthcare and social assistance were consistently
sectors that responded in the greatest numbers. Green identifies the largest number,
yellow, the middle, and blue, the lowest.

Top Three Sectors: Frequent Responders
Manufacturing
Retail Trade
Healthcare and Social
Assistance

2015
12
13
15

2016
22
16
26

2017
39
46
29

2018
45
37
35

2019
37
35
39

Total
155
147
144

While the Healthcare and social assistance sector was the sector that landed in the
number one position for largest number of years (3), it produced the lowest number of
responses overall (144). In the three years that the sector’s responses were in the
number one spot correlate to the early years of the Senior Health Care challenges in
Chatham-Kent, which saw many employers in that sector unable to fill a variety of roles
in long term care facilities (including but not limited to dietary aid, personal support
worker, occupational therapists, nurses, housekeeping).
Manufacturing was recorded in the top three sectors: frequent responders in all years of
data collection. It is interesting to note that while they normally represented the second
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most frequent sector to respond, overall, their numbers represented the most employers
to respond. This speaks to the ongoing struggles felt in the manufacturing sector.
They’ve regularly had a workforce story to share about the challenges they were
experiencing. The spike of responses in 2018 may be representative of the greater
trends that emerged in 2018 throughout Canada with growth in orders and sales.
Retail Trade’s responses grew in 2017 (from 16 to 46 employers responding) before
leveling off in the mid 30’s. It is of note that the minimum wage jumped to $11.60 in
October of 2017, and employers were preparing for a larger jump to $14.00 in October
of 2018. It also correlates with strengthened partnerships with the local Business
Improvement Areas marketing the survey.
The percentage of respondents who identified as start up businesses varied between
2015 with a low of 4% and a high of 17%. The five-year average was 12%.
Higher than average response rates by start up businesses in 2015 and 2018 can be
attributed to marketing plans that targeted new businesses events hosted by the local
Chamber of Commerce in October (small business month).
In 2016, responses were received from more established businesses than start-ups
(with a six-year low of 4%). Across the board, the nature of the business (start-up vs
established) did not appear to impact any specific categories of data. While start up
businesses traditionally experience different challenges, like getting established, their
experiences did not appear to differ too greatly from established businesses in the
Chatham Kent area.

Start up Businesses
2015
2016
2017
2018
2019
Average

16%
4%
13%
17%
9%

12%

The data shows that most of the employers only provided data in one of the six data
collection years.






54% of employers only completed the survey once;
26% completed it two different years;
9% completed it three years;
7% completed it four years; and
4% completed it every year

The employers commitment to the process is vital because the survey can be lengthy,
and require levels of data that the employer may have to search for. This can
significiantly increase the amount of time needed to complete the survey, depending on
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the size of workforce, and number of workforce incidents (hires, seperations, plans to
hire) the organization experienced. For these reasons, it is important that the employer
recognize the value of the survey and the data it produces.
When the data pool make up changes annually, the year over year analysis begins to
rely more on extrapolation to fully understand what is happening. It is adventageous
when the data sample is consistent, because it allows for a much clearer “year over
year” trending in those same businesses.

Limitations:
It is also important to note that those who choose to respond to the survey are usually
responding because they have something to say. Employers who are in distress or who
have reached a pain point in their operations are more likely to complete the survey
which can negatively skew some data points.
Typically when employers are thriving, they don’t feel the same urgency to share data.
However, if we have that “positive experience” data, when their businesses are not
experiencing challenges, we would have a better picture of what is happening in
Chatham-Kent when there is a down turn.
In the past, CKWPB has offered different platforms to collect data including: paper
surveys (which were collected and data entered by staff); online (through a unique
survey monkey link); verbally on the phone or in person. The majority of respondents
stated they preferred the flexability of completing their own surveys online. In the six
years the data has been collected, approximately 25 copies of a paper survey were
distributed, collected, and entered; and 3 verbal data collections occurred.
Noting that so many survey responses (which increased annually) were new responders
highlights the value of the relationships and connections leveraged by CKWPB staff
year over year.

Responses by Geography:
As Chatham is the largest of the urban areas in Chatham-Kent, it is no surprise that the
majority of the responses (year over year) came from employers in Chatham.
Each year, CKWPB examined the previous year’s responses by geography and worked
to increase representation. Based on the previous year’s totals (looking at both
geography and sector), businesses were targeted to market the survey to (either with an
email, direct mail, site visit, or a targeted share with established partners).
It was important to CKWPB that the businesses in the outer areas of Chatham Kent
have an equal opportunity to share their workforce stories, as, based on their
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geography, their successes and challenges might be very different from those of
businesses in Chatham itself.

Increases in the Wallaceburg area in 2016 may be linked to initial promotional visits to
the Wallaceburg radio station. This year, we expanded beyond commercials to
participate in morning show discussions as well as a “community” discussion on
education.
Numbers most likely increased in Blenheim and area and Ridgetown and area in 2017
due to a targeted “door to door” campaign, where CKWPB representatives visited
businesses and shared information on the survey as well as promotional items.
Response rates may have increased in Tilbury and area in 2018 due to a targeted
mailing campaign in the area. Invitations to participate in the survey, past results, and
links to the campaign were mailed to every business listed in the Scott’s directory.
Between 2015 and 2019, respondents in “Chatham and Area” decreased from 71% to
54% of all survey respondents. Understandably, an increase in responses from the
outlying areas, year over year, lead to a fluctuation in the total of responses from
Chatham. There was not an even balance, but the numbers were beginning to become
more proportionate with the data collection in January 2020.
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Responses by Sector:
The responses received, year over year were received from a variety of sectors. The
response rates were consistent with the number of registered business by sector (based
on the Canada Business Pattern Data), with three outliers:
The number of responders was disproportionate in the following sectors:
 Low response rate in
o Agriculture, forestry, fishing and hunting
o Construction
which could underrepresent their challenges and successes
 High response rate in
o Manufacturing
could misrepresent their responses. More responses in this sector could
speak to the fact that this sector is challenged with recruitment and retention,
and are ready to address these issues.

Response Rate of Survey vs. Canada Business Pattern Numbers
Sector
Accommodation and Food Services
Administration and support, waste management and remediation
services
Agriculture, forestry, fishing and hunting
Arts, Entertainment and Recreation
Construction
Educational Services
Finance and insurance
Healthcare and social assistance
Information and cultural industries
Management of companies and enterprises
Manufacturing
No response
Other Services (except public administration)
Professional, scientific and technical services
Public administration
Real estate and rental and leasing
Retail Trade
Transportation and warehousing
Utilities
Wholesale trade
Total
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Total
BCD
6%
6%
4%
5%
3%
6%
3%
4%
12%
5%
0%
13%
1%
8%
5%
3%
3%
13%
2%
2%
4%
100%

4%
12%
1%
14%
1%
4%
8%
1%
1%
5%
10%
6%
0%
4%
14%
5%
0%
4%
100%
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The sector was not identified in a small percentage of responses. This does not greatly
affect the outcome of the survey, but it is important to note, going forward, that cleaner
responses (with sectors identified) will help to strengthen the data collected. It is also
interesting to note that within the data collection cycle, no responses were received from
employers in the “management of companies and social enterprises” sector.

Workforce Demographics:
Over the course of the survey, the question about the makeup of the workforce changed
slightly. The greatest changes occurred from 2015-2016, when the classification of
“permanent full time” and “permanent part time” changed to read: “full time” and “part
time”. In addition, the “temporary full time” and “temporary part time” classifications,
changed to “contract” and “seasonal”.
Looking at the chart that follows, assuming that “full time” classification equals
“permanent full time”, the majority of individuals attached to the workforce of the
employers reporting, were classified as full time.
For the purposes of this survey,
 Full-time: working 30 or more hours per week, excluding overtime.
 Part-time: working less than 30 hours per week, excluding overtime.
 Contract: a person under contract for whom a T4 statement is not required.
 Seasonal: employment that does not continue year-round but usually recurs
In 2020, the question was not asked.

Employee Status
Year

2015
2016
2017
2018
2019
2020

Full time

PFT

Part
time

72%
61%
69%
63%
73%

29%
26%
29%
17%

Temp
Temp
PPT
FT
PT
Contract Seasonal
23%
3%
2%
5%
5%
2%
3%
3%
5%
3%
7%

Question was not asked this year

The majority of responses came from “small business” which is classified as business
organizations that employer fewer than 100 employees.
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Responses: Size of Employer vs CBP results
# Employees
<100 Employees
100+ employees
No Response
Total

2015 16
85%
13%
2%
100%

2016 17
88%
10%
2%
100%

2017-18

2018-19
80%
11%
9%
100%

2019-20
83%
13%
4%
100%

CBP
97%
3%
0%
100%

The data presented above is consistent with greater Ontario demographics. The
majority of businesses in Chatham-Kent are classified as “small business” meaning that
they employ, on average, fewer than 100 employees.
Canada Business Pattern data suggest that 97% of all registered businesses employ
fewer than 100 people, while larger employers (employing more than 100 people)
account for 3% of registered CK businesses.
The responses rates over the last six years are slightly skewed to represent
proportionately larger employer experiences than small.

Responses: Breakdown of Employer sizes vs CBP
# Employees
Sole Proprietor
1-4
5-9
10-19
20-49
50-99
Total

2015 16
1%
30%
15%
12%
19%
9%
100%

2016 17
2%
24%
18%
18%
16%
11%
100%

2017-18

2018-19
4%
22%
18%
10%
17%
9%
100%

2019-20
2%
20%
17%
16%
18%
9%
100%

CBP
49%
21%
15%
10%
3%
100%

The majority of employers reported they employ fewer then 100 employees. The
largest number of responses came from employers who stated that they employ
between one and four employees. This information is in line with the information
gathered through Canada Business pattern data, although the gaps are slightly
misrepresentative. CBP shows a larger share of employers with between 1-4
employees than the responses do.
Challenges small business face can be very different from those of large business with
often tighter financial restraints and fewer people to complete all the dedicated functions
(i.e. Often the owner/operator is also the HR manager, social media marketer,
inventory controller, and bookkeeper in addition to ensuring the business operates
successfully with its day-to-day operations.
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Separations:
The majority of employers reported that they experienced at least one separation in
their workforce each data collection year. While the proportion varied by year, on
average, just under half of all employers reported separations in the previous year.

Percentage of Employers with Separations
2015
54%

2016
71%

2017
12%

2018
53%

2019
63%

Average
46%

The high percentage of employers reporting separations in 2017 could be attributed to
the fact that a large number of responses came from employers in the Manufacturing,
Health Care, Retail Trade and Agriculture sectors, which are traditionally high turn over
sectors due to the precarious nature of work (this is explained in more detail below).
Employers reported a total of 11,114 unique separations in the six year data collection
timeframe.
In 2020, employers reported the highest number of separations at 3,146. These
separations reflected those that occurred in their 2019 calendar year. There were fewer
employers reporting separations, however, they each reported a higher total number of
separations.

Total Separations
2015
2016
2017
2018
2019
2020
Total

#
929
561
1,638
2,231
2,609
3,146
11,114

The average number of separations per employer over the collection period are shown
in the table below.
Employers reported an average high of 21 separations per employer in 2015 to an
average low of six separations per employer in 2016. These numbers represent
approximately 13 separations per year per total employers.
These separations represent 11,114 positions that either transitioned from one
employee to another, or that were left vacant. These workforce disruptions represent
many hours of lost time and productivity in their business.
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Average Number of Separations per Employer
Av # of separation
per employer
2015
21
2016
6
2017
12
2018
12
2019
13
2020
15
The top three sectors reporting the most separations by year have remained consistent
over the data collection period.

Top three sectors reporting the most separations by year
2015
1

2016

2017

2018

2019

Wholesale trade

Healthcare and
social
assistance

Manufacturing

Manufacturing

2

Professional,
Scientific, and
technical
services
Other Services

Manufacturing

Construction

Healthcare and
social assistance

3

Manufacturing

Healthcare and
social assistance

Manufacturing

Retail Trade

Healthcare
and social
assistance
Educational
Services

The Manufacturing sector appeared in the top three for all five years of data collection.
There were consistent, high numbers of separations. This is consistent with information
gathered through the province and country. Manufacturing historically has had an aging
workforce that has been preparing to leave for many years. Additionally, manufacturing
is a very competitive sector. Employees may seek other opportunities in similar roles
that offer greater compensation and benefits and/or different corporate experiences. It
is normal for workers to explore other opportunities (either by their own decision or that
of the company), or to not be successful in their first 90 days of employment.
Healthcare and social assistance appeared in the top three sectors for four of the five
years of data collection. While they had fewer appearances in the top three, they did
show higher combined totals of separations. Healthcare is a sector that has
experienced many challenges. Employers have shared that new hires may not have a
strong understanding of the role or the nature of the work. For example, new hires in a
long term care home or hospital may come in wanting a 9-5 job, weekends off, etc.,
while the reality of the role is that of a 24/7 operation that needs to be staffed
accordingly.
Burn out and/or compassion fatigue in this sector occur at higher rates than many of the
other sectors represented due largely to the nature of the work.
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Wholesale Trade, Retail Trade, and Agriculture showed the next largest total separation
numbers. The employment in these sectors can be precarious (seasonal, part time,
entry-level wages, low to no health benefits) which creates more mobility in the sector,
leaving one opportunity for another which may offer more of what the employee is
looking for. It is interesting to note that while the Agriculture sector did not show up in
any of the top three lists; it did post the fifth highest cumulative total of separations in
the data collection period.

Cumulative Totals of Separations in Sectors in the Top Three
#
1
2

Sector
Healthcare and Social Assistance
Manufacturing
Wholesale Trade
Retail Trade
Agriculture, fishing, hunting

# of years in top 3
4/5
5/5
1/5
1/5
0/5

Total
2,065
1,953
927
750
669

The “reasons for separation” question has changed through the six years of data
collection. The biggest change was in the structure of the responses. In 2018, the two
separate categories of “Quit” and “Dismissed” merged to become “Quit/Dismissed”.

Reasons for Separations
Quit

2015
2016
2017
2018
2019
2020
TOTALS









437
264
738
1518
1,636
4593

Dis

157
171
495
503
1326

Retire
149
100
199
145

T LO
92
40
440

PLO
66

Other Quit/Dis
28
157

Layoff

90
1630

456

287

119

487

315

157

535

1195

572

156

461

1630

1478

Quit implies that the employer/employee relationship was severed permanently
at the employee’s request. It is unknown if the employee leaves for another role,
or to exit the workforce (either permanently or temporarily)
Dismissed implies that the employer/employee relationship was severed
permanently at the employers request. (This could be reflective of an
unsuccessful job trial, “not a good fit”, disciplinary action, etc.) This may relate to
the employee’s performance on the job.
Retirement implies that the employee is permanently leaving the workforce.
However, it is understood in many cases that those “retiring” from long term
careers may enter other fields (or complimentary fields) in a less permanent role
(part time work, contracting, consulting, seasonal, etc.)
A temporary layoff is when an employer temporarily cuts back or ceases an
employee's employment with the understanding that the employee will be
recalled within a certain period of time
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Being laid off refers to a temporary or permanent termination of work contract
by an employee because of reasons relating to the business. ... When workers
are laid off on a permanent basis, it is usually due to redundancy in positions.
Other refers to a variety of leaves.

The largest number of separations were reported as either a quit or dismissal, followed
by layoffs, and then retirements.

Reason for Separation: Tally
Quit or Dismissal
Layoff (permanent, temporary)
Retirement
Other

7549
2206
1195
461

Retirements have been looming as one of the greatest threats to the workforce for the
last twenty years, as the current workforce continues to age. While retirements did
account for a sizable percentage of separations, they may not have affected the
workforce as fully as anticipated just yet.
It is believed that Canadians are experiencing better health than previous generations
and therefore living longer; and wanting (or needing) to work longer. Reasons for
continued employment can sometimes be traced back to sectors. In some cases, aging
workers may not be able to afford to retire without a stronger pension or medical
benefits, while other sectors may naturally lend themselves to continued “consulting”
opportunities.
Over the six-year span of data collection, the Transportation and warehousing,
Construction, and Wholesale trade sectors reported the greatest percentage of
employers experiencing separations.
Historic trends in these sectors indicate that these workforces experience a greater
number of separations.
Transportation and Warehousing
Wholesale Trade
Construction







Health and safety
Work hours
Public isolations
Specialized skills
Ability to take those in-demand skills
and move to a geography, or
corporate culture or compensation
package that better suits their needs
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Recent Hires:
Data shows that over the course of the 6 years of data collection, employers in almost
all sectors (with the exception of the Management) regularly reported new hires.
Seventy one percent (71%) of employers in the construction sector reported that they
hired during the data collection period, (please see more detailed breakdown of overall
numbers below). This phenomenon is validated by discussions in the sector, both
locally and provincially, that idneitfy the fluid nature of employment. General Labourers
in construction are in demand and can move from organization to organization based on
the offerings (hours, wages, benefits, culture), which often leaves employers in a
“perpetual state of hiring”. In addition, the skilled labourers are in high demand, and can
drive the market in their favour, again, going where the fit and offerings are most
attractive.

The top three sectors reporting the most hires by year have remained consistent over
the data collection period.

Top three sectors reporting the most hires by year
2015

2016

2017

2018

2019

1

Healthcare and
social
assistance

Manufacturing

Retail Trade

Manufacturing

Manufacturing

2

Manufacturing

Healthcare and
social assistance

Construction

Healthcare and
social assistance

3

Retail Trade

Healthcare and
social
assistance

Retail Trade

Healthcare
and social
assistance
Retail Trade

With Manufacturing, and Healthcare and Social Assistance ranking as two of the top
three sectors reporting the most separations, it is not surprising that they are also
represented in the top three sectors reporting the most hires. They are joined by the
Retail Trade sector as a sector with the most hires.
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The Retail Trade sector is traditionally an entryway to the workforce for many, offering
predominately part time employment with lower compensation. There is traditionally
high turn over in this sector due to the fluid nature of employees moving to explore other
opportunities or change sectors.
In 2017, the Construction sector broke the top three sectors reporting hires, however,
their total number of hires reported was significantly lower than other sectors.

Cumulative Totals of Hires in Sectors in the Top Three
#
1
2
3

Sector
Healthcare and Social Assistance
Manufacturing
Retail Trade
Construction
Other

# of years in top 3
5/5
4/5
4/5
1/5
0/5

Total
2,027
2,295
893
254
639

While the proportions varied year by year, on average, between 2015 and 2019, over
half of businesses reporting hiring in the previous year. In 2016, 71% of employers
reported a separation and 71% reported hiring. This implies that there was movement
in the workforce that year to maintain the status quo in their businesses. No additional
employers reporting hiring over separations, which does not imply growth that year.

Percentage of Employers with Hires
2015
67%

2016
71%

2017
16%

2018
60%

2019
76%

Average
58%

The total number of new hires reported by the employers was 11,401. Employers
reported a combined estimated growth of 1,468 hires over the 6 years of data collection.

Combined Growth/Loss
Hires
Separations
Net growth

11,401
9,933
1,468

When looking at the percentage of hires versus the percentage of separations, it is clear
that more employers reported hires than separations, which supports the fact that over
the course of the data collection years, the employers reported growth in their
workforces.

Percentage of Employers with Hires
2015
67%

2016
71%

2017
16%

2018
60%

2019
76%

Average
58%

Percentage of Employers with Separations
2015
54%

2016
71%

2017
12%

2018
53%
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63%

Average
46%

18

The survey did not ask the status of new hires in 2015 and 2016 data collection years.
In the years that data is available, employers reported full time hires most often,
followed by contract/seasonal, and part time.

Hire Status
2015
2016
2017
2018
2019
2020

Full
Time

Part
Time

869
1252

491
450

Contract Seasonal

196
132

286
355

Broke out to sectors.
2524

842

1894

When asked the percentage of hires that were new graduates the responses varied
significantly year over year. Employers reported a low of 6% of all new hires as recent
graduates in 2019, and a high of 41% in 2015.
For the purposes of this survey, “recent grad” indicates anyone who successfully
completed a post secondary program within the last two years.

New Graduates as New Hires
Year
2015
2016
2017
2018
2019

# of new
hires

1,061
1,064
1,842
2,189
3,101

# new
grads

% of new
grads

438

41%

119

11%

350

19%

269

12%

180

6%

Employers identified some pros and cons to hiring new graduates; listed below.

Pros and Cons of New Graduates as Hires for Employers
Pros
 Current education (sectoral learning)
 Critical thinking skills are still finely
tuned
 Motivation to establish themselves in
the workforce is high
 New ideas and fresh perspectives
 Incentivized programs with funding
for

Cons
 Lack of employment history
 Have theory but not practical
experience
 Education may not align with
employer’s specific needs
 Soft skills are not taught in school
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In all four cases of the “cons”, solutions come from connecting with the education and
employment service sectors in the community to invest - early on - in the talent pipeline
through co-op, internship, and apprenticeship opportunities.
In addition, connecting with the academic institutions early on, and opening dialogues
with them can allow employers the opportunity to provide feedback into the curriculum,
ensuring the students who graduate from these programs have the “job ready”, real
world skills they need to be successful.
In the 2018, the survey inquired how many new hires were newcomers. For the
purposes of this survey, the definition of “newcomers” is someone who is new to
Chatham-Kent, regardless of their place of origin. The percentage of new hires that
identified as “newcomers” was relatively the same.
In both collection years, it is important to note that the number of new hires that were
newcomers may have been underreported if the employer did not know where the
individuals came from previously.

Newcomers as New Hires
Year
2018
2019

# of
new
hires

2,189
3,101

#
% of
newcomers newcomers

58
193

3%
6%

Pros and Cons of Newcomers as Hires for Employers
Pros
 Broader perspective
 Overcome skills gaps by possessing
in demand skills and training
 Improve workplace diversity
 Gain access to new contacts and
networks

Cons
 Understanding CK specific nuances
 Challenges integrating (therefore
retention)
 Language
 Recognizing internationally trained
credentials

A closer review of the separations and hires by sector show which sectors boasted net
growth and which showed a net decline over the 6 year data collection.

Separations and Hires by Sector, 2015-2019
Sector
Manufacturing
Transportation and warehousing
Healthcare and social assistance
Utilities
Information and cultural industries

Separations
1843
160
1794
206
91
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Hired
2295
573
2027
372
235

Difference
452
413
233
166
144
20

Retail Trade
Finance and insurance
Educational Services
Accommodation and Food Services
Arts, Entertainment and Recreation
No response
Real estate and rental and leasing
Management of companies and
enterprises
Professional, scientific and technical
services
Public administration
Administration and support, waste
management and remediation services
Other Services (except public
administration)
Construction
Agriculture, forestry, fishing and hunting
Wholesale trade
Total

765
191
340
424
227
16
61

893
301
437
512
305
30
65

128
110
97
88
78
14
4

0

0

0

0
518

0
513

0
-5

828

787

-41

690
327
689
763
9933

639
254
568
595
11401

-51
-73
-121
-168
1468

The five sectors with the largest total growth were manufacturing; transportation and

warehousing; health care and social assistance; utilities; and information and cultural
industries which contributed to a total growth of 1,408 positions.

Sectors with Job Growth
over the 6 year period
Sector
Manufacturing
Transportation and warehousing
Healthcare and social assistance
Utilities
Information and cultural industries
Total Growth

Difference
452
413
233
166
144
1,408

The five sectors with the largest decline over the 6 year data collection period were
Administration and support, waste management and remediation services, Other
Services (except public administration, Construction, and Agriculture, forestry, fishing
and hunting and Wholesale trade with a total combined decline of 417 positions.
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Sectors with Job Decline
over the 6 year period
Sector
Administration and support, waste
management and remediation services
Other Services (except public
administration)
Construction
Agriculture, forestry, fishing and hunting
Wholesale trade
TOTAL DECLINE

Difference
-41
-51
-73
-121
-168
-417

The question of preferred education in a new hire is not easily quantified. The table
below confirms that the preferred education level varies depending on the job
classification.
Based on the responses received the majority of employers look for either a college or
high school diploma (or equivalent) when hiring, regardless of sector. Highlighted
boxes indicate the #1 choice identified by employers

Preferred Levels of Education for New Hires
Year

Less than
high
school

2015
2016

2017
2018

2019
2020

0

High school

College

25%
Service
worker;
Production
worker;
Apprentice
38%

40%
Technical;
Sales/Market
ing;
Admin/Cleric
al
30%
Management
;
Administrativ
e, Technical
Not asked.

General
Labour;

Undergrad

Trade

Professional

11%

9%

15%

10%

Trades/Journe
y Person
12%

Manager/
Executive;
Professionals;
10%

Skilled Labour

Professionals;
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Recruitment Methods:
Employers were asked about how they recruit for open positions in their organizations.
The top five answers are shown in the table for each year.
1

2

2015

Word of
mouth

Company's
own
internet
site

3

4

5

Online job
boards

govern
centres or
sites

Non gov
websites/centres

2016

Word of
mouth

online job
postings

company's
website

Social
Media

news ads

2017

Word of
mouth

online job
postings

Social Media

company's
website

news ads

2018

Word of
mouth

online job
postings

Social Media

company's
website

govern centres
or sites

2019

Word of
mouth

govern
centres or
sites

executive
search
companies

company's
website

Non gov
websites/centres

2020

Word of
mouth

online job
postings

company's
website

unsolicited
resumes

govern Centres
or sites; social
media

In each year of data collection, the number one response was “Word of mouth/personal
contacts/referrals/informal networks”.

Top 5 Recruitment Methods Over 6 Years
Word of Mouth

Online Job
postings

Benefits
Connections to the
candidate to vouch for soft
skills
Candidates are familiar with
the company
Wider reach

Social Media

Wider reach

Posting on the
company’s own
website

Wider reach

Challenges
Small reach
Only in the same circles
Could be missing out on qualified
talent company is not already
connected with
May end up with many
applications that are not all good
matches
May end up with many
applications that are not all good
matches
May end up with many
applications that are not all good
matches

Employers shared where they advertise their job postings (when they do advertise a
vacant position). The majority of employers stated that they advertise locally (on
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average, 88%); while 23% post provincially; 8% post across Canada, while 2% of
employers recruit internationally.

Where do Employers Recruit?
Year

Locally

Provincial Nationally

Internationally

2015
2016
2017

77%
97%

18%
25%

5%
8%

1%
1%

2018

94%

27%

8%

3%

2019

82%

20%

12%

3%

88%

23%

8%

2%

2020
Totals

Hard to Fill Positions:
Employers shared their experiences with hard to fill positions. The question appeared
annually. The top three sectors with hard to fill positions by year are listed below.
Manufacturing has traditionally experienced challenges with hiring and filling positions.
These hard to fill roles are split between positions that require very specialized focuses
and skills, and others that are very general in nature. The manufacturing section has
reported struggles filling positions in Chatham-Kent (and provincially) for many years.
Changing technologies, perceptions related to the sector, and the ability to be
competitive in the market (with wages, etc.) are key factors.
The healthcare and social assistance sector has reported challenges with public
relations for many years. They share challenges with the perception of the roles they
employ; the nature of the governance of the sector limiting opportunities; staffing
challenges related to operating facilities that are open 24/7; and establishing and
nurturing a talent pipeline to support the evolving needs of the sector.
In both cases, these sectors report employing an aging workforce which can complicate
their situations, considering the physicality of the roles.
Retail Trade reports a higher percentage of hard to fill positions, which could be a result
of the precarious nature of the sector (part time roles, lower wages, lack of benefits).

6 years of EmployerOne Survey Results

24

Top three sectors reporting the most hard to fill positions by year
2015

2016

2017

2018

2019

1

Manufacturing

Manufacturing

Retail Trade

Manufacturing

Manufacturing

2

Healthcare and
Social
Assistance
Retail Trade
Other Services
(exept Public
Administration)

Healthcare and
Social Assistance

Manufacturing

Healthcare and
Social Assistance

Wholesale Trade
Agriculture,
Forestry, Fishing,
and hunting

Healthcare and
Social
Assistance

Retail Trade

Healthcare
and Social
Assistance
Retail Trade
Construction

3

On average, just under half of the employers (47%) reported having a hard to fill
position (the annual rates varied from a low of 37% in 2017 to a high of 57% in 2018).
Five hundred forty four employers reported they had hard to fill positions over the 6
years of data collection.
In the three years the “# of unique positions” data was collected, 418 employers
reported they had 486 unique, hard to fill positions combined.

Hard to Fill Positions
% of
employers

#
employer

#
positions

2016

39%

55

2017

37%

73

2018

57%

143

115

2019

51%

117

170

2020

51%

156

201

544

486

2015

AVERAGE:
TOTAL

47%

The unique positions listed ranged from entry-level positions to upper management;
general skills, to very specialized skills.
The Manufacturing, HealthCare and Social Assistance and Retail sectors were more
likely to report having at least one hard to fill position during the collection period.
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Cumulative Totals of Hard to Fill Positions in Sectors in the Top Three
#
1
2
3

Sector

# of years in top 3

Total Unique Positions

5/5
5/5
4/5
1/5
1/5
1/5
1/5

86
73
60
37
31
29
22

Manufacturing
Healthcare and Social Assistance
Retail Trade
Construction
Other
Agriculture
Wholesale Trade

Employers who had hard to fill positions were asked why they felt their positions were
hard to fill.

Top Three Reasons for Hard to Fill
1

2

3

2015

2016

lack of
qualifications
(education level or
credential)

2017

Not enough
applicants

2019

Not enough
applicants
lack of
qualifications
(education level or
credential)

2020

Not enough
applicants

2018

Not enough
applicants
lack of
qualifications
(education level or
credential)
Lack of motivation,
attitude or
interpersonal skills

Not enough
applicants
lack of
qualifications
(education level or
credential)

lack of work
experience

lack of work
experience
lack of
qualifications
(education level or
credential)

No applications at
all
Lack of motivation,
attitude or
interpersonal skills

Cumulative Totals of Reasons for Hard to Fill Positions in Sectors in the
Top Three
#
1
2
3

Sector

Lack of Qualifications
Not enough applicants
Lack of work experience
Lack of motivation

# of years in top 3

Total Unique Positions

5/5
5/5
2/5
3/5

252
331
213
197
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Employers, overwhelmingly reported that their “in-demand work skills” needs focused
on soft skills

In-Demand Work Skills:
1
2015

work ethic

communication

problem solving

team player

5
time
management

2016

work
ethic/dedication/
dependability

self motivated

problem
solving/creativity

technical

Teamwork/
interpersonal

2017

work
ethic/dedication/
dependability

Self
motivated/work
independently

Teamwork/
Interpersonal

Customer
Service

Communication
(both written
and oral)

2018

work
ethic/dedication/
dependability

Self motivated/
ability to work
with little or no
supervision

Teamwork/
Interpersonal

Communication
(both written and
oral)

Willingness to
learn

2019

work
ethic/dedication/
dependability

Self motivated/
ability to work
with little or no
supervision

Teamwork/
Interpersonal

Communication
(both written and
oral)

Willingness to
learn

dependability

Self motivated/
ability to work
with little or no
supervision

Teamwork/
Interpersonal

Attendance

2020

2

Work ethic

3

4

Planned Hires:
Employers shared their intentions to hire in the next calendar year. On average, 65% of
employers believed they would be likely to have a hiring need (with a low of 54% in
2016 and a high of 74% in 2020.)
In five of the six data collection years, employers shared their estimated hiring needs
representing 8,406 anticipated hires.
# of positions
employer is likely
to hire
61%
562

% of Employers
likely to hire

2015
2016
2017
2018
2019
2020

54%
63%
71%
66%
74%

1036
2068
2196
2544

65%

8,406
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Employers reported that they planned to hire in order to:
1. fill a vacant position
2. increase staffing to expand their operations
3. staff seasonal roles
4. replace staff who were retiring
5. increase staffing to support upcoming technical changes

Why do Employers Plan To Hire?
Fill

2015
2016
2017
2018
2019
2020

Expand Retire

Seas

Tec

2
1
1
1

1
2
2
2

4
3
4
4

3
3
5
3

5
4
3
5

1

2

4

3

5

While nearly all sectors showed increases in plans to hire between 2015 and 2020, two
sectors saw consistent year over year growth: Healthcare and social assistance and
Professional, scientific, and technical services

Retention:
For the first time, in the 2020 data collection year, respondents were asked about
retention challenges in their organizations.
For the purposes of this survey, “retention” was defined as the ability to keep the talent
within their organization.
Maintaining talent within the workplace is a challenge that is felt through all sectors to
varying degrees. In 2019, 52% of respondents reported that retention was a challenge
for their organization
More employers from the Manufacturing sector reported retention challenges than
employers in other sectors (20%); while 11% of employers in the Construction and
Other Services (except public administration) sectors reported similar challenges.
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Retention Challenges by Sector, 2019
Sector
Accommodation and Food Services
Administration and support, waste management and remediation services
Agriculture, forestry, fishing and hunting
Arts, Entertainment and Recreation
Construction
Educational Services
Finance and insurance
Healthcare and social assistance
Information and cultural industries
Manufacturing
Other Services (except public administration)
Professional, scientific and technical services
Public administration
Retail Trade
Transportation and warehousing
Utilities

%
5%
1%
8%
4%
11%
6%
6%
7%
1%
20%
11%
4%
2%
8%
5%
3%

Employers reported that they employ many different types of retention strategies in their
workforce to empower and engage their current staff. They are as follows:










Regular increases in salary/wages (60%)
Training opportunities (56%)
Recognition for service and/or outstanding work (53%)
Job flexibility (i.e. work from home arrangements, flex time, job sharing) (38%)
Employee “perks” (i.e. discounts on merchandise, company branded clothing,
staff celebrations, etc.) (36%)
Clear promotional paths or advancement opportunities (22%)
Job rotation opportunities (20%)
Regular increases in benefits (9%)
Other (6%)

Many sectors report that they are employing a variety of techniques and strategies to
retain their workforce to varying degrees.
Manufacturing; Healthcare and social services; Agriculture, forestry, fishing and hunting;
and Other services (except public administration) report they are currently employing 8
of the 9 identified strategies in some way within their workforce.
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Succession Planning:
In 2020 only, the survey asked respondents if their organization had a workforce
succession plan in place to deal with projected growth and/or retirements over the next
3-5 years.
Just under half of respondents reported that they did have a plan in place (45%) with
the remaining (55%) reporting they did not have a succession plan in place within their
organization to deal with growth or retirements in their workforce.

Sectors with Succession Planning in Place, 2019
Sector
Accommodation and Food Services
Agriculture, forestry, fishing and hunting
Arts, Entertainment and Recreation
Construction
Educational Services
Construction
Finance and insurance
Healthcare and social assistance
Information and cultural industries
Manufacturing
Other Services (except public administration)
Professional, scientific and technical services
Public administration
Real estate and rental and leasing
Retail Trade
Transportation and warehousing
Utilities

% yes
4%
5%
8%
7%
5%
7%
5%
12%
1%
11%
12%
5%
3%
2%
10%
2%
2%

It appears that the following sectors are preparing themselves for significant changes in
their workplace:
 Healthcare and Social Assistance
 Other Services (except public administration)
 Manufacturing
 Retail Trade
There is a need for employers to turn their attention to succession planning to prepare
for the future of work. There are many resources and supports in the community to
assist employers. CKWPB will share their most recent “Succession Planning” report
with completers and provide an update on the Succession Planning Action team.
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Challenges and how they were supported by EOS data
Challenges: Start Ups
Challenge
Brand Recognition

Gaining Market Share

Financial

HR functions

Training Staff

How it was supported using EOS data
 Highlights of businesses on social media
 Featured Entrepreneur program in partnership with
Chatham Chamber of Commerce recognized up to three
times a year.
 Social Media presentations for employers in the
community
 Facilitated connections with Small Business Centre
(SBC), Community Futures Development Corporation
(CFDC)
 Created and facilitated the “CK MicroLoan” program in
partnership with CFDC, United Way, Employment and
Social Services, and Prosperity Roundtable
 HR conference featuring David Colletto, etc. aimed at
small and emerging businesses to facilitate connections
in the community
 Employment Ontario (Employment Services) information
shared on training subsidies, grants, programs, etc.

Challenges: Small Business
Challenge
Attracting staff

How it was supported using EOS data
Information was shared with employers about initiatives
occurring in Chatham Kent like:
 Resident Attraction and Retention attending out of town
job fairs to promote CK as a place to live, work and play
and highlighting open roles within organizations here;
 Blue Branch: (bluebranch.ca) “Strengthening Canada’s
Workforce. Connecting skills with opportunities”
Information sessions held in the community to share
information
 CK Works! Community Job Fair: was created and
executed to bring together a diverse group of employers
with a large number of open positions to fill
 Employment Ontario (Employment Services): screening of
potential candidates, job coaching, wage subsidies
 Employment and Social Services (Job Development):
screening of potential candidates, job coaching, wage
subsidies
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Brand Awareness

Dedicated HR
Function

Retaining Staff

Culture

Competitive Wages

Benefits

Training

Access to supports
and funding



Social media spotlights occurred showcasing why
employers completed the EmployerOne Survey, as well
as offering insights into their business
 “Attract! Engage! Retain! Human Resource Conference”
was developed and held to showcase supports offered in
Chatham-Kent and the surrounding areas, and to share
best practices held by small businesses
 Developed and executed the “CK Works!” education
series of employer workshops with Resident Attraction
and Retention sessions.
Brought in a variety of speakers on the topic of Corporate
Culture:
 Eric Termeunde (opening Keynote) of Growing Your
Workforce Conference speaking about simple (and free)
ways to build and refine your culture to inspire your
workforce to stay
 David Colletto (opening keynote) of the Attract! Engage!
Retain! HR conference speaking on the topic of multi
generational workforces and how to navigate your way as
an employer
 Sean Aitken spoke on “The Future of Work: A Revolution
in Work Consciousness” at an employer focused session
 Advertised the availability of Labour market information
(including wage information for our region, educational
requirements, etc.) for employer’s review to determine
their own competitiveness in the market. Approximately
15 employers make requests annually for a wage review.
Information sharing related to companies who provide benefit
packages for small businesses including options that are
located:
 Locally
 Provincially
 Nationally
Packages prepared and shared with employers (with follow up
contact) regarding:
 Canada-Ontario Jobs Grant
(http://www.tcu.gov.on.ca/eng/eopg/cojg/)
 SkillsAdvance Ontario
(http://www.tcu.gov.on.ca/eng/eopg/programs/sao.html)
Facilitate connections based on the responses where
appropriate, including:
 Community futures Development Corporation (CDFC)
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Small Business Centre
Business Development Bank of Canada (BDC)
Chatham-Kent Economic Development

Challenges: Hiring New Graduates
Challenge
Lack of Employment
history
Have theory but not
practical experience
Education may not
align with employer’s
specific needs
Soft skills are not
taught in school

How it was supported using EOS data
 Connections with local school boards and local post
secondary
 Promote co-op placement, internships, opportunities to
job shadow etc., to “try on” the job
 Creation of the experiential learning database
 Employer connections created with post secondary in
ECE and PSW to discuss curriculum needs and
expectations
 Implementation and roll out of “Bring your A Game to
work” soft skills training program.
 Delivered in pre-employment workshops
 Offered to employers as a free of charge, stand alone
training in Call Centre environment

Challenges: Hiring Newcomers
Challenge
Retention of
newcomers
Improve workplace
diversity

How it was supported using EOS data
 Training for employers on integration and welcoming
community with Resident Attraction and Retention
 Diversity in the workplace training with Resident
Attraction and Retention

Challenges: Educational Levels
Challenge
Low educational
attainment

Can’t get the training
they need in a delivery
format that works for
their workers and
organizations

How it was supported using EOS data
 Census data shows that Chatham-Kent has a slightly
lower than average educational attainment rate than its
neighbouring communities. This can add a challenge to
employers who have specific educational requirements
to fill their roles, essentially shrinking the talent pool they
can hire from.
 Information sharing with employers about Literacy and
upskills programs available in Chatham Kent including
Employment Ontario supported programs like literacy,
English as a second language, and academic upgrading
 Information shared with employers in sectors that have
experienced a pain point, about SkillsAdvanced Ontario
sector specific training programs that are tailored to their
industry’s needs

6 years of EmployerOne Survey Results

33

Specialized training
not offered



Challenges with
getting the right
training



Employers not valuing
the work of
foundational skills
training (literacy and
basic skills)




Facilitated connections between employers and
Employment Ontario service providers, education
centres, to help them gather information on the options
that exist for them
Facilitated connections between employers and training
centres (post secondary, private and public) to
encourage consultations and shared curriculum
development for long and short term training solutions
Information shared with employers about the importance
of working with literacy agencies to upskill their talent
pool and employees.
Shared best practices used by some Chatham-Kent
employers to support their employees upskilling while
still maintaining their productivity and achieving their
organizational goals

Challenges: Hard to Fill Positions
Challenge
Competitive Wages

Perception

How it was supported using EOS data
Employers expressed concerns that they have challenges
filling positions because they are a smaller employer and
cannot offer the same compensation as larger employers.
 Advertised the availability of Labour market information
(including wage information for our region, educational
requirements, etc.) for employer’s review to determine
their own competitiveness in the market. Approximately
15 employers make requests annually for a wage review
 Proposed local data collection to a working group.
Challenges arise with sharing of wage information
however, it is worth pursuing to gather the localized level
of data (as opposed to only have regional data to work
with)
 Worked with CK Economic Development to promote the
GPS manufacturing tool that provides data collection
and reporting on wages in the manufacturing sector
within Ontario. To date there has been low uptake in
Chatham Kent
 Working with Economic Development to procure the We
Data Tool (developed by Workforce Windsor Essex)
which will provide localized data on current job postings
(in addition to other features) that will help gather data
on wages in our area.
Worked with employer action groups as well as Education
and Employment services and Community Attraction and
Promotion to develop and promote “I love my job” videos
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that highlight individuals in the community who love the work
they do in CK, specifically in
 Senior Health Care
 ECE
 Manufacturing
 Trades
Please see
 Challenges: Recruitment
 Challenges: Recruitment Methods

Recruitment

Challenges: Recruitment
Challenge
Not enough applicants

No applicants at all

Lack of qualifications
(education level or
credentials)

Lack of motivation,
attitude or interpersonal
skills
Lack of Work
Experience

How it was supported using EOS data
 CK Works! Community Job Fair was created as an
opportunity to bring together a diverse group of
employers with a variety of vacant roles to encourage
more applicants to attend and apply
 Shared information on Employment Ontario Employer
Services and Employment and Social Services
employment support programs, as well as those
covered by special population programs including Job
Worx, Canadian Mental Health Association
 Information sharing with employers about literacy and
upskills programs available in Chatham Kent including
Employment Ontario supported programs like literacy,
English as a second language, and academic
upgrading
 Shared information on where in demand skills are
trained, and facilitated connections with employers and
post secondary institutions to support a direct pipeline
from school to work
 Shared information on soft skill training program “Bring
Your A Game To Work” with employers to be delivered
to staff, hiring classes, schools, and special interest
groups with limited uptake
Employers were encouraged to consider investments in
(and connections were made with)
 Local Educational institutions for the promotion of coop/internship/apprenticeship
 Providing opportunities for people to learn about their
operations as an investment in the talent pipeline
 Encouraged to participate in short term career
exploration events like Manufacturing Day, Take Your
Student to Work Day, etc

Challenges: Recruitment Methods
Challenge

How it was supported using EOS data
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Employers recruit
using word of mouth.
Talent pool can be
small and closed.

Information was shared with employers about the hiring
supports that exist in the community including
 Employment Ontario Employment Services;
 Employment and Social Services;
 Job Boards;
 Job fairs;
 Employment Agencies
Created CK Works! Community Job Fair which was
promoted regionally
Information was shared with employers about the hiring
supports that exist in the greater area including
 Blue Bench
 Ontario Immigrant Nominee Program
Resident Attraction and Retention attended outside job fairs
that allowed employers to promote their positions

Employers recruit
primarily locally

Challenges: Retention
Challenge
Corporate Culture

How it was supported using EOS data
Please see
 Challenges: Small Business (Corporate Culture)
Please see
 Challenges: Recruitment

Economy (low
unemployment)

Challenges: Succession Planning
Challenge
Unsure of process

How was it supported by EOS data
 Information was shared with employers through the
Succession Planning report and task force sharing
information on services, best practices, and supports
available in the community and through community
partners.

Recommendations:
Based on the findings, CKWPB makes the following recommendations to strengthen
data points collected in the survey.
CKWPB will bring a group of key stakeholders together in May 2021 to develop a new
and improved EmployerOne 2.0 survey that will allow continued collection for our area.
Strengthen data
points by including
more detail in
responses




Hard to fill positions?
Vacant positions:
o Job titles
o How many of each do you need?
o When?
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Increase response
rates with
partnerships







o What is the impact on your business without them?
Wage
Programs used for recruitment
o Ontario Immigrant Nominee Program
o For profit programs
Reasons for separation:
o Definitive dismissed, quit, where did they go/
o Did they have another job?
o Did you conduct exit interviews?
Newcomers
o Numbers
o Positions
Chambers
BIA’s
CK Leader’s Cabinet
CKHRA
Home Builder’s Association
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HOW DID WE DO?
This document may be freely quoted and reproduced without the permission of the
Chatham-Kent Workforce Planning Board (CKWPB) provided the content remains
the same and the organization is acknowledged as the author of the document.

CKWPB is committed to ongoing research to enhance local labour market planning
in the Chatham-Kent region.
CKWPB assumes no responsibility for its use or for the consequences of any
errors or omissions.
The views expressed in this document do not necessarily reflect those of
Employment Ontario or the Government of Ontario.
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Think clean and green. Please recycle me!
To compost, simply remove the binding and shred
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