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1.0 Introduction  
1.1 Local Employment Planning Council Project Overview 
Local labour market information provides the basis for informed decision-making and responses 
to the challenges that confront local economies.  To address the growing need for local labour 
market information (LMI) the Durham LEPC pilot, with funding from the Ministry of Advanced 
Education and Skill Development (MAESD) implemented the “What Employers Need: Skills For 
Tomorrow” employer survey.  
 
The first administration of the Skills For Tomorrow employer survey resulted in 388 responses 
with a generally representative sample of organizations by municipality, sector and size.  The 
comprehensive nature of the survey allowed all sectors of the local economy to be assessed and 
included specific questions for individuals who identified as self-employed.  In addition to the 
employer survey, a series of focus groups and key informant interviews were conducted 
throughout the lakeshore municipalities in Durham and provide the foundation for this report.  
For the purpose of this report lakeshore municipalities include, Pickering, Ajax, Whitby, Oshawa 
and Clarington.    

1.2 Rationale 
There is a pronounced need to access detailed LMI to facilitate the development of a highly 
skilled and adaptive labour force with skills relevant to employers’ needs.  Currently there is 
limited information available related to employers’ skill needs, attraction and retention related 
issues, and training opportunities.  Additionally, there is limited information about community 
service gaps, current hiring experiences, and future hiring plans. The employer survey was 
developed in response to these challenges.  

1.3 Project Scope and Limitations 
Given the unique attributes of north Durham a separate and distinct survey was developed and 
administered by the Durham Workforce Authority (DWA) apart from the Skills For Tomorrow 
employer survey. Hence, this survey focused on the employers in the lakeshore municipal areas in 
south Durham and the report will detail findings for these areas.  The results presented in this 
study are intended to complement the results from the survey of employers in north Durham 
however, the results of this study apply only to those lakeshore municipalities located in south 
Durham and not the entire Region of Durham.  
 
Tantamount to the success of this project was the achievement of certain sectoral response 
targets.  These targets required the completion of 25 surveys across four key sectors.  The 
assignment of specific sectoral response targets was a challenging feature of this study, as the 
targets selected did not account for the total number of employers in each sector of the local 
economy.  As a result, it became challenging to ensure that the data collected were representative 
of the economy in each individual municipality, and across all of the lakeshore municipalities 
while meeting these targets.  
  

2.0 South Durham Region: Estimating Employers - Overall and Sectors 
2.1 Data Sources and Employer Information Collection  
In order to understand the local labour market, the North American Industry Classification 
System (NAICS) was employed, dividing the local economy into 20 distinct sectors.   These 
sectors ultimately provided the basis for the sector level analysis that was conducted and were 
used for determining key sectors of importance to the local economy.   



 
Prior to the analysis of secondary sources, a content analysis of the various municipal websites 
was initiated. This effort provided an understanding of the sectors of the economy known to be of 
particular importance in each municipality, and across the Region.  These results are depicted in 
Table 1.   
 

Region of 
Durham 

Clarington Oshawa Whitby Ajax Pickering 

Advanced 
Manufacturing  

Manufacturing Advanced 
Manufacturing 

Advanced 
Manufacturing 

Technology 
Based 
Manufacturing 

Advanced 
Manufacturing 

Agri-business      Agri-Food 
 

Digital 
Technology  

 Information 
Technology 

Information & 
Communication 
Technology 

Business & IT 
Services 

Information & 
Communication 
Technology 

Film       
Small 
Business 

     

Smart Energy Utilities Energy 
Generation 

Clean 
Technology 

Sustainable 
Energy 

Energy 

Tourism    Government 
Services 

Tourism  

 Transportation 
& 
Warehousing 

Multimodal 
Transportation 
and Logistics 

Logistics & 
Distribution 

Wholesale 
Logistics 

 

  Health and 
Bio-Sciences 

Health & 
Medicine 

Healthcare  

 Retail Trade  Professional 
and Technical 
Services 

 Environment 
and 
Engineering 

 Construction     
Table 1 

As seen in Table 1, each municipality classified their key sectors somewhat differently making it 
difficult to align each sector with a corresponding NAICS code at the 2-digit level.  For example, 
Information Technology, and Information and Communication Technology, although similar may 
be comprised of slightly different businesses.  This challenge is mitigated through the use of 
NAICS.   
  
A variety of secondary data sources were also utilized to inform the identification of key sectors.  
These data sources include the Region of Durham’s Business Count (BC) (2015), Statistics 
Canada’s Canadian Business Patterns (CBP) (2015), Statistics Canada’s National Household 
Survey (NHS) (2011) and Industry Canada’s Canadian Company Capabilities (CCC) (2015).  
Table 2 provides a brief description of some of the variables available through these datasets.  

Variable BC CBP NHS CCC 
NAICS X X X X 
NOC  X X  
Municipality X X  X 
Size (range/number) X X  X 
Business Name X   X 

Table 2  



Following a review of these sources and consultation with the DWA, four key sectors were 
proposed.  These key sectors included Health & Bioscience, Advanced Manufacturing, 
Information & Communication Technology and Utilities.  As was the case with the content 
analysis of the various municipal websites, many of the sectors identified did not fit neatly within 
the sectoral division provided by NAICS.  As a result, an attempt was made to align the proposed 
areas with a sector which was represented as being of importance according to the data examined.  
Table 3 displays this alignment.  

Proposed Key Sectors Corresponding NAICS Sector 
Advanced Manufacturing Manufacturing (44-45) 
Health & Bioscience  Healthcare & Social Assistance (62) 
Information & Communication Technology Information & Cultural Industries (51) 
Utilities Utilities (22) 

Table 3 

3.0 Methodology 
3.1 Organization of Employer Survey 
This study employed both qualitative and quantitative methods to gather LMI.  Quantitative 
methods employed include the development of a survey for all organizations with employees, and 
the development of a unique survey for organizations without employees (self-employed).  
Qualitative methods employed include key informant interviews and focus groups.  The section to 
follow will further detail these elements of the project beginning with the quantitative methods 
employed.   

3.2 Survey Questionnaire: “What Employers Need: Skills for Tomorrow” 
The What Employers Need: Skills For Tomorrow employer survey is a comprehensive tool 
designed to collect LMI from Durham Region employers.  This survey exists in two parts, one for 
organizations with employees, one for the self-employed.  Respondents were provided with a 
corresponding set of questions depending on how they responded to a question that asked whether 
their organization had additional employees, or whether they were self-employed.  

The Skills For Tomorrow employer survey was developed to examine six key areas: employer 
demographics, enhanced employer information/skills, hiring experience, future needs, 
vocational/professional training, and business support climate.   An additional strength of this 
survey was its provision for the examination of self-employed organizations in the areas of 
demographics, training and future needs.  This structure is displayed in Figure 1.   



 
Figure 1 

3.4 Focus Groups 
As the data collection period was nearing completion, a series of questions based on preliminary 
data analysis was developed for further examination.  From these questions, a series of focus 
group questions were designed to provide further insight into the data gathered by the employer 
survey.  As part of the wrap up to the employer survey, participants were asked if they would like 
to be contacted for the opportunity to participate in a focus group.  Given the high level of 
interest, multiple focus groups were assembled that mirrored the key sectors.  One additional 
focus group was held for self-employed respondents.  These focus groups were organized for late 
November and early December.  In total, five focus groups were conducted in three locations and 
two different municipalities.  
 

3.5 Interviews 
To complement the data gathered by both the employer survey and the focus groups, additional 
interviews were held.  There were two main reasons for conducting interviews.  First, large 
employers often expressed a need for assistance when completing the survey. As a result, phone 
interviews were conducted during which the survey was completed and complementary notes 
were taken.  The second reason for interviews was as a result of an inability to attend the focus 
groups organized.  Despite this inability, a number of employers indicated a desire to arrange for 
an interview.  The result of this was an additional six interviews completed with informants in 
Manufacturing, Utilities, and Government Administration.  Additionally, one of the individuals 
interviewed was self-employed. 

  

4.0 South Durham Region – Overall Results 
The Skills For Tomorrow employer survey achieved a high response rate that included representation 
from every sector of the economy. In total there were 388 surveys completed by organizations with 
employees representing nearly 15,000 full-time employees and many more part-time employees. All key 
sector targets were achieved with Healthcare, Manufacturing, Information and Cultural Industries, and 
Utilities representing a total of 150 responses.  This information is further detailed in Table 4. 
 



Sectors 
Total # of 

Respondents 
Businesses with 

Employees 
Self-employed 

Business 

Accommodation and food services 11 9 2 
Administrative and support, waste management 
and remediation services 

9 8 1 

Agriculture, forestry, fishing and hunting 2 2 0 

Arts, entertainment and recreation 11 10 1 

Construction 22 22 0 

Educational services 20 17 3 

Finance and insurance 30 24 6 

Healthcare and social assistance 47 45 2 

Information and cultural industries (reclassified)1 * 30 19 11 

Management of companies and enterprises 2 1 1 

Manufacturing 45 41 4 

Mining, quarrying, and oil and gas extraction 1 1 0 

Other services (except public administration) 42 37 5 

Professional, scientific and technical services 42 31 11 

Public administration 5 4 1 

Real estate and rental and leasing 5 5 0 

Retail trade 31 29 2 

Transportation and warehousing 12 12 0 

Utilities (reclassified)2 * 28 26 2 

Wholesale trade 15 15 0 
Table 4 

In total, 72 (21%) respondents indicated that their organization had other locations within the Region.  In 
total, there were 141 additional businesses located within the Region of Durham that were affiliated with 
the respondents to the Skills For Tomorrow employer survey.  Most of these additional locations were 
indicated to be in the lakeshore municipalities, with the greatest number located in Oshawa. These results 
are depicted in Figure 2.  

 

                                            
1,2 Note: the total number of respondents totals 410, not 388.  The difference of 22 is a function of the re-
classification of sector for 22 respondents whose businesses were included as a function both of their original 
classification and their sectoral re-classification. All of these re-classified businesses belong to the Utilities and 
Information and Cultural Industries sectors (*). 
 

 



 

Figure 2 

The majority of the respondents who indicated that their organization had other locations in the Durham 
Region belonged to the Healthcare and Social Services sector and the Finance and Insurance sector.  
These results are further depicted in Figure 3 and demonstrate the interconnected nature of the economy 
in the Durham Region.  

 

Figure 3 

Postal code information suggested that the majority of respondents were clustered in the southern areas of 
the municipalities.  A total of 280 of the respondents selected postal codes within the southern portion of 
their municipality, supporting the understanding that the southernmost part of the Region is an area highly 
concentrated with businesses.  

The self-identified job title of respondents demonstrated significant variance depending on the size of the 
organization.  Respondents from most micro and small organizations self-identified primarily as owner, 
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president, or CEO.  Conversely, respondents from medium and large organizations most often identified 
as director or manager.  These respondent profiles are consistent with the expectation that the most 
appropriate individual to complete the survey would depend upon the size of the organization.   

4.1 Organizations with Employees 
Informed by the overall employment demographics, this section will present information on 
employer demographics, sector and occupations, skill requirements and gaps, hiring practices, 
future requirements, training, and the business support climate for respondents with employees.  
This section first presents demographic information from respondents with employees. 
 
4.1.1 Demographics  
Businesses with employees accounted for 338 (87%) of the total responses.  From these 
responses, the most common organization size was small, representing 226 (67%) of the returned 
surveys.  These findings are detailed in Table 5. The finding that small businesses are the most 
prevalent is consistent with the understanding that small businesses represent a large share of both 
total employment and total number of businesses across the Region of Durham and within the 
individual municipalities. 

Businesses with Employees (N=338) 

Employment  Size # of Survey Responses Total # of Employees 

Micro (1-4) 84 238 

Small (5-99) 226 4,362 

Medium (100-499) 24 3,646 

Large (500+) 4 6,704 
Table 5 

Contrary to the review of secondary data which suggested small employers comprised the 
greatest total number of employees, this study found large employers by far employed the 
greatest number of full-time employees (6,704) followed by small businesses.  One possible 
reason for this discrepancy could be attributed to the small sample size.  It is possible that a larger 
sample would produce different results.  Another possible explanation for this finding could lie in 
the method of data collection.  As the survey asked for the total number of full-time employees, it 
is conceivable that small organizations employ many more part-time and contract staff, 
contributing to a greater share of total employment.  For example, analysis of the data for medium 
sized employers revealed that many organizations that identified as medium have relatively low 
numbers of full-time employees. 

4.1.2 Sector and Occupational Categories 
When analyzing the overall results, it became clear that many of the businesses that responded to 
the Skills For Tomorrow survey could be classified seamlessly into other sectors of the economy 
as well. Given this limitation with addressing the labour market solely through the lens of a sector 
level understanding, occupational level analysis was also undertaken to better understand some of 
the most common occupations within the local labour market and across the individual sectors. 
This understanding is possible using the NOC code which at the single digit level, provides 
information on the skill type of various occupations.  The most common skill type was sales and 
service occupations, followed closely by business, finance and administration occupations and 
management occupations.  These findings were supported by a high concentration of employees 
in these areas and are depicted in Figure 4.  



  

Figure 4 

The finding that sales and service occupations were the most common skill type was unexpected.  
A closer examination of the specific occupations which comprise this skill type provided further 
insight.  Most of the occupations contained within this skill type represent the front-line 
occupations which exist across a variety of different sectors and organizations.  Common 
occupations that align with this skill type include retail sales persons, and customer service 
representatives, ultimately contributing to the high concentration of employees in these areas.   
 
Similarly, the second most common skill type, business, finance and administration, contains a 
variety of different occupations which exist across various sectors and employers.  Examples of 
occupations which align with this skill type include administrative and regulatory occupations 
and general office workers. These kind of occupations were anticipated to comprise a significant 
component of the total employment across sectors because of their commonality across 
organizations.  
 

4.1.3 Occupational Skill Requirements  
Following the analysis of skill type (first-digit NOC) skill level was examined by making use of 
the second-digit from the NOC codes identified by respondents.  The following section details 
employer skill requirements by making use of the four skill levels embedded within the NOC 
structure which correspond to various levels of education or training. These skill levels are further 
explained in Table 6. 

 
Skill 
Level 

(Alpha) 

Skill 
Level 
(digit) 

Equivalent Level of Education/Training 

A 0 or 1 University degree (bachelor, master’s, doctorate) 
B 2 or 3 2-3 years of post-secondary education at a community college OR 

2-5 years of apprenticeship Training OR 
3-4 years of secondary school and more than 2 years of on the job 
training 

C 4 of 5 Some secondary school education, with up to two years of on the job 
training, training courses, or specific work experience 

D 6 or 7 Short work or demonstration or on the job training OR 
No formal educational requirements 

Table 6 

Overall results for organizations with employees indicated the skill level where employers 
reported the greatest number of current employees was skill level B, followed closely by skill 
level C.  For the occupations categorized under skill level B, the most commonly selected 
occupational category was NOC 12, administrative and financial supervisors and administrative 
occupations.  These results of the second digit NOC examination are further detailed in Table 7. 

Sales & Service 
Occupations

Service Representatives & 
Other Customer/Personal 

Services 

N= 2,284

Sales Representatives & 
Sales Persons 

(Wholesale/Retail Trade) 

N= 744

Business, Finance & 
Administration

Administrative & Financial 
Supervisors & Administrative 

Occupations 

N=981

Office support Occupations  
N=656



 
Skill Level NOC-2 Digit # of Organizations # of Employees 

B NOC12-Administrative 95 981 
C NOC 14- Office support occupations 70 189 
A NOC00-Senior management 68 401 

Table 7 

Beyond clarifying the skill level of employees, this study also sought to understand whether 
employers required a certain minimum credential in order to be employed in any of the 
occupational categories at respondent organizations.  This understanding would provide more 
meaningful insight into the question of skill level by allowing LMI users to understand both skill 
level and required credential, two features which when combined, provide for a powerful 
understanding of employers’ requirements.  
 
Overall, the most common credential required by employers was a college certificate or diploma 
with over 448 occupations requiring this as the minimum credential.  This was followed closely 
by the high school or equivalent which was required as the minimum credential for 420 
occupations.  These results are depicted in Table 8. 
 

Minimum Credential # of Occupations NOC 3-Digit 
Less than High School 57 
High School or Equivalent 420 
Apprenticeship 85 
College Certificate/Diploma 448 
College Post-Graduate or Advanced 
Diploma  

83 

Undergraduate Degree 205 
Graduate Degree 30 
Professional Degree 42 

Table 8 

Using the NOC framework, this study was also able to determine which specific occupations 
required employees to possess these credentials as a minimum requirement for employment. 
While there were many different occupations which required a minimum credential, the most 
common occupations for which organizations required credentials were NOC 122 administrative 
and regulatory occupations which required a college certificate or diploma, NOC 124 office 
administrative assistants, general, legal, medical which required a college certificate or diploma 
and NOC 001 legislators and senior management which required a university degree.  In total, 
152 different organizations required minimum credentials for these occupations.  The level of 
credential required varied however, with many employers requiring a different credential for 
similar occupations.  In general, common occupations that employers required a credential for 
include administrative occupations and administrative assistants most of which commonly 
required either high school or a college diploma while  legislators and senior management 
positions most frequently required a university degree as the minimum credential. 
 
Beyond these compulsory credentials, survey respondents were also afforded the opportunity, via 
text box, to name any additional credentials which they required their employees to possess.  
Common certifications which employers required included a variety of industry licenses, e.g. 
broker’s license, P. Eng., and for skilled trades, the certificate of qualification (C of Q).  Many 



respondents also used this text box to specify the type of credential which they sought.  Common 
credentials that were consistently referenced included business degrees and accounting degrees. 
  
4.1.4 Essential Skills and Gaps 
In an effort to understand their essential skill requirements, employers were asked to identify the 
essential skills which were critical for employees to effectively perform their role.  By employing 
the framework offered by NOC, it was possible to identify the level of essential skill required and 
the specific occupational categories in which these skills were the most necessary.  For each of 
the nine essential skills, respondents identified the most prevalent occupational categories as 
areas of high importance for essential skills. This section will further detail these findings for 
each of the nine federal essential skills by providing examples of each skill at the corresponding 
level at which employers identified it to be important.   
 
Reading, thinking and working with others were the top three skills emphasized by employers as 
being of importance for successful performance of an employees’ role.  All three of these skills 
were most frequently emphasized as important at skill level B followed by skill level C and then 
skill level A.  Table 9 provides examples of the three essential skills most frequently identified by 
employers as being critical for their employees.  Additionally, there are examples of each 
essential skill that correspond to the level sought by respondents.  

 
Skill 
Level 

NOC Reading Thinking Working with 
Others 

B NOC12 
Administrative & 
financial supervisors 
& administrative 
occupations 

Make low-level 
inferences from 
multiple sources 

Re-sequences some 
tasks based on a 
need for re-
scheduling 

Work as a member 
of a team through 
combined effort 

C NOC 14  
Office support 
occupations 

Read simpler texts 
to locate multiple 
pieces of 
information 

Return to work 
following 
disruptions without 
new planning  

Worker co-
operates with one 
worker at a time 

A NOC00 
Senior management 

Interpret dense 
and complex texts 

Revises work plans 
on an ongoing basis 
re-prioritizing as 
needed  

Monitor the work 
performance of 
others 

Table 9 

The three skills that followed reading, thinking, and working with others in terms of employer 
ranking were writing, oral communication and document use. All three of these skills were 
primarily emphasized as being of importance at skill level B followed by skill level C and then 
skill level A.  Table 10 provides examples of each essential skill at the various levels of 
importance identified by respondents.  Additionally, there are examples of each essential skill that 
correspond to the level sought by respondents.   
 
 
 
 
 
 

 



Skill 
Level 

NOC Oral Communication Writing Document Use 

B NOC12 
Administrative 
& financial 
supervisors & 
administrative 
occupations 

Make presentations to 
small groups 

The content of the 
writing may be 
extensive, but it is 
readily available 
from established 
sources 

Read schematic 
drawings when 
repairing, assembling 
or maintaining 
machines 

C NOC 14  
Office support 
occupations 

Speak with customers 
to follow up on overdue 
accounts 

Write a routine 
memo advising 
superior of the 
budgeted purchase 
of new equipment 

Read work schedules 
and assignment 
sheets to determine 
work locations, times 
and duties 

A NOC00 
Senior 
management 

Mediate to resolve 
conflict and produce 
agreements between 
individuals, groups, 
organizations 

Write background 
documents for 
company policy 

Analyze and 
synthesize 
information obtained 
from many document 
types 

Table 10 

The remaining essential skills, computer skills, numeracy, and continuous learning were the skills 
least emphasized by respondents.  This does not however mean these skills were viewed as 
unimportant.  Many employers commented on the importance of each of these essential skills to 
employees in their organization.   Computer skills were ranked highest by employers compared to 
the other remaining skills.  Numeracy followed computer skills in terms of overall ranking 
followed by continuous learning.  While continuous learning was the least emphasized by 
employers, many of the comments suggested that continuous learning was expected in a variety 
of different occupations.  Table 11 provides examples of each essential skill at the corresponding 
level identified as important by employers.  Additionally, there are examples of each essential 
skill that correspond to the level sought by respondents.  

  
Skill 
Level 

NOC Computer Skills Numeracy Continuous 
Learning 

B NOC12 
Administrative & 
financial Supervisors 
& administrative 
occupations 

Create and modify 
spreadsheets for 
data entry 

In consultations with 
department 
managers, estimate 
staffing 
requirements 

Learning 
through reading 
and self-study 

C NOC 14  
Office support 
occupations 

Use word processor 
to produce letters 
and memos in pre-
set formats 

Estimate available 
time needed to 
perform different 
tasks 

Learning from 
co-workers 

A NOC00 
Senior management 

Evaluate and select 
hardware and 
software appropriate 
to the application 

Respond to a unique 
request to provide an 
estimate based on a 
variety of trends 

Learning 
through off-site 
training 

Table 11 

By utilizing the NOC framework for the essential skills questions, it was possible to understand 
which occupational categories were most emphasized by employers relative to the essential skills 
of importance.  The categories most emphasized by employers corresponded with high areas of 



total employment. The most common occupational category emphasized by employers was at 
skill level B in administrative and financial supervisors and administrative occupations.  
Examples of specific occupations that fall within this category would include administrative 
service supervisors and office administrative assistants.  Occupations in this category exist across 
sectors making them prevalent potentially contributing to their emphasis in employer responses. 
 
Another important area to consider is the emphasis placed by employers on each of the essential 
skills at the senior management level.  Senior management occupations were not selected as 
frequently by employers when asked about their essential skill requirements; however, one 
possible reason for this could be the comparatively small number of occupations which fall into 
this occupational category.  Upon closer examination, despite relatively small numbers of total 
employees belonging to this category, respondents to the survey emphasized all essential skills as 
being of importance to senior managers.   
 
The question posed to employers around skill gaps was asked in the form of a text box and 
generated a variety of responses.  Some respondents indicated no gaps existed between the skills 
that their current work force possessed and the skills which they required.  Others indicated that a 
variety of gaps existed across the organization, while others indicated only a few specific 
positions existed in which there were skills gaps.    In total, 126 gaps were identified related to 
essential skills with continuous learning and thinking appearing most frequently. It is important 
to note that the gaps identified exist within the organization and to identify a gap in the 
larger labour market additional data would be required.  Additional comments suggested the 
importance of these skills particularly to business finance and administrative occupations, and 
senior management occupations. These results are displayed in Table 12. 

 
9 Essential Skills # of Skill Gaps Identified by Employers  

Reading 13 
Writing  16 
Document use 10 
Numeracy  7 
Computer skills 16 
Thinking 19 
Oral communication 12 
Working with others 13 
Continuous learning 20 

Table 12 

4.1.5 Hiring Practices, Challenges and Avenues 
The examination the hiring practices began by asking employers whether they had hired new 
employees in the past 12-18 months.  Overall, 272 (80%) employers indicated having hired over 
2,276 employees during this time.  The most common occupations hired included NOC 662 other 
sales and support occupations, NOC 122 administrative and regulatory occupations, NOC 141 
general office workers. In total, these occupations were hired by 65 (24%) of the employers who 
recently hired employees. 
 
Employers were then asked whether they experienced any difficulty attracting applicants for 
available jobs.  From the 272 employers who expressed having hired recently, 49 (18%) 
employers expressed difficulty hiring employees in a variety of occupational categories.  
Occupational categories where employers experienced the greatest difficulty were NOC 662 other 
sales support and related occupation and NOC 761 trades helpers and labourers.  Sales and 



support staff was also mentioned by participants in the focus groups as being an area where it has 
been difficult to find candidates.  When asked further about perceived reasons for this difficulty, 
many indicated that the pay structure for sales positions (primarily commission) made attracting 
candidates a challenge.    
 
Respondents who expressed difficulty in hiring were also asked to indicate any organization 
specific issues affected their ability to attract qualified to available positions.  Most employers 
indicated the inability to offer competitive pay, and other attraction related issues were their 
biggest challenges.  Upon further examination of the other attraction related issues, the nature of 
work (contract, seasonal, part-time) and location of the business were also emphasized as issues 
employers’ believed impacted their ability to attract qualified candidates. Table 13 reflects the 
issues employers expressed as affecting their ability to hire. 

 
Organization-Specific Attraction Issues # 

Unable to offer competitive pay 54 

Limited opportunities for advancement 29 

Lack of competitive benefits 22 

Unable to provide work life balance 17 

Lack of professional development opportunities  15 

Other attraction Issues, please specify 76 
Table 13 

As a follow up to the question about organizational characteristics which impact hiring, 
employers were also asked to reflect on general challenges related to hiring.  When asked about 
these general challenges, employers identified lack of skilled applicants and lack of qualified 
individuals as two key areas of importance which were impacting their ability to hire generally.  
Other areas mentioned by employers in the comments section included poor fit, and poor work 
ethic of potential employees.  These and the other challenges expressed by employers are 
presented in Table 14. Both work ethic and organizational fit were mentioned as part of the focus 
group comments.  When asked to explain further, a number of employers expressed a preference 
to avoid hiring where they could not find a person who was the right “fit” for their organization.  
Similarly, many employers referenced poor work ethic particularly in reference to younger or 
new employees.  When asked to explain what was meant by work ethic, employers provided 
examples such as working hard, willingness to learn new tasks, showing up to work on time and 
not calling in sick as examples of attributes which these workers lacked. 

 
General Hiring Challenges # 

Lack of skilled applicants 159 

Lack of qualified individuals 157 

Lack of experienced candidates 155 

Candidates do not have the right workplace skills 117 

Competition from other employers 77 

Candidates are overqualified 22 

Other, please specify 62 
Table 14 



This study also examined employers’ hiring practices and patterns by asking employers to reflect 
on the hiring patterns at their organization, indicating any strategies used and the time of year 
when they engaged in hiring. The vast majority of respondents indicated that they made use of 
internal criteria to screen candidates. Similarly, most employers chose to hire on an as needed 
basis with a small minority keeping an open pool of candidates for future hiring needs. These 
findings are displayed in Table 15. 
 

Hiring Practice #  Hiring Time # 
Use an external organization to 
screen candidates 

 
77 

Hire at specific times during the 
year 

 
53 

Use internal criteria to screen 
candidates 

308 Hire on an as needed basis 311 

Employ software to screen resumes 28 Keep an open pool of candidates 
for future hire 

 
119 Other (please specify) 21 

Total 434 Total 483 
Table 15 

Hiring practices were further examined in light of specific channels employed by respondents.  
The most frequently used strategies are word of mouth, followed by e-postings and employee 
referrals. The strategies which generate the most candidates are word of mouth, followed by e-
postings then employee referrals.  These findings are further depicted in Figure 5.  It is important 
to note when interpreting these findings that regardless of whether respondents used the services, 
they still commented on whether or not the various strategies generated candidates.  
 

 

Figure 5 

4.1.6 Workforce Skill Requirements: Current and Future 
The Skills For Tomorrow employer survey then asked employers whether they planned to hire 
additional employees over the next 12-18 months in areas where they already employ.  In total, 
218 organizations indicated plans to hire new employees over the next 12-18 months amounting 
to a total of 1,200 hires.  The most commonly reported areas of expected hiring are displayed in 
Table 16.  The majority of respondents indicated that their anticipated hiring plan would keep 
workforce levels steady.  Although this question does not specifically address the issue of 
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retirement, the findings seem to indicate that there will be a significant number of retirements 
expected in the next 12-18 months as these employers indicated that their hiring plan would keep 
current workforce levels steady. 

NOC # of Candidates Skill Level 
401 University professors & assistants 150 A 
729 Other construction trades 87 B 
762 Public works and other labourers 70 C 
662 Other sales support and related occupations 69 C 
953 Other assembly and related occupations 63 C 

Table 16 

Employers were asked whether they anticipated that their organization would hire in occupational 
categories where they had not previously employed.  This understanding would allow LMI users 
to better understand whether organizations planned to expand their operations to include new 
areas.  In total, the majority (213) indicated that they did not plan to expand their hiring to new 
areas not previously employed.   Of the organizations that planned to expand their operations into 
new areas, the two occupations that were most anticipated to grow were NOC 341, assisting 
occupations in support of health services and NOC 441, home care providers and educational 
support occupations.  Together, these occupations represented 176 (32%) out of the 551 total new 
positions anticipated by employers. Another area of significant importance to explore was 
retirement.  Respondents were asked whether there were individuals in their organization who 
were expected to retire over the next 3-5 years.  Results were mixed with 150 organizations 
expecting retirements compared to 172 organizations who were not expecting retirements.  In 
total, respondents expected 435 retirements in a variety of different positions.  A selection of 
these results are displayed in Table 17. 

NOC # of Retirements 
071 Managers in construction, facility operation & maintenance 30 
961 Labourers in processing manufacturing & utilities 28 
122 Administrative & regulatory occupations 22 
001 Legislators & senior management 22 

Table 17 

Respondents were also asked whether their organization was currently undertaking, or planning 
to undertake actions to address organization-specific knowledge or skill gaps resulting from 
retirement.  Most respondents indicated that creating a knowledge transfer plan was a strategy 
they employed while a large number of respondents indicated not having any plan. These results 
are further detailed in Table 18.  

Actions to Fill the Skill Gaps from Retirement # of Organizations 

Transferring knowledge to successors 176 

Creating a succession plan for key roles 157 

We don't currently have a plan 103 

Identifying new talents pools to access specialized capabilities  99 
Building internal vocational/professional training programs to 
strengthen the pipeline for key roles 

92 

Identifying the roles and capabilities occupied by retirement eligible 
employees 

68 

Building external vocational/professional training programs to 
strengthen the pipeline for key roles 

28 

Table 18 



4.1.7 Vocational/Professional Training  
The next section of the Skills For Tomorrow survey examined respondents’ 
vocational/professional training by asking whether the organization provided training to its 
employees.  Results were mixed, with 178 organizations indicating that they provided training to 
their employees while 150 organizations indicated they did not.  In total, training was provided to 
over 430 employees in a variety of different occupational categories.  The most popular 
occupational categories that employers indicated providing training, and the topics of this training 
are displayed in Table 19. 

 
NOC # of Employers Topics of Training 

122 Administrative & regulatory 
occupations 

26 -Software 
-Customer Service 
-Job-specific 

001 Legislators & senior management 18 -Marketing/Technical Product 
-Business Planning 
-People Management 
-General Management 

662 Other sales support & related 
occupations 

18 -New Product Implementation 
- Dealer Specific/Product Specific 
-Digital Marketing 

Table 19 

Respondents who indicated that they provided training to their employees were then asked to 
identify the provider of the training.  The most popular source of training was internal, followed 
by training offered by a consultant.  These results are further displayed in Table 20.  It should be 
noted that for this question employers were able to select multiple training providers if their 
organization made use of more than one training provider. 

 
Internal Provider Consultant College Private College Union University 

209 95 54 3 3 14 
Table 20 

Employers who did not indicate that they provided training for their employees were then asked 
to identify reasons that prevented them from offering training.  Options were presented in such a 
way as to allow employers to select multiple barriers to the provision of training.  Additionally, 
there was a text box to allow employers to further express any additional barriers to offering 
training.  These results are presented in Table 21.   
 
 
 
 
 
 
 
 
 
 
 
 

 



Barriers Prevent Organization From Training 
Significant 

Concern 
Somewhat 
Concerned 

Not a 
Concern 

I am worried about the cost, regardless of the benefits 29 35 72 
It is too difficult to schedule training or it is too 
disruptive to our ongoing work 

27 47 63 

I am worried about losing productivity during training 
time 

25 36 76 

I am not sure that I can find a trainer to deliver the 
training that I need 

22 30 86 

My current training needs are not offered locally 20 26 90 
I am worried about the staff’s preference and motivation 
of learning 

11 36 87 

Training will not make a significant difference to my 
organization’s bottom line 

10 36 91 

I am not convinced that training would improve the skills 
of my workers 

10 27 97 

I am worried if I provide training my staff will be lured 
away 

7 32 103 

Table 21 

The top reasons that prevent employers from offering training to their employees include cost of 
training, scheduling conflicts, and loss of productivity.  Other reasons for not offering training 
identified by employers in a comments box included limited funds to offer training and a lack of 
qualified individuals to participate in training. 
 
4.1.8 Business Support Climate 
Respondents were asked to evaluate a number of the services provided in the Region of Durham.  
In addition to this evaluation, respondents identified the most critical services for developing their 
businesses. The full list of services is displayed as below. 

 
Durham Region Business Support Climate 
 Healthcare services 
 Hydro/Electric power 
 Other utilities (e.g. water, gas, sewage) 
 Access to public roads 
 Public transportation 
 Business sites and land use 
 Telecommunication services 
 Technology services 
 Accounting/Payroll 
 Recruitment services 
 Business promotion services 
 Sales 
 Legal services 
 

In order to evaluate the services provided in the Region, respondents were asked to choose one of 
the following levels to describe the service.  For the purpose of scoring these responses, the 
values in Table 22 were assigned to each response: 
 



Response Score 
Excellent 3 
Above Average 2 
Below Average 1 
Poor 0 

Table 22 

Once the responses were coded, the results were presented in Figure 6. Findings demonstrated 
that organizations with employees ranked access to public roads as the best service in the Region 
with public transportation and business sites and land use as the lowest.  It should be noted, 
however, that although these were ranked low compared to other services, most respondents 
generally perceived the services in the Region as being of high quality. 

 

Figure 6 

4.2 Self-employed Businesses 
The self-employed are an incredibly significant and diverse group in the local labour market. 
Self-employment covers various occupations, sectors and industries, and continues to be an 
important source of jobs in Canada. Based on the 2011 National Household Survey, 9% of 
workers in Durham Region were self-employed and 32% of those self-employed respondents 
were between 45 and 54 years old.  To better understand self-employed businesses in south 
Durham, the employer survey examined five aspects of self-employment including demographics, 
prior experience, future needs and vocational training, retirement plans, as well as business 
support climate. The section to follow will detail the overall results from the Skills For Tomorrow 
self-employed survey.  
 

4.2.1 Demographics  
There were 50 self-employed respondents who participated in the Skills For Tomorrow 
employer survey, which equated to 13% of all survey respondents. The municipal location of 
these businesses are displayed in Figure 7.  
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Figure 7 

The top three sectors that self-employed respondents belonged to were Information and 
Cultural Industries, Professional, Scientific and Technical Services, and Finance and 
Insurance. The high concentration of self-employed businesses in these sectors may indicate 
that they are more conducive to supporting self-employment than other sectors of the 
economy.  Indeed, this understanding would apply to the Information and Cultural Industries 
and was supported by comments from the focus groups.  
 
The most common age group identified by the self-employed respondents in south Durham 
was between 45-59 years, old with the single most popular age range being from 50-54.  One 
possible explanation for this higher age group among the self-employed can be found in the 
experience of respondents prior to becoming self-employed.  This information will be 
examined in further detail later; however, results seem to indicate the majority of self-
employed respondents required experience in the sector prior to undertaking self-
employment.  Full results for the self-identified age of self-employed respondents are 
displayed in Figure 8. 
 

 
Figure 8 
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Many self-employed respondents indicated that they possessed an educational credential.  
The most common credential that self-employed respondents identified completing prior to 
undertaking self-employment was a college diploma or certificate with 39% of respondents 
holding this credential. The next most popular credential was the undergraduate degree or a 
graduate degree (Masters or PhD).  When combined, these two credentials accounted for 33% 
of respondents.  These results are further displayed in Figure 9. 

 
Figure 9 

E-commerce plays an increasingly important role for today’s businesses.  In an effort to 
understand the role of e-commerce among self-employed respondents, the survey asked 
whether self-employed respondents conduct e-commerce in their daily business. The results 
demonstrated that e-commerce was not widely popular among self-employed respondents, 
with only 28% of the respondents indicating that they conducted e-commerce.  This may be 
an area of potential opportunity to support self-employed business in Durham Region.  This 
opportunity should also be understood in concert with the finding that self-employed 
respondents from the Information and Cultural Industries sector were the most likely to 
utilize e-commerce.  
 
4.2.2 Prior Experience  
The self-employed respondents to the Skills For Tomorrow employer survey included those 
who had incorporated their businesses and those who had not. Of the 50 self-employed 
respondents, 4% did not identify their corporate structure, 42% were incorporated, and the 
remaining 54% were unincorporated. When examining the duration of self-employment, it 
became clear that the majority of respondents have been self-employed for more than 6 years.   
It was suspected that businesses which had been incorporated would likely represent the 
businesses which had been active for the longest period of time.  In total 66% of incorporated 
businesses had been established form more than six years, while only 33% of incorporated 
businesses had been established for less than five years.  The duration of self-employment is 
further depicted in Figure 10.  
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Figure 10 

In terms of the relationship between the credential and business they currently operate, 58% 
of the self-employed respondents indicated that their credentials were related to the work they 
performed. This finding may infer the importance of previous experience in the sector prior to 
undertaking self-employment.  
 
The main activities of respondents prior to undertaking self-employment were also examined 
to better understand the circumstances that lead to self-employment.  Among the 50 self-
employed survey respondents, more than half (68%) indicated that they worked for an 
employer before starting their own business accumulating a certain amount of work 
experience prior to undertaking self-employment. The survey results also revealed that nearly 
50% of the self-employed had more than six years of experience being self-employed. These 
results are further depicted in Figure 11.  

 
Figure 11 

Many reasons exist to explain why people would like to be self-employed, the top reason for 
choosing self-employment, according to the Skills For Tomorrow employer survey was the 
ability to make your own decisions.  Other important reasons influencing the decision to 
undertake self-employment included the ability to perform meaningful work and flexible 
work hours.  These results are further depicted in Figure 12. 
 

0
2
4
6
8
10
12
14
16

less than 6
months

6 to 12 months 1 to 5 years 6 to 10 years more than 10
years

N
u
m
b
er
 o
f 
R
es
p
o
n
se
s

Years of being Self‐Employed

Duration of Self‐Employment (N=50)

0 5 10 15 20 25 30 35 40

Retired

Going to school

Looking after a household

Looking for a job

Self‐employed (other company)

Working for an employer

Number of Responses

A
ct
iv
it
y

Activities Prior to Self‐Employment (N=50)



 
Figure 12 

4.2.3 Future Needs and Vocational Training  
The Skills For Tomorrow employer survey attempted to understand the challenges related to 
self-employment by asking respondents to identify the greatest challenge to sustaining self-
employment for the long term. Based on the results, half of the self-employed respondents 
identified the low cash flow as the greatest challenge when sustaining their businesses.  Other 
challenges included risk, poor work-life balance, and challenges with promotion.  Some 
respondents who selected “other” specified all of the areas as being significant challenges, 
while others commented on changing business dynamics, and overregulation from the 
government as being significant challenges for the long term.  These findings are further 
detailed in Figure 13.  
 

 
Figure 13 

Respondents were also asked if they had plans to hire additional employees over the next 12 
to 18 months.  In total, 48% of the self-employed business owners had plans to recruit 
employees, representing 41 anticipated new hires.  This represents a significant increase as 
50% of self-employed businesses plan to expand their operations. 
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Not all respondents planned to expand their operations and hire new employees 50% of self-
employed respondents indicated that they would continue to operate their businesses without 
employees. When asked to identify the reason for continuing without employees, respondents 
identified not enough work for more than one person as the main reason.  These results are 
further displayed in Figure 14.  Some self-employed respondents also specified a lack of 
funds as being an important reason of not hiring employees. Additional comments on this 
question also included hiring a subcontractor rather than an employee as being more 
effective, as well as working from home resulting in a lack of office space for a new 
employee.  
 

 
Figure 14 

Training provides self-employed individuals with key skills and expertise that are essential to 
their professional success. In order to examine this area the Skills For Tomorrow survey 
asked questions on whether training helps business become competitive and whether the self-
employed respondents took additional formal training related to their business. Additionally, 
questions were asked about the type of training taken, the advantages of taking professional 
training, and the reasons for not undertaking professional training.  
 
Based on the survey results, 76% of the self-employed respondents believe that training did 
help the business become more competitive. Additionally, 74% of the respondents indicated 
that they completed formal professional training related to their business in addition to the 
credentials that they hold.  
 
Based on the survey results, workshops, courses from professional associations, and seminars 
were the top three training sources that self-employed respondents utilized.  These results are 
further displayed in Figure 15.  It should be noted when interpreting these findings that 
respondents were able to select more than one form of training.  This programming may 
explain the reason that all forms of training were prevalent. 



 
Figure 15 

Taking professional training provides the self-employed with the opportunity to develop their 
skills, reenergize new ideas, remain familiar with their industry and engage in networking. 
With these advantages in mind, respondents were asked to identify the advantages of 
professional training from their perspective. These results are further detailed by Figure 16. 
The top three advantages of taking professional training ranked by the self-employed are 
knowledge of current trends and developments in the field of practice, opportunity to meet or 
network with others in my field, and becoming knowledgeable on subject matter.  

 

 
Figure 16 

In addition to the question asking about vocational/professional training, the Skills For 
Tomorrow employer survey asked those who did not engage in professional training to 
identify the reasons stop them from engaging in training. Lack of time, cannot afford training 
and lack of information on available training were the main reason identified as barriers to 
accessing professional training.  In total, only 10 of the fifty respondents did not engage in 
training, these results have not been displayed.   
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4.2.4 Retirement Plan  
This study also sought to better understand the retirement plans of self-employed business 
owners. This was believed to be critical in order to understand how self-employed businesses 
will change in the future and whether or not these businesses will cease to exist after the 
operator retires. When asked about their retirement plans, 38% of self-employed respondents 
were not sure about what would become of their business after they retired.  Among the 
respondents, 24% indicated that they would sell the business to a third party.  An additional 
20% of respondents would transfer the business to a family member and the remaining 16%  
indicated that they would close the business.  

 
Figure 17 

 

5.0 Recommendations and Conclusions  
The Skills For Tomorrow employer survey made inroads into new areas of the local labour market never 
previously examined.  As a result of this innovative and targeted approach there are a number of 
recommendations for next steps proposed:  

1. The examination of additional affiliated locations was a tremendous strength of the Skills For 
Tomorrow employer survey design.  Building on these findings by identifying the corresponding 
sectors to which these organizations belong will enhance understanding of the connections 
between businesses in the Region. 
 

2. The LMI collected by the DWA LEPC pilot is comprehensive, touching every sector of the local 
economy.  By choosing to continue with the collection of LMI, enhanced understanding of the 
local labour market could be achieved by incorporating supply and demand side data to ongoing 
data collection. 
 
a. Ongoing collection of LMI will enable the monitoring of trends and patterns while supporting 

informed decision-making. 
b. Integration of supply side data will enable a more accurate and detailed assessment of the 

local labour market including gaps.  
 

3.  The use of NAICS to divide the local economy was a key feature of the LEPC project that 
demonstrated a commitment to integrating best practices into LMI connection.  Continued 
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promotion of consistent definition of sectors that meaningfully represents the local labour market 
through the use of NAICS is an important feature for future inquiry.  

 
a. For comparative purposes it is essential that LMI be collected and maintained in a consistent 

fashion.  The framework of NAICS offers such a platform.  To be used consistently, this 
requires employers to be informed about the classification system.  

b. Where clusters are developed and employers are grouped, the rationale for these groupings 
should be consistent and clearly identifiable. 

c. Allow for the selection of multiple NAICS to enable a fulsome understanding of the diverse 
functions performed by organizations including how these organizations are connected to 
multiple sectors. 

d. Emphasize NAICS in all reports about the local labour market to limit the possibility of 
employers not being aware of what sector of the economy their organization belongs to. 

 
4. The Skills For Tomorrow employer survey was successful at achieving proposed targets.  While 

the imposition of sector response targets is a helpful way to ensure representation of sectors with 
known importance to the local economy, these targets may also lead to data that are not 
representative of the local labour market. Sector targets should only be set at a level believed to 
correspond to their representation in the local economy. 
 

5. The information collected on total number of full-time employees in the Skills For Tomorrow 
employer survey provided unique insights into employment in the Region.  This should be 
expanded to further detail a variety of different employment arrangements. 
 
a. Seasonal positions, contract positions and part-time positions examined in additional detail 

would provide for a more fulsome understanding of Regional and sector-level employment.  
 

6. The Skills For Tomorrow survey provided meaningful insights into employers’ essential skills.  
Many gaps were identified related to both essential and job-specific skills required by employers. 
Through this project, the meaning of “skills” was discovered to be misunderstood by a variety of 
respondents.  By employing consistent terminology related to skills gaps, mismatches or other 
challenges that face local economies this confusion can be mitigated.  
 

7.   The intensive review of secondary data as part of the development of the Skills For Tomorrow 
employer survey enabled the development of this powerful tool for LMI collection.  Continued 
promotion of data sharing programs and knowledge about local labour markets will enable 
consistently excellent LMI collection.  
 
a. Sharing quantitative data through open data initiatives.  
b. Building understanding of qualitative insights through strong local partnerships and ongoing 

opportunities to engage in dialogue.  
c. Limit the burden placed on employers through constant demands to respond to information 

collection initiatives.  
d. Educating LMI users about the difference between essential skills and essential employability 

skills. 
 



8. Promote the understanding that Durham Region employers require a trained and highly skilled 
workforce to satisfy their employment needs.  

 
a. Encourage the pursuit of education that is commensurate with that which is commonly 

required to satisfy the employment requirements.  
b. Continue to make training available to all segments of the labour force.  
 

9. By extensively examining current hiring and future hiring plans, the Skills For Tomorrow 
employer survey enables LMI users to understand both current and future employer needs.  These 
should be understood in concert with and not apart from each other.   

 
a. Understanding that although a majority of businesses anticipate hiring to keep workforce 

levels steady provides powerful, intertwining insight into needs of local employer. Further 
investigation to determine the reasons underpinning this trend is a must. 

b. Examining specific hiring challenges enabled a more detailed understanding of the multiple 
issues that impact hiring.   

c. Questions about general hiring challenges demonstrate the mutual challenges shared by 
respondents in all sectors of the economy.  Examining these challenges can provide for a 
meaningful starting point for responses to come from.  
 

10. Retirements are a known area of importance that can affect a local economy.  The issue of 
retirement was thoroughly examined both at the organization and occupational level. This 
understanding should be used to inform strategies among organization and partners to create a 
pipeline that will fill the skill and knowledge gaps that result from retirement.  
 
a.  Organizations should examine the occupations most reported to be affected by retirement 

and develop strategic responses that target these areas. 
 

11. Develop a unique survey to facilitate greater participation from large employers.  
 
a. The level of detail provided by the Skills For Tomorrow survey is ideal; however, this level 

of detail may prove to be a barrier for large employers who would have to dedicate a 
significant amount of time to meaningfully respond to the survey.  

 
12. Training was identified by respondents as having many benefits for their respective organizations.  

The results indicated that training was still underutilized by a variety of organizations in a number 
of different sectors. Efforts should be undertaken to ensure that training is made accessible and 
responsive to the changing needs of employers.  
 

13. E-commerce was identified by many self-employed respondents from the Information and 
Cultural Industries sector as a means through which they conduct business.  This method, 
however, was not commonly utilized in other areas of self-employment. This provides a unique 
opportunity for organizations that support small business to deliver support in this area.  
 

14. The use of the four skill levels embedded within the NOC framework provides LMI users with a 
unique opportunity to measure the level of skill commonly required for a variety of occupations 
and to compare this with the credentials that employers also require employees to possess.   



 
a. This understanding can be used by individuals seeking a new occupation to self-assess the skills 

and credentials they possess relative to those required by organizations for similar positions. 
b. Employers in common sectors can use this information to compare their minimum requirements 

to those that exist in other organizations 

 

Conclusions 

The information collected through the What Employers Need: Skills For Tomorrow employer survey 
provides a strong foundation for informed decision making in response to challenges facing the local 
labour market.  The unique insights highlighted by this report demonstrate the value that these projects 
can add to local economic planning and development.  The unique features of the economy in south 
Durham Region captured as part of this LMI collection present a number of opportunities in the near 
term.  Through planning, and the engagement of multiple stakeholders, the proper alignment of workforce 
skill and employer demand can be achieved creating a strong local economy that is inclusive for all.  
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