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Introduction
The best resource for information is direct from 
the professionals that hire and build organizations. 
The purpose of the HR Alliance project was to 
connect and collaborate with local employers 
by identifying the needs of HR professionals 
while building relationships. The project was 
part of the redevelopment and launch of 
Ajax First for Business Retention & Expansion 
(Ajax First for BRE) and part of the Clarington 
Board of Trade’s ongoing business engagement 
programming, the service coordination efforts of 
the Local Employment Planning Council (LEPC) 
for Employment Ontario Service providers who 
require detailed labour market information and 
intelligence from employers to better serve their 
clients to understand employer current and future 
skill needs. Additionally, better engagement 
of employers assisted Employment Service 
managers to understand what employers need 
from funded agencies to better support their 
hiring, training and retention requirements 

The DWA sees the LEPC pilot as an opportunity 
to work with a broad, diverse and regionally 
representative committee to strengthen local 
capacity to plan for future local labour needs, 
changes and challenges. There is a clear need 
and desire for local labour market information. 

The DWA LEPC will serve as a tool for workforce 
development, and strive to address the need 
for employment and advancement in the labor 
market through services, programs, systems and 
networks that provide people with education, skill 
development and access to jobs. It also seeks 
to address the quantity, quality and location of 
these jobs and to meet employer needs for a 
skilled workforce.



HR Alliance Report 2

Significance
As a result of a request from members of the DWA LEPC Central Planning Table, the Durham 
Workforce Authority (DWA) in partnership with the Clarington Board of Trade, Ajax Economic 
Development Department and Agilec on behalf of the Employment Service Managers, and selected 
employers, created a Durham Region HR Alliance. This Alliance was a unique engagement with local 
HR Professionals collaborative project focused on assisting Durham employers with recruitment and 
retention of a skilled and adaptable workforce. Specifically, it was a convening of local employers 
with or without HR professionals to provide information, support and to better understand their 
employment needs and concerns. Professional development sessions were delivered to these 
employers including a data presentation by the DWA, a presentation outlining the Employment 
Ontario providers from Agilec and a labour law presentation hosted by the Clarington Board of Trade.

According to the Canadian Business Count, in December 2017 there were 37,117 businesses in 
Durham Region without employees and 15,495 with employees. Of the businesses with employees, 
76%, or 11,754 businesses, have nine or fewer employees and 96% (14,840 businesses) have 49 or 
fewer employees. Human resource staff and/or departments are common place in large businesses. 
In small businsess however, often times, business owners tend to run lean in an effort to keep 
operating costs low. As such, businesses without formal human resource departments typically 
rely on their management teams to oversee hiring, promotion and termination of staff, establish 
workplace norms and ensure compliance with labour legislation. Human resources can be a complex 
and costly endeavour for all businesses. As such, the Alliance was designed to ensure access to 
timely, relevant and accurate human resources infomration to all businesses with an emphasis 
on those businesses, usually small to medium in size, without a dedicated HR staff person.

A steering committee was formed and connected five times during the duration of the project 
to plan employer engagement. See Appendix A for the committee list.
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Methodology
The HR Alliance Report uses qualitative data obtained from community consultations throughout 
the Durham Region. 

The Durham Workforce Authority developed a cluster strategy action and identified eight priority 
sectors. Cluster Strategy Action plans build horizontal links across sectors to create career cluster 
groupings that can be utilized by service providers, job seekers and educational institutions. The 
DWA intended to take a sector specific approach to the Durham Region HR Alliance to understand 
employer requirements and by grouping them into sector, it would allow for an understanding of 
all employers needs within that sector. The DWA’s partners provided a strong rationale for not taking 
a sector specific approach, and as a result the DWA moved to a more open discussion with multiple 
sectors participating  

Definition
Labour Market Information (LMI) describes all kinds of information used to make labour market 
decisions. LMI can be a compilation of detailed statistical data on jobs and salaries, employers 
and employees, sectors, current employment conditions and future trends. It may also include 
other kinds of information that inform labour market decisions, such as emerging technologies, 
the workplace environment, working conditions and the cost of living (HR Council for the Nonprofit 
Sector, 2017).
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Employability Skills are identified by the Ministry of Advanced 
Education and Skills Development and include six categories.

Table 1: Employability Skills, 2009

Skill Category
Defining Skills 

Skill areas to be demonstrated 
by graduates:

Learning Outcomes
The levels of achievement required by 
graduates. The graduate has reliably 

demonstrated the ability to:

Communication • Reading
• Writing
• Speaking
• Listening
• Presenting
• Visual literacy

1. Communicate clearly, concisely and 
correctly in the written, spoken, and 
visual form that fulfills the purpose and 
meets the needs of the audience.

2. Respond to written, spoken, or visual 
messages in a manner that ensures 
effective communication.

Numeracy • Understanding and applying 
mathematical concepts and 
reasoning

• Analyzing and using numerical data
• Conceptualizing

3. Execute mathematical 
operations accurately.

Critical Thinking 
& Problem Solving

• Analysing
• Synthesising
• Evaluating
• Decision making
• Creative and innovative thinking

4. Apply a systematic approach 
to solve problems.

5. Use a variety of thinking skills to 
anticipate and solve problems.

Information 
Management

• Gathering and managing 
information

• Selecting and using appropriate 
tools and technology for a task 
or a project

• Computer literacy
• Internet skills

6. Locate, select, organize, and document 
information using appropriate 
technology and information systems.

7. Analyze, evaluate, and apply relevant 
information from a variety of sources.

Interpersonal • Team work
• Relationship management
• Conflict resolution
• Leadership
• Networking

8. Show respect for the diverse 
opinions, values, belief systems, 
and contributions of others.

9. Interact with others in groups or 
teams in ways that contribute to 
effective working relationships 
and the achievement of goals.

Personal • Managing self
• Managing change and being 

flexible and adaptable
• Engaging in reflective practices
• Demonstrating personal 

responsibility

10. Manage the use of time and other 
resources to complete projects.

11. Take responsibility for one’s own 
actions, decisions, and consequences.

Source: Ministry of Advanced Education and Skills Development. 2009. Essential Employability Skills.  
http://www.tcu.gov.on.ca/pepg/audiences/colleges/progstan/essential.html

http://www.tcu.gov.on.ca/pepg/audiences/colleges/progstan/essential.html
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Essential skills are defined by the Government of Canada 
as the skills that are required for work, learning and life.

Table 2: Essential Skills, 2005. 

Essential Skills Typical Applications Workplace Examples

Reading
Understanding 
materials written 
in sentences or 
paragraph (e g  
letters, manuals).

• Scan for information 
or overall meaning.

• Read to understand, learn, 
critique or evaluate.

• Analyze and synthesize information 
from multiple sources or from 
complex and lengthy texts 

An airline sales agent reads notices 
on a computer screen, such as special 
handling requirements or weather 
information.

Document Use
Finding, 
understanding 
or entering 
information 
(e.g. text, symbols, 
numbers) in 
various types of 
documents, such 
as tables or forms.

• Read signs, labels or lists.
• Understand information 

on graphs or charts.
• Enter information in forms.
• Create or read schematic drawings.

A bricklayer interprets blueprints 
to determine the height, length 
and thickness of walls.

Numeracy
Using numbers 
and thinking in 
quantitative terms 
to complete tasks.

• Make calculations.
• Take measurements.
• Perform scheduling, budgeting 

or accounting activities.
• Analyze data.
• Make estimations.

Payroll clerks monitor vacation 
entitlements to prepare budget 
and scheduling forecasts.

Writing
Communicating 
by arranging words, 
numbers and 
symbols on paper 
or a computer 
screen 

• Write to organize or record 
information.

• Write to inform or persuade.
• Write to request information 

or justify a request.
• Write an analysis or a comparison 

Human resources professionals write 
recommendations on issues such as 
workplace health and safety.

Oral 
Communication
Using speech to 
exchange thoughts 
and information.

• Provide or obtain information.
• Greet, reassure or persuade people 
• Resolve conflicts.
• Lead discussions 

Office clerks take messages and share 
information by phone and in person.

Working with 
Others
Interacting with 
others to complete 
tasks.

• Work independently, 
alongside others.

• Work jointly with a partner or helper.
• Work as a member of a team.
• Participate in supervisory 

or leadership activities.

Municipal engineers work with 
technicians, inspectors, and suppliers 
to complete construction projects.
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Essential Skills Typical Applications Workplace Examples

Thinking
Finding and 
evaluating 
information to 
make rational 
decisions or to 
organize work.

• Identify and resolve problems.
• Make decisions.
• Find information.
• Plan and organize job tasks.
• Use critical thinking.
• Use memory 

Paramedics diagnose a patient’s 
condition based on medical charts 
and their own observations. They use 
their judgement to start an appropriate 
treatment plan 

Computer Use
Using computers 
and other forms 
of technology.

• Use different forms of technology, 
such as cash registers or fax 
machines 

• Use word processing software.
• Send and receive emails.
• Create and modify spreadsheets.
• Navigate the Internet.

Telephone operators use customized 
software to scan databases for telephone 
numbers or long distance rates.

Continuous 
Learning
Participating in an 
ongoing process 
of improving skills 
and knowledge.

• Learn on the job.
• Learn through formal training.
• Learn through self-study.
• Understand your own learning style.
• Know where to find learning 

resources 

Retail sales associates improve their 
skills and knowledge by attending sales 
training and reading product brochures.

Source: Government of Canada. 2005. What Are Essential Skills? https://www.canada.ca/en/employment-
social-development/programs/essential-skills/tools/what-aresential-skills.html
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Findings
Community consultations revealed the 
following common issues surrounding the 
local labour market that small and medium 
sized enterprises struggle with:

Employability Skills

Employers note that most job seekers for entry 
level positions lack basic employability skills 
such as the ability to be responsible and the 
ability to work with others.

Work Ethic

The consensus among employers stems around 
young people having a poor work ethic with 
attendance and sick day usage higher than 
normal. Those individuals with skills leave for 
jobs in their own field or more closely related 
to the field of study.

Experiential Learning

Employers identified significant concerns 
regarding experiential learning. Employers 
believe that it is not their responsibility 
to make people employable especially 
considering most of the co-operative 
education students are bad hires. 

Legislation

The changes brought to the Employment 
Standards Act (Bill 148) are creating confusion 
for many employers, specifically surrounding 
the rise in minimum wage. Employers are still 
attempting to determine how it will be absorbed 
and recruitment and retention strategies going 
forward. Additionally, human resource related 
areas such as employment records, payroll and 
other paperwork was noted to be difficult to 
keep current.

Workforce Strain

Due to the legalization of medical cannabis, 
there is an increased demand for workers in the 
Durham Region  Clarington is currently home to 
four cannabis producers with an additional three 
applying for licensing. With the announcement 
of a new Toyota plant set to open in the fall 
of 2019, will create an increased demand for 
workers of all levels.

Analysis
Employers without human resources specific knowledge or understanding will struggle and risk 
liability with regards to legislative challenges and minimum requirements.

Although manufacturing sector jobs are on the significant decline there are new ones being created 
due to a shift to technology and the so-called “brain based” job economy, future jobs have not yet 
been determined.

Employers that hire entry level individuals for jobs that are relatively low skill have difficulty retaining 
staff due to numerous factors including the level of educational attainment, different work views and 
motivations and others.

Small and medium sized enterprises are looking for easy one-size-fits-all solutions to human 
resources problems. These solutions are difficult to offer due to legal liability and situational effects.
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Conclusion
Employment service providers, the HRPA, Chambers of 
Commerce and Economic Development teams across the 
region are closer connected to small and medium sized 
enterprises because of the HR Alliance and have a better 
understanding of how to assist.

The Durham Workforce Authority added a Workforce Connects button 
to the website with links to short summaries on identified pinch points 
for small and medium sized businesses. These areas include:

Job Analysis – This document details how 
to analyze a job based on the skills, required 
competencies and duties  It also includes a 
list of situations in which a job analysis may 
be valuable. 

Job Descriptions – Explains how to translate 
the job analysis into an accurate job description 
and the suggested sections to include 

Job Postings – Once the job description is 
created this document details the different 
sections required of a job posting and includes 
a template.

Where to Post the Job – Contains a list of 
numerous free online sites and Employment 
Ontario service providers for employers to 
post their jobs. 

Applicant Screening – Details the steps 
following the job posting and how to score 
resumes appropriately to determine the top 
candidates to move forward in the recruitment 
process 

How to Conduct an Interview – Includes tips 
on what types of questions to ask and how to 
appropriately score the answers to avoid bias.

Reference Checking – Details how to conduct 
a reference check for a potential employee 
beginning with how to ask for permission and 
what type of reference check to get and also 
includes the types of questions to ask.

Onboarding Checklist – A checklist outlining 
the different steps taken to ensure an employee 
has all of the tools needed to complete their job, 
has met all of the correct people and has been 
made to feel welcome in their new environment.

Required Employment Documentation 
– What type of documentation is required 
to be kept on hand for an employee.

Motivating Employees – This document 
explores the different types of motivation and 
suggests ways an employer may motivate 
employees based on the motivation types.

Employment Contracts – Explains the different 
types of employment contracts and has tips on 
what to include. 

Employee Engagement – Contains a list of 
easy things an employer can do to engage 
employees daily 
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Each of these guides includes links to Employment Service providers, where appropriate, that can 
provide these services to employers for minimal cost or free of charge.

Consultations with Durham Economic Development partners, chambers of commerce/boards of 
trade and local employers indicated a need for enhanced coordination for employer engagement 
and outreach, and to create enhanced awareness of Employment Ontario programs and services 
and their benefits to employers. These results were further validated by the employment service 
providers. As a result, a series of animated videos were developed to provide local employers with 
detailed information about the programs and services offered by Employment Ontario.

Employment Ontario service providers and the Durham Region Employment Network indicated a 
need to further market Employment Ontario services in Durham Region. Workforce Connects was 
launched in November 2017, combined with an additional Durham Data Portal that includes local 
labour market information, location specific service provider information and literacy providers 
information. It has the potential to grow to add other resources as determined by the Central 
Planning Table, joint chambers and the Durham Economic Development Partnership.

Additionally, as a result of this project the HRPA now has representation as a member of the Local 
Employment Planning Council’s Central Planning Table.
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Recommendations
The Durham Workforce Authority recommends that this 
project be transferred the local chambers of commerce 
and boards of trade to leverage their membership and 
provide value to their members. Local board of trade and 
chambers of commerce are better positioned to carry on this 
project due to their ability to reach employers and determine 
their needs directly. The HRPA can link in as a leading expert in 
human resources with the DWA providing labour market research data 
and other support where required to ensure the success of the project. 

The DWA Local Employment Planning Council (LEPC) created a Community Labour Market Plan 
which introduces the following priority issues:

Priority One: Understand What’s Needed

The DWA would continue to work with community partners to develop a shared understanding of 
issues affecting labour market supply and demand through collection and dissemination of labour 
market information to develop systems that collect, analyze and report data in a manner that is 
consistent, timely and relevant, reflecting the speed of business and understanding the evolving 
market talent needs.

Objective: In consultation with the Durham Economic Development Partnership (DEDP), the DWA 
refined the Durham Data Portal, and other data information systems. The DWA also created a data 
management plan that identifies the available labour market information (LMI) available from the 
DWA from primary and secondary sources, when to expect data releases and what will be the modes 
of data distribution.

Priority Four: Employer Engagement

The LEPCs have a mandate to coordinate efforts amongst those who engage with employers, 
including but not limited to economic development, education institutions, chambers of commerce 
and boards of trade, Employment Ontario Service Providers and community agencies. Currently, 
there is not a workforce development employer engagement program within the context of the LEPC 
pilots  In many communities, employers report that workforce development programs do not meet 
their needs, and that their engagement in workforce development programs has been superficial 
and episodic  Within the Durham Region, there is ‘co-opetition’ for employers from a wide variety 
of stakeholders. Recently, the Region of Durham Economic Development Department has taken 
a leadership role in the convening of regular meetings of the regional and municipal economic 
development departments and community organizations for updates. These meetings are in their 
infancy and there is a significant amount of growth and expansion required to reach a coordinated 
approach to employer engagement. There are many steps that could be taken locally to improve 
the coordination of employer engagement and better meet the needs of local industry.
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Together, the DWA with the wide array of partners responsible for employer engagement can more 
effectively connect employers, industry associations, sector groups and other employer groups with 
employment and training services to address workforce development and business needs. 

Objective: The DWA LEPC will continue to work with employers through a wide variety of initiatives 
to develop a comprehensive understanding of their labour market needs and workforce challenges. 

DWA Role: 

• To directly connect with economic 
development, joint chambers of commerce 
and boards of trade, business advisory 
centres, Employment Ontario Service 
Providers and employers directly to 
understand employers labour market needs;

• Conduct comprehensive research to 
understand the business and workforce 
challenges faced by employers in Durham 
Region  

Partners Role:

• Assist with connecting with employers;

• Continue to promote the employment 
and training services currently available to 
assist employers in addressing workforce 
development and business needs;

• Direct employers to the Durham Data Portal;

• Create innovative events/professional 
development that benefit employers.

Two-year Goals: 

• Build enhanced relationships with employers, including by learning something about the 
employer before making contact; 

• Engage in increased information sharing, including referring employers and clients to other 
organizations that might better meet their needs; 

• Create a formal network for organizations who serve employers in Durham Region. 

Anticipated Outcome(s) 

Durham Region employers will increase their understanding and usage of employment and 
available training services that will assist them in addressing workforce development and business 
needs. The DWA LEPC and other employer serving organizations will continue to develop strong 
relationships with employers. Employers have access to the labour market information they need. 
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Deloitte’s report looks at the drivers of the 
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archetypes based on the capabilities for 
success identified in their research. Additionally, 
recommendations for government, organizations 
and individuals themselves are put forward to 
ensure Canadians are successful. The report 
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revolution from those of the past focused on work 
attitudes and technology  Recommendations to 
modernize employment law to reflect free-agent 
employees in traditional economies as well as 
gig-economy workers, re-visit universal basic 
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and reimagine the education system to reflect the 
future of work are included. Recommendations 
for businesses to rethink education opportunities 
such as experiential learning and for individuals 
to take responsibility for actively managing their 
own careers are additionally included.
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(2017). Next Steps for Improvement: Identifying 
the Gaps Between Education and Employability 
in Ontario High Schools.

This whitepaper seeks to determine what 
employability gaps exist when individuals exit 
the high school system  The Human Resources 
Professionals Association (HRPA) found that 
soft skills are missing from workers and not 
necessarily the skills that are relatively easy to 
teach. Survey results from the HRPA indicate that 
of the skills employers believed to be missing 
the top five were all soft skills as were eight out 
of the top ten. The HRPA recommends that more 
experiential learning opportunities are to be 
offered and that government works with industry 
to improve stakeholders in skills development 
programs 

Human Resources Professionals Association. 
(2016). Strengthening Ontario’s Workforce for 
the Jobs of Tomorrow.

The HRPA looks at the aging workforce and shift 
in industry and technological advancements 
and the impact on the job requirements of the 
future. The pace of change for businesses has 
been difficult to keep up with and the HRPA 
attempts to demonstrate that students need 
to be prepared for jobs that do not exist yet. 
Recommendations to aim students in the right 
direction, strength education and training 
programs and improve foreign credential 
recognition framework are put forward. 

Hirsh, Jesse. (2018). The Future of Authority 
and the Rise of AI. HRPA 2018 Conference 
and Tradeshow.

Ontario Chamber of Commerce. (2017). 
Talent In Transition: Addressing the Skills 
Mismatch in Ontario.

The Ontario Chamber of Commerce (OCC) aims 
to explore the skills mismatch and its relation to 
the supply and demand mismatch and attempts 
to create a strategy to ensure all of Ontario 
can access the skilled workforce. Through 
a series of recommendations concentrated 
on experiential learning, apprenticeship and the 
potential of an outcome-based employment 
and training systems model, the OCC outlines 
a strategy cohesive to the Premier’s Highly Skilled 
Workforce Report.

Premier’s Highly Skilled Workforce Expert 
Panel, The. (2016). Building the Workforce 
of Tomorrow: A Shared Responsibility.

The panel developed a report based on the 
changing workforce and valuing human capital 
as necessary to business and productivity growth. 
Entrepreneurship and innovation are viewed to 
be valuable and are encouraged and nurtured. 
The report recommends establishing a planning 
and partnership table, a workforce planning 
and development office, making local labour 
market information available and accessible and 
expanding experiential learning opportunities 
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Sadooghi, Saeed. (2018). Leveraging Labour 
Market Data to Recruit Top Talent. HRPA 2018 
Annual Conference and Tradeshow.

Jobs such as lamplighter and human alarm clock 
no longer exist due to an industrial revolution 
and due to this generation’s intelligence 
revolution there will be further jobs that will 
cease to exist. The jobs of tomorrow are yet to 
be defined. Mr. Sadooghi explained that people 
look for work to advance their career or find a 
more interesting or challenging position that may 
be with an organization with a better reputation 
or mission  Data presented demonstrated that 
lengthy application processes lose candidates as 
do dull or uninteresting employment interviews.

Stein, Janice Gross. (2018). Globalization 
in Retreat. HRPA 2018 Annual Conference 
and Tradeshow.

Professor Stein’s keynote discussed 
globalization, trade and tariffs. Professor Stein 
believes Canada is in a unique position as a 
leader in welcoming immigration. Although the 
fourth revolution is destroying a lot of jobs we 
are seeing growth but not jobs and the new 
jobs are not yet created. There are three factors 
being unleashed; economic growth of jobs is 
lower than the growth of the economy, pattern 
of disruption has changes and economies 
are disintermediated. Professor Stein argues 
that Canada is in the early stages of industrial 
revolution where jobs will be different and new 
skills will need to be developed every five years. 
As a result, employers need to enable and 
support creativity and analytics of the workforce 
and to ensure a fair and respectful environment 
that is based on trust and integrity.

Wier, Marcel Vander. (March 2018). 
Debunking the intelligence revolution: How 
will technological advances affect the future 
of human resources? The HR Reporter. 3,6.

Reporting on the information available about 
the changing workplace, the author attempts 
to simplify the multitude of information. Quoting 
Bill Greenhalgh, the former CEO of the HRPA, 
the article points out that 1.2 billion humans 
are expected to “disappear” in the next 20 
years due to the aging population and that the 
estimated 500 million jobs that are projected to 
disappear does not take the aging population 
into account, nor does it account for any jobs 
that will be created. Human Resources should 
have a strategic focus on the business and how 
work will change as this future will be all about 
people. The author draws on the expertise of Rob 
Catalano, co-founder of WorkTango to dictate the 
future of HR is the concentration on technology 
and the shift for technology-based solutions. 

World Economic Forum. (2016). The Future of 
Jobs: Employment, Skills and Workforce Strategy 
for the Fourth Industrial Revolution.

This report looks at the current Fourth Industrial 
Revolution and developments in technological 
fields of work. The World Economic Forum 
argues that significant government policy 
form is required to better understand the skills 
landscape and specific employment disruptions. 
The WEF suggests an immediate focus on 
reinventing HR functions, using data analytics 
and leveraging flexible work arrangements and 
online talent platforms as short-term focus. Long 
term focus should look at rethinking education 
systems, incentivizing lifelong learning and 
ensuring cross-industry and public-private 
collaboration.
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