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1 Executive Summary 
Ensuring local access to skilled labour poses ever changing challenges for employers, governments and 

communities. Employers are demanding higher skill levels as technology, efficiencies and processes 

become more advanced, blurring the distinction between “skilled” and “non-skilled” work. When coupled 

with an aging workforce, talent mobility, and decline in youth entering the labour market, the skills now 

demanded by employers exert considerable pressures on the supply side of the labour market equation. 

To further exacerbate the challenge, these very same labour market pressures are being felt in even the 

most lucrative and attractive labour markets across North America.  

The Labour Market Group, has undertaken this study for the Nipissing District. The District includes the 

geographic area covering the City of North Bay, and the area north along the Hwy 11 corridor to 

Temagami. It is bounded by the Ottawa River to the east, Halliburton County and Parry Sound District to 

the south, Sudbury District to the west and Timiskaming District to the North.  Research specifically 

targeting the agriculture sector in the Nipissing District was also conducted. In essence, this report re-

examines local employer hiring practices and human resource issues, as an update to work released in 

2009 and in 2010. The objectives of this project are to:  

 Provide an update to the 2009 and 2010 Labour Market Initiatives to quantify employers’ projected 

need for labour over the next 10 years, with emphasis on areas of growth and decline, and 

identification of labour and skills shortages, and surplus; 

 Determine current labour force occupations by age group and the match/mis-match to projected 

employer demand occupations/skills; 

 Produce a labour analysis specifically for the agriculture sector in the district of Nipissing; 

 Inform training and skills development requirements to best align supply to demand; 

 Identify potential supports to assist employers with human resource planning and access to talent. 

This report presents findings from the labour market analysis to address each of these objectives. The 

following summary highlights the study’s most notable findings.  

Project Methodology  

This study was informed by primary and secondary research with qualitative and quantitative analysis.  

Specifically, the project relied on: 

 A comprehensive literature review 

 An economic and demographic base analysis 

 Detailed occupational projections 

 An on-line survey with 163 local employers 

 An agricultural sector survey with 20 farmers 

Labour Force by Occupation  

Nipissing District’s most prevalent occupations are found in sales and services, trades, retail trade and 

construction. The changes in occupations from 2006 to 2011 indicate that health occupations had the 

largest growth at 28% and occupations in manufacturing and utilities saw the largest decrease of 31%. As 

of 2011, Nipissing District’s primary occupational groupings include:  

 Sales and Services (10,420 occupations, 25% of total) 
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 Trades, Transport and Equipment Operators and Related (6.860 occupations, 16% of total) 

 Business, Finance and Administration (6,575 occupations, 16% of total) 

 Education, Law and Social, Community and Government Services (5,715 occupations, 14% of total) 

 Management (3,810 occupations, 9% of total) 

Population and Employment Projections  

The total population of the Nipissing District is expected to grow from 87,400 in 2011 to 90,500 in 2021, a 

gain of 3,100.  By way of comparison the Nipissing District’s population grew by 1,100 between 2001 and 

2011. Key employment trends for the District include: 

 Major job losses occurred between 2001 and 2011 in manufacturing (down 1,290), finance and 

insurance (down 315), accommodation and food services (down 160) and other personal services 

(down 155). Such losses were offset by job gains in health and social services (up 1,750), public 

administration (up 780) and mining (up 515). 

 Major gains from 2011 to 2021 are projected for health care and social assistance (912), 

accommodation and food services (285), administrative support and waste management (170), 

educational services (157), manufacturing (up 131 across the 21 individual manufacturing industries) 

and professional, scientific and technical services (105). 

 The projections indicate that on an industry basis job gainers will outnumber job losers such that total 

employment by place-of-work in 2021 will exceed that in 2011 by 1,728. 

Occupational Gap Analysis 

Given their high level of demand and educational requirements, the following occupations will be the most 

challenging in terms of recruitment  

 Registered nurses and registered psychiatric nurses 

 Licensed practical nurses 

 Elementary school and kindergarten teachers 

 Social workers 

 Financial auditors and accountants 

 Specialist physicians 

 Secondary school teachers 

 College and other vocational instructors 

 Senior managers - health, education, social and community services and membership organizations 

It is notable that with the exception of ‘Specialized physicians’ each of these 9 occupations were identified 

in the 2009 LMI study as being in the top 50 occupations demanded to 2014. Therefore, these 

occupations are currently facing recruitment challenges, and will likely continue to face challenges over 

the long term.  

Nipissing District Labour Market Survey Key Findings and Highlights  

 Occupations in healthcare, sales and services, and trades, transport, and equipment operation 

occupations should expect notable growth over the next two to five years.  

 Future health related job demand may be reflective of a surge in part-time employment as compared 

to full-time, warranting caution. 
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 A gap exists between the output of apprentices, interns, and co-op students and the demands of 

employers for basic essential skills in reading, writing, mathematics, and communications. 

 Attitudes toward immigrants continue to influence potential labour force integration. Opportunities 

exist to educate employers about the value-added benefits of hiring immigrants. 

Local Agricultural Trends 

 The Census of Agriculture indicates a declining number of total farms and shrinking number of 

operators in the Nipissing District. Farm operators are also aging with nearly 45% of all operators, 

over the age of 55.  

 Recruitment challenges stemming from an aging workforce in the agricultural sector represent the 

most central barrier to the continued viability of farming operations in the Nipissing District.  

 Nipissing’s farms are increasing their total revenues and there has been a steady shift to the 

consolidation of farms in the area.  

 The local farming sector is poised for growth in terms of yields and total revenues. What is unclear is 

how the local farming sector will sustain its requisite labour supply.  
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2 Introduction 
Ensuring local access to skilled labour poses ever changing challenges for employers, governments and 

communities. Employers are demanding higher skill levels as technology, efficiencies and processes 

become more advanced, blurring the distinction between “skilled” and “non-skilled” work. When coupled 

with an aging workforce, talent mobility, and decline in youth entering the labour market, the skills now 

demanded by employers exert considerable pressures on the supply side of the labour market equation. 

To further exacerbate the challenge, these very same labour market pressures are being felt in even the 

most lucrative and attractive labour markets across North America.  

The Labour Market Group, has undertaken this study for the Nipissing District. The District includes the 

geographic area covering the City of North Bay, and the area north along the Hwy 11 corridor to 

Temagami. It is bounded by the Ottawa River to the east, Halliburton County and Parry Sound District to 

the south, Sudbury District to the west and Timiskaming District to the North.  Research specifically 

targeting the agriculture sector in the Nipissing District was also conducted. In essence, this report re-

examines local employer hiring practices and human resource issues, as an update to work released in 

2009 and in 2010. The objectives of this project are to:  

 Provide an update to the 2009 and 2010 Labour Market Initiatives to quantify employers’ projected 

need for labour over the next 10 years, with emphasis on areas of growth and decline, and 

identification of labour and skills shortages, and surplus; 

 Determine current labour force occupations by age group and the match/mis-match to projected 

employer demand occupations/skills; 

 Produce a labour analysis specifically for the agriculture sector in the district of Nipissing; 

 Inform training and skills development requirements to best align supply to demand; 

 Identify potential supports to assist employers with human resource planning and access to talent. 

This report presents findings of the labour market analysis to address each of these objectives.  

Data Sources and Considerations 

To meet the project objectives, as outlined above, the consulting team utilized three primary sources of 

data including the 2011 National Household Survey (NHS), the 2011 Census of Agriculture and an 

industry survey, developed and administered specifically to inform this study. These data sources, 

however, come with certain caveats which may create discrepancies between occupational realties, as 

understood by local observations, and the reported statistics.  

For this study, the NHS provided the basis for the occupational projections. The objective of the NHS, as 

defined by Statistics Canada, is to produce estimates from a number of questions for a wide variety of 

geographies, ranging from very large areas (such as provinces and census metropolitan areas) to very 

small areas (such as neighbourhoods and municipalities), and for various population groups.  

For any given geography, including the Nipissing District, Statistics Canada employs a random survey 

methodology. This methodology results in a sampling error which can be affected by several parameters: 

population size, the number of survey respondents, the variability of the variables being measured, 

stratification and cluster sampling. With a sampling rate of about 3 in 10 and a response rate of 68.6%, it 

is estimated that about 21% of the Canadian population participated in the NHS. Nevertheless, the quality 
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of geography estimates may vary appreciably, in particular because of the variation in response rates 

from geography to geography.  

The review of data quality informs whether the dissemination of data for a particular geography is of 

quality or is to be considered satisfactory and restricted if necessary. Quality indicators are produced for 

all geographies. The global non-response rate (GNR) is the qualifying measure of the quality 

of NHS estimates for each dataset. It combines household and item non-responses.  

The GNR rate for the Nipissing District was 30.7% whereas the provincial rate was 27.1%. This suggests 

that results published for Nipissing District’s standard products are reliable in the sense that they fall 

within a standard margin for error as defined by Statistics Canada. Accordingly, the reader should 

interpret the findings presented in this report with caution as they are predicated on a dataset with known 

limitations. Despite these limitations, the National House Holder Survey is the best source of occupational 

data from which to develop projections. 

The industry survey, used to inform this study, was designed to elicit employer’s anticipated hiring 

demands over the next five years. The survey had 163 respondents. While this number of responses 

allows for the identification of hiring trends across occupational and industrial categories, it is still well 

short of constituting a representative sample of Nipissing District’s near 5,000 businesses.  

To supplement this survey, this study also considers the results of the 2013 Nipissing Mining Hiring 

Requirements Forecasts, with its findings informed by an industry survey with 16 participants. Therefore, 

this study has blended the results of the NHS based occupational projections with these industry based 

surveys and reports to provide statistically informed, yet locally grounded findings.  

 

2.1 Report Approach 

This report is broken down into the following components: 

Section 3.0 – Situational Analysis – analysis of the local labour market and commuting patterns to 

inform the local context for labour supply and demand. 

Section 4.0 – Labour Supply and Demand Projections – presents the methodology and findings from 

the labour supply and demand projections from 2011 to 2021. 

Section 5.0 – North Bay Labour Market Survey Results – reports on the results of the Labour Market 

Survey with analysis and comparisons to the 2009 LMI survey reposts. 

Section 6.0 – Trends in Northern Ontario Agriculture Sector and Nipissing Agricultural Survey 

Results – presents an overview of the trends in Ontario’s agricultural sector with a deliberate emphasis 

on those trends in Northern Ontario and the Nipissing District. This is followed by an analysis of the 

Census of Agriculture, with a comparative lens applied to selected metrics concerning Ontario, Northern 

Ontario and the Nipissing District.  

Section 7.0 – Occupational Gap Analysis – pinpoints those occupations that will be in high demand 

over the next 10 years within the Nipissing District. It also addresses the educational requirements of 

these occupations to identify any potential education or training gaps in the area. 
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3 Situational Analysis 
The key to building healthy local economies and communities is the development of a comprehensive, 

informed understanding of labour supply and demand. This section provides a detailed description of the 

Nipissing District’s labour force characteristics. In essence, this section provides the foundation to 

understand the current state of the labour force and projected future occupational demands.   

3.1 Labour Force Characteristics 

3.1.1 Labour Force by Occupation 

A detailed review of the occupation data for the period between 2006 and 2011 for Nipissing District was 

conducted to provide an understanding of the growth or decline of occupations over the five-year period 

and key characteristics that define the district’s workforce. Understanding the trends in occupation growth 

in the district provides valuable insight into the types of industry that may be attracted by the district’s 

workforce.  

In terms of concentration, the following sectors (identified in Figure 1) exhibit the highest proportion of 

occupations in Nipissing as of December 2011: 

 Sales and Services (10,420 occupations, 25% of total); 

 Trades, Transport and Equipment Operators and Related (6.860 occupations, 16% of total); 

 Business, Finance and Administration (6,575 occupations, 16% of total); 

 Education, Law and Social, Community and Government Services (5,715 occupations, 14% of total); 

 Management (3,810 occupations, 9% of total). 
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FIGURE 1: NUMBER OF OCCUPATIONS BY SECTOR, NIPISSING DISTRICT 2006 AND 2011 

 

Source: Statistics Canada - 2011 National Household Survey, 2006 – Census Profile 

 

Nipissing District’s most prevalent occupations are found in sales and services, trades, retail trade and 

construction. The changes in occupations from 2006 to 2011 reveal that health occupations saw the 

largest growth at 28% and occupations in manufacturing and utilities saw the largest decrease of 31%.  

The following figure shows the top three occupations by four digit National Occupational Classification 

codes (as defined by Employment and Social Development Canada or ESDC) for each industry in the 

Nipissing District. The figure shows there are only a few occupations that are greater than 10% of the 

occupations in the sector. The data reveals that within these sectors one occupation is not dominant; 

instead there are a wide range of occupations within each sector. There were two occupations greater 

than 20%, including retail sales person in the sales and service sector and retail and wholesale trade 

managers in the management sector. The large proportion of retail occupations in Nipissing District 

reflects the industry trend of the retail trade industry having the highest number of businesses 

establishments.  

  0 Management occupations                    4,232                     3,810 -10.0%

  1 Business, finance and administration occupations                    6,303                     6,575 4.3%

  2 Natural and applied sciences and related occupations                    1,778                     2,035 14.4%

  3 Health occupations                    2,663                     3,415 28.2%

  4 Occupations in education, law and social, community and 

government services                    5,177                     5,715 10.4%

  5 Occupations in art, culture, recreation and sport                       598                        705 18.0%

  6 Sales and service occupations                  11,087                   10,420 -6.0%

  7 Trades, transport and equipment operators and related 

occupations                    6,725                     6,860 2.0%

  8 Natural resources, agriculture and related production 

occupations                       897                        975 8.7%

  9 Occupations in manufacturing and utilities                    1,598                     1,105 -30.8%

Total                  41,056                   41,615 1.4%

2006-2011 

%ChangeOccupations (NOCs)

2006 Total Class 

of Workers

2011 Total Class 

of Workers
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FIGURE 2: TOP OCCUPATIONS BY SELECTED INDUSTRY, NIPISSING DISTRICT 2011 

 

Source: Statistics Canada - 2011 National Household Survey, 2006 – Census Profile 

 

3.1.2 Commuting Patterns 

The following series of figures provide insight into the commuting patterns of those workers that live in the 

Nipissing District and for those workers that live outside of Nipissing District, but work within the district. 

These figures present the commuting patterns for North Bay, East Ferris, Callander, West Nipissing and 

Temagami. It should be noted that commuting flow statistics are not available for Témiscaming. 

Moreover, when interpreting these figures there are two pieces of information attached to each 

jurisdiction. The first number denotes the actual number of commuters while the second number, 

separated by a semicolon, represents the percentage of the total commuters.  

Figure 3 shows that 20,075 or 95% of North Bay resident labour force commute within the city to travel to 

their place of work. Figure 4 indicates that 77% of the city’s labour force originates from North Bay, while 

East Ferris and Callander each contribute around 5% of the city’s workforce. This data indicates the 

majority of Nipissing District’s population lives and works in North Bay. These commuting patterns also 

reinforce the notion that North Bay is a regional centre and regional hub for employment. It should also be 

noted that these commuting statistics discount the number of individuals who live in North Bay and 

regularly travel outside of the district, province or county for work.   

Total - Class 

of worker

% of Occupation 

in Sector

6 Sales and service occupations 9,235               100%

6421 Retail salespersons 1,875               20.3%

6711 Food counter attendants, kitchen helpers and related support occupations 985                  10.7%

6611 Cashiers 970                  10.5%

7 Trades, transport and equipment operators and related occupations 6,035               100.0%

7511 Transport truck drivers 655                  10.9%

7512 Bus drivers, subway operators and other transit operators 405                  6.7%

7231 Machinists and machining and tooling inspectors 345                  5.7%

1 Business, finance and administration occupations 6,235               100.0%

1241 Administrative assistants 750                  12.0%

1411 General office support workers 700                  11.2%

1414 Receptionists 530                  8.5%

4 Occupations in education, law and social, community and government services 5,460               100.0%

4032 Elementary school and kindergarten teachers 810                  14.8%

4031 Secondary school teachers 585                  10.7%

4212 Social and community service workers 520                  9.5%

0 Management occupations 3,735               100.0%

0621 Retail and wholesale trade managers 1,025               27.4%

0631 Restaurant and food service managers 245                  6.6%

0711 Construction managers 185                  5.0%



 

 

11 Millier Dickinson Blais: The Labour Market Group – Labour Market Initiative Update 2014  

 

FIGURE 3: TOP LOCATIONS RESIDENTS OF NORTH BAY COMMUTE TO FOR THEIR USUAL PLACE OF WORK, 2011 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 

 

FIGURE 4: TOP LOCATIONS WORKERS OF NORTH BAY COMMUTE FROM FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 
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Beyond North Bay’s commuter flows, the next series of figures present the commuting patterns 

associated with East Ferris, Callander, West Nipissing and Temagami. East Ferris and Callander are 

closely tied to North Bay as demonstrated by their commuting flows while West Nipissing and Temagami 

send a proportionally low number of people to North Bay on a regular basis. Finally, together these 

figures underscore the typical commuting trend of most communities whereby individuals tend to live in 

the same community in which they work.   

 

FIGURE 5: TOP LOCATIONS RESIDENTS OF EAST FERRIS COMMUTE TO FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 
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FIGURE 6: TOP LOCATIONS WORKERS OF EAST FERRIS COMMUTE FROM FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 

 

FIGURE 7: TOP LOCATIONS RESIDENTS OF CALLANDER COMMUTE TO FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 
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FIGURE 8: TOP LOCATIONS WORKERS OF CALLANDER COMMUTE FROM FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 

 

FIGURE 9: TOP LOCATIONS RESIDENTS OF WEST NIPISSING COMMUTE TO FOR THEIR USUAL PLACE OF WORK, 2011 
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FIGURE 10: TOP LOCATIONS WORKERS OF WEST NIPISSING COMMUTE FROM FOR THEIR USUAL PLACE OF WORK, 

2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 

 

FIGURE 11: TOP LOCATIONS RESIDENTS OF TEMAGAMI COMMUTE TO FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 
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FIGURE 12: TOP LOCATIONS WORKERS OF TEMAGAMI COMMUTE FROM FOR THEIR USUAL PLACE OF WORK, 2011 

 

Source: Statistics Canada - 2011 National Household Survey. Catalogue Number 99-012-X2011032. 
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4 Labour Supply and Demand 

Projections  
4.1 Introduction 

A key objective of this project is to provide an update to the 2009 Labour Market Initiative (LMI) to 

quantify employers’ projected need for labour over the next 10 years, with emphasis on areas of growth 

and decline, and identification of labour and skills shortages, and surplus. Since the 2009 LMI was 

completed, the results of the 2011Canadian Census have been released along with the occupational data 

from the accompanying National Household Survey. Accordingly, the labour force projections developed 

for this study are based on an updated dataset from those projections presented in 2009. This study has 

also employed a different methodological approach to develop the projections, as presented below.  

The remainder of this section begins by describing the method used to develop the projections from 2011 

to 2021 for each of the 41 industries and 500 occupations
1
 in the Nipissing District.  It also highlights the 

key findings from the projections, which includes a description of the most in demand occupations 

anticipated by both studies.  

The figure below describes the central methodological differences in developing the projections for the 

2009 LMI and the current LMI update.  

FIGURE 13: METHODOLOGICAL DIFFERENCES BETWEEN THE 2009 LMI AND CURRENT LMI UPDATE 

Projection  

Input Variable or 

Dataset 

Current  

Labour Market Initiative Update Occupational 

Projection Methodology  

2009  

Labour Market Initiative 

Occupational 

Projection Methodology 

Base Dataset for 

projections 
 Statistics Canada. 2011 National Household 

Survey 

 Statistics Canada. 

2006 Census. 

Occupational 

Coding 

Framework 
 2011 National Occupational Classification 

 2006 National 

Occupational 

Classification 

Projection Time 

Horizon   10 year  5 year 

Primary 

Occupational 

Demand Drivers  

 Age based retirements 

 Population growth projections 

 Projected economic growth - Nipissing relative to 

Ontario 

 Projected shifts in the mix of industrial employment 

resulting from improvements in output and 

productivity 

 Age based 

retirements  

 Primary data 

collection from local 

employers 

 Primary data 

collection - local job 

postings 

                                                      

1 The latest National Occupation System (NOC) classifies 500 individual occupations. 
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4.2 Projections Methodology 

For the LMI update, the consulting team, led by Strategic Projections Inc. (SPI) developed projections 

from 2011 to 2021 for each of 41 industries and 500 occupations for Nipissing District.  This procedure 

draws on National Household Survey (NHS) 2011 information regarding employment by place-of-work for 

the area by industry and occupation. The projections to 2021 relate changes in the Nipissing area to 

SPI’s Ontario-wide base case projections of employment by industry. 

4.2.1 Employment by Industry Estimates and Projections Methodology 

The latest information available regarding employment by place-of-work (EPOW) by industry at the sub-

provincial level in Ontario (including for Nipissing District) is that provided by the 2011 National 

Household Survey (NHS).  A model was developed to project EPOW by industry to 2021 for the Nipissing 

District Census Division (CD #348). 

The projections were developed as follows: 

 The NHS industry employment estimates for 2011 for the District were decomposed into those jobs 

that are export based and those that are community based.  Export-based industries produce goods 

shipped to markets outside the community (agriculture, manufacturing), or they provide services for 

visitors and seasonal residents of the community (hotels, restaurants, recreation attractors, 

specialized hospitals, colleges and universities) or for businesses outside the community (specialized 

financial or professional services).  Community-based industries produce services that meet the 

needs of local residents (retail, medical, education, personal services, etc.).  This assessment was 

based on a comparison of the jobs by industry per capita ratios in the District to those for Ontario as a 

whole. 

 The District’s export based industries were found to be agriculture, other primary industries and 

manufacturing. 

 Projections of export based EPOW by industry for the District for each year from 2011 through to 

2021 were developed by linking future employment growth in these industries in Nipissing to 

projected future growth for employment in these same industries for Ontario as a whole according to 

SPI’s projections. In other words for the period from 2011 to 2021 it was assumed the District will hold 

its relative employment position in these industries in Ontario. 

 Export based estimates and projections for the District were developed for total agriculture, forestry 

and fishing; total mining, oil and gas; and for each of 21 individual manufacturing industries in the 

above described manner. 

 Community based jobs by industry in the District were projected on the basis of expected population 

growth in the District.  The ratio of community based jobs per capita in 2011 in the District was 

calculated for each industry.  The per capita ratios for the District were projected from 2011 to 2021 to 

grow at the rate these same ratios are expected to grow for Ontario as a whole.  The projected ratios 

for the District were multiplied by the District’s projected population from 2012 to 2021 to obtain 

projected values for community based employment by industry over that span. 

The historical and projected trends in Nipissing District employment by industry from 2001 to 2021 

derived in this manner are discussed later in this report. 
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3.2.2 Employment by Occupation Estimates and Projections Methodology 

The projections of employment by occupation for Nipissing were developed as follows: 

 Based on data from the 2011 NHS a matrix was created of employment by place-of-work for each of 

the 500 occupations for each of the 41 industries; 

 The share in 2011 of all the jobs in each of the 41 industries accounted for by each of the 500 

occupations was calculated; 

 The number of jobs in each industry by occupation in 2021 was projected by applying the 2011 share 

to the projected job total for each industry in 2021; 

 This calculation provides a projection of the number of jobs by occupation in each industry in 2021 

assuming the occupational mix of jobs in each industry will not change over that period; 

 The number of people employed in each of the 500 occupations was summed across the 41 

industries to arrive at a projection for 2021 of the total number of people employed in the District in 

each occupation; 

 This procedure results in projections of the growth in jobs that will likely occur between 2011 and 

2021 taking into account projected economic growth overall and projected shifts in the mix of 

industrial employment. 

It is recognized that the occupational mix of jobs within each industry is likely to change somewhat in the 

future due to technological change, the adoption of new organizational structures, the hiring of better 

trained staff, etc.  But the extent to which the shares will change is not known. In the absence of such 

knowledge the procedure adopted here picks up the extent to which the demand for various occupations 

is likely to change due to economic growth and to shifts in the industrial mix of jobs, but it does not pick 

up impacts from shifts in the skill mix within industries. 

Appendix I describes how SPI incorporates expected changes in future output, productivity and 

employment by industry in order to project likely future shifts in the industrial level and mix of jobs in the 

future.  Projected trends in Nipissing District employment by occupation from 2011 to 2021 are discussed 

later in this report. 

3.2.3 Projections Methodology for the Number of Retirees by Occupation 

The 2011 NHS also provides data for employment by place-of-work by occupation for the District by age 

for each of the 500 occupations.  The data are provided for the following age groups: 15-24, 25-34, 35-

44, 45-54, 55-64 and 65 and over. 

In estimating the number of retirees likely to occur in each occupation between 2011 and 2021 the 

following assumptions were made: 

 All of those 65 and older in 2011 will likely have retired by 2021; 

 Those aged 55-64 in 2011 by 2021 will be aged 65-74 and most will have retired. 

The potential number of retirees over the period from 2011 to 2021 by occupation in Nipissing is therefore 

assumed to include all of those aged 55 and over in 2011.  The projected number of retirees in the 

District by occupation between 2011 and 2021 is discussed later in this report. 
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3.3.4 Projections Methodology for Total New Workers by Occupation (2011-
2021) 

The sum of the above two projections – growth in the number employed in each occupation due to 

economic expansion and industrial shifts, plus the number of new employees needed to replace expected 

retirements from each occupation – is equal to the total number of new workers the District will need to 

attract to each occupation between 2011 and 2021 to fill newly created and vacated jobs projected for 

each over that span. 

 

4.3 Projection Results 

This section provides an overview of past and projected future growth trends for Nipissing District total 

population and total employment by place-of-work over the period from 2001 to 2021 and it reviews past 

and projected future trends in employment by industry and by occupation. 

3.3.1 Nipissing District Total Population and Total Employment Trends 

For this project, the population projections developed by the Ontario Ministry of Finance in 2013 for the 

Nipissing District were used. This source indicates that the total population of the Nipissing District will 

grow from 87,400 in 2011 (the post-censal estimate of the population for that year) to 90,500 in 2021, a 

gain of 3,100.  By way of comparison the Nipissing District’s population grew by 1,100 between 2001 and 

2011. 

The faster population growth expected for this decade reflects several factors: 

 Population growth in the 2001 to 2011 period was impacted negatively by the recession that occurred 

in 2008-2009.  Economic growth between 2011 and 2021 is expected to exceed that occurring 

between 2001 and 2011; 

 Demographic trends factor into faster population growth for the Nipissing District in the future.  The 

first Baby Boomers turned 65 years of age in 2011 and by 2031 they will all have reached that age.  

As the Boomers that held jobs retire they will need to be replaced in the labour force; 

 However the Boomer generation did not replace itself – the total fertility rate has been below the 

replacement rate throughout Canada since the early 1970s – communities throughout the country will 

need to attract workers from other provinces or from other parts of the world to fill the positions the 

Boomers vacate; 

 Based on historical data, most Ontario and Nipissing Boomers will remain in the province and the 

Nipissing District when they retire, and most will live many years beyond retirement, which means 

faster population growth for a decade or so in the Nipissing District and the rest of Ontario; 

 The faster population growth in the Nipissing District means community based jobs in the area will 

grow faster over the next decade than they did over the last decade. 

Employment by place-of-residence (EPOR) in Nipissing exceeds employment by place-of-work (EPOW) 

by only a small margin.  EPOR as of 2011 was 38,530 while EPOW was 35,955, a difference of 2,575 or 

about 7 percent.  This share is well below the typical 10 percent share of workers with no fixed workplace 

address (construction workers, truckers, sales people, etc.).  In other words the labour market of the 

District is relatively more self-contained than the labour markets in most regions of Southern Ontario. 
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SPI’s EPOW by industry projection model takes into account both the gains expected in the District’s 

economic base jobs and the gains expected in its community base jobs.  Expected future improvements 

in labour productivity by industry are incorporated in the projections (see the attached Appendix).  The 

projections derived using the model and assuming the above population growth profile suggest the total 

number of persons employed by companies and organizations within the District will increase from 

35,955 in 2011 to 37,683 in 2021, a gain of 1,728.  By way of comparison employment grew by 2,315 

between 2001 and 2011.  The smaller gain in the future compared to the past reflects SPI’s expectations 

regarding future productivity growth by industry. 

The remainder of our analysis concentrates on this expected growth of 1,728 in employment by place-of-

work between 2011 and 2021.  EPOW is focused upon because the activities of the Nipissing District 

Labour Market Group include assisting employers located in Nipissing to identify and meet future skill 

requirements. 

3.3.2 Nipissing District Employment Trends by Industry 

Key trends revealed in Figure 14 below include the following: 

 Major job losses occurred in the District between 2001 and 2011 in manufacturing (down 1,290), 

finance and insurance (down 315), accommodation and food services (down 160) and other personal 

services (down 155); 

 Such losses were offset by job gains in health and social services (up 1,750), public administration 

(up 780) and mining (up 515); 

 Major gains from 2011 to 2021 are projected for health care and social assistance (912), 

accommodation and food services (285), administrative support and waste management (170), 

educational services (157), manufacturing (up 131 across the 21 individual manufacturing industries) 

and professional, scientific and technical services (105). 

The projections indicate that on an industry basis job gainers will outnumber job losers such that total 

employment by place-of-work in 2021 will exceed that in 2011 by 1,728. 
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FIGURE 14: NIPISSING DISTRICT: TOTAL POPULATION AND EMPLOYMENT BY PLACE-OF-WORK BY INDUSTRY - 

HISTORICAL 2001 TO 2011 AND PROJECTED 2011 TO 2021 

 

Source: Statistics Canada and SPI 

 

Employed by Industry 2001 2011 2021 01-11 11-21

Total population (post census) 86,300 87,400 90,500 1,100 3,100

Total all industries 33,640 35,955 37,683 2,315 1,728

    11 Agriculture, forestry, fishing and hunting 520 405 369 -115 -36

    21 Mining and oil and gas extraction 230 745 710 515 -35

    22 Utilities 355 285 313 -70 28

    23 Construction 1,165 1,190 1,277 25 87

31-33 Total manufacturing 2,865 1,575 1,706 -1,290 131

      311 Food manufacturing 90 50 54 -40 4

      312 Beverage and tobacco product manufacturing 25 0 0 -25 0

      313 Textile mills 235 135 125 -100 -10

      314 Textile product mills 15 10 9 -5 -1

      315 Clothing manufacturing 10 0 0 -10 0

      316 Leather and allied product manufacturing 10 0 0 -10 0

      321 Wood product manufacturing 715 195 245 -520 50

      322 Paper manufacturing 215 0 0 -215 0

      323 Printing and related support activities 55 15 15 -40 0

      324 Petroleum and coal products manufacturing 0 0 0 0 0

      325 Chemical manufacturing 205 70 59 -135 -11

      326 Plastics and rubber products manufacturing 160 175 176 15 1

      327 Non-metallic mineral product manufacturing 50 35 39 -15 4

      331 Primary metal manufacturing 15 20 18 5 -2

      332 Fabricated metal product manufacturing 205 230 207 25 -23

      333 Machinery manufacturing 440 350 409 -90 59

      334 Computer and electronic product manufacturing 10 40 43 30 3

      335 Electrical equipment, appliance and component manufacturing 85 0 0 -85 0

      336 Transportation equipment manufacturing 180 165 181 -15 16

      337 Furniture and related product manufacturing 40 35 39 -5 4

      339 Miscellaneous manufacturing 105 50 85 -55 35

    41 Wholesale trade 905 1,325 1,307 420 -18

    44-45 Retail trade 5,250 5,605 5,611 355 6

    48-49 Transportation and warehousing 1,895 1,810 1,775 -85 -35

    51 Information and cultural industries 580 540 507 -40 -33

    52 Finance and insurance 1,155 840 861 -315 21

    53 Real estate and rental and leasing 510 490 502 -20 12

    54 Professional, scientific and technical services 1,275 1,460 1,565 185 105

    55 Management of companies and enterprises 45 0 0 -45 0

    56 Administrative and support, waste management 1,040 1,185 1,355 145 170

    61 Educational services 3,040 3,385 3,542 345 157

    62 Health care and social assistance 4,700 6,450 7,362 1,750 912

    71 Arts, entertainment and recreation 445 535 574 90 39

    72 Accommodation and food services 2,880 2,720 3,005 -160 285

    81 Other services (except public administration) 1,535 1,380 1,390 -155 10

    91 Public administration 3,250 4,030 3,952 780 -78

ChangeLevel
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3.3.3 Nipissing District Skill Requirement Trends by Major Occupational 
Group 

Figure 15 summarizes which major occupational category growth of new jobs between 2011 and 2021 in 

the District is expected to occur and where the potential retirees are likely to occur over that span. 

In Figure 14 above, total employment growth was projected to be 1,729.  In Figure 15 below, it is 

projected to be 1,680.  The difference reflects the fact that the NHS did not provide precise occupation 

identification for every job in the District in 2011. Total jobs by industry in 2011 were 35,955 whereas total 

jobs by occupation were 35,700, a difference of 255. 

FIGURE 15: NIPISSING DISTRICT EMPLOYMENT BY INDUSTRY BY MAJOR OCCUPATIONAL GROUP (ACTUAL 2001-2011 

AND PROJECTED 2011-2021) 

 

Source: Statistics Canada and SPI 

 

The column denoted as “total demand” in Figure 15 adds the number of people needed in each 

occupational group over the next decade due both to economic growth/industrial shifts (1,680) and to the 

number of retirees (4,430) for a total demand of 6,110. 

The final four columns provide total new demand in absolute terms, the rank in absolute terms across the 

major occupation groups, total demand as a percentage of the 2011 employed in each major occupation 

group and the rank of the relative total demand (the turnover rate) across the major groups. 

Change

Major Occupation Groups 2011 2016 2021 11-21 55-64 65+ Retirees Number Rank % Rank

Total all occupations 35,700 36,672 37,380 1,680 3,770 660 4,430 6,110 17

Senior management occupations 265 272 279 15 70 0 70 85 24 32 3

Specialized middle management occupations 958 974 993 35 100 0 100 135 19 14 22

Middle management occupations in retail and wholesale trade and customer services 2,076 2,105 2,099 23 255 45 300 323 7 16 19

Professional occupations in business and finance 772 793 811 39 55 25 80 119 20 15 20

Administrative and financial supervisors and administrative occupations 2,259 2,301 2,347 88 300 130 430 518 1 23 10

Finance, insurance and related business administrative occupations 382 395 404 21 80 45 125 146 16 38 2

Office support occupations 2,188 2,221 2,265 77 340 60 400 477 3 22 11

Distribution, tracking and scheduling co-ordination occupations 827 815 817 -10 85 0 85 75 26 9 31

Professional occupations in natural and applied sciences 666 670 680 15 15 0 15 30 29 4 35

Technical occupations related to natural and applied sciences 791 791 796 5 95 0 95 100 23 13 25

Professional occupations in nursing 1,071 1,135 1,223 152 180 0 180 332 6 31 4

Professional occupations in health (except nursing) 623 657 703 80 65 30 95 175 13 28 5

Technical occupations in health 896 942 1,003 107 60 0 60 167 14 19 15

Assisting occupations in support of health services 920 974 1,050 130 115 0 115 245 10 27 6

Professional occupations in education services 2,090 2,187 2,183 93 210 10 220 313 8 15 21

Professional occupations in law and social, community and government services 1,011 1,049 1,097 86 105 45 150 236 11 23 9

Paraprofessional occupations in legal, social, community and education services 1,066 1,119 1,182 116 140 0 140 256 9 24 8

Occupations in front-line public protection services 723 707 709 -14 15 0 15 1 37 0 37

Care providers and educational, legal and public protection support occupations 767 799 814 46 100 0 100 146 17 19 14

Professional occupations in art and culture 63 64 66 4 40 0 40 44 28 70 1

Technical occupations in art, culture, recreation and sport 361 365 387 25 0 0 0 25 32 7 34

Retail sales supervisors and specialized sales occupations 570 574 577 6 110 0 110 116 21 20 12

Service supervisors and specialized service occupations 943 1,004 1,017 74 85 0 85 159 15 17 18

Sales representatives and salespersons - wholesale and retail trade 2,043 2,049 2,046 4 245 110 355 359 4 18 17

Service representatives and other customer and personal services occupations 1,185 1,256 1,285 100 45 0 45 145 18 12 26

Sales support occupations 1,928 1,972 1,990 62 130 20 150 212 12 11 27

Service support and other service occupations, n.e.c. 2,409 2,551 2,618 209 240 35 275 484 2 20 13

Industrial, electrical and construction trades 1,386 1,398 1,416 30 85 0 85 115 22 8 32

Maintenance and equipment operation trades 1,059 1,079 1,079 20 50 10 60 80 25 8 33

Other installers, repairers and servicers and material handlers 284 282 285 1 0 0 0 1 36 0 36

Transport and heavy equipment operation and related maintenance occupations 1,364 1,351 1,358 -7 295 45 340 333 5 24 7

Trades helpers, construction labourers and related occupations 144 148 152 8 10 0 10 18 34 13 24

Supervisors and technical occupations in natural resources, agriculture and related production 178 174 170 -8 0 0 0 -8 39 -5 39

Workers in natural resources, agriculture and related production 263 261 241 -22 0 50 50 28 30 11 29

Harvesting, landscaping and natural resources labourers 153 159 170 17 10 0 10 27 31 18 16

Processing, manufacturing and utilities supervisors and central control operators 233 241 238 5 20 0 20 25 33 11 28

Processing and manufacturing machine operators and related production workers 545 592 583 38 20 0 20 58 27 11 30

Assemblers in manufacturing 180 178 179 0 0 0 0 0 38 0 38

Labourers in processing, manufacturing and utilities 59 65 67 8 0 0 0 8 35 14 23

Total Demand
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Total demand across all occupations is equal to 17% of the employment base in the District as of 2011. 

The total demands by occupational group are the greatest in absolute terms in administrative and 

financial supervisors and administrative occupations (518), service support and other service occupations 

(484), office support occupations (477), sales representatives and salespersons - wholesale and retail 

trade (359) and transport and heavy equipment operation and related maintenance occupations (333). 

The total demands by occupation group are the greatest in relative terms in professional occupations in 

art and culture (70%), finance, insurance and related business administrative occupations (38%), senior 

management occupations (32%), professional occupations in nursing (31%) and professional 

occupations in health except nursing (28%). 

 3.3.4 Nipissing District Skill Requirement Trends by Detailed Occupation 

The skill requirement model for the District projects for each of the 500 individual occupations the number 

that will be required due to economic growth/industrial shifts, the number that will be required due to 

retirements and the total number that will be required due to both factors. The accompanying Excel 

spreadsheet file contains detailed information across all 500 occupations and across all major occupation 

groups regarding their number in 2011, their projected number in 2021, the projected growth in demand 

due to economic change, the likely number of retirees and the total demand from both sources. Figure 16 

ranks the total new demand for workers by occupation in absolute terms stemming from both sources for 

the 50 occupations that pose the greatest recruitment challenges for Nipissing District over the next 

decade.  

Within Figure 16, the column titled “Note” below with a series of asterisks has been used to indicate 

alignment with the 2009 LMI study. Accordingly, those occupations in the figure that have an asterisk 

were also identified in the 2009 LMI as being in the top 50 occupations demanded to 2014.  Of the top 50 

occupations identified in Figure 16, 33 of these occupations were also identified in the 2009 study. 

Moreover, of the top 20 occupations identified in the current study 19 were also identified in the 2009 

study. This comparison is useful in that it reaffirms the findings from both studies given that each study 

relied on separate datasets and applied distinct projection methodologies.    
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FIGURE 16: EMPLOYMENT BY PLACE-OF-WORK BY DETAILED OCCUPATIONS 2011, 2016 AND 2021- RANKED BY TOTAL 

DEMAND FOR EACH OCCUPATION FROM 2011 TO 2021 

 

Source: Statistics Canada and SPI 

 

  

 Rank
NOC 

Code
Occupation Title Note 2011 2016 2021

Change 

11-21
55-64 65+

 Potential 

Retirees

Total 

Demand

1 6421 Retail salespersons * 1,924 1,934 1,931 7 215 110 325 332

2 3012 Registered nurses and registered psychiatric nurses * 1,038 1,100 1,185 147 180 0 180 327

3 3413 Nurse aides, orderlies and patient service associates * 706 748 806 100 115 0 115 215

4 1411 General office support workers * 731 749 764 32 145 35 180 212

5 621 Retail and wholesale trade managers * 1,063 1,065 1,063 -1 170 25 195 194

6 1414 Receptionists * 630 659 685 55 125 0 125 180

7 6731 Light duty cleaners * 503 539 567 64 95 20 115 179

8 1241 Administrative assistants * 954 976 994 40 130 0 130 170

9 6733 Janitors, caretakers and building superintendents * 585 612 628 43 105 15 120 163

10 6611 Cashiers * 1,024 1,044 1,045 20 115 20 135 155

11 4212 Social and community service workers * 573 600 637 64 90 0 90 154

12 1311 Accounting technicians and bookkeepers * 312 324 332 20 80 45 125 145

13 1221 Administrative officers * 643 657 673 30 85 30 115 145

14 6711 Food counter attendants, kitchen helpers and related support occupations * 1,115 1,192 1,217 102 40 0 40 142

15 7512 Bus drivers, subway operators and other transit operators * 353 346 346 -7 100 45 145 138

16 6322 Cooks * 509 552 564 55 65 0 65 120

17 3233 Licensed practical nurses * 383 406 437 54 60 0 60 114

18 4032 Elementary school and kindergarten teachers * 755 792 790 35 70 0 70 105

19 7511 Transport truck drivers * 400 396 399 -1 105 0 105 104

20 1224 Property administrators 163 166 167 4 20 80 100 104

21 4021 College and other vocational instructors * 283 293 292 10 90 0 90 100

22 4214 Early childhood educators and assistants * 330 348 373 43 50 0 50 93

23 4152 Social workers * 308 325 349 41 45 0 45 86

24 4413 Elementary and secondary school teacher assistants * 442 463 462 20 65 0 65 85

25 3111 Specialist physicians 131 139 150 19 50 0 50 69

26 4412 Home support workers, housekeepers and related occupations 219 231 247 28 35 0 35 63

27 4031 Secondary school teachers * 705 739 738 33 30 0 30 63

28 14 Senior managers - health, education, social and community services and membership organizations* 128 134 139 11 50 0 50 61

29 1111 Financial auditors and accountants * 361 370 375 15 20 25 45 60

30 7321 Automotive service technicians, truck and bus mechanics and mechanical repairers * 395 396 394 -1 50 10 60 59

31 7513 Taxi and limousine drivers and chauffeurs 89 87 87 -2 55 0 55 53

32 1454 Survey interviewers and statistical clerks 462 452 453 -9 35 25 60 51

33 6231 Insurance agents and brokers 146 149 149 4 45 0 45 49

34 114 Other administrative services managers 58 61 64 6 40 0 40 46

35 3112 General practitioners and family physicians 104 110 119 15 0 30 30 45

36 2264 Construction inspectors 41 41 41 -1 45 0 45 44

37 6541 Security guards and related security service occupations 186 197 205 19 25 0 25 44

38 821 Managers in agriculture 184 183 168 -16 40 20 60 44

39 7237 Welders and related machine operators * 230 235 243 13 30 0 30 43

40 1114 Other financial officers * 249 255 257 7 35 0 35 42

41 5133 Musicians and singers 34 35 35 2 40 0 40 42

42 6623 Other sales related occupations 285 306 326 41 0 0 0 41

43 4011 University professors and lecturers 224 235 234 10 20 10 30 40

44 9431 Sawmill machine operators 156 190 196 40 0 0 0 40

45 7231 Machinists and machining and tooling inspectors 597 592 597 0 40 0 40 40

46 1431 Accounting and related clerks * 195 197 199 5 35 0 35 40

47 6552 Other customer and information services representatives * 230 240 249 18 20 0 20 38

48 6232 Real estate agents and salespersons 109 111 112 3 35 0 35 38

49 631 Restaurant and food service managers * 259 281 286 27 10 0 10 37

50 4112 Lawyers and Quebec notaries * 83 87 89 6 0 30 30 36

Total (all 500 occupations) 35,700 36,672 37,380 1,680 3,770 660 4,430 6,110
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Figure 16 reveals that the greatest recruitment challenges faced by the District include the following 

occupations: 

 Retail salespersons (332) 

 Registered nurses and registered psychiatric nurses (327) 

 Nurse aides, orderlies and patient service associates (215) 

 General office support workers (212) 

 Retail and wholesale trade managers (194) 

 Receptionists (180) 

 Light duty cleaners (179) 

 Administrative assistants (170) 

 Janitors, caretakers and building superintendents (163) 

 Cashiers (155) 

Collectively these top 10 occupations account for 35% of the District’s entire recruitment challenge 

between 2011 and 2021.  

Figure 16 ranks the total new demand for workers by occupation in absolute terms stemming from both 

economic change and potential retirements for the 50 occupations that pose the greatest recruitment 

challenges for the Nipissing District over the next decade. These 50 occupations pose the greatest 

recruitment challenge strictly in the sense that, moving forward, these occupational categories will require 

the greatest number of employees to meet the demands of industry. Collectively, the top 50 occupations 

in Figure 16 account for 82% of the District’s entire recruitment challenge between 2011 and 2021. 

  



 

 

27 Millier Dickinson Blais: The Labour Market Group – Labour Market Initiative Update 2014  

 

5 Survey Results and Analysis 
The Nipissing District Labour Market Survey was designed in 2013 based on its predecessor, which was 

conducted in 2008 for the 2009 Labour Market Initiative. Respondents were given paper copies of the 

survey to respond, and results were logged in Survey Monkey to support data analysis. For the 2013 

survey, which ran between August 2013 and January 2014, a total of 163 respondents participated from 

across various industries. The North Bay census sub-division has been compared with the sample 

distribution of the survey, and the figure below illustrates the difference between distribution of 

employment across the sectors. As can be seen, there is a total difference of 0.1% between the 

aggregate of sub-region and the sample response distribution from the survey. Some larger organizations 

were targeted more heavily in order to maintain a representation greater than 50% of the labour market 

captured across the sample. The same methodology was employed for the 2008 survey. It should be 

noted that the mining sector was intentionally under represented by this study because of the Labour 

Market Group’s recent work resulting in the “Nipissing Mining Hiring Requirements Forecasts 2013”. 

FIGURE 17: EMPLOYMENT BY PLACE-OF-WORK BY DETAILED OCCUPATIONS 2011, 2016 AND 2021 

 

 

  

Pe rce nta g e  

o f T o ta l 

Emp lo yme nt 

in No rth Ba y

Pe rce nta g e  

o f Sa mp le  

Re sp o nse

Diffe re nce

11 Agriculture, Forestry, Hunting & Fishing 0.4% 1.2% 0.8%

21 Mining & Oil & Gas Extraction 1.8% 0.6% -1.2%

22 Utilities 0.6% 1.2% 0.6%

23 Construction 5.4% 14.1% 8.7%

31-33 Manufacturing 3.9% 4.3% 0.4%

41 Wholesale Trade 3.5% 3.1% -0.4%

44-45 Retail Trade 16.1% 12.9% -3.2%

48-49 Transportation & Warehousing 5.3% 4.3% -1.0%

51 Information & Cultural Industries 1.5% 1.2% -0.3%

52 Finance & Insurance 2.1% 7.4% 5.3%

53 Real Estate & Rental & Leasing 1.2% 4.3% 3.1%
54 Professional, Scientific & Technical Services 5.0% 5.5% 0.5%

55 Management of Companies & Enterprises 0.0% 0.0% 0.0%

56 Administrative & Support, Waste Management & Remediation 

Services 5.4% 0.6% -4.8%

61 Educational Services 9.4% 4.3% -5.1%

62 Health Care & Social Assistance 16.0% 9.8% -6.2%

71 Arts, Entertainment & Recreation 1.5% 3.7% 2.2%

72 Accommodation & Food Services 7.4% 10.4% 3.0%

81 Other Services (except Public Administration) 4.0% 11.0% 7.0%

91 Public Administration 9.6% 0.0% -9.6%

T o ta l 1.0% 99.9% -0.1%
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5.1 Nipissing District Labour Market Survey Results 

In this section, the results of the Labour Market Survey are presented and discussed. The results of the 

survey are presented by major theme. 

5.1.1 Employment Demand by Sector and Respondent Profile 

The figure below explains the current and future full and part-time employment demands of respondents 

based on their primary labour sectors.
2
 Extrapolating from this data, the labour market can be expected to 

grow only marginally in North Bay over the coming five years. Specifically, while growth in full-time 

employment over a five year period in Construction (64 jobs), Retail Trade (47 jobs), and Transportation 

and Warehousing (99 jobs) indicates progress, general downloading of full-time health care and social 

assistance to part-time demands highlights a potential area of concern for the future. According to 

respondents, employment in full-time health care and social assistance is expected to decline by 128 jobs 

over five years, while part-time work is expected to increase by 240 jobs over the same period. In other 

words, by the year 2019 respondents in the health-care sector expect to employ 466 full-time workers and 

722 part-time workers, a figure which dwarfs Canada’s current average of 25% part-time employment in 

the sector by an additional 39%
3
, or 64% part-time workers. This may be explained to a certain extent by 

the sample size, which only included a total of 16 respondents in that sector.  

Growth in construction and transportation and warehousing represents an overall positive effect on the 

economy as these jobs tend to pay well, relative to such occupations in accommodation and food service 

employment. Moving forward, these survey results indicate a plateau in the demand of workers in 

accommodation and food services, an important indicator of economic growth tied closely with the 

tourism sector, therefore, this occupational grouping should be monitored in the near term.  Finally, 

expected declines in finance and insurance (-51 full-time and -29 part-time) may be symptomatic of the 

shift of customers to options available through the World Wide Web. 

FIGURE 18: CURRENT AND EXPECTED FUTURE EMPLOYMENT DEMAND BY SECTOR 

 
  

                                                      
2
 Survey results based on Labour Market Index survey conducted in January 2014; therefore “Present” refers to current employees as of August 2013 

through January 2014. 
3
 Employment and Social Development Canada, Canadian Occupational System, Industrial Summaries – Service Industries, 

http://www23.hrsdc.gc.ca/l.3bd.2t.1ilshtml@-eng.jsp?lid=9&fid=1&lang=en, last modified February 2, 2014.  
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Accommodation & Food Services 139 150 133 140 141 145 2 -5

Administrative & Support, Waste Management & Remediation Services 3 0 1 0 2 0 -1 0

Agriculture, Forestry, Hunting & Fishing 47 9 45 7 46 7 -1 -2

Arts, Entertainment & Recreation 32 14 33 15 36 15 4 1

Construction 289 103 313 106 353 110 64 7

Educational Services 90 45 88 39 75 53 -15 8

Finance & Insurance 245 142 204 126 194 113 -51 -29

Health Care & Social Assistance 594 482 447 609 466 722 -128 240

Manufacturing 354 4 308 8 317 12 -37 8

Mining & Oil & Gas Extraction 14 4 20 5 25 5 11 1

Other Services (except Public Administration) 68 7 68 30 74 35 6 28

Professional, Scientific & Technical Services 341 17 338 17 359 29 18 12

Real Estate & Rental & Leasing 55 6 62 7 55 6 0 0

Retail Trade 316 174 338 190 363 198 47 24

Transportation & Warehousing 270 11 317 8 369 11 99 0

Utilities 101 10 101 10 96 15 -5 5

Wholesale Trade 18 5 21 4 26 8 8 3

T o ta l 2976 1183 2837 1321 2997 1484 21 301

http://www23.hrsdc.gc.ca/l.3bd.2t.1ilshtml@-eng.jsp?lid=9&fid=1&lang=en
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Moving to the size of companies, the figure below demonstrates the distribution of employers based on 

number of employees. Company size is delineated as those with no employees (0 employees), small (1-

15 employees), medium (16-50 employees), and large (50+ employees); the number of respondents that 

fit into each category has been totalled. 

 

FIGURE 19: DISTRIBUTION OF SIZE OF COMPANY BASED ON NUMBER OF EMPLOYEES 

 

Out of 163 organizations 16 had no full-time employees, of which 9 also had no part-time employees; 

meaning 7 respondents were either self-employed with no other employees or did not have any additional 

staff at present other than themselves. The figure also demonstrates that small businesses were a large 

proportion of the sample, with 109 small-sized companies dominating over 24 medium-sized and 14 

large-sized companies. In contrast, the figure below, which demonstrates the total number of full-time and 

part-time employees that each category of business currently has, highlights that of the 163 respondents, 

large companies represent more than half the total number of people employed (1,742 full-time 

employees). Combined, small and medium sized businesses equal 1,245 employees.  

FIGURE 20: NUMBER OF EMPLOYEES RELATIVE TO COMPANY SIZE 
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5.1.2 First Generation Immigrants, Aboriginal Canadians, and Persons with 

Disabilities  

The LMI survey also asked respondents about the proportion of first generation immigrants, aboriginal 

Canadians, and persons with disabilities they each employed. These are demonstrated in the figure 

below, with response rates of 151 for First Generation Immigrants, 154 for Aboriginal Canadians, and 151 

for Persons with Disabilities. According to respondents, 75.5%of companies did not have any first 

generation immigrants, 62.3% did not have any Aboriginal Canadians and 63.6% did not have any 

persons with disabilities.
4
  Of those that did hire immigrants, the largest sub-set (13.9%) indicated that 

immigrants comprised between 1 and 10% of their work force, while 29.2% of respondents indicated 

employing between 1 and 10%Aboriginals, and 28.5% persons with disabilities.  

As the population continues to age and as the younger population continues to migrate to larger 

metropolitan areas in pursuit of jobs or education, there will be a larger demand on skilled immigrants to 

fill these roles. Consider that respondents in this same survey in 2008 indicated that 43.4% of companies 

had at least 1% immigrant employees, and 51.9%had at least 1% Aboriginal employees.
 5
 The small 

sample size can account for some of this difference, but these survey results do suggest a decline in the 

number of immigrants and aboriginals presently being hired.  

                                                      

4 The survey referred to people with disabilities as including “[Persons] with disabilities refers to those with physical impairment, sensory impairment, cognitive 

impairment, intellectual impairment, mental illness, and various types of chronic disease.” 

5 Lawlor & Associates Consultants Inc. The Labour Market Group, North Bay Labour Market Initiative, May 2008, p.17-28.  
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FIGURE 21: PROPORTIONS OF FIRST GENERATION IMMIGRANTS, ABORIGINAL CANADIANS, AND PERSONS WITH 

DISABILITIES 

 

 

As previously noted, there may be an increase in demand for skilled immigrants to meet labour market 

needs in the near term.  When asked about their willingness to hire labour with foreign credentials, out of 

161 respondents, 62.7% indicated they would be interested, 13% indicated they would not, and 24.2% 

were uncertain.  
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Further, as Figure 21 demonstrates, when employers were asked what factors they considered as an 

advantage to hiring immigrants, 23.2% selected skilled personnel as a preference, followed by work ethic 

(19.5%), loyalty/low turnover (17.8%), range of language skills offered (14.8%), high productivity (12.4%), 

“other (please specify)”, and high levels of education (5.4%). For those 19 that indicated “other,” more 

than half (52.6%) can be categorized as seeing no advantage, 26.3% as not requiring any additional 

labour or non-applicable, and one person each (5.3%) for access to different culture, new sales 

demographics, no difference provided they have credentials, and uncertain. Respondents were allowed to 

select any options they agreed with, and there was a total response rate of 294 submissions. The least 

common advantage was in regard to high level of education (5.4%), an area that has demonstrated a gap 

between credentials obtained outside of Canada and their transferability or applicability in Canada. As 

was observed in 2009’s Labour Market Initiative, immigrants are more educated and adept at English 

than ever, indicating that there may be either a lag in the extent that such immigrants reach regions such 

as Nipissing, or a possible lag in local understanding of changing characteristics of immigrants
6
. 

Immigration brings dynamism and vitality to communities and contributes directly to long term economic 

prosperity. Moreover, research has shown that the growth of knowledge-based creative economies is 

closely linked to levels of immigration and diversity. 

FIGURE 22: COMMON ADVANTAGES CITED FOR EMPLOYING IMMIGRANTS 

 

As some responses in the “other” category suggest above, there are respondents that did not see an 

advantage to hiring immigrants. The figure below addresses the subject more broadly by asking 

respondents which attributes may demonstrate a disadvantage to employers when hiring immigrants. 

Language barriers was the highest scoring issue, at 39.8%, followed distantly by cost/time associated 

with bringing in foreign candidates (17%), lack of familiarity with the culture (16%), difficulty evaluating 

foreign credentials (13.6%), resistance from current workforce, “other (please specify)” (5.8%) and, low 

productivity (2.0%). As for the various specifications under the “other” category, of the 17 respondents 

that chose this category, 35.3% expressed a preference to hire Canadian-born workers over immigrants, 

29.4% expressed issues related to certification or problems in identifying credentials (an issue area that 

                                                      

6 Lawlor & Associates Consultants Inc. The Labour Market Group, North Bay Labour Market Initiative, May 2008, p28-29. 
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did have an official category), 17.6% did not require any employees, 11.8% indicated that there were no 

disadvantages, and one person (20%) indicated disadvantages associated with red-tape and paperwork.    

FIGURE 23: COMMON DISADVANTAGES CITED FOR EMPLOYING IMMIGRANTS 

 

5.1.3 Expected Labour Demand by National Occupational Classification   

Respondents were asked about the kinds of employees they currently require, the number they need, and 

the education level required to perform the job; they were also asked these same questions based on 

their expected needs within two to five years. The figure below addresses current and expected labour 

demands according to how respondents fit within NOC employment categories, “0” through “9”. Due to 

the large number of responses in three fields (health occupations, sales and service occupations, and 

trades, transport and equipment operator occupations), these categories have been subdivided as 3a and 

3b, 6a and 6b, and 7a and 7b respectively. The code 3a corresponds to registered nurses (RNs), 

registered practical nurses (RPNs), and personal service workers (PSWs), while 3b pertains to any other 

health employment other than those in 3a. The code 6a refers to sales and service occupations as they 

relate to food service and preparation and accommodation, including bartenders, waiters, cooks, chefs, 

and hotel and other accommodation staff, such as attendants, maintenance technicians, housekeeping, 

and guest service representatives. 6b pertains to all other sales and service workers, such as sales 

clerks, parts clerks, insurance brokers, cosmeticians, and tailors.  

To begin from a global perspective of current occupational demand in Nipissing, present demand for 

various occupations rests at a median of 33.5 individuals, while it is expected to increase to 51.5 

individuals within two to five years. These trends are most felt in the healthcare, sales and services, and 

trades, transport and equipment operations occupations. Overall, these represent only modest increases 

in demand for different occupations, but the prognosis is at least stable and not on the decline.  

Health occupations in nursing and patient care related fields (i.e. 3a) will be in high demand in the coming 

years. Respondents indicated a collective need for 131 workers compared to the 22 workers currently 

needed in the category. Bearing in mind that the health care sector is employing more part-time workers 

than in previous years, this may indicate the vast majority of desired positions in the table below will 

consequently be for part-time work. This may affect the quality of life and stability of income expected for 

many workers, and should be monitored as a potential issue in the coming years. The implications may 
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be that those possessing such skills will be willing to relocate to other cities where full-time work options 

are available. As working age adults in Ontario’s north more generally emigrate to other cities in the south 

or to other provinces, attention needs to be paid to opportunities designed to retain and even draw skilled 

workers such as RNs and other healthcare workers to these communities. Part-time work may be 

counter-productive at attaining such goals. 

Moving to sales and services, across both sub-categories there are expected increases in demand for 

different occupations, but the largest expected increases will be in maintenance technician (a demand for 

40 people) retail-related sales and customer support (31 people), flight attendants (10 people), and 

cashiers (23 people), which collectively amount to an expected increase of 97 people over the 52 

currently required in the 6b category. The 6a category is nonetheless also expecting an increased 

demand for workers, particularly in cooking (23 people required), housekeeping (18 people) and guest 

services (12 people). 

In the trades category, growth is mainly expected due to increasing demand for labourers in general, 

explaining the increased demand in 7a over the coming years; however, there is also an expected 

decrease in the number of workers needed in 7b, mainly due to decreased demand for roofers, which 

previously covered several respondents, and is expected for only two over the next several years, totaling 

9 employees. 

Projected growth in the occupations in manufacturing and utilities is due to a single respondent’s 

indication that 45 manufacturing jobs will be required within the next two to five years. Compared to other 

sectors where multiple respondents indicated needs for various occupations such as RNs or labourers, 

such findings in manufacturing are less generalizable to the overall Nipissing job market. On the other 

hand, the general growth in demand in the three main areas isolated in the discussion above do occur at 

a broad enough frequency to suggest that such trends are likely to be more generalizable to the overall 

job market. The same explanation holds for NOC code 2 in the figure, where current demand rests at 17 

people and is expected to increase by 43 over the next two to five years. The largest explanatory factor 

for this increase is a single demand for 40 pilots, while the status-quo is maintained for other sub-sectors 

such as computer related work and engineers.  
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FIGURE 24: PRESENT AND EXPECTED LABOUR DEMANDS BY NOC CODE 

 

5.1.4 Expected Labour Demand by Educational Attainment   

As previously noted,  respondents were also asked about the level of education required for each of the 

jobs currently open and for those expected to be hiring within the next 2 to 5 years. These results are 

illustrated comparatively in Figure 25. Of note is that growth is expected in the number of employees with 

university degrees (by 4%), and for workers with certifications (by 4%), which collectively mean 

decreased availability of jobs requiring on-the-job training, an expected decrease of 7%. In addition, those 

occupations requiring a college diploma are expected to drop by 1%. As increases in the kinds of 

occupations falling within health care, sales and services, and trades, transport, and equipment operation 

are expected to increase, occupational organizations and education institutions need to continue to 

identify these needs and engage the necessary qualified individuals or promote education opportunities 

suited to these demands. This is especially applicable to jobs that only require a short period of time to 

acquire the necessary credentials, such as most certification programs which can be completed within a 

one year period and even less.  
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FIGURE 25: PRESENT AND EXPECTED EDUCATION DEMANDS 

 

5.1.5 Licensed Journeypersons, Unlicensed Trades People and 

Apprenticeships 

Sections of the survey asked about the number of journeymen and unlicensed labourers that are 

employed by various organizations. A total of 30 respondents indicated they employed licensed 

journeypersons while 44 indicated they had unlicensed trades people. The distribution for each of these 

groups is shown in the figure below. Fifteen companies employed between 2 and 5 journeypersons and 

eighteen companies employed between 2 and 5 unlicensed trades people; making the 2 to 5 cohort the 

most common. Nine organizations employed only one journeyperson, two employed between 6 and 10, 

two more between 11 and 15, one between 16 and 20, and another two between 21 and 25. Thus the 

second most common number of employed journeypersons in a given company is one, while the least 

common is the 16 to 20 cohort. 

For unlicensed tradespeople, ten only employed 1, one employed between 6 and 10, another employed 

between 11 and 15, and seven employed between 21 to 25; no organizations employed between 16 and 

20 unlicensed trades people.  

What this describes is that 18% of respondents employ journeypersons, most of who employ between 2 

and 5, suggesting a fair amount of small or medium sized companies have a demand for journeypersons.  

Collectively, those that hire between 1 and 5 employees actually represent a third of the total 

journeyperson workforce, and employ roughly the same amount as the top two largest employers 

combined. Out of a total thirty companies, 25 employ less than 5 journeypersons. 

Representing nearly 27% of the total respondent base for the survey, 77% of the organizations that 

employed unlicensed trades people employed less than 5 trade’s people each. These 35 organizations 

employ a total of 93 people, but, in contrast to journeypersons – of whom nearly a third fell into the 

bottom-two categories – there are also a fairly large number of unlicensed tradespeople in the 21 to 25 

category, totalling 174 employees. This suggests that proportionally more large-scale operations 

presently employing unlicensed trade workers than large-scale operations employing journeypersons.  
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FIGURE 26: NUMBER OF LICENSED JOURNEYPERSONS AND UNLICENSED TRADES PEOPLE 

 

The study also observed that nearly half (48.5%) of survey respondents (33 of 68) engaged apprentices 

within the last three years as a component of their human resources strategies
7
, while 29.4% had not, 

and another 22.1% indicated that apprentices were not applicable. Building on the previous question, the 

survey probed the awareness of respondents of financial incentives offered by the Ministry of Training, 

Colleges and Universities. The figure below outlines the results from this question. Out of the 71 

respondents that answered the question, only 15.5% indicated they were very familiar with such 

incentives; however, 39.4% indicated they were somewhat familiar, and 26.8% selected not at all familiar. 

The remainder indicated that the question was not applicable. Still, the fact that 54.9%of those that 

answered the question were somewhat or very familiar with the programs is positive. It is an opportunity 

to verify in what ways the respondents are familiar with incentive programs and to find opportunities for 

them to re-tool for maximum exposure to the appropriate audiences. Further analysis determined that 

36.6% of respondents took advantage of such incentives, while 43.7% had not, and 19.7% indicated the 

question was not applicable to their circumstances.  

  

                                                      

7 Only 68 people out of 163 answered this survey question, resulting in a 41.7 percent response rate. 
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FIGURE 27: FAMILIARITY WITH APPRENTICESHIP FINANCIAL INCENTIVES FROM THE MINISTRY OF TRAINING, 

COLLEGES AND UNIVERSITIES 

 

When asked to indicate the challenges associated with having apprentices, 66 respondents provided a 

total of 100 answers; however, 21 selected “not applicable”. The results are demonstrated in the figure 

below. The most common challenge was related to concerns about safety and risk exposure (24%), 

followed by lack of emotional maturity (15%), reporting requirements and paperwork (13%), and finding 

motivated people as apprentices (11%), rounding out the most commonly cited challenges. The 

remainder all fall below 10%. Of note however is that “not enough journeypersons to supervise 

apprentices” in combination with “ratios of apprentices to Journeypersons,” results in a collective score of 

13%. This finding suggests that there are more students going through journeyperson education 

programs than there are mentors. Consequently, consideration may be given to promoting other 

programs over journeyperson credentials as trade options in the Nipissing District.  

FIGURE 28: CITED CHALLENGES ASSOCIATED WITH HIRING APPRENTICES 
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Despite the list of challenges outlined above, 33.8% of 65 respondents indicated that their level of 

satisfaction with apprentices was “good”, while only 12.3% indicated “poor.” Those that signalled not 

applicable constituted 41.5% and those that indicated they were uncertain amounted to 6.2% (6.2% also 

indicated their level of satisfaction as “excellent”). 

5.1.6 Internships 

Next a series of questions addressed the subject of interns rather than apprentices
8
. Out of 151 

respondents that answered the question, 21.2% (32) had engaged interns within the last three years, 

while nearly half (49%, or 74 respondents) indicated they had not; 26.5% believed the question not 

applicable to their circumstances and 3.3% were uncertain. Of 150 respondents, 12% (18) were very 

familiar with financial incentives such as FedNor and Northern Ontario Heritage Fund Corporation, 30.7% 

(46) were somewhat familiar and 41.3% (62) were not familiar at all. Those that signalled not-applicable 

totalled 16%. Combining the “very familiar” and “somewhat familiar” categories, puts the balance at about 

half and half for those that know at least a little about such incentive programs and those that do not know 

anything about them, exposing an opportunity for further promotion of the applicability and utility of such 

incentives.  

Respondents were asked to indicate what area they had engaged interns in, and these are indicated in 

the figure below. Out of 143 respondents, 74.1% said they had not engaged interns at all, but of those 

that had engaged them, the largest category selected was “other” (18.9%), but the respondents did not 

have an opportunity to specify in what way they had engaged them. The remaining amounts were 8.4% 

for administrative support, 4.9% for marketing, and lastly, 4.2%for information technology.  

FIGURE 29: DIFFERENT AREAS OF INTERN ENGAGEMENT 

 

                                                      

8 The questions regarding interns specified if they had been engaged within the last three years, and had had their wages subsidized by a Federal or Provincial 

program. 
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Respondents were then asked to specify their concerns about engaging interns. The responses are 

indicated in the figure below. 70 individuals provided a total of 136 responses. The most common concern 

was that interns were missing essential skills (27.9%), followed by immaturity in the work place (21.3%), 

bureaucratic requirements (19.1%), investment being too great (9.6%), concerns about safety (6.6%), and 

finally “other” at 15.4%. The “other” category, comprised of 21 respondents, can be further delineated as 

38.1% having no concerns about engaging interns, and another 38.1% to whom the programs did not 

apply or were unavailable. The remainder were individual responses with no common themes. 

FIGURE 30: CITED CHALLENGES ASSOCIATED WITH HIRING INTERNS 

 

5.1.7 Co-op Placements 

As was the case for apprentices and interns, respondents were asked about co-op students, to-which 

35.3% indicated they had hired, while 53.3% indicated they had not. The following question asked how 

familiar respondents were with the high school co-op program. 42.7% were very familiar, 25.3% were 

somewhat familiar, and 22% were not familiar at all. Surprisingly fewer were aware of college co-op 

programs, with 28.2% being very familiar, 32.9% being somewhat familiar, and 38.9% being not at all 

familiar. For university co-op programs even fewer respondents were very familiar, at 18.7%, and 29.3% 

were somewhat familiar, with 52.0%were not at all familiar. The results of all three sets of analyses 

regarding co-op programs are summarized in figure below. There is an inverse relationship between 

awareness of co-op programs and increased levels of education. This may be in-part because of the 

needs of the market, which currently place a lower premium on university level education than they are 

expect to within the next two to five years, as was discussed earlier in regard to occupational demands 

and level of education. 
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FIGURE 31: AWARENESS OF CO-OP PROGRAMS FOR HIGH SCHOOL, COLLEGE AND UNIVERSITY 

 

Respondents were then asked what changes they believed might encourage them to take on co-op 

students. A total of 136 responses were provided by 103 respondents. The answers are summarized in 

the pie graphs below; the first of which gives the distribution including those that responded “not 

applicable,” and the second of which has removed this category to look only at responses dealing in the 

subject. In the first graph, aside from the 44.1% that indicated the question did not apply to them, 

reduction in bureaucratic reporting (19.9%), better training in essential skills (19.1%), and changes in 

safety regulation (3.7%), were the largest categorical answers, with an additional 13.2%indicating “other” 

as their response. The interesting thing is that when “not applicable” responses are removed the 

distribution sees reduction in bureaucratic reporting requirements increase to a share of 35.5%, followed 

very closely by better training in essential skills (34.2%) and distantly by changes in safety regulation.  

The “other” category can be summarized as follows. A total of 18 respondents selected this option and 

those responses which share themes among any two or more respondents have been registered. Three 

individuals pointed to a lack or miss-match of appropriate training skills which should be addressed, three 

others had issues with the time-frame of such programs, and two each expressed concerns about union 

permission, regulatory body issues, and the current economic situation. Of note is the surprisingly high 

number of co-op students that appear to be lacking in essential skills which should be applicable to nearly 

any job, such as literacy, basic mathematics, and communications skills.  

  

43% 

28% 

19% 

35% 

33% 

29% 

22% 

39% 

52% 

0% 20% 40% 60% 80% 100%

High School

College

University

Very familiar Somewhat familiar Not at all familiar



 

 

42 Millier Dickinson Blais: The Labour Market Group – Labour Market Initiative Update 2014  

 

FIGURE 32: CHANGES SUGGESTED BY RESPONDENTS REGARDING CO-OP 

 

5.1.8 Retirement 

The next section of the survey probed the subject of retirement. The first question asked whether or not 

organizations had offered retirement packages within the past three years
9
, to-which an overwhelming 

96.7% responded in the negative, with only 3.3% indicating the affirmative. Two respondents selected 

“other,” specifying packages already identified within the collective agreement (but unclear whether they 

had actually used any such provisions), and the other stating they never ask people to retire, regardless 

of their ages.  

Next respondents were asked whether organizations had any strategies in place to help employees that 

plan to retire continue to contribute to the business/organization. Only 15.5% (23 respondents) indicated 

this was the case, while 70.9% (105 respondents) answered “no”, and 13.5% were uncertain. The results 

of these two previous questions indicate that most organizations do not have strategies in place to 

maintain ongoing relationships with employees through and beyond retirement. In particular, because 

70.9% of respondents indicate they have not planned to maintain relationships with retirees, these 

                                                      

9 Response rate was 150 people out of 163. 
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organizations may be missing out on value-added benefits that may contribute to organizational memory, 

continuity, dialogue, insight or expertise at little or no added cost. As questions about apprentices and co-

op students indicated previously in the survey, sometimes there are not enough skilled individuals to 

provide the oversight to properly guide students or new tradespeople. Planning for maintained 

connections with retirees may help to ease some of the problems associated with the ratio of mentors to 

students. In fact, as the figure below indicates
10

, of the twenty-two respondents that identified strategies in 

place to encourage retirees to continue contributing to the company, mentoring and training were the 

most common applications indicated (6 respondents, or 24%), followed by consulting/estimating/advising 

(6 respondents, or 20%). What this indicates is that there are opportunities to find value in maintaining 

ongoing relationships with former employees; not to mention the sense of purpose such opportunities 

provide the retirees themselves. 

FIGURE 33: STRATEGIES FOR INCLUSIVENESS OF RETIREES  

 

Continuing on the themes from above, the figure below demonstrates responses to a question addressing 

specifically the kinds of contributions semi-retired or retired persons could make for the respondent’s 

organization. A total of 98 respondents answered the question, providing a total of 175 answers. The 

distribution indicates that all three main categories (mentoring, training, and contract services) represent 

nearly equal popularity as possible contributions. The only consistent answer for the "other" category was 

that there were few or no contributions from retirees, which was the response of five individuals. No other 

answers in this category shared any common theme. 

                                                      

10 The survey question was open ended and respondents were allowed to answer in whichever way the wished. The results were therefore qualitative and had to 

be categorized according to theme. Five themes were isolated in total, as are indicated in the figure. The “Other Unique Responses” category is an aggregate of 

responses that did not share any theme with other responses. 
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FIGURE 34: CONTRIBUTIONS TO COMPANIES FOLLOWING RETIREMENT, QUANTITATIVE 

 

5.1.9 Succession Planning 

Next the survey enquired as to whether or not organizations had a succession plan in place for skilled or 

key positions. The rational is that as employees near retirement, there is often the chance of a gap in 

knowledge, skills, and experience that make for less efficient transitions. Of the 149 responses, 30.9% 

had formal plans in place, while 65.8% did not, and 3.4% selected “other.” For the “other” category, the 

only theme that materialized was that informal plans were in place or in development. 

The final question of the survey asked whether respondents would be interested in “a program aimed at 

improving skills, such as reading, writing, mathematics, communications, etc. (essential skills) in the 

workplace”; which was answered by 148 respondents. The amount of people that responded in the 

affirmative was 41 (or 27.7%), with 78 (or 52.7%) indicating negative, and 29 (or 19.6%) stating they were 

unsure. Surprisingly, the 52.7% that indicate they would not be interested in programs designed to build 

capacity in these basic yet essential skills appears a counter intuitive result. Consider the fact that 

questions regarding co-op students and interns each identified an important gap in the quality of essential 

skills students have coming out of their respective programs, which result in considerable challenges for 

organizations which take them on. Ongoing opportunities for people to improve in such areas would 

appear a possible means of mitigating such discrepancies, but the desire for such programs appears 

absent despite the need. 

 

5.2 Survey Key Findings and Highlights: Comparative 

Analysis 2009/2013 

This section summarizes the key findings from the survey and addresses equivalent sections of the 2009 

Labour Market Study to investigate broader generalizations and trends. The 2009 report surveyed 143 
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respondents during the preceding year and asked respondents the same questions as the survey 

conducted for the most recent study. 

The 2013 survey illustrated the following findings: 

 Attitudes toward immigrants continue to be influence potential labour force integration. 

 In both surveys
11

, respondents tended to express concern that increased immigration 

equates to “stealing jobs from other Canadians”, when in fact Canada’s immigration 

policies are designed to attract immigrants with the skills that are required to perform jobs 

where Canada is challenged to find skilled labour. 

 Opportunities exist to educate employers about the value-added benefits of hiring 

immigrants. 

 In both surveys there were also many respondents that saw value with hiring immigrants. 

 Occupations currently expecting growth over the next two to five years are concentrated in 

healthcare, sales and services, and trades, transport, and equipment operation occupations. Future 

health related demand may be reflective of a surge in part-time employment as compared to full-time, 

warranting caution. 

 While the 2013 survey indicates that nursing and personal patient care related 

occupations can be expected to grow significantly over the coming years, a large extent 

of such employment may be more part-time (the 2009 study did not explore the data to 

isolate key areas of demand). 

 Employment that emphasises part-time needs over full-time needs requires careful 

monitoring, as it may reveal a deeper systemic problem in full-time work availability, and 

a possible contributing factor to the exodus of working aged skilled-labour from the 

Nipissing District. 

 A gap exists between the output of apprentices, interns, and co-op students and the demands of 

employers for basic essential skills in reading, writing, mathematics, and communications. 

 In both the 2009
12

 study and this study, a serious discrepancy was highlighted between 

the essential skills of students finishing specialty programs and what is demanded 

beyond trade skills to perform effectively in the work environment. 

 Employer respondents reported that students are not being educated appropriately in 

basic essential skills; companies identified these skills as being of major concern – 39.6% 

of respondents in 2008, and 52.7% in 2013. While basic essential skills are identified as a 

gap in the labour force, employers also indicated that they were not in favour of actively 

supporting programs designed to improve such skills (through such programs as co-op, 

internship, apprenticeship, etc.) 

 

                                                      

11 Lawlor & Associates Consultants Inc. The Labour Market Group, North Bay Labour Market Initiative, May 2008, p.27. 

12 Lawlor & Associates Consultants Inc. The Labour Market Group, North Bay Labour Market Initiative, May 2008, p.37. 
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6 Trends in Northern Ontario Agriculture 

Sector and Agricultural Survey Results  
 

6.1 Trends in Northern Ontario Agriculture Sector 

The following pages present an overview of the trends in Ontario’s agricultural sector with a deliberate 

emphasis on those trends in Northern Ontario and the Nipissing District.  The discussion begins with an 

account of the most central factors affecting change in agriculture across Ontario. This is followed by an 

analysis of the 2006 and 2011 Census of Agriculture, with a comparative lens applied to selected metrics 

concerning Ontario, Northern Ontario and the Nipissing District.  

6.1.1 Central Trends Affecting Ontario’s Agricultural Sector  

In Ontario, the total number of farms has been steadily declining over the last decade, but farm areas, 

herd sizes and gross farm receipts have all been increasing. This shift can be partially attributed to the 

increased use of technology which has significantly reduced labour requirements in the agriculture sector, 

while serving to increase crop and livestock production. In order to make a profit from the increase capital 

investment required for the adaptation of new technology, the industry has steadily moved towards fewer, 

yet, larger farms that specialize in intensive livestock facilities and large-scale crop production
13

. 

In this context, despite the number of total farms decreasing in Ontario, commentators still note the 

potential for growth in this sector. In Northern Ontario, there is room for growth in the amount of 

agricultural land that is being utilized, as it has been estimated that most districts in Northern Ontario can 

increase active agricultural land by 20-50%. This would be achieved by drawing idled private lands back 

into use. In Northeastern Ontario, the Great Clay Belt (GCB) consists of 16 million acres of land that has 

the potential to be fertile agriculture soil, double the amount of cropland being currently farmed in the 

province. Warmer growing seasons have also had a positive impact on the agriculture sector in Northern 

Ontario as new crops can now be reliably grown in the region
14

. Moving forward, these trends may 

contribute to renewed investment in agriculture across Northern Ontario, however the increased reliance 

of technology to boost productivity makes potential job creation unclear.  

6.1.2 Key Findings from the Census of Agriculture 

This subsection outlines the trends in Ontario’s agricultural sector from the latest Census of Agriculture. 

Changes to the following characteristics are examined in Ontario, Northern Ontario and the Nipissing 

District, between 2006 and 2011:  

 total acreage farmed 

 gross farm receipts 

 total number of farms  

                                                      

13 School of Environmental Design and Rural Development, University of Guelph. 2012. Lot Creation in Ontario’s Agricultural Landscapes: Trends, Impacts, and 

Policy Implications 

14 Ontario Ministry of Food and Agriculture. 2137. Northern Ontario Agriculture Facts and Figures in Brief 
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 total number of operators 

 farmer operators categorized by their age group 

Figure 35 shows the numbers of farms grouped by their farm acreage from 2006 to 2011. In Ontario there 

was a decrease in the number of farms from 2006-2011 in each farm area category that was below 1,120 

acres while there was an increase in the number of farms for each farm area category between 1,120 to 

3,519 acres. These trends were somewhat mirrored in Northern Ontario as the number of farms in all 

area categories had decreased except for farms between 2,240 to 2,879. In Nipissing the farm area 

trends more closely matched the province as the number of farms smaller in area all decreased from 

2006-2011 while the number of larger farms increased during the same time period. The below figure 

shows that in Nipissing the number of farms below 760 acres decreased while there was an increase in 

the number farms larger than 760 acres. The exception to this trend was for farms between 120-179 

acres which increased by 35%. There was also a 200% increase in the number of farms between 1,600 

to 2,239 acres, but this large increase was due the low number of farms in this area range in 2006. It 

should also be noted that in Nipissing there were no farms larger than 2,240 acres.  

These statistics substantiate the previously noted trend that Ontario’s farms are being consolidated into 

larger operations. This has reduced the total number of farms across the province while increasing the 

average size of these farms.  

FIGURE 35: FARMS CLASSIFIED BY FARM AREA, 2006-2011 

 

Source: Statistics Canada, 2011 Census of Agriculture, Farm and Farm Operator Data, catalogue no. 95-640-XWE. 

 

The figure below displays the number of farms grouped by their gross farm receipts from 2006 to 2011.  

The total gross farm receipts show that from 2006-2011; Ontario had a 15.0% growth in receipts, while in 

Northern Ontario and Nipissing the growth was smaller at 1.0% and 4.1% respectively. For all three 

geographic areas, the number of farms that reported a farm receipt less than $499,999 had decreased; 

however, the exception to this trend was in Nipissing where the number of farms with a receipt between 

$10,000-$49,999 increased by 13.3%. For farms that had a receipt greater than $500,000, there was an 

increase in the number of farms for all three geographic areas. In Nipissing the number of farms with a 

receipt between $500,000 to $999,999 increased by 400%, but this large increase was due to the low 

2011 2006 2011 2006 2011 2006

Under 10 acres 2,741           3,163           85                90                5             9 -13.3% -5.6% -44.4%

10 to 69 acres 12,681         13,690         263              266              25           25         -7.4% -1.1% 0.0%

70 to 129 acres 11,779         12,857         319              323              41           46 -8.4% -1.2% -10.9%

130 to 179 acres 4,969           5,622           290              325              27           20         -11.6% -10.8% 35.0%

180 to 239 acres 4,801           5,472           195              196              28           33 -12.3% -0.5% -15.2%

240 to 399 acres 6,460           7,554           364              421              54           63         -14.5% -13.5% -14.3%

400 to 559 acres 3,359           3,635           249              293              32           40 -7.6% -15.0% -20.0%

560 to 759 acres 2,026           2,175           170              218              11           19         -6.9% -22.0% -42.1%

760 to 1,119 acres 1,587           1,640           181              194              18           13 -3.2% -6.7% 38.5%

1,120 to 1,599 acres 788              762              76                80                3             3           3.4% -5.0% 0.0%

1,600 to 2,239 acres 436              361              41                43                3             1 20.8% -4.7% 200.0%

2,240 to 2,879 acres 152              120              13                12                0 0 26.7% 8.3% N/A

2,880 to 3,519 acres 79                66                5                  7                  0 0 19.7% -28.6% N/A

3,520 acres and over 92                94                10                11                0 0 -2.1% -9.1% N/A

Ontario 

%Change

Northern 

Ontario 

%Change

Nipissing 

%Change

Ontario Northern Ontario Nipissing
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number of farms in this receipt range. It should also be noted that in Nipissing there were no farms with a 

receipt greater than $1,000,000. The reasons for the growth in the number of farms with a receipt greater 

than $500,000 may be attributed to the growth in large farms in all three geographic areas from 2006 to 

2011. 

FIGURE 36: FARMS CLASSIFIED BY TOTAL GROSS FARM RECEIPTS, 2006-2011 

 

Source: Statistics Canada, 2011 Census of Agriculture, Farm and Farm Operator Data, catalogue no. 95-640-XWE. 

 

Figure 37 displays the total number of farms and operators in 2006 and 2011. For all these geographic 

areas there was a decrease in the number of farms and operators from 2006-2011. In Nipissing there 

was a 9.2% decrease in the number of farms which was a greater than the 8.8% decrease in Northern 

Ontario and equal to the 9.2% in Ontario. However, for the number of operators, there was a 6.3% 

decreased in Nipissing which was smaller than the declines seen in Northern Ontario and Ontario. 

FIGURE 37: TOTAL NUMBER OF FARMS AND OPERATORS, 2006-2011 

 

Source: Statistics Canada, 2011 Census of Agriculture, Farm and Farm Operator Data, catalogue no. 95-640-XWE. 

 

The below figures shows the number of farmer operators categorized by their age cohorts. In Ontario 

there was a 13.3% decrease in the number of farm operators under 35 years of age while in Northern 

Ontario and Nipissing there was a 3.7% and 16.7% increase respectively. For all three geographic areas 

there was a decrease in the number of operators in the 35-44 age cohorts and an increase to the number 

of operators 55 years and older. However, amongst the three areas, Nipissing had the smallest decrease 

in the number of operators between 35-44 years at 18.6% and the largest increase in operators between 

55 years and older at 9.7%. In 2011, Nipissing also had the smallest proportion of operators 55 years and 

older at 44% while in Ontario and Northern Ontario this age group made of 49.3% and 50.0% of 

operators.  

2011 2006 2011 2006 2011 2006

Total gross farm 

receipts in $ (excluding 

forest products sold) 11,890,835,395$       10,342,031,229$       180,976,906$      179,177,281$    13,304,020$      12,777,360$      15.0% 1.0% 4.1%

Under $10,000 12,263                       14,500                       888                      946                    99                      123                    -15.4% -6.1% -19.5%

$10,000 to $24,999 9,098                         10,828                       526                      558                    68                      60 -16.0% -5.7% 13.3%

$25,000 to $49,999 6,720                         7,397                         290                      358                    31                      33                      -9.2% -19.0% -6.1%

$50,000 to $99,999 6,189                         6,521                         207                      236                    17                      22 -5.1% -12.3% -22.7%

$100,000 to $249,999 6,985                         7,965                         167                      195                    16                      18                      -12.3% -14.4% -11.1%

$250,000 to $499,999 5,086                         5,589                         104                      123                    11                      15 -9.0% -15.4% -26.7%

$500,000 to $999,999 3,248                         2,745                         56                        44                      5                        1                        18.3% 27.3% 400.0%

$1,000,000 to $1,999,999 1,558                         1,098                         16                        15                      0 0 41.9% 6.7% N/A

$2,000,000 and over 803                            568                            7                          4                        0 0 41.4% 75.0% N/A

Ontario Northern Ontario Nipissing Ontario 

%Change

Northern 

Ontario 

%Change

Nipissing 

%Change

2011 2006 2011 2006 2011 2006

Total number of farms 51,950        57,211        2,261          2,479          247             272 -9.2% -8.8% -9.2%

Total number of operators 74,840        82,410        3,290          3,570          370             395             -9.2% -7.8% -6.3%

Ontario Northern Ontario Nipissing Ontario 

%Change

Northern 

Ontario 

%Change

Nipissing 

%Change
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FIGURE 38: NUMBER OF FARM OPERATORS BY AGE GROUP, 2006-2011 

 

Source: Statistics Canada, 2011 Census of Agriculture, Farm and Farm Operator Data, catalogue no. 95-640-XWE. 

 

In summation, Nipissing District’s agricultural sector is experiencing patterns of change that have 

generally mirrored those found across the entire province. With respect to this project’s objectives, the 

most notable findings from this analysis relate to the declining number of total farms and shrinking 

number of operators. In the Nipissing District, these farm operators are also aging with nearly 45% of all 

operators, as of 2011, over the age of 55. This presents challenges in terms of near term workforce 

recruitment and succession planning.  

 

6.2 LMI Agricultural Survey Results 

6.2.1 Introduction 

The Nipissing District Labour Market Agricultural Survey was launched in August of 2013 and targeted 

farm operators in the Nipissing District. While a comprehensive survey distribution was undertaken by the 

Labour Market Group the resulting completion rate was 20 respondents. Despite this low response rate, 

the survey findings offer a means to validate the broader statistical trends from the 2006 and 2011 

Census of Agriculture, presented above. The following section begins by highlighting the key findings 

from the Agricultural survey. These findings are then placed in the broader context of those agricultural 

trends affecting the Nipissing District.  

6.2.2 Highlighted Survey Findings 

Respondent profile 

 The respondents were generally farmers who are engaged in agricultural production activities.  

 The respondents indicated that at least one owner of their farm was from the Nipissing District and 

that the headquarters of the farming operation was also in the Nipissing District.  

 The majority of farmers indicated that their farm was family owned.  

 Over half of the respondents are without a business plan or succession plan. 

 There is a clear ageing trend among farm operators with the majority of farms in operation for over 25 

years. 

Labour Considerations 

 The primary barriers to business expansion include: 

 Availability of labour 

 Uncertain markets 

2011 2006 2011 2006 2011 2006

Under 35 years 6,130          7,070          280             270             35               30 -13.3% 3.7% 16.7%

35 to 54 years 31,830        40,280        1,370          1,755          175             215             -21.0% -21.9% -18.6%

55 years and over 36,885        35,065        1,650          1,540          170             155 5.2% 7.1% 9.7%

Ontario Northern Ontario Nipissing Ontario 

%Change

Northern 

Ontario 

%Change

Nipissing 

%Change



 

 

50 Millier Dickinson Blais: The Labour Market Group – Labour Market Initiative Update 2014  

 

 Access to capital 

 Land/ building costs 

 “no barriers, just getting old” 

 “Labour availability” was cited as the number one factor in terms of importance for operating a farm. 

Similarly, survey comments underscored the need to increase levels of recruitment to encourage 

people to enter farming. 

 Respondents reported no use of the temporary foreign worker program. 

 The most significant barriers to employees receiving the necessary training include a “lack of relevant 

training availability” and “the loss of productivity during the training period.” 

 Majority of respondents suggested that their primary labour recruitment tool was “word of mouth”. 

Business outlook 

 Over the last year, the majority of respondents indicated that their business sales had either 

increased or remained stable. 

 Looking ahead, respondents predicted their sales would either increase or remain stable. 

 

6.2.3 Comparison with Broader Research Themes from Census of 

Agriculture 

As noted above, the Census of Agriculture indicates a declining number of total farms and shrinking 

number of operators in the Nipissing District. These farm operators are also aging with nearly 45% of all 

operators, as of 2011, over the age of 55.  

When the results of the Survey and the findings of the Census of Agriculture are considered together, 

there are several consistent themes affecting Nipissing District’s agricultural sector.  

First and foremost, recruitment challenges stemming from an aging workforce in the agricultural sector 

represent the most central barrier to the continued viability of farming operations in the Nipissing District. 

In this vein, the availability of labour was noted as the most central factor in the continued viability of 

farming. Although, the survey results suggest that Nipissing based farms are not utilizing programs such 

as the Temporarily Foreign Worker Program to meet labour demands.  

The evidence also suggests that Nipissing’s farms are increasing their total revenues and there has been 

a steady shift to the consolidation of farms in the area. Moving forward, it would appear as if the local 

farming sector is poised for growth in terms of yields and total revenues. What is unclear is how the local 

farming sector will sustain its requisite labour supply. The local agricultural sector will require support with 

near term workforce recruitment and succession planning.  
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7 Occupational Gap Analysis  
This section reports on the findings from the labour force projections from both the current study and the 

2009 LMI. The purpose of this section is to pinpoint those occupations that will be in high demand over 

the next 10 years within the Nipissing District. At the same time, the following analysis highlights those 

occupations that may be over-supplied. With respect to those high demand occupations, this section also 

examines educational requirements to identify any potential education or training gaps in the area.  

Occupations in High-Demand 

Within Figure 39 the column titled “Note” with a series of asterisks below has been used to indicate 

alignment with the 2009 LMI study. Accordingly, those occupations in the figure that have an asterisk 

were also identified in the 2009 LMI as being in the top 50 occupations demanded to 2014. It is useful to 

note these occupations as they represent occupations with both short term and long term demand.  

Figure 39 ranks the total new demand for workers by occupation in absolute terms stemming from both 

economic change and potential retirements for the 30 occupations that pose the greatest recruitment 

challenges for the Nipissing District over the next decade. These 30 occupations pose the greatest 

recruitment challenge strictly in the sense that, moving forward, these occupational categories will require 

the greatest number of employees to meet the demands of industry.  

FIGURE 39: EDUCATIONAL REQUIRMENTS FOR THE TOP 30 OCCUPATIONS RANKED BY TOTAL DEMAND FROM 2011 TO 

2021 

 

Source: Statistics Canada. 2011 National Household Survey; SPI Projections; MTCU Ontario Job Futures: Occupational Education 
Requirements. http://www.tcu.gov.on.ca/eng/labourmarket/ojf/findoccupation.asp; adapted by Millier Dickinson Blais Inc.  

 

 Rank
NOC 

Code
Occupation Title Note Educational Requirments 

Total 

Demand

1 6421 Retail salespersons * High School Diploma 332

2 3012 Registered nurses and registered psychiatric nurses * Specialized University Degree 327

3 3413 Nurse aides, orderlies and patient service associates * High School Diploma and in-house training program or a college training program 215

4 1411 General office support workers * College Diploma 212

5 621 Retail and wholesale trade managers * University Degree or College Diploma 194

6 1414 Receptionists * High School Diploma 180

7 6731 Light duty cleaners * High School Diploma 179

8 1241 Administrative assistants * College Diploma 170

9 6733 Janitors, caretakers and building superintendents * High School Diploma 163

10 6611 Cashiers * High School Diploma 155

11 4212 Social and community service workers * Specialized University Degree or College Diploma 154

12 1311 Accounting technicians and bookkeepers * Specialized University Degree or College Diploma 145

13 1221 Administrative officers * Specialized University Degree or College Diploma 145

14 6711 Food counter attendants, kitchen helpers and related support occupations * High School Diploma 142

15 7512 Bus drivers, subway operators and other transit operators * High School Diploma 138

16 6322 Cooks * High School Diploma and Apprenticeship or Specialized College Diploma 120

17 3233 Licensed practical nurses * Specialized University Degree 114

18 4032 Elementary school and kindergarten teachers * Specialized University Degree 105

19 7511 Transport truck drivers * High School Diploma 104

20 1224 Property administrators High School Diploma 104

21 4021 College and other vocational instructors * Specialized University Degree and master's degree or specialized diploma 100

22 4214 Early childhood educators and assistants * Specialized College Diploma 93

23 4152 Social workers * Specialized University Degree 86

24 4413 Elementary and secondary school teacher assistants * High School Diploma 85

25 3111 Specialist physicians Specialized University Degree and completion of Medical School 69

26 4412 Home support workers, housekeepers and related occupations High School Diploma 63

27 4031 Secondary school teachers * Specialized University Degree and completion of Teachers College 63

28 14 Senior managers - health, education, social and community services and membership organizations* Specialized University Degree and related advanced degrees 61

29 1111 Financial auditors and accountants * Specialized University Degree 60

30 7321 Automotive service technicians, truck and bus mechanics and mechanical repairers * Specialized College Diploma 59

http://www.tcu.gov.on.ca/eng/labourmarket/ojf/findoccupation.asp
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Occupations in High-Demand  

With respect to educational requirements, in Figure 39 11 of the 30 occupations identified require a High 

School Diploma, while the remaining 19 occupations require a College Diploma or greater. Retail sales 

persons, for example, typically require a High School Diploma. Accordingly, this occupation, while notable 

in terms of shear demand, should not present employers with significant recruitment challenges.   

On the other hand, of the 19 occupations that require more than a High School Diploma, the following 9 

occupations require a specialized university degree and in some cases further qualifications. Given their 

educational requirements and demand, these are the occupations that will be the most challenging in 

terms of recruitment.  

 Registered nurses and registered psychiatric nurses 

 Licensed practical nurses 

 Elementary school and kindergarten teachers 

 Social workers 

 Financial auditors and accountants 

 Specialist physicians 

 Secondary school teachers 

 College and other vocational instructors 

 Senior managers - health, education, social and community services and membership organizations 

It is notable that with the exception of ‘Specialized physicians’ each of these 9 occupations were identified 

in the 2009 LMI study as being in the top 50 occupations demanded to 2014. Therefore, these are 

occupations that are currently facing recruitment challenges, which will continue for at least the next 10 

years.  

Validating Occupational Projections with the Employer Survey 

In an effort to triangulate this study’s occupational projections, they have been compared to the results of 

the employer survey. The purpose of this comparison is to identify those areas of alignment and 

nonalignment between the two pieces of research. In Figure 40 the column titled “Note” with a series of 

asterisks below has been used to indicate alignment with the 2013 employer survey. Accordingly, those 

occupations in the figure that have an asterisk were also identified by at least two employers as being in 

demanded occupations over the next five years. It is useful to note these occupations as they represent 

occupations with both short term and long term demand.  

The flipside to this comparison are those occupations not marked by an asterisk. In the case of some 

occupations, this may simply be the result of the survey’s sampling bias, but in others it may indicate a 

genuine error in the occupational projection model. For example, the projection model has identified ‘saw 

mill machine operators’ and ‘managers in agriculture’ as in demand occupations, but local consultation 

would suggest these occupations are in general decline as a result of local industry trends.  

In sum, the employer survey provides a useful benchmark from which to gauge the accuracy of the 

occupational projection model. Those occupations without local industry validation should be given closer 

attention before developing initiatives or policy addressing any such occupational shortage.  
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FIGURE 40: OCCUPATIONAL PORJECTIONS AND EMPLOYER SURVEY FINDINGS BY TOP 50 OCCUPATIONS RANKED BY 

TOTAL DEMAND FROM 2011 TO 2021 

 

Source: Statistics Canada. 2011 National Household Survey; SPI Projections; Labour Market Group 2013 Employer Survey adapted 
by Millier Dickinson Blais Inc.  

 

 Rank NOC Code Occupation Title Note

1 6421 Retail salespersons *

2 6711 Food counter attendants, kitchen helpers and related support occupations

3 621 Retail and wholesale trade managers

4 3012 Registered nurses and registered psychiatric nurses *

5 6611 Cashiers

6 1241 Administrative assistants

7 4032 Elementary school and kindergarten teachers *

8 1411 General office support workers *

9 3413 Nurse aides, orderlies and patient service associates *

10 4031 Secondary school teachers

11 1221 Administrative officers

12 1414 Receptionists

13 7231 Machinists and machining and tooling inspectors *

14 6733 Janitors, caretakers and building superintendents

15 4212 Social and community service workers

16 6322 Cooks *

17 6731 Light duty cleaners

18 1454 Survey interviewers and statistical clerks

19 4413 Elementary and secondary school teacher assistants

20 7511 Transport truck drivers *

21 7321 Automotive service technicians, truck and bus mechanics and mechanical repairers*

22 3233 Licensed practical nurses

23 1111 Financial auditors and accountants *

24 7512 Bus drivers, subway operators and other transit operators *

25 4214 Early childhood educators and assistants

26 1311 Accounting technicians and bookkeepers *

27 4152 Social workers *

28 6623 Other sales related occupations *

29 4021 College and other vocational instructors

30 1114 Other financial officers *

31 6552 Other customer and information services representatives *

32 7237 Welders and related machine operators *

33 4011 University professors and lecturers

34 4412 Home support workers, housekeepers and related occupations *

35 1431 Accounting and related clerks *

36 6541 Security guards and related security service occupations

37 821 Managers in agriculture

38 1224 Property administrators

39 9431 Sawmill machine operators

40 6231 Insurance agents and brokers *

41 3111 Specialist physicians

42 14

Senior managers - health, education, social and community services and 

membership organizations

43 6232 Real estate agents and salespersons

44 3112 General practitioners and family physicians

45 7513 Taxi and limousine drivers and chauffeurs

46 9232 Petroleum, gas and chemical process operators *

47 111 Financial managers *

48 114 Other administrative services managers

49 2264 Construction inspectors

50 5133 Musicians and singers
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A note on the Projected Occupational Demands of Mining Sector 

In 2013, the Labour Market Group in collaboration with the Mining Industry Human Resource Council 

released a report entitled, “Nipissing Mining Hiring Requirements Forecasts 2013”. This report was 

informed by 16 employers along with stakeholders including representatives from government, education 

and industry associations. This report, while informed by a 2006 Census occupational projection model, 

highlights the most likely occupational demands facing Nipissing District’s mining sector. The report 

indicates that, “Even under a contractionary scenario (over the next 10 years)– where total employment in 

the mining sector increases by 29% - more than 1,860 workers will need to be hired to offset workforce 

attrition due to retirement and other separations.”  

The report goes on to outline those mining related occupations that will be in the highest demand over the 

next ten years. When compared to the occupational projections produced for this study, there is a 

moderate degree of alignment. This is perhaps not surprising given the methodological differences 

between each study. Nevertheless, both studies anticipate considerable occupational shortages for the 

following occupations over the next ten years.   

 Machine operators, mineral and metal processing  

 Truck drivers 

 Welders and related machine operators 

 Financial auditors and accountants  

 Administrative clerks  

Occupations in Decline and the Influence of Retirees on the Local Labour Market 

The second half of this analysis focuses on those occupations that will be shedding workers over the next 

10 years. This decline in particular occupational demand can be attributed to changes to the projected 

mix of workers required to support each industrial sector. Of the 500 occupations examined for the 

Nipissing District, over the next decade, only four occupations are expected to shed 10 or more workers 

as a result of industrial change. These occupations include:   

 General farm workers (-20) 

 Managers in agriculture (-16) 

 Petroleum, gas and chemical process operators (-11) 

 Weavers, knitters and other fabric making occupations (-10) 

The reduction in occupational demands for both ‘general farm workers’ and ‘managers in agriculture’ may 

be attributed to the increasing use of technology in the agricultural sector. Despite this industrial shift, 

because of the anticipated levels of retirees in the agricultural sector, these occupations will still be in 

high demand for the next decade. In fact, when retirements are included, managers in agriculture rank 

38
th
 in terms of the highest demand occupations.  

Moving forward because of retirements, ‘petroleum, gas and chemical process operators’ will also require 

no action. Of these four occupations, it is only ‘weavers, knitters and other fabric making occupations’ that 

require attention and potential transition supports. Looking ahead to 2021, Nipissing District will have a 

surplus of 10 of these workers. While it may be viewed that this is a rather low number, it is also important 

to acknowledge and recognize that employment disruption not only impacts the individual displaced 

worker, but their family, extended community network, and their ability to contribute to the local economy.  
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CANADA REAL GDP, EMPLOYMENT AND 

PRODUCTIVITY GROWTH-  

 

Historical 1987 to 2012 AND projected 2012 to 2061 
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Introduction 

Exhibit 1 of the main report provides historical estimates (2001 to 2011) and projections (2011 to 2021) 

for employment by industry by place-of-work in Nipissing District.  As explained in the report the Nipissing 

projections for economic base employment reflect SPI’s expectations regarding employment growth for 

those industries Ontario-wide while the projections for community base employment reflect SPI’s 

expectations regarding per capita employment growth for those industries province-wide. 

The provincial projections lying behind the Nipissing projections reflect, in turn, expectations regarding 

Canada-wide growth trends in real GDP by industry (output), productivity (output per worker) and 

employment.  Trends in output, employment and productivity are inextricably linked.  As a result it is 

useful here to discuss expectations for these variables on an industry by industry basis at the national 

level. 

The table on the following page summarizes for Canada the historical and projected growth rates in real 

GDP, employment and productivity that form the basis for SPI’s projections for Ontario and Nipissing 

District.  In the table historical average annual percentage growth rates by industry are presented 

covering the span from 1987 to 2012.  Also provided are rates for the sub-periods 1987 to 2000 and 2000 

to 2012.  Projected growth rates are presented for 2012 to 2021, 2021 to 2031 and 2031 to 2061. 

The projections in the main report extend only to 2021.  Nevertheless it is useful here to discuss SPI’s 

expectations beyond 2021.  Canada’s economy is expected to continue to grow in the future but at 

gradually decelerating rates of growth in real GDP and employment and relatively steady rates of 

productivity growth. 

Past and Future Trends by Industry 

Over the last quarter century real GDP in Canada grew at an average annual rate of 2.4 percent.  It grew 

faster from 1987 to 2000 (2.7 percent) than it did from 2000 to 2012 (2.0 percent).  The slower pace over 

the last dozen years reflects the jarring impacts of the recession of 2008 and the subsequent slower-than-

average recovery. 

Real GDP is expected to grow at an annual pace of 2.7 percent from 2012 to 2021 as the economy 

enters a phase of expansion following the sluggish performance from 2000 to 2012.  Output growth will 

then slow to 1.9 percent from 2021 to 2031 and slow further to 1.7 percent from 2031 to 2061. 

The slowing reflects long-term expectations regarding real GDP, employment and population growth in 

the United States, Canada’s major trading partner. 

  



 

 

57 Millier Dickinson Blais: The Labour Market Group – Labour Market Initiative Update 2014  

 

 

Canada Real GDP, Employment and Productivity Growth 

Average Annual Percent Change 

Historical 1987 to 2012, 1987 to 2000 and 2000 to 2012 

Projected 2012-2021, 2021-2031 and 2031 to 2061 

 

 

Note. AEST services include architectural, engineering and scientific services. 

Source: Statistics Canada and SPI 

 

Goods Industries 

Real GDP in most goods producing industries (agriculture, forestry, mining and most manufacturing) is 

expected to grow less quickly than overall GDP in the future as it has in the past.  This trend reflects 

growth shifts within household spending.  As household real incomes increase expenditures on food, 

clothing, furniture, cars, and other goods do not increase as quickly; households need to purchase such 

goods only to a certain limit.  Consumers choose to spend their rising real incomes on electronic goods 

and on services such as information and culture; food and accommodation; health care, etc. 

87-12 87-00 00-12 12-21 31-41 41-61 87-12 87-00 00-12 12-21 31-41 41-61 87-12 87-00 00-12 12-21 31-41 41-61

Total 2.4 2.7 2.0 2.7 1.9 1.7 1.4 1.4 1.4 1.4 0.8 0.6 0.9 1.3 0.5 1.3 1.1 1.1

Agriculture, Fishing 2.3 2.7 1.8 2.8 1.3 0.6 -1.4 -1.4 -1.5 -1.6 -2.8 -3.3 3.8 4.1 3.4 4.5 4.2 4.1

Forestry, Logging -0.7 -0.5 -0.8 0.8 0.5 0.4 -2.4 0.8 -5.8 -2.0 -2.1 -2.1 2.4 -0.9 5.9 2.9 2.7 2.6

Mining 1.8 2.4 1.2 1.5 0.8 0.5 2.2 -1.0 5.6 0.4 -0.1 -0.3 0.1 3.7 -3.9 1.1 0.8 0.8

   Food 0.7 0.9 0.6 1.5 0.8 0.5 0.4 -0.3 1.1 0.4 -0.1 -0.3 0.5 1.2 -0.3 1.1 0.8 0.8

   Textiles, Clothing, Leather -3.0 0.8 -7.1 -1.1 -0.2 0.1 -4.3 -1.5 -7.4 -3.4 -2.2 -1.8 1.8 2.8 0.7 2.3 2.1 2.0

   Wood 1.2 2.3 0.1 2.6 1.2 0.6 0.0 2.6 -2.7 0.9 -0.2 -0.7 1.3 -0.3 3.0 1.7 1.4 1.3

   Paper -0.8 1.4 -3.3 1.1 0.7 0.4 -2.2 -0.4 -4.1 -0.8 -1.0 -1.2 1.6 2.1 1.0 1.9 1.7 1.6

   Printing -0.7 0.2 -1.6 0.7 0.5 0.4 -0.5 0.9 -2.1 0.3 0.3 0.3 0.5 -0.1 1.2 0.4 0.1 0.1

   Petroleum, Coal 1.6 2.4 0.7 2.9 1.3 0.7 0.1 -0.5 0.7 -3.0 -4.3 -4.8 4.1 5.5 2.7 6.1 5.8 5.7

   Chemical 1.3 3.3 -0.9 3.3 1.4 0.7 -0.2 1.1 -1.6 1.2 -0.4 -1.0 1.7 2.4 1.0 2.0 1.8 1.7

   Plastics, Rubber 2.7 5.7 -0.6 4.4 1.8 0.9 0.1 2.7 -2.7 1.0 -1.2 -2.1 2.9 3.3 2.4 3.3 3.1 3.0

   Non-metallic Minerals 1.2 0.8 1.5 2.9 1.3 0.7 0.0 -0.1 0.2 0.1 -1.2 -1.8 2.3 1.9 2.8 2.8 2.6 2.5

   Primary Metals 1.2 2.9 -0.6 2.9 1.3 0.7 -1.9 -0.6 -3.3 -1.4 -2.7 -3.3 3.5 4.2 2.8 4.4 4.2 4.1

   Fabricated Metals 2.1 4.3 -0.3 3.7 1.6 0.8 -0.1 0.8 -1.0 1.3 -0.5 -1.2 2.4 3.8 0.9 2.4 2.1 2.0

   Machinery 2.9 4.4 1.4 3.7 1.6 0.8 1.4 2.0 0.8 1.5 -0.4 -1.1 1.7 2.5 0.9 2.2 2.0 1.9

   Computers 5.5 14.5 -4.3 4.6 1.9 0.9 -0.6 3.3 -4.8 2.0 -0.3 -1.3 6.6 11.6 1.1 2.5 2.3 2.2

   Electrical products 1.2 3.9 -1.7 2.8 1.3 0.6 -1.5 -1.2 -1.8 -2.4 -3.6 -4.1 4.0 6.8 1.1 5.3 5.0 4.9

   Transportation Equipment 3.0 6.4 -0.7 2.9 1.3 0.7 0.6 2.4 -1.3 0.1 -1.3 -1.8 2.3 3.9 0.7 2.9 2.6 2.5

   Furniture 1.3 5.5 -3.3 3.7 1.6 0.8 0.1 2.0 -2.0 1.7 -0.1 -0.9 1.4 3.7 -1.2 2.0 1.8 1.7

   Miscellaneous 4.1 8.3 -0.5 7.0 2.8 1.2 2.2 3.0 1.3 3.0 -0.8 -2.3 2.3 5.4 -1.0 3.9 3.7 3.6

AEST Services 6.0 8.6 3.1 3.2 2.2 1.9 5.4 7.2 3.4 1.5 0.8 0.6 0.6 1.3 -0.2 1.7 1.4 1.4

Utilities 1.1 0.8 1.3 1.0 -0.1 -0.5 1.0 0.2 1.8 0.6 -0.2 -0.6 0.4 0.9 -0.2 0.4 0.1 0.1

Construction 2.5 1.0 4.1 2.3 1.4 1.1 2.3 0.9 3.9 1.8 1.1 0.8 0.2 0.1 0.2 0.6 0.3 0.3

Wholesale Trade 4.0 5.1 2.9 3.1 2.2 2.0 1.6 2.2 1.0 1.5 0.9 0.7 2.5 3.0 1.9 1.6 1.3 1.3

Retail Trade 2.8 2.4 3.3 3.8 3.0 2.8 1.1 0.9 1.2 1.0 0.5 0.3 1.8 1.5 2.0 2.8 2.5 2.4

Transportation, Warehousing 2.4 3.1 1.7 2.4 1.6 1.4 1.2 1.6 0.8 1.1 0.6 0.4 1.2 1.5 1.0 1.3 1.1 1.0

Information, Culture 4.0 5.2 2.8 4.9 4.0 3.8 0.8 1.2 0.4 0.7 0.1 -0.1 3.4 4.2 2.5 4.2 3.9 3.9

Finance, Insurance 3.1 3.4 2.9 2.9 2.0 1.8 1.5 0.9 2.0 1.2 0.7 0.4 1.7 2.5 0.8 1.6 1.3 1.3

Professional Services ex AEST 1.3 1.5 1.1 2.9 1.9 1.6 2.4 2.8 1.9 2.1 1.4 1.1 -1.0 -1.3 -0.6 0.8 0.5 0.5

Other Business Services 5.0 6.7 3.2 3.8 2.7 2.4 3.8 5.3 2.3 2.4 1.6 1.3 1.1 1.3 0.9 1.4 1.1 1.1

Education 1.4 0.7 2.1 1.1 0.9 0.6 2.1 1.7 2.4 1.0 1.1 0.8 -0.7 -1.0 -0.3 0.1 -0.2 -0.2

Health, Social Assistance 1.8 1.4 2.3 2.4 0.8 0.7 2.5 2.2 2.9 2.6 1.4 1.2 -0.6 -0.7 -0.5 -0.2 -0.5 -0.5

Arts, Entertainment, Recreation 2.0 2.8 1.1 1.5 0.5 0.0 3.3 3.7 2.8 2.5 1.8 1.4 -1.2 -0.8 -1.6 -1.0 -1.3 -1.3

Accommodation 1.7 1.9 1.5 2.1 1.3 1.0 1.8 2.1 1.3 1.5 0.9 0.7 -0.1 -0.3 0.2 0.6 0.4 0.3

Other Services 3.1 3.4 2.7 4.1 3.3 3.0 1.0 0.6 1.3 0.7 0.2 0.0 2.2 2.9 1.4 3.4 3.1 3.0

Public Administration 1.8 1.2 2.4 2.5 1.7 1.4 0.9 0.1 1.8 0.9 0.4 0.2 0.9 1.1 0.6 1.5 1.2 1.2

Manufacturing 1.3 3.4 -1.0 2.9 1.4 0.7 2.1 1.7 2.4 1.0 1.1 0.8 -0.7 1.7 -3.3 1.9 0.3 -0.1

Real GDP Employment Productivity
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Productivity growth in most goods industries is expected to grow slightly faster in the future than over the 

last quarter century as new technologies discovered in recent years are gradually applied across all 

industrial sectors. 

In the goods sectors this means employment will fall in the agriculture and other primary industries (as 

productivity gains exceed output gains) while in manufacturing it will grow at half the pace achieved over 

the last quarter century. 

Service Industries 

Real GDP in services will grow in the future at historical rates (either compared to the past 25 years or to 

the past 12 years) relative to overall GDP and productivity growth will increase slightly in most service 

industries.  For most service industries, therefore, employment will grow at rates relative to overall 

employment that reflect rates achieved in the past.  Thus employment growth will be strong in the 

following industries (in descending order of average growth from 2012 to 2021): health and social 

services (2.6 percent annually from 2012 to 2021); arts, entertainment and recreation (2.5); other 

business services (2.4); construction (1.8); architectural, engineering and scientific services (AEST) (1.5); 

wholesale trade (1.5); and food and accommodation (1.5). 

Real GDP growth relative to overall GDP growth will occur at historical rates in the remaining four service 

industries but productivity growth will occur at higher than historical rates in these four resulting in lower 

future employment growth relative to the past: professional services excluding architectural, engineering 

and scientific services (AEST) (2.1); retail trade (1.0); public administration (0.9); and other services (0.7).  

In these four industries the increased use of new technologies; of on-line browsing, comparison shopping 

and purchasing; and of the application of other communication-information technologies will raise 

productivity growth beyond the rates achieved in the past lowering relative employment growth rates 

accordingly. 

Conclusion 

The assumptions above regarding relative future rates of GDP and productivity growth help to explain the 

projections derived in the main report for employment by industry in Ontario and Nipissing District.  On 

balance jobs will grow significantly across most service industries but will hold steady or decline across 

most goods industries. 

These industrial shifts, in turn, will alter the skill mix that will be required.  The occupation model used in 

the main report captures for Nipissing District the skill mix impacts of these expected industrial 

employment shifts. 

 


