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EXECUTIVE SUMMARY 

 

Key messages 

 

Key message #1: The South Georgian Bay area has a history and a culture of middle skill occupations 

which is also reflected in its pattern of educational attainment. This is not to say that the knowledge 

economy can or should be ignored. But the character of this area suggests that a more realistic 

approach is to build up the quantity and quality of middle skill jobs that in the past contributed to a 

strong middle class in this area. 

 

Key message #2: Employment Services and training bodies need to partner with employers to respond 

to local needs. As well, employers in the same industry sector often have common workforce challenges 

which can better be addressed through initiatives that benefit from economies of scale. 

 

Key message #3: To put in place such responsive services requires strong connections with employers, 

good intelligence about their needs and the effective alignment of different players. To reach such a 

level of insight, coordination and responsiveness requires active and dependable networks, where 

employers can articulate their needs and the various service providers (employment agencies, training 

bodies) can understand in greater detail what is needed. Such networks cannot spring into operation 

overnight. They require nurturing and development, at first gatherings that are part business and part 

social, which eventually can become the launching pads for more active and formalized networks that 

can support concrete projects and eventually full-blown strategies. 

 

Demographics 

 

Population growth patterns across the four municipalities vary. Collingwood and Wasaga Beach 

experienced double-digit percentage increases in population between 2006 and 2011, while Clearview 

and The Blue Mountains saw population decreases. Between 2001 and 2006, all four communities had 

experienced population increases. 

 

South Georgian Bay has a distinct population age profile, with a greater proportion of older adults (45 to 

64 years old) and seniors (65 years and older), and a smaller proportion of children (0-14 years old) and 

young adults (25-44 years old). All four communities fall below the provincial average for the proportion 

of the resident population that is within the prime working age range (25-54 years old). 

 

 

 

 

Industries 



 

Industries that have a greater concentration in the study area than that found in Ontario as a whole 

include: 

• Agriculture  

• Construction 

• Real estate and rental and leasing 

• Arts, entertainment and recreation 

• Accommodation and food services 

 

These latter four industries reflect the importance of tourism and retirement living in the area. 

 

Added to this list are all other industries that represent at least 5% of all jobs in the local area: 

• Manufacturing 

• Retail trade 

• Professional, scientific and technical services 

• Educational services 

• Health care and social assistance 

 

In terms of what might be considered the Knowledge Economy, the local area has a proportion of jobs 

that falls below the average experienced across the province, and in several cases falls significantly 

below. These would include such industries as: 

• Information and cultural industires 

• Finance and insurance 

• Public administration 

 

And even though the following Knowledge Economy sectors have a relatively high number of jobs 

locally, they still form a smaller proportion of all jobs compared to the ratio in the rest of the province: 

• Professional, scientific and technical services 

• Educational services 

 

Occupations 

 

The male occupation profile for The Blue Mountains residents is slightly different from that of the other 

three communities, with notably higher concentrations of senior managers, business professionals and 

professional and technical occupations in art, culture and recreation. Blue Mountains shares with 

Clearview a higher proportion of workers in agriculture and with all local communities a high 

concentration of workers in the construction trades. 

 

The other three communities have higher proportions of male residents working in the trades, transport 

and equipment operator occupations. Clearview and Collingwood have higher proportions of 

manufacturing assemblers. Collingwood also has higher proportion of machine operators and has more 



males working in retail and food & accommodation occupations (as managers, sales clerks and chefs and 

cooks) and other sales and service occupations. Wasaga Beach has a notably higher proportion of male 

residents working in protective services (police officers, firefighters, security guards, armed forces 

personnel other than commissioned officers). 

 

Across the study area as a whole, two occupations stand out for women: 

• Retail sales clerks 

• Other sales and service occupations (includes food counter attendants, cleaners, laundry 

occupations, hairstylists, aestheticians and pet groomers, among others) 

 

Occupations for females resident in The Blue Mountains also reflect higher end jobs, such as finance and 

insurance occupations, lawyers, social workers, teachers and real estate agents as well as contractors 

and construction trades. The Blue Mountains and Collingwood have more women working as managers 

in retail and food & accommodation services, and Collingwood similarly has a higher proportion of 

female real estate agents. The Blue Mountains shares with Clearview a higher concentration of women 

working in agriculture. 

 

Otherwise, Clearview, Collingwood and Wasaga Beach have a larger proportion of female residents 

working in the assisting occupations in health (most likely personal support workers, but this also 

includes dental assistants). Collingwood has a higher proportion of food and beverage servers, and 

workers in travel, accommodation, recreation and sport; Wasaga Beach has a high number of women 

working as cashiers, and Clearview has a high proportion of manufacturing assemblers. 

 

In terms of broad occupational categories, a larger proportion of males in The Blue Mountains are 

employed in Knowledge Work jobs, while Clearview has a higher proportion in Working sector jobs, and 

Collingwood and Wasaga Beach have higher percentages in Entry-level Service jobs. Among females, 

women in The Blue Mountains are more likely employed in Knowledge Work, Collingwood and Wasaga 

Beach females are present in larger proportions in Entry-level Service jobs, while in Clearview females 

exhibit a varied distribution, including a larger (though still small) proportion in Working sector jobs. 

 

Educational attainment 

 

Residents of The Blue Mountains have a higher educational attainment profile than that of Ontario 

minus Toronto and almost match that of Toronto residents, except for a smaller number of university 

grads, balanced by a higher number of college grads. Clearview and Wasaga Beach, and to a lesser 

extent Collingwood, have a smaller proportion of university grads. Alternatively, they have a level of 

college grads equal to or greater than the average for the province, as well as a higher proportion of 

individuals with apprenticeship certificates. Collingwood also has a slightly higher proportion of 

individuals with a high school diploma while Clearview and Wasaga Beach have a notably higher 

proportion of individuals with no educational certificate. However, the story of educational attainment 

across these localities also needs to have regard for age, particularly when several of these communities 

are home to large retirement populations, an influx of residents from elsewhere. 



 

Over the generations the proportion of individuals with no educational certificate falls quite 

dramatically. However, in terms of benchmarking their performance, it is worth noting that males aged 

25-44 years of age in all of the municipalities in question have rates of no educational attainment higher 

than the provincial average, ranging from 15-17% (provincial average is 11%). Among female residents, 

only Wasaga Beach (11%) is slightly above the provincial average (9%). 

 

Full-time, full-year work 

 

The Blue Mountains and Wasaga Beach exhibit lower proportions of full-time full-year work than is 

found in Clearview and Collingwood, whose proportions are closer to that found in the rest of Ontario 

(minus Toronto). In Wasaga Beach, the low level of full-time full-year work is especially pronounced in 

the Retail Trade and Food & Accommodation Services industries, reflecting the greater seasonality of 

the tourism sector in that area. In The Blue Mountains the incidence of low full-time full-year work is 

especially noticeable in the Professional, Scientific & Technical Services and the Health & Social 

Assistance sectors, reflecting perhaps a higher proportion of semi-retired professionals working part-

time. 

 

Employment income 

 

Wasaga Beach has a particularly lower percentage of its resident population (aged 15 years and older) 

who reported employment income in 2005, while Clearview has the highest proportion of the four 

towns under study. All four communities report median and average employment income figures lower 

than those found in Ontario (minus the Toronto numbers). 

 

Looking at the earnings of jobs located in the study area, all four communities have a higher proportion 

of jobs whose annual employment income was under $20,000 in 2005. This is particularly the case for 

Wasaga Beach, where 41% of jobs fell under $20,000, reflecting the higher proportion of jobs that are 

seasonal and/or part-time (Clearview is not far off at 35%). At the other end of the scale, all four 

communities also exhibited a smaller proportion of jobs with higher incomes (above $60,000) compared 

with the figure for Toronto or the rest of Ontario. 

 

Employer survey 

 

An employer survey was carried out between July 6 and August 9, 2011, generating 99 completions. The 

respondents were well distributed by industry, by geography and by employee size, so that while not a 

scientific sample, the survey responses do represent a good cross-section of employers in the local area. 

 

Employers were asked to identify their workforce in terms of work status (full-time or part-time, 

permanent or non-permanent). The proportion of both part-time and non-permanent employment is 

particularly pronounced in the Service sector, as is part-time employment in the Health & Social 

Assistance sector. In terms of skill levels, the Service sector stands out with its high proportion of entry-



level jobs, while at the opposite end of the spectrum, the Knowledge sector stands out for its very low 

proportion of entry-level jobs. The Knowledge, Health & Social Assistance and Other sectors have high 

proportions of Senior and Intermediate occupations, while Manufacturing has a balance, with half of its 

jobs defined as entry-level and the other half a mix of Intermediate and Senior positions. 

 

The prerequisite educational qualifications for a job varied by skill level, increasing as one moved up the 

skills ladder. Most entry-level jobs in the local area required no more than a high school education. 

More than half of employers expected a post-secondary degree for an Intermediate job, and more than 

half expected a university degree for a Senior level position. Similarly, employers expected more years 

of work experience as the skill level of the job increased. 

 

Slightly over a quarter of employers expected the number of workers retiring in the next five years to 

increase, yet among manufacturing employers than proportion increased to almost half. 

 

Overall, the higher one moves up the skill ladder, the harder employers say it is to find qualified 

employees. Fully two-thirds of employers said it was very challenging finding qualified people for senior 

level positions. That being said, a quarter of employers also said they found it very challenging to find 

entry-level workers. 

 

When asked their greatest challenge when recruiting a new employee, the issues varied by industry: 

Knowledge Work employers were more likely to cite soft skills such as problem-solving and public 

relations, manufacturers seek a particular certificate while service sector employers seek motivated and 

flexible employees. 

 

While almost no employers expect the level of training to decrease over the next three years, most 

expect it to stay the same, except for employers in the manufacturing sector, where a considerable 

majority expect the level of training to increase. 

 

The most frequent strategies that employers use to recruit employees are: 

• Word of mouth 

• Electronic postings 

• Employee recommendations 

• Internal postings 

• Newspaper advertisements 

• Walk-ins or inquiries 

 

The recruitment strategies receiving the highest satisfaction ratings were: 

• Word of mouth 

• Employee recommendations 

• Internal postings 

 



The recruitment strategies receiving the lowest satisfaction ratings were: 

• Private recruitment or temp agencies 

• Job fairs 

 

Recommendations 

 

The recommendations divide into two categories: firstly, over-arching themes, and secondly, specific 

initiatives. 

 

The two over-arching themes are: 

1) To focus on middle category jobs, those jobs that require a skill typically acquired through a 

college degree and/or through extended on-the-job training and experience; and 

2) To promote networks to tackle various labour market challenges. 

 

The specific initiatives include: 

• More efforts to support local manufacturing, by: formalizing a local manufacturers’ network; 

applying a regional scope to the network and including other relevant stakeholders, such as 

Georgian College; having the manufacturers’ network focus on common recruitment, hiring and 

training challenges; and undertaking more outreach to high school students to familiarize them 

with career opportunities in manufacturing; 

• To support the local tourism sector though: promoting employee engagement strategies among 

employers; publicizing career opportunities among prospective and current employees; and 

working with employers to establish clear career ladder opportunities for employees; 

• To explore with the area’s local health integration network the feasibility of establishing a career 

ladder program in the health care field; 

• To explore alternative programs to enhance transportation options for local residents who need 

to commute to employment; 

• To develop a formal trailing spouse program, to enhance the ability of local employers to recruit 

senior level staff by more effectively tackling the employment challenges faced by their 

significant other; 

• To engage further with Georgian College as a key partner in local workforce development; 

• To engage with Simcoe County Ontario Works and their employment services to develop labour 

market projects that respond to employer needs and that can offer training and employment 

opportunities to marginalized residents seeking jobs; 

• To explore options for a shared incubator space for knowledge sector start-ups; 

• To create a small, local venture capital fund for knowledge sector start-ups; 

• To find a way for the various resources that currently are available for entrepreneurial support 

to collaborate and offer a one-window approach for accessing their array of services and 

resources. 
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INTRODUCTION 

 

Background 

 

This report was commissioned by four municipalities in the South Georgian Bay area: Clearview 

Township, the Town of Collingwood, the Town of The Blue Mountains, and the Town of Wasaga Beach. 

Its purpose is to describe the labour force currently in place and to explore regional workforce 

development opportunities, including such issues as business retention and expansion, attracting new 

employers, supporting new business start-ups or identifying appropriate training and workforce 

development initiatives. 

 

This assignment involved several tasks: 

• A review of available demographic data; 

• Interviews with key informants; 

• A survey of local employers; 

• Several group meetings involving presentations and discussions; 

• Deliberations with the project steering committee. 

 

This document is organized as follows: 

• Presentation and analysis of the demographic data; 

• Presentation and analysis of the results of the employer survey; 

• Presentation of overall analysis and recommendations, informed by the demographic data, the 

survey results, interviews with key informants, discussions with the steering committee and 

research conducted to complement some of the analysis. 

 

A word about the data 

 

Unless otherwise stated, all the data displayed in this report comes from the Statistics Canada 2006 

Census. When comparisons are made, the Ontario data is presented by Ontario minus Toronto, together 

at times with the Toronto figures as well (Toronto refers to the City of Toronto, not the Toronto CMA). 

Toronto has such distinct demographic and labour market features that it is more appropriate to 

compare the data of the study area with the rest of Ontario without the Toronto figures. 
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DEMOGRAPHIC ANALYSIS 

 

Population changes 

 

Every five years Statistics Canada undertakes an extensive census of all communities in Canada. Table 1 

provides the 2011 census population figures for the four municipalities which are the subject of this 

report, together with their recent rate of growth and compares that to the rate of growth for the 

previous census period. 

 

Table 1: Census population and percentage change, 2011 

 2011 2006 % change 

2006-2011 

% change 

2001-2006 

Clearview 13,734 14,088 -2.5% 2.1% 

Collingwood 19,241 17,290 11.3% 7.8% 

The Blue Mountains 6,453 6,825 -5.5% 11.6% 

Wasaga Beach 17,537 15,029 16.7% 21.0% 

ONTARIO 12,160,282 12,851,821 5.7% 6.6% 

 

 

Each of the four municipalities exhibits a different population trend and a different kind of change from 

the previous census. Clearview moved from a slight increase in population between 2001 and 2006 to a 

slight loss of population between 2006 and 2011. Collingwood increased its previous healthy rate of 

growth to double-digit percentage figures. The Blue Mountains dropped from double-digit growth 

between 2001 and 2006 to a significant population loss between 2006 and 2011. And while Wasaga 

Beach’s growth slowed, it nevertheless maintained a considerable double-digit increase between 2006 

and 2011. 

 

Age profile 

 

The age profile of a community has a significant impact on its labour market dynamics, as the 

distribution of the population by age determines the proportion of residents who may be available to 

serve as the local workforce. 

 

South Georgian Bay has a distinct population age profile, with a greater proportion of older adults (45 to 

64 years old) and seniors (65 years and older), and a smaller proportion of children (0-14 years old) and 

young adults (25-44 years old). These tendencies are especially pronounced in The Blue Mountains and 

Wasaga Beach. Chart 1 compares the age profiles for Ontario minus Toronto, the City of Toronto, the 

City of Barrie and the four study area towns. The greater proportion of older residents reflects the 

extent to which The Blue Mountains, Wasaga Beach and, to a slightly lesser degree, Collingwood are 

home to a significant retirement population. 
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Chart 1: Age Profile Comparisons, 2006 (figures show percentage of all residents) 

 
 

 

Chart 2 highlights the proportion of the resident population that is within the prime working age range, 

25 to 54 years of age. All four communities fall below the average for Ontario minus Toronto and 

especially below the figures for Barrie and Toronto. This is particularly the case for Collingwood, The 

Blue Mountains and Wasaga Beach. These proportions would suggest that employers have a smaller 

pool from which to choose job candidates. 

 

Chart 2: Proportion of Resident Population of Prime Working Age (25-54 years of age), 2006 

 
 



4 | P a g e  

 

Distribution of jobs by industry 

 

Table 2 lists the distribution of jobs by industry in the study area. When counting jobs by location, the 

data can only reflect those jobs that have a fixed location. As a result, certain industries are under-

counted in comparison to others, where workers may move from one workplace to another, for 

example, construction. Nevertheless, this table does give a good estimation of what industries are more 

prominent in the area, with the more significant numbers shaded in blue. 

 

Table 2 also provides a Location Quotient, a measure of the degree to which jobs in a given community 

are more or less prominent compared to the proportion of jobs in that industry in Ontario as a whole. 

Thus, if the proportion is exactly the same locally as that found in the province, the ratio would be 1.0; if 

the proportion was twice as high, the ratio would be 2.0, and half as much would be represented by 0.5. 

The Location Quotient is provided for the study area as a whole, then for each of the four municipalities. 

Categories with higher LQs are shaded green, and those with lower LQs are shaded red. 

 

Table 2: Number of jobs, proportion of jobs and location quotient by industry, study area, 2006
1
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ALL INDUSTRIES 19,135 100.0% 1.0 1.0 1.0 1.0 1.0 

11 Agriculture, forestry, fishing and hunting 710 3.7% 2.1 6.7 0.2 3.3 0.2 

21 Mining and oil and gas extraction 50 0.3% 0.8 1.3 0.5 0.0 1.0 

22 Utilities 95 0.5% 0.6 0.5 0.6 0.4 1.3 

23 Construction 1,110 5.8% 1.8 2.3 1.2 2.8 2.1 

31-33 Manufacturing 2,180 11.4% 0.8 0.6 1.1 0.6 0.1 

41 Wholesale trade 555 2.9% 0.6 0.5 0.8 0.4 0.4 

44-45 Retail trade 2,730 14.3% 1.2 0.9 1.4 0.7 1.7 

48-49 Transportation and warehousing 410 2.1% 0.5 1.0 0.5 0.2 0.4 

51 Information and cultural industries 320 1.7% 0.6 0.5 0.6 0.9 0.6 

                                                           
1
 These figures are drawn from the 2006 Census data and require some qualification: firstly, we know that since 

2006, Canada, Ontario and the local area have shed more Manufacturing jobs, and so these figures would 

overstate the proportions. As well, the Census is carried out in May and so would not reflect the figures for high 

season for tourism-related industries, notably Accommodation and Food Services; Arts, Entertainment and 

Recreation; and, to a lesser extent, Retail Trade. 
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52 Finance and insurance 480 2.5% 0.5 0.2 0.5 0.3 0.8 

53 Real estate and rental and leasing 715 3.7% 1.8 1.8 1.4 1.5 3.4 

54 Professional, scientific & technical services 1,055 5.5% 0.7 0.6 0.8 0.7 0.7 

55 Management of companies & enterprises 20 0.1% 1.0 0.0 2.0 0.0 0.0 

56 Administrative and support 730 3.8% 1.0 1.0 0.8 1.3 1.0 

61 Educational services 1,075 5.6% 0.8 1.2 0.8 0.4 0.7 

62 Health care and social assistance 1,990 10.4% 1.0 0.8 1.4 0.5 0.7 

71 Arts, entertainment and recreation 770 4.0% 1.9 2.2 0.9 3.3 3.3 

72 Accommodation and food services 2,605 13.6% 2.1 1.2 1.6 4.2 1.9 

81 Other services (not public administration) 925 4.8% 1.0 1.3 1.1 0.6 0.9 

91 Public administration 560 2.9% 0.5 0.4 0.3 0.5 1.4 

GREEN shaded boxes signify Location Quotients over 1.25 

RED shaded boxes signify Location Quotients under 0.75 

BLUE shaded boxes signify industries with over 5% of all jobs (i.e. more than 957 jobs) 

 

 

Looking at the study area as a whole, the industries that are prominent by concentration are: 

• Agriculture (forestry, fishing and hunting can be dropped as a descriptor for this area) 

• Construction 

• Real estate and rental and leasing 

• Arts, entertainment and recreation 

• Accommodation and food services 

 

These latter four industries reflect the importance of tourism and retirement living in the area. 

 

To this list of industries should also be added those industries that emcompass an important proportion 

of the total jobs, namely: 

• Manufacturing 

• Retail trade 

• Professional, scientific and technical services 

• Educational services 

• Health care and social assistance 

 

In terms of what might be considered the Knowledge Economy, the local area has a proportion of jobs 

that falls below the average experienced across the province, and in several cases falls significantly 

below. These would include such industries as: 

• Information and cultural industires 

• Finance and insurance 

• Public administration 
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And even though the following Knowlegde Economy sectors have a relatively high number of jobs 

locally, they still form a smaller proportion of all jobs compared to the ratio in the rest of the province: 

• Professional, scientific and technical services 

• Educational services 

 

Distribution of residents by industry 

 

Table 3 illustrates the distribution of the resident labour force2 by industry and compares the 

distribution to that of Ontario as a whole. These figures do not reflect the actual jobs in the localities, 

rather what industries residents are employed in – they could be commuting elsewhere for work, and 

residents from outside the area may be working in local jobs. However these figures typically do 

correspond to the prominent industries by number of local jobs, as the majority of residents will be 

commuting to work in their own community or an adjacent community. By highlighting all residents, this 

data also captures those jobs with no fixed workplace (which accounts, for example, for the larger share 

of jobs exhibited by the construction sector). The table provides the percentage distribution by industry 

for all the four communities combined. 

 

Table 3: Resident labour force and location quotient, study area, 2006
3
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ALL INDUSTRIES 26570 100% 1.0 1.0 1.0 1.0 1.0 

11 Agriculture, forestry, fishing and hunting 720 2.7% 1.5 3.4 0.4 2.7 0.2 

21 Mining and oil and gas extraction 45 0.2% 0.4 0.5 0.0 1.1 0.6 

22 Utilities 160 0.6% 0.8 1.1 0.5 0.4 1.0 

23 Construction 2600 9.8% 1.6 1.8 1.4 2.1 1.5 

31-33 Manufacturing 3385 12.7% 0.9 1.2 1.0 0.5 0.8 

41 Wholesale trade 960 3.6% 0.8 0.8 0.7 0.6 1.0 

                                                           
2
 Labour force includes all those who are employed or looking for work. 

3
 As in Table 1, these figures are drawn from the 2006 Census data and require some qualification: firstly, we know 

that since 2006, Canada, Ontario and the local area have shed more Manufacturing jobs, and so these figures 

would overstate the proportions. As well, the Census is carried out in May and so would not reflect the figures for 

high season for tourism-related industries, notably Accommodation and Food Services; Arts, Entertainment and 

Recreation; and, to a lesser extent, Retail Trade. 
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44-45 Retail trade 3105 11.7% 1.1 0.9 1.2 0.7 1.2 

48-49 Transportation and warehousing 1005 3.8% 0.8 0.9 0.5 0.5 1.3 

51 Information and cultural industries 480 1.8% 0.7 0.5 0.6 0.8 0.9 

52 Finance and insurance 665 2.5% 0.5 0.3 0.5 0.8 0.6 

53 Real estate and rental and leasing 845 3.2% 1.6 1.2 1.4 2.4 2.0 

54 Professional, scientific & technical services 1440 5.4% 0.7 0.6 0.9 1.4 0.5 

55 Management of companies & enterprises 25 0.1% 0.7 0.0 1.3 2.1 0.0 

56 Administrative and support 1340 5.0% 1.0 1.2 1.1 1.0 0.9 

61 Educational services 1545 5.8% 0.9 0.8 1.0 1.1 0.7 

62 Health care and social assistance 2370 8.9% 0.9 0.8 1.0 1.0 1.0 

71 Arts, entertainment and recreation 840 3.2% 1.5 1.0 1.5 1.9 1.7 

72 Accommodation and food services 2665 10.0% 1.6 1.1 2.2 1.4 1.4 

81 Other services (not public administration) 1170 4.4% 0.9 1.1 1.0 0.7 0.8 

91 Public administration 1190 4.5% 0.8 1.0 0.5 0.5 1.3 

GREEN shaded boxes signify Location Quotients over 1.25; RED shaded boxes signify Location Quotients 

under 0.75; BLUE shaded boxes signify industries attracting over 5% of the resident labour force  

 

 

Several industries draw significant proportions of residents from across most of the study area, such as: 

• Construction 

• Arts, entertainment and recreation 

• Accommodation and food services 

• Professional, scientific and technical services 

 

As already mentioned, the first three of these industries encompass both the tourism and retirement 

living sectors prominent across the South Georgian Bay area. The category of Professional, Scientific and 

Technical Services is boosted by the higher concentration of this industry in The Blue Mountains, likely 

reflecting the settlement of semi-retired professionals. 

 

Table 4 highlights several notable industries, either because of their large share of the labour force or 

because there are significant local concentrations of residents in these industries. 
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Table 4: Percent distribution of resident labour force by select industries, study area compared to 

Ontario, 2006 
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11 Agriculture (forestry, fishing and hunting) 1.8% 6.0% 0.8% 4.8% 0.4% 

23 Construction 5.9% 10.9% 8.0% 12.7% 9.1% 

31-33 Manufacturing 13.9% 16.2% 13.3% 7.4% 10.7% 

44-45 Retail trade 11.1% 10.4% 12.8% 8.1% 13.6% 

53 Real estate and rental and leasing 2.0% 2.3% 2.8% 4.8% 3.9% 

54 Professional, scientific & technical services 7.3% 4.0% 6.2% 10.1% 3.5% 

62 Health care and social assistance 9.4% 8.0% 9.2% 9.1% 9.5% 

72 Accommodation and food services 6.4% 7.1% 13.9% 9.1% 8.9% 

 

 

Distribution of residents by occupation 

 

The National Occupational Code used by Statistics Canada lists ten major occupational categories that 

when broken down by sub-categories results in 47 sub-occupational categories. Tables 5 and 6 list the 

distribution of the resident labour force by these major categories (highlighted in bold) and sub-

categories, for males and females, comparing Ontario minus Toronto, Toronto, the study area as a 

whole, and the four municipalities. 
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Table 5: Percentage distribution of male resident labour force by occupation, select areas, 2006
4
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A Management occupations 12.4 12.4 11.6 8.3 14.1 15.3 10.6 

      A0 Senior management occupations 1.8 2.1 1.8 0.8 2.4 4.2 1.0 

      A1 Specialist managers 3.5 3.6 2.3 1.6 2.5 2.1 3.1 

      A2 Managers in retail, food & accommodation  3.1 2.8 3.3 2.2 4.5 4.0 3.0 

      A3 Other managers 4.1 3.8 4.2 3.8 4.6 5.0 3.6 

B Business, finance & administrative 9.7 14.2 6.7 4.9 6.6 8.4 7.8 

      B0 Professional occupations in business 2.4 4.3 2.0 1.2 2.2 5.0 1.0 

      B1 Finance and insurance administrative 0.5 0.7 0.3 0.2 0.5 0.0 0.4 

      B2 Secretaries 0.1 0.1 0.0 0.0 0.0 0.0 0.0 

      B3 Administrative and regulatory occupations 1.0 1.2 0.9 0.6 1.0 0.8 1.1 

      B4 Clerical supervisors 0.5 0.6 0.1 0.0 0.2 0.0 0.3 

      B5 Clerical occupations 5.3 7.3 3.2 2.9 2.6 2.1 4.9 

C Natural and applied sciences 9.9 11.8 4.2 3.4 5.1 4.5 3.9 

      C0 Professional occupations in sciences 5.5 7.9 2.1 1.6 2.9 2.9 1.4 

      C1 Technical occupations related to sciences 4.4 3.9 2.1 1.9 2.1 1.8 2.6 

D Health occupations 1.8 2.5 1.2 0.8 1.4 2.1 1.0 

      D0 Professional occupations in health 0.9 1.4 0.9 0.5 0.8 1.8 0.9 

      D1 Nurse supervisors and registered nurses 0.1 0.2 0.1 0.0 0.2 0.0 0.0 

      D2 Technical and related occupations in health 0.5 0.6 0.3 0.2 0.3 0.0 0.3 

      D3 Assisting occupations in health services 0.3 0.3 0.1 0.2 0.0 0.0 0.3 

E Social science, education, government service 4.8 6.5 4.2 3.4 5.4 5.3 3.3 

      E0 Lawyers, social workers, policy officers 1.7 2.9 1.5 0.7 2.5 2.4 0.7 

      E1 Teachers and professors 2.6 2.9 2.3 2.0 2.5 2.1 2.6 

      E2 Paralegals, social services workers, others  0.5 0.7 0.4 0.5 0.3 0.8 0.0 

F Occupations in art, culture, recreation 2.0 5.2 2.9 2.0 2.8 5.0 2.9 

      F0 Professional occupations in art and culture 0.8 2.5 1.1 1.1 1.2 2.1 0.6 

      F1 Technical occupations in art, culture, sport 1.3 2.7 1.8 1.0 1.6 2.9 2.3 

G Sales and service occupations 19.2 20.3 21.3 16.4 23.7 18.5 25.7 

      G0 Sales and service supervisors 0.6 0.7 0.7 0.6 0.7 0.8 0.7 

      G1 Wholesale, technical, insurance, real estate  2.6 2.8 2.6 2.0 1.5 5.0 3.4 

      G2 Retail salespersons and sales clerks 3.5 3.6 4.0 3.1 4.8 2.6 4.6 

      G3 Cashiers 0.5 0.7 0.4 0.6 0.2 0.0 0.7 

      G4 Chefs and cooks 1.4 1.9 1.6 1.0 2.4 1.8 1.1 

                                                           
4
 Note that for a number of cells, the result is zero. This does not mean that there is no resident employed in that 

occupation, simply that as a result of rounding, the proportion of residents in that occupation is less than 0.05% of 

the total labour force. 
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      G5 Occupations in food and beverage service 0.5 1.1 0.4 0.0 0.8 0.5 0.4 

      G6 Occupations in protective services 2.6 1.8 2.9 2.2 2.8 1.1 5.1 

      G7 Travel, accommodation, recreation, sport 0.6 0.7 1.2 0.8 1.2 1.8 1.3 

      G8 Childcare and home support workers 0.2 0.3 0.2 0.4 0.0 0.0 0.4 

      G9 Sales and service occupations, other 6.5 6.8 7.0 5.6 9.2 4.2 7.6 

H Trades, transport and equipment operators  26.7 18.3 31.4 37.3 25.5 26.9 34.0 

      H0 Contractors and supervisors in trades  1.4 0.8 1.3 1.2 1.0 1.3 1.6 

      H1 Construction trades 4.3 3.7 7.0 7.2 6.2 10.8 5.7 

      H2 Stationary engineers, electrical trades  2.0 1.2 2.8 2.3 2.9 2.1 3.6 

      H3 Machinists, metal forming, shaping 2.7 1.4 1.9 2.8 1.0 1.8 2.0 

      H4 Mechanics 4.3 2.2 4.4 6.0 2.4 2.6 5.8 

      H5 Other trades 1.1 0.9 1.4 1.8 1.0 1.3 1.3 

      H6 Heavy equipment and crane operators 1.0 0.3 1.6 1.6 2.0 1.3 1.3 

      H7 Transportation equipment operators  5.7 4.1 6.0 7.9 3.9 3.4 7.6 

      H8 Trades helpers and labourers 4.2 3.6 5.0 6.4 4.7 2.1 5.3 

I Occupations unique to primary industry 4.4 0.9 6.6 11.6 2.8 10.6 3.3 

      I0 Occupations unique to agriculture 2.4 0.2 3.8 7.9 0.5 7.4 1.1 

      I1 Forestry operations, mining, oil and gas  0.5 0.0 0.1 0.0 0.0 0.0 0.3 

      I2 Primary production labourers 1.5 0.7 2.8 3.7 2.3 3.2 2.0 

J Occupations in manufacturing/utilities 9.0 7.8 9.9 11.9 12.8 3.2 7.4 

      J0 Supervisors in manufacturing 0.8 0.5 0.7 0.5 0.6 0.0 1.4 

      J1 Machine operators in manufacturing 3.1 3.1 3.3 3.7 4.7 1.1 2.4 

      J2 Assemblers in manufacturing 3.3 2.6 4.5 5.8 5.6 1.6 3.0 

      J3 Labourers in manufacturing and utilities 1.8 1.6 1.2 1.7 1.8 0.0 0.3 

GREEN shaded boxes signify the percentage for that occupation in that location is 1% or more higher than 

the average for Ontario minus Toronto. 

 

 

Overall, four occupations for males in the study area stand out from the provincial average: 

• Construction trades 

• Occupations unique to agriculture 

• Primary production labourers 

• Assemblers in manufacturing 

 

The specifics for each municipality reveal further categories of concentration. The male occupation 

profile for The Blue Mountains residents is slightly different from that of the other three communities, 

with notably higher concentrations of senior managers, business professionals and professional and 

technical occupations in art, culture and recreation. Blue Mountains shares with Clearview a higher 

proportion of workers in agriculture and with all local communities a high concentration of workers in 

the construction trades. 

 

The other three communities have higher proportions of male residents across the trades, transport and 

equipment operator occupations. Clearview and Collingwood have higher proportions of manufacturing 
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assemblers. Collingwood also has higher proportion of machine operators and has more males working 

in retail and food & accommodation occupations (as managers, sales clerks and chefs and cooks) and 

other sales and service occupations. Wasaga Beach has a notably higher proportion of male residents 

working in protective services (police officers, firefighters, security guards, armed forces personnel other 

than commissioned officers). 

 

Table 6: Percentage distribution of female resident labour force by occupation, select areas, 2006
5
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A Management occupations 7.9 8.8 8.3 6.6 8.5 12.2 7.7 

      A0 Senior management occupations 0.6 0.9 1.1 0.3 0.7 4.2 0.8 

      A1 Specialist managers 2.3 3.0 1.8 1.5 1.6 2.1 2.2 

      A2 Managers in retail, food & accommodation  2.7 2.3 3.6 3.0 4.4 4.2 2.9 

      A3 Other managers 2.3 2.6 1.7 1.8 1.7 1.8 1.6 

B Business, finance & administrative 27.2 27.7 19.8 20.3 16.4 20.0 23.8 

      B0 Professional occupations in business 2.6 4.1 1.2 0.7 0.7 1.5 2.2 

      B1 Finance and insurance administrative 2.1 1.7 2.6 3.0 1.7 4.8 2.2 

      B2 Secretaries 3.1 2.4 3.0 3.4 2.2 3.6 3.5 

      B3 Administrative and regulatory occupations 3.6 3.7 2.6 3.2 2.9 3.0 1.3 

      B4 Clerical supervisors 0.7 0.7 0.3 0.3 0.2 0.0 0.6 

      B5 Clerical occupations 15.2 15.1 10.0 9.6 8.7 7.5 13.8 

C Natural and applied sciences 3.1 4.0 1.8 1.5 1.5 3.0 1.9 

      C0 Professional occupations in sciences 1.9 2.8 0.5 0.4 0.7 0.0 0.6 

      C1 Technical occupations related to sciences 1.3 1.2 1.3 1.1 0.8 2.7 1.3 

D Health occupations 9.2 7.5 9.8 8.7 11.5 7.5 9.9 

      D0 Professional occupations in health 1.1 1.6 1.3 1.4 0.9 1.5 1.4 

      D1 Nurse supervisors and registered nurses 3.3 2.4 3.0 1.8 3.8 2.4 3.4 

      D2 Technical and related occupations in health 2.0 1.5 2.2 1.5 2.9 1.5 2.2 

      D3 Assisting occupations in health services 2.7 2.1 3.3 3.9 3.7 2.1 2.7 

E Social science, education, government service 11.8 12.8 10.9 10.7 9.7 15.2 10.2 

      E0 Lawyers, social workers, policy officers 2.5 3.8 1.7 1.1 1.3 3.9 1.9 

      E1 Teachers and professors 5.6 5.4 5.4 5.8 4.9 7.5 4.8 

      E2 Paralegals, social services workers, others  3.8 3.6 3.6 3.8 3.6 3.6 3.5 

F Occupations in art, culture, recreation 3.1 5.5 3.3 3.0 3.2 5.7 2.4 

      F0 Professional occupations in art and culture 1.3 2.9 1.0 1.4 0.7 1.8 0.6 

                                                           
5
 Note that for a number of cells, the result is zero. This does not mean that there is no resident employed in that 

occupation, simply that as a result of rounding, the proportion of residents in that occupation is less than 0.05% of 

the total labour force. 
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      F1 Technical occupations in art, culture, sport 1.8 2.6 2.3 1.5 2.7 4.2 1.8 

G Sales and service occupations 28.7 25.5 36.4 34.9 40.0 26.6 38.6 

      G0 Sales and service supervisors 1.0 0.8 1.1 1.3 0.9 0.6 1.6 

      G1 Wholesale, technical, insurance, real estate  1.9 2.0 3.4 2.8 3.4 4.5 3.7 

      G2 Retail salespersons and sales clerks 5.7 4.9 6.7 4.6 8.6 4.2 7.7 

      G3 Cashiers 3.4 2.9 3.7 3.8 3.2 2.1 5.0 

      G4 Chefs and cooks 1.0 0.8 1.4 2.1 1.3 1.2 1.0 

      G5 Occupations in food and beverage service 2.4 1.9 2.8 1.8 4.1 2.7 2.2 

      G6 Occupations in protective services 0.7 0.5 0.6 1.0 0.5 0.6 0.5 

      G7 Travel, accommodation, recreation, sport 1.0 1.0 1.6 0.8 2.6 1.2 1.3 

      G8 Childcare and home support workers 2.7 3.1 2.9 3.5 2.3 3.0 2.9 

      G9 Sales and service occupations, other 8.9 7.7 12.3 13.4 13.2 6.9 12.6 

H Trades, transport and equipment operators  2.3 1.6 2.9 3.5 2.3 3.3 2.9 

      H0 Contractors and supervisors in trades  0.1 0.1 0.2 0.0 0.2 1.2 0.0 

      H1 Construction trades 0.2 0.1 0.4 0.3 0.2 1.5 0.3 

      H2 Stationary engineers, electrical trades  0.1 0.1 0.1 0.3 0.0 0.0 0.0 

      H3 Machinists, metal forming, shaping 0.2 0.1 0.1 0.0 0.0 0.0 0.3 

      H4 Mechanics 0.1 0.1 0.1 0.0 0.2 0.0 0.0 

      H5 Other trades 0.2 0.4 0.2 0.0 0.5 0.0 0.0 

      H6 Heavy equipment and crane operators 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

      H7 Transportation equipment operators  0.8 0.3 1.0 1.8 0.9 0.0 0.8 

      H8 Trades helpers and labourers 0.6 0.4 0.7 0.8 0.5 0.0 1.1 

I Occupations unique to primary industry 1.5 0.2 2.2 3.2 1.5 5.1 0.5 

      I0 Occupations unique to agriculture 1.1 0.1 1.0 2.3 0.2 2.1 0.0 

      I1 Forestry operations, mining, oil and gas  0.0 0.0 0.1 0.0 0.3 0.0 0.0 

      I2 Primary production labourers 0.4 0.1 1.2 1.0 1.0 3.0 0.6 

J Occupations in manufacturing/utilities 5.2 6.3 4.4 7.5 5.0 1.2 1.9 

      J0 Supervisors in manufacturing 0.2 0.2 0.1 0.0 0.0 0.0 0.3 

      J1 Machine operators in manufacturing 1.6 2.6 1.3 1.1 1.9 0.6 1.0 

      J2 Assemblers in manufacturing 1.8 1.4 2.1 4.4 2.0 0.0 0.6 

      J3 Labourers in manufacturing and utilities 1.5 2.2 1.0 2.0 1.0 0.6 0.0 

 

 

Across the study area as a whole, two occupations stand out for women: 

• Retail sales clerks 

• Other sales and service occupations (includes food counter attendants, cleaners, laundry 

occupations, hairstylists, aestheticians and pet groomers, among others) 

 

Occupations for females resident in The Blue Mountains also reflect higher end jobs, such as finance and 

insurance occupations, lawyers, social workers, teachers and real estate agents) as well as contractors 

and construction trades. The Blue Mountains and Collingwood have more women working as managers 

in retail and food & accommodation services, and Collingwood similarly has a higher proportion of 

female real estate agents. The Blue Mountains shares with Clearview a higher concentration of women 

working in agriculture. 
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Otherwise, Clearview, Collingwood and Wasaga Beach have a larger proportion of female residents 

working in the assisting occupations in health (most likely personal support workers, but this also 

includes dental assistants). Collingwood has a higher proportion of food and beverage servers, and 

workers in travel, accommodation, recreation and sport; Wasaga Beach has a high number of women 

working as cashiers, and Clearview has a high proportion of manufacturing assemblers. 

 

Distribution of residents by occupational categories 

 

Absorbing the implications of the distribution of residents across dozens and dozens of occupations can 

result in lots of details but a still limited sense of the bigger picture. Another way to cluster these 

occupations is as follows:6 

 

 

Knowledge workers – jobs that absolutely require a university degree or a three-year college 

diploma or a highly refined skill; 

Middle jobs – jobs that typically do not require a post-secondary degree but which do require 

some skill, usually acquired through several years of work or through apprenticeship; 

and 

Entry-level jobs – jobs that typically require a high school diploma, but otherwise require no 

experience, as well as the next-level job immediately accessible after a short period in 

an entry-level job. 

 

The Middle and Entry-level jobs are further divided by broad industrial sector: 

Service sector: occupations engaged in the provision of services; 

Working sector: occupations engaged in manufacturing, the trades and transportation; 

Primary sector: occupations engaged in agriculture, fishing, farming, and oil and mining. 

 

 

 

 

Chart 3 illustrates the distribution of the local male labour force, comparing the four municipalities and 

the study area as a whole to Ontario minus Toronto and Toronto as well. Looking at the Knowledge 

Worker category, male residents in The Blue Mountains work in Knowledge Worker jobs at a rate 

greater than that found in the rest of Ontario. One can also see what a concentration of Knowledge 

Worker jobs exists in Toronto (one reason why the Toronto data has been separated from that of the 

rest of Ontario). Collingwood lags somewhat behind the provincial norm, while the figures for Wasaga 

Beach and Clearview fall significantly short. 

                                                           
6
 This classification approach is described in greater detail in Tom Zizys, An Economy Out of Shape: Changing the 

Hourglass, Toronto Workforce Innovation Group, 2010 
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Clearview has a very high proportion of its male residents employed in the Working sector, both Middle 

Jobs and Entry-level Jobs. Collingwood and Wasaga Beach also have relatively higher proportions in 

these categories. The Blue Mountains and Clearview have sizeable proportions of males in the Primary 

sector, while Collingwood and Wasaga Beach have a larger share of males in Entry-level Service Jobs. 

 

Chart 3: Distribution of the resident male labour force by the skills/sector framework, select areas, 

2006 

 
 

 

Chart 4 provides the same comparison for the resident female labour force. Once again, The Blue 

Mountains shows a high portion of residents in the Knowledge Worker category, but Wasaga Beach 

female residents make a strong showing and Collingwood is also not too far behind. Across the study 

area, females in Service Sector Middle Jobs equal or surpass the provincial average, a good sign because 

these are good, middle-income jobs. On the other hand, the females resident in Collingwood and 

Wasaga Beach worked in Entry-level Service Jobs at a higher rate than that found across the province.  

 

The other two sectors, Working and Primary, contribute a small proportion of jobs, with the share on a 

par with the provincial average. Only in Clearview, where 9% of the female labour force is found in 

Entry-level Working Sector jobs, is there a notable departure. 
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Chart 4: Distribution of the resident female labour force by the skills/sector framework, select areas, 

2006 

 
 

 

Distribution of residents by educational attainment 

 

In this age of the growing Knowledge Economy, the level of educational attainment of a given 

population has an important bearing on the capacity of the local labour market to meet the demands of 

employers. Chart 5 compares the level of educational attainment for all residents over fifteen years of 

age in the local area to that of residents in Ontario minus Toronto and in Toronto. 

 

Residents of The Blue Mountains have a higher educational attainment profile than that of Ontario 

minus Toronto and almost match that of Toronto residents, except for a smaller number of university 

grads, balanced by a higher number of college grads. Clearview and Wasaga Beach, and to a lesser 

extent Collingwood, have a smaller proportion of university grads. Alternatively, they have a level of 

college grads equal to or greater than the average for the province, as well as a higher proportion of 

individuals with apprenticeship certificates. Collingwood also has a slightly higher proportion of 

individuals with a high school diploma while Clearview and Wasaga Beach have a notably higher 

proportion of individuals with no educational certificate. 
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Chart 5: Distribution of residents aged 15 years and older by educational attainment, select areas, 

2006 

 
 

 

However, the story of educational attainment across these localities also needs to have regard for age, 

particularly when several of these communities are home to large retirement populations, an influx of 

residents from elsewhere. The following charts compare educational attainment by three age categories 

for different levels of educational attainment and by gender, and compare the data to provincial 

averages. The age ranges are 25-44 year olds (young adults), 45-64 year olds (older adults) and those 

aged 65 years and older (retirees). 

 

In each chart the reference data is the provincial average, represented by a black, dotted line. The other 

four lines represent the proportion of residents of that age group who have attained the educational 

attainment being highlighted. 
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Chart 6: Percentage of residents with a bachelor degree, by age, gender and location, 2006 

University bachelor and higher, males 

 

University bachelor and higher, females 

 

 

 

In all instances, the educational attainment of females aged 25-44 years of age was higher than that of 

corresponding males in the same community, while that relationship has been reversed for those 65 

years and older was lower. Overall, apart from females in The Blue Mountains, the university attainment 

of local residents aged 25-44 years old, male and female, is below that of the provincial average. 
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Chart 7: Percentage of residents with a college degree, by age, gender and location, 2006 

College degree, males 

 

College degree, females 

 

 

 

Overall the level of college grads has been high across all localities and all age groups, except for males 

in Clearview and Wasaga Beach, both for 25-44 and 45-64 year olds. Among 25-44 year olds, women 

have higher college graduation rates than men, except among residents of The Blue Mountains. 
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Chart 8: Percentage of residents with an apprenticeship certificate, by age, gender and location, 2006 

Apprenticeship certificate, males 

 

Apprenticeship certificate, females 

 

 

 

Note the substantially different scale of the two charts, a reflection of the different rates at which males 

and females choose the apprenticeship option. In most instances, the local figures are higher than the 

provincial average. It is noteworthy that Clearview leads all communities in their rate of apprenticeship 

certificate holders among 25-44 year olds, both males and females. 
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Chart 9: Percentage of residents with no educational certificate (i.e. no high school diploma), by age, 

gender and location, 2006 

No educational certificate, males 

 

No educational certificate, females 

 

 

 

Looking at the provincial average, over the generations the proportion of individuals with no educational 

certificate falls quite dramatically. However, in terms of benchmarking their performance, it is worth 

noting that males aged 25-44 years of age in all of the municipalities in question have rates of no 
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educational attainment higher than the provincial average, ranging from 15-17% (provincial average is 

11%). Among female residents, only Wasaga Beach (11%) is slightly above the provincial average (9%). 

 

Levels of full-time, full-year work 

 

There is considerable variation in the incidence of full-time full-year work across the study area (full-

time is defined as 30 hours or more a week, and full-year employment is defined as working for at least 

49 weeks in the calendar year). Table 7 presents actual jobs present in each of the locations. 

 

Table 7: Percentage of full-time, full-year work, employed labour force, Ontario and study area, 2006 

 TOTAL Males Females 

Ontario minus Toronto 60 67 53 

Clearview 57 65 49 

Collingwood 57 66 49 

The Blue Mountains 50 60 41 

Wasaga Beach 48 56 41 

 

 

Evidently, both The Blue Mountains and Wasaga Beach exhibit lower proportions of full-time full-year 

work than is found in Clearview and Collingwood, whose proportions are closer to that found in the rest 

of Ontario (minus Toronto). Interestingly, the proportions of full-time full-year work play out differently 

by industry in these communities. 

 

Chart 10 highlights this data by selected industry sectors. In Wasaga Beach, the low level of full-time full-

year work is especially pronounced in the Retail Trade and Food & Accommodation Services industries, 

reflecting the greater seasonality of the tourism sector in that area. In The Blue Mountains the incidence 

of low full-time full-year work is especially noticeable in the Professional, Scientific & Technical Services 

and the Health & Social Assistance sectors, reflecting perhaps a higher proportion of semi-retired 

professionals working part-time. 
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Chart 10: Percentage of full-time, full-year work, employed labour force, select industries, Ontario and 

study area, 2006 

 
 

 

Employment income 

 

Employment income refers to wages and salaries from employment, including farm income, income 

from unincorporated businesses or professional practices. Table 8 lists the percentage of residents over 

15 years of age who recorded employment income in 2005 for each locality, together with the median 

and average income figures. 
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Table 8: Employment income data for residents of study area, 2005 
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% with employment income 72.2% 67.5% 68.9% 72.4% 67.0% 59.8% 

Median income $29,500 $28,675 $20,932 $25,503 $22,018 $24,047 

Average income $38,307 $43,713 $35,718 $32,270 $34,461 $31,190 

 

 

Wasaga Beach has a particularly lower percentage of its resident population (aged 15 years and older) 

who reported employment income in 2005, while Clearview has the highest proportion of the four 

towns under study. All four communities report median and average employment income figures lower 

than those found in Ontario (minus the Toronto numbers). Strikingly, The Blue Mountains has an 

especially large spread between its median and average income numbers, suggesting that the 

employment income figures for those at the higher income end are considerably greater. Toronto 

experiences a somewhat similar phenomenon: its median employment income figure is slightly below 

that for the rest of Ontario, yet its average employment income figure is significantly higher. These 

relationships are illustrated in Chart 11. 

 

Chart 11: Employment income data for residents of study area, 2005 
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Table 8 and Chart 11 represent the data for residents in the four communities. Chart 12 illustrates the 

employment income for actual jobs in the four communities for 2005. 

 

Chart 12: Employment income data for jobs in the study area, 2005 

 
 

 

Chart 12 compares the percentage of jobs by annual income, dividing them into three income ranges. All 

four communities have a higher proportion of jobs7 whose annual employment income was under 

$20,000 in 2005. This is particularly the case for Wasaga Beach, where 41% of jobs fell under $20,000, 

reflecting the higher proportion of jobs that are seasonal and/or part-time (Clearview is not far off at 

35%). At the other end of the scale, all four communities also exhibited a smaller proportion of jobs with 

higher incomes (above $60,000) compared with the figure for Toronto or the rest of Ontario. The Blue 

Mountains had a significant portion of jobs with annual incomes falling between $20,000 and $60,000. 

 

 

 

 

 

 

 

                                                           
7
 These jobs only refer to jobs with a fixed workplace (including at home), but does not include jobs where the 

workplace changes (for example, construction). 
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EMPLOYER SURVEY 

 

The employer survey was carried out between July 6 and August 9, 2011. An electronic survey was 

posted on-line and employers were invited to fill it out. The economic development offices of the four 

municipalities publicized the survey on their websites and through e-mail outreach, as did several other 

interested stakeholders (Georgian College, several employment services agencies and several chambers 

of commerce). In total, 99 surveys were completed. 

 

Distribution of employers by industry 

 

Chart 13 identifies the number of employer respondents, by industry. 

 

Chart 13: Number of employer survey responses, by industry (N=99) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Knowledge industries 

Professional, Scientific & Technical 

Finance & Insurance 

Other Knowledge sectors 

Other 

Real Estate & Rental 

Other Services 

Construction 

Agriculture 

Transportation & Warehousing 

Wholesale Trade 

 

Manufacturing 

Health Care & Social Assistance 

Service sector 

Retail Trade 

Accommodation & Food Services 

Arts, Entertainment & Recreation 



26 | P a g e  

 

 

There was a good distribution of employers by industry. For the purposes of comparison, the industries 

are clustered according to the boxes in Chart xx, creating five clusters: 

• Manufacturing 

• Health care & social assistance 

• Service sector 

• Knowledge industries 

• Other 

 

Distribution of employers by geography 

 

All four municipalities were generally well represented among the employers who responded. 

Collingwood and Clearview closely tied for the largest number of employers responding with The Blue 

Mountains having the smallest number of responses. 

 

Table 9: Distribution of employer responses by geography and industry clusters 
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Clearview 42 17 9 3 5 8 

Collingwood 43 6 16 7 8 6 

The Blue Mountains 15 5 4 1 2 3 

Wasaga Beach 23 10 5 0 3 5 

TOTAL 123 38 34 11 18 22 

 

 

Distribution of employers by age of firm 

 

Generally, well-established firms responded to the survey. It may be that firms that have been in 

business for a longer time are more connected with local networks and would have learned of the 

survey, or perhaps firms with a longer history in the area may feel more vested in participating in a 

survey that contributes to recommendations that may improve the local labour market dynamics. 

 

The age bias of the firms extended across all sectors except for the Services sector (Table 10). This may 

be due to a higher turnover of firms in this sector, resulting in fewer older firms, hence a sample from 

this sector included an equal amount of firms 10 years and older and less than 10 years. 
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Table 10: Distribution of employer responses by number of years has operated in the area 

 

A
LL

 

Se
rv

ic
e

s 

K
n

o
w

le
d

g
e

 

M
a

n
u

fa
ct

u
ri

n
g 

H
e

a
lt

h
 &

 S
o

ci
a

l 

O
th

e
r 

Under 2 years 7 3 2 0 1 1 

2-5 years 13 5 3 1 1 3 

6-10 years 13 9 1 1 0 2 

Over 10 years 66 18 18 9 9 11 

 

 

Dependence on tourism 

 

Employers were asked to what extent their business depended on tourism. For most sectors, the 

dependence was minimal, except for the Services sector and, to some extent, the Other sector. 

 

Table 11: Degree of dependence on tourism 
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Not at all 42 2 17 9 7 7 

Partly 29 9 7 2 3 8 

A great deal 19 17 0 0 1 1 

Completely 8 7 0 0 0 1 

AVERAGE 0.9 1.8 0.3 0.2 0.5 0.8 

0 = Not at all 

1 = Partly 

2 = A great deal 

3 = Completely 

 

By assigning a numerical value to each answer ( 0 = Not at all dependent; 1 = Partly dependent; 2 = A 

great deal dependent; and 4 = Completely dependent), we can tabulate a total score for each category. 

Using this formula, the average Service sector response scored 1.8, very close to 2, which would be “A 

great deal dependent.” The Manufacturing and Knowledge sectors scored close to “Not at all” (0.2 and 

0.3). 
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Breaking down the figures for the Services sector further, one finds the following results: 

• Accommodation & Food Services score 2.5 (halfway between “A great deal” and “Completely”); 

•  Arts, Entertainment & Recreation scores 2.0 (“A great deal”); and 

• Retail Trade scores 1.3 (slightly above “Partly”). 

 

Distribution of employers by size of firm 

 

The survey also captured a wide cross-section of firm by number of employees. There was good 

response from firms in the 0-4, 5-19 and 20-99 employee categories, as well as six firms with over 100 

employees. Table 12 lists the distribution by size and by industry sector. The number of employees 

includes full and part-time workers. 

 

Table 12: Distribution of employer responses by number of employees and by sector 

 Number of employees 

 0-4 5-19 20-99 100+ 

ALL 30 37 24 6 

SERVICES 13 15 6 (1870)(153) 

Retail trade 7 7 2  

Accommodation & Food 2 6 1 1 

Arts, Entertainment & Recreation 4 2 3 1 

KNOWLEDGE 7 7 7 (252) 

Professional, Scientific & Technical 6 2 1  

Finance & Insurance 2 4 2  

Other knowledge sector 1 1 4 1 

OTHER 7 6 3 (200) 

Real Estate & Rental 3 1 1  

Other Services 3 1 1  

Construction  4   

Agriculture   1  

Transportation & Warehousing 1    

Wholesale Trade    1 

MANUFACTURING  3 6 (152)(100) 

HEALTH CARE & SOC ASSIST 3 6 2  

The bracketed numbers in the last column refer to the actual size of those firms with over 100 employees. 
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Employees by work status 

 

While the number of employers responding to the survey numbered only 99, in total these employers 

accounted for over 3700 employees. This represents slightly less than one fifth8 of all the jobs in the 

area under study. 

 

Table 13 offers the actual numbers by work status, broken down by the sectors, and Table 14 provides 

the same data except by percentages. 

 

Table 13: Number of employees by work status and by industry 
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Full-time (30 hrs+) 2445 1297 421 578 76 74 

Part-time (<30 hrs) 1278 1007 154 25 67 25 

Permanent 1786 597 378 497 50 243 

Non-permanent 1740 1611 76 23 14 16 

 

Table 14: Percentage of employees by work status and by industry 
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Full-time (30 hrs+) 66% 56% 73% 96% 53% 75% 

Part-time (<30 hrs) 34% 44% 27% 4% 47% 25% 

Permanent 51% 27% 83% 96% 78% 94% 

Non-permanent 49% 73% 17% 4% 22% 6% 

 

 

The proportion of both part-time and non-permanent employment is particularly pronounced in the 

Service sector, as is part-time employment in the Health & Social Assistance sector. 

 

 

                                                           
8
 The total number of jobs with a fixed workplace was 19,135 in 2006. 
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Employees by skill level 

 

Employers were asked to provide a breakdown of their staffing numbers by the following categories: 

• Entry level (jobs that usually require no more than a high school education, could be performed 

by low skilled and/or inexperienced staff; can include clerical, sales & customer service, labourer 

jobs); 

• Intermediate level  (semi-skilled or skilled, typically filled by employees with 2 years or more job 

experience, or someone with specific training; entry-level manager); 

• Senior level (experienced management, professionals, highly specialized skilled worker). 

 

Table 15 tabulates the number of employees in each category, while Chart 14 illustrates the percentage 

breakdown. 

 

Table 15: Number of employees by skill category and by industry sector 
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Entry-level 2081 1688 22 391 21 31 

Intermediate 1205 581 207 291 74 52 

Senior 477 167 118 101 34 57 

 

 

Chart 14: Percentage of employees by skill category and by industry sector 
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The Service sector stands out with its high proportion of entry-level jobs, while at the opposite end of 

the spectrum, the Knowledge sector stands out for its very low proportion of entry-level jobs. The 

Knowledge, Health & Social Assistance and Other sectors have high proportions of Senior and 

Intermediate occupations, while Manufacturing has a balance, with half of its jobs defined as entry-level 

and the other half a mix of Intermediate and Senior positions. 

 

Educational qualifications for jobs by skill category 

 

Not surprisingly, the prerequisite educational qualifications for a job varied by skill level, increasing as 

one moved up the skills ladder. However, the answers for each category covered a range of 

qualifications, with a slightly different emphasis by industry sector. 

 

Table 16: Educational qualifications for jobs by skill category 
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Entry-level 27% 58%   5% 13% 12%   2%   2% 

Intermediate   7% 34% 21% 49% 36% 15%   1% 

Senior   7% 24% 14% 50% 38% 41% 20% 

Answers do not add up to 100% because respondents were allowed to choose more than one answer. 

Bolded cells highlight larger concentrations of responses. 

 

 

As far as entry-level positions go, the Service sector and Manufacturing  had a noticeably higher 

percentage of answers citing “No certificate” and/or “High school diploma,” while employers whose 

business relied completely on tourism cited “No certificate” or “High school diploma” only. Industries 

that sometimes indicated a higher requirement for entry-level jobs were the Knowledge sector, Health 

Care & Social Assistance, and Real Estate. 

 

For Intermediate jobs, different industries tended to cite a different range of responses: 
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Table 17: Educational qualifications for Intermediate jobs by industry sector 

Education qualification: 

High school diploma or 

Specialized training 

equally 

High school diploma or 

Specialized training 

equally, or Trades 

certificate 

College diploma or 

Specialized training or 

Bachelor’s degree or 

High school diploma 

Specialized training 

Trades certificate or 

College diploma 

Industry citing the qualification: 

Manufacturing 

 

Businesses relying 

completing on tourism 

Services sector Knowledge sector 

 

Health care & social 

assistance 

Other industries 

 

 

Similarly, employers cited a range of qualifications for Senior jobs, depending on the industry sector. 

 

Table 18: Educational qualifications for Senior jobs by industry sector 

Education qualification: 

Bachelor, High 

school diploma or 

College diploma 

College diploma, 

Bachelor’s or 

Specialized 

training 

College diploma or 

Bachelor’s 

Bachelor’s, College 

diploma or 

Master’s or higher 

Specialized 

training 

Industry citing the qualification: 

Manufacturing Businesses relying 

completing on 

tourism 

Knowledge sector Health care & 

social assistance 

Services sector 

 

 

Experience qualifications for jobs by skill category 

 

In a similar fashion, employers distinguished the experience requirements for different skill levels. 

 

Table 19: Experience qualifications for jobs by skill category 

  

No experience 

 

2-4 years’ experience 

5 or more years’ 

experience 

Entry-level 67% 36% 6% 

Intermediate 9% 83% 18% 

Senior 6% 19% 83% 

Bolded cells highlight larger concentrations of responses. 
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The only significant outliers related to the experience qualifications of some industries expected of 

entry-level job candidates, where employers sought 2-4 years’ experience even for entry-level job 

candidates: 

• Knowledge sector – 58% desired 2-4 years’ experience; 

• Health care & social assistance – 50%; and 

• Manufacturing – 36%. 

 

Hiring intentions next three to six months 

 

Employers were asked regarding their hiring intentions over the coming three to six months (the survey 

was administered between July 6 and August 9, 2011). In order to tabulate the responses, a numerical 

value was assigned to each answer, as follows: 

-2 = Much less than usual 

-1 = Somewhat less than usual 

 0 = About the same 

+1 = A little more than usual 

+2 = Much more than usual 

 

Table 20 summaries the weighted response, for all employers and by industry sector. 

 

Table 20: Hiring intentions next three to six months 
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Entry-level -0.44 -0.32 -0.80 -0.36 -0.60 -0.36 -0.50 

Intermediate -0.28 -0.10 -0.43 -0.10 -0.75 -0.30 -0.75 

Senior -0.14 -0.13 -0.13 -0.11 -0.67 -0.67 -0.75 

 

 

In all instances, the average responses for all industries and for each category of job was negative 

(below “About the same” but higher than “Somewhat less than usual”). It is noteworthy that these 

responses were registered before news on the economic front turned much more negative during the 

summer months of 2011. It illustrates how employers’ concerns about uncertainty in the economy 

reduce the intention to hire. 

 

What is also noteworthy are the shades of difference: firstly, hiring intentions are more negative for 

entry-level jobs, and diminish slightly as one moves to Intermediate and Senior level jobs. Secondly, the 
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two more pessimistic sectors were Health & Social Assistance and those businesses relying completely 

on tourism. This appears like an odd two-some: certainly the tourism sector relies far more on 

discretionary spending, and so would be more affected by a downturn in the economy, whereas Health 

& Social Assistance is more reliant on government funding, where there has been need to rein in public 

expenditures. 

 

Hiring intentions three years from now 

 

The same calculation was applied to the responses regarding hiring intentions for three years from now, 

with the results displayed in Table 21. 

 

Table 21: Hiring intentions three years from now 
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Entry-level 0.19 0.36 -0.08 0.30 0.00 0.18 0.20 

Intermediate 0.41 0.57 0.57 0.50 -0.13 0.38 0.20 

Senior 0.35 0.23 0.56 0.40 -0.14 0.54 0.00 

 

 

The longer-term view is much more optimistic, except for Health Care & Social Assistance. Of course, 

such a question is hardly scientific, reflecting more a mood, as who can know what might happen three 

years from now. This was apparent from the number of “Don’t Know” responses: 30% of employers 

replied they didn’t know what their hiring intentions would be three years from now, compared to only 

16% who didn’t know their hiring intentions for the next three to six months. 

 

It is nevertheless noteworthy that the least positive sentiment was expressed regarding Entry-level 

hiring, while Intermediate and Senior level positions were almost evenly matched for hiring intentions. 

 

Pace of retirements 

 

Employers were asked whether they expected a higher number of workers than usual retiring in the 

next five years. Slightly over a quarter (27%) expected higher numbers of workers retiring in the next 

five years, however the differences by sector were substantial (see Chart 15). Among manufacturing 

employers, almost half (46%) expect retirements to increase, while employers of establishments that 

rely completely on tourism did not expect retirement to increase. 
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Chart 15: Percentage of employers who expect a higher number of workers retiring in the next five 

years, by industry sector 

 
 

 

Expectations about retirements also varied according to how long an organization had been in business. 

For those firms that have been in business less than two years, none expected the rate of retirements to 

increase (Table 22). 

 

Table 22: Percentage of employers who expect a higher number of workers retiring in the next five 

years, by age of organization 

Years operating in this area Under 2 

years 

2-5 years 6-10 years Over 10 

years 

Yes 0% 23% 17% 32% 

No 100% 62% 67% 54% 

Don’t know 0% 15% 17% 14% 

 

 

Degree of difficulty in finding qualified job applicants 

 

Employers were asked to rate the degree of difficulty in finding qualified job candidates for the three job 

skill levels: Entry-level, Intermediate and Senior positions. As with other ranking questions, a numerical 

value was assigned to each response, as follows: 

0 = Not challenging at all 

1 = Somewhat challenging 

2 = Very challenging 
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Table 23 provides the percentage answers for the question, including the weighted response for each 

skill level, and Chart 16 illustrates the weighted responses along a scale. 

 

Table 23: Degree of difficulty in finding qualified job candidates by skill level 
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Entry-level 32% 41% 27% 0.95 

Intermediate   9% 46% 45% 1.35 

Senior   6% 25% 69% 1.63 

 

 

Chart 16: Degree of difficulty in finding qualified job candidates by skill level 

 
 

 

Table 24 provides the responses by industry sector. Overall, industries completely reliant on tourism 

encounter slighter fewer challenges finding qualified applicants across all skill levels. Otherwise, all other 

industries have more challenges finding qualified candidates as skill levels increase and all cite an equal 

amount of difficulty finding senior level staff. In the category of Other Industries there is a slightly lower 

level of difficulty finding Intermediate staff. With regards to Entry-level staff, Services indicate they have 

slightly more difficulty, while the Knowledge sector and Health Care & Social Assistance have slightly less 

difficulty, compared to the average. 
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Table 24: Degree of difficulty in finding qualified job candidates by skill level and by industry sector 
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Entry-level 0.93 1.18 0.75 0.91 0.75 0.91 0.83 

Intermediate 1.35 1.38 1.41 1.36 1.38 1.18 1.00 

Senior 1.64 1.59 1.63 1.70 1.67 1.60 1.40 

 

 

Respondents were further asked an open-ended question: what is their greatest challenge in recruiting 

new workers? 82 employers entered replies. A number of common themes or phrases characterized the 

responses: 

 

Table 25: Greatest challenge in recruiting new workers 

Theme or phrase Number of mentions 

The right qualifications or credentials 22 

Skilled worker or a specific skill 18 

Experienced 16 

Dependable/committed/hard worker 12 

Interested/motivated 9 

The disincentive of low wages 8 

 

 

The issues cited varied by sector: 

 

Table 26: Greatest recruitment challenges, by sector 

Knowledge Education and skills, but typically also cite experience, and/or some other 

generic skill, such as problem-solving, customer service, public relations. 

Manufacturing Mention a particular certificate (tradesperson, engineer), experience; “fit” or 

commitment to longer-term. 

Services Motivated, committed/dependable, people who want to work, dealing with 

seasonality and/or flexible schedules; acknowledge that wages are low. 

Health Care & Social Cite specific experience/skill (e.g. caring for elderly), problem finding people 

with relevant college/university education. 

Other Finding people who are committed to the job; skilled trades or specific 

skill/certificate. 
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Skills lacking in current workforce 

 

In addition to questions about recruiting job candidates, employers were also asked about training 

practices and training needs. When asked to identify skills lacking within their current workforce, only 

half of the employers answered this question, which may suggest only a limited number were 

dissatisfied with the skill level of their current workforce, as all other questions in the survey were 

answered by most respondents. 

 

Among those who did answer this question, the skill gaps varied by skill level, as is apparent from Table 

27. 

 

Table 27: Number of employers citing a specific skill lack among current employees, by skill level 
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Basic Skills (reading, writing, math and/or English 

proficiency) 

12 6 1 

Employability Skills (punctuality and attendance, positive 

work habits, ability to accept supervision) 

27 6 1 

Workplace Skills (teamwork, interpersonal and 

organizational skills, taking the initiative, adaptability, 

conflict resolution) 

17 20 4 

Employer/Industry Specific Skills (skills specific to your 

industry or organization, including computer skills, 

technical knowledge and/or certification) 

14 19 5 

Managerial Skills (includes supervisory and decision-

making skills) 

11 23 9 

Bolded cells highlight a larger number of employer responses. 

 

While the employability skills of entry-level workers were a concern for many employers, several skills 

issues were present among Intermediate employees, for a considerable number of employers, including 

important soft skills (teamwork, conflict resolution), industry specific skills and managerial skills. 

 

 

 



39 | P a g e  

 

Reasons for engaging in training 

 

The most common reason for engaging in training is for health and safety purposes. This is not 

surprising, as in many cases this is a mandatory requirement for many jobs. Chart 17 lists the number of 

employers citing a specific reason for the training being offered in their organization. 

 

Chart 17: Number of employers citing a specific reason for training 

 
 

 

There is almost no difference in the attention paid to Career Development or Succession Planning 

between firms that expect a higher rate of retirement in the next five years and those that don’t. Among 

those expecting a higher rate of retirement, 16% indicated that they invested in training for succession 

purposes, while among those that did not expect retirements to increase in the next while, 14% invested 

in succession training. 

 

Method for employee training 

 

By far, the most common way in which training delivered is via a supervisor or a co-worker. 86% of 

employers cited this method, with the next largest response receiving less than half that amount (39% 

citing attendance at a course or training program). Chart 18 illustrates the number of employers citing 

each method. 
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Chart 18: Method for employee training (number of responses) 

 
 

 

Training resources relied upon 

 

The four most prominent resources relied upon for training were an industry association, a consultant or 

private trainer, a public education institution or on-line courses. 

 

Chart 19: Training resources relied upon (number of responses) 

 
* High school, community college or university 
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Expectations regarding future training 

 

While almost no employers expect the level of training to decrease over the next three years, most 

expect it to stay the same, except for employers in the manufacturing sector, where a considerable 

majority expect the level of training to increase. 

 

Table 28: Investment in training three years from now 
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Will decrease 2% 3% 0% 0% 11% 0% 0% 

Will stay the same 56% 67% 55% 27% 57% 62% 67% 

Will increase 41% 30% 45% 73% 33% 38% 33% 

 

 

Reasons why training may not increase 

 

When employers were asked what is the most common reason why their investment (time or money) in 

training may not increase, by far the most common reason mentioned was cost. But several other 

reasons also were cited: finding suitable training, being certain there was a suitable return on their 

investment, and turnover of staff. On the other hand, few employers felt that identifying specific 

training needs was a major barrier. 

 

Chart 20: Reasons why investment in training may not increase 

 



42 | P a g e  

 

Training outside the region 

 

Employers were asked whether they sent employees outside the region (The Blue Mountains, 

Collingwood, Wasaga Beach, and Clearview) for training. 48% answered yes, 52% answered no, 

essentially a 50-50 split. 

 

Employees were sent outside the immediate region to receive the following kinds of training: 

 

Table 29: Number of employers sending employees outside the region, by type of training 

Technical training/specific skill 21 

Health & safety 12 

Industry or product specific 9 

Sales & marketing 5 

IT/computers 4 

Management/people skills 4 

Post-secondary course 2 

 

 

In most cases employees were sent to either Toronto or Barrie: 

 

Table 30: Number of employers sending employees outside the region, by destination 

Toronto 20 

Barrie 14 

Greater Toronto Area 7 

Kitchener-Waterloo 4 

Other Ontario locations (Burlington, Hamilton, Midland, Ottawa, Sudbury) 6 

United States 3 

Other (industry events, supplier, Vancouver, Mexico) 6 

 

 

Strategies used to recruit employees: frequency of use and satisfaction 

 

Employers were asked to choose from a list of strategies which ones they used and how often, as well as 

rate their level of satisfaction with each strategy. To compare the responses, a numerical value was 

attached to each possible answer, as follows: 

 

“Frequency of use” answers were assigned the following values:  Always  = 4 

Sometimes = 2 

Rarely  = 1 

Never  = 0 
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“Satisfaction of use” answers were assigned the following values: Very satisfied = 2 

Satisfied = 1 

Not satisfied: = -1 

 

Table 31 tabulates the average value for all the responses. 

 

Table 31: Employment recruitment strategies – frequency of use and level of satisfaction 

Frequency of use Satisfaction 

Most frequent strategies  Highest satisfaction  

Word of mouth 2.60 Word of mouth 1.24 

Electronic postings 2.30 Employee recommendations 1.20 

Employee recommendations 2.15 Internal postings 1.03 

Internal postings 2.04 Less satisfied 

Newspaper advertisements 2.02 Electronic postings 0.76 

Walk-ins or inquiries 1.85 Social media 0.67 

Less frequent strategies Walk-ins or inquiries 0.58 

Non-profit community agencies 1.05 Non-profit community agencies 0.56 

Private recruitment or temp agencies 0.98 Newspaper advertisements 0.34 

Least frequent strategies Least satisfied 

Social media 0.58 Private recruitment or temp agencies 0.05 

Job fairs 0.44 Job fairs -0.25 

 

 

Six strategies fall into the most frequently used category, and of those, three are also the ones with the 

highest satisfaction rating, namely: 

• Word of mouth 

• Employee recommendations 

• Internal posting 

 

Electronic postings, newspaper advertisements and walk-ins are also common strategies, but as 

strategies garner less satisfaction. 

 

At the other end of the frequency of use spectrum, job fairs are used infrequently and are the only 

strategy that accumulated a negative satisfaction rating, although private temp agencies were very close 

to zero. Social media is hardly used, but among those who take this approach there is an average level of 

satisfaction. 
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Overall views on workforce issues 

 

Finally, employers were asked to express their level of agreement with a set of statements relating to 

workforce development issues. Table 32 lists the questions and the answers by percentage of 

respondents. 

 

Table 32: Level of agreement with specific statements on workforce development 

 Strongly 

disagree 
Disagree Neutral Agree 

Strongly 

Agree 
Score 

When a workforce issue or challenge 

arises, I can usually figure out a way 

to deal with it on my own. 

1% 9% 15% 59% 16% 50 

When a workforce issue arises, I 

know of resources I can turn to in 

order to address it. 

0% 12% 27% 49% 12% 45 

I know there are workforce issues I 

need to address, but I do not have 

the time to sort out what to do. 

12% 51% 17% 13% 7% -36 

When it comes to addressing 

workforce issues, I get the sense 

there are resources out there, but I 

do not know where or how to access 

them. 

11% 28% 32% 24% 5% -11 

Workforce issues are a small part of 

what I worry about as far as my 

organization is concerned. 

15% 25% 16% 27% 17% 5 

 

 

In addition to displaying the distribution of answers for any given question, a score is also calculated, 

based on the following calculation: 

Strongly disagree = -2 

Disagree  = -1 

Neutral   =   0 

Agree   =   1 

Strongly agree  =   2 

 

A high number, either negative or positive, indicates there is a higher clustering of responses at one of 

the ends of the answer spectrum, either agreeing or disagreeing. That is, the statement reflects the 

views of most employers. As can be seen from Table 32, the three first statements have high levels of 
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consensus, with the first two statements eliciting fairly broad agreement, and the third statement 

provoking large disagreement. 

 

A score closer to zero indicates that there is a roughly even balance between respondents who agree 

and those who disagree, and what becomes interesting is to see in what other ways these employers 

differ. 

 

For the statement 

 

“Workforce issues are a small part of what I worry about as far as my organization is 

concerned,” 

 

there were certain characteristics that defined employers who agreed or disagreed with this statement. 

 

Asking employers whether they expected an increasing number of employees retiring in the coming five 

years highlighted very divergent views on workforce concerns: 

 

Expectations about retirements Score Interpretation 

Employers who do not expect an increase in 

retirements in the next 5 years 

18 That is, higher level of agreement, 

they don’t worry about workforce 

issues. 

Employers who expect an increase in retirements in 

next 5 years 

-23 That is, higher level of disagreement, 

they do worry about workforce 

issues. 

 

 

Similarly, there were sharp differences between employers who sent staff outside the local area for 

training and those who did not: 

 

Sending outside for training Score Interpretation 

Employers who did not send employees outside 

the local area for training 

17 That is, higher level of agreement, 

they don’t worry about workforce 

issues. 

Employers who sent employees outside the local 

area for training 

-13 That is, higher level of disagreement, 

they do worry about workforce 

issues. 

 

 

It stands to reason that employers who have a higher expectation that more of their employees will be 

retiring in the near future will be more likely to have workforce concerns on their minds and so would 
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disagree with the statement that workforce issues make up a small part of their worries as an employer. 

Similarly, employers who are going to the trouble of sending their employees for training outside the 

local area are also more likely going to be giving thought to workforce issues. 
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ANALYSIS AND RECOMMENDATIONS 

 

Context 

 

In addition to assembling demographic and labour market data via Statistics Canada and conducting an 

employer survey, this study also relied upon qualitative insights, gathered primarily through interviews 

and stakeholder forums, as well as through the review of local documentation and broader Internet 

research. 

 

Twenty individuals were interviewed, representing a cross-section of perspectives, including the 

economic development offices of each of the four municipalities, employment service providers, 

educators (high school and community college) as well as a mix of employers from several important 

industries (manufacturing, tourism, health care and knowledge sector firms). As well, several group 

sessions, one with a collection of manufacturing employers and two meetings with the Collingwood 

District Personnel Association,9 where data was presented and broader labour force themes were 

discussed. 

 

These insights gained from these interviews and group meetings are not being offered as separate 

findings, but instead are woven into the background for several of the recommendations. 

 

The recommendations themselves are presented in two streams: firstly, two broad themes are 

proposed to offer an overall approach toward labour market issues for this local area. Secondly, specific 

topics are then addressed, some of which connect to the broad themes (for example, career ladders), 

while others are items that arose regularly during the course of interviews and group discussions (for 

example, the issue of the trailing spouse). 

 

Two broad themes 

 

These themes are highlighted as a general orientation, an appreciation of what should underpin a labour 

market strategy for the South Georgian Bay area. One is a proposed focus, the what of a labour market 

plan, and the other the proposed process, the how. 

 

Theme One: Focus on middle jobs 

 

These days much discussion about jobs highlights the surging knowledge sector, those occupations that 

require a post-secondary education. While this is an important source of quality jobs, the presence of 

                                                           
9
 This is a collection of human resources professionals and employment services providers who meet regularly to 

exchange information and discuss common human resource issues affecting employers in and around 

Collingwood. 
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and prospects for knowledge jobs varies by location. Indeed, knowledge jobs are the predominant 

driving force of the Toronto economy, as well as several other major Ontario urban centres. But 

throughout many other localities in Ontario, knowledge jobs have not assumed this role yet and may not 

for some time. 

 

Indeed, the South Georgian Bay area has historically been a major manufacturing centre, as well as a 

region where other blue collar occupations have played a larger role. In addition, tourism is an 

important local industry, supporting employment in the food, accommodation, recreation and retail 

sectors. 

 

This is reflected in the data section: the study area has among males a higher proportion of entry-level 

and middle sector jobs in the working category (that is, manufacturing, construction, transportation, 

equipment operators) compared to the rest of Ontario (minus Toronto), while among females there is a 

slightly higher proportion of middle service jobs and more entry-level service jobs. 

 

Related to this is the profile of educational attainment in this area. Compared to the rest of Ontario, the 

study area has a lower proportion of residents with a university degree (The Blue Mountains figures are 

higher on account of their retirement population). Among 25-44 year olds, all population groups (each 

municipality, male and female) has a lower proportion of individuals with a bachelor’s degree or higher 

compared to the Ontario minus Toronto average, except for females in The Blue Mountains. More 

problematic are the proportions of residents 25-44 years of age without a high school diploma. This 

applies to all males across the four municipalities and is pronounced among females living in Wasaga 

Beach. 

 

On the other hand, residents in the area score well as far as graduation from college is concerned, and 

even more so with regards to apprenticeship completions. This latter point is significant: the lack of 

skilled tradespeople is a common refrain one hears from employers and much government effort is 

being placed into attracting more young people into the trades. Studies show that by far the most 

common factor that influences a person’s interest in the trades is exposure to tradespeople, typically 

through a family member or friend in the trades, or through a teacher or counsellor.10 The presence of a 

larger proportion of residents with apprenticeship certificates bodes well for the future recruitment of 

young residents into these skilled trades. 

 

Common middle jobs such as construction managers, clerical supervisors, loan officers, real estate 

agents, tool and die makers, construction millwrights and crane operators all earned average salaries of 

over $50,000 per year in 2005 in Simcoe County (full-time, full-year work). The attraction of these 

                                                           
10

 Statistics Canada, National Apprenticeship Survey: Ontario Overview Report 2007, by Marinka Manard, Cindy 

Chan and Merv Walker, Catalogue No. 81-598-X No. 004, p. 18. 
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middle-skilled jobs has garnered much attention in the United States, where broad strategies have been 

developed to enhance access to, and employment in, jobs in this range of occupations.11 

 

The South Georgian Bay area has a history and a culture of middle skill occupations which is also 

reflected in its pattern of educational attainment. This is not to say that the knowledge economy can or 

should be ignored. But the character of this area suggests that a more realistic approach is to build up 

the quantity and quality of middle jobs that in the past contributed to a strong middle class in this area. 

 

 In terms of local opportunity and local strengths, the primary focus should be on promoting quality 

middle jobs, those jobs that depend on vocational skills, typically acquiring through apprenticeships, 

college programs and work experience. These are middle income jobs and skilled tradespeople, 

technicians and technologists are an important part of any economy, including an innovative economy, 

where a skilled workforce is essential to the diffusion of new technologies and new work processes. 

 

In this regard, attention also needs to be paid to the high levels of those without a high school diploma. 

For current and future high school students, the point needs to be emphasized that dropping out of 

school is the surest path toward lifelong precarious employment and low wage work. The alternative 

need not be striving for a university education, but rather the opportunities that are present through 

apprenticeship and college programs and training. 

 

Theme Two: Focus on networks 

 

Labour market interventions traditionally focus on matching unemployed individuals to job 

opportunities, sometimes adding some training into the mix to align residents’ skills to where employers 

cite skills shortages. Certainly there is room for improvement when it comes to employers knowing 

about resources that might be available to help them either recruit or train their workers.12 

 

But in current times, Employment Services and training bodies need to partner with employers to 

respond to local needs. As well, employers in the same industry sector often have common workforce 

challenges which can better be addressed through initiatives that benefit from economies of scale. 

 

But to put in place such responsive services requires strong connections with employers, good 

intelligence about their needs and the effective alignment of different players. To reach such a level of 

                                                           
11

 Harry Holzer and Robert Lerman, America’s Forgotten Middle-Skill Jobs: Education and Training Requirements in 

the Next Decade and Beyond, The Workforce Alliance, 2007; also the broader middle-skills strategy called 

Skills2Compete: <http://www.nationalskillscoalition.org/the-issues/skills2compete.html>. 
12

 For example, as our employer survey showed, the second most common reason that employers cited for why 

training may not increase at their firm was because they could not find suitable training. Similarly, when it came to 

recruitment, non-profit employment services were a less frequently used strategy and the satisfaction rate with 

such services was slightly below average. 
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insight, coordination and responsiveness requires active and dependable networks, where employers 

can articulate their needs and the various service providers (employment agencies, training bodies) can 

understand in greater detail what is needed. 

 

What is being suggested here is similar to the cluster strategy approach and indeed is a variation of it. 

Cluster strategy proposes promoting industry sectors which are locally concentrated by linking up 

companies, suppliers, support services and related institutions (research institutes and training bodies) 

to identify and act on shared advantages. Workforce development can and should be part of such a 

strategy, ensuring that workforce skills and local learning strategies support local economic 

development initiatives. 

 

Such networks cannot spring into operation overnight. They require nurturing and development, for it 

takes time for trust to emerge, where individual firms can share their view about common business 

challenges and where collective solutions can begin to take shape. In some cases, these networks 

already exist in a relatively formal way (for example, the Collingwood District Personnel Association) or 

are forming (the Collingwood Economic Development Office had sponsored a series of luncheon 

meetings with local manufacturers). These gatherings, part business and part social, are the launching 

pads for more active and formalized networks that can support concrete projects and eventually full-

blown strategies. 

 

Specific topics 

 

This next section focuses on subjects that merit particular attention as part of a labour force strategy for 

the South Georgian Bay area. Some of these involve industry sectors (manufacturing, tourism, health 

care); some highlight notable challenges affecting the labour market (transportation barriers; the added 

difficulty of recruiting senior personnel posed by the trailing spouse); and some require special mention 

of key local players (Georgian College; County of Simcoe Ontario Works). 

 

1) Manufacturing sector 

 

In recent years the manufacturing sector has attracted largely pessimistic press. The rise of the Canadian 

dollar starting in late 2003 and early 2004 cut into Canadian manufacturing exports, leading to the 

current wave of manufacturing employment losses which only accelerated with the beginning of the 

recession in late 2008. 

 

Even though manufacturing makes up a smaller proportion of Ontario’s GDP and labour force, its 

significance as an industry cannot be overstated. Consider the following facts: 

• The manufacturing industry makes up two-thirds of Canada’s goods and services exports; 

• 70% of business research and development is in relation to manufacturing; 
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• 85% of all new technologies brought to market are a consequence of the manufacturing 

industry; 

• Manufacturing pays 30% of all business taxes in Canada; 

• Every $1 spent in manufacturing generates $3 in other economic activity.13 

 

The manufacturing sector continues to be a strong economic force in the local area. Indeed, those firms 

that weathered the 2008 recession appear more optimistic about future hiring than most other local 

sectors.14 As well, this sector places a high premium on training, knowing that they have to constantly 

innovate and adapt in order to stay competitive. 

 

Thus, the manufacturing industry is unlikely to wither away any time soon. It will not be the 

employment powerhouse it has been, but it will still make up a significant portion of the workforce. 

While the workforce will be smaller than in the past, it will need to be highly skilled. The manufacturing 

sector needs support in recruiting new workers, particularly intermediate level skilled workers, the 

technologists, technicians and skilled tradespeople so necessary to the sector’s success. 

 

These circumstances pose challenges, but also opportunities. 

 

Four recommendations: 

i. Formalize a manufacturers’ network: The current informal luncheon network that has 

met periodically under the initiative of the Collingwood Economic Development office 

should be formalized as a regular group that meets to discuss common challenges that 

local manufacturers face; it should develop a formal workplan which would include 

presentation topics for future meetings as well as identification of areas for discussion 

and deliberation about potential common projects; 

ii. Give the network a regional scope: Such a network should include a broader geography, 

to ensure that any proposed initiatives can benefit from economies of scale; such a 

network should also include other stakeholders, for example, Georgian College; 

iii. Manufacturers’ Network should focus on recruitment, hiring and training challenges: In 

particular, this group should focus on common workforce issues, including recruitment, 

hiring and training (including facilitating more apprenticeships);15 

iv. Outreach to high school students: A more sophisticated effort needs to be undertaken 

to make high school students aware of the career opportunities that exist in the 

                                                           
13

 Canadian Manufacturers and Exporters, Roadmap to Recovery: Charting a Course for Economic Renewal, 2010, 

pp. 11-12. 
14

 In part this may be because manufacturing employers expect more of their workers to be retiring in the next five 

years than employers in other sectors, according to the employer survey. 
15

 Some examples of local networks of manufacturers: The Manufacturing Innovation Network in Waterloo Region 

< http://www.waterloomin.com/>; Golden Horseshoe Manufacturing Network, covering the regions of Niagara, 

Hamilton and Halton < http://www.ghmn.org/>. 
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manufacturing sector, in particular profiling careers in higher skilled technology-related 

jobs. 

 

This latter recommendation is a good example of the kind of collective initiative that would be unlikely 

to happen as a result of the efforts of manufacturers working separately. It may also be a good project 

to start on, because it addresses an on-going concern of manufacturers (“we cannot get younger people 

interested in our industry”), it requires a longer-term solution (generating interest early on in the 

possibilities of a career in manufacturing) and it does not compromise any one company’s competitive 

position (such as when a company may decide to train a worker who then gets poached by a 

competitor). 

 

The issues expressed by local manufacturers are echoed by manufacturers elsewhere. The challenge is 

explained in the following report: 

 

The changing nature of work, and the ensuing need for improved workforce skills, has become a 

focal point for companies as they plan for their future results. When asked which factors would help 

improve their businesses the most over the next five years, a highly skilled and flexible workforce 

topped the list for manufacturers, ranking ahead of product innovation, increasing market share, 

low-cost producer status, and even supply chain integration with suppliers, among other factors. In 

an era when many companies have spent significant time and resources to streamline operations 

and improve innovation and customer service, this result highlights the effort that should be 

considered by most manufacturers to combat the expected severity and impact of future skills gaps. 

 

This may be an area of concern to manufacturers since retaining, hiring, and developing that skilled 

workforce will likely be difficult in the face of aging demographics. As more and more older and 

experienced employees retire, finding younger talent to replace them has become increasingly 

difficult, exacerbating the talent crunch.16 

 

These common concerns in countries and states with a heavy reliance on manufacturing have led to 

innovative programs to attract youth to careers. The Manufacturing Institute has created a website 

entitled “Make It” that offers a range of high profile education and awareness raising activities aimed at 

introducing teenagers to manufacturing and dispelling the many myths that contribute to a negative 

public image of the sector.17 In the United States, numerous regional and state-level programs have 

been introduced. For example, a manufacturing outreach campaign in western Pennsylvania hosts a 

website for students, parents, school counsellors and job seekers, offering videos and plant tours and 

listing training and educational resources.18 

                                                           
16

 Deloitte and The Manufacturing Institute, Boiling Point? The skills gap in U.S. manufacturing, 2011, p. 9. 
17

 See < http://www.makeit.org.uk/home/>. 
18

 See <http://www.industryneedsyou.com/index.htm>. 
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The point is there are numerous examples from other jurisdictions that could suggest a program for 

manufacturers in the South Georgian Bay area.19 

 

2) Tourism 

 

The local tourism industry, as is the case for tourism in most jurisdictions, relies heavily on youth 

employees and part-time and/or seasonal employment. This poses challenges when it comes to 

recruiting and retaining staff, as employment is intermittent, often involving evening and weekend 

work, and the pay scale is usually lower end. With wage incentives a constrained tool, employers need 

to rely on more effective human resources strategies to satisfy their workforce challenges. 

 

These human resources strategies can encompass several approaches: 

• Employee engagement: This term refers to the degree to which an employee feels invested in 

his or her work. The view is that an engaged worker is more likely to feel motivated to deliver 

services in a manner that is not only professional but also genuine. Employers can achieve this 

state of engagement through a number of managerial strategies, some of which may be obvious 

and some of which need to be consciously cultivated; 

• Career opportunities: While many tourism jobs entail basic entry-level work, there are careers 

to be had in the tourism sector; what these careers may be or how to attain them may not be 

obvious, either to high school students making choices about future studies or to employees 

currently working in the industry; more can be done to publicize these opportunities and 

pathways; 

• Career advancement: Progression in a career does not only have to rely on chance; more often 

these days industries are looking to make these career pathways evident and to structure 

workplace-related training to assist incumbent workers to acquire skills and experience that 

allow them to climb career ladders. The prospect of future career possibilities may increase the 

attraction of certain entry-level tourism occupations. 

 

As noted earlier, devising and implementing strategies often requires networks of engaged 

stakeholders. In this instance, partly as a result of interactions stimulated by this study, the appropriate 

networks for this work may be on the verge of taking shape. Starting in 2010, the provincial government 

has promoted the establishment of Regional Tourism Organizations (RTOs)20 to act as local coordinating 

bodies to enhance and grow each region’s tourism products and marketing activities. In addition, the 

                                                           
19

 More elaborate projects may require funding, which may require approaching the Ontario Ministry of Training, 

Colleges and Universities or the Federal Economic Development Agency for Southern Ontario (FedDev Ontario), 

which has, among other programs, a Youth STEM Initiative, which supports programs that encourage youth from 

kindergarten to grade 12 to pursue an education and career in science, technology, engineering and mathematics 

(STEM). 
20

 To find out more about RTOs, please visit the relevant page of the website for the Ministry of Tourism and 

Culture < http://www.mtc.gov.on.ca/en/regions/regions.shtml>. 



54 | P a g e  

 

province has had for some time now a network of workforce development boards, non-profit 

organizations that aim to address labour market issues at a local level.21 

 

Each of these bodies has an interest in the dynamics of the tourism labour market: for RTOs, to 

contribute to a better tourism product and for workforce development boards, to see better labour 

market outcomes for residents and for local employers. Several RTOs and workforce development 

boards in the central region of Ontario (whose boundaries include the study area of this report) are 

scheduled to meet in late 2011 to discuss their overlapping interests and to explore opportunities to 

collaborate on workforce development issues for their 2012/13 work plans. The stakeholders interested 

in these issues should stay abreast of developments in this field by keeping in touch with RTO722 and the 

Simcoe Muskoka Workforce Development Board.23 

 

3) Health care sector 

 

The health care sector will continue to grow, driven by demographics – an aging population requires 

more health care. Related to this is the retirement industry, which is a prominent and growing subsector 

in the local area. These circumstances will fuel continuing demand for personal support workers and 

nursing personnel, as well as related occupations in the patient care and health administration fields. 

 

Meanwhile, several occupations in the health care field have somewhat larger numbers of older workers 

compared to other occupations (for example, among head nurses, registered nurses and personal 

support workers), whose looming retirement numbers will increase the demand for new workers. At the 

same time, the demographic pressures are experienced throughout the province, meaning it is unlikely 

that workers can be easily attracted from elsewhere.24 

 

There was some tentative interest during the interviews with local health sector employers to explore 

the feasibility of a health sector career ladder program, one that might support working individuals to 

acquire education, training and experience to advance to higher level positions (e.g. from personal 

support worker to registered practical nurse, or a health administration pathway). The natural network 

for investigating such an approach would be the area’s Local Health Integration Network (LHIN), which 

for most of the study area is the North Simcoe Muskoka LHIN. As in the case of the tourism sector, this 

could involve a natural partnership with the Simcoe Muskoka Workforce Development Board. 

 

 

                                                           
21

 To find out more about workforce development boards, please visit their provincial website: 

<http://www.workforceplanningontario.ca/>. 
22

 <www.rto7.ca>. 
23

 < http://www.labourtrends.ca/>. 
24

 Indeed, the redevelopment of the Royal Victoria Hospital in Barrie can only add to the competition for attracting 

patient care staff. 
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4) Career ladder strategies 

 

Reference has been made several times in this report to career advancement and career ladders. This 

section provides further explanation and illustration of what these terms mean and how they might 

operate in practice. 

 

A career ladder normally refers to the opportunity to advance along a path of progressively higher-

ranked jobs, in terms of skill level, remuneration and/or responsibility. A career ladder program in one 

that creates an intentional series of connected education and training steps, together with support 

services, which allows individuals to access employment, and then allows workers (both new and 

incumbent) to advance over time to successively higher levels of education and employment. 

 

Thus, a career ladder program aims: 

• To make advancement opportunities: 

o Clear, so that target participants can “see” the career pathways and what it will 

take to progress; 

o Explicit, not a hit-or-miss possibility but a deliberate probability; 

o Accessible, available and useable by individuals otherwise less likely to access 

employment or advance; 

• To lever change among employers toward: 

o Increased commitment to training; 

o Greater support for career mobility; 

o Possibly restructuring or redefining occupations and/or tiers within an occupation; 

• To facilitate lifelong learning (cannot rely only on the efforts of individual employees or the 

foresight of enlightened employers); 

• To link up fragmented resources and opportunities in a strategic way to support career 

advancement. 

On the following three pages are illustrations of career progressions and/or ladders. The first is from a 

feasibility study carried out by George Brown College, focusing on career ladders in the health sector 

(both patient care and health care administration pathways). The project involved a diverse advisory 

committee, consisting of hospitals, long-term care residential facilities, home care providers, health 

sector unions, governments and community-based employment service providers. 

 

The second lays out the multitude of occupations that exist in the hospitality sector and suggest the 

likely pathways that lead to progressively more senior positions. The third chart offers a simplified 

version of the hospitality pathways, citing some more common occupations and identifying the levels of 

education or training that are most likely associated with each level of work. 
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Chart 21: One part of the proposed program design for the Health Sector Career Ladder Project led by George Brown College in downtown 

Toronto 
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Chart 22: Illustration of career progression in the hospitality sector (from San Diego Workforce Partnership) 
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Chart 23: A simplified illustration of a career ladder progression in the hospitality sector 
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Career ladder programs typically have several common features, as follows: 

• “Road maps” showing connections between jobs and training, and how each piece of training or 

education qualifies an individual for a specific job; 

• Pre-employment programs matching entry-level skill needs, so that individuals from the start 

are prepared for jobs that have been identified and so that the preparation is informed by the 

requirements of that occupation;  

• “Bridge programs” for educationally disadvantaged – real advancement will depend on 

acquiring college-level education, either through certificate or diploma programs; in order to 

qualify for entry into college, individuals will require preparatory programs, both relating to 

content and educational prerequisites, as well as acquiring or re-acquiring the habits of 

schooling; 

• Access to education and training while working, involving learning-friendly workplaces (time off 

for training programs) and work-friendly education (schooling delivered at a time, place and 

manner convenient for people who are working); 

• Base training on next level job requirements, so that there is a natural progression and so that 

participants can be “rewarded” with advancement with the successful completion of each stage 

of the training; 

• Emphasis on “learning by doing,” portability of credits, easy to enter and exit education; 

• If necessary, (re)introduce intermediate career steps – in some cases, work has been re-

organized in such a way that the distance between one occupational level and the next cannot 

easily be crossed with a limited amount of training; efforts must be invested in exploring how 

the workplace can be structured to accommodate occupations that allow for manageable steps 

between career rungs; 

• Provide “wrap-around” necessary support services such as child care, personal counselling, 

access to financial assistance; 

• Extensive reliance on data and analysis, to identify gaps in education and training, to evaluate 

effectiveness and to track outcomes. 

 

This discussion offers a starting point for those initiatives which might involve a career ladder approach. 

 

5) Transportation 

 

In the course of the interviews and group discussions, many employers and other stakeholders, in 

particular those in the service and tourism sectors, cited transportation for employees as a challenge. 

While some public transit services exist, these are limited in terms of geography and times of service. 

 

The circumstances faced by the South Georgian Bay communities are not unusual. Municipalities 

everywhere are limited by budget constraints, especially when it comes to transit services. Nevertheless, 

there are examples of communities that have devised ways to improve the ability of their residents to 

commute to work. 
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One very helpful source of ideas is the website of the Community Transportation Association of 

America,25 which has an extensive collection of resources relating to every aspect of alternative 

transportation solutions, including such topics as: 

• Fixed-route services and the trip to work; 

• Demand-response services and the trip to work; 

• Vanpooling; 

• Late night transportation services: benefits, examples and tips for success; 

• Guaranteed ride home programs; 

• Overcoming transportation challenges for youth. 

 

Among the kinds of strategies they propose for small towns and rural areas are: 

• Making information about transit options available to employees, by posting transit information 

in the workplace and including such information in employee orientation materials; 

• Host promotional events to encourage employee participation in shared-ride programs; 

• Having options in place to support a guaranteed ride home program (some parents take a car to 

work in case they need to get home unexpectedly, usually because of something related to their 

children); 

• Partner with transit providers to design options that best help employees (flexible routes, 

shuttles, express buses). 

 

Smart Commute is a fairly comprehensive employee transportation program covering the Greater 

Toronto Area.26 The website outlines the range of options available to employees and works closely with 

employers to design commuter programs appropriate to each workplace. They also manage an on-line 

carpooling system that matches drivers with riders that goes far beyond matching individuals by 

geography but includes connecting people based on such characteristics as whether they smoke or not, 

whether they like chatting during the drive, and so on. 

 

A more basic version of Smart Commute’s Carpool Zone is Carpool Almaguin, offered in the District of 

Parry Sound.27 Their website connects visitors to Pick Up Pal, an on-line facility that covers North 

America and connects riders for commuting but also for long range, one-time trips. 

 

There are a range of practices engaged in elsewhere that can serve as ideas for local solutions in the 

South Georgian Bay area. To move forward on this issue, it would likely make most sense for the four 

municipalities to convene a working group which could assemble these various options and propose a 

process to assess them and then identify mechanisms for implementing them. 

 

 

                                                           
25

 See <www.ctaa.org>. 
26

 See their website: <http://www.smartcommute.ca/en/home>. 
27

 See their website <http://www.carpoolalmaguin.com/>. 
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6) Trailing spouse 

 

An issue that arose regularly in many interviews was the challenge of recruiting senior individuals for 

managerial and professional positions. Employers needed to know what job opportunities there are for 

the trailing spouse, who typically is similarly employed in an intermediate or more senior occupation. 

 

To date, this problem has been tackled informally: individuals use personal contacts and make the 

rounds of the obvious likely employers trying to find a job opening for the trailing spouse. 

 

As is the case with transportation challenges in smaller towns, other communities also face similar 

issues when recruiting individuals to their firms and many of them have instituted formal programs to 

address this concern. 

 

In Kalamazoo, southwest Michigan, Connect Sixty-four
28 was created by a recruiting and staffing firm to 

provide job placement assistance to trailing spouses.  Firms subscribe to the service by paying a fee and 

commit to granting interviews to trailing spouses who meet their hiring criteria. All of the Fortune 500 

companies who have headquarters or divisions in the area are part of the program, including Stryker, 

Eaton, Kellogg's, Kellogg Foundation and Whirlpool. 

 

Tech Valley Connect,29 in the Albany New York region, takes it a step further. In addition to making 

professional connections for the trailing spouse, this program aims to provide comprehensive 

settlement support for the entire family, helping them connect with local and regional resources to 

better enable them to assimilate into their new community. Initially started as a pilot program for 12 

PhD hiring organizations, its success led to the creation of a non-profit organization that serves local 

research institutes, post-secondary institutions, health care facilities, professional offices and others. 

 

A quick Internet search reveals many similar relocating spouse programs: 

• The Valley Health System, the largest hospital system in Nevada, created a Trailing Spouse 

program to help spouses of nurses being recruited to the Las Vegas location; 

• ProConnect, a program in the central area of Pennsylvania, assists with relocation needs of 

professionals being recruited for the area, including help with what they term the “travelling 

spouse” need; 

• The Economic Development Council of the Manatee Chamber of Commerce (Florida) assists 

spouses of relocating employees find a job in their career field through their local business 

contacts and the Tampa Bay Partnership, the local economic development organization. 

 

                                                           
28

 See website: <www.connect64.com>. The program is so named because is covers the 64 mile stretch between 

St. Joseph and Battle Creek. 
29

 See website: < http://www.techvalleyconnect.com/>. 
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This is an area that warrants further exploration. It would seem to be a natural undertaking for the 

Collingwood District Personnel Association, which is a functioning network of human resources staff and 

other employment-related professionals. A more extensive review of existing programs in other 

jurisdictions might suggest the right mix of services and organizational structure that would work for the 

South Georgian Bay area. 

 

7) Georgian College 

 

Given the two overarching themes of these recommendations, the focus on middle jobs and the 

importance of networks to pursue the proposed strategies, special mention needs to be made of 

Georgian College. 

 

Community colleges have a special role to play in the range of educational and training programming 

available to residents in Ontario. Given the orientation of this report, the value of a community college 

in delivering apprenticeship and other vocational preparation is even that much more important. 

 

Implicit in this report is the view that not all training happens as the need arises. There are many 

transactional barriers between the desire of a resident to find quality employment and the educational 

choices that need to be made to access that job and the critical need for qualified workers experienced 

by local employers. In some instances the information is not getting out to residents about what skills 

are in demand. In other instances employers do not know where to go for the right training or the 

training costs for a handful of employees is too expensive. 

 

This is where networks come in. When stakeholders with an interest in some aspect of workforce 

development can come together, they can develop strategies that serve multiple outcomes. Community 

colleges are an essential component of such networks, both as diploma-granting educational 

institutions, but also as flexible deliverers of customized training. 

 

South Georgian Bay is fortunate to have a local campus of Georgian College. This is not only a 

convenience for residents, but should be seen as an asset to local workforce development initiative. The 

college is an important partner in designing strategies that can support access to quality jobs, including 

the promotion of career ladder programs. 

 

8) Ontario Works and employment services 

 

In a slightly different way, another relevant stakeholder in local workforce development is the 

employment services program offered through Ontario Works. 

 

Ontario Works, the social assistance program, is delivered through the County of Simcoe. In addition to 

providing income support, the program also mandates employment plans on the part of social 
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assistance recipients. Clients receive employment counselling, access to employment search resources 

and the assistance of job developers to connect them with employment. 

 

The OW employment program also offers a number of incentives to encourage employers to hire social 

assistance recipients, as well as certain payments to help reduce the initial barriers that clients may face 

when taking a job. These may include support for short-term training, as well as for transportation and 

other costs related to the transition to employment. 

 

There are opportunities to make these programs better known to employers, as well as to create a 

critical mass impact by combining the incentives for a group of client employees. Such opportunities 

would likely exist within the tourism and retail sectors of this study area, and this should be a target for 

future collaboration between OW and local employers. 

 

Consider, for example, a short-term program that might provide individuals with training in customer 

service and that could also contribute a small amount per participant to transportation costs. That 

contribution could possibly help lower the costs of a shuttle van which could serve a larger group of 

individuals. 

 

In a similar way, other employment service providers, usually funded under the provincial Employment 

Ontario program, can also provide support beyond simply helping individuals in their job search. 

 

A way to start this discussion would be to convene the various employment services to identify how 

they might best collaborate, to ensure their various resources could be put to the best advantage. 

Failing an obvious convenor, perhaps this initiative could be facilitated by the Simcoe Muskoka 

Workforce Development Board. 

 

9) Knowledge economy 

 

The emphasis of this report on middle jobs does not mean that the knowledge economy should be 

ignored. At this stage, however, it is pre-mature to propose a particular sector of the knowledge 

economy as a potential niche for the local area. Nevertheless, two possible initiatives could be 

considered. 

 

One would be to make available a shared-space location for knowledge sector start-ups. One of the 

important components of innovation is collaboration, and offering a space where creative start-ups 

could benefit from low or no rent space for a limited time and mix with similar initiatives might create 

synergies that otherwise would not happen. Moreover, such a space would be unique in the local area 

and could possibly draw firms to locate there as opposed to in local homes. 
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A highly successful and extensive example of such an approach is the Centre for Social Innovation in 

Toronto, which offers “how-to” advice on its website.30 The Centre itself has started a second such 

facility, CSI Annex. 

 

Creating an incubator space could be an important draw for start-ups and a focus for innovation. 

 

 Another important consideration is venture capital. At first blush this issue might be considered to be 

beyond the scope of local municipalities, but consideration should be given to generating a local fund 

(perhaps as a prize for a business competition) that would highlight the value placed on such start-ups 

and the unique way that the local area might support such firms. The local retirement community could 

be the bedrock of such an initiative, providing mentors for the businesses, donations/equity investment 

for the prize and judges for the competition. 

 

Such a business competition could be linked to an initiative already in place. The Small Business 

Enterprise Centre currently hosts an annual regional Dragon’s Den© style competition called SPARC 

Entrepreneur Challenge.  SPARC is an opportunity for local entrepreneurs to pitch their business ideas 

and compete for cash and prizes in an open and friendly competitive environment.  Prizes awarded 

assist the winners with starting their new business ventures.  The competition encourages local business 

growth, fosters entrepreneurship and showcases the entrepreneurial talent in the region. 

 

10) Entrepreneurship 

 

Supporting business start-ups is an important economic and employment activity. A labour market study 

usually focuses on how to match people to jobs, or identifies specific skill gaps that can be addressed 

through training. Entrepreneurship and small business start-up is not usually part of this mix. So 

comment here will be limited. 

 

Currently there exist support resources to assist individuals seeking to start businesses via the Small 

Business Enterprise Centre, a provincial program of the Ministry of Economic Development and 

Innovation and the Centre for Business and Economic Development (federally supported through the 

Community Futures Development Corporation program). There are other programs offered through 

other institutions, such as Georgian College and Ontario Works. 

 

There could be more coordination or linkage between these various services, to offer the client one-

window access to the various supports and perhaps also create opportunities to combine efforts to 

make most efficient use of each program’s resources. 

 

As an illustration, there exists in Toronto a Toronto Enterprise Fund, a mechanism to support the start-

up of social enterprises. It is funded by the three levels of government (federal, provincial and 

                                                           
30

 See website: <http://socialinnovation.ca/>. 
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municipal) and the United Way of Greater Toronto. When the program was established, each funder 

could support different aspects of social enterprise development. Typically, an initiative might require 

going to several funders to line up the array of support that they required. By pooling their resources, 

the funders could collectively fund a project’s needs, but also realize economies of scale. The Fund, for 

example, supports business development services as well as a common evaluation of each of the 

projects, in addition to providing financing. 

 

In a similar way, if the different local resources for small business support sat down to imagine a one-

stop support system for small businesses in the local area, they could realize some economies of scale 

(outreach and publicity, no duplication of workshops on the same business topics) and could combine 

their efforts in attracting and overseeing business mentors. 

 

 


