rating in any given industry compares to the average for all population categories. In most instances,
high school graduates received a low rating, however in the case of Accommodation & Food and Arts,
Entertainment & Recreation, employers ranked high school graduates near the average score,
suggesting that the job readiness of individuals in this category was not judged as severely as in other
industries.

Reasons why job applicants are rejected
Employers were asked to identify the reasons why applicants for a job opening were rejected. They
were asked to select the top three reasons from the following list:
Reason as expressed in survey
Lack of relevant work experience
Lack of technical skills
Poor attitude or presentation
Criminal record
References raise concerns
Too young, not mature enough
Too old
Over-qualified
Too difficult to accommodate a special need or disability
Physical appearance
Insufficient physical strength or stamina
Lack of Canadian experience
Gaps in employment history
Training/education from outside Canada
Fall below posted educational attainment requirements
Salary expectations were too high
Job did not provide enough hours
Inflexible with regards to hours or shifts

Label in chart/table
Lack relevant work experience
Lack technical skills
Poor attitude/presentation
Criminal record
References raise concerns
Too young, not mature enough
Too old
Over-qualified
Difficulty with special need
Physical appearance
Lack physical strength or stamina
Lack Canadian experience
Gaps in employment history
Training/education outside Canada
Below required education
Salary expectations too high
Not enough job hours
Inflexible regarding schedule

The answers were tabulated in the following way:

3
2
1

First reason
Second reason
Third reason
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The numbers were added up for each reason and are displayed in the chart below. This calculation
captures both the frequency with which a reason is cited and the value (first, second or third reason)
ascribed.
Chart 23: Reasons why job applicants are rejected

By far and away, the two reasons that stand out for why employers turn down a job applicant are:
• Poor attitude or presentation
• Lack of relevant work experience
Four other reasons ranked fairly high as well:
• Lack of technical skills
• Salary expectations were too high
• Inflexible with regards to hours or shifts
• References raise concerns
Given the two most prominent reasons for rejection, it is interesting to compare what weight each
industry gives to these reasons. The following chart illustrates the value ascribed to each of these
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reasons, adjusting the numbers to the same scale to account for the different number of respondents in
each industry category.
Chart 24: Comparing the importance of Poor Attitude versus Lack of Relevant Work Experience by
industry

A concern with poor attitude or presentation is a far greater consideration among the Accommodation
& Food and Retail Trade sectors than among the other sectors. It is a slightly greater concern in the
Health Care & Social Assistance, but in the other sectors (Arts, Entertainment & Recreation;
Manufacturing; Knowledge Sector), employers are more likely to turn down a job applicant because of a
lack of relevant work experience.
Applying the same sort of analysis, the following table indicates, for each reason, which industry was
most likely and least likely to cite it.
Table 9: Reasons why job applicants are rejected, reason most likely to be used and least likely to be
used, by industry
Most likely to use as a reason Least likely to use as a reason
Lack relevant work experience
Knowledge sector
Accommodation & food
Lack technical skills
Knowledge sector
Accommodation & food
Poor attitude/presentation
Accommodation & food
Arts/recreation
Criminal record
Retail trade
Manufacturing
References raise concerns
Accommodation & food
Retail trade
Too young, not mature enough
Arts/recreation
Manufacturing
Too old
Arts/recreation
Manufacturing
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Over-qualified
Difficulty with special need
Physical appearance
Lack physical strength or stamina
Lack Canadian experience
Gaps in employment history
Training/education outside Canada
Below required education
Salary expectations too high
Not enough job hours
Inflexible regarding schedule

Arts/recreation
Arts/recreation
Accommodation & food
Arts/recreation
Arts/recreation
Retail trade
Health care/social assist
Health care/social assist
Manufacturing
Health care/social assist
Accommodation & food

Knowledge sector
Retail trade
Manufacturing
Knowledge sector
Retail trade
Health care/social assist
Manufacturing
Retail trade
Arts/recreation
Manufacturing
Knowledge sector

Hiring intentions, next three months
Employers were asked about their hiring intentions over the next three months (the survey was
administered between April 10 and May 4), for each of these job categories, Entry-level, Intermediate
and Senior Level. They were asked to estimate if they would hire much less than usual, somewhat less
than usual, about the same, somewhat more than usual, or much more than usual. To tabulate the
results, the following formula was used:

-2
-1
0
+1
+2

Much less than usual
Somewhat less than usual
About the same
Somewhat more than usual
Much more than usual

The total figure was then divided by the number of employers who provided an estimate, to arrive at
one average value. The table below provides the answers for each job level, as well as the average value.

Much less than
usual

Somewhat less
than usual

About the same

Somewhat more
than usual

Much more
than usual

Table 10: Hiring intentions, next three months

Entry level

24

23

110

41

23

Intermediate

29

29

107

30

12

Senior level

43

27

83

23

6

Average

0.1
-0.2
-0.4
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For each job level, around half of all employers indicate that they expect to hire about the same number
as usual. Beyond that, employers hiring intentions vary considerably. For each category, one can find
employers either hiring much more or much less. But once one calculates all the responses, the
following pattern emerges: the average answer is in the range of “About the same” (that range being
from -0.5 to +0.5), with a very slight, positive value for Entry-level jobs, a very slight negative value for
Intermediate, and a slightly larger though still small negative value for Senior Level jobs.
The variations by industry are more pronounced. Overall, every industry predicted fewer hirings of
Senior Level staff. For Intermediate staff, the prediction was either for no change or slightly fewer
hirings. And even with regards to Entry-level hirings, the only clear, positive note was estimated
increased hirings in the Accommodation & Food sector.
Most industries exhibited a slightly negative trend, moving from a slight positive estimate for Entry-level
hiring, to a slightly negative figure for Intermediate, and somewhat more negative for Senior Level. The
Knowledge Sector, however, showed the same negative figure across all three job categories, while the
Arts, Entertainment & Recreation sector had a slightly negative result for Entry-level and Intermediate
jobs, and a decidedly more negative estimate for Senior Level positions.
The question did not differentiate between seasonal hiring, which may have been a consideration,
particularly in the instance of Accommodation & Food.

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

Entry level
Intermediate
Senior level

Accommodation & food

Table 11: Hiring intentions, next three months, average value, by industry

0.6
-0.3
-0.8

-0.2
-0.2
-0.8

0.3
-0.2
-0.4

0.3
0.0
-0.4

0.0
-0.2
-0.5

-0.4
-0.4
-0.4

Difficulty finding qualified job applicants
As one moves up the occupation skill ladder, employers are more hard-pressed to find qualified
applicants. Around 15% of employers found it very difficult to find qualified Entry-level workers, 34%
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found it very difficult to find qualified Intermediate level workers, while 56% found it very difficult to
find qualified Senior Level employees.
Employers were asked to rate the degree of finding qualified employees at different skill levels. Using
the following scoring, one can arrive at an average figure:

0
1
2

Not at all difficult
Somewhat difficult
Very difficult

The table below provides the figures for the percentage of employers choosing the level of difficulty for
each occupation level, together with the average score for each level.
Table 12: Difficulty finding qualified job applicants
Not at all difficult Somewhat difficult
Entry level
47.6%
37.5%
Intermediate
15.4%
50.2%
Senior level
8.6%
35.2%

Very difficult
14.9%
34.4%
56.2%

Average
0.67
1.19
1.48

The differences in the average score by skill level can be illustrated by the following diagram:
Diagram 1: Difficulty finding qualified job applicants

When these results are analyzed by employer subgroups, several patterns emerge (Table 13). Overall,
Health Care & Social Assistance report the least difficult recruiting qualified employees across all skill
levels, while Retail Trade report the most difficulty. Smaller firms (5-19 employees, followed by 1-4
employees) report greater difficulty recruiting staff.
In terms of specific categories, there is a clear division when it comes to recruiting qualified Entry-level
workers: Accommodation & Food; Arts, Entertainment & Recreation; and Retail Trade all report greater
challenges finding qualified employees, while employers in Manufacturing, Health Care & Social
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Assistance, and the Knowledge Sector report less difficulty. Similarly, smaller firms report greater
difficulty and larger firms report less. For Intermediate level occupations, Health Care & Social
Assistance and the Knowledge Sector have less challenge finding such employees, as do firms with more
than 100 employees, while firms with 5-19 employees report greater difficulty. Finally, for Senior Level
positions, Arts, Entertainment & Recreation and Health Care & Social Assistance report less difficulty
recruiting qualified staff, as do firms with 50-99 employees.
Table 13: Difficulty finding qualified employees, average score, by industry and by employee size

100+ employees

50-99 employees

20-49 employees

1-4 employees

ALL

Knowledge sector

Health care/social assist

Manufacturing

Retail trade

Arts/recreation

Accommodation & food
Entry level
Intermediate
Senior level

5-19 employees

EMPLOYEE SIZE

INDUSTRY

0.83 0.79 0.92 0.61 0.36 0.55 0.67 0.82 0.86 0.52 0.63 0.34
1.20 1.25 1.58 1.21 1.03 0.98 1.19 1.22 1.32 1.15 1.14 1.00
1.48 1.31 1.52 1.45 1.25 1.51 1.48 1.46 1.53 1.50 1.31 1.53

Skills shortages
Employers were asked about skills shortages, both in their current workforce and when recruiting for job
openings. A list of general job categories was provided and employers were asked to indicate for which
there was a very serious shortage or simply a shortage.
Chart 25 tabulates the responses. For each response which cited a very serious shortage, a value of “2”
was assigned, and for a shortage, a value of “1,”to give extra weight to those indicating a very serious
shortage.
Skilled trades tops the list by a significant margin, with a very high number characterizing the shortage
as very serious. The next three broad occupational categories for which shortages were claimed were:
• Customer service
• Business/accounting
• Office skills
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Chart 25: Skills shortages

Table 14 highlights which occupational categories were most often named by different industries as
being in short supply. Not surprisingly, each industry has their specific occupations that would more
likely be the subject of a skills shortage concern, for example, retail sales in Retail Trade or machining in
Manufacturing. Skilled trades are cited by four of the six industry groupings, an indication of the degree
to which different skilled trades can be found in different industries. The score for each job category is
also provided.
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Table 14: Skills shortages by industry
Accommodation & food
Arts, entertainment, recreation
Retail trade
Skilled trades
13 General maintenance
6 Retail sales
Skilled trades
Manufacturing
Health care & social assistance
Knowledge sector
Skilled trades
27 Social work/counselling
10 Business/accounting
Machining
16 Nursing
7 Office skills
Blueprint reading
11
Customer service
Computer drafting/design
10
Skilled trades
Electrical/electronics
10
Marketing

26
18
21
17
15
14
14

Specific occupations difficult to fill
Employers were asked to name specific occupations which they found difficult to fill. They could provide
up to three such occupations. 208 employers offered up at least one occupation, 145 named a second
occupation, and 96 suggested a third.
The large number of responses certainly suggests that many employers have at least one occupation
that they find difficult to fill. Going over these large numbers of responses there were comparatively few
common responses, which makes it that much harder for individuals seeking work and employment
services to meet these needs, because the demand-side needs are so very specific for each employer.
That being said, there were some patterns when one looks at the responses by industry. The table
below provides a general overview by industry and identifies some specific occupations named by
employers, noting how some of these occupations were characterized.5
Table 15: Specific occupations difficult to fill, by industry
1st occupation named

2nd occupation named

3rd occupation named

Accommodation & Food – 31 employers offered at least one occupation
The industry that exhibited the greatest degree of clustering of responses around certain
occupations.
Cooks – 13 employers cited
Cooks – 4 cited: apprentice cook;
Servers, waitresses – 3
cooks, including first cooks, line
chef de partie; line cook;
cooks, assistant cooks
experienced cook
Housekeepers – 4 employers
Servers, waitresses – 4
Chefs – 3: Chef; chef de partie;
Dishwashers; Bakers; Managers – 2
sous chef
of each
5

The full list of all the responses can be found in Appendix A.
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Arts, Entertainment & Recreation – 14 employers named at least occupation
Chefs – 4
Cooks; Servers: 2 each
Labourers – 3: turf labour;
general
labor with no
Fitness instructor – 2; including
attitude;
experienced personal trainers
maintenance/grounds
operations
Retail Trade – 29 employers cited at least one occupation
Mechanics – 5
Retail clerks – 12
Retail clerks – 5
Licensed auto mechanic; engine
Retail clerk; post office clerk;
Overnight stock clerks;
and electronics diagnostics
seafood clerks; sales clerk;
inventory clerks; garden
technician; heavy equipment
experienced department sales staff; centre clerks; warehouse
mechanic; automotive service
sales consultants; retail front
clerks
technicians; licensed mechanics
counter clerks
Supervisor/manager – 4
Managers – 4
Quick lube manager; retail
Retail manager; assistant managers;
managers; supervisors
qualified department managers;
retail store managers
Manufacturing – 30 employers cited at least one occupation, while 20 cited three
Quite varied, from CNC
Machinist – 5
Also quite varied
machinists to sales accounting
Experienced CNC machinist; manual
and graphic designers; various
machinist
technician positions; assemblers Millwright – 3
and labourers
Health Care & Social Assistance – 23 employers named at least one occupation
Registered nurse – 3
Nurse practitioner – 2
Personal support worker – 3
Other support worker – 4
Overnight aware support
worker; developmental service
worker; residential youth
workers; DSW certified workers
Knowledge sector – 35 cited at least one occupation
Financial sector – 4
Quite varied
Quite varied
Financial advisor; loan officer;
financial planner; small business
account manager
Municipal works – 4
Director of Public Works; senior
engineering position; water
distribution operator; waste
treatment operator
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Gaps in soft skills
Employers were asked to identify any gaps in soft skills that they have encountered when recruiting for
job applicants. The following list of possible soft skills gaps was provided, and employers were asked to
indicate to what extent they encountered shortfalls in these skills.
• Good attendance
• Interpersonal skills
• Customer service
• Leadership/managerial
• Finding and applying information
• Presentation skills
• Critical and analytical thinking, problem solving
• Following direction
• Taking the initiative
• Teamwork
To tabulate an aggregate value, the following scoring was used for each answer, and the total was
divided by the number of employers providing a value:

3
2
1
0

Always an issue
Often an issue
Sometimes an issue
Rarely an issue

Chart 26: Gaps in soft skills, average score
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When examined by industry, the average scores suggest something further about the responses. It is
noteworthy that the industries which have greater skill requirements, such as Health Care & Social
Assistance or the Knowledge Sector, report lower incidences of lack of soft skills, while industries which
have lower expectations regarding educational attainment or prior work experience, such as
Accommodation & Food, report higher gaps in soft skills among job recruits. It suggests that individuals
applying for jobs in Health Care & Social Assistance or the Knowledge Sector more probably have the
appropriate soft skills, likely as a consequence of the prerequisite educational attainment or prior work
experience.
Accommodation & Food and Retail Trade report the greatest shortcomings of soft skills among their job
applicants, and these gaps apply pretty well to all the soft skills listed. In the case of Arts, Entertainment
& Recreation, the greatest shortcomings are in terms of a good attendance record and following
direction. The lower ratings of concern expressed with respect to the other soft skills by employers in
this industry may bea consequence of the lower need for these skills in this industry, as opposed to the
higher capacities of their job applicants.

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

ALL

Good attendance record
Interpersonal skills
Customer service
Leadership/managerial
Finding/applying info
Presentation skills
Problem solving
Following direction
Taking the initiative
Teamwork
Average score for all soft skills

Accommodation & food

Table 16: Gaps in soft skills, average score by industry

1.34
1.42
1.31
1.52
1.00
1.10
1.63
1.23
1.67
1.09
1.33

1.56
1.20
0.75
1.00
0.73
0.62
1.07
1.29
1.31
0.94
1.05

1.03
1.11
1.17
1.52
1.20
1.14
1.42
1.14
1.64
1.03
1.24

1.24
1.20
0.76
1.32
0.93
0.77
1.28
0.94
1.44
1.14
1.10

0.85
1.14
1.00
1.16
0.79
1.08
1.34
0.83
1.25
0.96
1.04

0.85
1.08
1.00
1.15
0.80
0.94
1.35
0.83
1.32
0.92
1.02

1.15
1.22
1.07
1.28
0.95
1.00
1.40
1.04
1.49
1.03
1.16
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Among employers in all industries, taking the initiative is a characteristic which they all seek and which
ranks high among the skills that are lacking. The table below lists the top two soft skill gaps by industry,
and taking the initiative is cited as either first or second in every instance.

Accommodation & food

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

Table 17: Gaps in soft skills, top two responses by industry

Taking the
initiative
Problem
solving

Good
attendance
record
Taking the
initiative

Taking the
initiative
Leadership/
managerial

Taking the
initiative
Leadership/
managerial

Problem
solving
Taking the
initiative

Problem
solving
Taking the
initiative

On-boarding activities
Employers were asked what strategies were used when a new hire joined their organization, to orient
them to their new job. Employers were provided with a list of possible on-boarding activities and were
asked to indicate which ones they relied upon. These options are listed in the table below, together with
the abbreviated form used in the chart and tables.

AS DISPLAYED IN SURVEY
Provide a formal job description
Develop a training plan
Establish employment goals
Assign a mentor
Organize a social event to meet co-workers
Provide an orientation session
Organize a tour of the facilities
Require an employment probationary period
Show an introductory video about the company
Provide information about the company on the website
Offer a special welcome package

AS DISPLAYED IN
CHART
Formal job description
Training plan
Employment goals
Assign a mentor
Meet and greet event
Orientation session
Tour of facilities
Employment probation
Introductory video
Information on website
Welcome package
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Involve the new employee in special projects
Provide a contact list of supervisors and co-workers
Provide company handbooks and/or policy manuals
Continue orientation activities into the third month of employment or later
Conduct a formal check-in with new employee one month or more after
starting work
Involve new employee in a team-building exercise

Special projects
Contact list
Company handbook
Orientation into 3rd month
Check-in after one month
Team-building exercise

These on-boarding activities divide roughly into three categories:
Table 18: Frequency of use of various on-boarding activities
Used by 75% or more of
Used by 40-60% of employers
employers
Employment probation
Training plan
Formal job description
Information on website
Orientation session
Employment goals
Tour of facilities
Contact list
Company handbook
Check-in after one month
Assign a mentor

Used by under 30% of employers
Welcome package
Orientation into 3rd month
Team-building exercise
Meet and greet event
Introductory video
Special projects

Chart 27: On-boarding activities, all responses
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There are several notable differences when the results are analyzed by industry and by employee size.
When looked at in terms of industry, in most instances the responses tend to cluster within a given
range for most categories, with a few outlier exceptions. The table below identifies those outliers, with
cells shaded green indicating those values that are noticeably higher than the average, and those shaded
red being noticeably lower than the average. Thus, new candidate is far more likely to get a tour of the
organization’s site when the employer is a manfacturer (91%, compared to the average of 76%),
whereas more likely to experience a social event for meeting co-workers if employed on the Arts,
Entertainment & Recreation sector. The Arts, Entertainment & Recreation industry also stands out for
being less likely to offer a training plan, a tour of the facility or to require an employment probationary
period.

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

ALL

Formal job description
Training plan
Employment goals
Assign a mentor
Meet and greet event
Orientation session
Tour of facilities
Employment probation
Introductory video
Information on website
Welcome package
Special projects
Contact list
Company handbook
Orientation into 3rd month
Check-in after one month
Team-building exercise
AVERAGE RESPONSE

Accommodation & food

Table 19: On-boarding activities by industry

71%
77%
40%
29%
29%
80%
89%
80%
37%
51%
37%
14%
43%
80%
26%
37%
20%
49%

74%
47%
42%
37%
58%
84%
58%
53%
32%
79%
37%
26%
63%
68%
26%
47%
47%
52%

84%
58%
47%
32%
18%
74%
79%
76%
18%
47%
16%
24%
53%
76%
32%
45%
29%
48%

77%
56%
44%
47%
9%
85%
91%
74%
12%
53%
21%
12%
44%
77%
35%
47%
18%
47%

90%
59%
38%
59%
14%
86%
79%
86%
14%
69%
55%
7%
52%
79%
31%
48%
14%
52%

81%
63%
69%
29%
23%
71%
60%
81%
13%
46%
21%
29%
48%
73%
21%
38%
23%
46%

78%
61%
47%
37%
21%
76%
76%
80%
19%
54%
29%
19%
45%
74%
28%
42%
23%
48%
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Analyzing the on-boarding data by employee size, one sees one common (and not surprising) finding:
organizations with 1-4 employees engage in far fewer of these activities than other employers. Unlike
the case when analyzing the results by industry where there is limited variation in the total average
response rate (range of 46% to 52%, the last line of the table), there is significant variation by employee
size: 36% for establishments of 1-4 employees, and a range of 49% to 52% for all others.
Otherwise, there are a few outliers: larger firms (20 or more employees) are more likely to provide a
company handbook or policy manual; firms with more than 100 employees are more likely to provide an
orientation session, give a tour of the facilities and offer information about the company on their
website; firms with 50-99 employees are more likely to show an introductory video, to provide a contact
list of supervisors and co-workers, and to conduct a formal check-in with new employee one month or
more after starting work.

5-19 employees

20-49 employees

50-99 employees

100+ employees

ALL

Formal job description
Training plan
Employment goals
Assign a mentor
Meet and greet event
Orientation session
Tour of facilities
Employment probation
Introductory video
Information on website
Welcome package
Special projects
Contact list
Company handbook
Orientation into 3rd month
Check-in after one month
Team-building exercise
AVERAGE RESPONSE

1-4 employees

Table 20: On-boarding activities by employee size

64%
48%
47%
30%
22%
53%
55%
59%
5%
44%
11%
27%
36%
39%
22%
33%
20%
36%

78%
65%
56%
45%
21%
77%
77%
89%
19%
54%
28%
26%
45%
80%
37%
47%
32%
52%

91%
65%
41%
41%
24%
77%
82%
79%
21%
50%
35%
9%
41%
91%
18%
44%
29%
49%

85%
59%
35%
35%
24%
82%
85%
85%
35%
50%
44%
12%
59%
91%
24%
56%
12%
51%

80%
65%
46%
35%
20%
98%
91%
87%
24%
72%
39%
13%
48%
89%
28%
35%
17%
52%

78%
61%
47%
37%
21%
76%
76%
80%
19%
54%
29%
19%
45%
74%
28%
42%
23%
48%
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Recruitment strategies: frequency of use and satisfaction
Employers use a variety of strategies to seek out applicants for their job openings. The four most
frequently used strategies are also the four which receive the highest satisfaction ratings:
• Word of mouth
• Electronic postings
• Employee recommendations
• Internal postings
Chart 28: Recruitment strategies: frequency of use and satisfaction
SATISFIED

RARELY

SOMETIMES

The three least likely used strategies were social media, private temp agencies and job fairs. The
strategies that had the lowest satisfaction rankings were newspaper advertisments, social media, walkins and job fairs. Non-profit community agencies ranked 7th in terms of frequency of use, out of 10
possibilities, and 5th in terms of satisfaction.
Another way of presenting the results is to list the percentage of employers who indicated they used
each service either rarely or never, as well as the percentage of employers who indicated they were
dissatisfied with the service (the percentage is of all those who provided a rating, thus excluding those
employers who answered “Don’t know”). It is noteworthy that 71% of employers surveyd rarely or never
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use social media for recruitment purposes. Almost half (48%) rarely or never used non-profit cmmunity
agencies. On the satisfaction front, slightly over half (52%) were dissatisfied with newspaper
advertisements. The next highest dissatisfaction ratings were for social media and walk-ins, at 37% and
36% respectively.

Dissatisfied with this
service

Social media
Private temp agencies
Job fairs
Newspaper advertisements
Non-profit community agencies
Walk-ins
Internal postings
Electronic postings
Employee recommendations
Word of mouth

Rarely or never used
this service

Table 21: Percentage of employers who used a service either rarely or never and percentage who
were not satisfied with a service

71.0%
70.0%
65.5%
49.1%
48.3%
37.1%
35.5%
19.5%
18.3%
14.7%

36.7%
28.6%
33.7%
52.2%
22.5%
35.9%
10.4%
15.8%
10.2%
12.4%

When looked at by industry (Table 22), several variations appear. Arts, Entertainment & Recreation
show higher frequency ratings in six categories, suggesting that this industry invests a fair bit of energy
into finding job recruits. On the other hand, the Knowledge Sector is less likely to use most of the
strategies on the list, even the social media option. Health Care & Social Assistance is also less likely to
use many of these options, yet shows a pronounced tendency to rely on Electronic Postings, Internal
Postings and Non-profit Community Agencies.
There is often a correlation between the frequency of use and how satisfied an industry is with that
strategy, that is, industries tend to make higher use of strategies that they are more satisfied with, and
similarly avoid strategies they are less satisfied with. The two exceptions to this tendency: (1) the use of
non-profit community agencies by the Knowledge Sector: while the Knowledge Sector makes a less than
average use of non-profit community agencies, they score a higher than average satisfaction rating for
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them; and (2) the use of employee recommendations in the Health Care & Social Assistance sector: not
used as much, but a higher satisfaction rating.

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

ALL

Newspaper advertisements
Private temp agencies
Non-profit community agencies
Internal postings
Electronic postings
Word of mouth
Employee recommendations
Walk-ins
Job fairs
Social media

Accommodation & food

Table 22: Frequency of use of recruitment strategies by industry

1.16
0.74
1.40
1.71
2.06
2.19
2.18
2.19
1.30
1.10

1.93
0.67
1.33
2.08
2.67
2.38
2.29
1.75
1.69
1.77

1.23
0.53
1.40
1.63
1.97
2.38
1.91
1.84
1.00
0.71

1.76
1.53
1.38
1.93
1.93
1.97
2.09
1.52
0.59
0.52

1.24
0.62
1.52
2.32
2.41
2.24
1.70
1.43
1.09
0.60

1.90
0.61
0.97
1.97
2.26
2.15
1.84
1.13
0.68
0.49

1.44
0.86
1.32
1.84
2.14
2.29
2.04
1.67
0.95
0.84

Arts/recreation

Retail trade

Manufacturing

Health care/social assist

Knowledge sector

ALL

Newspaper advertisements
Private temp agencies
Non-profit community agencies
Internal postings
Electronic postings
Word of mouth
Employee recommendations

Accommodation & food

Table 23: Satisfaction rating of recruitment strategies by industry

-0.44
0.20
0.36
0.89
0.92
1.04
0.89

0.31
N/A
N/A
N/A
1.20
1.25
0.91

-0.24
0.18
0.81
1.05
0.76
0.93
0.79

0.04
0.61
0.30
0.70
0.95
1.04
0.87

-0.10
N/A
1.15
1.19
0.94
0.85
1.25

0.40
0.62
1.21
1.23
1.06
1.00
1.07

0.00
0.52
0.68
0.96
0.85
0.96
0.96
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Walk-ins
Job fairs
Social media

0.81
0.75
0.33

N/A
N/A
N/A

0.27
0.07
N/A

0.04
N/A
N/A

0.38
0.17
N/A

0.07
0.23
N/A

0.32
0.42
0.30

There are noticeable patterns when examining these results by employee size, the most obvious being
that smaller firms are less likely than larger firms to use a variety of recruitment strategies, in particular
Internal Postings and Job Fairs, and to some extent Newspaper Advertisements. (Indeed, the likelihood
of using Internal Postings increases in tandem with the increase in the size of the firm; to a lesser
degree, the same can be said of Job Fairs).

5-19 employees

20-49 employees

50-99 employees

100+ employees

ALL

Newspaper advertisements
Private temp agencies
Non-profit community agencies
Internal postings
Electronic postings
Word of mouth
Employee recommendations
Walk-ins
Job fairs
Social media

1-4 employees

Table 24: Frequency of use of recruitment strategies by employee size

0.93
0.78
1.38
0.93
1.67
2.51
1.94
1.54
0.41
0.71

1.38
0.75
1.24
1.44
2.19
2.20
1.94
1.63
0.68
0.73

1.68
0.72
1.41
2.21
2.36
2.36
2.20
2.03
1.07
1.15

1.58
1.03
1.31
2.43
2.20
2.40
2.17
1.81
1.48
1.21

1.80
1.10
1.35
2.68
2.40
2.03
2.15
1.51
1.46
0.68

1.44
0.86
1.32
1.84
2.14
2.29
2.04
1.67
0.95
0.84

As far as satisfaction ratings go, smaller firms are far more likely to have higher levels of disatisfaction
with various recruitment strategies than larger firms.
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5-19 employees

20-49 employees

50-99 employees

100+ employees

ALL

Newspaper advertisements
Private temp agencies
Non-profit community agencies
Internal postings
Electronic postings
Word of mouth
Employee recommendations
Walk-ins
Job fairs
Social media

1-4 employees

Table 25: Satisfaction rating of recruitment strategies by employee size

-0.14
0.39
0.50
0.67
0.54
1.00
0.86
0.08
N/A
0.10

-0.04
0.36
0.92
1.03
0.85
0.83
0.94
0.22
0.05
0.08

0.12
0.31
0.65
0.96
0.75
0.88
0.89
0.62
0.44
0.38

-0.29
0.59
0.65
0.75
1.04
1.04
1.12
0.35
0.82
0.33

0.26
0.83
0.50
1.11
0.97
1.10
1.00
0.41
0.46
0.55

0.00
0.52
0.68
0.96
0.85
0.96
0.96
0.32
0.42
0.30

Awareness of and knowledge about employment services of Employment Ontario service
providers
Employers were asked about the degree to which they were aware of the services of Employment
Ontario service providers. The chart below illustrates the breakdown of responses.
Overall, virtually all respondents to the survey had heard of Employment Ontario services and almost
80% were familiar or somewhat familiar with what they do. Only 4% had not heard of these services.
Were this a random sample of employers, this would represent a very high recognition rate and
knowledge about these services. The responses to this question need to be seen in the context of how
employers found their way to this survey. Several outreach strategies were used: links were placed on
the websites of municipalities and local chambers of commerce, and electronic invitations were sent
using employer contact lists provided by the various Employment Ontario service providers. In the end,
of the 307 employers who completed the survey, 212 responded via a link provided in the electronic
invitations. Thus, 69% of the respondents were on a contact list provided by these services, which is a
likely factor in accounting for the very high recognition rate and relatively high level of knowledge about
these services.
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Chart 29: Awareness of and knowledge about employment services of Employment Ontario service
providers
I have not heard of
these services
I have heard of these
services but I am not sure
what they do
I am very aware of these
services and I am familiar
with what they do

I have heard of these
services and I am somewhat
familiar with what they do

Awareness of and knowledge about these services varied by industry. The Knowledge Sector had a high
level of awareness and knowledge of what these services were about. Arts, Entertainment & Recreation
had a considerably lower awareness, with a third (32%) who had heard of these services but were not
sure what they did. The Manufacturing sector had by far the highest proportion of employers (11%) who
had not heard of these services.

51 | P a g e

Chart 30: Awareness of and knowledge about employment services of Employment Ontario service
providers by industry

When it came to awareness and knowledge by employee size, there was a clear pattern: the larger the
firm size, the more likely they were aware of and were knowledgeable of the services. The drop in the
“very aware” numbers for employers with over 100 employees is likely due to the larger number of
manufacturing firms in this category, which has probably skewed the results.
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Chart 31: Awareness of and knowledge about employment services of Employment Ontario service
providers by employee size

Meeting the needs of employers
Finally, employers were asked how these Employment Ontario service providers could better meet the
needs of employers. This was an open-ended question and employers were asked to write in their own
comment. Of 307 employers who answered the survey, more than a quarter (83 responses or 27%)
volunteered a comment.
These comments fell into several distinct categories:6
• Information for and communicating with employers: 25 comments encouraged employment
services to provide more information to employers about these services or to communicate
more frequently with employers (“Another avenue to source employees we weren’t aware of –
need to better market services”);
• Detailed suggestions about the service programs: 23 comments suggested detailed or technical
advice, such as providing specific forms of training to job seekers, offering more wage subsidies,
or providing one number to call across a region or the province;
• Meeting employers’ needs: 16 comments urged employment serviecs to better meet employers’
needs by learning more about what employers require and by doing a better job of screening
6

The full text of all the comments is to be found in Appendix xx.
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•
•

candidates that are referred to employers (“Understand what the employer is looking for, the
person may be a terrific individual but still may not meet or fit within the employer’s
environment”);
Positive feedback: 11 comments offered positive endoresement of the services already being
provided (“e.g., “Keep up the good work!”);
Not applicable: 9 comments did not provide a suggestion, more typically indicated that the
respondent was not in a position to comment (“We are not hiring at this point, we have a
slowdown in business”).

Conclusion
Surveys such as this one help validate through numbers the anecdotal experience acquired by
employment counsellors and job developers, whose work involves both helping individuals find
employment and helping employers meet their labour market needs. But a few themes deserve
emphasis.
Firstly, one message comes out loud and clear: employers seek job-ready employees, individuals who
have work experience and/or a work ethic, supported by the appropriate interpersonal skills and the
right fit with the organization. Poor attitude and a lack of relevant work experience were the most
common reasons why employers turned down a job applicant.
Secondly, there are significant nuances among employers’ responses, typically a function of what
industry they operate in, as well as the size of their establishment. The more one can drill down to
uncover these differences, the better one can provide a useful service, to both job seekers and to
employers.
Thirdly, many employers evidently would benefit from services that could assist them in finding qualified
job applicants; given how many of them cite skills shortages, challenges in finding qualified applicants,
gaps in soft skills and dissatisfaction with the recruitment strategies they use. This represents a distinct
opportunity for Employment Ontario employment services providers. In meeting this opportunity, these
services stand to benefit job seekers, employers and their communities as a whole.
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APPENDIX A: SPECIFIC OCCUPATIONS DIFFICULT TO FILL
All the survey responses are provided for the following question:
“Please list specific occupations that are especially difficult for you to fill, if any. Please be as
precise as possible in naming the occupation. You may list up to three occupations.”
The responses are catalogued by location.
BARRIE
1st OCCUPATION
Small Business Account
Manager
Supervisors
Supervisor or Team Leader
Part time to casual banquet
Servers
Baker
Retail sales associates
Night Staff, entry level cleaning
during midnight hours
Kitchen staff cooks ,dishwashers
Licensed Electricians
Telephone sales
Residential Youth Workers (not
counsellors)
Water Treatment Operators
Family Physicians
Lift truck drivers
Tele-Receptionist
Counsellor
Concrete formers
Breakfast cook
Math Teachers
Law Clerk
Skilled Labourer
Professional Drivers
Tile setters
Fundraising experience
Driving
Cooks
ELECTRICAL ESTIMATING

2nd OCCUPATION

3rd OCCUPATION

Shipper/receiver

General Help in Food
Manufacturing
Retail front counter clerks

Managers
Licensed Millwrights
Telephone sales room manager
Shift Supervisors for residential
settings
Engineers
Nurse Practitioners RN(EC)
Truck drivers

Warehouse clerks

Servers
Licensed Forklift Operators

Foster Parents
Facility Operators - Advanced
Diabetes Educators (RN)
General labour

Experienced, dependable, office
staff
Apprentice cook
Operational Field person for
franchisor
Outside Sales or Networker
Print Operator
Positive personnel

Licensed Paralegal
Sales/ Customer Support
Attitude

Public library experience

Customer service experience

Waitresses
GOOD LIC. ELECTRICIAN

OUT GOING APPRENTICE

Experienced estimator
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Overnight Auditor
Journeyman Lineperson
Retail Sales Consultants
Security Guards
Plumber
Registered Nurse
Automotive Technician with Drive
Clean Repair Certification
Research Analysts
Engine and electronics
diagnostics technician
Music therapist
CNC Machinist
Personal Support Worker
Customer Service
Representative
Psychologist
Forklift operators
MILLWRIGHTS FOR LARGE
EQUIPMENT
Psychiatrist
Division Director
Experienced high volume line
cooks
Corrugate Structural designers

Retail Store Managers

Inventory Clerks

Life Enrichment/Activation

Director of Care

Automotive Technicians
Tax Specialists

Tire Technicians
Sales / Marketing

Engine repair technician

Apprentice technician

Machinist
Human Resources

Labour

Administrative Staff
Computer Programmer
Drivers
CNC MACHINISTS FOR LARGE
WELDMENTS
Nurse Practitioner
Consultant

Sales representatives

Speech Therapist
Assembly
GENERAL MACHINISTS

Warehouse managers

COLLINGWOOD
1st OCCUPATION
DSW certified Support Workers
Cooks all levels

2nd OCCUPATION
ECE certified child care workers

Certified Rope Climbers
AutoCAD
Housekeeping
General Manager
Sous chef
Chef
Senior Management
Systems administrator

Tour Guides

Qualified fitters and welders

3rd OCCUPATION

Maintenance/Grounds
Operations

Food and Beverage
Chef de partie
Cooks

Supervisors
Food line servers

Graphic designer
Qualified and experienced
machinist (cnc programmers)

Hydraulic and electrical service
technicians
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ESSA
1st OCCUPATION
Licensed tractor /trailer
mechanics
Mature cook
N/A
Licensed 309A electricians with 5
years experience after license
Qualified arena operator

2nd OCCUPATION
Dispatcher
Waitress

3rd OCCUPATION

Prep person

3rd and 4th term apprentices in
the 309A program

INNISFIL
1st OCCUPATION
Admin assistance qualified
Refrigeration mechanics
Chef
Quick lube manager

2nd OCCUPATION

A/C mechanics
Server

3rd OCCUPATION
Gas fitter with and A/C
mechanics licence
Turf labour

MIDLAND/PENETANGUISHENE
1st OCCUPATION
Boat Skipper
Cook
Experienced sign maker
Project Manager - Engineering
Developmental Service Workers
Process Technician (Chemical)
AUTOMOTIVE SERVICE
TECHNICATIONS
Office clerk
Water Distribution and Supply
Operator II
Loan Officer
Machine Operators
Front Counter Salad Maker and
Greeter
Senior Engineering Position
Technicians (moulding set up
troubleshooting
Architectural Technologist
Bilingual positions

2nd OCCUPATION
First Mate
Baker
Clean record, licensed cube-van
driver/installer
Controller

3rd OCCUPATION
Deck Hand

Cost Analyst

Plating Supervision

Stamping Operations
Management

SALES CONSULTANTS

SALES MANAGEMENT

Swimming Instructor/Guard

Skill Office Workers

Millwrights

Supervisors

Cashier
Senior Finance position

Civil engineers - entry level

Millwrights

Industrial electricians
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Professional sales
Registered Nurses
Psychiatrists
GIS Intern
Mechanical Maintenance
Technician

Custom drapery consultant
Senior Management
Psychologists
Marketing Coordinator

Drapery installer

Machinist

Moldmaker

Pharmacists

NEW TECUMSETH
1st OCCUPATION
Skilled trades (Electrician and
millwright)
Calibration Technician
Entry Level Management Retail
Office Manager and Accounting
Millwright
G2
Supervisors
Overnight Awake Support
Workers

2nd OCCUPATION

3rd OCCUPATION

Certified Red Seal Millwright or
Electrician

Chemist / Microbiologist

Environmental Health & Safety
Coordinator

Process Engineer

Assistant mgrs

Owner operators

Support Workers

Senior Support Workers

ORILLIA
1st OCCUPATION
Financial Planner
Graphic designers
Bookkeeping
Butcher
PSW's !!!!!!!
Jr. supervisor
New Home Certified Energy
Advisors
General Maintenance - not
certified (they're overqualified)
Personal Support Worker
Bilingual Inside Sales Reps with
experience
Portable Toilet Service Driver
Assistant Cook

2nd OCCUPATION

Customer Service
Baker

3rd OCCUPATION

Accounts Receivable Clerks
Cook

Senior supervisor
New Home Energy Consultants
Office Manager with specific
experience in Simply Accounting
RN footcare

Heavy Equipment Mechanic
Mechanical Drafting

Garde-Manger
Heavy Equipment Sales
Representative
Bilingual Customer Service

Micro machinist

Machinist

Shipping/Receiving experience

Dining Room Server

Electronic design/production
assistant
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Electronic Sales Representative
Cooks
CAD operator
School Bus Drivers
Housekeepers for hotelsdependable ones
ADMIN
Legal Real Estate Manager
Manager
HACCP Co-ordinator
GOOD Electricians!!!!!!!!!
General Maintenance
Hair Stylist
CNC Machinist
Grass trimmers
Professor
Hoist Engineer for Mine Shaft
Systems
Nursing
CNC milling/turning machine set
up/operator

Copy Centre Sales
Representative
Dietary Aide
Draftsman

SALES
Real Estate Development
Managers - Retail
Experienced cook
Quality Assurance
Estimating
Trades
Registered Massage Therapist
Manual Machinist
Hedge trimmers
Dean of the School
Technical Product/Sales
Manager for Mine Shaft Systems

Welder

ACCOUNTING
Construction Project Managers Retail
Maintenance Mechanic
Purchasing
Holistic Practitioner
Tool Maker
Eavesdrop cleaners
General Manager of Facilities
Mechanical Engineer Mine Shaft
Systems

CNC machine operator

ORO-MEDONTE
1st OCCUPATION
Licensed Mechanics
Installer
Ski lift mechanics

2nd OCCUPATION
Sales people

3rd OCCUPATION
Parts people

Snow makers/groomers

SPRINGWATER
1st OCCUPATION
Customer service rep with sales
experience
Experienced drivers with AZ

2nd OCCUPATION
General maintenance/repair
person
Experienced customer service
staff

3rd OCCUPATION
General labor with no attitude
General labour that wish to work

WASAGA BEACH
1st OCCUPATION
Front Desk/Receptionist

2nd OCCUPATION
Cleaning Staff

3rd OCCUPATION
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BRACEBRIDGE
1st OCCUPATION
Bookkeeping
BRANCH MANAGEMENT
Loss prevention operator (floor
walker)
Customer service retail
Woodworking Trim Carpenter
Home making
Construction Health and Safety
Specialist
Qualified sale associates
Truck Driver with Boom
Operator's Certificate
Registered Massage Therapist
Project manager
Chefs
Lighting Systems Designer
Plant Engineer with P Eng
Personal Support Workers - long
term care
Heavy Duty Equipment
Mechanics
Fitness instructors
Licensed automobile mechanic
Housekeeping Room Attendant

2nd OCCUPATION

3rd OCCUPATION

OUT SIDE SALES

INSIDE SALES

Meat cutter
Glass Glazier
Activities Coordinator

Food prep worker
Mature Labourer
House Coordinator

Qualified department managers
Experienced Department Sales
Staff
Office Management
Experienced cleaners
Bakers
Lighting Systems Installer

Retail Managers

Nursing - long term care
Delivery drivers

Small engine mechanics

Experienced automotive parts
person
Dining Room Server

Experienced automotive service
manager
Cafeteria Attendant

2nd OCCUPATION
Retail manager
Boat Manufacturing

3rd OCCUPATION
Retail clerk

Seafood Clerks

Meat Department Clerks

Retail clerk
Drywaller

Driver
Plasterer

GRAVENHURST
1st OCCUPATION
Millworker
Retail Sales
Truck driver
Lifeguards
Cashier
Aircraft mechanic - structural
Administrative office assistant
Brick Layer
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HUNTSVILLE
1st OCCUPATION
First Cooks
Labourers
Sales accounting
Housekeeping Cleaners
Chef
Park Operations Technician
Product buyer
Experienced Personal Trainers
Front Desk
Bookkeeper
LICENSED INSURANCE
BROKERS
Heating techs
Pharmacy Assistant
Kinesiologist
Cooks
Telecommunications
Line Cook
Real Estate Agent
Management
Manager

2nd OCCUPATION
Front of the House Management
General business
Kitchen Cleaners
Servers

3rd OCCUPATION

Customer IT
Customer Service Agents
Golf professionals

Retail manager
Housekeepers

Post Office Clerk
Physiotherapist
Dishwashers

Overnight Stock Clerk
massage therapist
Experienced Servers

Line Cook
Sales specialists
Marketing director

Customer service
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APPENDIX B: MEETING EMPLOYERS’ NEEDS
All the survey responses are provided for the following question:
“Among their various functions, Employment Ontario employment services are available to
assist employers to connect with qualified employees. How could these services better meet the
needs of employers like you?”
The responses are clustered into several distinct themes.

INFORMING EMPLOYERS

18 RESPONSES

Would need to learn more about your services.
Make people more aware; send emails with information about how to find employees.
Better communication
Clarify how this service is provided
More information
Make themselves known to employers. We are a small company so we don't do social media as we are a
manufacturer of wooden pallets and not a glamorous industry. But we do hire employees so more
information would be a benefit to many small manufactures
More information should be available online, online resume databases, electronic job postings, etc.
Do commercials and advertise.
Better communicate to us what these are so we can leverage them
invitation for site visit to show services provided and level of candidates
Another avenue to source employees we weren't aware of - need to better market services.
Have gatherings that include EO with potential employers (not a job fair but an information session)
Better two way communication. Who's available and advising who we're looking for.
Networking. I need to know who these representatives in my area are to form a relationship with them.
Connect with businesses through the Chamber of Commerce and/or send out electronic information to
businesses with information re: services
more information
There should be just as much info available for employers, as there is for employees. There should be one
place where employers can go to find answers in simple terms.
More awareness of services

MAINTAIN REGULAR CONTACT WITH EMPLOYERS

7 RESPONSES

They need to stay more in touch.
Direct contact with our firm.via.......fax.....or email
A list emailed out of employees available
Follow up and follow through more regularly
Contact us twice per year to review what services can offer.
Send emails when they have candidate s who meet my criteria
Monthly emails
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UNDERSTAND EMPLOYER’S NEEDS

4 RESPONSES

Get a better understanding, by interviewing the employer, to best suit his/her needs. In a personal way by
phone or in person. More communication needed.
A site visit to our location.
Employment Ontario needs to be better educated on what the company specific needs and challenges are.
Learn more about specific business information in the area served

BETTER SCREENING

12 RESPONSES

The screening is done for us - more information could be given to you so that you can better serve us.
Give job candidates a more realistic idea of what is involved in working in a high precision environment.
Find out what exactly the employer needs before sending someone to fill the position.
Getting the right fit, not just sending a person because they need a job.
Better quality of potential employees.
Pre-screen candidates
It could be beneficial to get candidates who live in the area and meet our education requirements
Screening candidates, really knowing our business, having references done, being proactive in sending out
possible connects with our business
Have a clear understanding of the job description and function.
Most of those candidates aren't interested in working very hard or expect too much before proving
themselves. You have to work hard to keep a job these days and most aren't willing to do so
Screen better and prepare the potential employees to actually work as opposed to get a job. Many arrive at
the job not eager to get to work.
Contact us when you have suitable people for employment in a plant setting.
Understand what the employer is looking for, the person may be a terrific individual but still may not meet
or fit within the employers environment.

PROGRAM SUGGESTIONS

13 RESPONSES

Possible help pay for real estate courses to give more options
Enhance the job bank posting process
For seasonal employers I need access to potential summer employees earlier May 1 too late
Many employees looking for work at our company are labourers, and do not have a drivers licence.
Transportation, carpooling, etc., would help.
Larger pool of employees.
Perhaps the number of people is limited in a small rural area, but we do not receive very many applicants
to choose from for a job posting.
Do you connect with professionals out of area? I have no problem finding support staff, it is professional
staff that is difficult to find.
Provide names of candidates along with references for each
Sometimes it would be nice instead of having employers post jobs - have people post what they are looking
for in a job.....
Some help
Gear initiatives towards not for profits
Do co-op education
To encourage the employee to check out regardless of education
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POSITIVE COMMENTS

11 RESPONSES

We routinely use their services - and enjoy good outcomes!
We have worked with them recently.
I like the way that this is set up
KEEP UP THE GOOD WORK
I deal with the same lady I have always dealt with and I find her to be very good at what her job entails.
She has always had an answer for me and not once has ever put me in the wrong direction. I turn to her
whenever I have a question.
Continue in putting potential candidates in touch with us
We have a very good rapport with our local office. They post our jobs and provide follow-up recruitment.
Funding for such programs seems to be on a decreasing level over the past several years. Such programs
are important to small business in allowing us to add new workers and introduce people with few skills to
the workforce and prepare them for more advanced careers.
I have a good relationship with Employment North in Gravenhurst and work well with them to find suitable
staff
We are aware of and are using the resources of Employment Ontario. They recently received applications
for a position we had posted and short listed the group for us. This was VERY useful to our organization.
We already work with them

NOT APPLICABLE

9 RESPONSES

I hire independent contractors so not sure if would qualify in this category.
Not qualified to comment.
Our major problem is there is not enough work to have qualified instructors in the region.
I am a seasonal employer only usually hiring students.
With newspaper advertising we always get a lot of qualified resumes.
we are not hiring at this point, we have experienced a slowdown in business
As small business I can usually only accommodate temporary, hourly help.
Easier to put ads on the website.
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NOTES

NOTES

NOTES

