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In 2009, Niagara Workforce Planning Board (NWPB) released the Niagara Labour Market Plan 2009-2013…A Vision in Action, 

a regional workforce development strategy that identifies priorities and key actions to strengthen Niagara’s economy and 

promote regional prosperity for businesses, residents and communities. The plan is grounded in an extensive consultative 

process that reached across multiple sectors and over 1000 stakeholders. It links directly to the region’s economic growth 

strategy, supporting a targeted and direct approach to linking labour supply to labour demand.  

One of the two challenges identified in the report states “Niagara needs a qualified, competitive workforce with workers 

who can transition across existing and emerging economic sectors, industries and occupations in order for the region to 

be competitive in a global, knowledge based economy”. The examination of evidence to inform Niagara’s competitive 

advantage and present what our region looks like from a diversity, demographics, and density perspective was one key 

action identified in the plan. We need to clearly understand our strengths, recognize the position from which we are 

starting, and utilize this knowledge to ensure that we are giving attention to where it is going to have the greatest return 

on investment. This work also builds on that which was carried out in 2008 as part of the report: Niagara’s Labour Market 

in Transition that examined Niagara from a supply and demand perspective.

To that end, Niagara Workforce Planning Board, in collaboration  

with the Three Rivers Workforce Investment Board (TRWIB), 

Pittsburgh, PA, has applied the human capital development 

model and 3D: Dynamics, Diversity, and Density framework 

to the Niagara region, results of which are presented in the 

following pages. Both models were developed by TRWIB and 

have been tested in the Southwestern Pennsylvania area’s 

labour market.  
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•	 Employment in Niagara is shifting from the goods-producing industries1, which had a net loss of 9,500 jobs, to the 
service-producing industries2, with a net gain of 18,000 from 1999-2009.  

•	 Niagara’s economy is one of small and medium-sized enterprises. In 2009, 97 percent of all businesses in Niagara 
employed fewer than 50 people.

•	 In 2006, 47 percent of workers travelled less than 20 kilometres in Niagara from their residence to their place of work.

•	 Employment in the Manufacturing sector had a net decline of 13,500 jobs from 1999-2009.

•	 Manufacturing continues to be Niagara’s top revenue generator. The Manufacturing sector generated revenues in 
excess of 7 billion dollars in 2008.

•	 Between 2003 and 2008 revenues in the Manufacturing sector declined by over 1.5 billion dollars.

•	 The region’s main employment bases in 2006 were in Manufacturing and Retail Trade. These two sectors represent just 
over one out of every four jobs in Niagara.

•	 Accommodation and Food Services witnessed the largest net employment growth  between 2001 and 2006 with 3,450 
jobs. This was followed by Administrative and Support, Waste Management and Remediation Services;  Health Care 
and Social Assistance with 2,760 and 2,155 jobs respectively.    

•	 Niagara’s youth are becoming more educated. In 2006,  62.5 percent of Niagara’s population between the ages of 25-39 
had attained a post-secondary education; compared to 47.1 percent for those 40 years and over.

•	 In 2006 the median full-time income of someone with a high school certificate was $35,083 while someone holding 
a bachelor’s degree earned $54,945.

•	 In 2006, 50 percent of jobs in Niagara’s labour market required little to no post-secondary education and only 13 
percent  required a Bachelor’s degree or higher.

•	 More young adults are entering the trades.  Between 2005 and 2009 OYAP (Ontario Youth Apprenticeship Program) 
registered nearly 500 people in Niagara.

•	 In 2006, 34 percent of workers in Niagara, employed full-time full year, made less than $30,000 with over one-in-four  
below the 2007 Market Basket Measure3 of poverty of $27,856. 

•	 In 2006, the median income of Niagara’s full-time full year labour force was $41,087 in comparison to Ontario’s median 
income of $44,748. 

1 Goods-producing industries: Agriculture, Forestry, Fishing and Hunting (NAICS 11); Mining and Oil and Gas Extraction (NAICS 21); Utilities 
(NAICS 22); Construction (NAICS 23); Manufacturing (NAICS 31-33)

2 Services-producing Industries: Wholesale Trade (NAICS 41); Retail Trade (NAICS 44-45); Transportation and Warehousing (NAICS 48-49); In-
formation and Cultural Industries (NAICS 51); Finance and Insurance (NAICS 52); Real Estate and Rental and Leasing (NAICS 53); Professional, 
Scientific and Technical Services (NAICS 54); Management of Companies and Enterprises (NAICS 55); Administrative and Support, Waste 
Management and Remediation Services (NAICS 56); Educational Services (NAICS 61); Health Care and Social Assistance (NAICS 62); Arts, En-
tertainment and Recreation (NAICS 71); Accommodation and Food Services (NAICS 72); Other Services - except Public Administration (NAICS 
81); Public Administration (NAICS 91)

3 The Market Basket Measure (MBM) is a measure of low income based on the cost of a specified basket of goods and services. The MBM was 
developed in response to a request in 1997 from the Federal, Provincial and Territorial Ministers responsible for Social Services by a Federal-
Provincial-Territorial Working Group on Social Development Research and Information.
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As a means to navigate the data and information contained within the report, NWPB utilized a 3D framework of dynamics, 
diversity, and density, and coupled it with the human capital development model. The application of the 3D framework 
helped inform on such areas as quality of the local labour market, population demographics, industry makeup and 
migration. The human capital development model examined the key elements of prepare/educate/train and match; retain 
which explores how the workforce is cultivated. By using the 3D lens in conjunction with a human capital development 
model, NWPB is viewing the region’s labour market as the complex system that it is with both macro- and micro-levels 
of implications for potential growth and sustainability. 

For the purposes of this report, dynamics is defined as the motivating or driving forces, physical or moral, in any field. 
It is characterized by continuous change, activity or progress. For instance, a dynamic market may be defined through 
economic growth, which leads to higher spending power and tax revenue. Some examples of dynamics may include 
industry outlooks and where people are living and working. Diversity is defined as being made up of distinct characteristics, 
qualities or elements. Some examples could include age, race, educational attainment, immigration, different attitudes, 
ideas and opinions. Finally, density is identified as the state or quality of being dense or compact; having the constituent 
parts massed or crowded together. Examples of density could include employment opportunities available in the region. 
These factors augment and increase each other’s potential and make Niagara attractive to both people and business.

Through this research approach we have the opportunity to strengthen our understanding of the local labour market, 
explore industries from an occupational lens as well as from an education/training perspective. We will identify if the jobs 
we are training for are reflected in the demand by local employers and we will be better positioned to help students and 
job seekers make informed decisions on career pathways, occupation choices, and education and training directions.
 
The “match” between graduates and jobs is a critical component of any strategy developed by this region to increase our 
success in the retention of our highly skilled and educated population. This knowledge will further support our approach 
to recruiting the right talent into the region.

ProjectOverview
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Methodology

The Niagara 3D methodology is grounded in qualitative and quantitative research, data analysis, and community input 
derived through 32 industry-specific interviews, one-on-one and group consultations, surveys and dialogue with Niagara’s 
top level leaders and decision makers. NWPB brought together representatives from economic development and local 
subject experts to examine findings and inform on conditions and contributing factors of the region’s labour market 
and workforce.

The primary data sources included customized 2001 and 2006 Statistics Canada census data, Labour Force Survey, 
Canadian Business Patterns, Taxfiler Data, and contextual data for Ontario. Secondary research was drawn from existing 
documented research, reports and newspaper articles.

Employers belonging to the following industries were interviewed to help inform the results of this report.

111 – Crop Production 238 – Specialty Trade Contractors
331 – Primary Metal Manufacturing 332 – Fabricated Metal Manufacturing 
333 – Machinery Manufacturing 335 – Electrical Equipment, Appliance and Component  
336 – Transportation Equipment Manufacturing   Manufacturing 
541 – Professional, Scientific and Technical Services 561 – Administrative and Support Services  
621 – Ambulatory Health Care Services  622 – Hospitals
623 – Nursing and Residential Care Facilities 721 – Accommodation and Food Services
   
The following parameters were used for this report:

Geography Niagara Region is made up of the following 12 municipalities: Fort Erie, Grimsby, Lincoln, Niagara Falls, 
Niagara-on-the-Lake, Pelham, Port Colborne, St. Catharines, Thorold, Wainfleet, Welland and West Lincoln. Niagara Region 
has a total area of 1,852 km with a population of 427,421.

Time Labour market information is defined as 2001-2006 for recent past trends. Demographic information is based 
on 2001 and 2006 Canadian Census data. Graduate and degree information was made available by Niagara College and 
Brock University from 2001-2009 and 1999-2009, respectively. 

Standard Classification The North American Industry Classification System (NAICS) was used to define industries. 
The National Occupational Classification (NOC) system was used to define occupations. Two-digit codes were used for 
overall analysis, while three and four digit NAICS and NOC codes were used for detailed information. 

When examining workforce development it is essential to understand the specifics of employer-created demand for 
labour. While labour market indicators such as number of jobs, annual openings, projections and wages measure the 
numeric aspect of demand, skill and educational requirements are not so simply quantifiable. Regional employers tend 
to consider a mix of candidate attributes, personal suitability, hard/soft skills, and often define their own preferred hiring 
practices (lower wage, less qualified worker that can be trained ‘in-house’ vs. a more expensive, experienced worker that 
does not require further training). 

Data reflected in this report represents the most current data set available at the time of study. We acknowledge that 
there have been significant shifts in labour markets over the past few years, the  impact of which is not reflected in the 
2006 census data, the most recent census data set available at time of this study. This data set is still the most reliable 
data set available to inform on such areas as occupational analysis and migration patterns. Where more recent data is 
available, such as Taxfiler information or Canadian Business Patterns, these more recent releases were utilized. 
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The human capital development model includes elements of “Prepare/Educate/Train, Match; Retain”. The model explores 
how the workforce is cultivated and looks at issues such as educational attainment, skill match, supply, demand and 
workforce development. 

Prepare/Educate/Train: 
An analysis of the educational attainment of Niagara’s workforce and the requirements of local industries
•	 Trends in Educational Attainment 
•	 Career Education Focus in Niagara Schools
•	 Education Required for Local Jobs
•	 Issues Related to the Drop-out Rate

Match; Retain: 
Highlight ways that the regional labour market’s needs are met and economic prosperity is enhanced by a balanced 
workforce supply and demand relationship in order for the region to retain quality talent and competitive jobs, thus 
assuring lasting economic prosperity.
•	 Wage Comparison of Occupations
•	 Migration Patterns
•	 Commuter Patterns
•	 Occupational Growth and Analysis
•	 Niagara’s Industry Drivers
•	 Employment Dynamics

Niagara is home to well-established and forward thinking educational institutions that play a significant role in the local 
economy. They make up some of the largest employers in the region, are renowned for their progressive approaches to 
program design and delivery, and contribute significantly to our economic competitiveness, developing a highly skilled 
and knowledgeable labour force.

At the post-secondary levels, enrollment is at an all-time high with September 2009 Brock University student population 
reaching 17,493 and Niagara College enrollment at 7,588.  These institutions are recognized for high quality education 
and training delivery, innovative applied research, state-of-the-art facilities, and they have earned their place among the 
best education facilities in Canada. 

Niagara also benefits from the presence and contribution of Francophone education institutions that serve to further 
strengthen our economic development and regional competitiveness. 

Prepare/Educate/Train
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The Impact of Dropping Out
While many young adults are pursuing post-secondary levels of education, simultaneously large numbers of today’s 
youth are not achieving basic levels of education because they are dropping out of high school.  In addition to the issue 
of dropouts, there is a large population of students who lack skill proficiency. According to 2006 Statistics Canada data 
the high school drop-out rate in Niagara was 10.6 percent. This is slightly above the national average of 10.1 percent 
and 1.5 percentage points higher than the Ontario average of 9.1 percent.  Drop-out rates generally remain higher in 
rural areas and in small towns as compared to urban areas. Young males continue to experience a higher likelihood of 
dropping-out than young females4. The evidence is also clear that potential employers avoid hiring high school drop-
outs. The unemployment rate among drop-outs is double that of other 20-24 year olds, a reality that will be reflected 
in their earnings and their prospects in the long term. In 2006, median income in Niagara for those with no high school 
diploma was $33,463 as compared to just over $35,083 for those that had completed high school. Attention is drawn to 
the fact that these numbers are looking at median income, meaning as many people were earning below this number 
as there were above this number. As the job makeup across Niagara experiences change, in particular with the reduction 
in higher-paying jobs commonly found across the manufacturing sector, the situation is further complicated with the 
difference between people being employed and employable. Looking forward, a person with less than high school will 
be much more unemployable.

Individuals who complete college, CEGEP, or attain other non-university certificate or diplomas earned $41,934, and this 
increased to $54,945 with a bachelor’s degree and to $64,817 with a master’s degree. 

A Conference Board of Canada report “How Canada Performs” reiterated the link between education and earnings in its 
presentation of OECD (Organization for Economic Cooperation and Development) findings in which Canada earned an 
overall “A” grade.  In Canada, on average, for every $100 earned by a high-school graduate, a person with a university 
degree earns $171; a person with a college degree earns $111; and a person who did not graduate from high school 
earns only $755.    

Non-completion of high school is an influencing factor on the level of literacy and further serves as a barrier to employ-
ment, making it a valuable economic indicator. It is also an important social indicator, because youth with higher levels 
of literacy tend to have healthier lifestyles, less disease, and generally a better quality of life. Societies with high levels 
of youth literacy are likely to have lower crime rates, less unemployment and dependence on social welfare, and lower 
costs for health care6. 

Given that educational attainment is correlated with both labour force participation and lifelong earnings, it is critical 
that strategies focus on four key areas:
1. Incorporating content regarding labour market information into the curriculum. 
2. Ensuring that students go through a career education process that includes exploration, self-assessment and the 

development of soft skills for success in any field.
3. Implementing workplace learning experiences throughout high school and post-secondary training through job 

shadowing, mentoring, educator-in-the-workplace and work-based learning.
4. Ensuring that students have access to multiple, innovative, high-quality pathways to post-secondary training and 

education options.

4 Geoff Bowlby, Provincial Drop-out Rates  - Trends and Consequences, Statistics Canada, 2008. < http://www.statcan.gc.ca/pub/81-004-
x/2005004/8984-eng.htm>

5 Conference Board of Canada, How Canada Performs – Education and Skills Overview, <http://conferenceboard.ca/hcp/overview/Education-
skills.aspx#link>, January, 2010 (date accessed: Oct 29, 2010)

6 International Journal of Educational Research 39 (2003) 247–252; 
 <http://www.unb.ca/crisp/pdf/0308.pdf> (date accessed: Oct 29, 2010)

Niagara3D
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Trends in Educational Attainment
As Chart 1 indicates, Niagara’s workforce under the age of 39 has a higher level of educational attainment than those 
over the age of 40, which influences the dynamics of the labour market.  The share of people in Niagara with only a 
high school diploma decreases with the younger cohorts while the educational attainment rates of a bachelor’s degree 
declines with the older cohorts. 

Chart 1:  Niagara Population Educational Attainment by Age, 2006
Examining the educational at-
tainment of people 25 and older 
reveals a shift in the pattern. By 
examining the age group of 25 
and 34 we are assessing those 
individuals who have most likely 
completed the majority of their 
post-secondary education and 
have begun full participation in 
the labour market. The educational 
attainment of apprenticeships or 
trades certificates or diplomas 
remains well below 10 percent 
between the ages of 25 and 34. It 
is with the older cohorts over the 

age of 35 that we see this level of educational attainment exceed 10 percent, and reaching over 13 percent for the 55+ 
age group. This indicates that the youth certification completion rates are less than that of older age groups. However, 
educational attainment rates of a bachelor’s degree from a university are higher between the ages of 25 and 39 than 
any older age group. The increasing number of post-secondary graduates reflects the common belief that better jobs 
come with better education.

Trends in the Trades
Over the course of the past decade apprenticeship enrollment has continued to increase.  In order to increase the number 
of workers entering the skilled trades, the Ontario government created several strategies including the Ontario Youth 
Apprenticeship Program (OYAP).  

Chart 2: Niagara Apprenticeship Registrations, 1999-2009 
Examining the number of OYAP registrations 
reveals an increase of nearly 500 young adults 
entering the trades between 2005 to 2009. 
During this same period general apprentice-
ship registrations, as tracked by the Ministry 
of Training, Colleges, and Universities also 
had a marked increase.  

However, upon closer examination a more 
troubling trend emerges. Registrations in the 
trades has increased predominately within 
the service trades which represents 1,059 or 
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53 percent of total registrations in 2009. Since peaking at 292 in 2006, the number of registrations in the industrial trades 
dropped to 168 in 2009, which is also below the 1999 registrations of 214.  Over the past decade, construction trades 
registrations had an overall increase of 77 percent, going from 228 in 1999 to 404 in 2009. The automotive trades have 
increased as well from 194 in 1999 to 383 in 2009, a 97 percent increase.  

Chart 3: Total Registrations by Type in Niagara, 1999-2009 
Despite total registrations almost tripling 
in 1999 from 784 to 2,014 in 2009, this is 
not reflected in the exams passed and 
completion rates for apprenticeships. In 
1999, the total number of completions 
were 677 and increased by 22 percent 
to 870 by 2009.  Since exams passed and 
completion rates have not matched the 
increase in registrations, this may influence 
the availability of skills trades workers in 
Niagara.

Chart 4: Exams Pass and & Completions, Niagara, 1999-2009
The dominance of apprenticeship reg-
istrations in the service trades must be 
taken into consideration when examining 
income. The 2006 median income in On-
tario for those with an apprenticeship or 
trades certificate or diploma was $44,261. 
However, occupations within the service 
trades, for example, hair dressers, have a 
median income of $17,439 and chefs earn 
$38,018 (which is 29 percent higher than 
the Ontario median income) in Niagara. 
Trades which include occupations such 
as electricians, industrial electricians and 
sheet metal worker, can see significantly 

higher earnings. An industrial electrician in the trades has a median income of $72,531, and a non-industrial electrician, 
$48,441, employed mostly in construction, while a sheet metal worker has a median income of $46,447. This indicates 
that an increase in the service trades enrollment may not reflect an increase in the median income for Niagara’s labour 
force due to the lower overall median income typical for these occupations. It is occupations within the industrial and 
construction trades that have incomes greater than the Niagara overall median income of $41,087.

It is important to note that since no significant increase has occurred in the number of registrations in the industrial trades, a  
‘skilled trade’ shortage will continue. This disparity requires further research and will emerge as a recommendation in this report.
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Education and Income
While the benefits of pursuing higher education are still valid, the bigger picture is more complicated.  From 2001-2006 
the median wages of post-secondary educated individuals has increased by 15 percent. Higher degrees, especially in 
combination with work experience in related fields, usually secures higher wages, while lower wages are typically provided 
by jobs requiring less than a university certificate, diploma or degree.

Educational attainment also factors into regional 
labour force participation. The population seg-
ment not in the labour force tends to have less 
education than that in the labour force.  

In 2006, on average 20 percent of those aged 
25-44 who were not in the labour force lacked a 
high school diploma. Thirty-three percent only 
had a high school certificate. In comparison only 
9.6 percent who held a bachelor’s degree were 
out of the labour market, however, 21 percent of 
those who were out of the labour market held 
a College or other non-university certificate or 
diploma.

Education Required
Even though the current regional labour market 
provides career opportunities for people with 
diverse educational attainment, a significant 
number of jobs require more than a high school 
diploma, but less than a bachelor’s degree7. 

Chart 5 provides a breakdown of the percentage 
of jobs in Niagara and the level of educational 
attainment required in 2006. Management oc-
cupations for which  the skill sets and education 
requirements are so diverse that they do not easily 
fit into a specific category, make up 9 percent and 
typically require some post-secondary education.  
Jobs requiring either short work demonstration, 
on-the-job training, or no formal educational 
requirements make up 16 percent. Another 34 
percent require 1 to 4 years of secondary school 
education, 2 years on-the-job training, special-
ized training courses, or specific work experience.  
A bachelor’s degree or higher is necessary for 13 
percent of jobs, excluding management occupa-
tions and college diplomas, certificates, and CEGEP  
is required for 28 percent of jobs in Niagara. 

7 For more information regarding occupations and income see Appendix D.

Educational Attainment Income Level
No certificate, diploma or degree $ 33,463
Certificate, diploma or degree $ 42,014
High school certificate or equivalent $ 35,083
Apprenticeship, trades cert. or diploma $ 44,261
College, CEGEP or other non-university cert. or 
diploma

$ 41,934

University cert., diploma or degree $ 57,380
University cert. or diploma below bachelor level $ 45,914
University certificate or degree $ 59,325
Bachelor’s degree $ 54,945
University cert. or diploma above bachelor level $ 63,361
Master’s degree $ 64,817
Earned doctorate $ 80,780
Degree in medicine, dentistry, veterinary medicine 
or optometry

$ 102,796

Statistics Canada, 2006
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courses or specific 
work experience.

34%

Two to three years 
of post-secondary 

education at a com-
munity college, institute 
of technology or CEGEP. 
Or two to five years of 

apprenticeship training. 
Or three to four years of 
secondary school and 
more than two years 

of on-the-job training, 
specialized training 

courses or specific work 
experience.

28%

Niagara3D

Chart 5: Jobs by Educational Level in Niagara, 2006



pg10

That leaves 50 percent of all jobs in Niagara requiring at a minimum, some level of college education or higher (manage-
ment jobs at 9 percent have been included in this calculation). Further examination of education attainment to income 
potential reiterates the importance of pursuing some post-secondary education in order to remain competitive in the 
job market. 

Creative Classes in Niagara
According to research undertaken by Richard Florida, regions that will prosper and grow in the 21st century will be those 
that succeed in creating what he terms “creative economies.”  Florida’s creative capital theory is distinct from human 
capital theory in two fundamental ways.  “It identifies a type of human capital, creative people, as being key to economic 
growth; and it identifies the underlying factors that shape the location of decisions of these people, instead of merely 
saying that regions are blessed with certain endowments.”8  In Beyond Spillovers: The Effects of the Creative Class, Richard 
Florida, et al. asserts that “it is the density of not only human capital but of those whose occupations have a creative 
component that are primarily responsible for urban innovation and subsequently growth.”9   

In 2001 the Niagara labour force had 49,700 creative class occupations; this grew to 54,550 jobs by 2006, an overall 
increase of 9.8 percent (4,850). Creative occupations now comprise 25.7 percent of all jobs in Niagara, or just over 1 in 
410. Although this is evidence that Niagara’s economy is becoming more innovative, according to Richard Florida’s study, 
the most innovative economies comprise over 35 percent of creative class occupations11. Niagara’s lag in a number of 
creative occupations should be considered when examining workforce planning and economic development. 

The median income of the creative class was also higher than the median income of Niagara.  In 2006 the median income 
of the Niagara region was $41,087. In the same year the creative class’s median income was $50,578.  

Table 1: Niagara Occupations, Median Income & Educational Attainment Rates per Florida’s Creative Classes, 2006

% of 
Niagara 

Occupations
Median 
Income

No 
Certificate, 
Diploma or 

Degree

High School 
Certificate 

or 
Equivalent

Appren-
ticeship 

or Trades 
Certificate or 

Diploma

College, 
CEGEP or 

other Non-
University 

Certificate or 
Diploma

University 
Certificate, 
Diploma or 

Degree

Creative Class (includes 
Super Creative)

26% $50,578 4% 16% 5% 30% 44%

Super Creative Class 11% $42,751 4% 17% 5% 30% 42%

Service Class 52% $33,006 16% 33% 10% 30% 11%

Working Class 18% $40,647 19% 39% 18% 21% 5%

Farming, Forestry, 
Fishing Class

4% - 19% 33% 14% 25% 12%

Statistics Canada, 2006

8 Richard Florida, 4 Cities and the Creative Class, 2002, p 8
9 Brian Knudsen, Richard Florida, & Kevin Stolarick, Beyond Spillovers: The Effects of Creative-Density on Innovation, The Martin Prosperity   
 Institute, 2005, 2.
10 Statistics Canada, 2001 & 2006, OMAFRA Niagara Creative  Economy Competitive Advantage Analysis.
11 Richard Florida, Rise of the Middle Class, Basic Books: New York, 2002, p 74.
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Knowledge, Skills, and Abilities Required
While Niagara’s economic base results in a broad range of jobs requiring various educational and skills backgrounds, 
there continues to be a gap between workforce preparation and job attainment. In a series of 32 interviews conducted 
by NWPB in 2010, employers reported that new entrants need not only the Essential Skills, as defined by Human Resource 
and Skills Development Canada, but they also require equally important “soft” skills such as a positive attitude, reliability, 
honesty, and a strong work ethic.  

Table 2: HRSDC Essential Skills
Human Resources and Skills Development Canada – Nine Essential Skills
Reading Text Document Use Numeracy
Writing Oral Communication Working with Others
Continuous Learning Thinking Skills Computer Use
Source: Human Resources and Skills Development Canada, 2010. 

Interviewed employers strongly stated that, with the exception of specific highly skilled occupations, soft skills were the 
foundation for success across all industries. Anecdotal information abounds regarding those with high technical skills, 
yet lacking the basics of dependability and appropriate communication skills.  

The focus on the development of these “soft skills”, often referred to as “work habits” is an area that has received much 
attention and debate. Conference Board of Canada reiterates that nationally we have a very strong public system that 
provides a good education and boasts the second-highest rates of high school completion and highest rates of college 
competition, as compared to peer countries.12  

However, the report goes on to identify that this also presents a challenge as the system is strongly weighted towards 
school-aquired skills, and lesser so on the work-based skills training. The identification of how this gets addressed remains 
a key concern among both educators and employers.

Number of Graduates and Preferred Field
In 2009, 7,039 students graduated from Brock University and Niagara College with either a diploma, degree or certificate. 
Table 3 represents the sixteen fields of study that over 57 percent of all graduates in Niagara attained degrees or diplomas in.  

Table 3: Top 16 Degrees and Diplomas awarded at Brock University and Niagara College as percentage, 2009
Brock University Niagara College

Program Graduates Program Graduates

Bachelor of Arts 22% Police Foundations 2%

Bachelor of Education 10% General Arts & Science 1%

Bachelor in Business/Business Administration 4% Hotel & Restaurant Mgmt (Co-op) 1%

Bachelor of Science 4% Educational Asst - Spec Needs Support 1%

Master of Arts 2% Practical Nursing 1%

Bachelor of Accounting 2% Early Childhood Education 1%

Master of Education (MEd) 2% Pre Health Sciences (College) 1%

Bachelor of Recreation & Leisure Studies 2% Culinary Management (Co-op) 1%
Source: Brock University & Niagara College, Statistics and Research Departments, 2010.

12 Conference Board of Canada, How Canada Performs – Education and Skills Overview, <http://conferenceboard.ca/hcp/overview/Education
 skills.aspx#link>, January, 2010 (date accessed: Oct 29, 2010)
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The preferred fields of study at Brock University were the Bachelor of Arts and Education programs, accounting for 32% 
of graduates in 2009.

While we understand that education level and preferred field of study are personal choices, the statistics show a disconnect 
in talent required and talent produced. As noted previously, excluding management occupations, only 13 percent of jobs 
in Niagara require a Bachelor’s degree or higher. This indicates that Niagara is producing a great deal of talent, creating 
a pool of talented people available to new employers wanting to enter the area, more talent than it currently requires, 
based on analysis of the labour market demand. Such an observation may help us to better understand the region’s 
inability to secure local co-op placements and to retain educated young professionals graduating from our university.  

Niagara College represented 42 percent of all post-secondary graduates in 2009. As the previous chart indicates, the college 
offers a variety of specialized degrees, certificates, and diplomas directed at the workplace. One-third of Niagara College 
students are the first in their family to pursue post-secondary education.13  This supports the belief that post-secondary 
education is becoming a greater focus for youth.

The Niagara Workforce Planning Board believes that early career exploration helps students understand the options 
and choices available to them. It is equally important that they be aware of the current and future labour market trends, 
leading to a stronger correlation between supply and demand.

As Chart 5 clearly demonstrated, 50 percent of occupations in Niagara’s economy required either no formal training or 
1-4 years of secondary education in 2006. Workers with a bachelor’s degree or higher represented only 13 percent of the 
occupations in the region (outside of management) and 28 percent required some other post-secondary education at a 
college level, an apprenticeship, or specialized training. 

It is expected that the percentage of occupations requiring little or negligible post-secondary education will decrease 
while the number requiring some post-secondary education, but below a university degree, will increase. In 2009, of the 
7,039 students who attained certificates, diplomas, or degrees from Niagara’s post-secondary institutions, 57 percent 
attained a bachelor’s degree, or higher from Brock University. Niagara is training a highly skilled labour pool to meet 
new job demands.

It is important to note that approximately 70 percent of Brock University students are from outside of the Niagara Region, 
choosing to study here.14 As is common among post-secondary students, not all who choose to study in an area outside 
of their “home” area, choose to stay where they study. University students for the most part are aiming for labour markets 
that need their skills. Many of them are looking nationally and internationally, not just locally. 

However, it is imperative here to keep two key things in mind. First of all, the economy is not static – it is ever evolving 
and this has perhaps never been more visible  than over the past few years. The economic recession saw significant 
shifts in the number of businesses across industry sectors and the “survival of the fittest” was strongly evident. Niagara’s 
economy is changing. New businesses are being developed, many in areas that were not found in Niagara 10 or even 
5 years ago. The Niagara Economic Growth Strategy has identified economic clusters, both existing and emerging that 
do, and are projected to make up the economic climate of the region. These are not “for sure” bets, but they do support 
informed planning around skills development and labour demand.  

Secondly, to be competitive on the global market, it is necessary to have a skilled and competitive workforce that 
can transition across economies. Products and processes can be refined, duplicated or replaced with more innovative 
techniques. It is knowledge that drives this innovation, and it is  innovation that ensures that our economy remains two 
steps ahead of the competition. 

13  Julie Greco, Niagara Falls Review, More College, university grads needed, 9 April, 2010.
14 Brock University, Office of Institutional Analysis, 2010
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Future Job Demand 
Canada’s total employment is projected to grow at an annual average rate of 1.1 percent over the 2006 to 2015 period, 
according to a report by Human Resources Skills Development Canada (HRSDC).15 This would equate to approximately 
1.9 million new jobs during this 10 year period.

Driving factors behind this job growth are a subject of much research and reporting. Niagara’s situation is not unlike that 
of many of the developed countries. Our workforce is older, our population is aging, and retirements are expected to 
escalate over the next few years. We need to pay particular attention to the level of skills and knowledge that employers 
will be demanding as they recruit to fill vacancies. According to HRSDC projections, about two thirds (65.9 percent) of all 
job openings (those due to new job creation plus those due to retirements) over the next ten years will be in occupations 
usually requiring postsecondary education (university, college or apprenticeship training) or in management occupations 
(which often but not always require postsecondary education).16 

Occupational analysis is required to better understand the specific occupations that are being created in Niagara, the education 
level and skills being sought by employers. If a greater number of occupations will need specialized training at a college level 
or through apprenticeships, increasing these enrollment numbers should be considered.

After examining the prepare, educate, and train dimensions of Niagara’s workforce, we will now seek to explore the match 
and retain side of the labour market. The goal of this section is to highlight ways that the region’s labour market needs are 
met and economic prosperity is enhanced. A balanced workforce supply and demand relationship supports the region’s 
ability to retain quality talent and competitive jobs, thus assuring lasting economic prosperity.  

The Niagara Workforce Planning Board understands that a lasting, regionally balanced workforce supply-demand equation 
is a very unlikely scenario because of its complexity and constantly changing conditions. It is our conviction, however, 
these labour market dynamics can be positively influenced by committed involvement of decision makers, workforce 
developers and employers. There are several key criteria that need to be considered and understood, namely:
•	 Regional in and out mobility is a significant force in the supply-demand equation. 
•	 Some workforce groups  such as recent graduates, younger professionals and people with higher educational attain-

ment are more likely to move for job purposes. 
•	 Older workers or entry-level and low income workers are more likely to remain in the region.
•	 Job access issues resulting from the geographical mismatch of talent and jobs can play a significant role in the 

imbalance of the supply–demand equation. 
•	 The education sector is important and reflects not only local but also global demand for knowledge and skills 

development and therefore will always offer programs that train workforce for export to other regions’ markets. 
•	 It is with our understanding - following multiple dialogs with employers - that businesses serve to influence trends 

within their industry sectors and together, as an industry, create the critical mass for skills that are in demand. 
•	 Economic growth and workforce preparation are interconnected. 
•	 Training and education are themselves an economic activity that often employs highly educated people – so local 

training has positive local spin-off effects – these need to be considered in the overall cost-benefit analysis from a 
regional perspective.

15  Human Resources Skills Development Canada, Looking Ahead: A 10-Year Outlook for the Canadian Labour Market (2006-2015),  Back-  
 ground Briefing on Future Labour Market Demand in Canada, Jan. 2007,  http://www.hrsdc.gc.ca/eng/publications_resources/research/
 categories/labour_market_e/sp_615_10_06/LA06-Demand-29Jan07.pdf , (data accessed:  October 31, 2010)
16 See footnote 12

Match; Retain
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The Current Situation
This research began amidst significant economic turmoil. The global recession was still a going concern, the full impact of 
which is still causing significant uncertainty across communities. Unemployment remains high, the region is experiencing 
closures of well-established businesses, and government is advising reduced spending and tightening of the family and 
government budgets. We are not on solid ground and therefore must proceed with cautious optimism. 

In Niagara, while we are keeping our eye on the global markets, we are also celebrating successes that demonstrate 
our resiliency. While plants have closed, we are seeing success in new businesses being established. Employers expect a 
steady hiring climate for the fourth quarter of 2010, according to the latest results of the Manpower Employment Outlook 
Survey.17 Individuals are pursuing training and post-secondary opportunities in anticipation of future job opportunities. 

Employment in the Niagara region has traditionally been dominated by a relatively small number of manufacturing 
enterprises. Manufacturing is still dominant in terms of the revenue it generates, and it still provides a significant number 
of jobs. However, there is now greater diversity in Niagara’s economic structure as we shift to an economy driven by small 
and medium-sized enterprises (SMEs).

Table 4: Niagara Employment  Growth by Sector, 2001 & 2006 (2 Digit)
Growth (In Number of Jobs Added/Lost)

Geography: Niagara Region 2001 2006 Difference % Change

    11 Agriculture, forestry, fishing and hunting 6265 6200 -65 -1.04%

    21 Mining and oil and gas extraction 335 190 -145 -43.28%

    22 Utilities 1210 1105 -105 -8.68%

    23 Construction 6010 6400 390 6.49%

    31-33 Manufacturing 28730 22860 -5870 -20.43%

    41 Wholesale trade 6145 6400 255 4.15%

    44-45 Retail trade 22730 22750 20 0.09%

    48-49 Transportation and warehousing 6125 6215 90 1.47%

    51 Information and cultural industries 2455 2715 260 10.59%

    52 Finance and insurance 5425 6120 695 12.81%

    53 Real estate and rental and leasing 2270 2600 330 14.54%

    54 Professional, scientific and technical services 6130 7165 1035 16.88%

    55 Management of companies and enterprises 165 175 10 6.06%

    56 Administrative & support, waste management & remediation services 5815 8575 2760 47.46%

    61 Educational services 11085 11430 345 3.11%

    62 Health care and social assistance 16230 18385 2155 13.28%

    71 Arts, entertainment and recreation 7660 9595 1935 25.26%

    72 Accommodation and food services 18315 21765 3450 18.84%

    81 Other services (except public administration) 8605 9145 540 6.28%

    91 Public administration 6555 6880 325 4.96%

Total Occupations 168255 176675 8420 5.00%
Source: Statistics Canada, 2006

17 Manpower Employment Outlook Survey, Manpower, 4Q10, Fall, 2010, http://www.manpower.com/press/meos.    
 cfm?Year=2008&CategoryID=4626 (date accessed: Nov 2, 2010)
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Overall, from 2001 to 2006 Niagara experienced job growth of 8,420 jobs or 5 percent as compared to Ontario which saw 
6.1 percent. The three sectors that witnessed the highest growth in Niagara were: Accommodation and Food Services;  
Administrative and Support, Waste Management, and Remediation Services; and Health Care and Social Assistance.  The 
greatest declines were noted in the Manufacturing, Mining and Oil and Gas Extraction, and Utilities sectors.  However, 
despite close to 21 percent job loss, Manufacturing still represented 31 percent of business revenues of Niagara in 2009 
and remains one of the most, if not the most, important sector in the region.18 

Demand
The demand for a workforce is created by a region’s employers. It is therefore necessary to understand the size, dynam-
ics, and the future potential of  employers across industries in order to measure demand. Currently, we can see that the 
distribution of jobs across industries is uneven. The region’s larger employment base is in Manufacturing, Retail trade, 
and Accommodation and Food Services. Employers in these top three industries provide over 67,375 jobs (38 percent of 
jobs in Niagara)19. This equates to almost 2 of every 5 jobs within these three industries.
  
Chart 6: Distribution of Jobs in Niagara & Ontario by Industry Sector (2 digit NAICS code), 2006

Identification of Adjustment Challenges 
by Industry
Having identified a number of industrial sectors and 
3-digit industries, we can now use a powerful new data 
resource to determine the nature of the adjustment 
challenges facing these industries.

The Ontario Labour Market Adjustment data docu-
ments the rate of job generation and job loss. The 
interplay of these two factors determines both the 
nature and degree of labour market adjustment.  

Job Generation
Job generation represents the total number of new 
jobs created over a period of time. These jobs are filled 
by workers who either lost their jobs elsewhere, were 
in the same industry, entered from other industries, 
entered the labour market for the first time, or after 
an absence. Each of these scenarios  involves different 

adjustment issues.   Job Generation reflects the new jobs that have been created and the demand, or the need, for workers 
to fill occupations in the industry as a percentage. Job generation can be expressed as a percentage of total employment 
at the beginning of the period. 

Job Loss
Job loss represents the number of persons who have lost their jobs over a period of time and moved fron one job to 
another (excluding those who left the labour force and those who left Ontario). Job loss data suggests the number of 
workers who may have required further education and/or training to make a successful transition to new employment.  

While some displaced workers may easily move to the jobs being created, jobs and workers are often not inter-changeable. 
Job loss can be expressed as a percentage of total employment at the beginning of the period. Job loss reflects the 
changing nature of the workforce. Over time, jobs within an industry are eliminated or the nature of the work changes 
resulting in the need for the worker to be replaced.

18 For more information regarding industry revenue please see Appendix C.
19 For more information please see Appendix C, chart 9.

0%

2%

4%

6%

8%

10%

12%

14%

16%

Niagara

Ontario

Source: Statistics Canada, 2006
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Table 4 for the full NAICS sector titles.
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Generation/Loss Ratio
The generation/loss ratio is the number of jobs generated, divided by the number of jobs lost and then multiplied by 
100. This ratio measures the number of jobs created for every 100 jobs lost. When the value is over 100, more jobs are 
generated than lost. When it is less than 100 more jobs are lost than generated.

Table 5: Labour Market Adjustment Dynamics by 3-Digit Industry, 2002 to 2007, Ontario  
NAICS Generation 

Rate %
Job Loss 
Rate %

Net Employment 
Rate %

Generation Loss 
Ratio

111 - Crop Production 22.24 33.93 -11.69 65.54
236 - Construction of Buildings 51.00 31.83 19.17 160.22
238 - Specialty Trade Contractors - - - -
331 - Primary Metal Manufacturing 12.62 32.80 -20.18 38.48
332 - Fabricated Metal Product Manufacturing 18.79 27.82 -9.03 67.53
333 - Machinery Manufacturing - - - -
334 - Computer and Electronic Product Man. 19.94 26.94 -7.01 73.99
335 - Electrical Equipment, Appliance and Comp. - - - -
336 - Transportation Equipment Manufacturing 14.20 19.94 -5.73 71.25
337 - Furniture and Related Product Man. 15.94 33.15 -17.21 48.08
339 - Miscellaneous Manufacturing 30.92 33.74 -2.82 91.64
541 - Professional, Scientific and Technical Services 51.56 30.87 20.70 167.04

551 - Management of Companies and Enterprises 33.12 35.14 -2.02 94.26
561 - Administrative and Support Services 42.69 28.03 14.66 152.31
621 - Ambulatory Health Care Services 47.07 31.21 15.86 150.81
622 - Hospitals - - - -
623 – Nursing and Residential Care Facilities 26.63 10.40 16.23 256.05
721 - Accommodation Services 28.52 25.45 3.06 112.03
Source: Statistics Canada, LEAP, 2002-2007

The job generation/loss ratio for Ontario provides insight into how the industries in Niagara may be performing. Upon 
closer examination it is evident that manufacturing has been especially hard hit between 2002 and 2007, with an average 
job generation/loss ratio of 65.  This indicates that these industries are not creating new jobs to replace the ones that have 
been lost.  This may be a result of several factors, but the reality is that job loss is a concern that needs to be addressed.  
Standing in stark contrast are health related industries that had an average job generation/loss ratio of 203.  This indicates 
a high demand for workers and the potential need for specific strategies to support industry demand.

As first stated in the NWPB report “Niagara Region: 2009 Supply and Demand Study”, the challenge this region faces is 
not an impending labour shortage, with the exception of a select few occupations, but rather jobs-skills disparity, largely 
due to the shifting composition of the local economy. A decline in specific industries coupled with gains in very different 
industries will continue to challenge Niagara’s labour force. Transitioning displaced workers from long held jobs to new 
ones can be a long and challenging process.20 

20 Niagara Workforce Planning Board, Niagara Region: 2009 Supply and Demand Study,  Niagara’s Labour Market in Transition, March, 2009
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Key Industries – The Demand Drivers
NWPB examined a mix of labour market indicators to determine key influencers of labour market dynamics. Through a 
targeted industry analysis we examined Niagara’s industrial sectors based on business growth as measured by industry 
revenue, number of businesses and business change, as well as the use of location quotient.21 We also analyzed the 
labour market within Niagara through a careful examination of employment, job loss and growth to benchmark Niagara’s 
industries against those of the province. This enabled NWPB to identify the following five sectors to be the top drivers 
of the regional demand for a skilled workforce.
•	 Manufacturing
•	 Health Care and Social Assistance
•	 Accommodation and Food Services
•	 Retail Trade
•	 Professional, Scientific, Technical Services

To further inform and strengthen the match between supply and demand, specific industry analysis across these 5 sectors 
and their relative  supply chains is required. Future work includes the application of an occupational projection tool to 
inform employment demand across occupations. It is important to note that employment and economic landscapes are 
influenced by numerous factors and as such employment projections are just that, projections. 

Where is the Work? Where are the Workers? 
The location of talent and employment opportunities is a significant augmenting force of regional demand.  Niagara sees 
47 percent of workers travel outside of their municipalities, but still within the region and commute less than 20 km to 
work. A total of 30 percent of Niagara’s labour force reside outside of the region and commute into Niagara. This simply 
reiterates the fact that worker mobility is not restricted by geographic boundaries. Workers travel within and outside of 
the region to participate in employment opportunities that are available to them.

Table 6: Niagara Commuter Patterns, 2006
Total Number of People Living and Working in the same Municipality 91270
In Migration – Live outside Niagara; work within Niagara 6155
Out Migration – Live in Niagara; work outside Niagara 20820
Source: Statistics Canada, 2006

Niagara 2031, a growth management strategy to guide development in Niagara for the next 25 years and beyond, 
informs population projections and employment lands location and usage. The report provides extensive information 
on employment land use by municipality, valuable data when carrying out local labour market planning. 

The Province of Ontario has identified the following population and employment forecasts for the Region of Niagara in 
Schedule 3 of the Places to Grow Plan. The tables below show population and employment forecasts, and population, 
household and employment targets for the Niagara Region.22 

21 Location quotients indicate the level of specialization of the selected geographic area (i.e. municipality), in the selected sector. Location 
 Quotients can also indicate the extent to which the local economy is importing, self-sufficient, or exporting goods and services in different 
 sectors. A municipality’s export industries are its economic base.
22 Region of Niagara, Sustainable Community Policies: Places to Grow/2005 Provincial Policy Statement Conformity and Niagara 2031
 Amendment, Amendment 2-2009 to the Official Plan for the Niagara Planning Area as approved on May 28, 2009 by Regional Council and 
 amended through the addition of Policy 4.6.6
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Table 7

The ability of employers to find and retain qualified workers (as a key premise to their economic success) is highly 
influenced by location of talent, and therefore workforce planning has become a vital factor when selecting work places.

Supply
Similar to the demand side of the equation, the supply of talent is influenced by several factors, one of which is income. 
The Niagara Workforce Planning Board’s geographic area (which covers the census division of Niagara) ranks 20 out of 
25 local board areas in terms of median income.23  As compared to Ontario, at $44,748, Niagara is  $41,087. This may be 
an influencing factor that contributes to the number of people, including young professionals, who exist in the region. 

The age of the workforce is another important determinant of workforce supply. The regional labour market can prosper 
only if there is a balanced representation of all age cohorts so as not to miss the opportunity to assure a constant flow 
and replacement of necessary talent.  In 2006, St. Catharines-Niagara CMA (which excludes Grimsby, Lincoln and West 
Lincoln) was Ontario’s second-oldest CMA with a median age of 42.1 years.24 

Chart 7: Population by Age in Niagara & Ontario, 2006

23 For more information regarding median incomes of the Local Board Areas please see Appendix D, Table 16.
24 Ontario Ministry of Finance, 2006 Census Highlights Factsheet 4, http://www.fin.gov.on.ca/en/economy/demographics/census/cenhi06-4.
 html, (data accessed: Oct 31, 2010)

  

Table 7a

Source: Statistics Canada, 2006
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The need for young, professional talent is nothing new. The percentage of Niagara’s population between the ages of 5 
and 54 is below that of Ontario, after which, Niagara has a higher percentage of people 55 and older.  A closer look at 
Niagara’s population by age reveals that 44 percent of the population is 45 years or older, and 16 percent is 65 years or 
older. This breakdown is illustrated in Chart 7. From a workforce perspective, this highlights the importance of attracting 
or retaining workers to fill jobs that will be left as the aging workforce retires. 

Visible Minorities  
With respect to the diversity of its population, Niagara continues to be less diverse than Ontario. However, between 2001 
and 2006 Niagara’s population has become more diverse with a 52 percent increase in its visible minority population. 
Between this same time period, one-third of all newcomers to Niagara came from Asia and the Middle East. Settlement 
was highest in St. Catharines, which is not only the largest city in this region, but also the most diverse area for mother 
tongue languages other than English or French. The Black community is the largest visible minority group in Niagara.25 

Table 8: Population of Visible Minorities, Niagara & Ontario, 2001-2006
Visible Minority Population 2001 2006 % Change 2001-2006
Niagara 17355 26405 9050

4.30% 6.30% 52.10%
Ontario 2153045 2745200 592155

19.10% 22.80% 27.50%
Source: Statistics Canada, 2001 and 2006

Chart 8 below highlights Niagara’s evolving diversity in comparison to Ontario.  Niagara has experienced an increase in 
virtually every group from 2001 to 2006. The biggest change has clearly been the increase in the region’s Latin American 
population, which experienced a 270% increase over this five year period.  It should be noted, however, that Niagara’s 
visible minority population represents only 6 percent of Niagara’s entire population.  

Chart 8: Change in Number of Visible Minorities, Niagara, 2001-2006 

25 The Ontario Trillium Foundation, Your Community in Profile: Niagara, 2008

Source: Statistics Canada, 2006
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The aboriginal population of Niagara has experienced strong population growth with a 34 percent increase between 
2001 and 2006, as compared to Ontario which saw a 28 percent growth. Looking at actual numbers, this group grew 
by 1,745 people to a total of 6,930 making up less than 2 percent of the total population for the region. Two-thirds of 
Niagara’s Aboriginal community are First Nation and a little more than one-quarter are Métis.26 Furthermore, close to 
50 percent of the aboriginal population living in Niagara is under the age of 30 and has a median age of 31.4.  There is a 
tremendous opportunity to support workplace integration for this younger cohort.

Concluding Thoughts
Pittsburgh showed great resiliency and resourcefulness in shifting from an industrial economy to one based on health 
care, research, hospitality and tourism through the 1990’s. Many of the city’s jobs now are in the expanding fields of 
life sciences, computer science and energy. Last year, Forbes magazine ranked Pittsburgh sixth among US cities for job 
growth, with most of an anticipated 30,000 new jobs coming in health care and energy. The economy was impacted by 
the global recession but unemployment rates stay significantly below the US national rate at 10.1 percent as compared 
to Pittsburgh at 7.9 percent. 

Niagara can create its own success story. As with any planning exercise, it is imperative that the necessary information be 
available to inform decisions, policy and actions. With the release of the Niagara Labour Market Plan 2009-2013 and the 
Niagara Economic Growth Strategy 2009-2012, Niagara stakeholders have demonstrated a commitment to understand 
where we have come from, where we are, and most importantly where we are headed. It’s about moving to where we 
want to be and then taking the steps necessary to make it so.

While we are immersed in times of significant economic turmoil that makes capturing the current situation very challenging, 
we have seen workforce development move to centre stage. Understanding, knowledge, information and commitment 
to act collectively are no longer options in the solution to addressing our workforce challenges, but rather are now pillars 
embedded in our workforce plan. Focusing on high potential  industries is essential as we work to identify and examine 
high growth and declining sectors, search for key findings that will inform workforce transition, skills development, and 
supply and demand mis-matches. 

Understanding and meeting employer needs is complex and requires collaboration . Our education system plays a vital 
role in developing the labour pool, building skills, knowledge and abilities. Community-based organizations, community 
agencies and unions influence the labour market through their roles of connecting, strengthening and positioning work-
ers. Governments respond to changing demands and the many factors influencing communities. These are all critical 
workings within the larger picture and as such are important contributors to successful labour market development.

Niagara Workforce Planning Board will continue to take a lead role in bringing people together to build a skilled, knowl-
edgeable and resilient talent pool for a competitive leading edge economy. To do so is not an option, but a necessity. It 
is our time, Niagara’s time, for we are a region that is creative, a region that is visionary, a region that is original. 

26 The Ontario Trillium Foundation, Your Community in Profile: Niagara, 2008

Niagara3D
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1. Support career education and experiential learning opportunities for all youth through multiple educational and 
training pathways. 

2. Strengthen linkages between workforce development and economic development so as to inform workforce needs 
that support future investment and expansion of businesses in Niagara.  

3. Document the workforce needs of key industry sectors, both existing and emerging, as identified  in the Niagara 
Economic Growth Strategy.

4. Garner support for a regional youth attraction and retention strategy that will strengthen Niagara’s ability to retain 
and recruit the next generation.

5. Examine lack of increase in the number of registrations in the industrial trades to develop proactive strategies to 
address potential labour force shortages.

6. Conduct occupational analysis to better understand the specific occupations that are being created in Niagara, the 
education level and skills being sought by employers. 

7. Examine approaches that strengthen “soft skill” work habits among those looking to enter and remain in the work force. 
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AppendixA-Demographics

According to Statistics Canada in 2006 the population of Niagara was 427,420.

Table 9: Population of Niagara and Ontario, 2006
Niagara Ontario

Population 2006 427,420 12,160,285
Working Age population (age 25 through 64) 225,520 3,418,225
Male Population 206,860 5,930,700
Female Population 220,560 6,229,580
Statistics Canada, 2006

The aging population is not a new development for our region. As the graph shows, Niagara has a lower percentage of 
young people (49 years and younger) than the province. Once Niagara reaches the 50-54 year old age category, however, 
Niagara becomes older than Ontario in every other category.

From a workforce perspective, this is important because of the need for younger workers to fill jobs that are left by the 
aging workforce. Niagara and Ontario have almost an equal percentage of people that are working age (25 to 64 years), 
which is 53 and 55 percent, respectively. However, when looking at the younger cohorts (25-34 and 35-44), Niagara ranks 
two percentage points below the province.

Chart 7: Population by Age in Niagara & Ontario, 2006

Table 10: Income Basics – Statistics Canada, 2006  Ontario Niagara
Ontario Niagara

Median Income $44,748 $41,087 

Median Household Income $60,445 $54,497 

Median after-tax income $52,117 $47,534 

Market basket Measure27  Percentage of workers who’s median salary was below $27,801

Average Niagara Threshold $27,801 26%
Source: Statistics Canada, 2006

27 The Market Basket Measure (MBM) is a measure of low income based on the cost of a specified basket of goods and services. The MBM was   
 developed in response to a request in 1997 from the Federal, Provincial and Territorial Ministers responsible for Social Services by a Federal-  
 Provincial-Territorial Working Group on Social Development Research and Information.

Source: Statistics Canada, 2006
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Chart 8: Median Income by Salary Range, Niagara and Ontario, 2006   
Looking at workers who were em-
ployed full-time for one year in 2006, 
34 percent of workers in Niagara made 
below $30,000, 28 percent earned be-
tween $30,000 and $40,000, 35 percent 
earned between $40,000 and $80,000, 
and only 2 percent earned more than 
$80,000 per year.  According to the 
Market basket measure the average 
threshold in Niagara to live above the 
‘poverty line’ is $27,801. As we can 
see from the median salaries, over 
one-third of the labour force earned 
incomes that would place them below 
the poverty line.  

Table 11: Secondary and Post-Secondary Educational Attainment
Educational Attainment Comparison, 2006
 Niagara Ontario
High school graduate or higher 76% 77%
College, CEGEP or other non-university Certificate or Diploma, ages 25 and over 25% 22%
College, CEGEP or other non-university Certificate or Diploma, ages 25-34 28% 24%
University Certificate, Diploma, or Degree, ages 25 and over 20% 31%
University Certificate, Diploma, or Degree, ages 25-34 26% 37%
Source: Statistics Canada, 2006.

About 1 in 5 adults age 25 and older in Niagara have a university certificate, diploma, degree and 1 in 4 have a College, 
CEGEP or other non-university Certificate or Diploma. Niagara is lagging in educational attainment in comparison to 
Ontario, scoring at or above Ontario levels for high school graduates. The table above also illustrates that residents aged 
25-34 years old have a lower level of university education than the province. This matches the trend of an increase in the 
number of people pursuing higher education; however, Niagara’s university educated workforce is lagging the province.

AppendixA-Demographics

Source: Statistics Canada, 2006
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Chart 15: Commuting within Niagara, 2006

Chart 16: Commuting out of Niagara, 
Out Migration, 2006

Source: Statistics Canada - 2006 Census

Source: Statistics Canada - 2006 Census

Source: Statistics Canada - 2006 Census

Chart 17: Commuting into Niagara, In Migration, 
2006
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Industry analysis provides a basic understanding of a region’s economic layout. NWPB looked at industries using the 
North American Industry Classification System (NAICS) in order to examine the dynamics that influence regional work-
force activity and needs. NAICS classifies business and organizations into economic units that use similar processes to 
produce goods or services. NAICS ranges from the 2-digit level (most broad) to the 4-digit level (most detailed). 

Indicators 
NWPB used a broad range of indicators to capture all aspects of economic prosperity. The indicators were used to gen-
erate information that will aid in understanding regional economic performance and help initiate actions to address 
workforce related needs. 

Job Change – Growth and Decline
Overall, job growth from 2001 to 2006 was 8420 jobs or an increase of 5 percent with 16 out of 20 sectors experienced 
job growth. The three sectors with the highest growth were; Accommodation and Food Services (+3450), Administrative 
and Support, Waste Management, and Remediation Services (+2760), and Health Care and Social Assistance (+2155). 
The greatest decline was seen in Manufacturing (-5870), Mining, Oil, and Gas Extraction (-145), and Utilities (-105). How-
ever, Manufacturing represented 31 percent of business revenues in Niagara in 2009 and remains one of the most 
important sectors in the region.

Chart 9: Job Growth Niagara, 2006

pg26

Source: Statistics Canada, 2006
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Income
In 2006, the median income for the Niagara region was $41,087 compared to the median income of Ontario of $44,748. 
When we look at how the Niagara region compares to the Province, the majority of our median incomes are lower. 62% 
of Niagara’s employed labour force earned under $40,000 in comparison to 49% of Ontario’s employed labour force. The 
lack of high paying jobs in the region could be a factor in the number of people, including young people, leaving the 
region. It should also be noted that wages have a significant impact on the choices that many job seekers and employ-
ees make in deciding to accept or change jobs. More effort needs to be made in creating and locating higher income 
occupations to the region. 

Chart 10: Median Income for Niagara, 2006

Chart 11: Distribution of Jobs in Specific Salary Categories: Niagara & Ontario, 2006

Source: Statistics Canada - 2006 Census

Source: Statistics Canada - 2006 Census
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Revenue
Regionally, the highest revenue sector is generated by Manufacturing ($7,071,100,000), followed by Retail Trade 
($4,282,900,000), and Construction ($2,009,100,000). The top five sectors account for more than half of the regional 
industry revenue (58 percent). 

Chart 12: Average Annual Earnings (by industry, 2008), in Millions

Source: Statistics Canada,Canadian Business Patterns December 2008
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Table 12: Total Industry Revenue, Niagara 2003-2008
Total Revenue, 2003 & 2008, for CMA St. Catharines-Niagara
 2003 2008 Difference
11 - Agriculture, Forestry, Fishing and Hunting $551,226,438 $576,920,219 $25,693,781
111 - Crop Production $463,136,229 $465,538,012 $2,401,783
112 - Animal Production $73,720,622 $91,849,940 $18,129,318
113 - Forestry and Logging $2,040,300 X X
114 - Fishing, Hunting and Trapping $3,145,857 X X
115 - Support Activities for Agriculture and Forestry $9,183,430 $15,404,977 $6,221,547
21 - Mining, Quarrying, and Oil and Gas Extraction $120,230,742 $59,536,793 -$60,693,949
211 - Oil and Gas Extraction $78,768,974 X X
212 - Mining and Quarrying (except Oil and Gas) $39,871,671 $54,148,024 $14,276,353
213 - Support Activities for Mining and Oil and Gas 
Extraction

$1,590,097 X X

22 – Utilities $137,088,265 $298,117,158 $161,028,893
221 – Utilities $137,088,265 $298,117,158 $161,028,893
23 – Construction $1,378,346,600 $2,009,127,070 $630,780,470
236 - Construction of Buildings $311,227,082 $687,785,262 $376,558,180
237 - Heavy and Civil Engineering Construction $199,065,834 $261,639,914 $62,574,080
238 - Specialty Trade Contractors $868,053,684 $1,059,701,894 $191,648,210
31-33 – Manufacturing $8,553,395,374 $7,071,088,008 -$1,482,307,366
311 - Food Manufacturing $1,154,471,766 $603,428,293 -$551,043,473
312 - Beverage and Tobacco Product Manufacturing $159,515,161 $205,063,620 $45,548,459
313 - Textile Mills $105,569,044 $21,951,094 -$83,617,950
314 - Textile Product Mills $5,944,063 $6,116,223 $172,160
315 - Clothing Manufacturing $11,604,271 $8,274,460 -$3,329,811
316 - Leather and Allied Product Manufacturing $6,798,634 X X
321 - Wood Product Manufacturing $101,219,311 $84,891,917 -$16,327,394
322 - Paper Manufacturing $399,421,413 $396,203,263 -$3,218,150
323 - Printing and Related Support Activities $150,315,341 $85,223,214 -$65,092,127
324 - Petroleum and Coal Product Manufacturing $16,771,896 X X
325 - Chemical Manufacturing $509,970,555 $650,205,186 $140,234,631
326 - Plastics and Rubber Products Manufacturing $332,872,228 $156,690,566 -$176,181,662
327 - Non-Metallic Mineral Product Manufacturing $257,709,402 $289,140,827 $31,431,425
331 - Primary Metal Manufacturing $482,313,185 $204,639,129 -$277,674,056
332 - Fabricated Metal Product Manufacturing $760,853,144 $554,946,213 -$205,906,931
333 - Machinery Manufacturing $418,142,847 $737,951,506 $319,808,659
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Total Revenue, 2003 & 2008, for CMA St. Catharines-Niagara
 2003 2008 Difference
334 - Computer and Electronic Product Manufacturing $67,795,805 $44,659,762 -$23,136,043
335 - Electrical Equipment, Appliance and Component 
Manufacturing

$128,013,740 $34,831,002 -$93,182,738

336 - Transportation Equipment Manufacturing $3,348,186,659 $2,861,635,363 -$486,551,296
337 - Furniture and Related Product Manufacturing $61,600,671 $76,266,937 $14,666,266
339 - Miscellaneous Manufacturing $74,306,238 $35,637,164 -$38,669,074
41 - Wholesale Trade $1,672,008,949 $1,943,323,226 $271,314,277
411 - Farm Product Wholesaler-Distributors $161,828,211 $171,947,504 $10,119,293
412 - Petroleum Product Wholesaler-Distributors $17,408,771 $47,669,079 $30,260,308
413 - Food, Beverage and Tobacco Wholesaler-Distrib-
utors

$122,087,635 $188,745,580 $66,657,945

414 - Personal and Household Goods Wholesaler-Dis-
tributors

$126,959,087 $246,848,498 $119,889,411

415 - Motor Vehicle and Parts Wholesaler-Distributors $154,651,168 $147,771,216 -$6,879,952
416 - Building Material and Supplies Wholesaler-Distrib-
utors

$329,319,256 $250,432,174 -$78,887,082

417 - Machinery, Equipment and Supplies Wholesaler-
Distributors

$451,021,310 $442,884,139 -$8,137,171

418 - Miscellaneous Wholesaler-Distributors $230,973,060 $313,231,550 $82,258,490
419 - Wholesale Electronic Markets and Agents and 
Brokers

$77,760,451 $133,793,486 $56,033,035

44-45 - Retail Trade $3,792,481,145 $4,282,862,362 $490,381,217
441 - Motor Vehicle and Parts Dealers $700,706,191 $959,413,731 $258,707,540
442 - Furniture and Home Furnishings Stores $144,470,682 $138,908,061 -$5,562,621
443 - Electronics and Appliance Stores $80,762,834 $75,267,665 -$5,495,169
444 - Building Material and Garden Equipment and 
Supplies Dealers

$186,629,408 $276,334,286 $89,704,878

445 - Food and Beverage Stores $1,075,105,008 $941,386,720 -$133,718,288
446 - Health and Personal Care Stores $283,261,056 $363,178,654 $79,917,598
447 - Gasoline Stations $137,532,154 $311,164,431 $173,632,277
448 - Clothing and Clothing Accessories Stores $205,525,894 $214,650,646 $9,124,752
451 - Sporting Goods, Hobby, Book and Music Stores $61,559,308 $103,000,370 $41,441,062
452 - General Merchandise Stores $627,339,717 $671,645,385 $44,305,668
453 - Miscellaneous Store Retailers $263,063,851 $210,631,772 -$52,432,079
454 - Non-Store Retailers $26,525,042 $17,280,641 -$9,244,401
48-49 - Transportation and Warehousing $655,339,392 $930,639,550 $275,300,158
481 - Air Transportation $4,750,765 $7,893,632 $3,142,867



Total Revenue, 2003 & 2008, for CMA St. Catharines-Niagara
 2003 2008 Difference
482 - Rail Transportation X X X
483 - Water Transportation $90,807,338 $149,538,334 $58,730,996
484 - Truck Transportation $248,966,058 $247,140,268 -$1,825,790
485 - Transit and Ground Passenger Transportation X $48,107,470 X
486 - Pipeline Transportation $0 X X
487 - Scenic and Sightseeing Transportation $12,873,488 $28,664,003 $15,790,515
488 - Support Activities for Transportation $155,074,836 $349,420,988 $194,346,152
491 - Postal Service $6,239,443 $7,050,550 $811,107
492 - Couriers and Messengers $66,394,901 $71,872,225 $5,477,324
493 - Warehousing and Storage $13,001,495 $19,298,310 $6,296,815
51 - Information and Cultural Industries $170,178,951 $192,989,904 $22,810,953
511 - Publishing Industries (except Internet) $78,620,210 $84,919,023 $6,298,813
512 - Motion Picture and Sound Recording Industries $24,166,218 $26,863,452 $2,697,234
515 - Broadcasting (except Internet) $7,301,694 $11,557,647 $4,255,953
516 – Internet Publishing and Broadcasting $0  $0
517 - Telecommunications $13,281,182 $22,721,861 $9,440,679
518 - Data Processing, Hosting, and Related Services $5,574,874 $4,796,466 -$778,408
519 - Other Information Services $41,234,773 $42,131,455 $896,682
52 - Finance and Insurance $1,552,739,689 $1,023,325,124 -$529,414,565
521 - Monetary Authorities - Central Bank $0 $0 $0
522 - Credit Intermediation and Related Activities $747,673,695 $513,241,242 -$234,432,453
523 - Securities, Commodity Contracts, and Other 
Financial Investment and Related Activities

$608,282,218 $362,589,873 -$245,692,345

524 - Insurance Carriers and Related Activities $151,716,658 $147,422,428 -$4,294,230
526 - Funds and Other Financial Vehicles $45,067,118 $71,581 -$44,995,537
53 - Real Estate and Rental and Leasing $381,381,778 $557,601,563 $176,219,785
531 - Real Estate $297,994,156 $477,780,297 $179,786,141
532 - Rental and Leasing Services $80,155,577 $73,700,939 -$6,454,638
533 - Lessors of Non-Financial Intangible Assets (Except 
Copyrighted Works)

$3,232,045 $6,120,327 $2,888,282

54 - Professional, Scientific and Technical Services $546,382,401 $572,600,428 $26,218,027
541 - Professional, Scientific and Technical Services $546,382,401 $572,600,428 $26,218,027
55 - Management of Companies and Enterprises $252,468,703 $180,622,181 -$71,846,522
551 - Management of Companies and Enterprises $252,468,703 $180,622,181 -$71,846,522
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Total Revenue, 2003 & 2008, for CMA St. Catharines-Niagara
 2003 2008 Difference
482 - Rail Transportation X X X
483 - Water Transportation $90,807,338 $149,538,334 $58,730,996
484 - Truck Transportation $248,966,058 $247,140,268 -$1,825,790
485 - Transit and Ground Passenger Transportation X $48,107,470 X
486 - Pipeline Transportation $0 X X
487 - Scenic and Sightseeing Transportation $12,873,488 $28,664,003 $15,790,515
488 - Support Activities for Transportation $155,074,836 $349,420,988 $194,346,152
491 - Postal Service $6,239,443 $7,050,550 $811,107
492 - Couriers and Messengers $66,394,901 $71,872,225 $5,477,324
493 - Warehousing and Storage $13,001,495 $19,298,310 $6,296,815
51 - Information and Cultural Industries $170,178,951 $192,989,904 $22,810,953
511 - Publishing Industries (except Internet) $78,620,210 $84,919,023 $6,298,813
512 - Motion Picture and Sound Recording Industries $24,166,218 $26,863,452 $2,697,234
515 - Broadcasting (except Internet) $7,301,694 $11,557,647 $4,255,953
516 – Internet Publishing and Broadcasting $0  $0
517 - Telecommunications $13,281,182 $22,721,861 $9,440,679
518 - Data Processing, Hosting, and Related Services $5,574,874 $4,796,466 -$778,408
519 - Other Information Services $41,234,773 $42,131,455 $896,682
52 - Finance and Insurance $1,552,739,689 $1,023,325,124 -$529,414,565
521 - Monetary Authorities - Central Bank $0 $0 $0
522 - Credit Intermediation and Related Activities $747,673,695 $513,241,242 -$234,432,453
523 - Securities, Commodity Contracts, and Other 
Financial Investment and Related Activities

$608,282,218 $362,589,873 -$245,692,345

524 - Insurance Carriers and Related Activities $151,716,658 $147,422,428 -$4,294,230
526 - Funds and Other Financial Vehicles $45,067,118 $71,581 -$44,995,537
53 - Real Estate and Rental and Leasing $381,381,778 $557,601,563 $176,219,785
531 - Real Estate $297,994,156 $477,780,297 $179,786,141
532 - Rental and Leasing Services $80,155,577 $73,700,939 -$6,454,638
533 - Lessors of Non-Financial Intangible Assets (Except 
Copyrighted Works)

$3,232,045 $6,120,327 $2,888,282

54 - Professional, Scientific and Technical Services $546,382,401 $572,600,428 $26,218,027
541 - Professional, Scientific and Technical Services $546,382,401 $572,600,428 $26,218,027
55 - Management of Companies and Enterprises $252,468,703 $180,622,181 -$71,846,522
551 - Management of Companies and Enterprises $252,468,703 $180,622,181 -$71,846,522
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Total Revenue, 2003 & 2008, for CMA St. Catharines-Niagara
 2003 2008 Difference
56 - Administrative and Support, Waste Management 
and Remediation Services

$435,013,267 $537,861,972 $102,848,705

561 - Administrative and Support Services $356,471,652 $424,472,885 $68,001,233
562 - Waste Management and Remediation Services $78,541,615 $113,389,087 $34,847,472
61 - Educational Services $910,321,250 $59,537,252 -$850,783,998
611 - Educational Services $910,321,250 $59,537,252 -$850,783,998
62 - Health Care and Social Assistance $711,389,370 $790,254,127 $78,864,757
621 - Ambulatory Health Care Services $239,467,314 $425,674,145 $186,206,831
622 - Hospitals $280,389,958 $191,608,481 -$88,781,477
623 - Nursing and Residential Care Facilities $127,120,949 $105,346,476 -$21,774,473
624 - Social Assistance $64,411,149 $67,625,025 $3,213,876
71 - Arts, Entertainment and Recreation $257,758,472 $243,860,783 -$13,897,689
711 - Performing Arts, Spectator Sports and Related 
Industries

$94,240,614 $60,705,842 -$33,534,772

712 - Heritage Institutions $41,475,099 $45,541,200 $4,066,101
713 - Amusement, Gambling and Recreation Industries $122,042,759 $137,613,741 $15,570,982
72 - Accommodation and Food Services $1,007,139,645 $1,145,476,057 $138,336,412
721 - Accommodation Services $484,836,966 $527,514,004 $42,677,038
722 - Food Services and Drinking Places $522,302,679 $617,962,053 $95,659,374
81 - Other Services (except Public Administration) $547,346,305 $454,961,977 -$92,384,328
811 - Repair and Maintenance $213,420,123 $231,867,343 $18,447,220
812 - Personal and Laundry Services $101,900,663 $91,196,194 -$10,704,469
813 - Religious, Grant-Making, Civic, and Professional 
and Similar Organizations

$232,025,519 $127,338,847 -$104,686,672

814 - Private Households $0 $4,559,593 $4,559,593
91 - Public Administration $1,208,543,000 $98,586,505 -$1,109,956,495
911 - Federal Government Public Administration $0 $0 $0
912 - Provincial and Territorial Public Administration $0 X X
913 - Local, Municipal and Regional Public Administra-
tion

$1,208,543,000 X X

914 - Aboriginal Public Administration $0 $0 $0
919 - International and Other Extra-Territorial Public 
Administration

$0 $0 $0

Total $24,840,779,736 $23,029,292,259 -$1,811,487,477
Source: Business Register Division, Statistics Canada, 2003-2008.
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Chart 13: Establishments by Establishment Size, Niagara, 2009

The number of establishments tells us how many businesses are within each sector or industry. The top five industries 
that represented more than half (58 percent)of all businesses in the region were Construction, Retail Trade, Professional, 
Scientific, and Technical Services, Other Services (except Public Administration), Real Estate and Rental Leasing, and 
Accommodation and Food Services.  There are over 24,000 business establishments in the Niagara region. The majority 
(49 percent) are owner-operated or self-employed individuals, meaning they do not have employees on payroll but may 
employ contract workers, family members and/or others. 
 
Table 13: Niagara’s High-Priority Industries
Niagara Workforce Planning Board identified a set of 15 Industry clusters that warranted further examination. Below is 
the information regarding how the Industry Clusters were identified. 

111 – Crop Production
312 – Beverage and Tobacco 
Manufacturing

•	 These two industries represent the key areas of the wine industry in the Niagara region. 
•	 This has been identified as a key sector in the Niagara economic growth strategy.   
•	 The combination of these two industries employs over 7300 people.  
•	 In addition, this includes the green house industry that also exists in Niagara.
•	 A generation/loss ratio of 66 in crop production indicates more jobs have been lost than created.

541 – Professional, Scientific, and 
Technical Services

•	 This industry represents a variety of high income occupations.  
•	 It is also one of the largest employment industries in the Niagara region representing 9.85 

percent of all employers in Niagara with numerous SMEs and four 100-199 and one 500+ 
employee size businesses.  

•	 It is also a lagging industry when compared to the rest of Ontario and therefore warrants 
further consideration.

•	 A generation/loss ratio of 167 indicates more jobs are being generated than lost.

721 – Accommodation Services •	 Accommodation Services is one of the key employers in Niagara and employs more people 
than almost any other industry with over ten thousand employees.  

•	 This is one of the industries which Niagara is leading when compared to Ontario.
•	 A generation/loss ratio of 112 indicates a static job environment.

Source: Canadian Business Patterns, December 2009, Number of Employers by Employee Size Range and 3 Digit Industry
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561 – Administrative & Support 
Service

•	 This industry represents 4.35 percent of Niagara’s businesses as of December 2009 and in 2006 
was one of the leading industries in Niagara when compared to the rest of Ontario.  

•	 Many of the occupations within this industry provide medium income salaries.
•	 A generation/loss ratio of 152 indicates far more jobs are being created than lost and indicates 

employment opportunities within this industry.

331 – Primary Metal 
Manufacturing

•	 This industry is central to the burgeoning wind power industry currently being developed in 
Niagara.

•	 Is currently made up of 19 SMEs and 2 employers in the 200-499 employee range.
•	 A generation/loss ratio of 38 indicates heavy job losses in this industry.

332 – Fabricated Metal Product 
Manufacturing

•	 The Fabricated Metal Product Manufacturing industry represents a diverse range of occupations.
•	 Many occupations within this industry provide medium income salaries.
•	 This industry is composed of SME and 100-199 and 200-499 employers.
•	 A generation loss/ratio of 68 indicates more jobs are lost than created.

333 – Machinery Manufacturing •	 This industry offers a number of diverse occupations.
•	 Many occupations within this industry provide medium income salaries.
•	 There is a mix of small, medium, and large employers.
•	 It is also a lagging industry when compared to the rest of Ontario and therefore warrants 

further consideration.

335 - Electrical Equipment, 
Appliance and Component 
Manufacturing

•	 This industry is central to the burgeoning wind power industry currently being developed in 
Niagara.

•	 This industry is composed of 22 SMEs and one 500+ employer.

336 - Transportation Equipment 
Manufacturing

•	 This industry has a diverse range of occupations providing medium income salaries.
•	 Transportation, Equipment Manufacturing warrants consideration due to the negative change 

in number of employers for each employee size range (June 2009 - December 2009).
•	 There is a mix of small, medium and large employers. 
•	 2 employers with 500+ employees. 
•	 A generation/loss rate of 71 indicates that more jobs are being lost than created.

238 – Specialty Trade Contractors •	 This industry is ranked 3rd in number of employers and represents 7.94 percent of all employers 
in Niagara.

•	 This is one of the industries which Niagara is leading when compared to Ontario. 
•	 The Specialty Trade Contractors has a mix of SME and 100-199 and 200-499 employers and 

offers a diverse range of occupations.
•	 This industry represents 6.22 percent of small and medium businesses.

236 – Construction of Buildings •	 This industry is ranked 7th in number of employers and represents 3.42 percent of all employers 
in Niagara.

•	 This industry has a mix of SME and 100-199 and 500+ employers.
•	 It is also a lagging industry when compared to the rest of Ontario and therefore warrants 

further consideration.  
•	 A generation/loss ratio of 160 indicates that more jobs are being created than lost.

621 – Ambulatory Health Care 
Services
622 – Hospitals
623 – Nursing & Residential Care 
Facilities

•	 Ambulatory Health Care Services is ranked 6th in number of employees and represents 4.25 
percent of all employers in Niagara.   

•	 Niagara is a Nursing & Residential Care Facilities industry leader in Ontario.
•	 Ambulatory Health Care Services have a generation/loss ratio of 150 making it an industry 

with a lower number of jobs being created than lost.
•	 Nursing & Residential Care Facilities has a generation loss ratio of 256 making it an industry 

with more jobs being created than lost.
Source: Niagara Workforce Planning Board, Special Tabulation, Statistics Canada, 2006.
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Occupational Clusters in Niagara
The National Occupational Classification (NOC) is a standardized system used to define occupations. NWPB used NOC 
codes at the 2, 3, and 4 digit level. 

Employment Base
The distribution of jobs across occupational clusters is uneven. Elemental Sales and Service Occupations, Intermediate 
Sales and Service Occupations, and Clerical Occupations are the three major occupational groups and represent 35% of 
regional jobs.

Chart 14: Occupations by Major Group, Niagara, 2006

Source: Statistics Canada, 2006
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This list represents the top 20 occupations in Niagara based on the number of people employed full-time and for a full 
year. Retail Salespersons and Sales Clerks, Food Counter Attendants, Kitchen Helpers and Related Occupation, Cashiers, 
Retail Trade Managers, and Food and Beverage Servers are the top 5 occupations in Niagara. 

Table 14: Largest Occupations by number of jobs for Niagara
NOC Occupation Number of People 

Employed 2006
Median Income

6421 Retail salespersons and sales clerks 9020 $26,856
6641 Food counter attendants, kitchen helpers and related 

occupations
5565 $18,125

6611 Cashiers 4560 $20,919
0621 Retail trade managers 4505 $34,917
6453 Food and beverage servers 3670 $14,424
6661 Light duty cleaners 3270 $23,050
1453 Customer service, information and related clerks 3245 $28,427
6242 Cooks 2905 $21,517
3152 Registered nurses 2905 $63,656
4142 Elementary school and kindergarten teachers 2885 $60,716
6663 Janitors, caretakers and building superintendents 2845 $35,751
1411 General office clerks 2640 $35,505
1241 Secretaries (except legal and medical) 2570 $31,909
6443 Casino occupations 2545 $43,513
3413 Nurse aides, orderlies and patient service associates 2385 $32,316
4141 Secondary school teachers 2095 $69,761
7411 Truck drivers 2060 $44,171
8251 Farmers and farm managers 1855 $24,299
8432 Nursery and greenhouse workers 1825 $24,028
1221 Administrative officers 1790 $38,594
Source: Statistics Canada, 2006
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Table 15: Median Income Of Ontario’s 25 Local Board Areas
Rank Median Income of occupations by LBA Median Income
  Ontario  $               44,748 
   
1  Ottawa-Carleton Training Board  $               52,635 
2  Durham Region Local Training Board  $               49,823 
3  York  South Simcoe Training and Adjustment Board  $               48,932 
4  Peel-Halton Training Board  $               46,418 
5  Windsor-Essex-Chatham-Kent Local Board  $               45,669 
6  North Superior Training Board  $               45,490 
7  Waterloo-Wellington-Dufferin Training and Adjustment Board  $               44,661 
8  Sudbury and Manitoulin Training and Adjustment Board  $               44,535 
9  Far Northeast Training Board  $               44,243 
10  Hamilton Training Advisory Board  $               43,970 
11  Sarnia-Lambton Training Board  $               43,468 
12  Toronto Training Board  $               43,291 
13  Algoma Training Board  $               43,097 
14  Simcoe County-Muskoka-Georgian Triangle Training Board  $               42,737 
15  Northwest Training and Adjustment Board  $               42,546 
16  Lennox & Addington Frontenac Leeds & Grenville Training Board  $               42,146 
17  Elgin Middlesex Oxford Local Training Board  $               42,111 
18  Grand Erie Training and Adjustment Board  $               41,622 
19  Lanark Renfrew and Algonquin Training Board  $               41,486 
20  Niagara Workforce Planning Board  $               41,087 
21  Peterborough-Kawartha Lakes Workforce Development Board  $               40,209 
22  Eastern Ontario Local Training Board  $               39,670 
23  Nipissing-Parry Sound Labour Market Group  $               38,977 
24  East Central Ontario Local Training Board  $               37,821 
25  Bruce-Grey-Huron-Perth Training Board  $               37,787 
Source: Statistics Canada, 2006.

Employer Interview Analysis
In a series of 32 interviews with local business owners, Niagara Workforce Planning Board was able to identify key issues 
relating to industries in Niagara. 
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Manufacturing
•	 High school education is the minimum educational level required for the manufacturing industry
•	 Transition from low skill to high skill 
•	 Attract highly specialized skilled manufacturing 
•	 Employers believe that character and soft skills are more important than education (excluding positions such as 

engineers or specialized trades) 
•	 Lack of character traits
•	 There is not a perceived aging workforce issue at this time 

Specialty Trade Contractors 
•	 There needs to be emphasis on skilled trades in high school
•	 Shortage of skilled trades 
•	 Employers believe that character and soft skills are more important than education

Health Industry
•	 Shortage of registered staff (RN & RPN)
•	 Aging workforce is a concern

•	 West Lincoln Hospital – average age of nurses 45 years, and managers 52 years
•	 Retaining workers

•	 Part-time workers leave when full-time positions come up
•	 Nursing and Residential care – have a hard time retaining workers due to increase in educational attain-

ment and certification requirements for health service occupations

Professional, Scientific, and Technical Services 
•	 Aging Workforce

•	 KPMG – the aging work force is not a concern 70 percent under 30 years of age
•	 Brock students and graduates make up 90 percent of KPMG’s workforce 
•	 KPMG will pay $10,000-$15,000 to help employees obtain accounting designations (CA)

Tourism
•	 High school education is a minimum for full-time entry level positions
•	 Flexibility – must work lots of different positions (to understand the culture of the company)
•	 Hire within 

•	 Vintage Hotels – hires within and would like all employees to start front line
•	 Employers believe that soft skills are more important than education

Other Thoughts and Suggestions  
Community leaders need to change the negative image of apprenticeship in high schools. The community has an 
unrealistic vision of what trades are. Students that do not have the potential to go to college or university are pushed 
towards the trades.  

Recent Growth and Decline
Between the years of 2001-2006 the overall job growth was 8420 jobs or 5 percent. Customer Service, Information and 
Related Clerks, Nurse Aides, Orderlies and Patient Service Associates, Retail Salespersons and Sales Clerks, Food Counter 
Attendants, Kitchen Helpers and Related Occupations, and Light Duty Cleaners witnessed  the highest growth from 
2001-2006.  Machinists and Machining and Tooling Inspectors, Cable Television Service and Maintenance Technicians, 
Labourers in Metal Fabrication, Babysitters, Nannies and Parents’ Helpers, and Motor Vehicle Assemblers, Inspectors and 
Testers shed the most jobs. 

 




