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As the economy of Ontario continues to change along with national and global impacts so too does the 
Four County Region. It is important to know, with some degree of certainty, what assets and liabilities are 
present as we fashion a workforce and economic development strategy that keeps the region progressing 
to the future. This Skills Gap Study was commissioned by the Four County Labour Market Planning Board 
and its community partners as an update to the 2005 reports completed for Bruce Grey and Huron Perth. 

The information in this report will provide recommendations to set guideposts that will keep us on track to 
building a successful, vibrant and sustainable future.

This study was completed by Harry Cummings, Don Murray and Shannon McIntyre of Harry Cummings 
and Associates.  
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The need for timely and accurate labour market information is critical in the development of a healthy 
and sustainable labour market. Decisions regarding labour market planning, programming and resource 
allocation are all based on the labour market information that helps to describe the overall context in which 
we work and live. 

The primary undertaking of this study was to examine the existing labour force from three perspectives: 
 1. The existing labour as seen by employees; 
 2. The future labour force requirements as seen by employers and key informants; and,
 3. The future labour force skills and plans as seen by high school students. 

From this we attempted to identify labour pool gaps critical to the sustainability and growth of the 
economies of Bruce, Grey, Huron and Perth counties. 

The Four County Labour Market Planning Board, and its partners, have completed this study as an update 
for the labour market skills gap studies that were completed in Bruce and Grey as well as Huron and Perth 
in 2005. 

Data for this report were derived from five major sources:
 • Statistics Canada databases
 •  Three original surveys designed and administered to employees, employers and Grade 12 students 

in the Four County Region
 • Focus groups with employers and economic development stakeholders in the Four County Region  

Executive Summary 
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Methods
The labour market profile was compiled using data from the 2006 Statistics Canada National Census 
(Census) and the 2011 Statistics Canada National Household Survey (NHS). To illustrate the various 
population and labour features of the Four County Region tables were prepared from the analyses of Census 
and NHS data. The profile features comparisons between the four counties and the Province of Ontario. 

The high school survey was administered to Grade 12 students in the Four County Region. The main topics 
covered by the questionnaire focused on the current academic achievements of students, their involvement 
in extracurricular activities, their involvement in volunteer activities, their involvement in part-time and 
summer work activities, their involvement in school co-op programs, their level of skills, their plans for 
future education and training, and their plans for a future career.

The employee survey was conducted via telephone with the general population of the Four County Region. 
Eligibility for the survey was restricted to individuals who met the follow criteria: resident of either Bruce, 
Grey, Huron or Perth County, over 16 years of age, and not retired. The aim of the survey was to determine 
the particular levels of work experience, education and skills possessed by the residents of the area, as well 
as information on mobility, household activities and job satisfaction.

The employer survey was used to gather labour market information at the county level for Bruce, Grey, 
Huron and Perth counties. The objective was to survey as many as 50 businesses per county using a mixed 
method approach where at least 10 major employers were to be interviewed by phone. The balance par-
ticipated in an online electronic version of the survey for each county. The list of candidate businesses was 
developed in consultation with the steering committee. Businesses were selected that represented a variety 
of industry sectors including businesses that were major employers in the county. Key informant interviews 
were also conducted with representatives from the education, health and agriculture sectors to ensure that 
these important employment sectors were captured in the final analysis.

Response Rate and Respondent Profile 
A total of 1390 valid surveys were returned for the high school survey for an overall response rate of 
75%. The survey had 698 (51.1%) responses from female students and 668 (48.9%) responses from male 
students. In all but Bruce County there was a higher proportion of female students than male. 

The employee survey generated 1207 completed surveys, which provides a confidence level of 95% with a 
±6% confidence interval. The survey aimed to have a 50:50 male to female ratio. The Four County Region 
had 594 male respondents (49.2%) and 613 female respondents (50.8%). 

The employer survey had 204 respondents located in the Four County Region. In addition, interviews were 
completed with the four local school boards, the four local Federations of Agriculture and the four local 
health care corporations.
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Findings

The labour market profile was helpful in articulating a broad picture of the Four County Region:
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The high school survey found that:  
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Selected findings from the employee survey are as follows: 
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The employer survey and interviews with the education, health and agriculture sector specific 
representatives yielded the following findings:
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Given the rapid pace of change in the regional job market stakeholders including businesses, educators and 
community partners need to review and assess their strategies, programs and services to ensure they better 
reflect and address the new reality.

The following recommendations are a compilation of the recommendations made based on the findings of 
the various research components for each of the four counties involved in the study - Bruce, Grey, Huron 
and Perth. These recommendations are intended to inform the decision making process for all relevant 
stakeholders in the Four County Region working with labour market issues. 

Recommendations
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Employers/Businesses
Employers and business owners set the pace at which career decisions are made for the local workforce. 
They are also able to build strong connections to help with workforce attraction. 

 1.  It is recommended that employers become more engaged in providing workplace training  
opportunities including co-op, apprenticeships and job shadowing for the local labour force.

 2.  It is recommended that employers invest in ongoing training in the workplace by providing flexible 
hours to accommodate employee training. 

 3.  It is recommended that employers collaborate with other businesses with similar skill requirements  
to provide necessary training (i.e. Health and Safety, sector specific training) to employees at a  
lower cost. 

 4.  It is recommended that employers engage their workforce in training and mentoring to fill vacant 
positions and to ensure transfer of institutional knowledge among generations.

 5.  It is recommended that employers collaborate with community partners to highlight local career 
options and build an attraction strategy to aid in succession planning.

 6.  It is recommended that employers increase exposure to local job opportunities thereby creating a 
pipeline of employees to fill future demand.

 7.  It is recommended that employers participate in a spousal employment program to help keep and 
attract skilled professionals in the Four County Region. 
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Educators
Educators (High Schools, Colleges, Universities, Private Career Colleges, Technical Delivery Agencies, etc.) 
are able to build the skills of the future and current workforce to ensure they meet the demands of the local 
labour market.

 1.  It is recommended that guidance counsellors and those teaching the Grade 10 Careers Studies 
(GLC2O) in high schools share information on the current local labour market and trends to ensure 
youth understand the dynamics of the local labour market to make sound education and career 
decisions. 

 2.  It is recommended that the education sector make use of resources available through community 
partners including the Four County Labour Market Planning Board, local Economic Development 
agencies, local Community Futures Development Corporations and employment and training  
service providers.  

 3.  It is recommended that educators collaborate with community providers and parents to develop 
the soft skills in youth required by employers. These skills are not limited to but include; work ethic, 
leadership, teamwork, adaptability, organizational, problem solving and computer literacy. 

 4.  It is recommended that colleges offer more flexibility in training to accommodate continuous learning 
opportunities for all ages.

 5.  It is recommended that guidance counsellors work with employers and community partners to 
promote the diversity of education and job opportunities in the area to students, not just college or 
university career paths.  

 6.  It is recommended that educators collaborate with employers to build an attraction strategy for 
students who leave for post-secondary opportunities. Local high schools should develop a strategy to 
connect with alumni to maintain the relationship between graduates of the Four County Region and 
the local job market. This would include events to connect with youth when they return for holidays 
and vacation, newsletters and social media.

 7.  It is recommended that educators highlight the apprenticeship opportunities to local youth, especially 
to females.

 8.  It is recommended that educators incorporate business courses to help the workforce understand 
leadership and management in business. 

 9.  It is recommended that educators collaborate with community partners to track Grade 12 graduates 
through post-secondary education and those who enter the workplace directly. The students’ field of 
work, field of study, place of study and place of residence could be tracked to maintain a database of 
the upcoming labour market skills, education and aspirations. 

 10.  It is recommended that educators development a stronger partnership with businesses to develop a 
career program that connect students with companies in the community.



EXECUTIVE SUMMARY AND RECOMMENDATIONS  UNDERSTANDING THE SKILLS GAP IN BRUCE, GREY, HURON AND PERTH COUNTIES    |  12

Community Partners
Community partners (Workforce Planning Board, Employment and Training Service Providers,  
Adult Learning Centres, Community Futures Development Corporations, County/Municipal Economic 
Development Services, Small Business Enterprise Centres, etc.) are the link between job seekers, business 
and education. It is important that they are involved in the strategies for workforce development.

 1.  It is recommended that the Four County Labour Market Planning Board engage in a promotional 
program directed at education and employment partners to inform them about the existing and 
projected skills gaps and collaborate with these partners to provide support in assisting youth and job 
seekers in general to enhance their skills to meet the needs of the business community.

 2.  It is recommended that employment services partner with schools to promote their summer 
employment and other youth services in the schools to students as they look for employment related to 
their field of study or career of interest. 

 3.  It is recommended that employment services partner with schools to offer their expertise in job 
development and career coaching to guidance counsellors and Career Studies teachers.

 4.  It is recommended that Community Futures Development Corporations (CFDCs) engage youth to 
explore the opportunities for entrepreneurship.

 5.  It is recommended that Small Business Enterprise Centres (SBECs) and CFDCs promote their 
training opportunities to local businesses.

 6.  It is recommended that County and Municipal Economic Development departments work with 
employers to develop a strong workforce attraction strategy to fill immediate skills gaps. 

 7.  It is recommended that adult education services promote their computer and education upgrading 
programs to local businesses.

 8.  It is recommended that community partners offer employment readiness programs to youth through 
a variety of options that could include Junior Achievement and Job Readiness Program offered by 
YMCA Employment Services.

 9.  It is recommended that community partners develop a strategy to connect with expatriates to 
communicate business and careers opportunities in the Four County Region. The target audience 
could include youth who go off to post-secondary or employment.

 10.  It is recommended that community partners must work together to study rural transportation 
issues and opportunities to encourage strategies related to improving accessibility to and from the 
workplace from those with limited access to a vehicle. 

 11.  It is recommended that community partners should use the findings from this study and others to 
develop a strategic plan for local recruitment and retention including promotion of the rural lifestyle 
and recreational amenities, and spousal support for dual income households new to the area. 

Overall, it will take a unified approach among the three key stakeholder groups to ensure economic and 
workforce development success for the Four County Region. 



To view the full report please visit  
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