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We would like to make the Employer Survey an annual event, to 
track trends and provide up-to-date local labour market intelligence. 
The more employers that participate in the survey, the more reliable 
are the results. Moreover, with a larger number of respondents, 
comparisons can be made about the workforce practices of different 
industries and of different size firms.

If your organization would be interested in filling out the 2015 
Employer Survey, please e-mail us at info@peelhaltonworkforce.com
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Summary of Survey Findings

On average, the survey collected 417 responses for each question. The survey sample is generally representative, with a 
slight over-sampling from Burlington from the manufacturing sector, and from firms with 100 or more employees.

The most prominent findings from the survey:

• Roughly half of employers do not feel job retention is an issue, although their concern increases with the skill-level of 
the occupation: 21% express a great deal of concern about job retention among high-skilled positions compared to 
10% expressing the same level of concern among low-skilled occupations

• Employers feel that the two factors most affecting job retention are the quality of management or supervision, and 
the personal fulfillment achieved through the job; the factor least affecting job retention is the preparation of the 
employee for employment

• When it comes to hiring intentions concerning youth, around half of all employers typically hire the same number 
of youth year in and year out, and around one fifth of employers just don’t hire youth; the remainder split evenly 
between those expecting to hire more youth in the coming year and those expecting to hire fewer; the larger the 
firm, the more consistent are their hiring intentions

• For those employers who indicated that they would be hiring fewer youth, the reason is not because business has 
slowed down; rather, these employers are concerned about the job readiness of youth

• Employers clearly believe that what would best help youth in the job market is to acquire work experience

• Around 35% of employers maintain that newcomers are already an important source of new hires, while another 
35% or so do not believe they will be an important source anytime soon; the reliance on newcomers for new hires 
increases with the size of the establishment

• On average, employers report that newcomer command of everyday English is often a concern when it comes to 
hiring

• Those employers for whom newcomers already are an important source of new hires often rate newcomers more 
positively with regards to various skills or assessing their competencies, while those who do not think newcomers will 
become an important source of new hires rank them lower

• Seven out of ten employers have not heard of Express Entry, the proposed new procedures for admitting economic 
immigrants to Canada

• Employers very much wish to meet and assess a job candidate in person (60% strongly agree and 19% agree), as well 
as desire a probationary period for new hires (57% strongly agree and 21% agree) 

• There is a high degree of interest on the part of employers with the idea of being a host to a work placement for a 
student, and a considerable minority report that they already do so

• Around a third of employers say they provide summer employment to students and almost another third say they 
are either very interested or might be interested

• Around one in ten employers provide work experience to a newcomer or mentor a newcomer; over a third show 
no interest in either option, though a sizeable proportion indicate that they would need to have more information 
before making a decision

• The biggest reason for providing a workplace experience is that it provides a way to test a potential future employee

• Close to 40% of employers express some degree of interest in various forms of collaboration in support of workforce 
development; employers seem somewhat more interested in working with education partners or employment 
services providers compared to collaborating with other employers
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Introduction: survey overview and profile of respondents

This survey is the 4th annual survey carried out by the Peel Halton Workforce Development Group. Over 500 employers 
visited the on-line survey site, and on average 417 employers answered each of the 20 questions. The large response is 
due to the great number of partners who promote the survey with employers – 25 organizations in total.  It is also likely 
that employers themselves have found that the survey contributes to their understanding of the local labour market, as 
over 40% of the employers who visit the survey site request a copy of the survey results.

The respondents represented a good cross-section of employers, by geography, industry and size.

Chart 1: Distribution of survey respondents by geography

1This year those partners included: ACCES Employment Services; Advantage Mississauga; Brampton Economic Development; 
Burlington Economic Development; Caledon Chamber of Commerce; Caledon Economic Development; Centre for Education 
& Training; Centre for Skills Development and Training; COSTI; Dixie Bloor Neighbourhood Centre; Employment Halton; 
Halton Hills Chamber of Commerce; Halton Hills Economic Development; Halton Region Newcomer Strategy Support; 
Human Resources Professional Association of Peel; Jobs Caledon; Job Skills Brampton; Mississauga Economic Development; 
Oakville Chamber of Commerce; Oakville Economic Development; Peel Career Assessment Services; Polycultural Immigrant & 
Community Services; Region of Peel, Sheridan Community Employment Services; and VPI.
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Table 1 compares the distribution of survey responses by geography to the distribution of jobs as a share of all jobs in 
these seven municipalities.

Table 1: Distribution of survey responses by geography

Share of survey responses Share of jobs in Peel and Halton 

Brampton 27% 28%

Burlington 21% 10%

Caledon 4% 3%

Halton Hills 3% 3%

Milton 3% 5%

Mississauga 32% 40%

Oakville 10% 10%

Apart from an over-sampling of employers from Burlington and an under-sampling from Mississauga, the figures very 
much reflect the local distribution of jobs.

Table 2 profiles the survey responses by industry. The number of survey responses by industry, as well as the percentage 
share of the total survey population by industry is presented, which is compared to the actual percentage distribution 
by industry of all establishments in Peel and Halton having employees.  As well, these industries are clustered into 
sectors, which will be used at times to analyze and compare survey responses from groups of employers sorted by these 
broad clusters.

By and large, for many industries the actual proportion of establishments with employees closely fits the proportion 
of survey respondents by industry, except where that industry has a very large proportion of establishments with 1-4 
employees, as is the case with Professional, Scientific & Technical Services; and Transportation and Warehousing. In 
proportionate terms, these industries are somewhat under-represented in the survey, as is Retail Trade. On the other 
hand, Manufacturing and Other Services are somewhat over-represented.

2 The jobs figure is taken from the 2011 National Household Survey. The figures represent jobs having a usual place of work 
(that is, jobs physically present in these municipalities), and are taken from the Commuting Flow table, Statistics Canada Cat. 
No. 99-012-X2011032.

3 This data is retrieved from Statistics Canada, Canadian Business Patterns, June 2014.
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Table 2: Distribution of survey respondents by industry

SECTORS & INDUSTRIES # SURVEY % SURVEY % ACTUAL

MANUFACTURING 97 18.7% 5.9%

KNOWLEDGE SECTOR 115 22.2% 19.7%

Educational Services 31 6.0% 1.1%

Finance and Insurance 16 3.1% 3.2%

Information and Cultural Industries 6 1.2% 1.1%

Professional, Scientific & Technical Services 50 9.6% 14.3%

Public Administration 12 2.3% 0.0%

SERVICE SECTOR 155 29.9% 24.6%

Accommodation and Food Services 23 4.4% 5.3%

Arts, Entertainment and Recreation 19 3.7% 0.8%

Other Services (except Public Administration) 84 16.2% 7.9%

Retail Trade 29 5.6% 10.6%

SUPPLY CHAIN 62 11.9% 23.7%

Transportation and Warehousing 33 6.3% 15.8%

Wholesale Trade 29 5.6% 7.9%

OTHER 91 17.5% 26.2%

Administrative & Support, Waste Management 1 0.2% 4.5%

Agriculture, Forestry, Fishing and Hunting 5 1.0% 0.5%

Construction 27 5.2% 8.4%

Health Care and Social Assistance 38 7.3% 7.6%

Management of Companies and Enterprises 8 1.5% 1.2%

Mining and Oil & Gas Extraction 0 0.0% 0.1%

Real Estate and Rental and Leasing 11 2.1% 3.8%

Utilities 1 0.2% 0.1%

One further comparison for assessing the representativeness of the survey population is to compare the distribution of 
respondents by number of employees to the actual figures.
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Table 3: Distribution of survey respondents by number of employees

NUMBER OF EMPLOYEES

0 1-19 20-99 100+

Actual number 86,808 56,602 6,601 1,426

Actual percent 57% 37% 4% 1%

Survey number 14 228 157 122

Survey percent 3% 44% 30% 23%

Survey as percent of actual 0.0% 0.4% 2.4% 8.6%

Table 3 illustrates the distribution of all establishments by number of employees,  including establishments with 
no employees (solo operations).  The survey has strong representation for all employee size categories, weighted 
toward larger firms. Indeed, as a percentage of the entire population of establishments, the survey includes 8.6% 
of all establishments in Peel and Halton with more than 100 employees, and 2.4% of all establishments with 20-99 
employees.

Job retention

Employers were asked regarding their concerns about job retention, by way of the following question:

How do you rate the level of job retention -- employees staying in their jobs -- in your establishment, by skill level?

For each skill level, employers were asked to choose whether this was “not at all an issue,” “somewhat of a concern” or “a 
great concern.”

Results for all employers are displayed in Chart 2.

Chart 2: Job Retention

4 In the case of the survey, the figure represents Full Time Equivalent employees.
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In general, employers have less concern about job retention among low-skilled positions, somewhat of a concern 
regarding medium-skilled occupations, and a higher proportion who express a great concern about job retention 
among high-skilled positions (although half – 47% – express no concern).

Employers in the Services industries express a higher degree of concern regarding job retention across all three 
occupation levels compared to other industries, while Knowledge sector employers have the least – indeed, 78% 
of Knowledge sector employers feel that job retention among low-skilled positions is not at all an issue. Employers 
with 1-4 employees and with 100+ employees have higher concerns regarding job retention,with small firms more 
concerned about low-skilled and middle-skilled positions, and large firms concerned about high-skilled positions.

Factors affecting job retention

Employers were asked to rate a series of factors on the impact each had on job retention.

Chart 3: Rating of factors affecting job retention

On Chart 3, a score of “0” indicates “no impact at all” and a score of “4” means “Has a very great impact.” The two factors 
affecting job retention receiving the highest scores were:

• The quality of management/supervision

• The personal fulfillment achieved through the job

The factor affecting job retention recording the least impact was:

• The preparation of the employee for employment.

In terms of different employer populations:

• Employers in the Knowledge sector were far more likely to attach significance to “the personal fulfillment achieved 
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through the job;” indeed, this ranks as the most important factor among these employers; as well, Knowledge sector 
employers ranked “the potential for career advancement in the establishment” third, very closely behind “the quality 
of management/ supervision”

• Manufacturing employers are more likely to rank “the quality of management/supervision” lower

• When it comes to “the preparation of the employee for employment,” smaller firms (1-4 and 5-19 employees) and 
firms in the Knowledge and Service sectors gave this a slightly higher score, while Manufacturing employers ranked it 
lower than average

Hiring intentions relating to youth

Employers were asked to choose from among the following statements that best reflected their hiring intentions over 
the coming 12 months respecting youth:

• We expect to be hiring more youth over the next 12 months, compared to the last 12 months

• We expect to hire about the same number of youth over the next 12 months, compared to the last 12 months

• We expect to hire fewer youth over the next 12 months, compared to the last 12 months

• As a general rule, we do not hire any youth

The results from the 2014 survey are presented in Table 4, together with the results from the exact question asked in 
2013.

Table 4: Hiring intentions regarding youth

2014 2013

We expect to be hiring more youth over the next 12 months 12% 14%

We expect to hire about the same number of youth over the next 12 months 54% 52%

We expect to hire fewer youth over the next 12 months 13% 12%

As a general rule, we do not hire any youth 22% 22%

The consistency of the responses suggests that these results describe a general circumstance, as follows:

• By and large, around half of all employers typically hire the same number of youth each year;

• Around one fifth of employers just don’t hire youth;

• The remainder (roughly one quarter) split more or less equally into those who hire more and those who hire fewer; 
while we do not know if the same employers fall into the same category each year, it is probably related to how that 
particular business is doing, which may or may not be affected by broader trends affecting that industry.

In terms of these four categories, the survey offers the following insights.

In terms of the broader categories:
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• The smaller the firm, the more likely they do not hire any youth (35% of firms with 1-4 employees indicate they do 
not hire youth, with that proportion dropping to 22% among firms with 5-19 employees, 17% for firms with 20-99 
employees, and 16% for firms with 100+ employees;

• The larger the firm, the more consistent are their hiring intentions: 30% of firms with 1-4 employees expect to hire the 
same number of youth, and that proportion rises consistently to where 70% of firms with 100+ employees express 
the same hiring expectations.

Among the industries more likely not to hire youth are:

• Transportation and Warehousing (46% indicated they do not hire youth – no doubt, among trucking firms, there are 
motor vehicle licensing and insurance issues);

• Real Estate and Rental and Leasing (46% not hiring youth);

• Finance and Insurance (36% not hiring youth);

• Health Care and Social Assistance (34% not hiring youth).

Among the industries most likely to hire youth (that is, scoring lowest on the “do not hire youth” question) are:

• Arts, Entertainment and Recreation (0% saying they do not hire youth);

• Retail Trade (12%);

• Other Services (13%);

• Wholesale Trade (14%);

• Construction (14%).

Industries with the greatest spread between the proportions indicating they expect to hire more versus those expecting 
to hire fewer are:

• Finance and Insurance (14 percentage point difference between those indicating they expect to hire more minus 
those expecting to hire fewer)

• Arts, Entertainment and Recreation (6 percentage point difference)

• Construction (5 percentage point difference)

On the other hand, there were industries where the percentage expecting to hire fewer exceeded those that expected 
to hire more, including:

• Wholesale Trade (minus 11 percentage point spread)

• Real Estate and Rental and Leasing (minus 9 percentage point spread);

• Manufacturing (minus 7 percentage point spread).

The major categories of employer hiring intentions relating to youth were probed further, to get a better understanding 
of the factors affecting employer behaviours.
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Table 5: Why might employers be planning to hire more youth? (N=57)
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We seek the talents that youth bring to our organization 35% 43% 14% 8% 0% 1.06

We wish to receive the EO financial bonus 46% 24% 16% 10% 4% 0.98

We find it is a cost effective way to meet staffing needs 44% 25% 17% 12% 2% 0.98

Our jobs are typically filled by youth 43% 22% 14% 16% 6% 0.80

We are seeking to diversify our workforce 36% 24% 30% 2% 8% 0.78

Youth typically make up a portion of our new hires 37% 29% 15% 12% 8% 0.75

We feel a corporate responsibility to hire youth 25% 44% 15% 10% 6% 0.73

We expect more of our workers will be retiring 17% 17% 20% 6% 40% -0.34

The rating score is arrived at by assigning the following values to each response and dividing by the total number of 
employers that provided a value: Very much agree = 2; Agree = 1; Neutral = 0; Disagree = -1; Very much disagree = -2.

The colour coding of the rows: Grey = high level of agreement; Green = positive level of agreement; No colour = low 
level of agreement; Red = High proportion of very much disagree and/or overall disagreement.

Employers expecting to hire more youth hold their views for quite a range of reasons, each of which speaks to different 
motivations. The top three ranking reasons reflect a positive assessment of youth talent, a desire to benefit from 
government incentives and a wish to keep costs down. In fact, these latter two reasons get more “very much agree” 
votes than the highest ranking reason, seeking the talents that youth bring.

On the other, hiring more youth pretty much has nothing to do with replacing workers who are retiring: 40% of 
respondents very much disagreed with that proposition.
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Table 6: For employers hiring the same number of youth, why do they hire youth? (N=261)
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Youth typically make up a portion of our new hires 33% 38% 19% 7% 3% 0.92

We seek the talents that youth bring to our organization 22% 45% 22% 9% 2% 0.76

We wish to receive the EO financial bonus 39% 22% 22% 4% 14% 0.67

Our jobs are typically filled by youth 26% 34% 23% 11% 6% 0.64

We rely on new youth hires as our talent pipeline 19% 39% 25% 11% 6% 0.56

We find youth cost effective for staffing needs 18% 37% 29% 8% 8% 0.49

We feel a corporate responsibility to hire youth 13% 38% 35% 7% 8% 0.41

We are seeking to diversify our workforce 11% 34% 31% 14% 10% 0.21

Youth are effective replacement for retiring workers 11% 31% 31% 12% 15% 0.10

Once again, in the case of employers hiring the same number of youth, their reasons for hiring youth are based on a 
range of motivations. The top reason is that these employers always hire a portion of youth as part of their new hires, 
and a related reason is that the occupations being filled are typically jobs that youth perform. The reason which gets 
the most number of “very much agree” votes is the financial incentive. Once more, employers give little weight to the 
proposition that youth are a substitute for retiring workers.

This is one answer where there is a sufficient number of responses to analyze the results by sub-category. Employers 
in the Service sector are more likely to maintain that youth typically make up a portion of their new hires. Employers 
in the Knowledge sector are far less likely to be motivated by the EO financial bonus or by the desire to diversify their 
workforce, and they are far more likely to claim that youth are hired for jobs typically filled by youth. They also give the 
lowest rating to the notion that youth somehow replace retiring workers. Manufacturing employers are least likely 
to express a corporate responsibility for hiring youth, and are also least likely to hire for jobs that are typically filled by 
youth. The Supply Chain sector is more likely to hire to diversify their workforce.

Analyzing these results by the size of the establishment, one finds that the largest firms (100+ employees) are least likely 
to be motivated by the EO financial bonus to hire youth and least likely to view youth as a cost effective way to meet 
staffing needs, while for both of these factors, firms with 5-19 employees are most likely to score them higher. Overall, 
the propensity to hire youth as a consequence of corporate responsibility declines as the firm size increases.
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Table 7: Why might employers be planning to hire fewer youth? (N=61)

Ve
ry

 m
uc

h 
ag

re
e

Ag
re

e 
so

m
ew

ha
t

N
eu

tr
al

D
isa

gr
ee

 so
m

ew
ha

t

Ve
ry

 m
uc

h 
di

sa
gr

ee

Ra
tin

g

Concerns about the job readiness of youth 36% 24% 16% 14% 10% 0.62

Foresee less staff turnover 27% 35% 11% 18% 9% 0.53

Mix of occupations in firm is changing -- less fit for youth 24% 35% 17% 7% 17% 0.43

Concerns about youth fit in our business culture 18% 26% 24% 6% 28% 0.00

Have less time to train youth 10% 35% 16% 18% 22% -0.06

Foresee less demand for our business 2% 31% 10% 15% 42% -0.63

For those employers who indicated that they would be hiring fewer youth, the reason is not because business has 
slowed down – the survey results indicate that is not at all the reason. More so, these employers are concerned about 
the job readiness of youth (over a third very much agree with that statement), or they foresee either less staff turnover 
or the nature of the jobs has changed. In the latter case that simply means there are fewer opportunities for youth 
because of how work is organized. Thus, it is not a business cycle reason, but rather either concerns about youth job 
readiness or because employers do not have need of youth.

Table 8 profiles the responses of those employers who typically do not hire youth. By far, the single biggest reason is 
because the available jobs require a level of experience or educational attainment that youth do not possess. Concerns 
regarding the job readiness do register with these employers, whereas they are not concerned about the ability of 
youth to fit into the existing business culture.

Table 8: Why do some employers not hire any youth? (N=100)
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Job requires high level of experience and/or credentials 64% 26% 3% 2% 5% 1.40

Not hiring right now 42% 21% 7% 13% 17% 0.59

Concerns about the job readiness of youth 28% 31% 19% 10% 12% 0.53

Have less time to train youth 20% 25% 22% 15% 18% 0.13

Concerns about youth fit in our business culture 15% 23% 33% 10% 20% 0.03
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Assessment of youth

Employers were asked to indicate their level of agreement with a series of statements about young people (aged 15 to 
29 years of age), from “Disagree strongly” to “Agree strongly”. The statements from the survey have been abbreviated for 
the purposes of the chart:

Need work experience Could benefit from getting some work experience, perhaps through an 
internship or work placement program.

Sense of entitlement Have a sense of entitlement regarding their salary and career advancement 
prospects.

IT skills Usually have appropriate skills in working with new technology, computers 
and/or IT.

Energy/creativity Usually bring a level of energy or creativity that is helpful and/or refreshing.

Level of educational attainment Usually have the right level of educational attainment.

Educational credentials Usually have educational credentials in the right discipline or subject.

Soft skills Usually have the right soft skills, such as when interacting with others or 
communicating.

Attitude for work Are usually motivated and have the right attitude toward work and toward 
taking direction.

Can market themselves Usually know how to market themselves.

Chart 4: Employer assessment of youth

 

The rating is derived as follows: +2 for each “Agree strongly;” +1 for each “Agree”; -1 for each “Disagree”; -2 for each “Disagree 
strongly”; “0” for each “Neither agree or disagree.” Total divided by number providing a response.
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Employers clearly believe that what would best help youth is to acquire work experience. When it comes to skills, 
youth rank highest in terms of their IT skills, and there are generally positive ratings for their levels of education. Overall, 
employers are neutral about the youth attitude towards work, with negative and positive views cancelling each other 
out. When it comes to soft skills, the needle shifts somewhat to the negative side of the ledger, with considerably more 
employers feeling that youth lack the right soft skills.

When the results are dissected by industry clusters, one gets a sense that the experience of employers is greatly affected 
by who is actually applying for jobs in their sector. Knowledge sector employers are more likely to agree that youth have 
the right level of educational attainment and in the right subjects. Given the higher premium placed on education in 
Knowledge sector jobs, it suggests that this sector is getting the right applicants, whereas other sectors (Manufacturing, 
Service and Supply Chain) rate the level of educational attainment and of subject matter considerably lower. In a similar 
vein, Knowledge sector employers are more likely to support the view that youth usually have the right attitude toward 
work and toward taking direction, whereas Manufacturing and Supply Chain sector employers on average disagree 
with that statement. Manufacturing and Supply Chain sector employers also give more negative assessments of the 
soft skills of youth, and are more likely to feel that youth exhibit a sense of entitlement regarding their career and salary 
expectations.

Significance of newcomers in hiring

Employers were asked to choose the statement that best reflected the role that newcomers (arrived in last five years) 
play in their hiring decisions:

• Newcomers have already become an increasingly important source of new hires for our company;

• We foresee that in the near future newcomers will become an increasingly important source of new hires for our 
company;

• Newcomers are not a particularly significant source of new hires for our company and we do not foresee this 
changing any time soon;

• We expect that we will be relying less on newcomers as a source of new hires for our company.

Chart 5 presents the results, together with comparisons with 2011 and 2012.

Chart 5: Significance of newcomers in hiring
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There are slight variations between the years, likely caused by variations in the employer sample – for example, a greater 
proportion of responses from Peel Region would increase the proportion of employers claiming that newcomers are 
already an important source of new hires. But over the three years there is a generally consistent pattern:

• Around 35% maintain that newcomers are already an important source of new hires;

• A little over 20% believe they will be an important source in the near future;

• Another 35% or so do not believe they will be an important source anytime soon;

• Around 5% indicate they expect to be relying less on newcomers in the future.

Chart 6: Significance of newcomers in hiring, by sector

Employers in the Manufacturing sector are far more likely to be already relying on newcomers, followed by employers 
in the Supply Chain sector. The latter score the highest proportion who expect newcomers to become an important 
source of new hires in the near future.

As a general proposition, the reliance on newcomers for new hires increases with the size of the establishment. In 
addition, the smaller the firm, the more likely that they do no expect to rely on newcomers in the future and are also 
more likely to indicate that they expect they will be relying less on newcomers in the future.

Employer concerns when hiring newcomers

Employers were asked to rate their concerns when hiring newcomers, compared to other candidates for the same 
position.

Once again, the options which were presented in the survey have been abbreviated for the purpose of presenting the 
data, as follows:
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Everyday English Everyday English conversational ability

Higher functioning English Higher functioning English conversational skills

Soft skills Soft skills (interpersonal communication, team approach, taking the 
initiative)

Fit with Canadian business Their “fit” or familiarity with Canadian business culture, practices and norms

Technical skills Technical skills related to the job

Assessing foreign experience Assessing their foreign work experience

Assessing educational credentials Assessing their educational credentials

Recognition of professional designation Getting recognition of their professional designation

The analysis tabulates the average score for each item, where each response was scored in the following way:

0 = Almost never a concern

1 = Sometimes a concern

2 = Often a concern

3 = Almost always a concern

Chart 7 lists the tabulated responses from all employers. English language skills, both everyday communication and 
higher functioning communication, top the list. The score of 1.9 for Everyday English puts the average response very 
close to “2.0,” which is the rating for “Often a concern.” Meanwhile, “Fit with Canadian business”  and “Soft skills” score 
close to 1.5 (1.45 and 1.38), which is halfway between “Often a concern” and “Sometimes a concern.” Concerns about 
technical skills rank lowest.

It is noteworthy that employers across all industry clusters rank these concerns much the same way – there are 
no outliers where a particular industry ranks a specific concern much higher or lower. When analyzed by size of 
establishment, it appears that the largest firms (100+ employees) often express a lower level of concern compared to 
smaller firms.
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Chart 7: Employer concerns when evaluating newcomers

The real differences emerge when one compares the responses with the degree to which the employer is familiar with 
newcomers (Table 9). Those employers for whom newcomers already are an important source of new hires often rate 
newcomers more positively on various factors, while those who do not think newcomers will become an important 
source of new hires rank them lower. Those who expect to rely on newcomers less almost always provide the worst 
score when assessing newcomers, possibly indicating a bad experience with newcomers, resulting in scaling back of 
hiring newcomers.
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Table 9: Concerns regarding newcomers by degree to which newcomers form part of workforce
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Technical skills related to the job 1.08 1.25 1.36 1.74

Everyday English speaking and writing 1.82 1.71 2.08 2.04

Assessing their foreign work experience 1.24 1.34 1.55 1.55

Their “fit” or familiarity with Canadian business culture 1.37 1.36 1.59 1.91

Higher functioning English conversational skills 1.64 1.42 2.02 1.96

Soft skills (interpersonal communication, team approach) 1.36 1.30 1.61 1.83

Assessing their educational credentials 1.09 1.25 1.53 1.61

Getting recognition of their professional designation 1.23 1.15 1.34 1.57

Familiarity with Express Entry

The next question sought to gauge employers’ familiarity with the proposed new procedures for admitting economic 
immigrants to Canada. Without providing details, the question simply asked in a straight-forward manner whether 
employers had heard of the proposed changes:

Are you familiar with the new procedures for processing newcomers to Canada applying through the economic 
category, called Expression of Interest, or “Express Entry,” which will take effect on January 1, 2015? (Number of 
responses = 398)

Table 10 lists the responses, and also provides a further breakdown based on the extent to which employers rely on 
newcomers for their hiring. Overall, seven out of ten employers (69%) had not heard of it, and even among those 
employers for whom newcomers are an important source of new hires, six out of ten (62%) had not heard of it. 
The largest firms (100+ employees) are slightly more likely to have heard of Express Entry, while employers in the 
Manufacturing sector are most likely not to have heard of Express Entry.

Table 10: Familiarity with Express Entry by degree to which newcomers form part of workforce
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Yes, I am familiar with it 7% 12% 2% 4% 4%

I have heard of it, but I am not clear on the details 25% 26% 25% 24% 17%

No, I haven’t heard of it 69% 62% 72% 72% 79%
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The next question provided more details regarding what was known about Express Entry at the time:

Express Entry will involve a two-step process: potential immigrants will first be screened by way of an on-line application 
form. If they meet certain minimum requirements, they will be placed in a pool of qualified applicants. Provinces will be 
able to nominate people from this pool to come to Canada, based on skilled labour shortages, and employers will be 
able to offer applicants jobs. Individuals selected by a province or by an employer will have their immigration process 
fast-tracked within six months.

Employers were then posed a series of statements and asked for their level of agreement, from “Agree strongly” to 
“Disagree strongly”:

• I would definitely want to use Express Entry to fill my job recruitment needs.

• Express Entry sounds attractive, but I would want to learn more.

• I would not be comfortable selecting someone without first meeting and assessing them in person.

• I would not be comfortable hiring someone without a few months of probationary employment.

• I think there are enough immigrant and Canadian-born job candidates available in Peel and Halton Regions and I do 
not see the need for Express Entry. 

Chart 8 provides the cumulative responses of all employers. The initial reaction to Express Entry is barely lukewarm – 
only 10% “strongly agree” that they would definitely use it, and another 10% “agree.” Roughly half say they would want 
to learn more (29% strongly agree and 24% agree).

Chart 8: Reaction to Express Entry and views on hiring
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Employers very much wish to meet and assess a job candidate in person (60% strongly agree and 19% agree), as well as 
desire a probationary period for new hires (57% strongly agree and 21% very much agree).

The only significant variation in responses that emerges when the results are analyzed by sub-categories arises with 
respect to the statement “I think there are enough immigrant and Canadian-born job candidates available in Peel and 
Halton Regions and I do not see the need for Express Entry.” 41% of employers with 1-4 employees strongly agree with 
that statement, compared to the overall average of 27%.

Views on providing workplace experience

Employers were asked to express their degree of interest in these following work experience activities:

• Hosting a high school work placement student

• Hosting a private vocational college work placement student

• Hosting a community college work placement student

• Hosting a university work placement student

• Taking on a trade certificate apprentice

• Providing summer employment to a student

• Providing a short-term work experience placement for a newcomer

• Mentoring a newcomer

Employers were asked to indicate which statement best reflected their view:

• I would be very interested to participate

• I might be interested to participate

• I already participate in such an activity

• I already participate in such an activity, but I would consider expanding what I am already doing

• I would need more information before I could make a decision

• I am not interested in participating

In the following tables, these responses are abbreviated as follows:

DESCRIPTION IN SURVEY SHORT VERSION

I would be very interested to participate Very interested

I might be interested to participate Might be interested

I already participate in such an activity Already participate

I already participate in such an activity, but I would consider expanding what I am 
already doing

Increase participation

I would need more information before I could make a decision Need more info

I am not interested in participating Not interested
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Chart 9 provides the responses from all employers for the student/apprentice placement options. Notably, some 29% 
of employers claim that they provide a placement for a university student, a proportion that drops to 13% for a private 
career college student and 11% for an apprenticeship.

Employers express the most interest in possibly hosting a community college student (40% -- 14% very interested and 
26% might be interested) or a private career college student (41%), while interest in hosting a university student comes 
a close third (35%). The highest degree of no interest is in response to an apprentice – 44% are not interested.

Chart 9: Degree of interest in hosting a student or apprentice

Analyzing the responses by employer sub-categories produces the following observations:

• University students: Half (51%) of employers with 100+ employees indicate they already host a university student; 
the Service sector shows the highest degree of possible interest in hosting a university student; employers with 1-4 
employees appear least interested;

• Community college students: Almost half (48%) of employers with 100+ employees claim they already host a 
community college student; Knowledge sector employers appear least interested, while Supply Chain employers 
appear most interested;

• Private career college students: The Supply Chain and Service sectors express the highest degree of possible interest 
(51% and 47% either very or might be interested);

• High school students: Manufacturing employers express the least amount of interest – 49% are not interested and 
0% are very interested; on the other hand, the Supply Chain sector and employers with 1-4 employees express the 
highest level of interest;
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• Trade apprentice: Interest in hosting an apprentice drops as the size of firm shrinks – 31% of establishments with 100 
employees or more express no interest, compared to 52% of firms with 1-4 employees; Knowledge sector firms are 
most likely to express no interest (55%), while Manufacturing firms are least likely to express no interest (36%).

Chart 10 provides the responses for the other three work experience options.

Chart 10: Degree of interest in other work experience options

Around a third (34%) of employers say they provide summer employment to students and almost another third (30% 
= 13% + 17%) say they are either very interested or might be interested. Only around one in ten employers provide 
work experience to a newcomer (12%) or mentor a newcomer (9%). While slightly over a third show no interest in either 
providing work experience to a newcomer (34%) or mentoring a newcomer (37%), a sizeable proportion indicate that 
they would need to have more information before making a decision (22% and 25% respectively).

The likelihood of employers hiring a summer student increases with the size of the establishment: 48% of employers 
with 100 or more employees indicate that they hire summer students, compared to 16% of employers with 1-4 
employees. Similarly, the level of not being interested in summer student hiring increases as the firm size decreases. The 
Manufacturing and Supply Chain sectors have slightly higher proportions of employers who indicate that they already 
hire summer students.

Firms with 100+ employees are more likely to already provide work experience opportunities to newcomers (22%) as 
well as have the highest degree of possible interest in doing so (28%) or in desiring more information (28%). Firms with 
1-4 employees are far more likely to be not interested (50%). Knowledge sector employers are more likely to already 
provide workplace experience to newcomers (18%), while Service sector employers express the most interest in that 
possibility (37% – 8% very interested and 29% might be interested).
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Both Knowledge sector and Supply Chain sector employers provide mentoring of newcomers in the same proportions 
– 16%, considerably higher than the other sectors. Manufacturing employers have by far the least interest in providing 
mentoring. By size, employers have roughly equal interest in providing mentoring, although employers with 1-4 
employees have the largest proportion which has no interest (44%).

Employers were further asked to provide their views on providing work placements by indicating their level of 
agreement with the following statements:

• Providing a workplace experience is a way to “test” a person for a future job in our company

• I benefited from a workplace experience early in my career and I believe others should have the same opportunity

• I feel it is a way to give something back to the community, a form of corporate social responsibility

• I don’t see a benefit for my company in providing workplace experience, and so we do not offer it

A cumulative score for each statement was produced using the following formula:

+2 for each “Agree strongly”

+1 for each “Agree”

0 for “Neither agree nor disagree”

-1 for “Disagree”

-2 for “Disagree strongly”

The score was then divided by the total number of respondents. By far, the statement which most resonates with 
employers is the notion that workplace experience provides a way to test a potential future employee – the score of 0.86 
is very close to 1.0, which would indicate an average score of “Agree.” On the other hand, a sizable proportion disagree 
with the statement that there is not an obvious benefit to a company to offer a workplace placement experience.

Knowledge sector employers tend to provide higher scores for statements supporting workplace experience 
opportunities: they are more likely to see it as a way to test a future job candidate, they are more likely to agree that 
it is a way to give back to the community, and they are more likely to express the view that they benefited from 
the experience, and so therefore should others. Larger firms (100+ employees) are more likely to disagree with the 
statement that there is no benefit to the company in providing workplace experience opportunities, while firms with 
1-4 employees are slightly less likely to disagree.
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Chart 11: Views of providing workplace experience opportunities
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Willingness to work with others on workforce development issues

Employers were asked regarding their level of interest in working with others to address workforce challenges, 
specifically working with other employers, with local education partners and with local employment services providers. 
As with previous questions, employers were asked to indicate whether they:

• Would be very interested

• Might be interested

• Already participate

• Would wish to increase their participation

• Would need more information

• Would not be interested

Chart 12 provides the responses for all employers. Overall, close to 40% indicate they would be very interested or might 
be interested in various forms of collaboration. Employers seem somewhat less inclined to working together with other 
employers compared to working with education partners or employment services providers, although many employers 
indicate they might be interested or they desire more information before passing judgment about collaborations with 
other employers. Twenty percent indicate they already work with education partners, compared to 9% who say they 
work together with other employers.

Chart 12: Interest in working with others on workforce challenges

 By different categories, firms in the Supply Chain sector seem particularly interested in possible forms of collaboration, 
whereas larger firms (100+ employees) and Service sector firms appear most likely to already participate in some forms 
of collaboration, especially with education partners and with employment services providers.
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Questions for next survey

Instead of asking whether respondents had any further comments to add, this year the survey invited them to suggest 
questions for next year’s survey. Some 30 questions were suggested, almost all of them different. The only topic areas 
which received two or three mentions were:

• Newcomers: are you satisfied with the job performance and workplace integration of newcomers? What are the 
minimum levels of English language proficiency required in your workplace? What tools would help with engaging 
newcomers (e.g. help with credential assessment, interviewing and training newcomers)?

• Skills: is there a skills shortage in Peel/Halton? Are you able to find and hire people with the appropriate skills? Do you 
have difficulty finding skilled tradespersons? Do employers need more trained youth for skilled trade positions?

• Transportation: Is lack of public transportation a barrier to hiring the right job candidates?

Otherwise, other suggestions included:

• How much and what kind of training do newcomers and youth require to meet workplace requirements? 

• Are modern-day recruitment practices actually helping to find the best candidates for a job?

• What external factors affect the level of hiring by your firm (e.g. economic conditions, government regulation, and 
taxation)? 

• Hiring patterns relating to seniors

Others suggested collecting more information about the employers themselves, to be able to compare between 
different subgroups, for example:

• How long the establishment has been in business

• Whether the business is operated by a Canadian-born or immigrant entrepreneur, and how that affects their hiring 
practices (including the hiring of newcomers)
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Request for survey results

As a general service to the respondents, the survey asked whether the respondent wished to receive a copy of the 
survey results. Taking the results of all individuals who visited the survey site, including those who dropped out of the 
survey mid-way through, 40% of respondents desired a copy of the survey results, more than those who declined a 
copy. That demonstrates a considerable degree of interest on the part of employers in the survey. Table 11 illustrates 
that interest in the survey results increases with the size of the firm.

Table 11: Percentage of all survey respondents requesting a copy of the survey results
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40% 30% 42% 40% 48% 37% 49% 35% 57%

By industry sector, Supply Chain employers showed the greatest interest in the survey results, with 57% of all 
respondents requesting a copy of the results, compared to 35% in the Service sector.

The most interesting correlation arose with respect to the connection between those requesting the survey results 
and the willingness of respondents to collaborate on workforce development issues. Charts 13, 14 and 15 compare 
the results between those who specifically requested a copy of the survey results (“Yes”) and those who specifically 
declined to request a copy of the survey results (“No”), on the three questions relating to collaboration on workforce 
development.

Chart 13: Cross-tabulation: Interest in working together with other employers on workforce issues and request 
of survey results
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Chart 14: Cross-tabulation: Interest in developing links with local education sector partners on workforce issues 
and request of survey results

Chart 15: Cross-tabulation: Interest in developing links with local employment services providers on workforce 
issues and request of survey results

In all three instances, those who requested a copy of a survey were far more likely to be “very interested” or “might be 
interested” in these collaboration options than those who specifically declined to receive the survey results, and were far 
less likely to express that they were “not interested. The differences were quite strong. That is not to say that those who 
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declined to receive a copy of the survey results do not care at all about collboration – in each instance, they had a higher 
proportion who currently “already participate” in such activities. But the potential for more such activity was clearly 
among those who were interested in learning more about the survey results.

Requests for further assistance

The survey offered respondents the opportunity to have someone get in touch with them for further assistance, and 
offered several topic options:

• Yes, I would like to receive some labour market data

• Yes, I would like to receive some advice about workforce training

• Yes, I would like to learn more about recruitment assistance from an Employment Ontario agency

• Yes, I have some other issue I want to ask about

• No

Slightly less than a fifth of employers answering this question sought some assistance. Table 12 provides those results 
and compares them by employer sub-categories.

Table 12: Survey respondents seeking further assistance
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LM data 5% 3% 2% 7% 8% 6% 7% 3% 4%

Training 2% 2% 3% 1% 2% 1% 3% 4% 0%

Recruitment 9% 15% 10% 8% 7% 7% 7% 14% 10%

Other 1% 3% 1% 0% 1% 0% 1% 2% 0%

NO 83% 77% 84% 84% 82% 85% 82% 77% 85%

Smaller firms are more likely to seek assistance relating to recruitment, while larger firms are just as likely to seek out 
labour market data as recruitment help. The Service and Supply Chain sectors are particularly interested in assistance 
with recruitment, while the Knowledge and Manufacturing sectors are just as likely to ask for labour market data.
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