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The Peel-Halton Region has seen its manufacturing industry decline in both output and employment over the past decade. 
The Region is expected to face recruitment challenges going forward, with a recruitment gap of nearly 20,000 workers 
between 2016 and 2025. Notable factors affecting the manufacturing industry’s outlook include: 
 
1) The Region’s aging population is anticipated to drive replacement demand as experienced workers retire. This is 

particularly relevant for manufacturing, whose workforce is considerably older than the overall labour force. The Region 
will see strong population growth (1.9% per year until 2020) that is mainly driven by in-migration. With little growth 
expected in the population share of those aged 25-44, the Region will continue to depend on migrants from other 

provinces and outside the manufacturing industry labour force to fill many manufacturing positions. 

2) Manufacturing employment in the Region, driven mainly by the transportation equipment and food manufacturing 
sectors, is projected to grow at an average annual rate of 1.1% until 2020. This will be followed by a yearly decline in 
employment levels lasting through 2025. Regional employment across all industries will fare better, with healthy 

employment growth and an unemployment rate below 6% by 2020. 

3) Recruitment challenges are exacerbated by competition from other industries for in-demand skilled trades and 
technical occupations. Industries such as construction, utilities, and professional services have grown faster and offer 

higher wages, making it difficult for manufacturers to attract qualified workers. 

4) Some occupations are harder to fill across the manufacturing industry due to low supply. Manufacturing managers, 
industrial electricians, and welders are some of the key occupations expected to face occasional to chronic challenges 

in finding or retaining skilled workers at points over the remainder of the decade.  

*place of work (POW) 

  

 Peel-Halton`s Economic Profile, 2016 

  Population                                                                      2,027,739 

  Employment (POW)                                                           852,391 

  Manufacturing Share of Employment  (POW)                    13.5%  

  Unemployment Rate                                                                 6% 

  Real GDP ($2007 Millions)                                                  92,807 

  Manufacturing Share of GDP                                               16.2% 

  Manufacturing Requirements (2016-2025)                  38,976  

  Recruitment Gap  (2016-2025)                                           19.771 



 

Manufacturing employers are the primary stakeholders for the Manufacturing Regional Labour market project and their 
involvement is crucial for developing robust labour market forecasts and actionable labour market intelligence. Regional 
Industry Committees (RIC) were developed in all 15 regions for the purpose of engaging manufacturing sector stakeholders 
in the labour market research process. The Peel-Halton RIC provided qualitative labour market information, validated the 
projections of the labour forecast model, and developed possible solutions to labour market challenges in the region. 
Highlights from the Peel-Halton Regional Industry Committee include: 
 
1. The RIC validated the outputs of the labour forecast model and provided additional LMI that was used to further 

calibrate the forecast for Peel-Halton  

2. The RIC provided recommendations to fill the gaps in the labour market identified by this research. These 

recommendations include: 

a. Build broad partnerships between the manufacturing sector and postsecondary education to encourage the 

alignment of training with skills requirements. 

b. Improve the settlement and orientation of newcomers through collaboration between service providing 
organizations, government agencies, and the manufacturing sector to ease their integration into the 

workforce. 

c. Create the skilled workforce of the future by encouraging more youth to pursue technical training for careers 

in manufacturing. 

d. Use labour market information to inform decision making of all stakeholders 

e. Maintain, continuously improve, and promote the use of existing sources of labour market information for the 

manufacturing sector. 

3. As a result of the RIC validation of the findings, the Canadian Manufacturers & Exporters are considering using the 
regional forecasts to develop a consortia approach to increasing work-integrated-learning opportunities in the 
manufacturing sector. Occupational skills gaps identified by the model for each region will be prioritized and additional 

resources from the CME will be deployed to close these gaps. 

Regional Industry Committee Highlights 
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Manufacturing Relative to Other Industries 

The manufacturing industry accounted for 16% of the Peel-Halton Region’s total GDP in 2016. Only finance and insurance 
(21%) holds a larger share of GDP in the Region. While manufacturing remains an important part of the Region’s economy, 
its share of GDP has declined by more than 5% since 2006. Manufacturing’s GDP share will continue to decline as the 
Region pivots to a more service-based 
economy, falling to 15% by 2020. Other top 
industries in the Region by output include 
wholesale trade (13%), transportation and 
warehousing (8%), professional services (6%), 
and construction (5%).  
 
Peel-Halton’s economy was negatively affected 
by the 2009 recession but the Region’s 
economic recovery was swift. Overall regional 
output fell by just over 3% in 2009, while the 
manufacturing industry suffered a 15% decline. 
Total output rebounded in 2010 with 5% growth 
and a return to pre-recession levels. The 
overall economy has grown at an average 
annual rate of approximately 3.1% between 
2009 and 2016. Slightly slower growth (2.8%) 
is expected for the 2016-2020 period. 
Manufacturing output growth has lagged 
behind other industries, with an average annual 
growth rate of 2.3% since 2009. Manufacturing 
output, unlike total output, has yet to reach pre-
recession levels. Growth in manufacturing 
output is anticipated to accelerate going 
forward, averaging around 3% until 2020. 
 
Despite the positive growth outlook for 
manufacturing, many industries in the Region 
are expected to expand at a rate above 3% 
over the remainder of the decade. Retail trade, 
professional services, and finance and 
insurance are just some of the industries 
anticipated to outpace manufacturing’s 

expansion rate until 2020. 

STATE OF PEEL-HALTON`S MANUFACTURING SECTOR 

Source: Prism Economics. 

Average Annual Growth, 2010-2020 

Source: Prism Economics. 

Industry Share of GDP, 2016 
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The Peel-Halton Region accounts for 18.5% of Ontario’s manufacturing output and over 19% of the province’s total 
manufacturing employment. The Region’s manufacturing sector is comprised of 3,668 manufacturing establishments and 
total employment of 115,191 as of 2016. 
 
Manufacturing establishments in the Peel-Halton 
Region include a wide range of sizes but are 
predominantly composed of small to medium-
sized businesses. Over 85% of the Region’s 
manufacturing establishments have fewer than 50 
employees and more than 2,000 businesses in the 
area have between 1 and 10 employees. These 
establishments come from a variety of 
manufacturing sectors, including fabricated metal 
products, machinery, miscellaneous goods (which 
includes manufacturing of medical equipment, 
jewellery, sporting goods and more), and printing 
and related support activities. 
 
The Peel-Halton Region has experienced a notable 
decline in the number of manufacturing 
establishments since 2013, losing 181 businesses as of 2016. Losses were concentrated among smaller establishments, 
mainly those with fewer than 20 employees, while the number of businesses with 200 or more employees actually 
increased. 
 
At the sector level, most establishment types saw a decline in the number of businesses between 2013 and 2016. Some 
sectors experienced larger losses than others; fabricated metal products manufacturing had 42 fewer establishments in 
2016, while computer and electronic products, machinery, and plastics and rubber products each lost at least 20 
businesses. Conversely, food and furniture and related products are among the few manufacturing sectors that 

PROFILE OF MANUFACTURING EMPLOYERS 

Source: Statistics Canada, Business Pattern, 2013, 2016 

Manufacturing Establishment by Employment Size 

Source: Statistics Canada, Business Pattern, 2013, 2016 

Number of Total Manufacturing Establishments, 2013, 2016 

1) Does not include establishments of indeterminate employee size. Establishments in the "indeterminate" category do not maintain an employee payroll, but may have a workforce which 
consists of contracted workers, family members or business owners. They also include employers who did not have employees in the last 12 months (Statistics Canada, n.d.).  
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Source: Statistics Canada, Business Pattern Data, 2013, 2016 

Number of Manufacturing Establishments by Segment, Peel-Halton, 2013, 2016 

 Company Industry 

Chrysler Canada Inc.-Brampton 
Automobile and Light-Duty Motor Vehicle Manufacturing 

Ford Motor Company of Canada 
Automobile and Light-Duty Motor Vehicle Manufacturing 

Magellan Aerospace 
Aerospace Product and Parts Manufacturing 

Lafarge Canada Inc. 
Cement Manufacturing 

Suncor Energy 
Petroleum Refineries 

Maple Lodge Holding Corp 
Poultry Processing 

Intria Items Inc. 
Other Printing 

Evertz Microsystems Ltd. 
Semiconductor and Other Electronic Component Manufacturing 

Largest Manufacturing Employers 
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Source: Prism Economics, Statistics Canada . 

Distribution of Employment by Occupational Category across Industries 

Occupations primarily engaged in manufacturing and utilities are predominantly (77%) employed in manufacturing, and 

hence, are least likely to pose recruitment challenges in a low-growth manufacturing environment.  These occupations 

include:  

 Motor vehicle assemblers, inspectors and testers 

 Plastics processing machine operators 

 Plastic products assemblers, finishers and inspectors 

 Paper converting machine operators 

 Plastic and rubber products manufacturing supervisors 

 Labourers in rubber and plastic products manufacturing 

 Aircraft assemblers and aircraft assembly inspectors 

By contrast, less than a fifth (16%) of trades, transport and equipment operator occupations are employed in the 

manufacturing industry. Competing demands from the construction and trade and warehousing sectors represent a 

significant demand in the region. Based on an analysis of regional occupational demands, some trades may be more 

difficult to retain and recruit. These occupations include:   

 Material handlers 

 Transport truck drivers 

 Aircraft mechanics and aircraft inspectors 

 Construction trades helpers and labourers 

 Delivery and courier service drivers 

 Residential and commercial installers and servicers 
 Carpenters 
 Automotive service technicians, truck and bus mechanics and mechanical repairers 

COMPETING DEMANDS FROM OTHER INDUSTRIES 

In 2016, approximately 14% of the local workforce is employed in manufacturing. As employment in other industries 

grows, this share is likely to decline. Over time, competing employment demands from outside the manufacturing industry 

will make the attraction and retention of certain key trades and occupations increasingly more difficult for local 

manufacturers. The degree of difficulty will vary across occupational groups.  

PEEL-HALTON 



 

The largest local competition for natural and applied sciences occupations is government and the private 
profession scientific services sector. Though small in relative employment numbers, these engineering and 
technical/technologist occupations are central to many manufacturing businesses. The labour market for 
occupations like industrial and manufacturing engineers extends well beyond the Peel-Halton Region. 
 

The following chart illustrates the competition from construction, professional services, and other industries in 

hiring certain occupations that could present hiring challenges for manufacturing. These include:  

 Construction millwrights and industrial mechanics 
 Industrial electricians  
 Welders and related machine operators  
 Mechanical engineers 

The manufacturing industry in the Peel-Halton Region may find itself at a disadvantage in hiring workers due 
to competing sectors in Ontario such as utilities, professional services, and construction. According to 
Statistics Canada’s Job Vacancy and Wage Survey, the average offered hourly wage for manufacturing in 
Ontario is slightly higher than industry as a whole in the province but trails the wages of the three 
aforementioned sectors. This may exacerbate manufacturers’ recruitment challenges. The provincial job 
vacancy rate is noticeably lower for utilities than manufacturing, while both construction and professional 
services have higher vacancy rates. This may be a result of relatively rapid growth in Ontario for these 
industries leading to stronger demand for workers.  

REGIONAL MANUFACTURING PROFILE  PEEL-HALTON  7        

PEEL-HALTON 



  REGIONAL MANUFACTURING PROFILE  PEEL-HALTON 8        

. 

Average Offered Hourly Wage by Region 

Source: Statistics Canada, Job Vacancy and Wage Survey  

Job Vacancy Rate by Region 

Another way to assess competing demands for specific occupations is to consider total manufacturing employment (in 

absolute terms) and the concentration of employment in manufacturing. The chart below organizes select occupations 

in four categories: core manufacturing occupations, with both the high employment and highest concentration of 

employment in manufacturing; secondary manufacturing occupations; core competing demands occupations with high 

employment in both manufacturing and in other industries; and auxiliary competing demand occupations. Demands for 

core occupations entirely depends on manufacturing activity, while demand, and availability, for competing demand 

occupations depends on growth in other industries in the Region. 
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Rising Investment in Manufacturing and Rising Productivity of the Manufacturing Workforce 

Since the recession hit its lowest point in 2009, manufacturing in Ontario has been investing heavily in machinery and 

equipment. The chart below displays data on the province which experienced an increase of 35% in investment between 

the years 2009-2014. However, the rise in investment did not transform into a similar increase in employment. In fact, the 

rise in manufacturing output can largely be explained by increasing productivity of the manufacturing workforce. 

MANUFACTURING EMPLOYMENT  

Source: Prism Economics 

Occupational Manufacturing Employment Intensity Matrix 
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Manufacturing accounts for just under 14% of total employment in the Peel-Halton Region. In Peel, 

manufacturing employment is distributed fairly evenly across a number of sectors. The largest manufacturing 

sectors by employment are transportation equipment and food, each of which accounts for 15% of 

manufacturing employment. Other major sectors for manufacturing employment in Peel include machinery 

(9%), chemical (8%), and plastics and rubber products (8%).  

RECENT TRENDS AND FUTURE OUTLOOK  

Manufacturing employment in the Peel-Halton Region declined by 17% between 2006 and 2011. 

Employment levels have shown no clear trend since then, with employment gains in 2012 and 2015 

bookending losses in the intervening years. Total manufacturing employment has reached 115,191 as of 

2016 and is projected to rise. 

Looking ahead, manufacturing employment is set for healthy growth in the Region over the remainder of the 

decade. Manufacturing employment is expected to grow at an average annual rate of 1.1% between 2016 

and 2020. Employment levels are anticipated to rise each year until 2020, peaking at 120,195, before 

declining annually through 2025 and remaining above current levels. 

Source: Prism Economics. 

Manufacturing Employment Outlook, Peel-Halton, 2006 to 2025 

Projections 

PEEL-HALTON 

Manufacturing Employment Distribution by Sub-sectors – Peel 2016 Manufacturing Employment Distribution by Sub-sectors – Halton, 2016 
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Source: Prism Economics. 

Manufacturing Employment Growth Projections by Sub-sector, Peel-Halton 

NAICS Sub-sectors 2015 
2015-2020 

Growth 
2020-2025 

Growth 

31-33 Total Manufacturing 113,934 1.1% -0.4% 

311 Food 15,104 0.9% -0.4% 

325 Chemical 8,456 1.1% -0.3% 

326 Plastics and Rubber Products 8,225 1.0% -0.7% 

332 Fabricated Metal Products 11,139 0.7% -1.1% 

333 Machinery 11,924 0.7% -0.6% 

336 Transportation Equipment 20,966 0.6% -0.4% 

  Other Manufacturing 38,121 1.7% -0.1% 

Source: Prism Economics,  

Employment Forecast in Major Manufacturing Sectors 

The largest employers in the region include: 

 
Every large manufacturing sector is expected to witness some employment gains until 2020. Employment 
growth is anticipated to exceed other manufacturing sectors for chemical manufacturing, plastics and rubber 
products, and food manufacturing. 

PEEL-HALTON 

 Machinery Manufacturing 
 Food Manufacturing 
 Fabricated Metal Products 

 Plastics and Rubber Products 
 Chemical Manufacturing 
 Transportation Equipment Manufacturing 

Forecast Forecast 

Forecast Forecast 



 

The population in the Peel-Halton Region has grown rapidly over the last decade, increasing from 1.67 million in 2006 
to an estimated 2.00 million in 2015. The Region’s population is expected to continue its strong growth, with an 
average annual growth rate of 1.9% projected for the remainder of the decade. The Region’s population is anticipated 

to reach 2.19 million by 2020.  

The Region is expected to face an aging population going forward. The share of the population aged 65 and over is 
expected to see the largest gain, rising from 12.8% in 2015 to 17.3% in 2025. Conversely, the 20-24 bracket is 
expected to see its share drop from 7.2% to 6.1% during the same period. This is a point of concern as this age group 
is important for manufacturing employment recruitment efforts. The bracket covering ages 25 to 34 will see its share 
increase by 2025 but this may not be enough to compensate for the retiring population. Moreover, the brackets 
covering ages 35 to 54 are expected to decline. These trends indicate a potential loss of experienced workers as they 

age into retirement and are not replaced. 

Age Distribution of Peel-Halton Region Population, 2006-2025  

Source: Prism Economics, Strategic Projections Inc. 

  Source: Prism Economics, Strategic Projections Inc. 

 Population 

Region 2006 2015 2020 
5 year 

Growth Rate 
(2015-20) 

Peel-Halton 1,670,532 1,997,983 2,189,607 1.9% 

Age Group Share of 
Total Population 

2015 2025 

0-19 25,1% 22.8% 

20-24 7.2% 6.1% 

25-34 13.4% 14.8% 

35-44 14.4% 13.4% 

45-54 15.4% 12.8% 

55-64 11.8% 12.7% 

65+ 12.8% 17.3% 

POPULATION, DEMOGRAPHICS AND LABOUR FORCE 
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POPULATION GROWTH WILL BE SUSTAINED AS A RESULT OF HIGH NET MIGRATION 

Source: Prism Economics, Strategic Projections Inc. 

The Peel-Halton Region has experienced healthy population growth due to both a high birth rate and sustained immigration. Net 

migration (i.e. individuals moving in to the Region less those moving out) added nearly 25,000 residents to the Region annually 

between 2007 and 2014. The birth rate averaged 1.2% annually during the same period, nearly triple the annual death rate. As a 

result, net births (i.e. individuals born in the Region less those who die) added more than 13,000 residents each year from 2007 to 

2014. These two factors contributed to an average annual population growth rate of 2.1% during the period. Population growth slowed 

moderately in 2015 and 2016, with a growth rate of 1.6% in the former and 1.5% in the latter. While the birth rate remained high in 

these years net migration fell to below 18,000 residents on average.  

Population growth is expected to return to previous 

levels over the remainder of the decade as net 

migration rises beginning in 2017. Net migration is 

anticipated to add nearly 28,000 residents to the 

Region annually through 2020 while net births 

remain stable at around 13,000. Overall, the 

population growth rate is projected to average 1.9% 

each year through 2020. These data indicate that 

local industries in the Region have access to a 

growing pool of labour to potentially meet their 

labour requirements. This does not necessarily 

guarantee a labour surplus for all occupations as 

highly-educated young immigrants may prefer 

service sector employment.  

Components of Annual Change in Peel-Halton Labour Force, 2007-2020 

Source: Prism Economics, Statistics Canada 

Commuters to Jobs in Peel-Halton from Nearby Communities 

The Region of Peel is composed of Caledon, Brampton, and Mississauga municipalities. The region has over 1.3 million residents. 

Only 30% of the workforce in the latter two municipalities reside in the same region. For Caledon, this ratio is even lower at less than 

2%. A high degree of two-way commuting occurs between Peel and Halton and Peel and Toronto. Moreover, residents of Brampton, 

Mississauga, and Caledon commute within the Peel region and across these municipalities. As a result, the region can be 

characterized as a commuter hub. 

The commuter statistics of the Halton region are 

even more pronounced than Peel’s because a 

lower percentage of Halton’s workforce resides in 

the area. There is a high degree of two-way 

commuting between the municipalities of Halton, 

namely Burlington, Oakville, Milton, and Halton 

Hills. Burlington and Oakville have a relatively 

higher percentage of individuals who work and 

live in the same area while Milton and Halton Hills 

are composed of predominantly commuter 

residents.    
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LABOUR FORCE EDUCATIONAL ATTAINMENT 

Source: Prism Economics, Statistics Canada 

Highest Level of Educational Attainment, 25 to 44 years  

The Region is making progress in educational attainment  
The 25 to 44 age demographic is an important source of new hires for employers.  The educational attainment of this 

demographic provides insight into general qualifications and planned career paths.   

Educational attainment in the Region is improving rapidly; individuals with no diploma account for only 6% of the 25-
44 age bracket as of 2011.  In contrast, bachelor-level college education (or above) attainment has reached 38%, a 4 
percentage point jump from 2006, and is well above the provincial average.  The increasing number of highly 
educated individuals in the Region may make it difficult for manufacturing businesses to find the right skilled trade 

employees, as apprenticeship or trades certificate holders are in decline.   

High school graduates are also in decline, dropping by 2 percentage points in 5 years.  This indicates a higher 
propensity to pursue college education by residents of the Peel-Halton Region.  The Region has a lower percentage 
of high school graduates than Ontario, but a higher percentage of university diploma holders below bachelor level.  
Residents are moving away from apprenticeships or trades certificates toward university or college-level diplomas.  
These developments indicate a higher youth preference for white collar professions, and potentially lower labour 

supply for trades during the next decade. 
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Rising Employment, Falling Unemployment Rates 

Employment in the Peel-Halton Region was moderately affected by the recession. Employment fell by 1.6% in 2009 
while the labour force grew by 1.9% in the same year. As a result, the unemployment rate jumped from 6.7% in 2008 
to 9.9% in 2009. The Region has seen strong employment growth since then, averaging 2.2% annually between 2009 
and 2016. Total employment in the Region has surpassed 1 million as of 2016. Employment growth has also exceeded 
that of the labour force, which grew at an average annual rate of 1.7% from 2009 to 2016. This has led to a steadily 
declining unemployment rate that sits just below 7.0% as of 2016. 
 
The Region is projected to continue its strong growth in the coming years. Annual employment growth is expected to 
fall slightly to a still robust 1.7% through 2020. Employment growth will also continue to exceed labour force growth 
(1.4% average annual rate) over the remainder of the decade. The unemployment rate should therefore continue on its 
declining path, falling to 5.6% by 2020. Despite the positive growth outlook, hiring more employees may pose a 
challenge for some industries as the economy expands. Employers should plan accordingly to avoid potential skill 
shortages. 

TRENDS IN REGIONAL LABOUR FORCE AND UNEMPLOYMENT RATE 

Labour Force, Employment and Unemployment Rate, All Industries  
Peel-Halton Region, 2006-2017 

Source: Prism Economics, Strategic Projections Inc. 

THE DEMOGRAPHICS OF THE MANUFACTURING WORKFORCE  

The median age of the manufacturing labour force in the Peel-Halton Region is 45. This is considerably older than 

the median age of 41 for the total labour force. The following chart illustrates the age differential between the 

manufacturing workforce and total working age population in the Region. The graph shows that a larger share of 

workers in manufacturing are 55 or older than in the total working age population. This difference implies 

manufacturing is expected to have a higher replacement demand for employment as compared to other industries in 

the future.   

PEEL-HALTON 



 

The manufacturing workforce in the Peel-Halton Region exhibits a somewhat different picture than other 
manufacturing-intensive regions.  Manufacturing employment seems to be much older than other regions, especially 
in the 45-64 age bracket.  About 54% of the labour force is above the age of 45.  The 25-44 age bracket in 
manufacturing is uncharacteristically small compared to all other industries and the 15-24 age bracket is not 
promising, making up only 5% of the manufacturing workforce. The figure exhibits the biggest challenge the 
manufacturing industry will face during the next decade: finding the right skilled workers to replace retiring ones. 
Between 5 and 10% of skilled workers are expected to retire in the Region during the next decade.  

 

Despite the flat growth outlook in the Region’s manufacturing sector, employers face two looming supply-side labour 
market concerns. The first is that the local manufacturing workforce is somewhat older than other industries in the 

Region, meaning more retiring workers will need to be replaced. 

The other challenge is growing competition for key trades and technical occupations employed by local manufactures 
from sectors such as construction, professional/scientific, utilities and government, which are poised to experience faster 

growth. 
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Manufacturing Labour Supply and Demand Outlook 

Total manufacturing hiring requirement is comprised of expansion demand (additional jobs as a result of industry 
growth), and replacement demand (workers needed to replace exits from the labour force due to deaths and 
retirements). To meet the hiring requirement, the industry relies, on one hand, on the pool of new entrants - 
individuals in search of their first job – and on in-mobility from other regions or other industries on the other (referred 
to as the recruitment gap in this report). 
 
The labour forecast model developed for this research provides projections of the components of supply and demand 
of labour over time and evaluates the labour market conditions at an occupational level across the manufacturing 
industry in the region. 
 
The chart below summarizes the results of the labour forecast model. By 2025, the projected 19,200 individuals who 
enter the workforce will cover only 49% of the hiring requirement. As a result, the manufacturing industry in the Peel-
Halton Region will need to find an additional 19,770 workers (recruitment gap) from other industries and jurisdictions 
to fulfill its labour needs.  

Manufacturing Labour Market Requirements 

2016 – 2025 LABOUR REQUIREMENTS (38,976) 
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The labour market conditions are assessed for 45 manufacturing occupations using a ranking system. The system 

combines measures of unemployment, exits from the labour force, and net in-mobility. The rankings are suppressed 

for occupations with a small size of labour force (<30).  

Rankings are provided for technical and technologist occupations and managers, and for skilled trades separately 

in the following sections. Normal labour market conditions (signaled by a “3” ranking) are expected across all occu-

pations in manufacturing through 2025. 

  MANUFACTURING LABOUR MARKET RANKINGS BY OCCUPATION 

Occupations 
Total Hiring 
Requirement 
2016 - 2025 

Share of 2016 
Employment 

All Occupations in Manufacturing 38,976 34.2% 

Motor vehicle assemblers, inspectors and testers 2,632 33% 

Manufacturing managers 1,866 38% 

Other labourers in processing, manufacturing and utilities 1,298 34% 

Labourers in food, beverage and associated products processing 1,194 31% 

Material handlers 1,043 34% 

Shippers and receivers 989 35% 

Construction millwrights and industrial mechanics 880 39% 

Welders and related machine operators 821 34% 

Machinists and machining and tooling inspectors 774 31% 

Senior managers - construction, transportation, production and utilities 746 41% 

Plastics processing machine operators 744 31% 

Process control and machine operators, food, beverage and associated products processing 632 32% 

Mechanical engineers 609 33% 

Industrial electricians 403 42% 

Industrial engineering and manufacturing technologists and technicians 400 34% 

Furniture and fixture assemblers and inspectors 378 39% 

Industrial and manufacturing engineers 341 30% 

Electrical and electronics engineers 300 32% 

Chemical technologists and technicians 281 28% 

Electrical and electronics engineering technologists and technicians 268 40% 

Transport truck drivers 232 34% 

Industrial sewing machine operators 216 49% 

Mechanical engineering technologists and technicians 199 30% 

Contractors and supervisors, machining, metal forming, shaping and erecting trades 144 32% 

Structural metal and platework fabricators and fitters 140 43% 

Sheet metal workers 77 30% 

Labourers in wood, pulp and paper processing 46 42% 

Within the hiring requirement, some occupations are poised to be in more demand than others. These professions 

tend to concentrate on skilled trades and technical occupations. With growing technological advancement in 

manufacturing sector, the skill requirement in the sector is also increasing.  

The next table illustrates some of the occupations that will be most in demand within the next 9 years in the Peel-

Halton Region’s manufacturing industry.  Occupations facing greater challenges with a higher hiring requirement 

as a share of current employment include: millwrights and industrial mechanics; senior managers in production; 

industrial electricians; electrical and electronics engineering technologists and technicians; and structural metal 

and platework fabricators and fitters. 
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Technical, Technologist, and Manager Occupations Market Rankings, 2016-2025 

Market Rankings 

Rank Description 

1 Excess supply of skilled workers 

2 No significant challenges in recruiting or retaining skilled and qualified workers 

3 
Occasional challenges recruiting or retaining skilled or qualified workers for key trades and 
occupations 

4 Chronic challenges finding or retaining skilled and qualified workers 

5 
Immediate and persistent challenges recruiting skilled and qualified workers, vacant posi-
tions go unfilled 

Most technical and technologist occupations are projected to pose occasional recruitment challenges over the 

forecast period. These include occupations such as manufacturing managers, electrical and electronic engineers, 

and computer network technicians. For some technical occupations, such as mechanical engineers and electrical 

and electronics engineering technologists and technicians, recruiters may need to reach beyond the local labour 

market to hire in the coming years  

PEEL-HALTON 

Occupations 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 

0016 Senior managers - construction, 
transportation, production and utilities 

3 3 3 3 3 3 3 3 3 3 

0911 Manufacturing managers 3 3 3 3 3 3 3 3 3 3 

1521 Shippers and receivers 3 3 3 3 3 3 3 3 3 3 

2132 Mechanical engineers 3 3 3 3 4 3 3 3 3 3 

2133 Electrical and electronics engineers 3 3 3 3 3 3 3 3 3 3 

2141 Industrial and manufacturing 
engineers 

3 3 3 3 3 3 2 2 3 3 

2211 Chemical technologists and 
technicians 

3 3 3 3 3 3 3 3 3 3 

2232 Mechanical engineering 
technologists and technicians 

3 3 3 3 3 3 2 2 3 3 

2233 Industrial engineering and 
manufacturing technologists and 
technicians 

3 3 3 3 3 3 3 3 3 3 

2241 Electrical and electronics engineering 
technologists and technicians 

3 3 3 4 3 3 3 3 3 3 

2243 Industrial instrument technicians and 
mechanics 

3 3 3 3 3 3 3 3 3 3 

2253 Drafting technologists and 
technicians 

3 3 3 3 3 3 2 2 3 3 

2281 Computer network technicians 3 3 3 3 3 3 3 3 3 3 



 

Source: Prism Economics 

SKILLED TRADES OCCUPATIONS RANKINGS 

Occupations 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 

7201 Contractors and 
supervisors, machining, metal 
forming, shaping and erecting 
trades and related occupations 

3 3 3 3 3 3 3 3 3 3 

7231 Machinists and machining 
and tooling inspectors 

3 3 3 3 3 3 3 3 3 3 

7232 Tool and die makers 3 3 3 3 2 2 3 3 3 3 

7233 Sheet metal workers 3 3 3 3 2 2 3 3 3 3 

7235 Structural metal and 
platework fabricators and fitters 

3 3 3 3 3 3 3 3 3 3 

7237 Welders and related 
machine operators 

3 3 4 4 3 3 3 3 3 3 

7242 Industrial electricians 3 3 3 4 3 3 3 3 3 3 

7301 Contractors and 
supervisors, mechanic trades 

3 3 3 3 3 3 3 3 3 3 

7311 Construction millwrights 
and industrial mechanics 

3 3 3 3 3 3 3 3 3 3 

7452 Material handlers 3 3 3 3 3 3 3 3 3 3 

7511 Transport truck drivers 3 3 3 3 3 3 3 3 3 3 

9422 Plastics processing 
machine operators 

3 3 3 3 3 3 3 3 3 3 

9446 Industrial sewing machine 
operators 

3 3 3 3 3 3 3 3 3 3 

9461 Process control and 
machine operators, food, 
beverage and associated 
products processing 

3 3 3 3 3 3 3 3 3 3 

9522 Motor vehicle assemblers, 
inspectors and testers 

3 3 3 4 3 3 3 3 3 3 

9532 Furniture and fixture 
assemblers and inspectors 

2 3 3 3 3 3 3 3 3 3 

9614 Labourers in wood, pulp 
and paper processing 

3 3 3 3 3 3 3 3 3 3 

9617 Labourers in food, 
beverage and associated 
products processing 

2 3 3 3 3 2 2 3 3 3 

9619 Other labourers in 
processing, manufacturing and 
utilities 

3 3 3 3 3 3 3 3 3 3 

All Occupations in 
Manufacturing 

3 3 3 3 3 3 3 3 3 3 
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Several skilled trades occupations are projected to pose occasional or chronic recruitment challenges over the coming 
years. Occupations such as welders, industrial electricians, and machinists will remain difficult to fill. These occupational 
categories will be harder to fill than others in the manufacturing industry due to competition from other industries, and 
demographic challenges.  
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As part of the Manufacturing Regional Labour market project, a survey among manufacturing employers was 
conducted across the country.  Surveys were simultaneously conducted in 15 manufacturing centres across the 
country and the results of these surveys have been included for comparison purposes. Employers in each region 
were surveyed to assess their labour needs and perceived challenges.  
 
The results from Peel-Halton were combined with the survey results from Toronto and Hamilton-Niagara into a single 
Golden Horseshoe region. The survey results are based on a small sample of employers in these regions; however, 
they are informative and validate the findings and assumptions of the labour forecasting model described above.  
 
In the survey, respondents were asked an open-ended question to identify the greatest human resources challenge 
they will face over the next five years. Looking at the data from all 15 regions, the topics most frequently 
characterized in the responses are: 

 
 Finding qualified skilled workers  
 Aging workforce  
 Employee retention 
 Lack of training programs 
 Impact of economic cycles 
 

Finding qualified workers was the most frequent labour market challenge identified by employers. Respondents 
expanded on this issue by identifying the specific occupations that are posing significant recruitment challenges.  
These occupations are similar to those identified by the labour demand forecast model. Survey respondents are 
facing recruitment challenges in hiring predominantly skilled trades and technical occupations. The occupations cited 
by Golden Horseshoe respondents are:  

 
1. Industrial electricians 
2. Machinists and machining and tooling inspectors     
3. Tool and die makers 
4. Welders and related machine operators 
5. Supervisors of mechanic trades 
6. Construction millwrights and industrial mechanics 

7. Computer network technicians 

Besides these specific occupations, there are more general characteristics of the labour market that cause 
recruitment challenges for employers. Employers were asked to indicate all characteristics that contributed to their 
recruitment challenges, based on the survey responses from the Golden Horseshoe, the most frequently identified 
characteristic was high salary/wage expectations. Here is the complete list of characteristics ranked in order of 

highest frequency:  

1. High salary/wage expectations 
2. Lack of sector-specific work experience 
3. Lack of specific skills and abilities 
4. Lack of language/communication skills 
5. Lack of proper work ethic (punctuality, absenteeism) 
6. Not interested in working in manufacturing 
7. Insufficient Educational Qualifications 

SURVEY RESULTS 
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Recruitment Challenges across Manufacturing Regions, 2016 

The survey also asked employers to specify the severity of their recruitment challenges. 36% of the survey 

respondents in the Golden Horseshoe report experiencing immediate or chronic recruitment challenges. An 

additional 49% of respondents reported occasional recruitment challenges. Only 15% of the respondents said 

they are experiencing no recruitment challenges in the region. For comparison purposes, we have included 

survey data from the nearby regions in Ontario and the aggregated data from all regions surveyed in Canada. 

Survey results suggest that the challenges faced by Golden Horseshoe employers are consistent with the 

Canadian averages. The region is facing substantially lesser challenges than Kitchener-Waterloo or Southern 

Ontario (London and Windsor). Northern Ontario is the only Ontario region that is not facing substantial 

challenges and this is largely due to economic downturns in Sault Ste. Marie and Sudbury. 
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Despite experiencing several labour market challenges and moderate difficulty finding employees in key 
occupations, most Golden Horseshoe manufacturers experienced growth over the last year. 52% of survey 
respondents indicated that their business had growth whereas 23% experienced a decline in business. The number 
of manufacturers that experienced growth in the region was nearly identical to the national average. This stands in 
stark contrast to manufacturers in Northern Ontario (Sudbury and Sault Ste. Marie) of which 45% experienced a 
decline in business over the previous year. 
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Business Growth across Manufacturing Regions, 2016 

Respondents from the Golden Horseshoe region also expressed substantial optimism when asked about their 
expected growth over the next three years. 73% of manufacturers expected their business to grow whereas only 
5% expected it to decline. This is slightly below the average of all 15 Canadian regions (76%). Even regions that 
had experienced limited growth are expecting to see growth over the next three years as exemplified by 55% of 
Northern Ontario respondents.  

Future Growth across Manufacturing Regions, 2016 

This expected growth will put further strain on the labour market and more individuals will need to be incorporated 
into the manufacturing workforce. One of the most significant groups that will need to be encouraged to pursue 
careers in manufacturing are youth. Using the aggregated survey data from all 15 regions, we examined the level 
of satisfaction with the youth that are currently employed at these firms.  
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Overall, manufacturers are only moderately satisfied, with only 46% of respondents indicating that they are satisfied 
with the youth that they employ. 39% of employers are dissatisfied with work ethic and attitude. 56% of employers 
are dissatisfied with industry specific knowledge; however, they are 56% satisfied with their willingness to learn. As 
the current manufacturing workforce is on average older than the total Canadian workforce, it will be essential to 
build the next generation of skilled workers for the sector.  

Employer Satisfaction with Youth Employees - All Regions, 2016 

 

Compensation is an important factor in attracting skilled workers to the manufacturing sector. This is especially true 

for occupations that can be employed in other sectors of the economy (utilities, construction, professional services). 

The survey asked employers to provide their average hourly rate for common skilled trade occupations and annual 

salaries for technicians and technologists. The summary of these wages from the aggregated survey data is 

outlined in the table below. 

Employer Compensation by Select Occupations - All Regions, 2016 

 

Occupation 
Average Wage/Hour (CAD) Annual 

(CAD) 
N 

Millwrights $29.42 $61,194 145 

Machinists $26.63 $55,390 132 

Electricians $29.91 $62,213 107 

Tool and Die Makers $26.14 $54,371 59 

Industrial engineering and manufacturing technologists and technicians $30.90 $64,266 123 

Electrical and electronics engineering technologists and technicians $30.31 $63,047 78 

Chemical technologists and technicians $29.15 $60,639 30 

Mechanical engineering technologists and technicians $30.89 $64,249 108 
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In the tables below, the average compensation data for the skilled trade occupations is compared to the degree to 

which employers facing challenges finding skilled tradespeople. Employers that pay above average wages for 

millwrights, machinists and electricians are experiencing less immediate and chronic challenges finding these 

workers. This shows that for some occupations, there is a correlation between higher wages and lesser recruitment 

challenges; however, in the case of tool and die makers, employers that are paying higher wages are facing more 

immediate and chronic challenges recruiting these workers. The data obtained in this survey is not sufficient to 

determine the cause of this inconsistency; however, one possible cause could be that tool and die makers have 

incomplete information regarding the wages paid at different firms. So, although wages are an important aspect of 

recruitment, it is not the only factor to consider. 

Wages and Recruitment Challenges- All Regions, 2016 

The results of the Peel-Halton region survey validate the findings and assumptions of the labour forecast model. 

Manufacturers in the region are facing moderate labour market challenges that will become more significant as 

their business grow and their workforce ages. Employers will have to embrace youths’ willingness to learn and 

continue to offer competitive salaries, especially for occupations where manufacturing faces competition from 

other sectors. 
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Manufacturing employers are the primary stakeholders for the Manufacturing Regional Labour market project and 
their involvement is crucial for developing robust labour market forecasts and actionable labour market 
intelligence. Regional Industry Committees were developed in all 15 regions for the purpose of engaging 
manufacturing sector stakeholders in the labour market research process. The regional industry committees are 
comprised of manufacturing employers, postsecondary education institutions, labour unions, government 
agencies, economic developers, and other non-government organizations (NGOs). Over 180 companies, 
intuitions, and organizations participated and compose the fifteen regional industry committees. The core activities 
of the RICs are to provide qualitative labour market information, validate the projections of the labour forecast 
model, come up with possible solution to labour market challenges in the region, and to assist in the knowledge 

dissemination process. 

A meeting of the Peel-Halton Regional Industry Committee was held in Peel-Halton by the CME on September 28 
and November 27, 2016.  The Regional Industry Committee confirmed the labour market outlook presented for the 
Peel-Halton region.  Participants at this meeting raised a number of issues and considerations about the 
manufacturing regional labour market that they face.  Three issues in particular were raised that effect 

manufacturing employers in Peel-Halton. 

The main issue that employers raised related to recruitment and retention of technical skills.  Specifically, 
employers reported that they faced challenges in finding some of the highly technical skills that they require.  They 
are able to find potential recruits in the occupations needed but finding the specific skill sets related to their 
manufacturing process is more difficult.  This matter was raised in the context of how technological changes make 
it necessary for educational institutions to develop new programs to address this type of shortage. The RIC 

members agreed that additional programs in specialized manufacturing occupations are needed. 

Another issue raised by the RIC concerned recruiting recent immigrants into manufacturing and the difficulty 
around integration of these individuals into the manufacturing work environment.  The recruitment challenge 
appears to be that unskilled immigrants are able to find employment more easily in other industries, such as 
hospitality. Newcomers exhibit a preference for other sectors because entry-level manufacturing wages are not 
substantially higher than elsewhere and shift work is often required.  Recent immigrants that do work in 
manufacturing are often hard to integrate into the manufacturing workplace due to language problems.  For 
example, supervisors often struggle to communicate workplace requirements effectively to workers who do not 
speak English or French. This issue can be further compounded when attempting to integrate groups of 

immigrants from different countries who speak different foreign languages.  

The third issue was the difficulty in recruiting young people into manufacturing from high schools, colleges and 

universities.  The lack of familiarity with manufacturing by young people, and higher wages and salaries in 

competing industries were cited as the reasons for this. The RIC, informed by the labour forecast model, 

recognized that the demographics of their workforce make youth integration a central issue. The replacement 

demand for their existing workforce will be the primary driver of the regional recruitment gap. Encouraging more 

youth to pursue careers in manufacturing will be vital to maintain a healthy manufacturing labour market. 

Regional Industry Committee Recommendations 

The manufacturing labour market is facing several issues as outlined by the regional labour forecast model and the 

feedback from the regional industry committee. The Peel-Halton RIC has a thorough understanding of these 

challenges and issues; however, concrete plans to solve them need to be developed. Although some these 

recommendations were brought up by the Peel-Halton RIC, the list is representative of the feedback from all 15 

regions. 

 

 

ISSUES AND CONSIDERATIONS FROM THE PEEL-HALTON 
REGIONAL INDUSTRY COMMITTEE 
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1. Build broad partnerships between the manufacturing sector and postsecondary education to encourage the alignment of 
training with skills requirements. 

a. Employers need to provide feedback on the quality and content of training programs so that education can improve 
the employability of their graduates. 

b. Employers should provide work-integrated-learning opportunities to post-secondary students so that students can 
gain industry experience and have a better sense of the career opportunities offered in the manufacturing sector. 

c. Where regional gaps in educational capacity exist, employers should work with local colleges and universities to 
help build this capacity. 

d. When possible, employers with similar needs can establish training consortia that reduce the cost of training and 

give them a stronger voice when working with the government or post-secondary institutions. 

2. Improve the settlement and orientation of newcomers through collaboration between service providing organizations, 
government agencies, and the manufacturing sector to ease their integration into the workforce. 

a. Employer can convey the expected level of language requirements for entry level careers in manufacturing to 
language training organizations. 

b. Employers can help language training providers develop curriculum that integrates key words and phrases from the 
manufacturing sector so that training programs teach newcomers how to communicate effectively in a 
manufacturing environment. 

c. Settlement and Orientation service providers can explain the potential career growth in manufacturing to 
newcomers so that they understand there is more opportunity for higher wage in manufacturing than in competing 
sectors such as hospitality.  

d. Employers can provide training to their English/French speaking staff so that they know how to communicate 

effectively with individuals who have limited abilities in the languages of Canada 

3. Create the skilled workforce of the future by encouraging more youth to pursue technical training for careers in 

manufacturing. 

a. Employers can showcase the opportunities that exist by hosting facility tours to high school classes. 
b. Employers can speak to youth during career days and career fairs. 
c. Ensure that youth have opportunities to explore technical skills by providing shop and tech courses at the high 

school level. 
d. Manufacturers should provide work integrated learning placements to senior high school students and student 

enrolled in technical training at colleges and universities. 
e. Manufacturing employers can increase their own internal capacity for training to meet their need for highly 

specialized skills that cannot be practically taught in publicly funded institutions. Governments can provide grants 

and subsidies to offset the costs of this training. 

4. Use all available sources of labour market information to inform decision making of all stakeholders 
a. Youth, parents, guardians, and educators can use manufacturing specific LMI to learn where the job opportunities 

are and where they are going to be. This information can be used to inform investments in educations and training. 
b. Employers can use LMI to determine the types of skills that are available and the shortages that exists in the labour 

market. They can use this information guide their human resources planning, capital investments, and alter 
management practices to more fully utilize the skillset of the existing labour market. 

c. Postsecondary institutions can use LMI to guide their course offerings and make adjustments to their programs so 
that graduates’ skillets are in-line with the needs of industry. 

d. Governments can use LMI to develop policies and programs that ensure individuals pursue education and training 
that enables them to develop the skillset needed by the current and future labour market. 
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CONCLUDING REMARKS AND RECOMMENDATIONS 

5. Governments should invest in the development, validation, and dissemination of LMI so that stakeholders have the 

information they need to make prudent decisions. Maintain, continuously improve, and promote the use of existing 

sources of labour market information. 

a. Forecast the impact of disruptive technologies, such as automation, artificial intelligence, Internet of Things, 

on the demand for skilled labour. 

b. Include gender based analysis into regional forecasts 

c. Measure the extent to which by including self-employment, skills outsourcing, and contracted services are 

impacting the manufacturing labour market. 

d. Build other economic indicators (especially exchange rates) into forecasting model and consider “upside” 

and “downside” analysis. 

e. Aggregate regional results into provincial analysis or subsector analysis to engage additional stakeholders. 

f. Promote the use of regional LMI by additional stakeholders including secondary school, college and 

universities, local NGOs, and local governments. 

g. RICs can facilitate dialogue between diverse stakeholders, and industry members are especially interested 

in working more closely with postsecondary education. 

The manufacturing industry in the Peel-Halton Region is positioned for moderate growth during the next decade. Output 
growth will not translate into large gains in employment due to increasing investment levels and rapidly improving 
productivity of the manufacturing labour force. As a result, the industry will not face severe recruitment challenges to fill 
new positions added to the manufacturing workforce. 
 
Instead, significant recruitment challenges will present themselves as a result of the retiring workforce. The manufacturing 
industry’s demographics demonstrate a larger segment of workers over the age of 55 than the overall working population. 
This could result in high replacement demand in the near future. 
 
Recruitment challenges will not be ubiquitous across all occupations. As the manufacturing industry becomes more 
technologically advanced, the kinds of jobs needed to maintain full capacity output are shifting towards more skilled trades 
and technical occupations. Even low skilled occupations face increased skill requirements. Both model and survey results 
confirm this point, identifying these occupations as the main culprits of recruitment challenges now and in the projected 
future. 
 
Moreover, these recruitment challenges will be exacerbated by competition from other industries poised to grow faster. 
These industries include professional services, construction, and information and culture. Occupations needed by other 
industries which tend to pay higher wages (e.g. utilities) are especially prone to generating recruitment challenges for the 
manufacturing sector. 
 
Based on the state of the manufacturing labour force, the industry needs to respond as a whole before recruitment 
challenges become unmanageable. Some potential solutions to the problem include: 
 

 Increasing training and apprenticeship in the workplace  
 Collaborating with other regional employers and stakeholders  
 Advocating for increases in government support for training  
 Working with educational institutions to ensure programs meet industry needs  
 Promoting manufacturing as a career option  
 Establishing training consortia  
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This Regional Manufacturing Profile was prepared for the project “Regional Labour Market Information to Address Skills and 
Human Resources  Issues in the Manufacturing Sector”.  This project is sponsored by the Canadian Manufacturers & Exporters 
and the Canadian Skills Training and Employment Coalition. 
 
This project is funded by the Government of Canada’s Sector Initiatives Program. The opinions and interpretations in this                
publication are those of the author and do not necessarily reflect those of the Government of Canada.  
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