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Executive Summary 

Over the next three years, the Centre for Workforce Development (CFWD) is poised to implement 

a comprehensive strategy to address a spectrum of labour force challenges across Hastings, 

Prince Edward and Lennox and Addington Counties, as identified during extensive 2024 – 2025 

Business and Stakeholder Consultations. At the heart of these efforts is a multi-faceted approach 

designed to counteract acute shortages in several critical sectors. Our region is grappling with 

severe deficits in healthcare professionals - including family and specialist doctors, doctorôs 

assistants, nurses, PSWs, long-term care workers, and various allied health roles such as medical 

technologists, pharmacists, dental hygienists, and physiotherapists. This shortage not only 

undermines the quality of healthcare services but also intensifies burnout among current staff, 

creating a pressing need for initiatives that promote training and hiring of these healthcare 

professionals, along with better working conditions and competitive salaries to foster retention. 

Simultaneously, the strain on first responders and public service workers is escalating as the 

regionôs aging, vulnerable, and unhoused populations grow. Frontline roles in policing, firefighting, 

paramedicine, and social assistance are experiencing early burnout, reducing the appeal of these 

professions for potential new entrants. This challenge is compounded by an urgent requirement for 

approximately 100 new police recruits across the region over the next three to four years to 

address increasing retirements and expanding community needs, further stressed by insufficient 

provincial funding. The situation is mirrored in the skilled labour sector, where manufacturing, 

industrial and residential construction (including an $850 million expansion at Canadian Forces 

Base Trenton) demands a surge in skilled tradespeople, general labourers, and military recruits - 

even as the regional labour pool remains stretched thin. 

Economic pressures extend to the hospitality and tourism sector, a traditional hub of the region, 

which is now facing a downturn due to inflationary pressures that make it difficult for local 

businesses to attract and retain essential workers like cooks, servers, and housekeeping staff. 

This issue is exacerbated by recent restrictions on immigration and international student programs 

- measures that have also led to a significant suspension of academic programs and layoffs in key 

institutions across the province, including Loyalist College. The resulting contraction in the labour 

pool affects not only hospitality but also healthcare, manufacturing, retail, and other vital industries. 

Additionally, broader concerns regarding the capacity of Canadian post-secondary education, 

fueled by recent federal rhetoric, have introduced unwelcomed uncertainty into graduate pathways 

and immigration processes. 

This strategic plan also addresses long-standing educational and training gaps. Insufficient 

provincial funding across all education levels has limited access to career-relevant programs in 

skilled trades, healthcare, and advanced manufacturing, prompting an outmigration of students in 

search of better opportunities. Vulnerable and unhoused individuals, who often lack proper 

identification, face additional hurdles in accessing job opportunities, thus perpetuating cycles of 

poverty and unemployment. Infrastructure challenges including a scarcity of affordable housing, 

outdated facilities, and limited childcare and healthcare services further hinder industry 

development and the regionôs ability to attract and retain talent. 
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Executive Summary 

Recognizing these systemic issues, the CFWDôs long-range actions include targeted efforts to 

promote apprenticeship and employer engagement. Many local employers are hesitant to invest 

in apprenticeship programs due to high turnover rates, so the plan proposes incentives such as 

increasing the allowable ratio of apprentices per journeyman. Increased funding support for small 

businesses and non-profits is also critical, as these entities struggle with short-term funding 

cycles and complex reporting processes that limit their capacity to scale operations effectively.  

The elimination or suspension of youth-specific employment programs, notably the Youth Job 

Connection initiative, has left a gap in support for young job seekers - a gap that this strategy 

strives to address through enhanced connections between educational institutions, businesses, 

and targeted youth education, training and networking programs. 

Finally, the plan underscores the critical need for uniquely immediate, real-time labour market 

data. By fostering collaboration among businesses, economic development agencies, 

employment service providers, educators, and government, the initiative aims to develop data 

collection and analysis mechanisms that can rapidly identify job trends, skill shortages, and 

sectoral shifts. Such timely information is essential for aligning education with industry demands 

and ensuring that workforce planning remains responsive to emerging challenges. 

Through these targeted actions and strategic investments, the Centre for Workforce Development 

is charting a comprehensive roadmap to enhance regional workforce capacity, alleviate critical 

shortages, and drive long-term economic growth and prosperity over the next three years, and 

beyond. 

 

 

Sandi Ramsay  

Sandi Ramsay 

Executive Director,  

Centre for Workforce Development 
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2024 - 2025 Business and Stakeholder 

Consultations 

Regional Roundtable on Workforce Development 

On January 13, 2025, the Centre for Workforce Development (CFWD) hosted its inaugural 

Regional Roundtable on Workforce Development, gathering 52 stakeholders across various 

sectors, including healthcare, education, housing, construction, manufacturing, policing, military, 

tourism and hospitality, small business, employment services and economic development. Notably, 

the event attracted nine key government leaders from municipal, provincial, and federal levels, 

representing a wide range of industries. This dynamic forum provided an invaluable opportunity for 

stakeholders to discuss workforce challenges, emerging gaps, and potential solutions for 

immediate and future workforce challenges in Hastings, Prince Edward and Lennox & Addington 

Counties. Below is a summary of the key findings: 

¶ Healthcare Workforce Shortages: The region is facing an acute shortage of healthcare 

professionals across multiple disciplines, including doctors (general practitioners and 

specialists), doctorôs assistants, nurses, PSWs, long-term care workers, and allied health 

workers such as medical technologists, pharmacists, dental hygienists, ophthalmologists 

and optometrists, audiologists and otolaryngologists, massage therapy and 

physiotherapists. This shortage remains a significant barrier to maintaining quality 

healthcare services and exacerbates the strain on existing professionals, leading to 

burnout and diminished care capacity. 

¶ Strain on First Responders and Public Service Workers: As the regionôs aging, 

vulnerable and unhoused populations continue to grow, professions such as policing, 

firefighting, paramedics and social assistance workers have faced increased pressure. 

Early burnout among frontline workers has made these sectors less attractive to new 

entrants, exacerbating workforce shortages and increasing gaps in essential services. 

¶ Police and Public Safety Needs: With growing communities and increasing retirements, 

there is a pressing demand for new recruits in the police force. Over the next three to four 

years, upwards of 100 new officers are needed across the CFWD catchment area to 

maintain public safety and address emerging challenges. A lack of funding for policing 

initiatives has been identified as compounding the challenges faced by this sector.  

¶ Skilled Labour for Canadian Forces Base Expansion: The recent $850 million 

investment at Canadian Forces Base Trenton will necessitate a large influx of skilled 

tradespeople, general labourers, and military recruits. However, challenges persist in 

attracting skilled workers, as the regional labour pool is already strained and recruitment 

efforts arenôt keeping up with demand. 



 

 6 

2024 - 2025 Business and Stakeholder 

Consultations contôd 

Regional Roundtable on Workforce Development 

¶ Decline in Hospitality and Tourism Employment: Despite being a hub for hospitality 

and tourism, the regionôs hospitality and tourism sector is experiencing a downturn due to 

inflationary pressures. Local businesses are struggling to recruit and retain essential 

workers, such as cooks, servers, sales associates, housekeeping and administration, 

which hinders growth in this sector. 

¶ Impact of Immigration and International Student Restrictions: Restrictions on 

immigration and international student programs are expected to result in significant labour 

gaps, compounded by a 30% suspension in programs at Loyalist College and a 20% 

layoff of college employees. This will further reduce the available pool of job seekers in 

key sectors, including hospitality, healthcare, and manufacturing and negatively impact the 

local economy.  

Additionally, Canadaôs post-secondary education sector has long been recognized for its 

strong global reputation. However, recent rhetoric from the federal government has raised 

concerns about the quality of Canadian institutions and credentials. This has contributed to 

uncertainty surrounding immigration processes and graduate pathways, while also 

signaling a shift in Canadaôs stance as a welcoming destination for international students 

and immigrants. 

¶ Educational Gaps and Workforce Development: Insufficient provincial funding at all 

levels of education has limited opportunities for students to engage in education and 

training programs aligned with local labour market needs. This includes vital sectors like 

skilled trades, healthcare, and advanced manufacturing. The outmigration of students 

seeking higher education elsewhere threatens the regionôs long-term workforce 

sustainability. 

¶ Challenges for Vulnerable Populations: Vulnerable and unhoused individuals face 

significant barriers to employment due to a lack of proper identification, which complicates 

access to essential services, job applications, and payroll processes. Without proper ID, 

these individuals are excluded from job opportunities, exacerbating poverty and 

unemployment. 

¶ Infrastructure and Housing Constraints: The region's lack of affordable housing, 

outdated infrastructure, and limited childcare and healthcare services are impeding both 

immigration and industry development. These challenges contribute to economic 

stagnation and hinder workforce growth. 
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2024 - 2025 Business and Stakeholder 

Consultations contôd 

Regional Roundtable on Workforce Development 

¶ Barriers to Apprenticeship and Employer Engagement: Many employers are reluctant 

to engage in apprenticeship programs due to high turnover rates among apprentices, who 

often leave for better opportunities after receiving training. Monetary incentives for 

employers to take on apprentices could help to address this gap. Additionally, increasing 

the allowable ratio of apprentices per journeyman could be another viable incentive for 

employers.  

¶ Funding and Support for Small Businesses and Non-Profits: Small businesses and 

non-profits face challenges in accessing long-term funding. Short-term funding cycles 

(often capped at one year) and complicated application and reporting processes prevent 

these organizations from scaling their projects or programs effectively. Additionally, the 

funding criteria often exclude essential non-profits that do not meet the registered charity 

status requirement. 

¶ Shortcomings in Youth Employment Programs: The elimination of youth-specific 

employment programs, such as the Youth Job Connection (YJC) program, has 

disproportionately impacted young job seekers, particularly those facing multiple barriers 

to employment. These programs were critical for connecting youth to meaningful work 

opportunities, and their removal has left many without targeted support. 

¶ Challenges for Employment Ontario Service Providers: Employment Ontario service 

providers are grappling with increased administrative burdens, complex caseloads due to 

clients facing multiple barriers and insufficient funding, which has led to diminished service 

capacity, higher staff turnover, and lower morale. These challenges make it difficult for 

service providers to effectively support job seekers and employers in the region.  

¶ Desire for Uniquely Immediate Real-time Data: Though complex to facilitate, real-time 

data helps identify job trends, skill shortages, and sectoral shifts more effectively than 

traditional methods. It enables workforce planning, aligns education with industry 

demands, and provides job seekers with current employment prospects and education/

training pathways. Collaboration among businesses, workforce agencies, educators, and 

government is key to establishing robust data collection and analysis, ensuring economic 

adaptability and growth. 

By addressing these findings through collaborative efforts and strategic investments, the region 

can enhance its workforce capacity, reduce labour shortages, and position itself for long-term 

economic growth and prosperity.  
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2024 - 2025 Business and Stakeholder 

Consultations contôd 
Rural Business and Stakeholder Consultation 

Introduction 

The Centre for Workforce Development conducted a Rural Community Business and Stakeholder 

Consultation as part of a morning breakfast event with members of the Central and North Hastings 

Chamber of Commerce on October 30, 2024. The consultation brought together 14 participants 

including local entrepreneurs, retired educators, a representative from Hastings County and 

employers from a variety of sectors such as financial, agriculture, tourism, marketing and 

communications, and small business. The discussion focused on key workforce challenges and 

potential solutions to enhance workforce development in rural areas. 

Key Findings and Solutions 

Major Industries in Rural Communities 

Participants highlighted some of the key industries in the region, which include: 

 Ʒ Agriculture: Dairy farming, beef production, and cash crops 

 Ʒ Tourism: Seasonal tourism businesses and hospitality 

 Ʒ Wood Product Manufacturing: Lumber mills and sawmills 

 Ʒ Manufacturing: Roof shingle production and small-scale manufacturing businesses 

Addressing Barriers and Challenges 

1. Youth Entrepreneurship and Workforce Development 

¶ Challenge: Limited funding and support for young entrepreneurs, leading to fewer      
youth-led businesses in rural areas. 

¶ Solution: Increased investment in rural youth entrepreneurship programs, mentorship 
opportunities, and accessible funding initiatives to help young entrepreneurs establish and 
sustain businesses. 

2. Education and Skills Development 

¶ Challenge: Schools have reduced focus on basic trade skills, domestic science, and 
hands-on learning. 

¶ Solution: Schools should reintegrate vocational and trade-related programs, including 
carpentry, automotive repair, food preparation, and financial literacy. More funding and 
partnerships with local businesses can support experiential learning opportunities. 

¶ Challenge: Limited access to post-secondary institutions forces students to leave the area 
and not return. 

¶ Solution: Expansion of online learning options, satellite campuses, and employer-
sponsored training programs to ensure rural youth and adults have access to education 
without relocation. 
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2024 - 2025 Business and Stakeholder 

Consultations contôd 
Rural Business and Stakeholder Consultation 

3. Aging Population and Workforce Gaps 

¶ Challenge: Outmigration of youth leads to a lack of skilled labourers and business 
successors. 

¶ Solution: Create incentives for youth to stay, such as student loan forgiveness for those 
who work locally, rural-specific apprenticeship programs, and initiatives that connect young 
workers with retiring business owners. 

4. Healthcare Access 

¶ Challenge: Shortages of healthcare providers force residents to travel long distances for 
care. 

¶ Solution: Improve healthcare recruitment and retention strategies, provide incentives for 
medical professionals to work in rural areas, and expand telemedicine services to improve 
access. 

5. Business Growth and Permitting Challenges 

¶ Challenge: Slow, cumbersome permitting processes hinder business expansion. 

¶ Solution: Streamline the approval process, reduce red tape, and introduce digital 
platforms for faster permit processing and business registration. 

6. Childcare and Employment Accessibility 

¶ Challenge: Lack of nearby childcare services creates employment barriers for parents. 

¶ Solution: Increase funding for rural childcare facilities, incentivize home-based childcare 
providers, and introduce employer-supported childcare solutions. 

7. Transportation and Infrastructure 

¶ Challenge: Lack of public transit makes it difficult for residents to access jobs, training, 
and services. 

¶ Solution: Invest in rural transportation networks, carpooling initiatives, and employer-
supported transportation programs. 

¶ Challenge: Unreliable internet access limits remote work and education. 

¶ Solution: Expand broadband infrastructure to underserved areas, with government and 
private-sector collaboration to ensure equitable digital access. 

8. Affordable Housing and Cost of Living 

¶ Challenge: High housing costs and inflation deter skilled workers from staying or 
relocating. 

¶ Solution: Promote affordable housing initiatives, incentivize development of rental 
properties, and introduce first-time homebuyer programs tailored to rural professionals. 
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2024 - 2025 Business and Stakeholder 

Consultations contôd 

Rural Business and Stakeholder Consultation 

9. Economic Diversification and Sustainability 

¶ Challenge: Rural economies rely heavily on traditional industries, making them vulnerable 

to market shifts. 

¶ Solution: Encourage workforce development in emerging sectors like green energy, 

technology, and sustainable agriculture, with targeted training programs and investment 

incentives. 

10. Mental Health and Workforce Productivity 

¶ Challenge: Limited access to mental health resources negatively affects worker well-being 

and productivity. 

¶ Solution: Expand access to rural mental health services, encourage workplace wellness 

initiatives, and promote employer-provided mental health support. 

Final Thoughts 

Rural communities in Hastings, Prince Edward, and Lennox & Addington Counties face significant 

workforce challenges, but there are tangible solutions that can support sustainable economic 

growth. By investing in youth entrepreneurship, vocational training, healthcare, infrastructure, and 

economic diversification, rural businesses and stakeholders can build a more resilient workforce. 

Collaboration between government agencies, educational institutions, and private industry is 

essential to implementing these solutions. A proactive approach to workforce development will not 

only retain talent but also attract new professionals, ensuring a vibrant and prosperous future for 

rural communities. By addressing these challenges head-on, the region can position itself as an 

attractive place to work, live, and do business for generations to come. 
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2024 - 2025 Business and Stakeholder 

Consultations contôd 

Youth-Based Business and Stakeholder Consultation 

As part of the Centre for Workforce Developmentôs (CFWD) ongoing efforts to address workforce 

challenges and support youth employment, a youth-based discussion panel was held at the 2024 

Rural Ontario Youth Summit on September 7th at Centennial Secondary School in Belleville. The 

session, titled Unlock Your Potential: Youth-Driven Insights for Powering Todayôs Workforce, 

brought together young professionals, educators, and entrepreneurs to engage in meaningful 

discussions about the local labour market. 

The panel, moderated by CFWD Executive Director Sandi Ramsay, featured Emilie Leneveu, 

President of the CFWD Board of Directors; Taylor Russett, local entrepreneur and owner of 

multiple businesses including the Grind & Vine Café, Laffertyôs Menswear, and Russett 

Photography; Cassandra Collins, Part-time Professor at Loyalist College and Program Manager at 

Habitat for Humanity Canada; and Tilak Kumar, Personal Banker at BMO, Bank of Montreal in 

Belleville and budding entrepreneur. With approximately 25 youth (ages 16-30) in attendance, this 

interactive session provided a two-way dialogue on workforce barriers and opportunities. 

Key Findings from the Consultation 

1. Barriers to Workforce Entry 

Young people in Hastings, Prince Edward, and Lennox & Addington Counties face several key 

challenges when entering the workforce: 

¶ Lack of Experience: Entry-level jobs still require experience, creating a difficult cycle 
where youth struggle to gain their first meaningful employment. 

¶ Limited Networking Opportunities: Many young professionals lack local connections, 
making it harder to find job leads, mentors, and career guidance. 

¶ Education & Skills Gaps: Some careers demand specialized training or certification, which 
may not be financially or geographically accessible. 

¶ Transportation & Housing Constraints: In rural communities, lack of reliable public transit 
and affordable housing further complicates access to employment. 

2. Addressing Workforce Barriers 

Participants identified ways that key stakeholders could help bridge these gaps: 

¶ Employers: Increase paid internships, co-op placements, and mentorship programs while 
hiring based on skills rather than rigid credentials. 

¶ Educators: Expand career readiness programs, integrate soft skills training, and 
strengthen partnerships with local businesses. 

¶ Policymakers: Invest in public transportation, affordable housing, and local training 
initiatives to enhance workforce accessibility. 
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2024 - 2025 Business and Stakeholders 

Consultations contôd 

Youth-Based Business and Stakeholder Consultation 

3. Technologyôs Impact on Career Choices 

Advancements in automation and AI are reshaping career paths. Rather than perceiving these 

technologies as threats, youth view them as opportunities to develop new skills in tech-driven 

fields like cybersecurity, AI ethics, and digital marketing. They emphasized the importance of 

adaptability and continuous learning to stay competitive in an evolving job market. 

4. Remote Work & the Gig Economy 

¶ Remote Work: Many youth see remote jobs as an attractive option due to flexibility and 
cost savings, though some still value in-person collaboration. 

¶ Gig Economy: While freelancing offers independence, concerns about stability, benefits, 
and career growth make traditional employment more appealing for many. A hybrid work 
model can, under the right circumstances, be an ideal compromise. 

5. Work-Life Balance Expectations 

Youth are placing a stronger emphasis on work-life balance, valuing: 

¶ Flexible work schedules 

¶ Mental health days 

¶ A workplace culture that prioritizes well-being over burnout 

Many indicated they would even accept a lower salary in exchange for better quality of life, 

showing a shift in workplace expectations compared to past generations. 

6. Mental Health & Diversity in the Workplace 

¶ Mental Health: A work environment that values mental well-being is crucial. Participants 

emphasized the need for support programs, flexible policies, and open discussions 

around mental health. 

¶ Diversity, Equity & Inclusion (DEI): Many youth prioritize working for organizations that 

actively promote inclusivity and provide equal opportunities. Companies with diverse 

leadership teams and inclusive policies were seen as more desirable employers. 

Conclusion & Next Steps 

The Unlock Your Potential: Youth-Driven Insights for Powering Todayôs Workforce panel 

discussion reinforced the need for ongoing youth engagement in shaping local workforce 

strategies. Young people are eager to contribute to their communities but need stronger support 

systems, viable training opportunities, and inclusive workplace cultures to thrive. Moving forward, 

CFWD will continue to collaborate with employers, educators, and policymakers to ensure that 

youth voices are reflected in labour market planning and development initiatives. 
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Canada Business Counts 

One of the key indicators offering insight into our regionôs economy is the Canada Business Counts 

data, released semi-annually by Statistics Canada. This data provides a valuable snapshot of the 

business landscape, allowing us to analyze workforce demand by examining the distribution of 

businesses across various sectors. By understanding the proportion of total businesses operating in 

each industry, we gain a clearer picture of economic trends and employment opportunities within our 

region.  

Tables 1A, 1B, and 1C, found on the following pages, provide an in-depth analysis of the economic 

composition of Hastings, Prince Edward, and Lennox & Addington Counties. These tables examine 

the number of employers and business sizes within each sector, based on employee count. 

The data reveals that self-employed entrepreneurs represent a significant portion of businesses in 

each county. As of June 2024, approximately 67% of the 12,561 businesses in Hastings County, 

72% of the 3,667 businesses in Prince Edward County, and 70% of the 3,546 businesses in Lennox 

& Addington County are operated by self-employed individuals. 

In all three counties, Micro Businesses, which are those employing fewer than five individuals, 

constitute the second most common business size category, further emphasizing the crucial role of 

small enterprises in shaping the local economy. 
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Canada Business Counts contôd 

Hastings County 

Source: Canada Business Counts, June 2024 

Industries  

No 
employees 

(emp) 

Micro 
1 to 4 emp 

Small 
5 to 99 emp 

Medium 
100-499 

emp 

Large 
500+ 

No. % No. % No. % No. % No. % 

Agriculture, forestry, fish, hunt 609 84.0 84 11.6 32 4.4 0 0..0 0 0.0 

Mining, Oil/Gas Extraction 2 20.0 3 30.0 0 0.0 0 0.0 0 0.0 

Utilities 52 89.7 2 3.4 2 3.4 0 0.0 0 0.0 

Construction 765 54.2 367 26.0 276 19.6 3 0.2 0 0.0 

Manufacturing 102 36.7 58 20.9 101 36.3 15 0.7 2 0.7 

Wholesale Trade 98 41.0 62 25.9 78 32.6 0 0.0 1 0.4 

Retail Trade 406 39.3 217 21.0 400 38..7 10 1.0 0 0.0 

Transportation & Warehousing 363 68.6 101 19.1 64 12.1 1 0.2 0 0.0 

Information and Cultural 65 51.6 26 20.6 35 27.8 0 0.0 0 0.0 

Finance and Insurance 309 73.7 63 12.6 68 13.6 1 0.2 0 0.0 

Real Estate and Leasing 2402 92.7 140 5.4 44 1.7 0 0.0 0 0.0 

Professional, Scientific, Technical 665 70.5 201 21.3 77 8.2 0 0.0 0 0.0 

Management of Companies 49 77.8 7 11.1 6 9.5 1 1.6 0 0.0 

Administration and Support, Waste 
Management and Remediation 
Services  

254 57.1 94 21.1 93 20.9 3 0.7 1 0.2 

Educational Services 88 69.8 16 12.7 19 15.1 1 0.8 2 1.6 

Health Care and Social Assistance 509 52.3 214 22.0 238 24.4 12 1.2 1 0.1 

Arts, Entertainment, Recreation 110 66.7 25 15.2 29 17.6 1 0.6 0 0.0 

Accommodation & Food Services 140 32.5 68 15.8 221 51.3 2 0.5 0 0.0 

Other Services 554 60.0 226 24.5 141 15.3 2 0.2 0 0.0 

Public Administration 0 0.0 3 10.3 21 72.4 3 10.3 2 6.9 

Unclassified 785 81.6 139 14.4 37 3.8 1 0.1 0 0.0 

TOTAL 8387 66.8 2116 16.8 1991 15.9 56 0.4 11 0.1 

Table 1A: Number of Employers by Firm Size and Industry Sector 
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Canada Business Counts contôd 

Prince Edward County 

Source: Canada Business Counts, June 2024 

Industries 

No 
employees 

(emp) 

Micro 
1 to 4 emp 

Small 
5 to 99 emp 

Medium 
100-499 

emp 

Large 
500+ 

No. % No. % No. % No. % No. % 

Agriculture, forestry, fish, hunt 251 74.3 62 18.3 24 7.1 1 0.3 0 0.0 

Mining, Oil/Gas Extraction 2 50.0 1 25.0 1 25.0 0 0.0 0 0.0 

Utilities 9 75.0 3 25.0 0 0.0 0 0.0 0 0.0 

Construction 212 56.2 114 30.2 50 13.3 1 0.3 0 0.0 

Manufacturing 71 53.0 22 16.4 40 29.9 1 0.7 0 0.0 

Wholesale Trade 33 62.3 9 17.0 11 20.8 0 0.0 0 0.0 

Retail Trade 112 53.6 38 18.2 57 27.3 2 1.0 0 0.0 

Transportation & Warehousing 34 63.0 12 22.2 8 14.8 0 0.0 0 0.0 

Information/Cultural Industries 43 74.1 8 13.8 7 12.1 0 0.0 0 0.0 

Finance and Insurance 105 86.1 7 5.7 10 8.2 0 0.0 0 0.0 

Real Estate and Leasing 668 93.0 40 5.6 10 1.4 0 0.0 0 0.0 

Professional, Scientific, Technical 274 78.1 59 16.8 18 5.1 0 0.0 0 0.0 

Management of Companies 18 90.0 1 5.0 1 5.0 0 0.0 0 0.0 

Administration and Support, Waste 
Management and Remediation 
Services  

87 64.0 29 21.3 19 14.0 1 0.7 0 0.0 

Educational Services 25 86.2 2 6.9 2 6.9 0 0.0 0 0.0 

Health Care and Social Assistance 130 53.9 62 25.7 48 19.9 1 0.4 0 0.0 

Arts, Entertainment, Recreation 52 72.2 14 19.4 6 .8.3 0 0.0 0 0.0 

Accommodation & Food Services 128 56.6 35 15.5 62 27.4 1 0.4 0 0.0 

Other Services 121 65.4 51 27.6 13 7.0 0 0.0 0 0.0 

Public Administration 0 0.0 0 0.0 1 100.0 0 0.0 0 .0.0 

Unclassified 251 76.8 51 15.6 25 7.6 0 0.0 0 0.0 

TOTAL 2626 71.8 620 16.9 413 11.3 8 0.2 0 0.0 

Table 1B: Number of Employers by Firm Size and Industry Sector 
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Canada Business Counts contôd 

Lennox And Addington County 

Source: Canada Business Counts, June 2024 

Industries 

No 
employees 

(emp) 

Micro 
1 to 4 emp 

Small 
5 to 99 emp 

Medium 
100-499 emp 

Large 
500+ 

No. % No. % No. % No. % No. % 

Agriculture, forestry, fish, hunt 285 85.6 31 9.3 17 5.1 0 0.0 0 0.0 

Mining, Oil/Gas Extraction 4 40.0 2 20.0 4 40.0 0 0.0 0 0.0 

Utilities 19 90.5 0 0.0 1 4.i8 1 4.8 0 0.0 

Construction 261 56.6 121 26.2 78 16.9 1 -0.2 0 0.0 

Manufacturing 34 47.2 11 15.3 23 31.9 3 4.2 1 1.4 

Wholesale Trade 29 48.3 16 26.7 15 25.0 0 0.0 0 0.0 

Retail Trade 106 45.5 46 19.7 78 33.5 3 1.3 0 0.0 

Transportation & Warehousing 84 65.1 27 20.9 17 13.2 1 0.8 0 0.2 

Information/Cultural Industries 20 57.1 11 31.4 4 11.4 0 0.0 0 0.0 

Finance and Insurance 99 76.2 17 13.1 14 10.8 0 0.0 0 0.0 

Real Estate and Leasing 568 94.4 25 4.2 9 1.5 0 0.0 0 0.0 

Professional, Scientific, Technical 220 79.1 41 14.7 17 9.6 0 0.0 0 0.0 

Management of Companies 18 94.7 0 0.0 1 5.3 0 0.0 0 0.0 

Administration and Support, Waste 
Management and Remediation 
Services  

78 60.5 30 23.3 21 16.3 0 0.0 0 0.0 

Educational Services 22 78.6 2 7.1 3 10.7 0 0.0 1 3.6 

Health Care and Social Assistance 142 53.4 65 24.4 57 21.4 2 0.8 0 0.2 

Arts, Entertainment, Recreation 40 67.8 8 13.6 11 18.6 0 0.0 0 0.0 

Accommodation & Food Services 42 36.2 17 14.7 57 49.1 0 0.0 0 0.0 

Other Services 171 64.0 53 19.9 43 16.1 0 0.0 0 0.0 

Public Administration 0 0.0 0 0.0 5 41.7 7 58.3 0 0.0 

Unclassified 224 78.3 50 17.5 12 4.2 0 0.0 0 0.0 

TOTAL 2,466 69.5 573 16.2 487 13.7 18 0.5 2 0.1 

Table 1C: Number of Employers by Firm Size and Industry Sector 



 

 17 

Canada Business Counts contôd 

Canada Business Counts data also provides key insights into the economic landscape by 

highlighting the significance of various sectors at the local level. Tables 1D, 1E, and 1F present a 

comprehensive breakdown of the total number of businesses by sector in Hastings, Prince Edward, 

and Lennox & Addington Counties, as well as each sectorôs share of the overall business 

community. By comparing these figures to the provincial distribution in Ontario, we can assess the 

relative strength and specialization of different industries in the region. 

This comparison reveals a strong local presence in the Agriculture, Retail Trade, and Other 

Services* sectors, which are more prevalent in Hastings and Lennox & Addington Counties than 

across the province. Conversely, these regions have a significantly lower concentration of 

businesses in the Transportation & Warehousing, Real Estate and Leasing and Professional, 

Scientific & Technical Services sectors. These findings not only illustrate the distinct composition of 

the local economies in Hastings and Lennox & Addington Counties, but also help to identify key 

areas of growth and potential opportunities for economic development. 

As a proportion of total businesses, Prince Edward County has a notably higher concentration of 

enterprises in Agriculture, Retail Trade, Accommodation and Food Services, and Other Services* 

when compared to the provincial average. Conversely, the region has significantly fewer 

businesses in Transportation and Warehousing, Real Estate and Leasing, and Professional, 

Scientific, and Technical Services, reflecting the Countyôs distinct economic composition and 

industry strengths.  

* Other Services: This sector comprises establishments, not classified to any other sector, primarily engaged in 

repairing, or performing general or routine maintenance, on motor vehicles, machinery, equipment and other products 

to ensure that they work efficiently; providing personal care services, funeral services, laundry services and other 

services to individuals such as pet care services and photo finishing services; organizing and promoting religious 

activities; supporting various causes through grant-making, advocating (promoting) various social and political causes, 

and promoting and defending the interests of their members. (Source: https://ised-isde.canada.ca/app/ixb/cis/summary-sommaire/81) 

https://ised-isde.canada.ca/app/ixb/cis/summary-sommaire/81
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Canada Business Counts contôd 

Hastings County 

Source: Canada Business Counts, June 2024 

 Industries  

Total number in the sector and 
Percent of Total Businesses  Percent of Total 

Businesses in 
Ontario  

Total  %  

 Agriculture, Forestry, Fishing and Hunting 725 5.8 3.8 

 Oil and gas extraction, Quarrying, Mining 10 0.1 0.1 

 Utilities 58 0.5 0.1 

 Construction 1,411 11.2 11.5 

 Manufacturing 278 2.2 2.8 

 Wholesale Trade 239 1.9 2.8 

 Retail Trade 1,033 8.2 2.4 

 Transportation and Warehousing 529 4.2 10.0 

 Information and Cultural Industries 126 1.0 1.8 

 Finance and Insurance 369 4.0 6.5 

 Real Estate and Leasing 2,590 20.6 29.6 

 Professional, Scientific and Technical Services 943 7.5 16.8 

 Management of Companies and Enterprises 63 0.5 1.0 

 Administration and Support, Waste 
Management and Remediation Services  

445 3.5 4.9 

 Educational Services 126 1.0 1.4 

 Health Care and Social Assistance 974 7.8 9.1 

 Arts, Sports, Entertainment and Recreation 165 1.3 1.9 

 Accommodation and Food Services 431 3.4 3.6 

 Other Services 923 7.3 2.5 

 Public Administration 29 0.2 0.1 

 Unclassified 962 7.7 14.2 

 TOTAL 12,561   

Table 1D: Distribution of Total Businesses by Sector 
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Canada Business Counts contôd 

Prince Edward County 

Source: Canada Business Counts, June 2024 

 LƴŘǳǎǘǊƛŜǎ  

¢ƻǘŀƭ ƴǳƳōŜǊ ƛƴ ǘƘŜ ǎŜŎǘƻǊ ŀƴŘ 
tŜǊŎŜƴǘ ƻŦ ¢ƻǘŀƭ .ǳǎƛƴŜǎǎŜǎ  tŜǊŎŜƴǘ ƻŦ ¢ƻǘŀƭ 

.ǳǎƛƴŜǎǎŜǎ ƛƴ 
hƴǘŀǊƛƻ  ¢ƻǘŀƭ  ҈  

 Agriculture, Forestry, Fishing and Hunting 326  8.9  2.9  

 Oil and gas extraction, Quarrying, Mining  4  0.1  0.1  

 Utilities  16  0.4  0.2  

 Construction  382  10.4  8.5  

 Manufacturing  128  3.5  2.1  

 Wholesale Trade  56  1.5  2.2  

 Retail Trade  209  5.7  5.6  

 Transportation and Warehousing  66  1.8  6.8  

 Information and Cultural Industries  57  1.6  1.3  

 Finance and Insurance  132  3.6  5.1  

 Real Estate and Leasing  730  19.9  20.7  

 Professional, Scientific and Technical 351  9.5  12.5  

 Management of Companies and 21  0.6  0.8  

 Administration and Support, Waste                         
Management and Remediation Services  

123  3.3  3.5  

 Educational Services  28  0.8  1.0  

 Health Care and Social Assistance  242  6.6  6.5  

 Arts, Sports, Entertainment and Recreation  76  2.1  1.4  

 Accommodation and Food Services  222  6.0  2.6  

 Other Services  182  5.0  5.5  

 Public Administration  2  0.1  0.1  

 Unclassified  323  8.8  10.7  

 TOTAL  3,676    

Indicator 1E: Distribution of Total Businesses by Sector 
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Canada Business Counts contôd 

Lennox & Addington County 

Source: Canada Business Counts, June 2024 

 Industries  

Total number in the sector and 
Percent of Total Businesses  Percent of Total 

Businesses in 
Ontario  

Total  %  

 Agriculture, Forestry, Fishing and Hunting 333 9.4 3.8 

 Oil and gas extraction, Quarrying, Mining 10 0.3 0.1 

 Utilities 21 0.6 0.1 

 Construction 461 13.0 11.5 

 Manufacturing 72 2.0 2.8 

 Wholesale Trade 60 1.7 2.8 

 Retail Trade 233 6.6 2.4 

 Transportation and Warehousing 129 3.6 10.0 

 Information and Cultural Industries 35 1.0 1.8 

 Finance and Insurance 130 3.7 6.5 

 Real Estate and Leasing 602 17.0 29.6 

 Professional, Scientific and Technical Services 278 7.8 16.8 

 Management of Companies and Enterprises 19 0.5 1.0 

 Administration and Support, Waste  
Management and Remediation Services  

129 3.6 4.9 

 Educational Services 28 0.8 1.4 

 Health Care and Social Assistance 266 7.5 9.1 

 Arts, Sports, Entertainment and Recreation 59 1.7 1.9 

 Accommodation and Food Services 116 3.3 3.6 

 Other Services 267 7.5 2.5 

 Public Administration 12 0.3 0.1 

 Unclassified 286 8.1 14.2 

 TOTAL 3,546   

Indicator 1F: Distribution of Total Businesses by Sector  
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Canada Business Counts contôd 

Source:  Statistics Canada Census 2016 and 2021   Data Tables:  Statistics Canada Census 2021 (Table 6) and 2016 (Table 12BB POR) 

Industries 

Hastings – Lennox and Addington – 
Prince Edward County 

Ontario 

 Percent of Total 
Employed Labour 

Force 2016 

Percent of Total 
Employed Labour 

Force 2021 

Percent of Total 
Employed Labour 

Force 2021 

11 Agriculture, forestry, fishing, hunting 3.2% 3.2% 1.5% 

21 Mining, quarrying, oil and gas extraction 0.3% 0.3% 0.5% 

22 Utilities 0.9% 1.1% 0.8% 

23 Construction 8.0% 9.2% 7.5% 

31-33 Manufacturing 11.1% 11.4% 9.3% 

41 Wholesale trade 2.9% 2.7% 3.5% 

44-45 Retail trade 12.4% 11.9% 10.5% 

48-49 Transportation and warehousing 5.1% 4.8% 5.3% 

51 Information and cultural industries 1.1% 1.2% 2.4% 

52 Finance and insurance 2.0% 2.2% 5.9% 

53 Real estate, rental and leasing 1.6% 1.4% 2.2% 

54 Professional, scientific and technical services 3.8% 4.9% 9.9% 

55 Management of companies and enterprises 0.0% 0.1% 0.4% 

56 Admin, support, waste mngt. and 
remediation 5.8% 5.0% 4.3% 

61 Educational services 6.6% 6.4% 7.5% 

62 Health care and social assistance 13.1% 14.6% 12.6% 

71 Arts, entertainment and recreation 1.4% 1.2% 1.3% 

72 Accommodation and food services 7.3% 5.2% 4.5% 

81 Other services (except public admin.) 4.0% 3.5% 3.5% 

91 Public administration 9.4% 9.6% 6.4% 

Distribution of Employed Labour Force by Sector 2016 and 2021  

The table above underscores the critical role of Public Administration, Manufacturing, and 

Health Care and Social Assistance in regional employment. It also highlights local 

employment growth between 2016 and 2021, particularly in the Health Care and Social 

Assistance, Construction, and Professional, Scientific, and Technical Services sectors. 

Conversely, declines in Accommodation and Food Services, Retail, and Other Services are 

likely attributed in part to the pandemic-related restrictions in place during the 2021 Statistics 

Canada Census period.  
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Canada Business Counts contôd 

Source:  Statistics Canada Census 2016 and 2021    Data Tables:  Statistics Canada Census 2021 (Table 2.ivt) and 2016 (Table 12BB) 

Distribution of Employed Labour Force by Major Occupational Group     
2016 and 2021 

Occupation 

Hastings – Lennox and Addington – 
Prince Edward County 

Ontario 

 Percent of Total 
Employed Labour 

Force 2016 

Percent of Total 
Employed Labour 

Force 2021 

Percent of Total 
Employed Labour 

Force 2021 

0 Legislative and senior management 10.8% 11.9% 13.1% 

1 Business, finance and administration 12.2% 12.3% 16.5% 

2 Natural and applied sciences 4.5% 5.1% 9.2% 

3 Health occupations 7.4% 8.4% 7.8% 

4 Education, law, social, community, government 13.1% 12.8% 12.2% 

5 Art, culture, recreation and sport occupations 2.2% 2.1% 2.9% 

6 Sales and service occupations 23.0% 20.1% 18.8% 

7 Trades, transport and equipment operators 17.1% 18.2% 13.4% 

8 Natural resources and agriculture occupations 2.6% 2.1% 1.4% 

9 Manufacturing and utilities occupations 7.1% 7.0% 4.6% 

The table above highlights changes in employment levels within major occupational groups 

between 2016 and 2021 in the CFWD region. Like many regions across Ontario, there was an 

increase in the number employed within Health occupations. There was a similar increase in 

employment in Legislative and Senior Management occupations as well as Trades, Transport and 

Equipment Operator occupations. The decrease in Sales and Services group may, once again, be 

attributable to the timing of the 2021 census during pandemic restrictions.   
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Labour Force Overview  

Source:  Statistics Canada Census 2016 and 2021   Data Source: Table 1 2021 and Table 5_POR 2016 

The Indigenous population in Hastings grew by 10% while the population of racialized individuals 

increased by 74.8%. 

Source:  Statistics Canada Census 2016 and 2021  Data Source:  Tables 1 2021 and Table 5_POR 2016 

Total Population and Distribution 

The population of individuals age 15 and older increased in Hastings by 7.5%.  The greatest 

population growth was of people age 55 and older growing by 18.8%.  The key population for 

workforce development, individuals age 25 to 54, experienced stagnant growth of 0.7%. 

Hastings County 
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Labour Force Overview 

The above table highlights the increase and pace of immigrants arriving in the region. Of the 855 

immigrants settling in Hastings between 2016 and 2021, 71% were in the important workforce age 

demographic, age 25 to 54. Integrating these individuals into the labour force is important to 

addressing labour market demand pressures. 

Source: Statistics Canada Census 2016 and 2021. Arithmetical errors due to rounding and/or data suppression to meet confidentiality requirements.     
Data Source: Table 2 2021 

The population of individuals age 15 and older increased in Prince Edward County by 4.5%. The 

greatest population growth was of people age 55 and older growing by 12.2%. The key 

population for workforce development, individuals age 25 to 54, decreased by 1.5%. 

Source:  Statistics Canada Census 2016 and 2021. Arithmetical errors are due to rounding     Data Source: Table 1 2021 and Table 5_POR 2016 

Hastings County 

Changes in Newcomer population by Age Group 

Age Group Total Immigrants 2016-2021 2016 2017 2018 2019 2020 2021 

Age 15 to 24 395 150 35 35 10 20 15 10 

Age 25 to 54 3,630 610 90 175 100 155 65 25 

Age 55 and older 7,085 105 0 30 20 10 0 0 

Total – Age 11,110 855 145 255 145 195 80 35 

Prince Edward County 

Labour Force Overview contôd 
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Labour Force Overview 

The Indigenous population in Prince Edward County grew by 11% while the population of 

racialized individuals increased by 57.5%. 

Prince Edward County 

Source: Statistics Canada Census 2016 and 2021    Data Source: Tables 1 2021 and Table 5_POR 2016 

Changes in Newcomer population by Age Group  

Age Groups Total Immigrants 2016-2021 2016 2017 2018 2019 2020 2021 

Age 15 to 24 10 0 0 0 0 0 0 0 

Age 25 to 54 475 85 10 10 10 0 0 0 

Age 55 and older 2,005 20 0 10 0 0 0 0 

Total – Age 2,505 115 25 30 20 20 20 0 

Source: Statistics Canada Census 2016 and 2021. Arithmetical errors due to rounding and/or data suppression to meet confidentiality requirements   

Data Source:  Table 2 2021 

The table above highlights the increase and pace of immigrants arriving in the region. Of the 115 

immigrants settling in Prince Edward County between 2016 and 2021, 74% were in the important 

workforce age demographic, age 25 to 54. Integrating these individuals into the labour force is 

important to addressing labour market demand pressures. 

Labour Force Overview contôd 
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Labour Force Overview 

Lennox and Addington County 

Source:  Statistics Canada Census 2016 and 2021. Arithmetical errors are due to rounding  Data Source: Table 1 2021 and Table 5_POR 2016 

The population of individuals age 15 and older increased in Lennox and Addington by 5.0%. The 

greatest population growth was of people age 55 and older growing by 12.7%. The key population 

for workforce development, individuals age 25 to 54, experienced stagnant growth of 0.1%. 

Source: Statistics Canada Census 2016 and 2021. Arithmetical errors due to rounding and/or data suppression to meet confidentiality requirements   

Data Source:  Table 2 2021 

The Indigenous population in Lennox and Addington grew by 20.5% while the population of 

racialized individuals increased by 32.2%. 

Labour Force Overview contôd 
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Labour Force Overview 

Source: Statistics Canada Census 2016 and 2021.  Arithmetical errors due to rounding and/or data suppression to meet confidentiality. 

ments   Data Source: Table 2 2021 

The table above highlights the increasing number and pace of immigrants settling in the region. 

Between 2016 and 2021, 145 immigrants arrived in Lennox and Addington, with 59% falling 

within the key workforce age demographic (25 to 54). Effectively integrating these individuals into 

the labor force is essential for addressing ongoing labor market demands and supporting 

regional economic growth. 

Changes in Newcomer population by Age Group  

Age Groups Total Immigrants 2016-2021 2016 2017 2018 2019 2020 2021 

Age 15 to 24 55 15 0 0 0 10 0 0 

Age 25 to 54 765 85 20 0 10 10 10 0 

Age 55 and older 2,035 20 0 0 0 10 0 0 

Total – Age 2,865 145 20 10 25 45 20 20 

Labour Force Overview contôd 

Hastings County experienced net in-migration across all age groups, reflecting positive population 

growth. Similarly, Prince Edward County and Lennox & Addington Counties saw net in-migration 

across most age ranges, except for ages 18 to 24, where there was a decline of 148 and 214 

individuals, respectively. This trend is common in rural areas, as young adults often leave for post-

secondary education. Note that attracting youth back to their home communities after graduation 

remains a key workforce development strategy to sustain and strengthen the local labour market. 

Source: Statistics Canada 2024 Taxfiler data.  Date Source: Local Labour Market Indicator.    

Lennox and Addington County 

Migration 
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Labour Force Overview Labour Force Overview contôd 

Source: Statistics Canada 2024 Taxfiler data  Date Source: Local Labour Market Indicator. 

Source: Statistics Canada 2024 Taxfiler data  Date Source: Local Labour Market Indicator.  
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Labour Force Overview contôd 

HASTINGS COUNTY 

Between 2016 and 2021, Hastings County saw a decline in the number of individuals without a 

secondary school diploma, while the number of those holding a secondary school diploma but 

without post-secondary education increased. Apprenticeship credentials saw a notable decline, 

with 1,020 fewer individuals holding this qualification - a 10.8% decrease. However, 6.9% of 

Hastings' labour force still holds an apprenticeship credential, exceeding the Ontario average of 

5%. 

Post-secondary education levels continue to rise, with the number of individuals holding a college 

diploma or degree increasing by 2,810, representing 26.7% of the total labour force in 2021 - 

higher than Ontarioôs rate, where one in five people hold a college credential. Similarly, those with 

a university degree or diploma grew by 4,200 making up 15% of the local labour force, though still 

significantly lower than Ontarioôs 32%. These trends reflect shifting education levels, with more 

residents pursuing post-secondary pathways, though gaps remain compared to provincial 

averages. 

Source: Statistics Canada Census 2016 and 2021    Data Source:  2021: Table 1A; 2016: Table 3POR 

Level of Educational Attainment 
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Labour Force Overview contôd 

Occupation 
Number of Online Job 

Postings 
Median Annual Wage 

Home support worker, caregiver 199 $42,406. 

Registered practical nurse 118 $63,532. 

Food service supervisor 105 $37,637. 

Retail salespersons and visual merchandisers 83 $32,748. 

Registered nurse and registered psych nurse 78 $82,476. 

Cooks 66 $35,346. 

Administrative assistants 63 $52,564. 

Dental hygienists and dental therapists 56 $84,577. 

Construction trades labourers 56 $43,649. 

Transport truck drivers 55 $47,915. 

Security guards and related security services 51 $38,593. 

Pharmacy technical assistants 44 $42,331. 

Material handlers 43 $51,214. 

Cashiers 43 $31,396. 

Light duty cleaners 43 $38,325. 

Sales and account representatives – wholesale trade 41 $56,096. 

Delivery service drivers & door-to-door delivery 39 $37,638. 

Food counter attendants and kitchen helpers 39 $32,131. 

Early childhood educators and assistants 37 $48,229. 

Financial advisors 36 $79,869. 

Pharmacists 31 $116,151. 

Retail sales supervisors 31 $56,096. 

Retail and wholesale trade managers 30 $72,943. 

Restaurant manager 30 $42,757. 

Occupational therapists 30 $91,939. 

Top 25 Occupations Advertised in the CFWD Region  
Jan 1, 2024 to Dec 31, 2024 

Source:  Lightcast/ EMSI Analyst 2025  

The data highlights a strong demand for healthcare, service industries, trades, and logistics in the 

CFWD region, with healthcare and support services remaining top priorities due to ongoing 

workforce shortages and an aging population. Meanwhile, the service and logistics sectors continue 

to provide steady employment opportunities, driven by consumer demand, hospitality recovery, and 

the growth of supply chain operations.  
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Labour Force Overview contôd 
PRINCE EDWARD COUNTY 

Between 2016 and 2021, Prince Edward County experienced a decline in the number of individuals 

without a secondary school diploma, while the number of those with a secondary school diploma but 

no post-secondary education increased, indicating a shift toward higher baseline education levels. 

Apprenticeship credentials saw a notable decline, with 300 fewer individuals holding this 

qualification - representing a 16.5% decrease. However, despite this drop, 6.8% of the local labour 

force still holds an apprenticeship credential, which remains higher than the Ontario average of 5%. 

This suggests that skilled trades continue to play an important role in the local workforce, even as 

numbers decline. 

The number of individuals with a college diploma or degree saw a slight decline, yet 25.4% of the 

total labour force in Prince Edward County still holds this credential, exceeding the Ontario rate of 

one in five. In contrast, university education saw significant growth, with 1,305 more individuals 

holding a university degree or diploma - an increase of nearly 31%. As of 2021, one in four 

residents in Prince Edward County now has a university credential, compared to 32% across 

Ontario. 

These trends suggest an evolving educational landscape, with fewer individuals entering the skilled 

trades and more pursuing university education. While the County continues to surpass provincial 

averages in apprenticeship and college attainment, addressing the decline in apprenticeship training 

could be important for sustaining the local skilled labour market. 

LENNOX & ADDINGTON COUNTY 

Between 2016 and 2021, Lennox and Addington saw a significant shift in educational attainment 

levels within its workforce. The number of individuals without a secondary school diploma declined, 

indicating progress in basic education. However, the proportion of people holding only a secondary 

school diploma, without further post-secondary education, increased during this five-year period, 

reflecting a growing need for higher educational opportunities in the region. 

While the number of individuals holding an apprenticeship credential decreased by 205, a drop of 

6.8%, the proportion of the local labour force with an apprenticeship certification remains strong at 

7.6%, well above the provincial average of 5%. This suggests that, despite the decline in numbers, 

apprenticeship programs continue to play an important role in local workforce development in 

Lennox & Addington County. 

The region also saw a notable increase in the number of individuals holding a college diploma or 

degree, rising by 890, which constituted 28.9% of the total labour force by 2021. This compares 

favourably to Ontario as a whole, where one in five individuals hold a college-level education. 

Additionally, the number of people with a university degree or diploma grew by 820, representing 

16.1% of Lennox and Addingtonôs workforce. While this is an impressive increase, it still falls behind 

the provincial average, where just over 32% of the workforce holds a university credential, 

underscoring a potential area for further investment in higher education and skills development in 

the region. 
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Below is an image illustrating the boundaries of the Belleville – Quinte West Census Metropolitan 

Area (CMA), which comprises the City of Belleville, the City of Quinte West, the Township of Stirling

- Rawdon, and Tyendinaga Township. The mapping and data are provided by Statistics Canada. 

Historically, this region was first designated as the Belleville Census Amalgamation before evolving 

into the Belleville CMA. Although many data sets still reference these earlier names, Statistics 

Canada has officially renamed the area as the Belleville – Quinte West CMA, and all data sources 

will be updated accordingly over time. 

CMA data provides a valuable snapshot of labour force trends across the Quinte Region, with the 

dynamics observed here often mirroring those in nearby communities such as Greater Napanee, 

Prince Edward County, Madoc, and Tweed. As such, the Belleville – Quinte West CMA serves not 

only as a geographic boundary but also as an important indicator of broader economic and 

demographic patterns in our area. 

 

In addition to the unemployment rate, three key indicators provide valuable insights into the health 

of the local labour force: 

Ý Overall Population within Key Working Age Ranges 

Ý Overall Labour Force Availability 

Ý Overall Participation Rates 

The tables below offer a snapshot of these critical metrics. It is advisable to examine these 

indicators over multiple time periods rather than relying solely on data from a single year. 

Belleville - Quinte West CMA 
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Belleville - Quinte West CMA contôd 

Taxfilers by Total Income Group - Belleville                                   
and Quinte West CMA 

Taxfilers             
Income Group 

2018 2019 2020 2021 2022 
Absolute change 

2018 -2022 
Percent Change 

2018 - 2022 

$10,000 or less 6,980 7,080 4,980 5,860 7,220 240 3.4 

$10,000 to $25,000 20,630 20,320 18,600 18,950 18,980 (-1,650) (-8.0) 

$25,000 to $50,000 26,440 26,470 28,340 28,050 27,010 570 2.2 

$50,000 to $75,000 15,080 15,660 17,500 16,880 17,930 2,850 18.9 

$75,000 to 
$100,000 

6,940 7,220 7,730 8,850 9,210 2,270 32.7 

$100,000. to 
$150,000 

4,150 4,500 5,120 6,410 6,590 2,440 58.8 

$150,000 to 
$200,000 

450 620 600 500 700 250 55.6 

$200,000 and over 460 560 610 650 750 290 63.0 

Median Total       
Income 

36,190 37,020 40,130 40,630 41,040 4,850   13.4 

Source:  Statistics Canada Table 11-10-0008-01 

Income levels offer valuable insights into the shifting dynamics of labour market demand. The table 

above illustrates the number of taxfilers within various income groups from 2018 to 2022 in the 

Belleville and Quinte West Census Metropolitan Area (CMA), alongside the trends in median total 

income. Notably, the number of tax filers earning $100,000 or more has seen a substantial 

increase of nearly 59% over the past five years, reflecting a significant growth in higher-income 

earners. Additionally, the median income in the region has risen by 13.4% during the same period, 

underscoring overall improvements in income levels across the population. These figures indicate 

both an expanding middle-to-upper income bracket and a general upward trend in financial        

well-being for the employed.  
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Belleville - Quinte West CMA contôd 

Median Income by Occupation 

Income levels serve as a key indicator of labour market demand, offering valuable insights into 

regional economic trends. The bar chart above highlights the median annual employment income 

earned in 2020 across major occupational groups in Hastings, Lennox and Addington, and Prince 

Edward Counties, as well as the province of Ontario, based on data from Lightcast/ ESMI Analyst 

(January 2025).  

This median employment income encompasses all earnings from wages, salaries, and 

commissions for both full-time and part-time employment, as well as net self-employment income 

from farm and non-farm unincorporated businesses and professional practices. By examining 

these figures, we can better understand income distribution, workforce trends, and economic 

disparities across different sectors and regions.  

Source: Lightcast/ESMI Analyst (January 2025) 
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Belleville - Quinte West CMA contôd 

Looking at the table below, we note that over the past 5 years the key labour force age range 

covering 25 to 54 years was initially in decline (2019 to 2021), and has experienced a moderate 

increase in 2021 and 2022 as our region recovers from the COVID-19 pandemic. However, the age 

range of 15 to 24 years falls significantly below these thresholds in comparison. This suggests that 

there may be less workers available to fulfill job vacancies in the future. The following table looks at 

the available labour force over the past ten years.  

The table to the right looks at the 

available labour force in the 

Belleville - Quinte West Census 

Metropolitan Area over the past 

ten years. While the Labour 

Force has increased since 2015, 

so have job opportunities and 

employers continue to 

experience difficulty in fulfilling 

vacant jobs. This suggests that 

while our local labour force is 

climbing, the rate of increase may 

not be enough to sustain the 

need, locally.   
Statistics Canada. Table 14-10-0385-01  Labour force characteristics 

Source: Statistics Canada. Table 14-10-0385-01  Labour force characteristics 
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Belleville - Quinte West CMA contôd 

The following table shows the Participation Rate in the labour force from January 2019 to January 

2023.  

The table above highlights a crucial factor impacting employers' ability to fill job vacancies: the 

participation rate. In the Belleville – Quinte West CMA, this rate had shown a notable increase 

over time, although the most recent reporting period indicates a slight decline. 

Research into local participation trends reveals that the majority of individuals not in the labour 

force are aged 55 and above. Moreover, among those who are not actively participating, only a 

small fraction express a desire to work. Many of these individuals face significant employment 

barriers, including inadequate access to essential resources such as housing, clothing, or food; 

limited English proficiency; a criminal record; insufficient education; lack of relevant work 

experience and credentials; unreliable 

transportation; and challenges with childcare 

arrangements. 

Understanding these obstacles is vital for 

developing targeted strategies that support 

workforce reintegration and enhance overall 

labour market health in the region. 

Source: Statistics Canada. Table 14-10-0385-01  Labour force characteristics 
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Employment Ontario Programs 
Over the past several years, Employment Ontario data has been shared annually with the Centre for 

Workforce Development (CFWD) to provide further insight about service use and encourage 

collaboration to address local labour market demand and supply. The following analysis examines 

service usage in 2023-2024 and notes comparisons to the previous year, 2022-2023. 

The data in this report is presented with caution, as any values below 10 are suppressed and 

therefore not reflected. Unless otherwise stated as percentages, all tables and charts represent the 

number of clients. Data suppression may also impact totals, causing some figures to appear 

inconsistent. 

Additionally, in Employment Ontario Programs, clients self-identify across various categories, 

including gender, culture (e.g., Indigenous, Francophone), and disabilities. The actual numbers in 

these categories may be higher than reported. 

Apprenticeships 2023-2024 

In the CFWD region, new 

Apprenticeship registrations 

increased by 3% in 2023-

2024, rising from 329 to 339.  

The number of active 

apprentices also grew by 

10%, increasing by 92 from 

890 to 982. 

Meanwhile, the number of 

Certificates of 

Apprenticeship issued 

declined by 20.5%, dropping 

from 132 in 2022-2023 to 

105 in 2023-2024.  

Modular training registrations 

also saw a decrease, falling 

by 5% from 138 to 131 over 

the same period. 
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Employment Ontario Programs contôd 

New Apprentice Gender 

New apprentice registrations were also recorded in the following other Designated 

Groups. The specific number for each of these categories was suppressed.  

¶ Francophone 

¶ Person with Disability 

¶ Racialized 

The majority of new 

apprentice registrations  

in 2023-2024 had 

completed high school.  

Suppressed data 

indicates that there were 

at least some new 

apprentice registrations 

that had a college 

certificate/diploma. 

22% of new apprentice 

registrations were Indigenous.  
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In 2023-2024, significantly fewer companies and 

workers took advantage of the Canada-Ontario 

Job Grant (COJG) program compared to the 

previous year. Employer participation dropped by 

36%, and the number of workers receiving 

training decreased by 40%. This decline could 

indicate reduced awareness, changes in funding 

or eligibility, shifting employer priorities, or other 

external factors affecting program uptake.  

Employment Ontario Programs contôd 

 

New apprenticeship registrations, where 

sufficient data was available, have been 

recorded across several key trades, including 

Electrician – Construction and Maintenance, 

Industrial Mechanic Millwright, Automotive 

Service Technician, Process Operator – Food 

Manufacturing, Truck and Coach Technician, 

Plumber, General Carpenter, Hairstylist, and 

Refrigeration & AC Systems Mechanic. This 

growth in skilled trades enrollment is a positive 

indicator for our region, as it helps to address 

critical labour shortages, supports local 

industries, and strengthens our economy by 

ensuring a steady pipeline of qualified 

professionals in high-demand sectors. 

Canada - Ontario Job Grant (COJG) 

Why This Is Good News 

ƷWorkforce Development: More apprentices 

mean a stronger skilled trades workforce, 

helping to fill labour gaps in crucial industries. 

ƷEconomic Growth: Skilled trades are essential 

for infrastructure, manufacturing, and service 

sectors, all of which drive local economic 

stability. 

ƷIndustry Support: Key regional industries, 

such as construction, automotive, and food 

manufacturing, will benefit from an increased 

talent pool. 

ƷOpportunities for Workers: More registrations 

signal career opportunities for individuals 

seeking stable, well-paying jobs in high-demand 

fields. 

Note: 45 of participating employers had less 

than 50 employees in their company. 

Suppressed data also showed there were 

participating companies who employed: 

¶ 50 - 150 employees 

¶ 151 - 300 employees 

¶ Over 10,000 employees 
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Employment Ontario Programs contôd 

There were a total of 145 participants in the 

COJG program in 2023-2024. This is a 

decrease in participation of 40% compared to 

the previous year.  

Gender make-up of participants is outlined 

below.  

75 70 

Labour Force Attachment 

Of the 145 COJG program 

participants, 127 were 

employed full-time.  

Suppressed data suggests that 

the remaining participants were 

either employed part-time or 

unemployed.  

COJG Participant Gender
 

Employer feedback indicates strong 

satisfaction with the program, 

particularly regarding trainee 

productivity and its alignment with 

workforce expectations.  

As shown in the table to the right, 

employers reported exceptionally high 

satisfaction levels, with 100% agreeing 

that the program effectively met 

workforce needs.  

Supressed data indicated there were also 

participants aged 65 and older.
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Employment Ontario Programs contôd 

Employment Services 

Assisted Service Clients
1 Unassisted R&I Clients

2 

1 Assisted Clients are unemployed and not participating in full time training or education. Components include Job Search, Job Matching, Placement and Incentive 

and Job/Training Retention.  
2 (R&I) - The Resource and Information (RI) component is a resource that is available to everyone in the community including the employed, under-employed, job 

seekers, students, laid off workers, apprentices, internationally trained and employers. There are no eligibility or access criteria for RI.   

мΣрпт мΣпнт 

Last year, 1,547 clients in the 

CFWD region accessed 

Assisted Employment 

Services, a decrease of 562 

clients (27%) compared to  

2022-2023. 

Last year, 1,427 clients 

received Unassisted 

Employment Services locally, 

a sharp decline of 5,128 clients 

(78%) from the previous year.  

806 715 

Assisted Client* Gender
 

*Data indicating Transgender, 

Other and Prefer Not to Disclose 

was suppressed.  

Declines in both Assisted Employment Services and Unassisted Employment Services could be 

due to several factors, including: 

Ʒ Economic and Labour Market Changes – If job opportunities have improved, fewer people may 

be seeking employment services. Conversely, economic uncertainty may reduce hiring of new 

employees, leading to discouraged job seekers. 

Ʒ Policy or Funding Shifts – Changes in government funding, eligibility requirements, or service  

delivery models could impact program accessibility and participation. 
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Employment Ontario Programs contôd 

Labour Force Attachment 

Employed Full-Time     60 

Employed Part-Time     24 

Unemployed                          1,444 

Underemployed       Suppressed           

Full-time Student    Suppressed 

Part-time Student   Suppressed 

Designated Groups* 

Indigenous      156 

Francophone          11 

Internationally Trained Professionals    69 

Newcomer          48 

Person with Disability    567 

Visible Minority          84 

*Layoff descriptions are based on Record of Employment and client reporting for 2-digit National Occupational Classifications (NOCs)   

Top 10 Layoff Occupations in Hastings, Prince Edward and Lennox & Addington Counties* 

Service supervisors and technical service occupations   309 

Industrial, electrical and construction trades   228 

Assemblers in Manufacturing   129 

Retail sales supervisors and specialized sales occupations   111 

Sales support occupations  70 

Service representatives and other customer and personal services occupations  68 

Technical occupations in art, culture, recreation and sport  55 

Processing and manufacturing machine operators and related production workers  55 

Industrial, electrical and construction trades  74 

Supervisors and technical occupations in natural resources, agricultural and related prod. 54 



 

 43 

Data for all other remaining Client Numbers Layoffs was Suppressed 

Remaining Client Numbers Layoffs by 2-Digit Occupations 

Employment Ontario Programs contôd 

Professional occupations in nursing 43 

Specialized middle managers occupations 43 

Professional occupations in natural and applied sciences 38 

Specialized middle managers occupations 38 

Professional Occupations in Art and Culture 33 

Specialized middle managers occupations 27 

Middle management occupations in trades, transportation, production and utilities 24 

Care providers and educational, legal and public protection support occupations 23 

Finance, insurance and related business administrative occupations 21 

Distribution, tracking and scheduling co-ordination occupations 17 

Service support and other service occupations (not elsewhere classified) 17 

Administrative and financial supervisors and administrative occupations 11 



 

 44 

Employment Ontario Programs contôd 

Note: Employed - Other (employed in a more suitable job, employed in a professional occupation/

trade, employed in area of training/choice) 

Employed Outcome  

Top Three Hiring Industries 

Retail Trade   20 

Accommodation                   

and Food Services  17 

Construction   11 

Note: All other data for Employed 

Outcome re: Hiring Industries was 

suppressed. 

Employed Outcome                

Top Four Occupations 

Service supervisors                                                  

and technical service       35                           

Retail sales supervisors                                           

and specialized sales   24 

Industrial, electrical                                                  

and construction trades   20 

Assemblers in Manufacturing 17 

Note: All other data for Employed                             

Outcome re: Top Occupations was 

suppressed. 



 

 45 

Employment Ontario Programs contôd 

The number of new Literacy 

and Basic Skills (LBS) learners 

saw a slight decline last year 

from 410 to 397. However, the 

number of carry-over learners 

increased by 7 (3%), reaching 

268. As a result, the total 

number of new and carry-over 

learners remained relatively 

stable at 665 participants in 

2023-2024, compared to 671 

in the previous year - a 

marginal decrease of 1%.  

Literacy and Basic Skills (LBS) 

282 370 

LBS Client Gender 
3 

Designated Groups
4 

Indigenous Group 81 

Newcomer 20 

Person with Disability              284 

Racialized 21 

3
 Trans and Other gender category numbers were suppressed.    

4
 Deaf, Deaf/Blind, and Francophone categories were suppressed. 

There were other categories that indicated a type of 

labour force attachment but numbers in all four 

remaining categories were suppressed. These 

included Full Time Student, Part Time Student, 

Under Employed and Unknown. 
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Client Source of Income 

Dependent of OW/ODSP     19  

Employed            200  

Employment Insurance     20  

No Source of Income          110  

Ontario Disability Support Program  135  

Ontario Works       71 

Self Employed       20 

Other        77 

Note: Crown Ward and Unknown 

categories contained suppressed data.  

Where Were Clients Referred In From? 

EO-Employment Service Provider      61 

EO-Service Provider (Other)      12 

Literacy & Basic Skills Provider      13 

Government Training Federal                       

-Youth Employment Strategy      23 

Informal Word of Mouth/                                 

Media Referral     221 

Ontario Works          30 

Other - Structured/Formal Referral  249 

No Response         16 

Employment Ontario Programs contôd 

Note: Referrals between Employment Service Providers and Literacy and Basic Skills (LBS) 

programs remained consistent in 2023-2024, with 61 referrals from Employment Service       

Providers to LBS and 41 referrals from Literacy & Basic Skills to Employment Services          

Providers.  
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Employment Ontario Programs contôd 

Note: Other categories for these LBS data charts contained suppressed data. 
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Employment Ontario Programs contôd 
There were a total of 115 clients assisted through the Better 

Jobs Ontario program, an increase of 42% when compared 

to the previous year. Remaining data for Highest Level of 

Education categories was suppressed.  

Data noting a Preference not to disclose client 

gender was also suppressed. 

68 45 

Client  Gender 

Better Jobs Ontario     

(formerly Second Career) 

The data for training programs was suppressed in all categories for the exception of Transport 

Truck Drivers (46 clients). Data indicates that clients entered the following programs. (Programs 

highlighted in red are considered in-demand occupations) 

Accounting and Related Clerks Hairstylists and Barbers 

Accounting Technicians and Bookkeepers Heavy Equipment Operators (Except Crane) 

Actors, Comedians and Circus Performers 
Home Support Workers, Housekeepers and  
Related  Occupations 

Administrative Assistants Legal Administrative Assistants 

Border services, customs, and immigration 
officers 

Medical Administrative Assistants 

Computer Network Technicians 
Nurse Aides, Orderlies and Patient Service  
Associates 

Contractors and Supervisors, Carpentry Trades Other Instructors 

Cooks Other Trades Helpers 

Dental Assistants Paralegal and Related Occupations 

Electrical and Electronics Engineering  
Technologists and Technicians 

Pharmacy technical assistants and pharmacy 
assistants 

Electricians (Except Industrial and Power  
System) 

Receptionists 

Food Counter Attendants, Kitchen Helpers and  
Related Support Occupations 

Social and Community Service Workers 

General Office Support Workers Transport Truck Drivers (25 clients) 

Graphic Arts Technicians Web Designers and Developers 

Graphic Designers and Illustrators Welders and Related Machine Operators 
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Employment Ontario Programs contôd 

Better Jobs Ontario - Clientsô Outcome at Exit Detail 

Data indicated that there were 19 employed clients and 34 unemployed clients at exit. Several 

categories within the Outcome at Exit Detail were suppressed, including Employed Full-Time, 

Employed Part-Time, Employed - Other (e.g., employed in a more suitable job, in a professional 

occupation/trade, or in their field of choice), Self-Employed, In Training, and Unknown. 

At the 12-month follow-up after program exit, data showed 15 employed clients, 37 unemployed 

clients, and 14 whose employment status was unknown. Additionally, data for unemployed clients 

was suppressed. 

It is important to recognize that client status at program completion may not fully reflect success. 

Some individuals who report as unemployed may already have employment secured but have not 

yet started their jobs. 

Another key challenge in assessing program 

outcomes is the number of Unknown Clients 

at both exit and the 12-month follow-up. 

These individuals completed the program 

but did not provide updates on their 

employment status. Many may have 

successfully secured employment, but 

without follow-up data, their outcomes 

remain unverified. 

65+ suppressed 

Source of Income  

Employment Insurance     34   

No Source of Income        40 

Ontario Works         19 

Four other categories contained 
suppressed data. 

Length of Time Out of Employment/Training 

Less than 3 months 17 6 - 12 months Suppressed 

3 - 6 months 11 More than 12 months 16 

Unknown 61  
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Employment Ontario Programs contôd 

Youth Job Connection (YJC) 

Client Age Ranges 

15-24    22 

25-44    Suppressed 

Client Designated Groups 

Person with Disability     20 

5 
Client data across a number of categories was suppressed, so client numbers will not always equal the total 

number of clients in the program. 

Client Education Levels 

Less than Grade 12 = 16 

The categories Less than Grade 9, Certificate/Diploma, 

Other (Some Apprenticeship/College/University), and 

Unknown contained suppressed client numbers.  

? 12 

Client  Gender 

Suppressed gender categories 

included Male, Trans and Other. 

Client Income Source 

16 YJC clients indicated that they had no source of income. The categories of Ontario Disability 

Support Program and Ontario Works contained suppressed data. 

Suppressed categories included 

the category of Indigenous Group. 

There were a total of 25 clients assisted through the Youth Job Connection program,
5 
representing 

a 70% decrease in people accessing this program over the last reporting period. The recent 

decline in client numbers can be attributed to suspension of the program.  
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Employment Ontario Programs contôd 

Youth Job Connection (YJC) SUMMER 

There were a total of 63 clients assisted through the Youth Job Connection Summer program.
6 
 This 

indicates a 48% decrease in YJC Summer clients when compared to the previous year. 

Client Income Source 

There were 61 clients in YJC Summer that reported no source of income. The categories 

Dependent of Crown Ward and OW/ODSP contained suppressed data. 

Client Age Ranges 

There were 62 clients in the 15 -24 

age range for this program.  Data 

was suppressed under the 

category of 25 - 44. 

Client Designated Groups 

There were 15 clients who identified as a 

Person with Disability, while 12 clients 

identified as Indigenous Group. The 

categories Newcomer and Racialized 

contained suppressed data.  

29 33 

Client  Gender 

Suppressed gender categories 

include ñOtherò. 

Highest Level of Education at Intake 

There were 12 clients who had less than Grade 9 and 

51 clients who had Less than Grade 12. 

6
 Client data across a number of categories was suppressed, so client numbers will not always equal the total number of 

clients in the program. 
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Long Range Strategic Actions 
The following tables outline key focus areas and proposed activities over the next three years to 

address the labour force challenges identified through our 2024 consultation processes. Each 

proposed activity is accompanied by potential leads responsible for its execution. Further 

discussions with key partners will be conducted to determine implementation timelines and foster 

effective collaboration in driving meaningful workforce solutions. 

Key Focus Area #1: Address Healthcare Workforce Shortages 

Focus Activity Partners Timeframe 

Explore partnerships 

with educational 

institutions and 

healthcare service 

providers to develop 

targeted events and 

initiatives for 

promoting careers in 

healthcare. 

Engage students at 

elementary and high 

school levels to spark 

interest in healthcare 

career pathways and invite 

healthcare professionals to 

share their experience and 

knowledge with students 

(e.g., Healthcare Career 

Fair). 

Hastings and Prince 

Edward District School 

Board, Algonquin 

Lakeshore Catholic District 

School Board, Ontario 

Youth Apprenticeship 

Program (OYAP), Quinte 

Health, Belleville and 

Quinte West Community 

Health Centre, municipal 

physician recruitment 

initiatives, private 

healthcare providers, 

Loyalist College 

  

  

2025 - 2028 

  

  

Launch targeted 

communications 

promoting the need 

for better working 

conditions for 

healthcare workers, 

including competitive 

salaries, to retain 

current professionals 

and attract new 

talent. 

Create and deliver digital, 

audio and written content 

promoting careers in 

healthcare and related 

fields, and strategies for 

retaining current 

professionals and 

attracting new clients (e.g., 

podcasting, e-news, social 

media and advertorials). 

Identify labour market 

shortages and in-

demand occupations 

associated with the 

local healthcare 

sector. 

Provide labour market 

information regarding 

healthcare careers in 

Hastings, Prince Edward 

and Lennox & Addington 

Counties via Labour 

Market Information (LMI) 

Helpdesk. 
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Long Range Strategic Actions contôd 

Key Focus Area #2: Support First Responders in Workforce Development 

Focus Activity Partners Timeframe 

Explore partnerships 

to establish wellness 

programs for frontline 

workers to mitigate 

burnout and improve 

retention. 

Collaborate with local first 

responders on strategic 

planning initiatives 

associated with workforce 

development (e.g., 

Belleville Police Services 

2025 Roundtables).  

Belleville Police 

Department, Belleville Fire 

Department, Quinte West 

Fire Department, Greater 

Napanee Fire Services, 

Prince Edward County Fire 

& Rescue, Hastings-Quinte 

Paramedic Services, 

Lennox & Addington 

Emergency and Paramedic 

Services, Ontario Provincial 

Police, Loyalist College 

  

  

2025 - 2028 

  

  

Launch targeted 

communications 

campaigns to attract 

diverse candidates to 

frontline job 

opportunities focusing 

on youth, women, and 

underrepresented 

groups. 

Create and deliver digital, 

audio and written content 

promoting first responder 

careers and strategies for 

recruiting and retaining 

these professionals. 

  

Identify labour market 

shortages and in-

demand occupations 

associated with the 

first responder 

careers. 

Provide current labour 

market information 

regarding first responder 

careers in Hastings, Prince 

Edward and Lennox & 

Addington Counties via 

LMI Helpdesk. 



 

 54 

Long Range Strategic Actions contôd 

Key Focus Area #3: Support Skilled Labour Growth and Attraction 

Focus Activity Partners Timeframe 

Collaborate with 

educational 

institutions to align 

curriculum with local 

labour market needs. 

Participate in panel 

discussions and conduct 

focus groups/surveys with 

educators, guidance 

counsellors, OYAP, trades 

unions and CFB-Trenton 

(re: $850M expansion 

project). 

City of Belleville, Bay of 

Quinte Economic 

Development, CFB-Trenton, 

Quinte Home Buildersô 

Association, Ontario Youth 

Apprenticeship Program 

(OYAP) 

  

  

2025 - 2028 

  

  

Explore partnerships 

to promote 

apprenticeships in 

construction and 

manufacturing skilled 

trades. 

  

Assist with delivery of 

experiential learning 

opportunities for students 

associated with skilled 

trades (e.g., Ontario Skills 

Trades and Technology 

Truck for high school 

students; Careers in 

Construction events; etc.). 

Promote in-demand 

skilled labour 

occupations. 

Provide current labour 

market information 

regarding skilled trades 

careers in Hastings, Prince 

Edward and Lennox & 

Addington Counties via 

LMI Helpdesk. 
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Long Range Strategic Actions contôd 

Key Focus Area #4: Support Vulnerable and Marginalized Populations in 

Workforce Development 

Focus Activity Partners Timeframe 

Explore partnerships to 

deliver communications 

and community events 

connecting vulnerable 

and marginalized 

populations (e.g., 

people with disabilities, 

people who are 

unhoused, immigrants 

and refugees, seniors, 

LGBTQ, rural residents, 

indigenous peoples, 

people of lower socio-

economic status, and 

those who face 

discrimination in the 

form of racism, sexism, 

and ageism) with 

employers.  

Foster workforce 

development for 

vulnerable and 

marginalized people by 

engaging committees, 

spearheading 

communications and co-

hosting events with 

aligning organizations 

Quinte Local Immigration 

Partnership; Community 

Visions & Networking; 

Community Partners for 

Success Cooperative 

Quinte; Community 

Learning Alternatives, City 

of Belleville – Workplace 

Inclusion Charter, Prince 

Edward County Interservice 

Group; Bancroft Interservice 

Group; Service Canada; 

ServiceOntario; Hastings 

County; City of Quinte West; 

Chambers of Commerce; 

Service Clubs (e.g., Rotary); 

Belleville and Quinte West 

Community Health Centre; 

The Enrichment Centre for 

Mental Health; The Bridge 

Consortium; Gift from The 

Heart; Bay of Quinte Pride 

  

2025 - 2028 

  

Develop and deliver 

programs to help 

vulnerable and 

marginalized individuals 

to obtain valid 

Identification, Training, 

Wellness Support and 

Employment Services. 

Conduct FREE 

Identification and 

Employment Clinics 
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Long Range Strategic Actions contôd 

Key Focus Area #6: Need for Real-Time Workforce Data 

Focus Activity Partners Timeframe 

Address the need for 
uniquely immediate, 
relevant, up-to-date 
labour market 
information for 
Hastings, Prince 
Edward and Lennox & 
Addington Counties 
(aka. ñReal-Time 
Dataò). 

Host Employer Day of 
Action to foster collection, 
analyzation and 
dissemination of data to 
stakeholders and locally 
accredited media same 
day. 

Bay of Quinte Marketing 
Board, Bay of Quinte 
Economic Development, 
Chambers of Commerce 

2025 - 2028 

Key Focus Area #5: Support Investment in Local Youth Employment, 

Education and Training 

Focus Activity Partners Timeframe 

Explore partnerships 

with educational 

institutions of all 

levels and businesses 

to strengthen 

connections and build 

opportunities for 

student co-ops, work 

placements and 

internship 

opportunities. 

Conduct surveys, meetings 

and/or focus groups with 

guidance counsellors, 

careers teachers and 

OYAP representatives to 

understand the needs of 

the students and facilitate 

the same for potential 

employers willing to 

consider student co-ops, 

work placements and 

internship opportunities. 

2025 - 2028 

  

Trenval, Small Business 

Centre, Chambers of 

Commerce   

Explore partnerships 

to foster interactive 

and informative 

career awareness 

programs. 

Connect schools, students 

and training and career 

awareness providers to 

programs such as Youth 

Entrepreneurship Program, 

Industry Education Council 

Training Centres, Trades 

Unions. 
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In Summary 

The Centre for Workforce Developmentôs 2025 Local Labour Market Plan offers a forward-

looking and resilient strategy to overcome current workforce challenges and seize emerging 

opportunities, even amid a climate of economic uncertainty. Despite recent reports such as the 

Canadian Chamber of Commerce ranking the Belleville-Quinte West census metropolitan area 

(CMA) as Canadaôs 11th most vulnerable to potential USA tariffs, the plan remains decidedly 

optimistic. It outlines a proactive, multi-pronged approach designed to strengthen key sectors and 

foster sustainable growth across the region. 

Central to the plan is a robust strategy to address acute shortages in healthcare. Our region, like 

most across the nation, is grappling with a significant deficit in a wide range of healthcare 

professionals - from general practitioners and specialist doctors to nurses, long-term and in-home 

care workers (e.g., PSWs) and allied health workers. This shortage has strained existing services 

and contributed to burnout among staff. In response, the plan emphasizes partnerships with 

educational institutions and healthcare providers to launch targeted career promotion initiatives, 

promote improvements in working conditions, and disseminate labour market data to both attract 

new talent and retain current professionals. 

At the same time, the plan acknowledges the pressing need to support first responders and public 

service workers, whose roles have become increasingly demanding due to the growing needs of 

aging, vulnerable, and unhoused populations. By establishing wellness programs and targeted 

recruitment campaigns - particularly for police and other critical frontline roles - the strategy aims 

to counteract early burnout and address the forecasted need for approximately 100 new police 

recruits over the next three to four years across all three counties.  

CFWDôs commitment extends to bolstering the skilled labour force, especially in light of the $850 

million expansion at Canadian Forces Base Trenton, which will require a significant influx of 

tradespeople, general labourers, and military recruits. 

The strategy also targets economic sectors facing headwinds, such as hospitality and tourism, 

which have been impacted by inflation and restrictive immigration measures. By fostering closer 

ties between local businesses, educational institutions, and government agencies, the plan aims to 

revitalize these industries through innovative collaborations, promotion of improved apprenticeship 

models, and enhanced support systems for small businesses and non-profits. 

Furthermore, the plan addresses long-standing educational and structural gaps. It seeks to 

reinvigorate career-relevant training programs and tackle the challenges of outmigration by linking 

schools with local employers and expanding digital learning opportunities. Targeted efforts are 

also outlined to support vulnerable and marginalized populations such as FREE identification and 

employment clinics to ensure equitable access to job opportunities and essential services. 
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In Summary contôd 

By harnessing more real-time workforce data and promoting collaborative partnerships across 

sectors, the Centre for Workforce Development is positioning the region not only to mitigate the 

adverse effects of external pressures - like tariff vulnerabilities - but also to drive long-term 

economic prosperity. In embracing innovation, community engagement, and strategic investments, 

this 2025 Local Labour Market Plan sets the stage for a more resilient, adaptive, and vibrant 

regional economy, ensuring that Hastings, Prince Edward and Lennox and Addington Counties are 

well-equipped to thrive in an ever-changing economic landscape. 

In the face of challenges and uncertainties, the words of the Greek philosopher Heraclitus 

resonate deeply: "The only constant thing in life is change." As the Centre for Workforce 

Developmentôs 2025 Local Labour Market Plan demonstrates, the key to resilience lies in 

embracing this change - not only to navigate current uncertainties but to shape a dynamic, thriving 

future for the region. Just as Heraclitus believed that change drives growth, this strategic plan 

harnesses the power of transformation, adaptability, and collaboration to cultivate a workforce that 

will remain strong and sustainable, no matter what changes lie ahead. 
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Special Thanks 

The Centre for Workforce Development (CFWD) sincerely thanks our community partners for their 

invaluable support over the past year. Your participation in initiatives and discussions on labour 

force dynamics has been instrumental. Progress in workforce development is only possible through 

collaboration, and we appreciate your ongoing commitment.  

¶ Agilec - Belleville 

¶ Albert College 

¶ Algonquin Lakeshore Catholic District 

School Board 

¶ Bay of Quinte Economic Development 

¶ Bay of Quinte Regional Marketing Board 

¶ Belleville and Quinte West Community 

Health Centre 

¶ Belleville Chamber of Commerce 

¶ Belleville Police Services 

¶ Business and Professional Women HPE 

¶ Canadian Forces Base (CFB) Trenton 

¶ Career Edge (Trenton and Lennox & 

Addington) 

¶ Central and North Hastings Chamber of 

Commerce 

¶ Central Lakes Association of Realtors 

¶ City of Belleville 

¶ City of Quinte West 

¶ Community Learning Alternatives 

¶ Enrichment Centre for Mental Health 

¶ Gift from the Heart 

¶ Habitat for Humanity HPE 

¶ Hastings and Prince Edward District School 

Board 

¶ Hastings County  

¶ John Howard Society of Belleville 

¶ Lennox & Addington County General 

Hospital  

¶ Lennox and Addington County 

¶ Loyalist College  

¶ Loyalist Community Employment Services 

¶ META Employment Services 

¶ Military Family Resource Centre - Trenton 

¶ Mohawks of the Bay of Quinte 

¶ MP Ryan Williams (Bay of Quinte) 

¶ MP Shelby Kramp-Neuman (Hastings -

Lennox & Addington) 

¶ MPP Ric Bresee (Hastings - Lennox & 

Addington) 

¶ MPP Tyler Allsopp (Bay of Quinte) 

¶ Municipality of Tweed 

¶ Napanee Chamber of Commerce 

¶ Ontario Provincial Police (OPP) 

¶ Ontario Tourism Education Corporation 

(OTEC)  

¶ Ontario Youth Apprenticeship Program 

(OYAP) 

¶ Prince Edward County Chamber of 

Commerce 

¶ Prince Edward County 

¶ Prince Edward Learning Centre 

¶ Quinte Health  

¶ Quinte Home Buildersô Association (QHBA) 

¶ Quinte West Chamber of Commerce 

¶ RTO9 Regional Tourism Organization 

¶ Serco 

¶ Service Canada 

¶ ServiceOntario  

¶ Sir James Whitney School for the Deaf 

¶ The East Central Ec Dev Association 

¶ Town of Greater Napanee 

¶ Trenval / Small Business Centre 
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Centre for Workforce Development  
47 Pinnacle Street South  
Belleville, ON K8N 3A1  
 

Office 613-969-0720  

Email: info@CFWD.ca  

Website: www.CFWD.ca  

ñXò (Twitter):  https://x.com/CFWD_Workforce 

Instagram: @cfwd.ca  

Facebook: @CFWD2018 

LinkedIn:  https://www.linkedin.com/

company/18716345/admin/feed/posts/  
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