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Executive Summary 

A message from CFWD Executive Director Sandi Ramsay 

The 2026 Local Labour Market Plan reflects a year of both challenge and transformation across 

Hastings, Prince Edward, and Lennox & Addington Counties. Grounded in robust primary research 

and regional engagement ð including our 2025 Regional Roundtable on Workforce Development, 

the 2025 Employer Action Survey, and the Framing the Future Survey ð this report presents a 

balanced yet forward-focused outlook on our evolving workforce. 

A Year of Economic Adjustment 

Over the past year, our region experienced notable disruptions that affected hundreds of workers 

and their families. Some examples of these include: 

The closure of Peavey Mart in Belleville ð part of a national shutdown of more than 90 locations 

ð reflected broader economic pressures including historically low consumer confidence, 

persistent inflation, rising operating costs, and supply chain instability. 

Loyalist College announced significant restructuring measures, including the layoff of 

approximately 20% of faculty and additional staff, along with the suspension of roughly 30% of its 

programs. These difficult decisions were driven by predictions of severe revenue shortfalls, 

compounded by federal international student visa caps, a provincial tuition freeze, and 

longstanding funding pressures. 

In Wellington, the closure of the Highline Mushroom plant resulted in 279 job losses ð including 

29 salaried employees and 252 contract workers, many of whom were temporary foreign workers 

ð marking another significant shift within our local agri-food sector. 

Our rural tourism economy also experienced a noticeable slowdown this past year. Contributing 

factors included reduced discretionary consumer spending due to inflation and higher interest 

rates, shifting travel patterns, labour shortages, and broader economic uncertainty. As a result, 

some restaurants, wineries, breweries, distilleries and tour operators have faced difficult decisions 

ð with some closing their doors or listing their businesses for sale. This cooling in tourism activity 

has had ripple effects across hospitality, accommodation, and seasonal employment in our region. 

Adding to this uncertainty were global catalysts such as tariff threats from the United States, which 

slowed production and export activity in parts of our manufacturing sector and further disrupted 

supply chains already under strain. 

These developments have had real impacts. They have required resilience from employers, 

adaptability from workers, and collaboration across community partners. 

A Region Positioned for Opportunity 

Despite recent challenges, our labour market research highlights strong demand across several 

sectors, offering stable and meaningful career pathways. In healthcare, roles such as nurses, 

physicians, personal support workers, diagnostic technologists, and administrative health positions 

remain in high demand.  
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Executive Summary 

Construction and skilled trades continue to offer numerous opportunities for electricians, plumbers, 

carpenters, heavy equipment operators and mechanics, welders, and project managers, driven by 

both new projects and retirements. Advanced manufacturing and technology demand CNC 

machinists (i.e., skilled tradespeople who set up, program, and operate computer-controlled 

machines such as lathes, mills, and grinders), industrial electricians, automation technicians, 

quality control specialists, and engineering technologists, particularly in roles that combine 

technical and digital skills. 

While hospitality and tourism has faced a slowdown, positions for cooks, front-line staff, 

accommodations and tour operators continue to be essential and poised for recovery. Agriculture 

and agri-food careers, from production to processing and agri-business management, remain vital. 

First responders and military-related roles ð including active military service, Reserves, civilian 

and contractor positions ð are growing, particularly as the $850+ million federal investment in 

upgrading CFB Trenton moves forward. Collectively, these sectors reflect a resilient and evolving 

regional economy, offering opportunities for new entrants, mid-career transitions, and incumbent 

workers seeking advancement. 

Importantly, we are witnessing the early stages of a major transformation: the acceleration of 

Artificial Intelligence (AI) adoption and digital innovation across sectors. On February 12, 2026, I 

attended a national AI and economic competitiveness conference hosted by the Rotman School of 

Business and co-hosted by the University of Toronto and the University of Calgary. At that event, 

Glenda Crisp, President & CEO of the Vector Institute, noted: 

ñChinese manufacturing has adopted AI at a rate that is two to three times that of 

Canadian manufacturers.ò 

The message was clear: Canada is determined to close that gap. 

According to the panelists, approximately 12.5% of Canadian businesses have adopted AI ð 

trailing the G-20 international curve. While Canada was the first country to launch a national AI 

strategy in 2017, it is now losing the "AI startup race" and falling behind in commercial adoption, 

particularly among small- and medium-sized enterprises (SMEs). However, 45% of employers 

nationwide report investing in AI training for their workers, signaling strong momentum toward 

transformation. 

Experts predict that AI could contribute $122 billion to Ontarioôs GDP over the next decade. As 

Camerin Schuler, Vice President of Industry Innovation and Chief Commercialization Officer at the 

Vector Institute, emphasized: 

ñEducating future job seekers and incumbent workers is key to business investment ð no matter 

the size of the organization. You can either be left behind by technology or adopt it.ò 

Artificial Intelligence is not simply creating opportunities for programmers and data scientists; it is 

reshaping work at every level of business and across virtually every industry. As adoption 

accelerates, employers are seeking stronger data literacy, analytics capability, AI system 

integration skills, cybersecurity awareness, digital project management expertise, and the ability to  

https://www.rotman.utoronto.ca/
https://www.rotman.utoronto.ca/
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Executive Summary 

collaborate effectively with automated systems. New competencies such as prompt engineering, 

AI oversight, ethical governance, automation maintenance, robotics support, and advanced 

manufacturing technologies are becoming increasingly relevant.  

Career pathways emerging from AI integration span manufacturing and logistics ð including 

automation technicians, robotics maintenance specialists, and supply chain data coordinators ð 

as well as healthcare roles such as AI-assisted diagnostic technologists and digital health 

analysts.  

In construction skilled trades, smart building systems technicians and digital blueprint specialists 

are in demand. Small and medium-sized businesses are creating opportunities for AI 

implementation advisors, digital transformation consultants, and AI-enhanced marketing analysts, 

while larger organizations are establishing leadership positions such as Chief AI Officers and 

Directors of Digital Strategy.  

Importantly, AI adoption is amplifying ð not replacing ð essential human skills. Employers 

continue to emphasize adaptability, critical thinking, communication, creativity, and emotional 

intelligence as foundational to success in an AI-enabled economy.  

Moving Forward 

The story of our region in 2025 was not defined solely by closures or contraction. It was defined 

by transition. 

Our data confirms that while some sectors recalibrate, others are expanding. While traditional 

models face pressure, innovation is accelerating. While uncertainty exists, so too does 

opportunity. 

The Centre for Workforce Development remains committed to providing evidence-based insights 

that help employers make informed decisions, support educators in aligning programming, and 

empower workers to adapt and thrive. 

The future of work in our region will be shaped not only by external forces, but by our collective 

willingness to invest in skills, embrace innovation, 

and collaborate across sectors. 

We are not standing still. We are preparing ð 

together ð for what comes next. 

Sandi Ramsay  

Sandi Ramsay 

Executive Director,  

Centre for Workforce Development 
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2025 - 2026 Business Consultations 

2025-2026 Primary Research Data Synthesis ð Summary  

CFWD guided its 2025-2026 primary research insights using four methods: the Regional Roundtable 

on Workforce Development, the Employer Action Survey, the Framing the Future Construction 

Sector Survey, and private Individual Business Consultations (one-on-one interviews and small 

group discussions). Together, these sources captured qualitative and quantitative perspectives on 

recruitment and retention challenges, skills gaps in job candidates and incumbent workers, and 

sectors with strong demand.  

The Regional Roundtable provided context-rich qualitative insights from a facilitated, multi-

stakeholder discussion; the Employer Action Survey delivered broad structured quantitative data 

across multiple sectors and firm sizes with space for qualitative input; the Framing the Future 

Construction Survey garnered insights from residential, commercial and industrial employers in the 

construction industry to gauge employer needs, as well as identify job opportunities and training 

gaps within the sector; and private Individual Business Consultations offered targeted, in-depth 

insights to enhance survey findings and surface practical solutions to local workforce challenges. 

In terms of data types and analysis, qualitative data came from roundtable transcripts, consultation 

notes, and open-ended survey responses, analyzed through thematic coding to identify recruitment 

bottlenecks, retention drivers, and training needs. Quantitative data were drawn from descriptive 

statistics in the two surveys, with segmentation by sector, firm size, and geography; cross-

tabulations linked recruitment challenges to retention patterns and aligned skill gaps with training 

needs, and exploratory inferential work was considered where the sample size allowed. The 

integration of qualitative and quantitative data enabled joint displays and narrative syntheses that 

connected themes to measurable indicators, providing a cohesive understanding of how issues 

manifest in real-world hiring and training contexts and allowing validation across data sources. 

The practical implications are clear: findings highlight priority needs by sector and region, inform 

targeted upskilling and reskilling, and support stronger 

educatorïemployer partnerships and aligned curricula.  

CFWD remains committed to representative sampling, 

rigorous instrument design, confidentiality, and 

transparent methodology, documenting limitations and 

assumptions in public reports such as this 2026 Local 

Labour Market Report and those available through our 

Labour Information (LMI) HelpDesk.  

Specific findings from these real-time primary research 

efforts are presented in the forthcoming pages. The 

sections that follow include analysis and context 

designed to inform next steps for policy, partnerships, 

and program design. This framing is geared to helping 

stakeholders translate fresh evidence into clear, 

actionable next steps.  

https://www.cfwd.ca/labour-market-information/lmi-help-desk/
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2025 Regional Roundtable on 

Workforce Development 
Regional Workforce Pressures and In-Demand Careers: 
Emerging Themes from the 2025 Regional Roundtable  

On November 14, 2025, the Centre for Workforce Development (CFWD) convened its 2nd annual 
Regional Roundtable on Workforce Development at the Trent Port Marina in Trenton. The event 
brought together 70 employers representing a diverse mix of sectors and stakeholders including: 

¶ Local Government 

¶ Hospitality 

¶ Construction 

¶ Manufacturing 

¶ Education (secondary, post-secondary and 
Ontario Youth Apprenticeship Program) 

¶ Policing 

¶ MilitaryðCanadian Armed Forces 

¶ Insurance 

¶ Healthcare 

¶ Agriculture 

¶ Economic development 

¶ Employment Ontario service providers 

¶ Get SET (formerly Literacy & Basic Skills) 

¶ Not-for-profits 

¶ Immigration services 

¶ Indigenous workforce development 

¶ Retail SMEs.  

The roundtable was designed to surface recruitment and retention challenges, identify skills training 
gaps in job candidates and incumbent workers, and map sectors with strong local demand to inform 
CFWDôs regional strategy for the coming year (2026-2027).  

What emerged was a clear and consistent message: labour shortages are not simply a hiring 
problem ð they are a systems challenge. Recruitment, retention, skills development, and workforce 
participation are being shaped by structural pressures including lack of affordable housing, childcare, 
transportation, education pathways, generational shifts, and evolving workplace and job-seeker 
expectations. 

This section of the report synthesizes key insights from the discussions and outlines careers in 
demand across the region. 
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2025 Regional Roundtable on 

Workforce Development 
A Systems Challenge: Recruitment and Participation Barriers 

Employers across sectors reported persistent difficulty attracting workers ð not only because of 

skills shortages, but because of barriers that prevent individuals from entering or remaining in the 

workforce. 

Housing Constraints 

Limited affordable and attainable housing was repeatedly identified as a direct constraint on labour 

supply. High real estate prices, insufficient rental stock, and limited affordable options restrict the 

regionôs ability to attract skilled tradespeople, healthcare professionals, seasonal workers, and young 

families. Employers noted that recruitment efforts often fail when prospective hires cannot secure 

housing locally. 

Childcare Access 

Childcare availability emerged as one of the most significant structural barriers to labour force 

participation. Regional waitlists in the hundreds ð particularly for infant care ð are preventing 

parents, especially women and single parents, from entering training programs, apprenticeships, or 

full-time employment. While affordability has improved through national programs, accessibility 

remains a critical concern. 

Transportation Gaps 

In rural areas, limited public transit directly affects employment access. Transportation challenges 

were cited as a major reason for lost placements, missed co-op opportunities, and difficulty recruiting 

Personal Support Workers (PSWs) and 

other essential staff. For many residents, 

the ability to work is directly tied to 

reliable mobility. 

The ñTrailing Spouseò Effect 

Recruiting highly skilled professionals ð 

particularly in military and healthcare 

fields ð often reveals a second 

challenge: the employment and 

integration for spouses. Without 

coordinated community support and 

employment pathways for partners, 

families frequently relocate to larger 

urban centres where job opportunities are 

viewed as being more plentiful. 
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Recruitment and Retention Pressures Across Sectors 

Beyond structural barriers, employers described mounting pressure from demographic shifts, 

retirements, and changing workforce expectations. 

Retirement and Succession 

In skilled trades (construction/manufacturing), policing, military, education and healthcare sectors 

retirements are outpacing new entrants. Institutional knowledge transfer is at risk, and succession 

planning gaps are growing. Employers are increasingly attempting to hire with future workforce 

replacement in mind while simultaneously trying to fill current vacancies. 

Competition and Wage Pressures 

Skilled trades workers are being actively recruited by other regions across Canada and U.S. 

employers. In hospitality, retail and other service sectors, wages often do not align with the regional 

cost of living, contributing to turnover and difficulty attracting long-term employees. 

Burnout and Working Conditions 

Healthcare workers, first responders, home care workers, employment service providers, and 

hospitality workers report high levels of burnout. Casual or part-time status, lack of benefits and/or 

employer supported retirement plans, physical demands, and mental health pressures are 

contributing to retention challenges. 

Generational Shifts 

Employers observed a growing cultural divide around expectations of work, loyalty, and career 

progression. Younger workers are often prioritizing work-life balance, purpose, and flexibility over 

traditional 35-40 hour work weeks and long-term employer loyalty. While this shift presents 

challenges, it also signals an opportunity to modernize workplace practices and leadership 

approaches. 

2025 Regional Roundtable on 

Workforce Development 
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2025 Regional Roundtable on 

Workforce Development 
Skills Gaps: Beyond Technical Credentials 

Soft Skills and Work Readiness 

Employers consistently reported gaps in punctuality, communication, professionalism, resilience, and 
accountability. Many participants noted that technical credentials alone are not sufficient if 
employees lack the practical, interpersonal, and behavioural skills required to function effectively in 
todayôs workplace environments. 

Experiential Learning Gaps 

While experiential learning is widely viewed as essential, the quality and consistency of placements 
and co-op experiences appear to be declining. Transportation barriers, unclear expectations, and 
reduced supervisory capacity contribute to uneven early job experiences. Negative placements risk 
undermining confidence and long-term workforce attachment. 

Many employers are increasingly unwilling or unprepared to host co-op and placement students/
interns due to capacity, liability, and operational pressures. Staffing shortages, burnout, and limited 
supervisory time make it difficult to provide the structured onboarding and mentorship required for 
meaningful placements. In higher-risk sectors such as construction, manufacturing, and healthcare, 
safety and insurance concerns add further hesitation.  

Employers also report administrative complexity within apprenticeship systems and inconsistent 
student work readiness, particularly around soft skills and reliability. In rural areas, transportation 
barriers compound these challenges. As a result, reluctance to participate is often less about lack of 
interest in supporting youth and more about limited organizational capacity to do so effectively.  

Leadership and Supervisory Skills 

Retention is not solely a worker issue. Employers acknowledged that supervisory training, structured 
onboarding, and leadership development are often insufficient. Clear communication, defined 
expectations, and mentorship are critical to improving early career experiences and long-term 
retention. 

Technical and Sector-Specific Skills 

Across multiple sectors, there is growing demand for workers who are Artificial Intelligence (AI) 
savvy and comfortable integrating digital tools into daily operations. Employers noted that 
automation, data analysis, and AI-assisted workflows are becoming increasingly common in 
manufacturing, business services, and administrative roles. Organizations are seeking employees 
who not only understand emerging technologies but can apply them efficiently, ethically, and 
strategically to improve productivity and decision-making. As AI adoption accelerates, digital fluency 
is quickly becoming a competitive workforce advantage rather than a specialized skill.  

In manufacturing and construction skilled trades, employers highlighted a growing demand for 
automation, technology and technical competencies. In insurance and business services, attention to 
detail, customer service, and computer skills are seen to be in short supply. Barriers to recognizing 
foreign credentials further constrain the available talent pool. 
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2025 Regional Roundtable on 

Workforce Development 
Careers in Demand 

Despite the challenges, strong employment opportunities exist across multiple sectors. The most 
consistently identified in demand careers include: 

Skilled Trades (Construction) 

¶Electricians 

¶Plumbers 

¶Red Seal Welders 

¶Industrial and construction trades (i.e., carpenters) 

¶Other apprentices across multiple disciplines 

Note: Infrastructure, housing development, and industrial growth are constrained by labour shortages 
in these areas. 

Healthcare 

¶Personal Support Workers (PSWs) 

¶Registered Nurses (RNs) and Nurse Practitioners (NPs) 

¶Physician Specialists and Family Doctors 

¶Patient transfer services 

¶Medical Radiation Technologists; Physiotherapists; Massage  

¶Long-Term Care and Home Care workers 

¶Healthcare administrative staff 

Note: An aging population and new hospital development are 
intensifying demand across nearly all healthcare roles. 

Advanced Manufacturing & Technology 

¶Skilled production workers 

¶Automation and technology operators 

¶Supervisors and succession-ready leaders 

¶Machine Learning Engineering 

¶Generative / Agentic AI Solutions; cyber-security 

Note: Retirement trends are creating urgent replacement needs; 
and growing implementation of AI solutions and technologies. 
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2025 Regional Roundtable on 

Workforce Development 
Agriculture & Agri-Food 

¶Agricultural labourers 

¶Horticulture workers 

¶Beverage and food processing staff 

¶Heavy machinery operators and mechanics 

Note: The sector is seeking seasonal and year-round 

workforce stability and stronger training alignment. 

Hospitality & Tourism 

¶Cooks and culinary professionals 

¶Front-line hospitality staff 

¶Tourism operators 

Note: Program suspensions at post-secondary institutions 

may weaken the future talent pipeline. 

First Responders & Military Defence 

¶Police officers, paramedics, firefighters 

¶Military personnel and trades 

¶Military Reserve and contractor roles 

Note: Shrinking applicant pools and changing perceptions of 

regimented careers are affecting recruitment. 

In Conclusion 

Based on feedback from the participants of CFWDôs 2025 

Regional Roundtable on Workforce Development, our area is not facing a lack of job opportunities. It 

is facing a convergence of demographic change, structural constraints, and evolving workforce 

expectations. 

Healthcare, skilled trades (construction and manufacturing), agriculture, hospitality, military and 

public safety all offer meaningful, high-demand career pathways. However, ensuring that residents 

can access and succeed in these careers requires coordinated action across education, housing, 

childcare, transportation, employer practices, and policy frameworks. 

The message from the Roundtable is clear:  

Workforce development must be approached as a community-wide responsibility. When systems 

align, the region has the talent, resilience, and opportunity to build a sustainable and competitive 

labour market for the future. 
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2025-2026 Employer Action Survey 

Insights from CFWDôs 2025ï2026 Employer Action Survey  

As part of the 2026 Local Labour Market Plan, the Centre for Workforce Development (CFWD) 
surveyed more than 80 employers across Hastings, Prince Edward, and Lennox & Addington 
counties. Respondents represented a broad cross-section of the regional economy, including non-
profits, healthcare and regulated professions, manufacturing, hospitality, retail, construction skilled 
trades, first responders, military, not-for-profit agencies, housing developers and service industries. 

The findings reveal a labour market defined by cautious optimism, incremental growth, and a strong 
shift toward skills-first hiring. Employers are planning for the future ð but they are doing so carefully, 
with a sharp focus on transferable skills, digital capability, and workplace culture.  

A Region Powered by SMEs 

The regional economy continues to be anchored by small and medium-sized enterprises (SMEs). 
Nearly 40% of surveyed employers have five or fewer staff, and another third employ between six 
and 50 people. Leaders in these organizations often work alongside frontline employees, reinforcing 
the need for team members who are adaptable, reliable, and capable of wearing multiple hats. 

Looking ahead to 2027, many employers anticipate modest headcount increases, with a noticeable 
shift toward the 11ï50 employee range. Hiring plans are steady rather than expansive, reflecting 
careful growth amid economic uncertainty. 

Hiring Outlook: Targeted but Steady Demand 

Over the next two years, employers expect to hire across multiple role categories: 

¶ 62% anticipate hiring for managerial roles (1ï5 positions) 

¶ 55% plan to hire for administrative/operations roles 

¶ 47% expect to hire for supportive roles such as technicians, clerks, and customer service staff 

¶ 29% plan to hire in skilled trades 

¶ Current vacancies are concentrated in administrative/operations, supportive, and skilled 
trades roles 
 

Importantly, layoffs remain low (10%), 
even as employers navigate rising raw 
material costs (51%), supply chain 
disruptions (46%), and softer demand 
(33%). Ongoing uncertainty related to U.S. 
and other international tariffs may also be 
contributing to cost pressures, supply 
volatility, and cautious business planning, 
particularly in manufacturing and trade-
exposed sectors. Despite these 
headwinds, the data suggest a resilient 
regional labour market characterized by 
stability rather than contraction. 



 

 14 

2025-2026 Employer Action Survey 

The Skills-First Message Is Clear 

Across all sectors, employers consistently emphasized transferable skills as top hiring priorities: 

¶Teamwork and collaboration (65%) 

¶Strong work ethic and reliability (61%) 

¶Effective communication (written, verbal and non-verbal) (60%) 

¶Self-motivation (54%) 

¶Time management and task prioritization (approximately 50%) 

For lean teams, reliability and adaptability are not ñnice-to-haveò traits ð they are operational 
necessities. Employers also place significant value on digital fluency. Basic computer skills are 
required by nearly 72% of respondents while demand for advanced computer and AI skills (44%) and 
project or operations management (52%) is rising. As automation and digital workflows expand, 
candidates with AI literacy, CRM/ERP familiarity, and project coordination experience gain a 
competitive edge. The message is unmistakable: transferable skills combined with digital capability 
define ñhire-readyò in todayôs labour market. 

Competitive Compensation and Workplace Culture 

Most employers offer wages in the $40,000ï$60,000 (55%) and $60,000ï$80,000 (45%) salary 
bands, with over one-third reporting roles between $80,000ï$100,000. Beyond wages, employers 
are investing in retention through workplace culture and benefits: 

¶Work/life balance (72%) 

¶Paid holidays (73%) 

¶Medical benefits (62%) and dental (60%) 

¶Paid sick days (54%) 

¶Retirement or matched RRSP programs (45%) 

¶Flexible or hybrid options (41%) 

While flexibility cannot be offered in all sectors, the data indicate that 
employers understand its importance in attracting and retaining talent. 

Multiple Pathways into Employment 

One of the most encouraging findings is that 68% of employers indicated 
that they accept co-op students, placements, or internships. This signals 
continued openness to experiential learning as a pathway to employment.  

Educational requirements for hiring are diverse: 

¶Certificates (57%) ǒDiplomas (54%) 

¶High school (52%) ǒDegrees (50%) 
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2025-2026 Employer Action Survey 

Recruitment and Retention Pressures 

Despite stable growth intentions, challenges persist. Employers require versatile individuals who can 
manage multiple responsibilities in SME environments. Gaps in communication, time management, 
and accountability can slow hiring and ramp-up processes. 

Digital and operational capacity is another pressure point. Many employers outsource bookkeeping 
(48%) and IT (42%), reflecting limited in-house expertise and opportunity for external contracting. 
Building regional digital and project management capacity remains a strategic priority. 

Reliable attendance and engagement remain fundamental retention concerns. The strong emphasis 
on employee work ethic and accountability signals ongoing challenges in these areas. 

Strategic Implications for the Region 

The 2025 Employer Action Survey confirms that the regional labour market in Hastings, Prince 
Edward and Lennox & Addington Counties is not stagnant ð it is evolving. 

Employers are growing, but cautiously. They are offering competitive wages and benefits, but 
expecting versatility in return. They are open to co-ops and diverse educational backgrounds, but it is 
crystalline that soft skills and digital fluency are non-negotiable. 

For job seekers and incumbent workers, the pathway is clear: master the fundamentals, strengthen 
digital literacy, pursue micro-credentials where possible, and leverage experiential learning 
opportunities. 

For employers, structured onboarding, mentorship, and upskilling investments will be key to 
sustaining growth. 

For educators and workforce partners, embedding essential skills and expanding digital and AI-
related training will align talent pipelines with employer demand. 

The 2025ï2026 Employer Action Survey underscores 
a resilient and adaptive regional economy led by 
SMEs. Employers are signaling confidence in careful 
expansion while reinforcing a skills-first approach to 
hiring. 

Transferable skills plus digital capability = 
opportunity! 

By aligning training systems, employer practices, and 
talent development strategies with these signals, the 
region can strengthen recruitment, improve retention, 
and ensure sustainable workforce growth into 2027, 
and beyond. 
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2025-2026 Employer Action Survey 

The Employer Day of Action Survey was developed in close collaboration with the Belleville 
Chamber of Commerce, whose leadership and engagement were instrumental not only in shaping 
the survey design, but also in supporting its distribution and contributing to the analysis of the 
findings. This type of intentional partnership is essential to gaining an accurate and meaningful 
understanding of the state of our local labour market. 

Strong collaboration with community partners allows us to move beyond assumptions and examine 
the real data behind workforce trends in our region. Together, we recognized the importance of 
uncovering the truth about the nature of employment opportunities available locally ð particularly in 
challenging the outdated perception that our region is primarily a minimum-wage, rural market with 
limited career pathways. 

The findings clearly demonstrate that this is not the case. Our regional economy reflects diverse 
sectors, varied occupations, and opportunities at multiple wage and skill levels. From entry-level to 
administrative, skilled trades, technical, professional, and managerial roles, employers are seeking 
talent across the spectrum. There are meaningful, good-paying jobs available, as well as clear 
pathways for advancement, skill development, and long-term career growth. 

We extend our sincere appreciation to the Belleville Chamber of Commerce, and its industrious staff 
powered by the leadership of CEO Jill Raycroft, for its dedication to community collaboration that 
strengthens workforce development not only within the municipality of Belleville, but across the 
surrounding regions that share in our collective economic and labour market goals. When 
organizations work together with a shared commitment to evidence-based decision-making, we build 
a stronger, more resilient, and more competitive regional economy. We are also pleased to include 
the following remarks from Belleville Chamber of Commerce CEO, Jill Raycroft: 

ñI have always believed the diversity of our membership defies the common perception of Belleville 
as primarily a minimum-wage city with mostly low-skilled, entry-level jobs and I am pleased to see 
the results of this yearôs study validate we have a regional economy made up of varied sectors, 
occupations, skills, and earning levels. 

The key stats alone show a region with a growing workforce demand spanning entry-level, 
administrative, supportive, skilled, and managerial roles. Employers are seeking a mix of 
transferable, technical, and digital skills, and reported wage bands show opportunities across lower-, 
mid-, and higher-income ranges. 
Although demand is strongest in 
administrative, supportive, and mid-
range salary roles, the findings still 
reflect a diverse workforce structure 
with multiple pathways for 
participation and advancement.ò 

Jill Raycroft, CEO 
Belleville Chamber of Commerce 

https://bellevillechamber.ca/
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2025-2026 Framing the Future Survey 

Key insights on construction career opportunities and related training 
needs in Hastings, Prince Edward, and Lennox & Addington Counties 

Growth and Opportunity Environment 

¶ Employers across the three counties anticipate ongoing or expanding workforce needs in the 
next 1ï3 years, with strong demand in sub-sectors such as new home construction, 
renovations, and multi-unit residential development. 

¶ There is notable openness among employers to partner with the Centre for Workforce 
Development (CFWD), the Quinte Home Builders Association, schools/OYAP, and 
employment services to develop workforce solutions, including pathways for entry through 
apprenticeships. 

 

Workforce Challenges and Barriers 

¶ Recruitment difficulties are persistent, with a large share of employers struggling to fill positions 
and competing for a limited pool of skilled trades workers. 

¶ There is a pronounced shortage of qualified candidates and retention concerns for skilled 
trades, site supervisors, and general labourers. 

¶ Skills mismatches, apprenticeship bottlenecks (insufficient journeyperson availability to support 
ratios), relocation and mobility issues, and limited awareness of construction career pathways 
hinder workforce attachment and growth. 

¶ Systemic barriers such as transportation, credentialing, and readiness challenges further 
constrain job attachment and long-term retention. 



 

 18 

2025-2026 Framing the Future Survey 

 
 

*Other was specified as the following careers: Planners, Landscape Architects, Urban Designers, 

Office Administrators, and Media/Marketing Professionals. 
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2025-2026 Framing the Future Survey 

Skills Gaps (Hard/Technical and Soft/Transferrable) 

¶ Hard/technical skills: high demand for Carpenters, Electricians, Plumbers, HVAC Technicians, 

Concrete Finishers, Siding Installers, and Heavy Equipment Operators; leadership roles like 

Site Supervisors and Project Managers are essential but hard to recruit. 

¶ Safety and certification needs: ongoing emphasis on safety training and required certifications 

to improve job readiness. 

¶ Soft/transferrable skills: reliability and work readiness; communication and teamwork on job 

sites; adaptability and problem-solving in dynamic construction environments are critical for 

apprentices and entry-level workers. 

¶ Strengthen system navigation and awareness of local employment services; improve 

coordination to connect job seekers with opportunities. 
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2025-2026 Framing the Future Survey 

Training Needs and Promising Approaches 

¶ Expand pre-apprenticeship and apprenticeship programs; adjustments to journeyperson-to-

apprentice ratios would help to ease training bottlenecks. 

¶ On-the-job mentorship and structured mentorship programs are seen as key enablers for bringing 

new entrants into the sector. 

¶ Increase early exposure to construction careers in schools (shop classes, career exploration, 

financial literacy) to broaden awareness and interest. 

¶ Financial incentives (wage subsidies, hiring incentives) and targeted training supports can help 

attract and retain workers. 

¶ Partnerships with education providers and industry groups to create clear career pathways, 

internships, and apprenticeship pipelines. 
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2025-2026 Framing the Future Survey 

In Summary 

A coordinated, region-wide approachðconnecting schools 

and training providers, pre-apprenticeship and apprenticeship 

pathways, employer-led supports, and stronger career 

awarenessðis critical to reducing skilled-labour gaps and 

improving access into construction careers across Hastings, 

Prince Edward, and Lennox & Addington Counties. 

At the same time, targeted programs that build both trade-

specific competencies and certifications (e.g., safety tickets 

and technical training) and core employability skills (e.g., 

reliability, leadership, communication, teamwork, emotional 

intelligence, time management, adaptability and problem-

solving) will strengthen retention and productivity on job sites, 

creating a more resilient workforce able to meet todayôs 

demand while preparing for future growth.  
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2025-2026 Framing the Future Survey 

The Centre for Workforce Development extends our sincere thanks to the Quinte Home Buildersô 

Association (QHBA) for their invaluable support in helping us deliver the 2025 Framing the Future 

Survey. Through their partnership, we were able to connect directly with their membership via 

targeted email outreach and meaningful in-person engagement opportunities, including the annual 

Quinte Home Builders Home and Cottage Show, the QHBA Membership Appreciation Event, and 

their signature 2025 ACE Awards (Awards for Construction Excellence). 

These touchpoints allowed us to gather important, sector-specific workforce insights directly from 

builders, renovators, suppliers, trades, and industry professionals who are actively shaping our 

regional economy. 

For over 65 years, QHBA members have shaped the landscape of the Quinte Region ð building 

not only homes, but vibrant communities and a resilient local industry. Today, their diverse 

membership continues to lead with innovation, craftsmanship, and a commitment to excellence. 

From smart design to sustainable construction practices, QHBA members are creating the next 

generation of homes, neighbourhoods, and communities that reflect the evolving needs of our 

growing region. 

We are especially grateful to 

QHBA CEO Ruth Estwick, who 

consistently goes above and 

beyond in collaborating with 

CFWD and other key community 

partners. Her leadership and 

commitment to partnership 

elevate workforce development 

efforts across the construction 

sector and strengthen our 

collective ability to respond to 

industry needs with data-driven 

strategies. Thank you Ruth! 

Together, these collaborations 

ensure we are building not only 

structures ð but opportunity, 

capacity, and long-term workforce 

resilience for the Quinte Region. 

https://www.quintehomebuilders.com/
https://www.quintehomebuilders.com/
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Canada Business Counts 

One of the principal indicators that sheds light on our regionôs economy is Statistics Canadaôs 

Canada Business Counts data, published semi-annually. This dataset offers a valuable 

snapshot of the local business landscape, enabling us to assess workforce demand by 

analyzing how businesses are distributed across sectors. By gauging the share of total 

businesses in each industry, we gain a clearer view of economic trends and employment 

opportunities within our region.   

Tables 1A, 1B, and 1C, presented on the following pages, offer a detailed look at the economic 

makeup of Hastings, Prince Edward, and Lennox & Addington Counties. They show the counts 

of employers and the size of businesses within each sector, categorized by number of 

employees.  

The data show that self-employed entrepreneurs constitute a substantial share of businesses 

across all three counties. As of June 2025, about 68% of Hastings Countyôs 13,161 businesses, 

71% of Prince Edward Countyôs 3,654 firms, and 72% of Lennox & Addington Countyôs 3,680 

firms are run by self-employed individuals.   

Across the three counties, micro businessesðemploying fewer than five peopleðrank as the 

second most common firm size, underscoring the vital contribution of small enterprises to the 

local economy.   
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Canada Business Counts 

Hastings County 

Source: Canada Business Counts, June 2025 

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 592 83.5 84 11.8 33 4.7 0 0.0 0 0.0 

Mining, Oil/Gas Extraction 3 27.3 3 27.3 5 45.5 0 0.0 0 0.0 

Utilities 50 86.2 3 5.2 3 5.2 0 0.0 2 3.4 

Construction 793 54.8 378 26.1 273 18.9 4 0.3 0 0.0 

Manufacturing 123 42.0 47 16.0 106 36.2 15 5.1 0 0.0 

Wholesale Trade 100 42.4 61 25.8 74 31.4 0 0.0 0 0.0 

Retail Trade 387 38.5 230 22.9 378 37.6 10 1.0 0 0.0 

Transportation & Warehousing 398 71.5 94 16.9 63 11.3 2 0.4 0 0.0 

Information and Cultural 69 52.7 27 20.6 35 26.7 0 0.0 0 0.0 

Finance and Insurance 376 73.4 56 10.9 79 15.4 1 0.2 0 0.0 

Real Estate and Leasing 2,627 93.3 144 5.1 46 1.6 0 0.0 0 0.0 

Professional, Scientific, Technical 681 70.6 207 21.5 76 7.9 1 0.1 0 0.0 

Management of Companies 48 76.2 9 14.3 5 7.9 1 1.6 0 0.0 

Administrative and Support, Waste 
Management and Remediation 290 61.1 86 18.1 96 20.2 2 0.4 1 0.2 

Educational Services 87 67.4 17 13.2 22 17.1 1 0.8 2 1.6 

Health Care and Social Assistance 614 57.3 204 19.0 235 21.9 17 1.6 1 0.1 

Arts, Entertainment, Recreation 130 69.5 22 11.8 33 17.6 2 1.1 0 0.0 

Accommodation & Food Services 157 35.4 66 14.9 217 48.9 4 0.9 0 0.0 

Other Services 603 62.2 231 23.8 133 13.7 2 0.2 0 0.0 

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

Unclassified 862 81.9 143 13.6 47 4.5 0 0.0 0 0.0 

TOTAL 8,990 68.3 2,115 16.1 1,980 15.0 65 0.5 11 0.1 

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



 

 25 

Canada Business Counts 

Prince Edward County 

Source: Canada Business Counts, June 2025 

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 268 72.6 59 1.6 23 0.6 1 0.0 0 0.0 

Mining, Oil/Gas Extraction 2 0.1 0 0.0 2 0.1 0 0.0 0 0.0 

Utilities 11 0.3 4 0.1 0 0.0 0 0.0 0 0.0 

Construction 214 5.8 110 3.0 48 1.3 0 0.0 0 0.0 

Manufacturing 71 1.9 29 0.8 40 1.1 1 0.0 0 0.0 

Wholesale Trade 36 1.0 10 0.3 12 0.3 0 0.0 0 0.0 

Retail Trade 100 2.7 35 1.0 51 1.4 0 0.0 0 0.0 

Transportation & Warehousing 37 1.0 14 0.4 7 0.2 0 0.0 0 0.0 

Information/Cultural Industries 33 0.9 8 0.2 5 0.1 0 0.0 0 0.0 

Finance and Insurance 101 2.7 6 0.2 8 0.2 0 0.0 0 0.0 

Real Estate and Leasing 659 17.9 40 1.1 9 0.2 0 0.0 0 0.0 

Professional, Scientific, Technical 284 7.7 64 1.7 16 0.4 0 0.0 0 0.0 

Management of Companies 20 0.5 1 0.0 1 0.0 0 0.0 0 0.0 

Administrative and Support, Waste 
Management and Remediation 86 2.3 32 0.9 18 0.5 0 0.0 0 0.0 

Educational Services 24 0.7 3 0.1 1 0.0 0 0.0 0 0.0 

Health Care and Social Assistance 136 3.7 65 1.8 45 1.2 1 0.0 0 0.0 

Arts, Entertainment, Recreation 62 1.7 10 0.3 6 0.2 0 0.0 0 0.0 

Accommodation & Food Services 110 3.0 23 0.6 68 1.8 0 0.0 0 0.0 

Other Services 123 3.3 44 1.2 16 0.4 0 0.0 0 0.0 

Public Administration 0 0.0 0 0.0 1 0.0 0 0.0 0 0.0 

Unclassified 293 8.0 57 1.5 16 0.4 0 0.0 0 0.0 

TOTAL 2,670 72.6 614 61.7 393 10.7 3 0.1 0 0.0 

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

Lennox And Addington County 

Source: Canada Business Counts, June 2025 

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 297 8.1 28 0.8 18 0.5 0 0.0 0 0.0 

Mining, Oil/Gas Extraction 0 0.0 2 0.1 0 0.0 0 0.0 0 0.0 

Utilities 17 0.5 0 0.0 1 0.0 1 0.0 0 0.0 

Construction 273 7.5 128 3.5 70 0.9 1 0.0 0 0.0 

Manufacturing 33 0.9 8 0.2 27 0.7 4 0.1 1 0.0 

Wholesale Trade 31 0.8 19 0.5 15 0.4 0 0.0 0 0.0 

Retail Trade 101 2.8 49 1.3 73 2.0 3 0.1 0 0.0 

Transportation & Warehousing 95 2.6 24 0.7 18 0.5 1 0.1 0 0.0 

Information/Cultural Industries 18 0.5 10 0.3 5 0.1 0 0.0 0 0.0 

Finance and Insurance 97 2.7 14 0.4 17 0.5 0 0.0 0 0.0 

Real Estate and Leasing 613 16.8 23 0.6 9 0.2 0 0.0 0 0.0 

Professional, Scientific, Technical 234 6.4 40 1.1 20 0.5 0 0.0 0 0.0 

Management of Companies 20 0.5 0 0.0 1 0.0 0 0.0 0 0.0 

Admin. Supôt., Waste, Remediôn 87 2.4 28 0.8 24 0.7 0 0.0 0 0.0 

Educational Services 21 0.6 4 0.1 3 0.1 0 0.0 1 0.0 

Health Care and Social Assistôe 139 3.8 60 1.6 56 1.5 5 0.1 0 0.0 

Arts, Entertainment, Recreation 42 1.1 5 0.1 12 0.3 0 0.0 0 0.0 

Accommodation & Food Services 40 1.1 18 0.5 57 1.6 0 0.0 0 0.0 

Other Services 180 4.9 59 1.6 34 0.9 0 0.0 0 0.0 

Public Administration 0 0.0 0 0.0 4 0.1 7 0.2 0 0.0 

Unclassified 246 6.7 45 1.2 11 0.3 0 0.0 0 0.0 

TOTAL 2,588 70.8 564 15.4 478 13.1 22 0.6 2 0.1 

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



 

 27 

Canada Business Counts contôd 

Canada Business Counts data offer a sharp view of the regionôs economic structure by revealing 

how many businesses operate in each sector at the county level. Tables 1D, 1E, and 1F break 

down the total number of businesses by sector for Hastings, Prince Edward, and Lennox & 

Addington Counties and show each sectorôs share of the local business community. When these 

county figures are benchmarked against Ontarioôs provincial distribution, the analysis highlights 

where the counties exhibit stronger specialization or greater diversification, informing 

policymakers, investors, and economic developers about local strengths, gaps, and growth 

opportunities.  

Compared with Ontario, Hastings County shows a greater local prominence in Agriculture, 

Construction, and Retail Trade, while Transportation and Warehousing and Professional, Scientific 

and Technical Services are notably weaker. This suggests a local economy focused on farming, 

building activity, and retail, with less emphasis on logistics and high-skill professional services.  

Relative to Ontario, Prince Edward County has stronger local activity in Agriculture, 

Accommodation and Food Services, and Construction, with noticeably fewer businesses in 

Transportation and Warehousing, Real Estate and Leasing, and Professional, Scientific and 

Technical Services. The presence of Accommodation and Food Services points to a tourism/

hospitality orientation alongside agriculture and construction.  

Lennox & Addington County shows greater local strength particularly in Agriculture, 

Construction, and Other Services, while Real Estate and Leasing, Professional, Scientific and 

Technical Services, and Transportation and Warehousing are comparatively weaker.  

* Other Services: Other Services includes establishments not classified to another sector, mainly offering 

maintenance and repair for vehicles and equipment; personal and household services (laundry, pet care, funeral); 

photo finishing; and organizational activities such as religious events, grant-making, advocacy, and promoting 

membersô interests. (Source: ISDE Canada)  
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Canada Business Counts 

Hastings County 

Source: Canada Business Counts, June 2025 

 Industries  

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

Businesses in 
Ontario  

Total  %  

Agriculture, Forestry, Fishing and Hunting 709 5.4 2.6 

Oil and gas extraction, Quarrying, Mining 11 0.1 0.1 

Utilities 58 0.4 0.2 

Construction 1,448 11.0 8.1 

Manufacturing 293 2.2 2.0 

Wholesale Trade 236 1.8 2.0 

Retail Trade 1,005 7.6 5.0 

Transportation and Warehousing 557 4.2 7.5 

Information and Cultural Industries 131 1.0 1.2 

Finance and Insurance 512 3.9 4.5 

Real Estate and Leasing 2,817 21.4 22.9 

Professional, Scientific and Technical Services 965 7.3 12.0 

Management of Companies and Enterprises 63 0.5 0.7 

Admin. support, Waste Mngt., Remediation 475 3.6 3.5 

Educational Services 129 0.1 1.0 

Health Care and Social Assistance 1,071 8.1 6.6 

Arts, Sports, Entertainment and Recreation 187 1.4 1.4 

Accommodation and Food Services 444 3.4 2.5 

Other Services 969 7.4 5.3 

Public Administration 29 0.2 0.1 

Unclassified 1,052 8.0 10.8 

TOTAL 13,161   

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

Prince Edward County 

Source: Canada Business Counts, June 2025 

 LƴŘǳǎǘǊƛŜǎ  

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

.ǳǎƛƴŜǎǎŜǎ ƛƴ 
hƴǘŀǊƛƻ  

¢ƻǘŀƭ  ҈  

Agriculture, Forestry, Fishing and Hunting 338 351 9.5 2.6 

Oil and gas extraction, Quarrying, Mining  4 0.1 0.1 

Utilities  15 0.4 0.2 

Construction  372 10.1 8.1 

Manufacturing  141 3.8 2.0 

Wholesale Trade  58 1.6 2.0 

Retail Trade  186 5.1 5.0 

Transportation and Warehousing  58 1.6 7.5 

Information and Cultural Industries  46 1.3 1.2 

Finance and Insurance  115 3.1 4.5 

Real Estate and Leasing  708 19.2 22.9 

Professional, Scientific and Technical Services  364 9.9 12.0 

Management of Companies and Enterprises  22 0.6 0.7 

Administrative and Support, Waste Management 136 3.7 3.5 

Educational Services  28 0.8 1.0 

Health Care and Social Assistance  247 6.7 6.6 

Arts, Sports, Entertainment and Recreation  78 2.1 1.4 

Accommodation and Food Services  201 5.5 2.5 

Other Services  183 5.0 5.3 

Public Administration  1 0.0 0.1 

Unclassified  366 9.9 10.8 

TOTAL  3680   

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

Lennox & Addington County 

Source: Canada Business Counts, June 2025 

 Industries  

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

Businesses in 
Ontario  

Total  %  

Agriculture, Forestry, Fishing and Hunting 343 9.4 2.6 

Oil and gas extraction, Quarrying, Mining 9 0.2 0.1 

Utilities 19 0.5 0.2 

Construction 472 12.9 8.1 

Manufacturing 73 2.0 2.0 

Wholesale Trade 65 1.8 2.0 

Retail Trade 226 6.2 5.0 

Transportation and Warehousing 138 3.8 7.5 

Information and Cultural Industries 33 0.9 1.2 

Finance and Insurance 128 3.5 4.5 

Real Estate and Leasing 645 17.7 22.9 

Professional, Scientific and Technical Services 294 8.0 12.0 

Management of Companies and Enterprises 21 0.6 0.7 

Admin. support, Waste Mngt., Remediation 139 3.8 3.5 

Educational Services 29 0.8 1.0 

Health Care and Social Assistance 260 7.1 6.6 

Arts, Sports, Entertainment and Recreation 59 1.6 1.4 

Accommodation and Food Services 115 3.1 2.5 

Other Services 273 7.5 5.3 

Public Administration 11 0.3 0.1 

Unclassified 302 8.3 10.8 

TOTAL 3,654   

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

Source:  Statistics Canada Census 2016 and 2021   Data Tables:  Statistics Canada Census 2021 (Table 6) and 2016 (Table 12BB POR) 
completed Dec 13, 2023. 

Industries 

Hastings ï Lennox and Addington ï 
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 underscores the pivotal roles of Public Administration, Manufacturing, and Health Care 

and Social Assistance in regional employment. It also highlights notable local employment growth 

from 2016 to 2021, particularly in Health Care and Social Assistance, Construction, and 

Professional, Scientific, and Technical Services.  

By contrast, declines in Accommodation and Food Services, Retail, and Other Services are likely 

attributable to pandemic-related restrictions in place during the 2021 Statistics Canada Census 

period.  
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Canada Business Counts 

Source:  Statistics Canada Census 2016 and 2021    Data Tables:  Statistics Canada Census 2021 (Table 2.ivt) and 2016 (Table 12BB) completed 
Dec 13, 2023. 

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

Occupation 

Hastings ï Lennox and Addington ï 
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 across major occupational groups in the 

CFWD region from 2016 to 2021. As in many Ontario regions, employment rose in Health 

occupations, reflecting aging demographics, growing demand for healthcare services, and ongoing 

workforce development initiatives. There were also notable gains in Legislative and Senior 

Management occupations and in Trades, Transport and Equipment Operators, consistent with 

continued governance needs, organizational restructuring, and sustained demand for skilled trades 

and infrastructure maintenance.  

By contrast, the Sales and Services group declined, a pattern likely amplified by pandemic 

restrictions that curtailed consumer activity, accelerated shifts to online shopping, and temporary 

business closures during the 2021 census period. Taken together, these shifts point to a regional 

trajectory toward stronger health, leadership, and skilled-trades employment, while consumer-

facing services faced headwinds in the pandemic era. The results also reflect the timing of census 

data amid unprecedented disruption, so interpretations likely balance longer-term structural trends 

with temporary shocks.  
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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 


