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1.  EXECUTIVE SUMMARY  

The District of Algomaôs resource-based economy is recovering from a protracted recession.  Significant 
obstacles remain, however, to full recovery.  There is an out -migration of young adults looking for work 

and the better wages paid in the larger urban a reas of southern Ontario.  As elsewhere in Canada, the 
populations of the Algomaôs three regions are aging.  It is already difficult for employers to replace skilled 
workers who are retiring  and the number of retirees is  expected to increase throughout the next decade.  

Conversely, there are not enough jobs for unskilled labour.  

While gaps in supply and demand are common in resource-based economies, the recession beginning in 

2009 has lasted longer and recovery has been slower than in the past.  Additional concerns about the 
Districtôs aging population, declining immigration and lack of opportunity for youth prompted the Algoma 
Workforce Investment Committee (AWIC) to conduct a Labour Force Analysis and Workforce 

Development Strategy, undertaken in spring and summer of 2010.  

The following report is based upon research conducted across the District including 60 interviews with 
key stakeholders, nine focus groups, three site visits and a survey of more than 300 employers.  

It should be emphasized that this study was not intended to be an economic development strategy for 
the region, but rather, is intended to identify specific gaps/challenges with respect to the human resource 
environment in the region. However, it should be em phasized that a human resource strategy cannot be 

pursued in isolation of a broader regional economic strategy, and some of the recommendations 
identified in this report may be beyond a strictly defined human resource strategy.  

The research completed by the consultant identified a wide array of human resource challenges 

confronting employers and stakeholders in the region. While not all regions experienced t he same 
challenges, the district as a whole did generally have a variety of human resource challenges that could 
be grouped under the following headings: Demographics, Workforce, Training, Infrastructures and 

Planning and Coordination.  

The demographic challenge facing the district is the declining population and aging workfor ce with fewer 

younger workers.  Employers are facing challenges in terms of succession planning, as workers with the 
right skills are not available to fill positions vacated by retiring workers. The demographic challenge 
suggests that alternative workfor ces may need to be accessed (e.g., First Nations, immigrants) to ensure 

that the region has the workers required to meet current and future labour req uirements. 

The workforce challenge refers to the type of workers and skills sets needed in the future. Although 
among employers surveyed there was a feeling that the total number of workers required in the next five 

years would be lower than the numbers currently employe d, there was indication that employer s would 
need to fill a considerable number of supervisory/management positions. The workforce challenge also 
includes a recognition that employment growth in the region would likely be in more ñnon-traditionalò 

sectors including renewable energy and small business start-ups. Finally, the workforce challenge also 
encompasses employer reluctance to invest in training/professional development of staff due to the  fear 
of losing such employees. 

The training challenge highlights the dichotomy in the training system in the region. While employers and 
workers in Sault Ste. Marie have easy access to education and training resources, employers in Superior 
East and East Algoma face considerable barriers in terms of accessing affordable training. Across the 

region, employers cite a disconnect between the K-12 education system and the world of work, and  a 
lack of specific training programs that meet their needs. However, the research also identified a common 
reluctance among employers to invest in training, particularly apprenticeship training due to fears of 

losing the employee once they are trained.  

The infrastructure challenge related to the limited ability to deliver college level programs outside of Sault 

Ste. Marie. While most employers would prefer to access college level programs, it is not feasible to 
establish college campuses in many of the smaller communities. In addition, the lack of high speed 
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internet connections further undermines the abilities to provide cost effective training to 
employers/workers located in remote regions.  

The planning and coordination challenge reflects the fact that there are numerous organizations that 
influence the human resource environment in the District of Algoma. An effective human resource 
strategy requires the input and coordination from a range of organizations ï including the federal and 

provincial governments, local education and training providers, employers and the First Nations 
communities. While AWIC represents a good start to such coordination, success of any human resource 
strategy will require the establishment of a permanent structure to guide and o versee proposed 

recommendations.  

In response to those challenges, there are several recommendations that have been identified by the 

consultant that could help ensure that employers in the district have access to an adequate pool of labour 
with the approp riate mix of skills and education to meet current and future needs. These 
recommendations are provided below under the general headings of Infrastructure and Planning, Supply 

Side Strategies, Education and Training Strategies and Other Action Items.  

Highlighted below are several actions and/or strategies that should be considered in order to address 
human resource issues in Superior East, Central Algoma, East Algoma and the District of Algoma as a 

whole. It should be noted that these recommendations are no t provided in order of priority, and can be 
ñactionedò by several different parties.  

Infrastructure and Planning Related Recommendations  

It is clear that the human resource strategy will need to be guided by a formal structure. In addition, a 
human resource strategy should not be viewed as static ï new issues will emerge and new plans or 
strategies will be required to address these emergent issues. Highlighted below are several action items 

related to infrastructure and human resources planning in the regi on.  

1.  Formalize/maintain a formal group to oversee human resource issues in the region.  

As noted previously, a human resource response will require coordinated actions among a 

multitude of stakeholders, including the federal government, provincial government, education 
and training providers, and the First Nations communities. AWIC is well-positioned to assure this 

co-ordination role, however, AWIC would also need to expand membership to include 
government departments/agencies and possibly other stakeholders. AWIC could also maintain 
and update on a regular basis labour market intelligence tha t could direct future labour market 

planning.  

2.  Develop a means for employers to communicate their training needs to the training 
bodies.  

Central Algoma, dominated by Sault Ste. Marie, has access to the most training facilities and a 
site in the District of  Algoma, yet proximity to training still presents  itself as an issue. 
Communication between the training bodies and the employers in the region needs to be 

directed or overseen regularly so that the employers are able to communicate their needs to the 
training bodies and the training bodies are able to respond. Discussions with the training bodies 
in the area provide the understanding that employers need to communicate their needs and their 

lack of needs so that the training bodies are not over -saturating t he local market when there are 
no jobs. A training facility needs adequate time to begin and end their program offering and 
cannot be expected to respond immediately to training shortages in the region. As a result, 

employers need to work to provide traini ng facilities with projections of their workforce and what 
training might be required in the future. AWIC or local EDOs could facilitate much of the 

oversight for the training discussions between employer and training bodies so that the process is 
proactive to local employer training and labour needs rather than the current reactive state.  

  




































































































































































































































































