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Saskatchewan Manufacturing Labour Market Survey
Survey Background Information - Executive Summary

The Saskatchewan manufacturing industry is one of the key wealth generating industries in the province. In
2008, the industry generated 7.8% of the provinces real GDP and $12.2 hillion in manufacturing shipments.
Theindustry is diverse with key products including: food, chemical, machinery, fabricated and primary meta
products, transportation equipment, wood products, and others. In 2008, there were approximately 31,000
employed in the industry. Approximately 50% of the jobsin 2008 were in machinery manufacturing (6,700),
fabricated metal products (3,900) and food (4,900).

The Saskatchewan Manufacturing Labour Market Study was undertaken to:
1) better understand the key human resource i ssues impacting Saskatchewan manufacturers
2) understand the strategies manufacturing companies are using to overcome these issues
3) better quantify the specific occupational requirements of the industry

Thetarget for the study included manufacturers employing staff. The study consisted of a survey of
manufacturers, five focus groups with small and medium employers and in-depth interviews with larger
employers. The research for this project was completed by Insightrix Research Inc. with atotal of 1682
companies contacted to participate in the on-line survey with 1226 digible to participate. Inthe end, 467
companies participated in the survey. The survey was completed in May and June of 2009 with focus groups
being completed between June and October 2009.

Key Findings

Impression of Current Labour Conditions

At the time of this survey, (June 2009) about a quarter of companies were experiencing labour shortage while
about 10% were experiencing labour surplus with most companies falling somewhere in between. At thetime
of the survey, about half of the companies felt that the economic slow down had no impact on the difficulty of
finding workers while approximately athird found it was either somewhat or alot easier to find workers. From
the period of time of the survey (June 2009) to the completion of al focus groups and interviews with larger
employers (October 2009) participants note the labour situation had improved dramatically. Participants cited
key factors such as the manufacturing downturn in Ontario, the cooling of the Alberta oil and gas sector, layoffs
of larger employers within the province and the general softening of salesin their business as contributing to
these conditions. Some select medium to larger employers noted a decrease in staff turnover and where there
was turnover it was more related to an employee looking for different work or work location rather than leaving
for higher wages.

Overall Level of Turnover

About one half (47.6%) of respondents report their business has had employee turnover of less than 5% within
the past 12 months. A greater number of respondents within NAICS 31 - food, beverage, clothing etc. (52.3%)
and 32 - wood, paper, petroleum, chemical etc. (55.9%) indicated less than 5% turnover as compared to
companies within NAICS 33 - metal related, equipment, wood etc. (41.9%). (To see detailed description of
NAICS codes, see chart on page 4.) The level of turnover tended to increase with the size of the company.
Almost three-quarters (72.8%) of companies with less than 5 employees indicated a turnover rate of less than
5% which was lower than al other employee size groups. When asked where most employees move to when
leaving their company, survey respondents indicate employees were moving to other companies within the
province (54.2%), exiting the industry or changing careers (36.9%), taking up studies (19.7%); or moving to
other provinces or countries (17.7%).



Recent Business Situations Experienced

While approximately one-third of the companies were having no issues with attracting and keeping empl oyees,
about 40% were still experiencing shortages of specific skills and general labour that was a constraint to
business growth.

Half of the companies (49.3%) surveyed indicated their labour costs have increased within the past 12 months.
A number of companies (45.6%) have increased their operating efficiency. Threein ten (29.3%) have retrained
and up-skilled employees, 19.5% have invested in automation and 18.4% have outsourced work. These
strategies could be indicative of alabour shortage situation.

Recruitment Strategies

Word-of-mouth referrals is the most common recruiting strategy that respondents are currently using (35.1%)
followed by on-line job posting sites (24.8%). Close to 80% of the companies surveyed stated they have not
considered using strategies for the recruitment of individuals with disabilities, attending job fairs, actively
recruiting from other companies or offering sign-up bonuses.

Companies who are currently using each recruiting technique were asked to rate its effectiveness. Of the
respondents who are currently recruiting from other countries, more than 50% consider this method very
effective. Onlinejob posting sites are considered very effective among 46.1% of those respondents using them.
Referras are considered to be very effective by 39.3% of those currently using this method. Methods deemed to
be least effective by those who have used them include recruiting via professional or industry associations
(8.6%), attending job fairs (14.3%) and specifically targeting recruitment of individuals with disabilities
(16.7%).

Retention Strategies

The most common method of retaining existing staff, used by 71.3% of companies, included competitive pay
and benefits. Reasonable job demands (48.5%); enhanced work environments (47.5%), flexible work
arrangements (46.7%) and bonus/reward systems (45.6%) are also commonly used. Least common techniques
include training and devel opment opportunities and career planning (28.9%), performance management
approaches (32.1%), increased safety training (39.4%) and job security (39.4%). It isnoted that the size of the
company has a notable impact on techniques used which hasimpacted overal findings. Companiesin NAICS
32 and 33 use competitive pay and benefits more than companiesin NAICS 31. Businesses with 6 to 19, 20 to
49 or greater than 50 employees use or have used more competitive pay and benefits and bonus/reward systems
than those businesses with 5 or fewer employees. Overall, businesses with larger number of employees
currently use or have used many retention strategies listed.

In terms of the effectiveness of the methods listed for retaining staff, a majority of the respondents who use each
method believe that flexible work arrangements (61.1%), bonus/reward systems (58.5%), competitive pay and
benefits (55.9%) and job security (53.8%) are very effective. Least effective include cross training (26.3%),
performance management (30.4%) and career planning (31.6%).

National Occupation Classification Results

Survey data on 63 different National Occupational Classifications (NOCs) were collected in the survey;
however, sufficient data was collected for only eight of these to reflect the population with an acceptable level
of statistical accuracy. A list of these occupations can be found on Page 8. Manufacturers were asked their
impression of the current labour conditions as well as their impression of the expected labour conditions over
the next twelve months. Current and expected conditions were in the mid range (3 to 5 rating) for all eight
NOCs average ratings. While there was some slight movement between current conditions and expected
conditions, no occupations moved into either a shortage (1 or 2 rating) or excess supply (6 or 7 rating) in terms
of the average ratings.



M anufacturing companies were also asked about current occupational vacancies, expected retirementsin the
next five years, and expected requirements over the next five years. At the time of the survey (June 2009), there
were arange of vacancies from 6% to 20%. Between 30% and 47% of companies expected retirementsin the
occupations discussed with the highest levels being indicated for Supervisors, Other Products Manufacturing
and Assembly (9227) and Welders and Related Machine Operators (7265). Respondents expected increased
occupational demand for occupations with the smallest increase in Receptionists (1414) and Product Clerks
(1473) and the largest increase in Labourersin Metal Fabrication (9612) and Welders and Related Machine
Operators (7263).

Provincial Background & Survey Process - Detailed Summary

Like most other industries in Saskatchewan, the current and long term availability of skilled and entry level
employees in the manufacturing sector have been a concern. Issues such as demands from other industries
expecting considerable growth, demographic trends and expected retirements will al have an impact on the
industry’ s ability to attract and keep employees. While the recent economic slow down somewhat eased the
demand for employees, there continues to be specific skillsthat are difficult to recruit.

The survey was divided into two parts. Part 1 focused on general labour market conditions and strategies for
recruitment and retention of employees. Part 2 focused on labour market conditions based on specific National
Occupational Classification codes. The National Occupational Classification (NOC) provides a standardized
language for describing the work performed by Canadians in the labour market. Respondents were first
contacted by telephone and invited to participate in the research. The three response options available to
respondents included telephone, fax and online.

The survey response rate for Part 1 was 38.1% (467 companies) and for Part 2 it was 29% (355). These
response rates are considered to be strong given the target group (business), survey length and window in which
the quantitative research was conducted. The distribution of the survey respondents closely matched the
manufacturing popul ation in Saskatchewan with respect to geographic location namely: Saskatoon, Regina, and
the remainder of Saskatchewan. The sampleis slightly over-representative of larger employers from within the
province, yet still provides an accurate representation of the manufacturing industry. The breakdown of
business respondents for the survey was as follows:

Less than 20 employees - 68.5 %

20 to 49 employees - 15.7%

50 to 99 employees - 7.5%

100 to 249 employees - 5.4%
250 employees or greater - 2.8%

NAICS 31

NAICS 32

NAICS 33

Food manufacturing
Beverage and tobacco
product manufacturing
Textile mills

Textile product mills
Clothing manufacturing
Leather and allied product
manufacturing

Wood product manufacturing
Paper manufacturing
Printing and related support
activities

Petroleum and coal products
manufacturing

Chemica manufacturing
Plastics and rubber products
manufacturing

Non-metallic mineral product
manufacturing

Primary metal manufacturing
Fabricated metal product
manufacturing

Machinery manufacturing
Computer and electronic
product manufacturing
Electrical equipment,
appliance and component
manufacturing
Transportation equipment
manufacturing

Furniture and related product
manufacturing
Miscellaneous manufacturing




About one half (54.4%) of respondents arein NAICS 33, 27.2% are classified as NAICS 32 and 18.4% are
classified as NAICS 31. Thisfallsclosely in line with the manufacturing breakdown for the province.

Part 1. Labour Market and Company Strategy Results

The following results can be applied to the broader population of manufacturing businesses in the province.
The margin of error is +3.6 percentage points, at 95% confidence interval level. This means that we can be
sure the results are within +3.6 percentage points of the population figuresif all employers had been
surveyed, 19 times out of 20. For example, if we say 15.1% of respondents describe the current labour
conditions as being in a*“ severe shortage”, we can say 15% of all businesses within the manufacturing sector
in Saskatchewan would say this, within the stated margin of error noted above (+3.6 percentage points).

Impression of Current Labour Conditions

Manufacturers were asked their impression of the current |abour conditions on a7 point scalewhere 1is
“continual shortage” and 7 is “excess supply”. The survey responses follow a general uniform distribution
curve, with adight skewing towards the lower end. Specifically, about one quarter (27.2%) of businesses are
experiencing a shortage (rated a 1 or 2) when compared to one in ten (10.2%) who are experiencing excess
supply of labour (rated 6 or 7). However, most businesses fall within the middle rate (ratings of 3to 5 -

62.5%).
ﬁjﬂ 23.8% 19.7% 19.0% E
| I ]
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M 1 (Continual shortage) &2 I3 4 115 E6 M7 (Excess supply)

Impact of Economic Slow-down on Labour

Approximately one haf of respondents (53.5%) believe the recent world economic slow-down has generally
had no impact on the difficulty in recruiting workers for their company. However, more than one third
(38.0%) of respondents believe it has been somewhat (26.0%) or alot easier (12.0%) to find workers. About
onein ten (8.5%) respondents believes it has been somewhat or much harder to find workers.

26.0% m 53.5% 6.5%
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
H A lot easier B Somewhateasier I About the same i Somewhatharder B Much harder

# $ % &
% '

From the period of time when the survey was conducted (June 2009) to the completion of all focus groups
and interviews with larger employers (October 2009), participants note the labour situation had improved
dramatically. Participants noted key factors such as the manufacturing downturn in Ontario, the cooling of
the Alberta oil and gas sector, layoffs of larger employers within the province and the general softening of
salesin their business have contributed to these conditions. Some select medium to larger employers noted a
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decrease in staff turnover. Where there was turnover it was more related to an employee looking for different
work or work location rather than leaving for higher wages.

Overall Level of Turnover

About one half (47.6%) of respondents report their business has had employee turnover of lessthan 5%
within the past 12 months. This calculation is based on the percentage of employees who have |eft
voluntarily and excludes those who have been laid off or retired.

60.0%

47.6%

50.0%

40.0%

30.0%

0, =
20.0% 12.8%

11.6% 11.2%
10.0% - 6.9%
0,
B B R
0%, T i T IE—|—=—|—=—Y—=
Less than 5%to 10%to 20%to 30%to 50%to 75%to  100%or Don't
5% under under under under under under more know
10% 20% 30% 50% 75% 100%

# ( ( ( ! )

A greater number of respondents within NAICS 31 (52.3%) and 32 (55.9%) indicated |ess than 5% turnover
as compared to companies within NAICS 33 (41.9%). The level of turnover tended to increase with the size
of the company. Almost three-quarters (72.8%) of companies with less than 5 employees indicated aturnover
rate of less than 5% which was lower than all other employee size groups. When asked where most
employees move to when leaving their company, survey respondents indicate empl oyees were moving to
other companies within the province (54.2%), exiting the industry or changing careers (36.9%), taking up
studies (19.7%); or moving to other provinces or countries (17.7%).

Recent Business Situations Experienced

To better understand how labour circumstances are impacting their business, companies were asked which of
the following situations they had experienced in the past 12 months. The following table reflects these
results.

Count Percent ‘

Have had no problem attracting or retaining labour 160 34.3%
S\rrgm%periencing some labour shortages but not constraining business 131 28.1%
Specific skills are constraining business growth 119 25.5%
General labour shortages are constraining business growth 78 16.7%
Are experiencing labour surpluses 45 9.6%
None of the above apply 83 17.8%
Total 467 100.0%




While approximately one-third of the companies were having no issues with attracting and keeping
employees, about 40% were still experiencing shortages of specific skills and general labour that was a
constraint to business growth.

One half of the companies (49.3%) surveyed indicated their labour costs have increased within the past 12
months. A number of companies (45.6%) have increased their operating efficiency. Several (29.3%) have
retrained and up-skilled employees, 19.5% have invested in automation and a similar proportion (18.4%) has
outsourced work.

Count Percent ‘

Increase labour costs 230 49.3%
Improve operating efficiency 213 45.6%
Retrain and up skill employees 137 29.3%
Invest in automation 91 19.5%
Outsource production 86 18.4%
Offer permanent or temporary employee layoff 82 17.6%
Offer variable or reduced hours or time share 63 13.5%
Close or forgo product lines 34 7.3%
Any other situations 18 3.9%
None of the above apply 87 18.6%
Total 467 100.0%

* ( )

Recruitment Strategies

Word-of-mouth referrals is the most common recruiting strategy that respondents are currently using (35.1%)
followed by on-line job posting sites (24.8%). About one in ten have considered using each of the methods
listed below. Closeto 80% of the companies surveyed stated they have not considered using strategies for the
recruitment of individuals with disabilities, attending job fairs, actively recruiting from other companies or
offering sign-up bonuses.



Using referrals (word-of-mouth)

On-line job posting sites

Recruiting people from other countries

Recruiting directly from educational
institutions

Recruiting through professional or industry
associations

Use of third party recruitment or human
resource service

A specific program targeting recruitment
of individuals of aboriginal decent

Offering job-placement (sign-up bonuses)

Actively recruiting from other companies 80.3%
Attending job fairs 79.7%

A specifi target il
specihc program targeting recruitmen 22.9%

of individuals with disabilities

0% 20% 40% 60% 80% 100%
H Don't know

H Have not considered using
M Have considered using
i Have used within the past 12 maonths, but not currently

H Currently using

# % ( )

Some additional observations around the use of on-line job posting sites included:
NAICS 33 companies are more likely to use or have used this method of recruitment more than either
NAICS 31 or 32.
Regina and Saskatoon employers are more likely to use or have used on-line job postings than
companies in the remainder of Saskatchewan
Businesses with 20 to 49 employees or greater than 50 employees are more likely to use or have used
this approach than those with five or fewer employees.

It was also noted that businesses with alarger number of employees currently use or have used nearly every
recruiting method listed where as companies with less than 5 employees or between 6 to 19 employees most
likely use word-of-mouth referrals to recruit employees.

Companies who are currently using each recruiting technique were asked to rate its effectiveness. Of the 42
respondents who are currently recruiting from other countries, more than one half (57.1%) consider this
method very effective. Online job posting sites, used by 115 respondents, is considered very effective by
46.1%.



Referras are considered to be very effective by 39.3% of the 163 who are currently using this method.

M ethods deemed to be least effective by those who have used them include recruiting via professional or
industry associations (8.6%), attending job fairs (14.3%) and specifically targeting recruitment of individuals
with disabilities (16.7%).

Retention Strategies

The most common method of retaining existing staff, used by 71.3% of companies, included competitive pay
and benefits. Reasonable job demands (48.5%); enhanced work environments (47.5%), flexible work
arrangements (46.7%) and bonus/reward systems (45.6%) are also commonly used.

Least common techniques include training and devel opment opportunities and career planning (28.9%),
performance management approaches (32.1%), increased safety training (39.4%) and job security (39.4%).
Note that the size of the company has a notable impact on techniques used, impacting overall findings.

Companiesin NAICS 32 and 33 are more likely to use competitive pay and benefits than companiesin
NAICS 31. Businesseswith 6 to 19, 20 to 49 or greater than 50 empl oyees use or have used more
competitive pay and benefits and bonus/reward systems than those businesses with 5 or fewer employees.
Overall, businesses with alarger number of employees currently use or have used many retention strategies
listed.
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In terms of the effectiveness of the methods listed for retaining staff, a majority of the respondents who use
each method believe that flexible work arrangements (61.1%), bonus/reward systems (58.5%), competitive
pay and benefits (55.9%) and job security (53.8%) are very effective. Least effective include crosstraining
(26.3%), performance management (30.4%) and career planning (31.6%).

11



/ ( .+
( "

Part 2: National Occupation Classification Results

Survey data on 63 different NOCs were collected in the survey; however, sufficient data was collected for
only eight of theseto reflect the population with an acceptable level of statistical accuracy.

Manufacturers were asked their impression of the current labour conditions when hiring a particular
occupation on a7 point scale where 1 is*continual shortage” and 7 is “excess supply”. Companies were also
asked what their impression of the expected |abour conditions when hiring over the next twelve months.

Current and expected conditions were in the mid range for al eight NOCs average ratings. While there was

some slight movement between current conditions and expected conditions, no occupations moved into either
ashortage (1 or 2) or excess supply (6 or 7) rating in terms of the average ratings for expected conditions.

12



Occupation (NOC Code)

Current
Conditions

Expected
Conditions
(12 months)

Manufacturing Managers (0911) 3.4 3.7
Receptionists and Switchboard Operators 4.9 4.7
(1414)

Production Clerks (1473) 3.9 4.2
Welders and Related Machine Operators 3.7 3.9
(NOC 7265)

Supervisors, Other Products Manufacturing 3.6 3.9
and Assembly (9227)

Metalworking Machine Operators (9514) 3.5 3.7
Labourers in Metal Fabrication (9612) 4.2 4.3
Other Labourers in Processing, 3.9 4.0

Manufacturing and Utilities (9616)

Manufacturers also indicated that with the recent economic slowdown, finding workers was about the same or
somewhat easier to varying degrees for these occupations. Manufacturing compani es were also asked about
current occupational vacancies, expected retirements in the next five years, and expected requirements over
the next five years. The following table provides the results of these questions with the eight occupations

discussed.

Companies

Occupation (NOC

Code) Vacancies

expecting

retirement

within five
years

Companies
expecting
increase in next
five years

Companies
expecting

decrease in next

five years

Net % increase/
decrease
excluding

retirements within
5 years

Manufacturing 6.1%

Managers (0911)

36.6%

17.1%

2.4%

14%

Receptionists and 8.7%
Switchboard

Operators (1414)

N/A

12.0%

0%

9%

Production Clerks 11.6%

(1473)

32.6%

30.2%

4.7%

3%

Welders and 17.3%
Related Machine
Operators (NOC

7265)

43.6%

51.8%

1.8%

33%

Supervisors, Other 10.0%
Products
Manufacturing and

Assembly (9227)

46.7%

33.3%

0%

20%

Metalworking 10.0%
Machine Operators

(9514)

30.0%

28.0%

2.0%

20%

Labourers in Metal 20.3%

Fabrication (9612)

33.9%

44.1%

1.7%

41%

Other Labourers in 125
Processing,
Manufacturing and

Utilities (9616)

37.5

28.1

4.7

13

At the time of the survey (June 2009), there were arange of vacancies from about 6% to 20%. It is expected
these have adjusted over the last six months with the economic slowdown. Thirty to 47% of companies
expected retirements in the occupations discussed with the highest levels being indicated for Supervisors,
Other Products Manufacturing and Assembly (9227) and Welders and Related Machine Operators (7265).
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Respondents expected increased occupationa demand for al eight occupations with the smallest increasein
Receptionists and Switchboard Operators (1414) and Product Clerks (1473) and the largest increase in
Labourersin Metal Fabrication (9612) and Welders and Related Machine Operators (7263).

Conclusions

Theintent of this study wasto collect information to 1) better understand the key human resource issues
impacting Saskatchewan manufacturers 2) understand the strategies manufacturing companies are using to
overcome these issues and 3) better quantify the specific occupational requirements of the industry.

The survey response rate was sufficient to provide reliable results for Part 1 which provided insights on the
general labour market conditions and strategies for recruitment and retention used by Saskatchewan
manufacturers. Although in the time since the survey, the demand for some of these positions has eased, it is
expected that the strategies and issues will, to alarge extent, remain relevant.

Part 2 of the survey was intended to collect information on labour market conditions for specific NOCs. This
task proved to be more difficult to obtain in part because of the statistical assumptions required and the time
required in collecting the needed data. Asaresult, the datafor eight out of the 63 NOCs could reasonably
reflect the manufacturing population. The results indicated a general expectation of an increased demand for
these occupations.

It is evident that labour market dynamics have changed within the province throughout the time this study
was conducted. While overall similarities exist between the June focus group sessions and the October
research (focus groups and in-depth interviews), it is clear that market dynamics have changed somewhat.

Given the shift in labour supply, many participants could not pinpoint any current key labour challenges
facing their organization. However, finding skilled, experienced labour for more specialized occupations
(“the trades’) remains a challenge for some firms, although none commented that this was stunting corporate
growth. What is difficult to determine is how the long term labour expectations may be impacted by the
recent economic downturn.

In light of the results of this survey, including the expected increase in demand for employees, thereis an
opportunity for the manufacturing businesses, industry associations and support agencies to collaborate in the
development of a strategy to ensure the availability of future employees.
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