
 
 

0 

 

 

  

Contact: 
Mike Hewitt 
Manufacturing Resource Centre Coordinator 
Quinte Economic Development Commission 
613.961.7990 
mike@quintedevelopment.com 
 
284 B Wallbridge-Loyalist Road, P.O. Box 610 
Belleville, ON  K8N 5B3 

QUINTE ECONOMIC DEVELOPMENT COMMISSION 

 

SECTOR PARTNERSHIP PLANNING GRANT REPORT 

 

NOVEMBER 28, 2017 

 



 
 

1 

 

BACKGROUND 
 
Location 
The geographic area covered by this project is the Greater Bay of 
Quinte Region which includes the service territory of the Quinte 
Economic Development Commission (QEDC): Brighton, Quinte 
West and Belleville, as well as manufacturers in surrounding 
communities. The Bay of Quinte is strategically positioned off 
Highway 401, the major transportation route for all of southern 
Ontario, offering ready access to major markets in Canada and 
the United States. 
 

 
 
Sector 
There are 246 manufacturers (1) in Hastings, Prince Edward and 
Lennox & Addington Counties (2) which roughly approximates the 
Greater Bay of Quinte Region (3). These manufactures employ 
approximately 10,036 people (4). Manufacturers comprise 4.5% 
of the 5,427 businesses (1) in the three counties but employ 
12.6% of the 79,497 employed people in these counties. 
  
The Canadian Manufacturing Coalition states that nearly three of 
every ten dollars in wealth created in Canada can be traced back 
to the manufacturing sector (5). The Manufacturers Alliance for 
Productivity and Innovation in the U.S. estimates that every 
$1.00 of manufacturing value-added generates $3.60 of value-
added elsewhere across the economy (6). 
 
Surrounding this cluster of manufacturers are a full range of 
support services such as warehousing, equipment fabrication 
and repair, transportation, product supply, customized training, 
co-packing and other support services. 
 
 
 

10,036 

Employees 

12.6% 

Manufacturing employees 

as a % of the regional labour 

force 

246 

Manufactures in Hastings, 

Prince Edward, Lennox and 

Addington and 

Northumberland Counties. 

$3.60 

$1.00 of manufacturing 
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elsewhere in the economy 
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Plastics and packaging 

Advanced manufacturing 

Logistics 

 

MANUFACTURING IN 
THE BAY OF QUINTE 

REGION 

(1) Does not include Businesses without employees (sole proprietorships or incorporations that have no payroll thus it would not reflect total employed 
labour force such as Stats Canada reports on the Labour Force Survey. 
(2) Provided by East Central Ontario Training Board (ECOTB) based upon Statistics Canada, Canada Business Counts, June 2017, Special Tabulations 
(3) Doesn’t include figures from Northumberland County which includes Brighton, the manufacturing cluster in Cobourg/Port Hope would skew the figures  
(4) Using typical employee figures for each company size bracket as calculated by ECOTB 
(5) Retrieved from http://www.manufacturingourfuture.ca/english/manufacturing-in-canada/manufacturing-in-canada.html 
(6) Retrieved from https://www.mapi.net/blog/2016/02/manufacturings-economic-impact-so-much-bigger-we-think 
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Project Methodology 
The purpose of this Sector Partnership Planning Grant (SPPG) project was to provide an analysis of 
labour market issues affecting the manufacturing sector in the Greater Bay of Quinte Region and to 
develop a strategic plan to address the key outcomes of the analysis.  
 
Data was collected from stakeholders through a combination of in person interviews, online surveys 
and focus groups. The stakeholders included: 

 Manufacturers - 35 respondents from 28 companies provided input on their hiring needs, 
challenges and current employment practices. 

 Employment Ontario Service providers – 13 respondents from the three regional Employment 
Ontario agencies provided input on the barriers and or challenges their clients faced when 
searching and applying for entry level positions as well as providing recommendations to the 
local manufacturing sector to attract and retain people into entry level positions. 

 Elevate and Elevate Plus graduates – 26 graduates of the Elevate and Elevate Plus programs 
provided their perspective on the elements of the Elevate and Elevate Plus programs that were 
most helpful in transitioning to employment and their thoughts on how important various 
components of orientation and onboarding would be to a person starting a new job in the 
manufacturing sector. 

 
External data collection included reviewing data from Statistics Canada, the East Central Ontario 
Training Board, the Quinte Economic Development Commission and a wide range of reports, 
documents and studies. A literature review was conducted to identify employment issues and best 
practices in the manufacturing sector outside of the Greater Bay of Quinte Region. 
 
During the course of this SPPG project input was also received from the East Central Ontario 
Training Board’s multi sector labour market engagement project which included manufacturers, the 
Ministry of Advanced Education & Skills Development’s Eastern Region Employment Ontario 
Consultation and the Hastings Literacy Service Planning meeting. 
 
Information obtained from connections with representatives from the following five SPPG projects 
that were manufacturing related and/or regionally relevant to workforce issues that were being 
conducted in Eastern Ontario was useful in providing a well-rounded picture of local, regional and 
sector labour market issues: 

 Eastern Ontario Training Board 

 Greater Peterborough Area Economic Development Corporation 

 Labour Market Group of Renfrew and Lanark 

 Ontario East Economic Development Commission 

 Prince Edward Learning Centre  
 
A focus group, attended by manufacturers, Employment Ontario Service providers, Hastings County 
Community and Human Services, East Central Ontario Training Board, Loyalist College, The Ontario 
Agri-Food Venture Centre and Industrial Research Assistance Program – National Research Council, 
identified the key themes from the data that the strategy would address. 
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After a review of the survey results and initial project findings 
participants were split into five groups and were asked to answer 
the following questions: 
1. With respect to the presented barriers to attracting, 
retaining or developing qualified staff in your organizations do 
the results of the survey feedback adequately reflect your 
particular situation? 
2. What strategies to attract/retain and develop workforce 
have worked well in the past for you?  What help do you need to 
build on these strategies to make sure that you continue to meet 
these objectives? 
3. What new and innovative strategies or initiatives can we  
implement within the community to 

 expand the labour supply for the Greater Bay of Quinte 
Region manufacturing sector, 

 improve employability skills that align with manufacturer’s 
needs, and 

 increase employment opportunities for our region’s job 
seekers. 

4. Pick 1-3 top barriers that are particularly relevant to your 
organization and brainstorm some actionable steps that we 
(alone or possibly involving other stakeholders) can develop to 
minimize or eliminate this barrier for you. 
 
From this process the focus group identified the four key regional 
labour market issues that are identified in the next section. 
 
Participants recognized that not all of these items would be 
addressed by the resulting strategy but they felt it was necessary 
to identify them as they are key labour market issues affecting 
the manufacturing sector in the Greater Bay of Quinte Region. 
 

CHALLENGES 

 
The focus group identified the following challenges related to 
attracting, retaining and developing their workforce: 

 The need to improve the soft and technical skills of job 
seekers and to retain these people once hired 

 The need for training options for existing employees that 
align with the realities of production requirements  

 The need to increase the available labour pool for the 
manufacturing sector through a strategic marketing plan 

 Enabling easier access to employment by improving the 
existing inter and intra community transportation network 

  

Soft and 

technical skills 

development for 

job seekers 

- 

Flexible training 

options for 
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Increased labour 

pool 
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Improved 
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WORKFORCE NEEDS IN 
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ISSUES & FACTORS  

 
Soft Skills and Technical Skills  
 
Manufacturers were asked about the importance of various skill 
sets for new hires in entry level positions (Table 1).  
The top six skills that were rated as important or very important 
were: 

 Teamwork (97%) 

 Work ethic / dedication / dependability / conscientiousness 
(94%) 

 Self-motivated / ability to work with little or no supervision 
(94%) 

 Cognitive skills / ability to learn new skills (91%) 

 Interpersonal skills (88%) 

 Self-management /ability to manage emotions (85%) 
 
When asked what skills were they generally found lacking in new 
hires for entry level positions (Table 1) they noted: 

 Work ethic / dedication / dependability / conscientiousness 
(79%) 

 Self-motivated / ability to work with little or no supervision 
(69%)  

 Technical skills (55%)  

 Self-management /ability to manage emotions (52%) 

 Professionalism (45%) 

 Industry specific knowledge (45%) 
 
The top 10 skills were soft skills including essential skills such as 

literacy and numeracy in 8th and 9th place respectively (see 

table 1).  Technical skills ranked in 11th place or below on the list 

seeming to indicate that manufacturers place more emphasis on 

the importance of soft skills for entry level positions.  

While manufacturers note that technical skills and industry 
specific knowledge are in the top six generally lacking skills in 
new hires they have not placed these in the top 10 skills they 
look for in a new hires. A number of manufacturers have said 
that they will take someone who wants to work and learn, who 
they can then teach the technical skills to, over someone who 
has the technical skills but lacks the soft skills. Good soft skills 
provide a foundation for the willingness to learn and to adapt to 
technical training requirements. 
 

The Top 10 

Important 

Skills as 

identified by 

manufacturers 

are Soft Skills 

SKILLS 
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73% of Elevate and Elevate Plus graduates said the soft skills training they received ’helped a lot’ 

with their transition to employment while 76% said that technical training such as GMP, HACCP, 

lean, 5S, and health & safety ‘helped a lot’. This was only exceeded by 84% who said the ongoing 

support and encouragement from Elevate / Elevate Plus staff ‘helped a lot’. 

Table 1: New hire skill sets: how important they are and are they lacking in new hires 

  

Important 
or very 

important 

Generally 
lacking in 
new hires 

Teamwork 97% 24% 

Self-motivated / ability to work with little or no supervision 94% 69% 

Work ethic / dedication / dependability / conscientiousness 94% 79% 

Cognitive skills (ability to learn new skills) 91% 24% 

Interpersonal skills 88% 41% 

Self-management (ability to manage own emotions) 85% 52% 

Oral communication skills 76% 24% 

Literacy skills issues 74% 17% 

Numeracy skills issues 74% 31% 

Professionalism 68% 45% 

Computer literacy 59% 14% 

Technical skills 56% 55% 

Automation skills (coping with automation) 53% 34% 

Customer service 50% 10% 

Written communication skills 50% 31% 

Leadership / Supervision / Management skills issues 32% 17% 

Knowledge of continuous improvement items (i.e. 5S, Lean) 26% 41% 

Analytical / research skills 21% 24% 

Industry specific knowledge 21% 45% 

Leadership Skills 21% 34% 

 
The employer requirements are not reflected in a survey of Employment Ontario service providers 
as 62% of Employment Ontario service provider respondents said a lack of technical skills affected 
many of their clients applying for entry level positions in manufacturing sector while 40% thought 
lack of soft skills was an issue for many of them. This may indicate a disconnect with current 
employment programs such as Second Career that focus more on technical training or the various 
job search supports such as resume writing and how to look for a job. 
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Labour Pool 
Two components identified as labour pool issues are attracting 
new talent and retaining talent. 
 
Attracting talent:  The greatest challenge facing manufacturers 
who responded to the survey was the number and/or quality of 
the applicants with 58% indicating this would have a large impact 
on their operations and 39% saying this would have a small 
impact. Only one respondent expected no impact. 
 
The Greater Bay of Quinte Region has a robust manufacturing 
sector that requires hiring properly skilled people.  The increased 
difficulty in attracting people is reflected in the results of semi-
annual regional job fairs; the number of employers attending and 
the number of jobs available is increasing while the number of 
job seekers attending the job fairs continues to decrease. 
 
On November 22, 2017 a job fair was held at the soon to close 
Sears Canada Eastern Canada distribution centre in Belleville 
with 660 employees facing unemployment. 59 employers from a 
variety of sectors including manufacturing attended the job fair 
and collectively they represented 950 available jobs. This meant 
that even if all the employees found a new job there would be 
290 unfilled positions. 
 
Employment and Participation Rates - Available Labour Market 
Intelligence (LMI) does not allow a drill down to the local level 
but a two year averaging of data for the three counties (Hastings, 
Lennox & Addington and Prince Edward) that encompass the 
Greater Bay of Quinte Region show an unemployment rate of 
6.6% for 2015-16 which is comparable to ER 3515 (6.6%) which 
this region is a part of, Ontario (6.7%) and Canada (7.0%). 
 
What is not obvious in these numbers is the impact of the low 
labour force participation rate for the three combined counties 
which stands at 54.1% for 2015-16. This is well below ER3515 
(58.6%), Ontario (65.1%) and Canada (65.8%). Available LMI does 
not allow a drill down to the city and municipal level to see if 
there is a discrepancy between the rural and urban areas. 
 
The following chart showing the two year averaging of the 
participation rate shows a steady decline since 2011-12 when the 
participation rate for the three counties was 62.9% to 2015-16 
when it had declined to the previously noted 54.1%. The 
underlying reason for this decline is not known but it is of 
concern as it dramatically affects the size of the labour pool. 

6.6% 

2015-16 employment rate 

for Hastings, Lennox & 

Addington and Prince 

Edward Counties 

 

11% lower 

How much the 2015-16 

participation rate for 

Hastings, Lennox & 

Addington and Prince 

Edward Counties is below 

the provincial figure 

 

0.5% 

Percentage of 2016 census 

respondents who are 

recent immigrants 

 

1.8% 

Population growth in the 

Belleville CMA from 2011 

to 2016 

ATTRACTING NEW 
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Related to the section on soft skills and technical skills research confirms that “Firms that have 
workers with higher essential skills, including literacy and numeracy, report higher employee 
retention rates, lower absenteeism, and increased production quality and productivity.” (8) 
 
Retirements - Manufacturers are also concerned about retirements affecting their operations with 
56% reporting this as having a large impact and 31% indicating it will have a small impact. People 
who retire and do not seek further employment typically move into the “Not in the Labour force” 
category which negatively impacts the participation rate. 
 
Attracting new residents - Three quarters of manufacturers indicated that rural Ontario is not 
considered a destination for attraction of new Canadians and people from large urban centres. This 
is supported by the 2016 Statistics Canada data that shows the recent immigrant population of the 
Belleville Census Metropolitan Area (CMA) was 0.5% while Ontario was at 3.5%. The population of 
the Belleville CMA grew by 1.8% between the 2011 and the 2016 censuses compared to the 
provincial average of 4.6%.  
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Chart 1 (7) 

Chart 2 (7) 

(7) Provided by East Central Ontario Training Board (ECOTB) based upon Statistics Canada, Labour Force Survey, Special Tabulations 
(8) From the Premier’s Highly Skilled Workforce Expert Panel report “Building the Workforce of Tomorrow: A Shared Responsibility”, referencing Canadian 
Business Insights. How Essential-Skills Training Unlocks Business Value. May 15, 2014. 

 



 
 

8 

 

Retaining talent: Employment and participation rates, 
retirements and attracting new residents are factors that affect 
the size of the available labour pool and are generally outside 
manufacturers’ control. What they have more control over is 
how they engage their existing workforce and new hires.  
 
Turnover - 47% of respondents to the manufacturer SPPG survey 
said that employee turnover would have a large impact on their 
operations. Part of the cause of turnover is job abandonment 
with one fifth (19%) of respondents saying this had a large 
impact on their operations. 
 
Respondents to Quinte Economic Development Commission’s 
annual Wage & Benefit surveys in 2015 and 2016 reported 
worker turnover rates of zero to “86% in the last 15 months.” 
One respondent to the employer survey for this SPPG estimated 
that in the coming 12 months they would have over 100% 
turnover in the coming year. Of the 17 manufacturers that 
responded to the 2017 East Central Ontario Training Board 
(ECOTB) Employer One survey 10 companies had people quit 
from fulltime positions and 5 companies dismissed people from 
full time positions. Combined these amounted to 6% of their full 
time labour force.  
 
Estimates of the cost of employee turnover for entry level 
positions average around 30% to 50% of an employee’s annual 
salary. This includes costs related to hiring, onboarding and 
training, learning and development and time when a role is 
unfilled. For a $15/hour job this can amount to $12,000/year at a 
40% turnover cost.  
 
Absenteeism and Presenteeism - Absenteeism can be described 
as absent from work and may range from occasional instances to 
chronic cases. Presenteeism has various definitions but for this 
project it was explained as being present at work but not actively 
engaged in the work, not working against but not really working 
for the company either. 
 
For 58% of respondents absenteeism was said to have a large 
impact while 31% said that presenteeism was having a large 
impact. 
 
Employee Engagement - The level of employee engagement has 
impacts on productivity, attraction and retention costs and 
employee morale all of which can directly impact the viability of 
manufacturers. 

$12,000 
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in an entry level job 
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Job seeker engagement starts before a job is even posted when a job seeker looks at a company’s 
website and social media presence to see what they are about so they can decide if they would 
want to work there or when they talk to a friend, family member or career or guidance counsellor 
about what a career in manufacturing would be like. 
 
For those being hired and for existing employees, engagement includes how employers orient and 
onboard an employee and how they support them through their transition into the work force and 
throughout their career. 
 
Elevate and Elevate Plus graduates were asked about their thoughts on how important they felt the 
following would be to a person starting a new job where they work and manufacturers were asked 
if they included these items in their current orientation and onboarding process (Table 2). 
 
While manufactures align with the graduates on generally providing “hard” support such as job 
specific expectations, metrics and other resources to do the job, there is a disconnect on what could 
be defined as more employer soft skills related support (items noted in red in table 2). 
 
Table 2: Components of orientation and onboarding 

 

Graduates who said this 
is very important 

Manufacturers who said 
they include this 

Let employees know the expectations of the position 84% 97% 

Let employees know the performance standards that will be 
used to measure the expectations of the position 

72% 73% 

The orientation and onboarding process confirms to the 
employee that they can do the job and that they made the 
right decision in joining our company 

72% 40% 

Let employees know the supports that are available while 
doing the job 

68% 87% 

Outside of an offer of employment they reach out to 
employees before their first day of work to ensure there is an 
easy transition into the work environment 

62% 33% 

The onboarding process includes support to address issues 
that occur outside of work that might affect attendance and 
/or performance 

56% 27% 

There is a formal one to one coaching during the orientation 
process 

52% 47% 

There is a set of scheduled check-ins with the employee to 
address  concerns or issues and provide feedback on progress 

52% 47% 

There is a process in place to help the employee integrate 
socially into the organization 

48% 27% 

Exit interviews are conducted when employees leave to 
address potential employee challenges 

48% 80% 

A mentor is assigned to each new employee at time of hire 44% 33% 

 
To support the importance of effective orientation and onboarding, 62% of Employment Ontario 
service provider respondents said it would help a lot with employee attraction and retention if 
manufacturers enhanced their on boarding, orientating and support for new hires.  
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Manufacturing as a Career 
Over half (54%) of manufacturing respondents felt that 
manufacturing is generally not considered one of the top two 
sectors for a person to want to work in for an entry level 
positions. 
 
31% of Employment Ontario service provider respondents said 
that in their opinion many of their clients do not want to work in 
manufacturing because the client’s perception of the 
manufacturing work environment while 31% thought that this 
was usually not an issue with their clients.  
 
31% of Employment Ontario service provider respondents said 
that in their opinion many of their clients did not want to work in 
manufacturing because of past experience in the sector while 
31% thought that this was usually not an issue with their clients. 
 
One third (34%) of manufacturers responded that they felt that 
manufacturing is generally not considered by job seekers to be a 
viable career for entry level positions. A viable career was 
defined as one where employees can enjoy a good quality of life 
at work and at home because of their employment.   
 
While some of the responsibility lies with manufacturers to 
ensure they have a suitable work environment and culture that 
attracts and retains employees, work must also be done on to 
improve the perception of manufacturing as a viable career. 
There are some local success that can be further enhanced such 
as: 
• The “Proudly Made in Bay of Quinte 

Region” that promotes locally 
manufactured products is starting to 
raise the profile of manufacturing.  

• Initiatives through the East Central 
Ontario Training Board to connect 
students to college programs and 
different careers including those in 
manufacturing 

• Outreach by the W. Garfield Weston 
Foundation Fellowship at Loyalist College, where they have 
talked to more than 1,000 secondary school students about 
careers in the skilled trades. At the start of the presentation 
13% said they were considering a career in the skilled trades, 
by the end of the presentation that had jumped to 67%. 

34% 

Percentage of 

manufacturer survey 

respondents that said they 

felt manufacturing is not 

considered a viable career 

by job seekers 

 

54% 

Percentage of 

manufacturer survey 

respondents that said they 

felt manufacturing is not 

considered a career of 

choice by job seekers 

 

Build on 

existing 
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awareness 

activities 
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Transportation 
While a comprehensive transportation solution is outside the 
scope of this SPPG project it should be considered as part of the 
overall strategy to improve employment options in the Greater 
Bay of Quinte Region. 
 
Any implementation of the SPPG strategy involving job seeker 
training should include participant support for transportation. 
77% of Employment Ontario service provider staff indicated 
transportation issues impact many of their clients.  
 
The availability of viable transportation options for employees 
was the fourth leading reason that manufacturing respondents 
said lead to difficulties in filling entry level positions. At 42% it 
was only superseded by: applicants not meeting motivation, 
attitude or interpersonal skills requirements (71%); not enough 
applicants (58%); and the nature of work schedule - seasonal, 
shift work, irregular hours (48%). 
 
The ability of employees to travel within and between the 
communities in the Greater Bay of Quinte Region is important 
for the local economy. Table 3 shows the place of residence 
versus the place of work for 4 of the regions cities and 
municipalities. 37% of the workforce work outside their 
community of residence. 
 
There are a variety of transportation options available in the 
region from municipal bus services to regional shuttle services 
but this is not a regionally integrated service and it is not 
extensive enough to cover the shift change times and locations 
of many employers. 
 
Table 3: Place of residence versus place of work 

  Place of work 

  
Belleville 

Quinte 
West 

Brighton PEC* Other Total 

P
la

ce
 o

f 
re

si
d

en
ce

 Belleville 15,425 1,645 55 440 1,615 19,180 

Quinte West 5,600 9,385 350 230 1,365 16,930 

Brighton 470 1,005 830 25 665 2,995 

PEC* 2,250 1,005 30 3,805 725 7,815 

Total 23,745 13,040 1,265 4,500 4,370 46,920 

Source: Statistics Canada – 2011 National Household Survey. Catalogue Number 99-012-X2011032 
* PEC = Prince Edward County 

42% 
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transportation issues 

impact the ability to fill 
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77% 
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workforce that travels to a 

different community to 
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Workforce needs 

28 manufacturers responded directly to the SPPG survey. The 

combined workforce of the respondents was 5,328 employees. 

This represents 53% of the estimated manufacturing workforce 

in Hastings, Prince Edward, and Lennox and Addington Counties. 

Combined the 28 companies forecast that they will need 455 

people in the positions listed in Table 4. This is a combination of 

new hires to replace employees who leave, including 

retirements, as well as additional employees required to increase 

head count related to increased production.  

Table 4: 12 month forecast for hiring for entry and midlevel 
positions (28 manufacturers) 

Position Forecasted need 

Production workers 317 

Material handlers 62 

Machine operators 17 

Team leads 18 

Supervisors 17 

Millwrights/electricians 19 

Other entry level position 5 

Total for respondents 455 

  
Not included in this number are the staffing needs for: 

 Manufacturers who did not respond 

 New investment and increased production volumes at 
existing business 

 New business locating to the area. 

 Spin-off job creation in other sectors  
 
Programs such as the SkillsAdvance Ontario funded Elevate Plus 
program are helping to bring more people into the labour pool 
and to provide them with the necessary skills to enhance their 
chances of obtaining and retaining a job but it will not meet all 
the manufacturers’ needs. 
 
Elevate Plus can be expanded to other locations within the 
region to help barriered job seekers enter into employment but 
there is a need for a broader strategy that will properly equip job 
seekers, employees and employers with the skills they need to 
collectively succeed. This strategy is detailed in the next section. 

8.6%  

Hiring needs as a 

percentage of the existing 

workforce 

 

53% 

Percentage of the regional 

workforce represented by 

manufacturing respondents 
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STRATEGIC PLAN 
 
Recommendations - To address the need to improve the soft 
and technical skills of job seekers and to retain these people 
once hired it is recommended that: 
1. Job seekers have access to a pre-employment program that 

provides integrated soft and technical skills development 
2. Employers be provided with the resources, training and 

support that they require to implement and maintain an 
effective orientation and onboarding process 

3. Employers be provided with the resources, training and 
support that they require to develop the soft skills necessary 
to effectively support employees to excel at their job 

4. Solutions be identified and actioned to address the areas of 
concern related to flexible training options, marketing of 
manufacturing and improved transportation options.   

 
SPPG Implementation Partnership - To ensure the rapid and 
thorough roll out of this strategy there would be an SPPG 
Implementation Partnership formed where the partners would 
have the following responsibilities: 
 

Quinte Economic Development Commission will: 
• Administer the project, manage financials and complete 

reporting requirements 
• Promote the program to the regional manufacturing sector 
• Coordinate partner interactions 
 

East Central Ontario Training Board will: 
• Ensure project alignment with their planned activities around 

workforce development, 
• Support the project through access to relevant data as may 

be required for the project. 
 

Loyalist Training & Knowledge Centre will: 
• Develop and/or modify curriculum in consultation with 

manufacturers 
• Deliver the training 
• Liaise with employment Ontario providers and others to 

identify suitable program participants. 
 

Partner manufacturers will: 
• Provide input into program curriculum 
• Open their facilities where possible for site visits so program 

participants can familiarize themselves with the 
manufacturing environment 

• Hire program participants subject to having available 
openings and participant suitability 

Pre-employment 
programs for job 

seekers 
 

Orientation and 
onboarding 
support for 

manufacturers 
 

Employee 
support skills 

development for 
manufacturers 

 
Solutions for 

flexible training, 
marketing of 

manufacturing, 
transportation 

STRATEGIC PLAN 
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Implementation strategies 
 
Strategy 1. Pre-employment programs for job seekers 
 
The pre-employment program would be developed from the highly successful Elevate Plus 
program, and its predecessor Elevate program, which delivers integrated soft and technical 
skills training, a work trial and wrap around supports for barriered job seekers. 
 
The target demographic for this SPPG Implementation Project would be job seekers that are 
close to work ready, that require training to improve their soft and technical skills in an 
integrated manner, but that generally do not require extensive wrap around supports. Through 
discussions at the focus group it was thought that a shorter three week training program could 
be developed that would prepare job seekers to effectively transfer into and retain 
employment. The training would be delivered in class by a suite of subject matter experts   
 
The development of the training could occur within 2 months as Elevate Plus and Elevate 
curricula would provide a foundation to build upon. QEDC and LTKC have strong existing ties to 
the local manufacturing sector which will provide feedback and input into the required 
curricula. 
 
After development of the training program outreach would be made to Employment Ontario 
service providers and other relevant organizations as well as promotion to the community at 
large to create a pool of potential candidates. An intake process including determination of 
program suitability for each candidate would be used to identify job seekers who could 
participate in the training. Where appropriate candidates would be referred to other 
Employment Ontario programs such as Second Career or SkillsAdvance Ontario that may be 
more suitable. 
 
Program participants would complete the three weeks of training and during this time there 
would be a mechanism to match participants to the most suitable available jobs in the 
manufacturing sector. This mechanism could include instructor knowledge of each participant’s 
best fit and manufacturer’s requirements as well as potentially manufacturer involvement 
during the instruction period. 
 
Through ongoing communications with the region’s manufacturers an internal database of job 
openings and any special candidate or job requirements would be maintained to ensure there 
are jobs available for candidates that graduate from the program.   
 
Strategy 2. Orientation and onboarding process support for manufacturers 
 
An orientation and onboarding training program would be developed to help companies 
improve the potential for the successful transition of new hires in to high performing 
employees.  
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The training program would: 

 explain the benefits of having a robust orientation and onboarding process 

 explain the differences between orientation and onboarding 

 provide components of a successful orientation and onboarding process 

 assist with developing company specific programs 

 identify barriers to implementation and how to overcome them 

 provide training to those who will be involved in the program 

 provide follow up support as necessary to implement and maintain the program 
 
The development of the training could occur within 2 to 4 months as Loyalist Training & 
Knowledge Centre has skilled subject matter experts in the area of orientation and onboarding. 
The program would include in class training, development of resource materials and follow-up 
support to assist manufacturers with their on-boarding and orientation program development 
and implementation. 
 
Training and follow up support would be spread out over a few months to allow for 
implementation in a staged manner so that there is time to develop and implement the 
programs. The length of training is dependent upon the actual program that is developed but it 
should be approximately 4 to 8 days total of training. 
 
Strategy 3. Employee support skills development for manufacturers 
 
A program to develop employer soft skills necessary to effectively support employees will be 
developed. By developing these skills employers should be better able to support employee 
development and job satisfaction leading to improved employee retention and increased 
employee productivity.  
 
The training program would: 

 explain the coach approach to management 

 explain how employees learn and develop 

 examine the successful enabling characteristics of leaders and others who support, coach 
and mentor employees for their ongoing success and personal development 

 provide participants with insight into their natural style and approach to coaching and 
mentoring in one to one meetings 

 identify differing types of organizations and the challenges to leadership, coaching skills in 
those contexts 

 identify skill sets and base line behaviours that lead individuals and teams to more personal 
connection and ownership of their work 

 train how to read situations and discern behaviours in order to connect, lead, coach and 
mentor individuals in the work environment 

 develop consistent coaching skills that apply to everyday work settings to increase 
engagement, and job retention 

 establish strategies that will lead teams and individuals to greater autonomy, contribution, 
job retention and career development 
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The development of the training could occur within 2 to 4 months as Loyalist Training & 
Knowledge Centre has skilled subject matter experts in the area of developing and improving 
soft skills. The program would include in class training, creation of resource materials and 
follow-up support to assist employers to develop and utilize the skills necessary to improve 
their people oriented management skills. 
 
Training and follow up support would be spread out over a few months to allow for the 
development and entrenchment of the soft skills in the manufacturing environment especially 
when conflicting priorities may intervene. The length of training is dependent upon the actual 
program that is developed but it should be approximately 4 to 8 days total of training. 
 
Strategy 4. Solutions to address the other three areas of concern identified during the focus 
group that are related to flexible training options, marketing of manufacturing and 
transportation 
 
a. The lack of training delivery options for existing employees that align with the realities of 

production requirements. 
- Loyalist College has had discussions with employers on ways to implement various 

training delivery options and there will be work done with interested parties to explore 
their needs and requirements and how to effectively implement these within the 
College’s funding model and/or through a user pay model through Loyalist Training & 
Knowledge Centre. The Canada Ontario Job Grant could help offset the cost of this 
training delivery. QEDC is agreeable to coordinating communications between 
manufacturers to collaborate on training that could be developed and delivered to 
multiple sites. 

b. Increasing the available labour supply for the manufacturing sector through a strategic 
marketing plan. 
- In response to this being a key workforce issue with our manufacturers QEDC will 

continue to identify resources and funding options to expand on local initiatives to 
increase the profile of manufacturing in the Greater Bay of Quinte Region. This item also 
emerged during the Ontario East Economic Development Commission’s SPPG project for 
Eastern Ontario. It has been included in their implementation plan, QEDC will support 
this effort where possible.  

c. Enabling easier access to employment by improving the existing inter and intra community 
transportation network. 
- This issue has come up in a number of forum’s, most recently at a multi sector employer 

engagement process conducted by the East Central Ontario Training Board. They have 
included a potential action plan in their report that will be issued shortly. Participants in 
this SPPG project will be kept up to date on the roll out of the plans development and 
will be given an opportunity to participate. 

- It is recommended that if this SPPG project is implemented it must include a budget to 
offset transportation cost for program participants that need it to complete the 
training and that options for getting to work after the program be developed with the 
participants. 
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Addressing the skills development and workforce needs of regional employers – This strategy 
addresses manufacturers’ concerns about: 

 the skills that job seekers are lacking especially the soft skills by providing a short intensive pre-
employment program that bridges the gap between programs such as second Career and 
SkillsAdvance Ontario, 

 the available labour pool by providing exposure to the manufacturing sector through the 
integrated soft and technical skills training pre-employment program while looking for ways to 
leverage manufacturing awareness activities to promote the sector, and 

 the retention of employees as well as helping to deal with presenteeism and absenteeism by 
building the capabilities of managers, supervisors, lead hands and others to better engage their 
workforce 

 
Supporting unemployed, marginalized job-seekers and lower-middle skilled workers - The 
SkillsAdvance Ontario funded Elevate Plus program has helped over 100 barriered people gain 
employment in the manufacturer sector. The vast majority of the participants were Ontario Works 
referrals who for a variety of reasons had not been able to obtain or retain employment. The 
support systems in place were designed to provide a multi-facetted solution to concurrently 
developing technical skills and soft skills while addressing barriers to employment. 
 
Many job seekers do not meet the requirements to participate in the SkillsAdvance Ontario funded 
Elevate Plus program because they do not fit the barriered demographic that program is designed 
for. Second Career is another program available that pays to retrain people at a college of applied 
arts or technology or a private career college which may provide more training than an entry level 
position requires. 
 
The proposed project fills the gap between the candidates eligible for Elevate Plus and the Second 
Career program by providing unemployed, marginalized job-seekers and lower-middle skilled 
workers with the chance to develop soft skills that are in demand by employers as well as providing 
technical training that will ease their transition into the manufacturing sector by providing them 
with a knowledge of the sector. 
 
Job seekers should be better supported by providing employers with the skills and tools to improve 
the effectiveness of their orientation and onboarding processes as well as the capabilities of their 
managers, supervisors and lead hands to support employees thus leading to an improved chance of 
employees being successful at work while helping employers retain the workforce that they have 
invested in. 
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Conclusion 
 
In the “Building the Workforce of Tomorrow: A Shared 
Responsibility” report the Premier’s Highly Skilled Workforce Expert 

Panel stated “In the short term, success involves: 

 A clear government approach that demonstrates how skills 
development is tied to Ontario's economic development 
priorities. This includes, for example, explicit links between 
provincial growth sector strategies and provincial training 
programs 

 Examples of successful partnerships between educational 
institutions and employers are shared, and modeling of these 
partnerships is encouraged. Local champions are encouraged 
to participate in efforts to grow a highly skilled workforce and 
develop solutions to solve the skills gap at the regional and 
sectoral level 

 An enhanced focus on foundational skills in the workplace, 
induction/workplace orientation for new employees, and 
employment opportunities for underrepresented groups 

 Employers would provide on-the-job training for all workers, 
including literacy, essential skills and competency training to 
create a workforce that better adapts to technological 
change 

 Experiential learning, including volunteerism and community 
work, is undertaken by more employers and individuals, and 
recognized by companies, educational institutions and 
communities as providing valuable experience. Employers as 
well as individuals, including new immigrants, adults 
transitioning within the workforce, students and parents, 
understand the value of participating in order to develop the 
skills that employers require 

 Fostering resilience, creativity and entrepreneurship in an 
economy that has a greater call on these competencies” 

 
This Bay of Quinte Region SPPG project aligns to varying degrees 
with each these measures of short term success and more 
importantly provides a foundation and a path forward at the 
local/regional level to some of the Panel’s stated measures of 
long term success: 

 “All employers take a long-term and proactive approach to 
workforce planning, not only investing in their top performers but 
recognizing the importance of upskilling for those at the lower 
end of the skills spectrum 

Skills development 

tied to economic 

development 

 

Educational & 

manufacturer 

partnerships 

 

Enhanced 

foundational skills 

 

Employers provide 

training to support 

adoption of 

technology 

 

Experiential 
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ALIGNMENT WITH THE 
PROVINCE’S VISION 
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 Local leaders proactively work with partners to anticipate 
labour market needs and develop solutions to address those 
needs at the regional level 

 Educational institutions understand they have a role to play 
not only in preparing the future workforce, but also in actively 
seeking ways to help employers, especially in the private 
sector, achieve their workforce planning goals 

 Intermediary groups such as chambers of commerce and 
business associations help to implement solutions, focusing 
particularly on engaging small and medium-sized 
enterprises” 

 
The Bay of Quinte Region’s locally developed strategy, if 
supported for implementation, will improve the short term and 
long term competitiveness of the Greater Bay of Quinte’s 
manufacturing sector and the economic wellbeing of its 
unemployed, marginalized job-seekers and lower-middle skilled 
workers. 
 
 

Partnership Agreement 
 
The following organizations and manufactures have already 
indicated their support the implementation of the Quinte 
Economic Development Commission’s Sector Partnership 
Planning Grant objectives to address the workforce and 
competitiveness needs of the Greater Bay of Quinte 
manufacturing sector. 
 
• Quinte Economic Development Commission 
• Eastern Central Ontario Training Board 
• Loyalist Training & Knowledge Centre (corporate training 

division of Loyalist College) 
• Canadian Blast Freezer’s 
• Cascades Containerboard Pkg. Belleville 
• Electro Cables Inc. 
• Procter & Gamble Inc. 
• Research Castings International 
• Soltex Canada 
• Vantage Foods 
 
Each of these companies and organizations have signed a Sector 
Partnership Planning Grant Implementation Project Partnership 
Agreement which is attached to this document in Appendix B. 
 

 

PARTNERSHIP 
AGREEMENT 
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Appendix A 
Survey Questions 

Manufacturer Survey 

1. Manufacturing is generally considered a viable career for entry level positions (i.e. employees can 
enjoy a good quality of life at work and at home because of their employment) 

o Agree 
o Disagree 

2. Manufacturing is generally considered a career of choice for entry level positions? (i.e. it would be in 
the top two sectors for a person to want to work in) 

o Agree 
o Disagree 

3. Rural Ontario is considered as a destination for employment, attraction of new Canadians and 
people from large urban centres 

o Agree 
o Disagree 

4. With regards to Workforce Demographics at entry level positions, what challenges are you currently 
facing or anticipate over the next few years and what impact are they having on your business? 

o Number and/or quality of applicants 
o Labour Unions 
o Personal goals of people (i.e. work life balance) 
o Wages/Benefits 
o Worker physical wellness issues 
o Worker mental health issues 
o Upcoming changes to the Employment Standards Act 
o Generational differences 
o Accommodation requirements 
o Absenteeism 
o Presenteeism (at work but not engaged and productive) 
o Job abandonment 
o Aging affecting workforce (i.e. accommodations, health) 
o Retirements 
o Employee turnover 
o Legalization of marijuana, identifying impairment, when can be used? 
o Other (please specify and rate) 
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5. With respect to entry level positions how much importance do you place on the following set of 
skills for new hires? 

o Leadership Skills 
o Knowledge of continuous improvement items (i.e. 5S, Lean) 
o Computer literacy 
o Work ethic / dedication / dependability / conscientiousness 
o Professionalism 
o Literacy skills issues 
o Numeracy skills issues 
o Written communication skills 
o Oral communication skills 
o Industry specific knowledge 
o Technical skills 
o Cognitive skills (ability to learn new skills) 
o Automation skills (coping with automation) 
o Analytical / research skills 
o Teamwork 
o Interpersonal skills 
o Self-management (ability to manage own emotions) 
o Self-motivated / ability to work with little or no supervision 
o Leadership / Supervision / Management skills issues 
o Customer service 
o Other (please specify and rate) 

6. With respect to entry level positions, which of the following previously identified skills are you 
generally finding new hires lack at the level you would like? 

o Leadership Skills 
o Knowledge of continuous improvement items (i.e. 5S, Lean) 
o Computer literacy 
o Work ethic / dedication / dependability / conscientiousness 
o Professionalism 
o Literacy skills issues 
o Numeracy skills issues 
o Written communication skills 
o Oral communication skills 
o Industry specific knowledge 
o Technical skills 
o Cognitive skills (ability to learn new skills) 
o Automation skills (coping with automation) 
o Analytical / research skills 
o Teamwork 
o Interpersonal skills 
o Self-management (ability to manage own emotions) 
o Self-motivated / ability to work with little or no supervision 
o Leadership / Supervision / Management skills issues 
o Customer service 
o Other (please specify) 



 
 

22 

 

7. If you are having difficulties filling entry level positions what is/are the reasons? (Select all that 
apply) 

o No applicants at all 
o Not enough applicants 
o Nature of work (i.e. temperature, manual , automated, job content) 
o Nature of work schedule (seasonal, shift work, irregular hours) 
o Inability to compete with other employers due to pay and benefits 
o Inability to compete with other employers due to promotion opportunities 
o Reputation as an employer 
o Turnover/job abandonment 
o Applicants not meeting company requirements (i.e. Clean criminal record, Grade 12) 
o Applicants not meeting qualifications (education levels/credentials) 
o Applicants not meeting technical skills requirements 
o Applicants not meeting work experience requirements 
o Applicants not meeting motivation, attitude or interpersonal skills requirements 
o Inability to access a foreign educational certificate or credential 
o Remote location 
o Public transit issues 
o Other (please specify) 

8. What strategies is your company using to address the challenges faced by any skill and/or labour 
shortages at entry level positions? (Select all that apply) 

o Internal training and development programs for employees 
o External training for employees 
o Pre-employment training (person is trained prior to hiring, i.e. Second Career, Elevate Plus) 
o Enhancing onboarding process to increase retention 
o Temporary agencies 
o Utilizing Employment Ontario service providers (i.e. Career Edge, Meta, Community 

Employment Services) 
o Partnerships with post-secondary institutions and or schools to identify candidates 
o Job sharing 
o Hiring foreign workers 
o Adopting new technologies 
o Automating processes 
o Process optimization 
o Change business strategy (not accepting business, drop product lines, etc.) 
o Outsourcing of activities and/or roles (close by) 
o Outsourcing of activities and/or roles (Overseas) 
o Use of overtime 
o Other (please specify) 

  



 
 

23 

 

9. How does your company source labour for entry level positions? (Please select all that apply and if 
you use a method and it is effective please indicate this in the last column) 

o Unsolicited resumés 
o Employment Ontario programs (i.e. Second Career, SkillsAdvance Ontario (Elevate Plus)) 
o Temporary Agencies 
o Immigration 
o Internal promotion 
o Job Boards (i.e. Magnet, Indeed, Job Bank) 
o Company website 
o Partnerships with local colleges and universities 
o Programs to attract workers from the same industry 
o Recommendations from current workers 
o Job Fairs 
o Help wanted signs 
o Newspaper ads 
o Consortia and partnerships with other businesses to attract labour 
o Other (please specify below) 

10. Where are you searching for applicants for entry level positions? 

o Local 
o Regional 
o Ontario 
o Canada 
o Other (please specify) 

11. To what extent do you agree with the following statements? 

o Ongoing training of my employees is critical to the success of my organization 
o Ongoing training of my employees is supported or provided by the organization (financial 

support, flexible hours, etc.) 
o My employees have the opportunity to advance in the organization if they take the advantage of 

ongoing training opportunities (i.e. advancement in position and/or income) 
o New employees would benefit from a more intensive training period including soft skills 

development and technical skills training 
o Canada Ontario Jobs Grant (COJG) supports / aligns with the type of training I want to provide 
o Other (please specify) 
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12. What are the greatest challenges to your employees receiving ongoing training and 
education?  (Select all that apply) 

o Finding time to allow employees to attend training 
o Loss of productivity or increased costs during training time 
o Relevant training not offered online 
o Relevant training is not offered locally 
o Distance to travel to facility 
o Awareness of existing training programs 
o Awareness of training support programs 
o Keeping up to date on legislated training requirements 
o Canada Ontario Jobs Grant (COJG) paperwork, approval timelines 
o Concern that trained employees are more likely to leave 
o Cost of training 
o Amount allocated in the training budget 
o Other (please specify) 

13. Do you feel your company should be doing more to address these labour subjects? (Select all that 
apply) 

o Recruitment strategies 
o Effectiveness of the pre-hire screening process 
o Employee testing 
o Access to training (i.e. increased training, alternative delivery methods) 
o Literacy/numeracy enhancement 
o Compliance training 
o Supporting employees outside of work (mental health, transportation, housing, etc.) 
o Accessing training support funds (i.e. COJG) 
o Addressing changing legislative issues 
o Upgrading skills of current employees (Career laddering) 
o Succession planning 
o Other (please specify) 

14. What does your current orientation / onboarding process involve? (Select all that apply) 

o Outside of an offer of employment we reach out to employees before their first day of work to 
ensure there is an easy transition into the work environment 

o We let the employee know the expectations of the position 
o We let the employee know the performance standards that will be used to measure the 

expectations of the position 
o We let the employee know the supports that are available while doing the job 
o We use formal one to one coaching during the orientation process 
o A mentor is assigned a new employee at time of hire 
o We have a process in place to help the employee integrate socially into the organization 
o We have a set of scheduled check-ins with the employee (i.e. one week / one month / 3 months) 

to address any concerns or issues and provide feedback on progress 
o Our orientation and onboarding process confirms to the employee that they can do the job and 

that they made the right decision in joining our company 
o Our onboarding process includes support to address issues that occur outside of work that 

might affect attendance and /or performance (i.e. transportation, housing, family issues) 
o We conduct exit interviews when employee leave to address potential employee challenges 
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o Other (please specify) 

15. Which of these employee retention strategies do you use, would consider using or are not practical? 

o New employee orientation and onboarding – structured approach to learning the job, learning 
about the company, fitting in 

o Employee satisfaction or engagement surveys – asking employees what they would like to 
improve their experience at work 

o Wages – offering a competitive rate of pay and increasing pay to keep up with cost of living 
o Insured benefits such as extended health, dental or life insurance 
o Company pension or registered retirement savings plan (RRSP) 
o Paid time off such as sick leave or personal leave days 
o Vacation beyond the ESA minimum of 2 weeks 
o Employee recognition – e.g., employee of the month, gift cards or other incentives (e.g., day off) 
o Flex hours – to make up time lost for appointments, or to meet personal / family commitments 
o Training, development or promotional opportunities 
o Employee communication – Does management keep staff informed; e.g., if employees are laid 

off because of lack of product demand 
o Healthy workplace culture – e.g., company team in a walk-a-thon, or sports teams, pizza days, 

birthdays or other festive celebration 
o Other (please specify) 

16. What is the current number of employees at your location? 

o Numerical response 

17. In the next 12 months how many people will you need for the following positions? 

o Production workers 
o Material handlers 
o Machine operators 
o Team leads 
o Supervisors 
o Millwrights/electricians 
o Other entry level position (Please specify entry level position and number) 

18. Loyalist College offers a broad range of services including manufacturing related programs, 
corporate training and alumni and student placement services. 

o Do you currently have apprentices employed at your facility? 
o Are you familiar with apprenticeship programs and the different ratio rules that apply to 

manufacturing facilities? 
o Are you aware of the tax incentives associated with registering a qualifying employee in an 

apprenticeship program? 
o Loyalist College has non apprentice programs would you be interested in learning about these 

programs and how to contact the professors to identify potential future employees? 
o Loyalist College has introduced a co-op option their Manufacturing Engineering Technician 

program, if applicable would you be interested in finding out more about having a student work 
at your facility? 

19. If your company has a best practice(s) that it uses that has a significant positive impact on your 
ability to attract, retain or develop your employees please tell us about it. 

o Open response  
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Employment Agency Survey 

1. What barriers and or challenges have your clients faced when searching and applying for entry level 
positions in the local manufacturing sector? (check all that apply)  
o No relevant job experience 
o Lack technical skills 
o Lack soft skills 
o Did not meet employer minimum requirements-  e.g. no grade 12 or have a criminal record 
o Lack of transportation 
o Housing, child care, food security issues 
o Drug or alcohol addictions 
o Mental health issues 
o Unable to work shifts required by employer 
o Candidate lacked confidence 
o Candidate was not motivated 
o Work was through a staffing agency 
o Did not want to work in manufacturing because of past experience in the sector 
o Did not want to work in manufacturing because of their perception of manufacturing 

 

2. Based on your experience what ideas or solutions would you recommend to the local manufacturing 
sector to attract and retain people into entry level positions?  
o General pre-employment training 
o Sector based training (i.e. Elevate Plus) 
o Enhance employers skills for on boarding , orientating and supporting for new hires 
o Provide funds for transportation to and from work 
o Evaluate employee development practices 
o Evaluate shift practices 
o Evaluate pay rates 
o Promote what they do and what manufacturing is like 
o Communicate with service providers about staffing needs 
o Increase use of the community's wrap around supports 
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Elevate / Elevate Plus Graduate Survey 

1. Now that you are working, we are interested to know what was the most helpful to you in your 
transition to employment. 
o Soft skills training - (team work , communication, personal effectiveness) 
o Technical skills training - (GMP, HACCP, lean, 5S, health and safety) 
o Ongoing support and encouragement from Elevate / Elevate Plus staff 
o Employer support and recognition 
o Wrap around supports during or after program, food transportation, gas, etc. 
o Mentor or buddy at work 
o Other Elevate or Elevate Plus participants at work 
o Is there anything else that helped with your transition to work? 

 

2. We want to help develop the capabilities of our manufacturers so we would like your thoughts on 
how important you feel the following would be to a person starting a new job where you work? 
o Outside of an offer of employment they reach out to employees before their first day of work to 

ensure there is an easy transition into the work environment 
o They let the employee know the expectations of the position 
o They let the employee know the performance standards that will be used to measure the 

expectations of the position 
o They let the employee know the supports that are available while doing the job 
o They use formal one to one coaching during the orientation process 
o They assign a mentor to each new employee at time of hire 
o They have a process in place to help the employee integrate socially into the organization 
o They have a set of scheduled check-ins with the employee (i.e. one week / one month / 3 

months) to address any concerns or issues and provide feedback on progress 
o Their orientation and onboarding process confirms to the employee that they can do the job 

and that they made the right decision in joining our company 
o Their onboarding process includes support to address issues that occur outside of work that 

might affect attendance and /or performance (i.e. transportation, housing, family issues) 
o They conduct exit interviews when employee leave to address potential employee challenges 
o Is there anything else that employers could do to help with retention of employees? 
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Appendix B 
Sector Partnership Planning Grant 

Implementation Project Partnership Agreement 
 
The completed Sector Partnership Planning Grant Implementation Project Partnership Agreement 
for the following companies and organizations are included in this appendix: 
 
• Quinte Economic Development Commission 
• Eastern Central Ontario Training Board 
• Loyalist Training & Knowledge Centre (corporate training division of Loyalist College) 
• Canadian Blast Freezers 
• Cascades Containerboard Pkg. Belleville 
• Electro Cables Inc. 
• Procter & Gamble Inc. 
• Research Castings International 
• Soltex Canada 
• Vantage Foods 

 


