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MMeessssaaggee  ffrroomm  tthhee  SSoouutthheeaasstt  LLaabboouurr  MMaarrkkeett  PPaarrttnneerrsshhiipp  CCoouunncciill  
The Greater Moncton Regional Workforce Development Strategy, released in November 
2019, was developed as a priority area of the Together for Prosperity: The Greater 
Moncton Region Economic Development Strategic Plan (2018-2022).  While the Greater 
Moncton Economic Development Team collaborates to implement the overall Economic 
Development Strategic Plan, the Southeast Labour Market Partnership works to 
coordinate the implementation of the Workforce Development Strategy.  All stakeholders 
in our area recognize that integral to regional growth is the availability of labour.  

Historically, access to a skilled workforce in Greater Moncton and southeastern New 
Brunswick has been one of the region’s top competitive advantages.  People moved here 
from across New Brunswick and the country to take advantage of career opportunities in 
a wide variety of industries from manufacturing to business support services to health 
care.   

In 2021, and moving forward, the region needs to act more proactively and in a more 
coordinated way to ensure we continue to have access to the talent needed to foster 
continued economic growth and prosperity.  This will be key to the area’s competitive 
position relative to other urban centres across Canada and beyond. 

The Greater Moncton Regional Workforce Development Strategy is the roadmap to 
ensure the region has a strong talent pipeline in the years ahead. The strategy has four 
foundational pillars and 10 objectives with an overall vision of connecting the right talent 
to the right jobs.  Recognizing the integrated nature of the regional workforce and 
economy, it was decided to expand the scope of the strategy beyond Greater Moncton to 
include the wider region including the stakeholders and the populations of Westmorland, 
Kent, and Albert counties.   

The Southeast Labour Market Partnership (SLMP) was established in March 2020, to 
implement the new strategy and a SLMP Council made up of key stakeholders from 
across the region was created to provide oversight, direction and accountability to the 
implementation of the strategy.  

The SLMP Council spent 2020 strategically thinking about the future of workforce 
development in the region. In 2020, we had to view the workforce development strategy 
with a COVID lens.  
 
The primary goal of the Southeast Labour Market Partnership is to connect talent to 
companies in the region. In this first Southeast Labour Market Partnership Annual Report, 
we showcase our achievements by focusing on how we are meeting the needs of the 
region. These achievements reflect the strong partnerships that SLMP has developed, 
which is the essence of an effective approach to workforce development.  
 
This report communicates our work and our outcomes, while also serving as a 
benchmarking tool that will help us set our direction and monitor our progress for 2021 
and beyond.  
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TThhee  SSoouutthheeaasstt  LLaabboouurr  MMaarrkkeett  PPaarrttnneerrsshhiipp  ((SSLLMMPP))  CCoouunncciill  
 
Objective 10 of the Greater Moncton and Southeast Workforce Development Strategy 
called for the creation of a council to transition the work that started under the Southeast 
Workforce Action Team (SWAT), a less formalized but collaborative group that oversaw 
the development of the Workforce Development Strategy, to take the strategy to the next 
level.  
 
Therefore, in March 2020, the SLMP Council was created to provide strategic direction, 
guidance, leadership and support for the implementation and monitoring of the Greater 
Moncton Workforce Development Strategy. 
 

SSoouutthheeaasstt  NNeeww  BBrruunnsswwiicckk’’ss  WWoorrkkffoorrccee  DDeevveellooppmmeenntt  CCoonntteexxtt  
 
The southeast region, like many regions across Canada, has recognized that its future 
competitiveness and sustainability lies in its ability to attract, retain, and sustain a talent 
pool that is poised to meet employer demand for workforce. Southeast New Brunswick is 
committed to establishing and sustaining a strong talent pipeline that results in alignment 
between its local labour force and available employment opportunities. Simple to state, 
however, difficult, and complex to achieve. Across this country there are people who are 
unemployed and underemployed, yet Statistics Canada's most recent job vacancy 
numbers, which include unfilled positions in the public and private sectors, found that 
there were 506,000 vacant jobs in the first quarter of 2019, up 44,000 from the previous 
year. It is not only about the numbers, rather the true measure of a successful workforce 
strategy lies in the impact that results when the labour market is functioning well. 
 
An aging workforce and changes in the workforce due to the pandemic are all contributors 
to the changing nature of work in Southeast New Brunswick. Effective workforce 
development strategies are increasingly viewed as pivotal to supporting unemployed and 
under employed individuals improve their economic status, while also supporting 
businesses and economic growth.  
 
TThhee  PPaarrttnneerrsshhiipp  AApppprrooaacchh  
 

There are plenty of organizations that influence the development of southeastern New 
Brunswick’s workforce including governments, educational institutions, business groups, 
training companies, immigration support organizations, among others. All these 
organizations have their own missions, staff, budgets and key performance indicators 
(KPIs). 

The purpose of the Southeast Labour Market Partnership (SLMP) is to bring coordination 
to this broad ecosystem.  If done right, it will ensure there are no gaps in the talent pipeline 
and limited duplication of effort.  It will ensure there is proper labour market information 
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supporting both the actions of individual organizations and the ecosystem.  An effective 
SLMP will ensure partnerships are developed to solve challenges and ensure ongoing 
communication and dialogue between the key organizations in the ecosystem.  

 
1: The Southeast New Brunswick Workforce Strategy’s four pillars and 10 objectives 

 

 
 
IImmpplleemmeennttiinngg  tthhee  SSttrraatteeggyy::  FFoouurr  WWoorrkkiinngg  GGrroouuppss  
 

For each of the 10 objectives in the workforce strategy, a series of initiatives were 
developed to help achieve the objectives and ensure the region continues to have a 
strong talent pipeline moving forward. Four working groups were established to work on 
the key objectives of the strategy and report back to the Council on a regular basis.  The 
chair of each working group is a Council member.  Susy Campos, CEO of 3+ Corporation, 
serves as Chair of the Council and the four working groups and chairs are: 

1. LMI – involves efforts to increase the amount of timely and relevant labour market 
information (LMI) available to industry, government and community stakeholders 
(Chair: John Wishart, CCGM). 

2. Talent Development – involves efforts to ensure the local talent pipeline is turning 
out graduates with the interest and skills to start and advance their careers (Chair: 
Shane Thomson, Town of Riverview). 

3. Retention – involves efforts to retain workers in the region. In a typical year, around 
4,600 people move out of the Greater Moncton CMA to other destinations in New 
Brunswick and the rest of Canada. However, this is offset by around 5,200 who move 
to the Greater Moncton CMA each yea.  This working group will work on initiatives to 
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help employers retain workers and encourage young people and others to stay and 
build their careers in the region (Chair: Guy Leger, Expansion Dieppe). 

4. Attraction – involves efforts to attract workers to the region (from elsewhere in 
Canada and beyond) – aligned with the Local Immigration Partnership (LIP) and 
immigration activities in this area (Chair: Kevin Silliker, City of Moncton). 

 

PPaannddeemmiicc  EEffffeeccttss  oonn  SSoouutthheeaasstt  NNeeww  BBrruunnsswwiicckk  LLaabboouurr  FFoorrccee  
 

Although 2020 was a difficult year for Southeast New Brunswick’s labour force, the region 
performed well compared to Canada and New Brunswick as a whole.  

According to Statistics Canada (Table: 14-10-0090-01) Southeast New Brunswick’s 
unemployment rate climbed 1.8 percentage points year-over-year in 2020. The region 
finished 2020 with 8.8% unemployment. In contrast, Canada’s unemployment rate 
climbed 3.8 percentage points to 9.5% while New Brunswick’s unemployment rate 
climbed 1.9 percentage points to 9.8%. Although Southeast New Brunswick’s labour 
market suffered during 2020, its unemployment rate indicates the region fared better than 
Canada and New Brunswick.  

Southeast New Brunswick lost 1,000 total jobs from 2019 to 2020. The region gained 
2,000 full-time jobs during this time but lost 3,000 part-time jobs. Southeast New 
Brunswick performed better than other regions in this respect. While the region lost 0.9% 
of its jobs from 2019 to 2020, New Brunswick lost 2.7% and Canada lost 5.2%.  

The region’s labour force participation rate, meaning the proportion of the region’s 
population that is employed or seeking work, remained steady in 2020. New Brunswick’s 
participation rate fell about 1%, while Canada’s rate fell 2%. 

WWoorrkkiinngg  GGrroouupp  HHiigghhlliigghhttss  ffoorr  22002200  
 
TThhee  LLaabboouurr  MMaarrkkeett  IInnffoorrmmaattiioonn  ((LLMMII))  WWoorrkkiinngg  GGrroouupp  
 

The LMI working group has an important role in the implementation of the regional 
workforce strategy.  Having good and timely information and insight on the local labour 
market will be critical to the development of effective initiatives covered under the other 
three working groups.  LMI can encompass a broad range of data including: 

• Standard labour market indicators such as employment, unemployment, participation 
rates, etc. 

• Labour market forecasts by industry and occupation.  
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• Emerging and looming labour gaps by industry and occupation as measured by job 
vacancy rates, job postings data and employer surveys.  

• Talent pipeline information such as enrolment and graduates by program across the 
post-secondary education system. 

• Workforce-related insight from employers in the region.  
• Benchmark LMI on other urban centres to support planning activities.  
• Other LMI that supports workforce development initiatives. 

 
GGooaallss  ooff  tthhee  LLMMII  wwoorrkkiinngg  ggrroouupp::  

• To work on the initiatives identified for this working group. 
• To engage the SLMP Council if there are new resources required to implement an 

initiative. 
• To report back to the SLMP Council on the progress of each initiative. 
• To identify other LMI-related issues that may arise and make recommendations to the 

SLMP Council on how to address them (e.g. Covid-19). 
 
QQuuaalliittyy  LLaabboouurr  MMaarrkkeett  IInntteelllliiggeennccee  
 
Workforce and labour market information is essential to the SLMP work. LMI data 
provides insight into: 

 Current labour needs in our region. 
 What talent is currently available in our region? 
 What labour needs our region will likely have in the future based on regional 

hiring trends. 
 Education and skills gaps in our community that will need to be filled in order 

to meet future hiring demands. 
 
In 2020, the LMI working group built the LMI strategic framework to help identify the labour 
market information, supply and demand data required, available and missing in support 
of key outcome indicators. Additionally, in 2020, LMI created and launched an online 
bilingual economic dashboard. The dashboard is a one stop shop to view relevant and 
timely key regional economic indicators and labour market performance trends and is 
updated monthly. The dashboard includes indicators related to: 
 
 Population, including demographics, income, cost of living, etc. 
 Labour Force, including unemployment, labour force participation, wages, 

bilingualism, and university enrolment. 
 Real Estate and Development, including housing prices, housing starts, and 

building permit values.  
 Industry, including export values, the number of businesses, and GDP 
 COVID-19 Recovery updates 
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 Economic and Labour Market Report Snapshots  
 Quarterly Economic Report  
 Monthly Labour Market Report 

 

 
 
 
 
A series of one-pagers were also developed to provide a snapshot of information for the 
region and are updated monthly.  
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LMI produced regular and ad-hoc reports provided on a regional basis to SLMP 
partnership members and subscription-based external public reports to improve labour 
and economic information awareness including:  
 
 Quarterly Job Supply Demand Vicinity Reports 

 

TThhee  TTaalleenntt  DDeevveellooppmmeenntt  WWoorrkkiinngg  GGrroouupp  
 
The Talent Development working group has an important role in the implementation of 
the regional workforce strategy.  Every year some 2,100 people graduate from high 
school across southeastern New Brunswick and hundreds graduate from post-secondary 
educational institutions. 
 
The talent development working group is tasked with ensuring the local education and 
training eco-system is turning out graduates with knowledge of, and related skills for, the 
career opportunities offered across the region.  
 
TThhee  GGooaallss  ooff  tthhee  TTaalleenntt  DDeevveellooppmmeenntt  WWoorrkkiinngg  GGrroouupp::  
• To work on the initiatives identified for this working group. 
• To work with the SLMP Council if there are new resources required to successfully 

implement an initiative. 
• To report back to the SLMP Council on the progress of each initiative. 
• To identify other Talent Development-related issues that may arise and make 

recommendations to the SLMP Council on how to address them (e.g. Covid-19) 
 

In 2020, SLMP set out to work with Future NB to facilitate familiarization tours to local 
businesses for students, educational leaders, guidance counselors and faculty members, 
for the purpose of exposing students and educators to local workplaces. With the 
pandemic, however, this meant that familiarization tours could not be conducted in person 
therefore the Talent Development Working Group re-assessed how to deliver the 
familiarization tours and speakers bureau virtually. 3+ Corporation, as the lead agency 
for this initiative, secured funding through Future Skills Centre - “Shockproofing the Future 
of Work – COVID 19 Disruption” to implement virtual familiarization tours. The funding 
received will assist with delivering virtual familiarization tours of four regional priority 
industries to begin in 2021.  

Building the foundation and capacity to strengthen the connection between education and 
industry was a focus in 2020.   Strategic relationships were formed with both school 
districts and both serve as key representatives on the talent development working group. 
Continued collaboration with both Anglophone East and Francophone Sud school 
districts, along with Future NB, will be critical to ensuring that we build the local talent 
pipeline to align with our region’s workforce development needs.  

The working group also helped support the creation of the the “Regional Future NB 
Committee” which was created with the intent to help provide a regional model to support 



Page 9 of 11 
 

coordination and communication between post-secondary, secondary and strategic 
partners and could serve as a sub-committee to support the working group. The model 
was presented at a Future NB Forum and was recognized as a potential best practice 
model by Future NB for further consideration and development provincially as the new 
2021 Future NB strategy rolls out. 

 

TThhee  RReetteennttiioonn  WWoorrkkiinngg  GGrroouupp  
The Workforce Retention working group has an 
important role in the implementation of the regional 
workforce strategy.  As mentioned above in a typical 
year between 4,000 and 6,000 people move out of 
the Greater Moncton region to other communities in 
New Brunswick and across Canada (out-migrants).  
In fact, the Greater Moncton CMA has a higher out-
migration rate than Halifax.  In 2018, 341 out of every 
10,000 people left the Greater Moncton CMA while 
only 301 out of every 10,000 people left Halifax.  
However, the good news is the Greater Moncton 
CMA attracted 341 inward migrants per 10,000 
population – well above Halifax (301 per 10,000), 
meaning the Greater Moncton net migration rate is 
stronger than Halifax. 

The retention working group is tasked with efforts to 
ensure the region is retaining talent.  This involves 
supporting firms in their efforts to retain workers and community-level efforts to retain 
young people in the region.  

GGooaallss  ooff  tthhee  WWoorrkkffoorrccee  RReetteennttiioonn  wwoorrkkiinngg  ggrroouupp::  
• To work on the initiatives identified for this working group. 
• To work with the SLMP Council if there are new resources required to successfully 

implement an initiative. 
• To report back to the SLMP Council on the progress of each initiative. 
• To identify other workforce retention-related issues that may arise and make 

recommendations to the SLMP Council on how to address them (e.g. Covid-19). 
 

This working group met and identified priorities to work on 2021 as the pandemic brought 
on new challenges in retaining a talented workforce. Companies are now pondering how 
you create a flexible and responsive organizational culture and retain their workforce 
when the workforce is working from home.  

In-migrants and out-migrants per 10,000 
population (2018) - Intra- and interprovincial 
migration only 

  

Source: Statistics Canada 
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In 2020, this working group through the Southeast Economic Recovery Task Force 
(SERTF) supported employers with strategic needs through the work from home 
transition. The SERTF webinars were provided in English and French and delivered by 
leaders throughout our community to support employers to learn, adapt and survive the 
workplace and structural changes brought upon by the pandemic. https://3plus.ca/2020-
webinar-review/ 

 

 

TThhee  WWoorrkkffoorrccee  AAttttrraaccttiioonn  WWoorrkkiinngg  GGrroouupp    
The Workforce Attraction working group 
has an important role in the 
implementation of the regional workforce 
strategy.  The number of immigrants and 
non-permanent residents settling in the 
Greater Moncton CMA each year has 
been growing every year.  A decade ago, 
in a typical year, between 400-600 would 
settle in the community each year. In 
2019, over 2,350 did.  As shown in the 
chart, immigrants and non-permanent 
residents now account for 71% of all 
population growth in the Moncton CMA. 

Adding in the attraction of people from elsewhere in New Brunswick and Canada and 
from outside the country, it represents 95% of the region’s population growth1. 

The Workforce Attraction working group is tasked with efforts to attract talent from across 
Canada and beyond.  International workforce attraction is aligned with the Local 
Immigration Partnership and provincial government efforts to attract immigrants and 
international students to the region.   

GGooaallss  ooff  tthhee  WWoorrkkffoorrccee  AAttttrraaccttiioonn  wwoorrkkiinngg  ggrroouupp::  

• To work on the initiatives identified for this working group. 

• To work with the SLMP Council if there are new resources required to successfully 
implement an initiative. 

• To report back to the SLMP Council on the progress of each initiative. 

 
1 A decade ago, natural population growth (births minus deaths) accounted for as high as 28% of population 
growth. In 2019 it represented only 5% of population growth.  
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• To identify other Attraction-related issues that may arise and make 
recommendations to the SLMP Council on how to address them (e.g. Covid-19). 

Companies are struggling to grow their businesses because they are unable to fill vacant 
positions, hire the skills they need, or have difficulty finding someone to take over their 
business. Primarily, these challenges are related to the shortage of workforce in the 
region.  

In 2020 the COVID-19 Pandemic tremendously impacted the demand for quality and 
quantity of the available workforce. As a region, partners participated in virtual job fairs to 
build the talent pipeline.  

To capitalize on the new remote work/work from anywhere model and the success that 
our region has had with COVID and to sell the benefits of moving to our region and work 
remotely, the Live for the Moment campaign was developed in 2020 and launched in early 
2021.  

CCoonncclluussiioonn  aanndd  LLooookkiinngg  FFoorrwwaarrdd  
Workforce Development success does not happen overnight. It needs continuous 
planning, effort, dedication, and a coordinated approach from several partners. The 
Southeast Labour Market Partnership embraces the entire community. It acknowledges 
the “Macro Approach” that supports working together to succeed as a region.  

Moving forward, SLMP will continue to work to ensure people who make their home in 
the southeast region have the tools they need to succeed, and that businesses operating 
in the region can find the workforce talent needed to grow. 

 

 


