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Introduction 
 

Greater Moncton and Southeast New Brunswick has enjoyed stable economic 
growth in recent years. From 2016 to 2020, GDP grew by 1.4% per year on average. Timely 
labour supply and demand projections are key to ensuring continuous growth for the region.  
 
 The purpose of the report is to increase understanding of the state of the regional 
labour market and the key issues involved in achieving our future labour market goals. The 
forecasts presented in the report are intended to facilitate the work of the Southeast Labour 
Market Partnership (SLMP) planning and to promote awareness and discussion about the 
state of the labour market and implications for industry and government initiatives.  
 

This document provides current and projected labour force demand and supply for 
five short-term priority sectors in Greater Moncton and Southeast New Brunswick. The 
Southeast Labour Market Partnership (SLMP) selected these sectors because they have 
immediate labour force needs. The sectors include healthcare and social assistance, 
transportation and warehousing, construction, finance and insurance, and education.  
 
 This report estimates labour demand using public data sources and insights from 
industry associations and businesses. The report estimates labour supply using enrolment 
figures from post-secondary institutions (PSIs) in the region. The report then compares 
labour supply and demand to estimate gaps in the talent pipeline. 
 
 In 2022, The SLMP Labour Market Information Working Group will produce a report 
with supply and demand forecasts for five long-term priority sectors.. These sectors include 
advanced manufacturing, health innovation, tourism and retail, AI and robotics, and post-
secondary education. 

 This report begins by describing the methodology used to produce the labour supply 
and demand forecasts. It then discusses data collection methods. Finally, the report 
presents labour supply and demand forecasts for each sector and identifies where gaps 
exist.  

Methodology 
 
 Many factors determine labour demand. These factors include, but are not limited to, 
investment, labour force substitution, labour force mobility, and technological 
advancements. Several determining factors cannot be accurately predicted. Therefore, 
some researchers including Cörvers and Hensen (2004) argue forecasts should be “limited 
to the medium term, that is, to a period of 5 years”i. This report estimates labour market 
demand for the five above-mentioned sectors over the next five years. 
 

Cörvers and Hensen also argue forecasts are general and do not provide specific 
supply and demand for each year. The figures given in this report are an estimate based on 
current data and knowledge. Since many factors influence labour demand, the accuracy of 
these estimates may change. 
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Labour demand consists of expansion demand and replacement demand. Expansion 
demand is the additional labour an industry needs as it expands. For example, if a contact 
centre in Moncton, New Brunswick decides to double its call intake, it may need to double 
its staff. Replacement demand is demand that arises from employees leaving their 
positions. This can include retirements, migration, and career changes.  

 This report estimates five-year labour market demand for five sectors in Greater 
Moncton and Southeast New Brunswick, accounting for current vacancies, estimated 
annual replacement demand, and estimated annual growth demand. Current vacancies are 
estimated using a job postings data from Vicinity Jobs, Statistics Canada and, in some 
cases, data from industry associations. Annual replacement demand is estimated using 
workforce age data from Statistics Canada and retirement age estimation. Annual growth 
demand is estimated based on the assumption of two percent annual population growth 
and, in some cases, input from employers and industry associations. Data sources are 
discussed in more detail in the “Data Collection” section below.  

 This report also estimates labour supply using an enrolment survey. Several PSIs in 
the region provided five-year enrolment trends by area of study. These figures are used to 
estimate the number of workers available to fill future positions. A University of New 
Brunswick study finds that a percentage of college and university graduates will leave the 
region within five years of graduating. These percentages are applied to the number of 
future graduates to determine the number of workers that will likely remain in the region. 

 The report compares estimated annual labour demand with projected annual labour 
supply to determine where gaps exist. 

There are several limitations in these forecasts. Firstly, as mentioned above, the 
future cannot be predicted with certainty regardless of data quality, Furthermore, 
intraprovincial migration is not accounted for due to data limitations. This means, for 
example, graduates from Fredericton who choose to work in greater Moncton are not 
included in the labour supply.  

Data Collection 
 

Demand: 
 

3+ Economic Development Corporation has met with a range of employers and 
industry associations to gauge their present and anticipated labour force needs. Several 
employers provided detailed data on current workforce demand and projected retirements. 
Others gave verbal accounts of their recruitment difficulties.  

 
This report combines data and anecdotes provided by these associations with data 

from other sources to estimate future labour force needs by sector. Other sources include 
Vicinity Jobs, which provides the current number of job vacancies in each sector, and 
Statistics Canada, which provides the number of possible retirements based on workforce 
age. This report assumes the region’s population will grow at around 2% per year, as this 
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is the goal described in the Greater Moncton Immigration Strategyii. Greater Moncton’s 
population has grown by about 2% annually over the past several years. 
 

Supply: 
 

3+ Economic Development Corporation and the Chamber of Commerce for Greater 
Moncton, issued a survey to post-secondary education institutions in Southeast New 
Brunswick in Spring and Summer 2020. The survey asks for institutions’ enrolment by 
program, along with other information. Responses were received in 2021. Enrolment by 
program is used to determine future labour supply in this report. 
 

This report assumes a certain percentage of graduates leave the region after 
graduation based on a retention report completed by the University of New Brunswick 
(UNB)and the New Brunswick Institute for Research, Data and Trainingiii. For example, the 
UNB report states 26% of healthcare graduates will leave the province within three years. 
Therefore, this report assumes only 74% of nursing graduates will remain in the region. This 
report also uses Statistics Canada data 2016 Census dataiv to determine how many 
graduates are likely to enter the region from other areas.  

Sectors 
 

Healthcare and Social Assistance – Demand 
 

Greater Moncton and Southeast New Brunswick is experiencing a healthcare worker 
shortage. According to local industry associations, some hard-to-recruit positions include 
registered nurses, licensed practical nurses, personal support workers, physicians, nursing 
unit clerks, psychologists, pharmacists, sonographers, health information management 
staff, medical device processing staff, lab technologists, respiratory therapists, patient 
attendants, and orderlies. These difficulties are exacerbated in rural areas, and where 
bilingualism is required. Most of these positions are currently short-staffed, and many 
retirements are expected in the coming years. 

 
One industry association said it is particularly difficult to hire positions such as 

pharmacists, as there are no pharmacy schools in New Brunswick. Relying solely on out-
of-province recruitment for various positions is challenging. Furthermore, the association 
said it is difficult hiring bilingual staff who meet all other requirements for vacant roles.  

Estimates for healthcare and social assistance occupation demand can be found in 
Table I. This table accounts for anticipated retirements based on workforce age and data 
provided by industry associations, vacancies estimated using data from Vicinity Jobsv and 
industry associations and estimated annual sector growth based on the assumption of 2% 
population growth. 

“Professional occupations in nursing” includes registered nurses and nursing 
supervisors. There are currently around 190 nursing vacancies in Southeast New 
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Brunswick. The region will need 100 additional nurses each year to keep up with sector 
growth and replace retirees. 

“Professional occupations in health (except nursing)” includes pharmacists, 
dieticians, nutritionists, occupational therapists, and other related occupations. “Technical 
occupations in health” includes medical laboratory technicians, medical radiation 
technologists, medical sonographers, respiratory therapists, licensed practical nurses, and 
paramedics. This occupational group will likely grow significantly over the coming years due 
to retirements and population growth. “Assisting occupations in support of health workers” 
includes patient attendants, personal support workers, and orderlies. This occupational 
group has many vacancies. Vacancies are expected to grow in future years. 

Table I: Healthcare and Social Assistance Projected Workforce Needs in Greater Moncton and 
Southeast New Brunswick (2021-2026) 

 Current 
Employment 
2020 

Estimated 
Current 
Vacancies 

Estimated 
Annual 
Replacement 
Demand 

Estimated 
Annual 
Growth 
Demand 

Estimated 
Total 
Annual 
Demand 

Professional 
occupations in 
nursing 

1,900 186 70 38 108 

Professional 
occupations in 
health (except 
nursing and 
physicians) 

866 57 20 17 37 

General 
practitioners, 
family 
physicians, 
and specialist 
physicians 

534 36 12 11 23 

Technical 
occupations in 
health 

2,500 19 93 50 143 

Assisting 
occupations in 
support of 
health 
services (i.e. 
personal 
support 
workers, 
orderlies) 

1,600 152 59 32 91 

 

Healthcare and Social Assistance – Supply 
 

According to the Post-Secondary Survey issued by 3+ and the Chamber of 
Commerce for Greater Moncton, around 94 registered nurses Southeast New Brunswick 
every year. Therefore, 94 students are prepared to take on “Professional occupations in 
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nursing”. The number of annual graduates is lower than current demand (186 vacancies) 
and lower than estimated annual demand. 

 
Furthermore, of the 94 annual graduates, several will not remain in the region. 

According to a recent report published by the University of New Brunswick, 26% of 
graduates in health-related fields leave the region within three years of graduating. 
Therefore, only about 70 of the 94 graduates are likely to remain in the province. Assuming 
all graduates who remain in New Brunswick will remain in Southeast New Brunswick, the 
nursing gap could grow by 38 nurses per year. 

The PSI survey reveals nursing enrolments have increased over 23% since 2015-
2016. If this trend continues, the region may reach the necessary number of annual 
graduations to fill local need. 

 

According to a report published by the Centre de formation médicale du Nouveau-
Brunswick, 25 students completed their Doctor of Medicine at the Université de Moncton in 
2021-2022. If 26% of these students leave the province, around 19 will remain. As noted in 
Table II, the estimated replacement demand for doctors in the region is 23, and the current 
estimated demand is 36. Therefore, the region does not graduate enough doctors to meet 
regional demand. 
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Unfortunately, several private colleges did not provide complete enrollment data, 
therefore it is unclear how many students graduate with diplomas related to “Technical 
occupations in health” and “assisting occupations in support of health services” each year. 
Institutions that participated in the survey indicated an increase in technical health program 
enrolment.  

 

 

Survey respondents also indicated a decrease in college enrolments in healthcare 
administration, IT, and management. This decline may be concerning, as several employers 
and industry associations expressed difficulty filling these positions.  

 

 

Licensed Practical Nurse (LPN) enrolments have not changed since 2015 despite 
growing demand, and personal support worker (PSW) enrolments have declined slightly. 
However, these figures are not complete as some institutions are not represented. 
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According to the UNB retention study, 95% of college graduates in health and related 
fields will remain in the province for at least 1 year after graduation. This is much higher 
than the university graduate 1-year retention rate of 86%. The three-year retention rates for 
college graduates are not available. 

Some of this industry’s labour force gaps will likely be filled by migrants. According 
to the 2016 Census, around one-third of the region’s healthcare workers lived elsewhere 
five years prior. Furthermore, according to Immigration, Refugees, and Citizenship Canada, 
55 permanent residents planned to work as licensed practical nurses or nurses’ aides upon 
moving to New Brunswick in 2019. It is unclear how many of these `individuals moved to 
Southeast New Brunswick. 

One industry association expressed difficulty hiring licensed practical nurses. To 
address this issue, they began hiring individuals who work as nurses in other countries. 
Employers hire these new residents as such as orderlies or patient attendants while the 
newcomers work towards becoming licensed to practice in Canada. This allows employers 
to fill their patient attendant and orderly shortages in the short-term, and their licensed 
practical nurse shortages in the long-term. 

 Despite migration and immigration, the number of nursing vacancies has continued 
to grow. According to industry associations, nearly one in five healthcare workers is 
currently retirement aged. The shortage will likely worsen if migration, immigration, and/or 
graduations do not increase to meet current vacancies and replace these individuals as they 
retire. 

Transportation and Warehousing – Demand 
 

According to industry associations, the transportation and warehousing sector faces 
difficulty hiring positions including truck drivers, dispatchers, mechanics, and administrators. 
Table II shows estimated annual employment demand based on anticipated retirements and 
annual sector growth. According to Vicinity Jobs and Statistics Canada, the current number 
of vacancies in this sector is relatively low (1-3%). 

 
The Transportation and Warehouses also has an older workforce than most 

industries. According to Statistics Canadavi, over 30% of New Brunswick’s transportation 
and warehousing workers are over 55 years old. This means many workers are likely to 
retire over the next 5-10 years.  

 
Table II: Transportation and Warehousing Projected Workforce Needs in Greater Moncton and 
Southeast New Brunswick (2021-2026) 

 Current 
Employment 
2020 

Estimated 
Current 
Vacancies 

Estimated 
Annual 
Replacement 
Demand 

Estimated 
Annual 
Growth 
Demand 

Estimated 
Total 
Annual 
Demand 

Transport truck 
drivers 

1,273 16 46 25 72 
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Material 
handlers 

570 4 21 11 32 

Customer and 
information 
service 
representatives 

365 3 13 7 20 

Mail, postal, 
and related 
workers 

          265  
 

0 10 5 15 

Delivery and 
courier service 
drivers 

232 11 8 5 13 

Taxi and 
limousine 
drivers and 
chauffeurs 

225 11 8 5 13 

Air traffic 
controllers and 
related 
occupations 

192 0 7 4 11 

Letter carriers 172 0 6 3 9 
Automotive 
service 
technicians, 
truck and bus 
mechanics, 
and 
mechanical 
repairers 

172 0 6 3 9 

Other 
transportation 
and 
warehousing 
workers 

2,619 52 95 52 148 

 

Transportation and Warehousing – Supply 
 

According to the above-mentioned post-secondary institution survey, around 30 
students graduate each year with a diploma in transportation logistics, and five students 
graduate each year with a truck and transport technician diploma. These graduates are 
likely to stay in New Brunswick. According to a University of New Brunswick report, between 
85 and 95% of New Brunswick community college graduates remain in the province. Based 
on a 90% retention rate, 27 transportation and logistics and 4 truck and transport technicians 
are likely to remain in the region. 

 
Industry associations say there are not enough logistics or technician workers 

available. Table II estimates an annual demand of nine service technicians, and only four 
are likely to graduate and remain in the region each year. Industry associations also 
described a shortage of logistical workers despite the 30 annual graduates. 
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Furthermore, according to an industry association, COVID-19 caused delays for truck 
drivers’ tests. This caused an increased shortage in licensed truck drivers. Supply of truck 
drivers is difficult to predict because many are trained on the job. Furthermore, truck drivers 
require a special license rather than a degree or diploma.  

Construction – Demand 
  
 Construction sector job vacancies are difficult to track because many developers 
recruit via industry associations, unions, or word-of-mouth. Therefore, vacancies in Table 
III are estimated using Statistics Canada’s estimated vacancy rate for the construction 
sector in New Brunswick rather than Vicinity Jobsvii. 
 
 Furthermore, construction sector labour force demand is difficult to predict for several 
reasons. Firstly, demand is based on construction activity. Construction activity varies 
significantly from year to year and is often unpredictable. Secondly, according to a local 
industry association, the construction workforce is very mobile. A large construction project 
in Fredericton or Halifax could attract workers from Greater Moncton and vice-versa. 
Therefore, the estimates in the table below should be interpreted with extreme caution. 

 3+ issued a survey to local developers to gauge their present and anticipated 
workforce needs. Fourteen developers answered the survey. Nearly half of the respondents 
said they do not have the short-term skilled labour required to fulfill current construction 
demand. All respondents said they would not have enough skilled labour if construction 
demand increased. When asked what kind of skilled labour is difficult to hire right now, 
several respondents said all types, others said electricians, framers, drywallers, plumbers, 
general labour, concrete workers, carpenters, and masons. An industry association said 
roofers, bricklayers and welders are also difficult to hire. There appears to be a current 
labour shortage for all skilled construction trades and general labour. 

 Like the Transportation and warehousing sector, the Construction sector has an older 
workforce. According to Statistics Canada, over one-third of New Brunswick’s construction 
workforce is over 55 years old. Many construction workers will likely retire in the next 5-10 
years. 

Table III: Construction Projected Workforce Needs in Greater Moncton and Southeast New 
Brunswick (2021-2026) 

 Current 
Employment 
2020 

Estimated 
Current 
Vacancies 

Estimated 
Annual 
Replacement 
Demand 

Estimated 
Annual 
Growth 
Demand 

Estimated 
Total 
Annual 
Demand 

Construction 
trades helpers 
and labourers 

673 
 

38 27 13 41 

Carpenters 552 31 22 11 34 
Electricians 
(except 
industrial and 
power system) 

349 
 

20 14 7 21 



11 
 

Construction 
managers 

298 
 

17 12 6 18 

Heavy 
equipment 
operators 
(except crane) 

235 
 

13 10 5 15 

Plumbers 216 12 9 4 13 
Contractors 
and 
supervisors, 
heavy 
equipment 
operator 
crews 

178 
 

10 7 4 11 

Transport 
truck drivers 

165 
 

9 7 3 10 

Home Building 
and 
Renovation 
Managers 

159 9 6 3 9 

Residential 
and 
commercial 
installers and 
servicers 

146 8 6 3 9 

Other 
Construction 
Sector Jobsviii 

3,129 
 

175 127 63 190 

 
Construction – Supply 

 
 Around 70 students graduate in skilled trades in Southeast New Brunswick each 
yearix. Because the construction workforce is so mobile and demand is unpredictable, it is 
difficult to say whether this will be enough. 12 out of 14 developer survey respondents do 
not believe local colleges are training an adequate number of skilled workers. 
 
 Building and construction trades and metals processing trades enrolments have 
increased, while mobile and equipment trades enrolments have increased. Overall trades 
enrolments have declined slightly over the past five years, despite growing construction 
activity in the region and many pending retirements. 
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 Table III estimates the region will need 34 new carpenters each year for the next 5 
years. This estimate may not be reliable due to uncertainty in the construction sector. The 
region graduates approximately 11 carpenters each year. If demand is truly 34 per year, 
this would represent a significant gap. Of the 15 carpenters graduating each year, 13 are 
likely to remain in the province. 
 

Finance and Insurance – Demand 
 

The Finance and Insurance sector has a relatively low job vacancy rate. The sector 
also has a relatively young workforce. According to Statistics Canada, only around one-fifth 
of finance and insurance workers in New Brunswick are over 55 years old. 

 
Several finance and insurance companies have expressed challenges hiring skilled 

technical workers, such as developers and data scientists. Several of these workers have 
begun working remotely for companies elsewhere in Canada or abroad. Companies in 
Southeast New Brunswick say it is difficult to compete with salaries offered by companies 
in Toronto or elsewhere. This will likely be a continuing challenge for the sector and the 
region. 

Companies have also expressed difficulty finding fluently bilingual workers, including 
contact centre workers.  

Table IV: Finance and Insurance Projected Workforce Needs in Greater Moncton and Southeast New 
Brunswick (2021-2026) 

 Current 
Employment 
2020 

Estimated 
Current 
Vacancies 

Estimated 
Annual 
Replacement 
Demand 

Estimated 
Annual 
Growth 
Demand 

Estimated 
Total 
Annual 
Demand 
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Financial sales 
representatives 

450 13 12 9 21 

Customer 
service 
representatives 
– financial 
institutions 

430 14 11 9 20 

Insurance 
agents and 
brokers 

395 4 10 8 18 

Insurance 
adjusters and 
claims 
examiners 

305 1 8 6 14 

Banking, credit 
and other 
investment 
managers 

200 11 5 4 9 

Insurance 
underwriters 

155 3 4 3 7 

Banking, 
insurance and 
other financial 
clerks 

155 0 4 3 7 

Insurance, real 
estate, and 
financial 
brokerage 
managers 

125 0 3 3 6 

Other 
customer and 
information 
services 
representatives 

105 14 3 2 5 
 

Information 
systems 
analysts and 
consultants 

100 5 3 2 5 

Other jobs in 
finance and 
insurance 

2,050 192 53 41 94 

 

Finance and Insurance – Supply 
 

Many finance and insurance occupations do not require specific post-secondary 
training. Therefore, it is difficult to gauge supply for this sector. Furthermore, Southeast New 
Brunswick has a strong existing customer service workforce.  
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According to the Post-Secondary Institution Survey, over 300 students graduate with 
business degrees in the region each year. The number of university business enrolments 
has declined slightly over the past five years.  

 Around 100 students graduate from community colleges in IT-related fields. College 
IT enrolments have doubled over the past five years. Based on conversations with several 
businesses, the industry’s biggest challenge is not graduation rates, but rather retention of 
skilled IT workers and prevalence of bilingual workers.  

 

According to the UNB retention report, physical, life science, and technology college 
graduates have the lowest one-year retention rate of all college graduates. Only 71% of 
physical, life sciences, and tech graduate remain in the province for one year after 
graduation. University retention rates in these fields are similar. 

Furthermore, as mentioned above, several employers have mentioned difficulties 
hiring data scientists. Data science requires many specific technical skills. However, there 
are currently no data science programs offered in Southeast New Brunswick. 
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Education – Demand 
 

The number of vacancies in the region’s education sector is relatively small. 
However, many education workers are likely to retire in the coming years as the population 
ages. The demand for elementary and kindergarten schoolteachers is expected to grow by 
about 83 jobs per year, while the demand for secondary school teachers is expected to 
grow by about 40 jobs per year. This growth is due to anticipated retirements and population 
growth. 

 
One employer expressed difficulty hiring school psychologists. A CBC article from 

May 2021 says half the province’s school psychologist positions are vacantx The employer 
believes these vacancies could be driven by uncompetitive pay. Furthermore, the industry 
association believes it is difficult to hire substitute teachers as many recent graduates opt 
to teach abroad rather than work part-time. Hiring bilingual and French Immersion teachers 
is also challenging. 

Table V: Education Services Projected Workforce Needs in Greater Moncton and Southeast New 
Brunswick (2021-2026) 

 

 Current 
Employment 
2020 

Estimated 
Current 
Vacancies 

Estimated 
Annual 
Replacement 
Demand 

Estimated 
Annual 
Growth 
Demand 

Estimated 
Total 
Annual 
Demand 

Elementary 
school and 
kindergarten 
teachers 

1,730 8 49 35 83 

Secondary 
school teachers 

827 7 23 17 40 

Elementary and 
secondary 
school teacher 
assistants 

800 2 23 16 39 

University 
professors and 
lecturers 

538 0 15 11 26 

Early Childhood 
Educators 

528 4 15 11 26 

College and 
other vocational 
instructors 

386 3 11 8 19 

Post-secondary 
teaching and 
research 
assistants 

317 0 9 6 15 

Janitors, 
caretakers, and 
building 
superintendents 

290 1 8 6 14 
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Administrative 
assistants 

234 0 7 5 11 

School 
principals and 
administrators 
of elementary 
and secondary 
education 

193 0 5 4 9 

Other 
educational 
services 
occupations 

1,847 15 52 37 89 

 

Education – Supply 
 
  Nearly 100 students graduate with a Bachelor of Education in the region each year. 
The UNB retention study estimates 65% of education graduates in 2018 remained in the 
province for three years after graduation. Therefore 65 of the 100 annual graduates may 
remain in the Southeast region. This does not cover the expected annual demand of 123 
elementary and secondary school teachers.  
 
 

 
Over 40 students graduate each year with an early childhood education or 

educational assistant diploma. 97% of these graduates will remain in the province for at 
least one year according to the UNB study. This more than covers the annual demand of 
26 early childhood educators in the region. 

 
It is unclear how many of these graduates are bilingual or licensed to teach French 

immersion. Employers emphasized difficulty in hiring French immersion teachers. 

Summary – Key Issues by Sector 
 

 This section summarizes key recruitment difficulties by sector. The following section 
will examine the gaps between supply and demand for occupations within each sector. 
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Healthcare and Social Assistance 
 

o Current nursing shortage, which will likely worsen because demand will grow 
faster than the number of graduates. 

o Current physician shortage 
o Difficulty hiring positions that do not have education programs in New 

Brunswick (including pharmacists) 
o Difficulty hiring nursing assistants, patient attendants and orderlies. 
o Many jobs related to “technical occupations in health” will open in the coming 

years. 
o Recruitment difficulties worsen in rural areas 
o Recruitment difficulties worsen where bilingualism is required 

 
Transportation and Warehousing 

 
o Older workforce: nearly one-third of provincial construction workforce is over 

55 
o Difficulty hiring truck drivers. This issue worsened during COVID-19 as 

drivers’ tests were temporarily halted. 
o Difficulty hiring mechanics. This issue will likely worsen as demand will grow 

faster than graduations. 
 

Construction 
 

o Older workforce: nearly one-third of provincial construction workforce is over 
55 

o Construction boom: not enough labour to meet current demand. This issue 
may worsen if construction increases. 

o Declining trades enrolments 
 

Finance and Insurance 
 

o Difficulty hiring and retaining skilled technical workers, like data scientists 
and developers. These workers can work remotely for companies elsewhere 
that pay more. 

o Low provincial retention rate for recent graduates 
o Difficulty hiring and retaining bilingual contact centre support staff. 

 
Education  

 

o Difficulty hiring substitute teachers, as recent graduates will go oversesas for 
full-time work. 

o Difficulty hiring French Immersion teachers. 
o Difficulty hiring school psychologists 
o Insufficient number of graduates 
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o Low provincial retention rate for recent graduates 
 

Summary - Gaps in Supply and Demand by Sector 
 

Top 5 Gaps in Talent Pipeline 
(recommended) 

 
Based on projected demand and the regional talent pipeline, the region’s most 

pressing labour 
force needs over the next five years will be concentrated in the healthcare sector. 
Because healthcare and education issues are managed provincially, the Southeast 
Labour Market Partnership will focus on the 5 gaps below: 

 
1) Skilled Trades 
2) Automotive Technicians 
3) Transportation Logistics 
4) Data scientists/Developers 
5) Other Skilled IT Workers (IT crosses all sectors and has been 

determined to be a priority in the region). 
 

The 5 occupations listed above have immediate labour force needs which will likely 
grow in future years if measures are not taken. 

Other Gaps in the Talent Pipeline to 
Consider 

The table below shows the estimated annual gap for several occupations. Unfortunately, 
supply data was not available for some of the above-mentioned sectors. 
 

Sector/Occupation Estimated Annual 
Demand (regional) 

Estimated Annual 
Supply (regional) 

Estimated Annual 
Gap (regional) 

Healthcare and Social 
Assistance 

   

• Professional 
Occupations         
in Nursing 

108 70 34 

• Technical 
Occupations in 
Health 

143 Unknown Unknown (likely 
positive based on 
discussions with 

industry) 
• General 

practitioners, 
family 
physicians, and 
specialist 
physicians 

23 19 4 

Transportation and 
Warehousing 
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• Automotive
service
technicians, truck
and bus
mechanics, and
mechanical
repairers

10 4 6 

Construction 
• Carpenters 34 13 21 
• Electricians 21 24 -3
• Plumbers 13 30 -17

Finance and Insurance 
• Total jobs 205 300+ (business 

graduates) 
-95+

Education 
• Teachers

(elementary,
middle, and
secondary)

123 65 58 

• Teaching
assistants

39 40 -1
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