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Message from_
THE SLMP COUNCIL
The attraction of a skilled workforce is one of the most important elements for any region to be successful
in driving economic growth and investment attraction. The continued success of Southeast New Brunswick
relies heavily on our ability to attract a skilled workforce.
A strong and committed workforce will support the growth of our communities and build a foundation for
continued prosperity. Our region’s long-term economic success depends on the strength of businesses
and agencies in their efforts to attract, retain, and build skills in order to stay open, expand, and hand over
to the next generation.
It is with this in mind that 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).
This Strategy continues to guide our collective efforts and set the stage for a solid future for our region.
From this strategy, the Southeast Labour Market Partnership was created to execute on the strategy with
a primary goal to connect talent to companies in the region.
2021 represented our second full year of executing on the strategy and, despite ongoing COVID-19
restriction challenges, we continued the implementation of the region’s Workforce Development Strategy
with great success. The Council, comprised of 21 organizations, continued its work towards the attraction
of skilled labour to our region. Building on the strategy and our strategic thinking from 2020, the SLMP
continued with the implementation of several of the key initiatives we established in 2020.
In fact, 2021 saw great success (despite a global pandemic) with record levels of employment and population
growth. We also witnessed some challenges with COVID-19 impacts leading to a higher unemployment
rate and a growing demand for housing leading to significant increases in the average home price in our
region. These challenges will help to drive our actions as a Council through 2022 and beyond.
One of the things the last two years has taught us is that we need to continue to act more proactively
and in a more coordinated fashion to ensure we continue to attract the talent stream we need to drive
continued economic growth.
We are pleased with our results and we are encouraged with the opportunities before us. The future of
our region looks bright as long as we remain focused and committed moving forward.

Workforce Development_
AN UPDATE

Workforce Development_
2021 LMI HIGHLIGHTS
Despite all of the challenges year 2 of the pandemic created for our
region, Greater Moncton and Southeast New Brunswick achieved
many milestones in 2021. Our region saw record employment,
population growth, and building permit values, all while grappling
with the continued impacts of COVID-19. These achievements
highlight our region’s resilience, our commitment to work together
and our focus of executing on our workforce attraction strategy.
We recognize the importance of communicating the region’s victories
and vulnerabilities. The Southeast Labour Market Partnership (SLMP)
outlined these in several reports throughout the year.

ACHIEVEMENTS
01

POPULATION GROWTH
Greater Moncton and Southeast New Brunswick achieved record population growth in 2021¹. Our
region gained 4,515 residents year-over-year. This represents a 2% growth rate. By comparison,
the Saint John and Fredericton regions grew by 0.4% and 0.6% respectively.
As part of this record growth, we gained a record 1,704 residents from interprovincial migration.
Many of these residents were drawn by our quality of life including Greater Moncton’s affordable
housing and proximity to nature. We also benefited from strong immigration – despite the
challenges on international travel due to COVID-19.
Annual Population Growth by Component
Greater Moncton and Southeast New Brunswick

Natural population growth

Net intraprovincial migration

Net interprovincial migration

Net immigration

¹Statistics Canada. Table 17-10-0138-01, Components of population change by economic region, 2016 boundaries
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02

EMPLOYMENT GROWTH
The Southeast region achieved record employment in September 2021². 119,700 people were
employed at this time, which represents a two-year increase of 8,700 jobs. While employment has
fallen since September, this is a normal occurrence due to the seasonal nature of some employment
sectors within our region.
Change in Employment in Greater Moncton and Southeast New Brunswick
December 2019 - December 2021
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GDP GROWTH
GDP measures a region’s total economic output,and is a good indicator of economic performance.
The Greater Moncton CMA’s gross domestic product (GDP) has grown 2.4% per year on average
since 20193. In contrast, the Halifax region’s GDP has increased 1.3% per year.

04

BUILDING PERMIT VALUES AND HOUSING STARTS
The Greater Moncton CMA achieved record building permit values in 20214. This was driven by
residential building permit values as demand for housing climbed. The region also had record housing
starts in 20215. Construction began on 1,746 units throughout the year. 908 of these units were
apartments and just over 300 were detached houses.
Annual Building Permit Values - Greater Moncton CMA ($ millions)
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²Statistics Canada. Table 14-10-0387-01, Labour force characteristics, three-month moving average, unadjusted for seasonality, last 5 months
3Conference Board of Canada Municipal GDP Database
4Statistics Canada. Table 34-10-0066-01, Building permits, by type of structure and type of work (x 1,000)
5Statistics Canada. Table 34-10-0148-01, Canada Mortgage and Housing Corporation, housing starts, by type of dwelling and market type in centres 10,000 and
over, Canada, provinces, census metropolitan areas and large census agglomerations
6Statistics Canada. Table 14-10-0387-01, Labour force characteristics, three-month moving average, unadjusted for seasonality, last 5 months
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CHALLENGES
01

UNEMPLOYMENT RATE
The region’s unemployment rate was 8.4% in December 20216. Two years prior, the unemployment
rate was only 5.4%. The number of Employment Insurance (EI) recipients in the region nearly doubled
during this period7. COVID-19 lockdowns and loosened requirements for EI benefits may have
contributed to the heightened unemployment rate.

02

HOUSING PRICES
Average home prices in the Greater Moncton CMA reached $302,400 in December 2021. This is
a 38% increase from the previous year. Nationally, housing prices increased by 17.7%. Several
factors likely caused this jump. These include high interprovincial migration, limited housing
supply, individual’s desire for more space during COVID-19, and exceptionally low federal interest
rates.
As indicated by record-high residential building permit values and housing starts, there is a
significant amount of housing in the pipeline. This may help alleviate skyrocketing prices. A rise in
interest rates may also bring some relief.
Average Home Price and Year-Over-Year Change by Canadian City - December 2021
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JOB VACANCIES AND PROJECTED LABOUR SHORTAGE
Employers Canada-wide have expressed concerns over labour shortages. Employers in the Southeast
region have echoed these concerns. At the end of 2021, the region had the highest number of job
vacancies in at least four years8. These jobs were concentrated in sales and service occupations. The
SLMP completed labour demand forecasts in 2021. The purpose of these forecasts 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

7Statistics Canada. Table 14-10-0137-01 Employment insurance beneficiaries by census metropolitan category, monthly, unadjusted for seasonality
8Vicinity Jobs
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labour market and implications for industry and government education, finance and insurance, and
transportation sectors. These sectors will face a slew of retirements as the workforce ages and there
are not enough local graduates to replace retirees.
Q4 Job Postings in Greater Mouncton and Southeast New Brunswick by Year
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GAPS & ISSUES BY SECTOR

HEALTH CARE & SOCIAL ASSISTANCE

TRANSPORTATION & WAREHOUSING

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

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

Current physician shortage.
Difficulty hiring positions that do not have education
programs in New Brunswick. (including pharmacists)
Difficulty hiring nursing assistants, patient attendants
and orderlies.

Difficulty hiring truck drivers. This issue worsened
during COVID-19 as drivers’ tests were temporarily
halted.
Difficulty hiring mechanics. This issue will likely worsen
as demand will grow faster than graduations.

Many jobs related to “technical occupations in health”
will open in the coming years.
Recruitment difficulties worsen in rural areas.
Recruitment difficulties worsen where bilingualism
is required.

CONSTRUCTION
Older workforce: nearly one-third of provincial
construction workforce is over 55.
Construction boom: not enough labour to meet current
demand. This issue may worsen if construction increases.

FINANCE & INSURANCE
Difficulty hiring and retaining skilled technical
workers, like data scientists and developers.
These workers can work remotely for companies
elsewhere that pay more.
Low provincial retention rate for recent graduates.
Difficulty hiring and retaining bilingual contact centre
support staff.

Declining trades enrolments.

EDUCATION
Difficulty hiring substitute teachers, as recent graduates
will go overseas for full-time work.
Difficulty hiring French Immersion teachers.
Difficulty hiring school psychologists.
Insufficient number of graduates.
Low provincial retention rate for recent graduates.
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GAPS IN SUPPLY & DEMAND BY SECTOR
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:

01

SKILLED TRADES

02

AUTOMOTIVE TECHNICIANS

03

TRANSPORTATION LOGISTICS

04

DATA SCIENTISTS & DEVELOPERS

05

OTHER SKILLED IT
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 on next page shows the estimated annual gap for several occupations.
Unfortunately, supply data was not available for some of the above-mentioned
sectors.
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Estimated Annual
Demand (regional)

Estimated Annual
Supply (regional)

Estimated Annual
Gap (regional)

Professional
Occupations in
Nursing

108

70

34

Technical
Occupations in
Health

143

Unknown

Unknown

General
practitioners, family
physicians, and
specialist physicians

23

19

4

10

4

6

Carpenters

34

13

21

Electricians

21

24

-3

Plumbers

13

30

-17

205

+300
(business graduates)

-95

Teachers
(elementary, middle,
and secondary)

123

65

58

Teaching assistants

39

40

-1

Sector/Occupation

Healthcare &
Social Assistance

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

Finance & Insurance

Total jobs

Education
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The Southeast Labour
Market Partnership_
AN OVERVIEW

2021_
IN REVIEW
The Greater Moncton 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 labour. Greater Moncton 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 912,500 vacant jobs in the third quarter
of 2021, up 350,000 from two years prior9. 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.
As economies emerge and transform, so too does the need for a labour force that is skilled,
educated, and resilient. Technology, aging demographics, artificial intelligence, and Industry 4.0
are but a few of the influencing factors that are changing how employers think about talent.
To complicate matters, the labour force is giving thought to quality of work, quality of place,
organizational culture, balanced lifestyle, and alignment of values. It’s a new day and decisions
are made differently.
Evident through the work commissioned by 3+ Economic Development Corporation and its
partners (the municipalities of Dieppe, Moncton, and Riverview), is a clear recognition of the
inter-connection between workforce development and economic development. Understanding
the make up of the economic sectors that are fundamental to the region’s economic
competitiveness and considering those occupations that are essential to those sectors spurs
opportunity for talent development, talent attraction and retention, and a more balanced
labour market. The Greater Moncton Regional Workforce Development Strategy provides an
evidence-based approach to responding to strategic priorities that support a balanced labour
market.
In the pages following, this report presents:
A strategy that reflects strategic priorities that emerged from comprehensive research and
engagement with local community businesses, job seekers, intermediaries, government and
education representatives.
Actions that are relevant, evidence-based, and implementable.
Analysis of emerging and growth sectors and relevant occupations that support ongoing sector
competitiveness.
Data that showcases projections and labour force data to inform on current and project job
demand, offering insight on current and future job opportunities.

9https://www150.statcan.gc.ca/n1/daily-quotidien/190618/dq190618b-eng.htm
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Strategic Themes, Priorities &_
ACTION PLAN UPDATES
The approach used to identify the strategic priorities and relevant actions is grounded in
research and analysis of the local economic and workforce context, insight, experiences, and
perspectives shared by employers and job seekers, and consideration of the local training
and education ecosystem that fuels talent development. Following is a presentation of four
foundational pillars on which the strategy is built, and the targeted objectives, strategic priorities
and tactical actions that reflect important areas of focus and effort. In its simplest form, this
strategy has been developed to “connect the right talent to the right jobs”.
2021 was the year that the Partnership was able to evolve and mature from building the governance
structure and processes to implementation of the initiatives through collaborative work planning
and execution. The Partnership continued to build on the four foundational pillars of the 2019-2024
workforce development strategy which include:

CONNECT

INCLUSION

INFORM &
COMMUNICATE

COLLABORATE

Objective 01

Objective 04

Objective 07

Objective 10

Connect Education
& Industry

Promote Integration &
Inclusion with SMEs

Align Greater Moncton’s
Brand & Messaging

Mobilize the
Southeast Labour
Market Partnership

Objective 02

Objective 05

Objective 08

Connect Employers
with Resources

Support Labour Force
Participation for All

Define & Target
Select Markets

Objective 03

Objective 06

Objective 09

Connect Talent
with Opportunity

Increase Bilingual
Workforce

Disseminate Relevant
Information
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In 2021, there were a total of 21 organizations involved in the Southeast Labour Market Partnership across
the various working groups and Council members. Looking ahead, we are hoping to expand that number and
ensure we have all the necessary key players around the table to assist the development and execution of our
priority initiatives.

SLMP COUNCIL
Chair:
Susy Campos, 3+ Corporation

TALENT DEVELOPMENT
WORKING GROUP

Standing organizations:
- Chamber of Commerce for Greater Moncton
- City of Moncton
- City of Moncton (Representative from LIP)
- Town of Riverview
- Expansion Dieppe
- WorkingNB
- Opportunities New Brunswick
- Atlantic Canada Opportunities Agency
- CBDC Westmorland Albert
- CBDC Kent
- Greater Shediac Chamber of Commerce

ATTRACTION WORKING GROUP
Chair:

Chair:

Kevin Silliker, City of Moncton

Tahlia Ferlatte, Town of Riverview (preceded by
Shane Thomson)

Standing organizations:

Standing organizations:
- 3+ Corporation
- Chamber of Commerce for Greater Moncton
- Opportunities New Brunswick
- Anglophone East School District
- Francophone South School District
- WorkingNB
- Post-Secondary Education, Training and Labour
- Town of Riverview
- Sackville 20/20
- Mount Allison University

LABOUR MARKET INFORMATION
(LMI) WORKING GROUP

- 3+ Corporation
- Expansion Dieppe
- Opportunities New Brunswick
- Chamber of Commerce for Greater Moncton
- WorkingNB
- Town of Shediac
- Town of Riverview
- City of Moncton
- City of Moncton (Representative from LIP)

RETENTION WORKING GROUP
Chair:
Guy Léger, Expansion Dieppe

Standing organizations:
Chair:
John Wishart, Chamber of Commerce for Greater
Moncton

Standing organizations:
- 3+ Corporation
- Opportunities New Brunswick
- Atlantic Canada Opportunities Agency
- WorkingNB
- Greater Shediac Chamber of Commerce
- City of Moncton (Representative from LIP)
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- 3+ Corporation
- Greater Shediac Chamber of Commerce
- Opportunities New Brunswick
- WorkingNB
- Chamber of Commerce for Greater Moncton
- J.D. Irving
- Town of Riverview
- Hub City Young Professionals
- Assurance Vienneau Ltée.

LITERACY PROGRAMS

- PETL
- CAFi (Francophone
immigration centre)
- Colleges
- Universities
- Multicultural Associations of
the Greater Moncton Area

TRAINING
- PELT
- Community colleges
- Universities

LABOUR MARKET
INFORMATION
- Government of NB,
Opportunities NB
- Magnet Skills database
- Government of Canada,
Canadian Business
Network, Stats. Canada
- Atlantic Canada
Opportunities Agency

POST-SECONDARY
INSTITUTIONS
- Colleges
- Universities

REGIONAL
WORKFORCE
DEVELOPMENT

IMMIGRATION
- Municipalities
- LIP
- PETL
- Government of New
Brunsiwck (Pop Growth
Division)

RECRUITMENT
EMPLOYMENT SUPPORTS
& JOB READINESS
- Multicultural Association of
Greater Moncton Area
- Atlantic Human Services
- Municipalities
- CAFi
- PELT
- 3+ Corporation

- Municipalities
- Province of NB, Growth
- 3+ Corporation
- Chamber of Commerce for
Greater Moncton

In addition to representatives from our standing organizations, the Southeast Labour Market Partnership
Coordinator role was created and filled by Keyana Strzechowski in May 2021 to address capacity building
and sustainability within the partnership. The responsibilities of this role were shared between Kari Cheyne,
Director of Workforce Development and Patrick Richard, former ONB Workforce Strategist prior to the formal
appointment of a funded position managed by 3+. As a whole, the Partnership allows our region to tackle issues
together, and this position is crucial in enabling collaboration amongst partners to ensure we are working
as one strong unit in the most efficient way possible. This role, also the first of its kind in the province, was
created after identifying the need to have a central point of contact within the Partnership to focus on the dayto-day coordination of priority initiatives as well as to lead and centralize all communication with stakeholder
partners etc.
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Southeast Economic
Recovery Task Force_
BUSINESS SURVEY

KEY TAKEAWAYS
Two-thirds of surveyed businesses have some or all employees working from home. All these businesses plan
on adopting a ‘hybrid model’ with employees split between home and office.
12/14 businesses do not anticipate future layoffs.
11/14 businesses will not change their office space.
Several businesses expressed concern for Downtown Moncton’s vibrancy. Some companies are encouraging
employees to shop local and spend time downtown.

DID YOUR BUSINESS LAY OFF
EMPLOYEES DURING THE PANDEMIC?

12

Yes (temporary
layoffs only)

14%
14%

DOES YOUR BUSINESS PLAN ON
CHANGING ITS OFFICE SPACE?

57%

14%

10

Yes (permanent
layoffs)

8

Yes (temporary
& permanents
layoffs)

4

6

2
0

No

No

Yes

Unsure

HOW WILL YOUR BUSINESS APPROACH REMOTE WORK GOING FORWARD?
Some employees will work at the office full-time,
some employees will work at home full-time
Employees will split their time between office
and home
All employees will work from the office
0

1

2

3

4

5

6

COMMON BARRIERS FOR RETURNING TO WORK

Difficulty maintaining physical
distance & following public health
guidelines

Staff enjoy working from home,
and/or are more productive

Some companies’ return-to-work
decisions are made in large cities
outside the Maritimes
17

Action Plans & Initiatives_
UPDATES

Action Plans & Initiatives_
UPDATES
As part of the 2019 Workforce Development Strategy, a number
of initiatives were established for each of the working groups.
In addition, due to the impacts of COVID-19, a number of new
initiatives were added in 2020 and 2021. The full list of initiatives
include:

01

COUNCIL INITIATIVES

02

LABOUR MARKET INFORMATION (LMI)
WORKING GROUP INITIATIVES

03

ATTRACTION WORKING GROUP INITIATIVES

04

RETENTION WORKING GROUP INITIATIVES

05

TALENT DEVELOPMENT (TD)
WORKING GROUP INITIATIVES
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SLMP Council_
INITIATIVES UPDATES

The SLMP has identified broad targets to assess progress overall in achieving the vision of a robust workforce to
ensure the region can continue to grow. These targets can be found below:

TARGET FOR 2022

RATIONALE & SOURCE

Overall workforce growth:
1.5%-2% (back to pre-pandemic)

Points to the workforce’s ability to meet demand.
Statistics Canada.

Employment growth:
1.5%-2% (back to pre-pandemic)

Indicates alignment of workforce and workforce demand.
Statistics Canada.

Unemployment rate:
7% (back to 2017-2019 average)

Important indicator. Statistics Canada.

Job vacancy rate:
Drop from 4% in Q4 2021 to 3.4%
in Q4 2022 (pre-pandemic level)

Another measure of the strength of the workforce.
Statistics Canada.

WORKFORCE
INDICATOR

PRE-PANDEMIC
TREND

2021 RESULTS

2022 TARGET

Workforce growth

1.8% (2018-2019)

+3.9%

1.5%-2%

Employment growth

1.8% (2018-2019)

+4.3%

1.5%-2%

Unemployment rate

7.0% (2017-2019)

8.6%

7.0%

Job vacancy rate

3.4% (Q4 2019)

4.0% (Q4 2021)

3.4%

Source: Statistics Canada For the Moncton-Richibucto economic region

SLMP ORGANIZATIONAL CHART - WORKING GROUPS & SUBCOMMITTEES
Subcommittee:
Sector Specific
Strategies

SLMP Council

Attraction
Working Group

Retention
Working Group

Subcommittee:
Value proposition

Subcommittee:
Virtual Plateform

Subcommittee:
Marketing
Strategy

LMI
Working Group

Talent
Development
Working Group

Subcommittee:
HR Toolkits

(Attraction & Retention)
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01

Finalize and implement an inclusive governance structure, including subcommittee identification.

PILLAR 4 | Collaborate

OBJECTIVE | 10

STRATEGIC PRIORITY | 10.1

Timing: 2020 & 2021
Owner: 3+ Economic Development Corporation
Support: SLMP Council
Target: Creation of the Southeast Labour Market Partnership and it’s various components.
Indicators & Outcomes: N/A

This initiative was completed in 2020 with the creation of the SLMP Council and the working groups.
In 2021, the Southeast Labour Market Partnership Council developed, approved, and launched an
official logo for usage on behalf of the Partnership to unify the work of the council and the working
groups. The logo was thoughtfully designed to represent the region it covers, the people it includes,
and the structure of the Partnership. The waves incorporate our beloved Petitcodiac River, and the
colors of the waves represent the 4 pillars of the Workforce Development Strategy. Additionally, the
yellow star proudly represents our Acadian people.
In addition, to facilate coordination amongst the various partners within the Partnership, the SLMP
launched a private Internal Portal to share sensitive documents. This has allowed the group to
streamline communication and store all pertinent files in a secured location.

Completed

Not started
22

On track

Timeline impacted

Requires attention

02

Establish mechanisms to engage industry/targeted sector tables to promote conversation and
collaboration among employers within the sector to strengthen talent recruitment and build
solutions for workforce challenges.

PILLAR 4 | Collaborate

OBJECTIVE | 10

STRATEGIC PRIORITY | 10.2

Timing: 2022
Owner: 3+ Economic Development Corporation
Support: Chamber of Commerce for Greater Moncton, ONB, WorkingNB, SLMP members.
Target: Completion of 5 sector strategies by December 31, 2022.
Indicators & Outcomes: Targeted approach per sector for talent development, recruitment, and retention.

03

Explore opportunities/recommendations to identify areas of direct alignment with Greater Moncton
Immigration Strategy to advance implementation and maximize resources.

PILLAR 4 | Collaborate

OBJECTIVE | 10

STRATEGIC PRIORITY | 10.3

Timing: 2022
Owner: SLMP and LIP partners
Target: To ensure constant alignment between the two Partnerships.
Indicators & Outcomes: N/A

In order to advance implementation and maximize resources, we have ensured that there are many
key partners sitting on the working groups within both the Southeast Labour Market Partnership as
well as the Greater Moncton Local Immigration Partnership. This allows for an ongoing connection
between the two groups, specifically where there is a crosslink within the workplans. Additionally,
we’ve committed to bi-monthly updates between the Coordinators of both partnerships to maintain
regular communication and provide updates on the various initiatives, all the while ensuring the
necessary collaboration for the initiatives that impact both groups.

Completed

Not started

On track

Timeline impacted

Requires attention
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04

Convene a regular forum for economic and workforce stakeholder groups to examine economic conditions
and the impact and implications for labour needs.

PILLAR 4 | Collaborate

OBJECTIVE | 10

STRATEGIC PRIORITY | 10.4

Timing: 2022
Owner: 3+ Corporation and Chamber of Commerce for Greater Moncton
Support: ONB and WorkingNB
Target: Minimum of 150 businesses engaged.
Indicators & Outcomes: Contributors to the workforce and economic development are informed and
current on changing economic conditions, local programs and supports, and
labour supply and demand needs.

Completed

Not started
24

On track

Timeline impacted

Requires attention

LMI Working Group_
INITIATIVES UPDATES

Economic & Labour Market_
SNAPSHOTS
The LMI produced and provided regular and ad-hoc reports on a regional
basis to SLMP partnership members as well as subscription-based external
public reports to improve labour and economic information awareness
including:
Monthly Labour Report
Quarterly Economic Report
“By the Numbers” Monthly 1-pagers - Snapshot of information for the
region
Quarterly Job Supply and Demand Vicinity Report (for internal use
only due to sensitive information)
Additionally, the working group was able to launch a few other projects to
allow for regular disseminating of LMI information, such as:
Regularly updating the economic dashboard, as well as beginning to make
it interactive to visually see and identify trends over time. The Economic
Dashboard can be found here: Economic Dashboard
Began hosting informative Quarterly Economic Update webinar sessions
to present findings to stakeholders.
Launched a blog series which will highlight key aspects of the Southeast
region’s economy. All economic blogs and previous webinars can be found
here: Economic Blogs & Webinars
In 2021 the SLMP released a number of Labour Market Information
Publications. The data contained within each of these reports informed our
actions and provide data for employers to make better decisions around
workforce attraction. These reports can be found in the Dashboard under
the Reports section https://3plus.ca/greater-moncton-dashboard/.

26

LABOUR MARKET REPORT

ECONOMIC 1-PAGERS

Monthly

Monthly

Labour Market Reports outline recent data from Statistics
Canada’s Labour Force Survey (LFS). The reports display
region’s unemployment rate, labour force participation
rate, and overall employment. 3+ Corporation distributes
these reports to subscribers and via their website. This
data is timely and may give businesses and individuals
useful context for decision making.

Economic 1-pagers are infographics that give a quick
overview of the region’s current performance. Unlike the
dashboard, these are designed to be printed and used as
marketing tools. These can be found in 3+ Corporation’s
Economic Dashboard.

ECONOMIC DASHBOARD
Monthly
The Economic Dashboard, housed on 3+ Corporation’s
website, is a “one-stop-shop” for timely information about
Southeast New Brunswick’s economy. The dashboard
contains key stats on the region’s population, labour
force, real estate, and industries. These stats are updated
monthly. The Dashboard also houses economic reports.

ECONOMIC REPORT

JOB VACANCY REPORT

Quarterly

Quarterly

Economic Reports provide a comprehensive overview
of the region’s economy. These reports contain all the
statistics from the Economic Dashboard along with
analysis. 3+ Corporation began hosting webinars to
present these reports in late 2021. These webinars will
continue into 2022.

The job Vacancy Report displays the quarterly number
of job vacancies by sector in Southeast New Brunswick.
This report is shared with partners. Key data from this
report can be accessed by the public via the quarterly
Economic Reports.

LABOUR DEMAND FORECAST

POST-SECONDARY EDUCATION SURVEY

ad hoc

ad hoc

The SLMP completed labour demand forecasts for five
sectors in 2021. These sectors were selected based
on immediate labour force demand. The forecasts
revealed a significant need for healthcare, construction,
education, transportation, and information technology
workers in the coming years. We will complete forecasts
for five additional sectors in 2022. These sectors were
selected based on their elevated return-on-investment
potential.

3+ Corporation and the Chamber of Commerce for
Greater Moncton issued a survey to post-secondary
institutions to gauge their enrollments by program.
Most post-secondary institutions in the region
responded with their enrolment data. The SLMP used
this data to create a report on enrolment trends. This
data was combined with the labour demand forecasts
to determine shortcomings in the talent pipeline.
27

01

Labour market information to support economic development planning during and post pandemic.

Owner: Southeast Economic Recovery Task Force

Updates on behalf of Southeast Economic Recovery Task Force are available at page 17.

Completed

Not started
28

On track

Timeline impacted

Requires attention

02

Conduct an analysis of post-secondary programming and its alignment to local sector needs and employment
opportunities and strengthen the alignment of graduates to local demand.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: 2021 & 2022
Owner: 3+ Corporation and Chamber of Commerce for Greater Moncton
Support: Industry associations, Chambers, municipalities, WorkingNB
Target: Identify the top 5 biggest gaps in the regional talent pipeline by June 30, 2021.
Indicators & Outcomes: Document provided to Talent Development and Attraction working group outlining
the biggest skill set gaps in regional talent pipeline, with feedback from PSE analysis.

The SLMP Conducted an analysis of post-secondary programming and its alignment to local sector talent
needs and employment opportunities in an attempt to strengthen the alignment of graduates to local
demand. Once completed, we developed a detailed report to showcase these findings (which included
full inventory of programs, enrollment, graduation numbers, etc.), that was shared with post-secondary
institutions and industry associations, as well as the Talent Development and Attraction working groups.
This exercise allowed us to identify the top 5 biggest gaps in the regional talent pipeline, within our 5
short-term priority sectors, which were as follows:
1.
2.
3.
4.
5.

Skilled Trades
Automotive Technicians
Transportation Logistics
Data Scientists/Developers
Other Skilled IT Workers (IT crosses all sectors and has been identified as a priority in the region)

This scope of work will inevitably help address the gaps in the talent pipeline moving forward, and the
intention in 2022 is to replicate this process with a focus on our 5 long-term priority sectors.

Completed

Not started

On track

Timeline impacted

Requires attention
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03

Undertake a broad distribution of relevant employment resources and labour market information to inform
users of labour market conditions, sectors of growth, and the job environment.

PILLAR 2 | Inclusion

OBJECTIVE | 5

STRATEGIC PRIORITY | 5.1

Timing: 2022
Owner: 3+ Corporation
Support: CCGM, Other SLMP Partners
Target: Ongoing development and dissemination of timely and relevant LMI data.
Indicators & Outcomes: The development of a set of LMI indicators/data including an LMI dashboard, as well
as distribution of key LMI indicators/data (number of users).

Completed

Not started
30

On track

Timeline impacted

Requires attention

04

Prepare better labour market demand forecasts with a focus on important growth industries.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.2

Timing: 2021 & 2022
Owner: 3+ Corporation
Support: WorkingNB & ONB
Target: Create 5 labour market demand forecasts based on the 5 short-term priority sectors before December
31, 2021.

Indicators & Outcomes: Creation of 5-year labour market demand forecasts.

Following consultation with both SLMP partners as well as the Investment Attraction Priority Industries
report that was developed by Jupia Consulting in 2020, we were able to identify 5 short-term priority
sectors to focus efforts in 2021, which are as follows:
1.
2.
3.
4.
5.

Healthcare and Social Assistance
Transportation and Warehousing
Construction
Finance and Insurance
Education

Once these priority sectors were identified, the working group consulted with various key employers,
industry associations, as well as strategic partners to gather data and develop 5-year labour market
demand forecasts for the above priority sectors to anticipate upcoming labour force needs, achieving
the overall target for the year. This initiative is very important to help education institutions plan
programming, help immigration attraction efforts target the right workers, and help young people as
they make career planning decisions. Once completed, the group developed a detailed report to outline
supply, demand, and key issues for these sectors.
The LMI working group will be conducting a similar process for the 5 long-term priority sectors, which will
be identified in early 2022.

Completed

Not started

On track

Timeline impacted

Requires attention
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05

Develop profiles of target industries.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.2

Timing: 2021 & 2022
Owner: 3+ Corporation
Support: Municipalities and Chamber of Commerce for Greater Moncton
Target: Create 5 short-term marketable promotional tools from these targeted industry profiles by July 31, 2021.
Indicators & Outcomes: N/A

Still focusing on the 5 short-term priority sectors, the working group developed sector growth profiles
of these target industries in a “1-pager” format after collecting a variety of relevant data throughout the
process and validating it with industry and employer informants involved in the process. As part of this
exercise, the group also identified the top 10 National Occupational Classification (NOC) codes for each
sector, while integrating the top 5 in the final profiles.
Additionally, some of the key categories included in each of these sector profiles are as follows:
- Top facts about the Greater Moncton and Southeast New Brunswick region
- Key information about the region (housing costs, population growth, average commute, size of workforce)
- Top occupations by employment
- Jobs in high demand (with an estimated number of annual job openings)
- Post-secondary education institutions with related programs
The intention of this initiative is to help with attraction efforts as it will be important to attract a significant
number of workers to the region in the coming years, and these short profiles of workforce demand for
specific industries will help make a case for moving to, or staying in, the region.

Next steps: As we move into 2022, we will need to determine how to package these more formally with the help

of M5 Marketing Communications during the development of a marketing and communications
plan for the Southeast Labour Market Partnership as a whole. The intention is to develop various
versions of these sector growth profiles to be used for different target audiences.

Completed

Not started
32

On track

Timeline impacted

Requires attention

06

Utilize a centralized information platform to share information on labour demand by occupation, by sector,
by employer skills preferences, and credential requirements, and other relevant categories.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.2

Timing: 2023
Owner: WorkingNB
Support: 3+ Corporation, ONB
Target: Platform developed and promoted with labour market information.
Indicators & Outcomes: Number of users of the platform.

Completed

Not started

On track

Timeline impacted

Requires attention
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07

Conduct an annual Employer Survey to ensure a current and reflective profile of employer job demand,
occupation vacancies, and labour market challenges.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.2

Timing: 2021 & Ongoing
Owner: Chamber of Commerce for Greater Moncton and 3+ Corporation
Support: WorkingNB, ONB, Greater Shediac Chamber of Commerce, Other Chambers
Target: Obtain a response rate of 20% (300 employers) of the annual Employer Survey by July 31, 2021.
Indicators & Outcomes: Annual survey with full report disseminated to all key stakeholders.

The Employer Survey was collaboratively distributed in Q1 of 2021 to many employers in the region.
After enormous amounts of effort to promote engagement, the group received responses from 263
employers in total, achieving the yearly target of a 20% response rate. Once the data was gathered, we
were able to analyze it and compile a detailed report titled 2021 Employer Survey Report, identifying
all the pertinent findings from this exercise. In addition, we also developed a “2-page infographic”.
The 1st side included a snapshot of the findings from the detailed report, and the 2nd side included
some recommendations to address in the future based off the findings. Both of these documents were
inevitably shared with key stakeholders.
Given the rapid changes in the workforce (increasing retirements, more immigrants, new industries,
etc.), this initiative was a priority to gather these insights directly from employers in the region.
The following reports can be found here:
- 2021 Employer Survey Report
- 2021 Employer Survey Infographic

Completed

Not started
34

On track

Timeline impacted

Requires attention

08

Conduct a Job Seeker Survey to explore employment barriers and awareness of available support systems.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.2

Timing: 2021 & Ongoing
Reason: In fall 2021, there was a strike amongst Employment Counsellors. This coincided with the distribution
of the survey. For that reason, the analysis of the survey will take place in Q1 of 2022 instead.

Owner: WorkingNB
Support: 3+ Corporation
Target: Identify top 5 employment barriers for job seekers with links to available supports.
Indicators & Outcomes: Tangible aggregate data of top 5 barriers identified by WorkingNB employment
counsellors. Define barriers and job seekers.

The working group developed and distributed a Job Seeker Survey to a total of 30 Employment
Counsellors in fall 2021. It was recommended by Working NB and agreed by the LMI Group to survey
job seeker barriers and awareness of support systems via the Working NB employment counselors. The
questions in the survey were thoughtfully selected to establish potential barriers that job seekers face
while searching for employment, from the Employment Counsellors lens. The objective of this initiative
is to ensure job seekers who are struggling to enter and stay in the labour market understand the tools,
support and training available to them and identify any gaps for further action.

Completed

Not started

On track

Timeline impacted

Requires attention
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09

Undertake market research to identify potential regions where the labour force is available and lifestyle is
similar to our region, but that Greater Moncton offers an alternative location for employment and migration
due to opportunity.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 8

STRATEGIC PRIORITY | 8.1

Timing: 2021 - Pushed to 2022
Reason: This initiative needs to be discussed further at a higher level between Opportunities NB, WorkingNB,

and the regional economic development agencies to determine what the role of key SLM partners will
be moving forward in promoting the region at recruitment fairs and missions. Distinction needs to be
made between provincial needs versus regional needs to have a better understanding of where the
Partnership can make the biggest impact.

Owner: WorkingNB and ONB
Support: 3+ Corporation and Local Immigration Partnership
Target: Produce market research to support 3 national and 2 international recruitment missions as a region.
Indicators & Outcomes: Market research defined as profile of regions with potential talent pool.

This initiative supports one of the initiatives within the Attraction working group to attend 3 national and
2 international recruitment missions as a region on a yearly basis. The purpose is for the LMI working
group to undertake the necessary market research to help identify the countries and regions we should
be targeting and report back recommendations to the Attraction working group.

Completed

Not started
36

On track

Timeline impacted

Requires attention

Attraction Working Group_
INITIATIVES UPDATES

01

Workforce attraction as COVID-19 restrictions are lifted.

Owner: Southeast Economic Recovery Task Force

Updates on behalf of Southeast Economic Recovery Task Force are available at page 17.

02

Consolidate and create a recruitment toolbox for employers to support their employee recruitment efforts.

PILLAR 1 | Connect

OBJECTIVE | 2

STRATEGIC PRIORITY | 2.1

Timing: 2022
Owner: 3+ Corporation
Support: WorkingNB
Target: - Development and promotion of recruitment toolbox.

- Host a webinar promoting the toolbox in early 2023.
- Promotion through social media platforms, email and other marketing efforts (as well as SLMP
partners) in early 2023.
- Minimum of 100 employers using the toolbox in 2023.

Indicators & Outcomes: There will be a consolidated recruitment toolbox in place for employers to us
with a variety of resources depending on the needs of the employer.

Completed

Not started
38

On track

Timeline impacted

Requires attention

03

Articulate Value Proposition for Greater Moncton and Southeast New Brunswick and promote to employers
for usage in recruitment efforts.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: 2021 - Pushed to 2022
Reason: The work began late 2021 with a Discovery/Research Phase, establishing a value proposition subcommittee, as well as completing interviews with key informants. Finalizing the value proposition will
take place in Q2 2022.

Owner: 3+ Corporation
Support: Municipalities, Greater Moncton Economic Development Team, Opportunities NB, Chamber of

Commerce for Greater Moncton, Onboarding Coordinator, Industry Associations, and Southeast
Regional Service Commission.

Target: Going forward, 100% of SLMP partners are using the value proposition for Greater Moncton
Southeast New Brunswick.

Indicators & Outcomes: Case developed and used widely in recruitment efforts. A clear and compelling case
for moving to the region for employers to use when recruiting outside the region.

The Attraction Working Group began the development of a Value Proposition for Greater Moncton and
Southeast New-Brunswick. A subcommittee of key stakeholders was established to lead this scope of
work which will continue to prioritize development efforts in 2022.
The intention of this initiative is to clearly articulate reasons people should consider moving to the
region as well as provide employers with useful tools and resources to assist with their recruitment
and retention needs. We hope to strongly position our region as a great place to attain a successful
and fulfilled career.

Completed

Not started

On track

Timeline impacted

Requires attention
39

04

Explore feasibility of a pilot program in one or more local communities to host a bursary program that
rewards students who return upon completion of their studies outside of the region, and who remain in the
region for a specified time period.

PILLAR 1 | Connect

OBJECTIVE | 3

STRATEGIC PRIORITY | 3.1

Timing: Future initiative
Owner: TBD
Support: TBD
Target: Pilot bursary program developed.
Indicators & Outcomes: Number of young graduates moving back to the region as a result of the bursary
program.

05

Host workshop series for SMEs that educates business owners on recruitment tactics for underrepresented
segments of the labour force.

PILLAR 2 | Inclusion

OBJECTIVE | 4

STRATEGIC PRIORITY | 4.1

Timing: 2022
Owner: 3+ Corporation and CCGM
Support: WorkingNB, ONB, LIP, as well as HR Toolkits Subcommittee
Target: - Profile of workforce participation by target group (from census data and other sources such as SD).
- 50 SME’s attending workshops.
- 4 workshops hosted per year.

Indicators & Outcomes: Workshop developed and implemented.

Completed

Not started
40

On track

Timeline impacted

Requires attention

06

Identify existing resources that support the hiring of underrepresented populations and identify gaps
and solutions.

PILLAR 2 | Inclusion

OBJECTIVE | 4

STRATEGIC PRIORITY | 4.2

Timing: 2021 - Pushed to 2022
Reason: The working group was unable to complete this initiative and achieve the final target due to having no

designated resource to focus efforts. Funding has been secured to hire an external consultant via RFP
to lead on this scope of work in 2022. Going forward, this initiative will be integrated with Retention
Initiatives #2 and #4.

Owner: WorkingNB
Support: 3+ Corporation
Target: 100 employers will utilize underrepresented populations resources before December 31, 2021.
Indicators & Outcomes: - Review of services and recommendations to strengthen outcomes.

- Number of employer sessions delivered.
- Consolidated list of resources and changes to programming to strengthen outcomes.
- Publication of consolidated list of resources.

07

Telling the Greater Moncton Story: implement a campaign to promote working, studying and living here.
Revamp messaging to highlight balanced lifestyle and abundant economic opportunities as major selling
points to living in the region.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: 2022 & 2023
Owner: 3+ Corporation and CCGM
Support: CCGM, LIP, Subcommittee
Target: - Launch campaign in February 2023.

- 100 people have moved to the region through campaign efforts.

Indicators & Outcomes: - Elements of the campaign will be developed in 2022.

- More people are moving to the region due to career advancement opportunities and
lifestyle benefits.

Completed

Not started

On track

Timeline impacted

Requires attention
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08

Profile success stories through social media, videos and billboards to showcase the “people experience”
of living in and loving Greater Moncton, all while reflecting diversity & visible minorities.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: Future initiative
Owner: 3+ Corporation
Support: TBD
Target: Series of success stories have been developed and promoted.
Indicators & Outcomes: TBD

09

Develop shared language and resources that SMEs can use to recruit and sell Greater Moncton and
Southeast New Brunswick to individuals looking to move to the region for a career opportunity.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: 2021 - Pushed to 2022
Reason: The working group was unable to complete this initiative and achieve the final target due to 3+ having

no designated resource to focus efforts. Funding has been secured, RFP issued, and a consultant (m5
Marketing Communications) has been selected to lead on this scope of work in 2022.

Owner: 3+ Corporation
Support: Opportunities NB, Post-Secondary institutions, Chambers of Commerce, Post-Secondary Education,
Training and Labour, and municipalities

Target: Going forward, 80% of SLMP partners are using documents with shared language and resources before
December 31, 2021.

Indicators & Outcomes: - Documenting proof points from value proposition.

- Publishing and disseminating the summary information to SMEs.
- Hosting information sessions regarding resources.
- Promote resources through traditional and social media platforms.
- Promote resources through existing channels (newsletter, speaking series, etc.).

Completed

Not started
42

On track

Timeline impacted

Requires attention

10

Host virtual job fairs focused on target industries.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: Future initiative
Owner: WorkingNB
Support: N/A
Target: Developed summary report at end of year with important data regarding success of job fairs.
Indicators & Outcomes: Will be reporting on job fair attendance on behalf of SLMP.

11

Undertake target campaign to young people showcasing success stories of homegrown talent that
stay in New Brunswick.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 7

STRATEGIC PRIORITY | 7.1

Timing: Future initiative
Owner: 3+ Corporation
Support: TBD
Target: Series of success stories have been developed and promoted.
Indicators & Outcomes: TBD

Completed

Not started

On track

Timeline impacted

Requires attention
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12

Utilize local connections to reach those that have left the area and promote local opportunities to
attract talent home.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 8

STRATEGIC PRIORITY | 8.2

Timing: Future initiative
Owner: TBD
Support: TBD
Target: Series of success stories have been developed and promoted.
Indicators & Outcomes: TBD

13

Target workforce recruitment missions.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.1

Timing: Future initiative
Owner: WorkingNB
Support: 3+ Corporation, LIP, other partners.
Target: TBD
Indicators & Outcomes: TBD

Completed

Not started
44

On track

Timeline impacted

Requires attention

14

Develop a centralized recruitment tool/site when employers post jobs, and where job seekers can
find local opportunities.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.1

Timing: Future initiative
Owner: WorkingNB
Support: 3+ Corporation, ONB
Target: TBD
Indicators & Outcomes: TBD

15

Communicate the value of a centralized job board to local employers and partners to promote local
usage and enhance job searching practices.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.1

Timing: Future initiative
Owner: WorkingNB
Support: 3+ Corporation, ONB
Target: TBD
Indicators & Outcomes: TBD

Completed

Not started

On track

Timeline impacted

Requires attention
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16

Work with industry associations to help align workforce recruitment efforts.

PILLAR 3 | Inform & Communicate

OBJECTIVE | 9

STRATEGIC PRIORITY | 9.1

Timing: 2022
Owner: WorkingNB
Support: 3+ Corporation, ONB
Target: - Developed directory/list of the majority of industry associations and professional associations in the region.

- Regularly engaging with them and inviting them to attend various workforce events.
- Ensure associations have access to key regional contacts to reach out to for future needs (WorkingNB, ONB, 3+, etc.).

Indicators & Outcomes: N/A

Completed

Not started
46

On track

Timeline impacted

Requires attention

ADDITIONAL INITIATIVES
01

REGIONAL ONBOARDING COORDINATOR
In November 2021, 3+ Corporation welcomed Emilie Haché as the new Regional Onboarding Coordinator
for Greater Moncton and Southeast New Brunswick, and she also became an active member on the
Attraction Working Group. This role is responsible for supporting, coordinating, and promoting all
interprovincial onboarding activities for the region, including actions related to the Housing Committee,
Virtual Onboarding Platform, Targeted Workforce recruitment missions, work with industry associations
to align recruitment efforts and the value proposition. More details on these specific initiatives will be
incorporated into the 2022 SLMP Action Plan.

02

LIVE FOR THE MOMENT CAMPAIGN
This coordinated marketing approach to attract remote workers to all areas of New Brunswick was
delivered in two phases during 2021. Phase 1 of the pilot program focused on remote workers in
Toronto, Ottawa-Gatineau and Montreal while phase 2 focused on smaller regions in Sherbrooke,
Edmonton and Fort McMurray.
The campaign, led by 3+ in conjunction with other regional economic development agencies was
designed to attract employed remote working professionals to New Brunswick while building
awareness of New Brunswick both externally and internally, with the following short-term target
outcomes:
150 remote workers moving to N.B. within first six months of campaign
100,000 people exposed to the promotion of the campaign
500 leads generated
Additional goals of the Pilot included:
Position New Brunswick as an appealing option for remote workers considering a move and to gage
general interest in N.B. as an alternative
Generate leads that can be contacted directly by GNB onboarding teams
Promote and leverage N.B.’s unique value propositions – work-life balance, widespread broadband,
affordability, slower lifestyle, quick access to national urban centres, safety, etc.
Offer a white-glove service for individuals as they transition to N.B.-based remote workers
Work in partnership with other government organizations to ensure alignment
Take into consideration future N.B. workforce marketing efforts
Develop a scalable campaign that can be rolled out in any geographic area or industry sector in
future phases based on learnings gained from phase
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Both phases of the pilot program included 8-week online campaigns. The media buys utilized geo
targeting, demographics, online communities and sector specific communities to profile the value
proposition of New Brunswick and everything the Province has to offer to remote workers from
other parts of Canada.
The campaign included digital and video assets, social media campaigns, a new landing page
and an ambassador program. A cornerstone of the pilot program was the role of the regional
Onboarding Coordinators who filtered requests and managed requests from those considering a
move to New Brunswick. Another key element of the campaign was the ability for each region of
our province to showcase the best they have to offer. The campaign generated close to 4,000 total
leads and almost 600 qualified leads. Of these, over 300 were considered hot leads. In total, both
phases of the campaign generated over 2.5 million impressions and over 20,000 unique clicks
To date, the campaign has resulted in 21 families with a total of 35 individuals moving to New
Brunswick, with an additional 44 probable moves. Using the average individual salary of the
campaign target regions of $55,917 and accounting for 65 moves/probable moves, the potential
economic impact of the campaign for New Brunswick is $3,634,605.
On average, each move accounts for a family with 2 working adults moving to N.B., creating a
much greater potential economic impact of $7,269,210.
In addition, while not directly attributing the activity to the campaign, increased visibility of
New Brunswick certainly supported a significant increase in interprovincial migration to N.B. It’s
believed a number of people who may have decided to relocate to N.B. didn’t use the outreach
provided but rather used existing support within the province or undertook the process to move
on their own.
In the first two quarters of 2021, there were 13,487 interprovincial migrants to N.B. The campaign
target regions account for 71% of total migrants:

Quebec – 1,538
Ontario – 6,112
Alberta – 1,890
Beyond the economic results of the campaign, this pilot project has provided significant learnings (some
that are already being applied) that the SLMP believes will continue to improve the way we position New
Brunswick, and the Greater Moncton and SE region in particular, and engage with potential new citizens
moving forward.
The SLMP is recommending to the Province of NB that this pilot be adopted into an ongoing approach
to resident attraction.
Future interactions of the Live for the Moment campaign will be integrated into the SLMP action plans
moving forward.

03

JOB FAIR PARTICIPATIONS
The SLMP worked with employers and other provincial stakeholders to provide access to the following
job fairs in 2021:
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March
15 - 29

Mars
15 - 29

March
17 - 19

Healthcare

Santé

ITC

Job Connector Event
organized & managed by
WorkingNB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Provincial
(NBCC/CCNB)

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

WorkingNB
Targeted Event

TravailNB
Événement ciblé

Mars
17 - 19

TIC

TravailNB
Événement ciblé

April
7-8

General

ROUTES
(Newcomers Fair)

National Job Fair targeting
newcomers to Canada.

National &
International

Avril
7-8

Général

Virtuel

Salon national de l’emploi
destiné aux nouveaux
arrivants au Canada.

National et
international

April
21 - 22

General

InTAC Expo

Largest Virtual Job fair
in Canada (Canadians &
International candidates)

National &
International

Virtuel

Le plus grand salon virtuel
de l’emploi au Canada
(Canadiens + candidats
internationaux)

National et
international

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
WorkingNB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

Avril
21 -22

Général

May
19 - 26

Manufacturing
Forestry
Construction
Trades

Mai
19 - 26

Fabrication
Foresterie
Construction
Commerce
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May
19 - 26

Mai
19 - 26

Call Center
Retail
Food Services

Centres d’appels
Vente au détail
Service
alimentaire

June

Healthcare

Juin

Santé

June

ITC

Juin

TIC

September

Healthcare

Septembre

Santé
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WorkingNB
Targeted Event

Job Connector Event
organized & managed by
WorkingNB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Provincial
(NBCC/CCNB)

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

September

ITC

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Provincial
(NBCC/CCNB)

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

Septembre

TIC

TravailNB
Événement ciblé

October

General

National Job Fair

Montreal In Person Job
Fair- used to be largest
attendance in Canada.

Montreal

October
27 - 28

General

eCareers

Montreal In Person Job Fair

Montreal

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau
Calgary
Edmonton

WorkingNB
Targeted Event

Job Connector Event
organized & managed by
Working NB.
Platform provided by
VidCruiter.

Provincial
(NBCC/CCNB)

TravailNB
Événement ciblé

Événement national de
jumelage d’emplois en
informatique au NB.
Plateforme fournie par
VidCruiter.

Toronto
Montreal
Ottawa
Gatineau

November

Novembre

November

Novembre

Healthcare

Santé

ITC

TIC
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Retention Working Group_
INITIATIVES UPDATES

01

Support firms and organizations during and post pandemic.

Owner: Southeast Recovery Task Force

Updates on behalf of Southeast Economic Recovery Task Force are available at page 17.

02

Document and share best and promising best practices for employers to showcase tangible approaches to
creating and adapting to a flexible workplace.

PILLAR 1 | Connect

OBJECTIVE | 2

STRATEGIC PRIORITY | 2.1

Timing: 2021 - Pushed to 2022
Reason: The working group was unable to complete this initiative and achieve the final target due to having no

designated resource to focus efforts. Funding has been secured to hire an external consultant(to be
determined) to lead on this scope of work in 2022.

Owner: Chamber of Commerce for Greater Moncton and 3+ Corporation
Support: 3+ Corporation and Local Immigration Partnership
Target: - Toolkit completed.

- Develop awareness strategy for the toolkit.
- 300 employers reached through promotional efforts.
- Host webinar with a minimum of 63 employers.

Indicators & Outcomes: - Development of best and promising practices toolkit to support retention and
career advancement.
- Implementation of an awareness strategy with the tools identified from the toolkit.

In order to retain workers in our region, employers need to offer more flexible workplaces, and make the
necessary adjustments to achieve this. The intention of this initiative is to create user friendly toolkits that
will assist employers in this process and ensure they are adapting to the constantly changing workforce.
In 2021, the working group was able to establish and approve an official definition of “Flexible Workplace”
to be used by all the Southeast Labour Market Partnership, which will be a great starting point in 2022.
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03

Develop centralized webspace to share human resources and information with a focus on providing SMEs
the resources and assistance they require to effectively recruit and retain talent.

PILLAR 1 | Connect

OBJECTIVE | 2

STRATEGIC PRIORITY | 2.2

Timing: Future initiative
Owner: TBD
Support: TBD
Target: Website for SMEs to support their HR efforts is developed and utilized.
Indicators & Outcomes: Number of SMEs accessing content on webspace.
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04

Create toolkits to inform businesses on diversity, equity, and inclusion practices for the workforce.

PILLAR 1 | Connect

OBJECTIVE | 2

STRATEGIC PRIORITY | 2.2

Timing: 2021 - Pushed to 2022
Reason: The working group was unable to complete this initiative and achieve the final target due to having no

designated resource to focus efforts. Funding has been secured to hire an external consultant (to be
determined) to lead on this scope of work in 2022.

Owner: 3+ Corporation and Chamber of Commerce for Greater Moncton
Support: WorkingNB and ad hoc toolkits
Target: - Directory developed with a list of services and support that already exist.

- Develop a toolkit.
- 300 employers reached through promotional efforts.
- Host webinar to promote this with a minimum of 65 employers in attendance.
- 50 employers adopting diversity, equity and inclusion practices.

Indicators & Outcomes: Increase in the awareness of SMEs adopting new diversity, equity and inclusion
practices in the workplace.

Having a diverse and inclusive workplace is good business practice, but it is also increasingly subject to
federal and provincial government regulations. To deliver on this initiative we must first identify what
content already exists and develop new user-friendly toolkits to assist employers and ensure they are
adapting to the constantly changing workforce.
In 2021, the working group was able to establish and approve an official definition of “Diversity, Equity,
and Inclusion” to be used by all the Southeast Labour Market Partnership, which will be a great starting
point in 2022.
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05

Empower young people to actively contribute to local discussions and planning initiatives to ensure their
perspectives, ideas, and experiences inform decisions and help change the message that young people need
to leave Greater Moncton to find good opportunities.

PILLAR 1 | Connect

OBJECTIVE | 3

STRATEGIC PRIORITY | 3.1

Timing: 2021 - Pushed to 2022
Reason: The working group was unable to complete this initiative and achieve the final target due to having no

designated 3+ resource to focus efforts. Funding has been secured for 3+ Corporation to hire a Youth
Retention Officer to lead on this scope of work in 2022.

Owner: 3+ Corporation and Hub City Young Professionals Network
Support: SLMP, GMLIP, and all working groups
Target: - Completed master list of committees/boards in the region.

- Develop youth engagement strategy by end of 2022.
- Launch youth engagement campaign in early 2023, reaching a minimum of 500 people.
- 3+ Corporation: 10 young people selected to sit on the various boards and committees of economic
development stakeholders in the Greater Southeast NB region by December 31, 2023.
- Hub City Young Professionals Network: 10 young people selected to sit on various boards and committees of
non-government organizations in the Greater Southeast NB region
by December 31, 2023.
- SLMP to actively invite youth to future networking events.

Indicators & Outcomes: Increase in the awareness of organizations and working groups to recruit young
people to be part of their decision-making structures (boards or committees).

OTHER
YOUTH VIDEO SERIES
Launched a youth video series to promote career opportunities in the region. The series includes 3 videos that
highlight the region’s key sectors as well as an array of diverse young professionals working in those sectors. The
intention is to demonstrate to our youth that they can have fulfilling lives and careers while staying in the region.
All these videos can be found under the Youth section of 3+ Corporation’s website. There is a great opportunity
to further leverage these videos as part of a wider promotional strategy as we move into 2022.
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Talent Development
Working Group_
INITIATIVES UPDATES

01

Talent Development support during and post pandemic.

Owner: Southeast Recovery Task Force

Updates on behalf of Southeast Economic Recovery Task Force are available at page 17.

02

Demonstrate the ROI for local business owners to participate in experiential work term opportunities
(internships, co-ops, apprenticeships) for local secondary and post-secondary students.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: 2022
Owner: FutureNB
Support: 3+ Corporation, ONB, CCGM, Industry Associations
Target: - Increasing the number of employers engaged in experiential learning.

- Promotion of existing resources to local employers through various social media platforms,
business networks, etc.
- Promote 5 testimonials from the FutureLink Program by the end of 2022.

Indicators & Outcomes: Significantly expand the number of employers involved in experiential learning
by developing a case for ROI, through awareness raising.

Completed

Not started
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On track

Timeline impacted

Requires attention

03

Work with FutureNB to identify and strengthen strategic partnerships and promote knowledge exchange
between industry and education institutions.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: 2022
Owner: 3+ Corporation
Support: FutureNB, Other SLMP partners.
Target: - Employer-targeted campaign to raise awareness of experiential learning.

- Promote any FutureNB events that may come down the pipeline.
- Report at year end on the efforts to raise awareness.
- Ensure the right Post-Secondary Education representatives join a working group for ongoing
knowledge exchange.

Indicators & Outcomes: Significantly expand the number of employers involved in experiential learning
by developing a case for ROI, through awareness raising.

Completed

Not started

On track

Timeline impacted

Requires attention
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04

Collaborate with Anglophone and Francophone school districts as well as FutureNB to facilitate
“Familiarization Tours” of local businesses for students and faculty members, for the purpose of
exposing them to local workplaces.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: 2021 - 2023
Owner: 3+ Corporation
Support: Post-Secondary Education, Training, and Labour, FutureNB, Education Institutions, Industry

Associations (APTA for Transportation sector, CANB for construction, and VENN for fintech),
Chamber of Commerce for Greater Moncton, and ONB

Target: 1,200 students and teachers with increased awareness in these 4 priority sectors by June 2022.
Indicators & Outcomes: Number of educators involved in the familiarization tours developed.

The objective of this initiative is to facilitate sets of Familiarization Tours of local businesses, one in
English and one in French, that fall under 4 of our priority sectors, by June 2022. To accomplish this,
the Talent Development working group has been collaborating with the Anglophone and Francophone
school districts as well as FutureNB. This was identified as an opportunity to expose high school
students to in-demand sectors that they may be less familiar with. Additionally, given the constant
changes to COVID-19 restrictions and regulations, a decision was made to pivot and host these tours
virtually moving forward by securing Future Skills funding.
Based off our regional priority sectors, the following sectors were selected:
1. Health Innovation
2. Transportation/Supply Chain/Logistics
3. Fintech
4. Construction Trades
In fall 2021, the group facilitated the first ever Live Virtual Familiarization Tour of a local business in the
Transportation sector – Parts for Trucks. During this live tour, we had a marketing team on site to assist
with filming, a student host, and an employee from Parts for Trucks to provide information regarding
what the company does, all while doing a walkthrough of the building. Students who attended virtually
were able to ask questions interactively through Microsoft Teams, and the student on site was able to
ask their questions on their behalf to the employer who was able to respond on the spot. With more than
1000 students and teachers in attendance, the target for the overall initiative was essentially reached.
Another action from 2021 was the recording of 360 Degree Introductory Sector Profile Videos in
these priority sectors, which is intended to be used as an introductory sector interactive profile video
resource to learn more about the industry and emerging opportunities in that sector by showcasing
regional employers ahead of the remaining live virtual familiarization tours in 2022. The group will then
be tasked with facilitating the remaining familiarization tours before June 2022. Once completed, the
group will need to develop 4 more sets of familiarization tours, one in English and one in French for
each, in 4 new sectors. The Talent Development working group will be making recommendations on
sectors based on LMI shared in 2022.

Completed

Not started
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On track

Timeline impacted

Requires attention

05

Create a Speaker’s Bureau of local business representatives who are supportive of engaging with students,
sharing their career story and profiling their work experiences.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: 2021& Ongoing
Owner: 3+ Corporation
Support: Post-Secondary Education, Training, and Labour, FutureNB, Chamber of Commerce for Greater
Moncton, Industry and Business, and Education institutions

Target: 1,200 students and teachers with increased awareness in these 4 priority sectors by June 2022.
Indicators & Outcomes: - Use of speakers during the year / number of students reached.
- Speaker’s Bureau developed / roster in place.

Led by 3+, the SLMP created a Speaker’s Bureau, located under the Youth section of 3+ Corporation’s
website, where professionals in the region can sign up to participate by sharing their career story
and work experience with students. Alternatively, teachers can also make a request for a speaker to
come present to their classroom through this same process.
This initiative is a great step towards connecting education to industry by exposing students
to professionals who have become successful while staying in our region. In 2021, 25 business
representatives had been recruited and integrated into the Speaker’s Bureau. Looking ahead to
2022, the priority will be the overall utilization of the Speaker’s Bureau, launching targeted outreach
to gain interest from representatives in our priority sectors, as well as ensuring a pool of diverse
speakers.

Completed

Not started

On track

Timeline impacted

Requires attention
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06

Explore a coordinated approach for hiring fairs at convocations, or similar gatherings, that bring business and
graduates together.

PILLAR 1 | Connect

OBJECTIVE | 1

STRATEGIC PRIORITY | 1.1

Timing: Future initiative
Owner: TBD
Support: TBD
Target: To ensure stronger relationships with educational institutions.
Indicators & Outcomes: TBD

07

Create and maintain an interactive, centralized calendar to promote scheduled professional development
opportunities, and available workforce support resources to employees and employers across the region.

PILLAR 1 | Connect

OBJECTIVE | 2

STRATEGIC PRIORITY | 2.1

Timing: Future initiative
Owner: WorkingNB
Support: 3+ Corporation, ONB.
Target: Calendar in place and promoted through the region.
Indicators & Outcomes: There is ongoing use of the developed calendar.

Completed

Not started
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On track

Timeline impacted

Requires attention

08

Explore pathways and opportunities to link employees or job seekers to language training.

PILLAR 2 | Inclusion

OBJECTIVE | 6

STRATEGIC PRIORITY | 6.1

Timing: 2022
Owner: WorkingNB
Support: N/A
Target: - Finalized document with all domestic language training information: resources, costs, availability, etc.
- Report on the number enrolled in language training by year’s end.

Indicators & Outcomes: Visible expansion of the number of bilingual workers in the regional workforce.

Completed

Not started

On track

Timeline impacted

Requires attention
63

OTHER
01

NEW YOUTH SECTION TO THE 3+ CORPORATION WEBSITE
Working with 3+, the SLMP Launched a brand-new youth section on the 3+ Corporation website to
support youth initiatives within the SLMP. Some of the following items can be found under this Youth
section: A Speaker’s Bureau section where educators can connect with guest speakers from our local
workforce in an easy way, a resources page with youth-related videos, links, and resources, as well as the
Virtual Familiarization Tour video of the Transportation sector with more to be added in 2022.

02

FAMILIARIZATION TOURS
Parts for Trucks, Jamie Ells’ Perspective
One of Atlantic Provinces Trucking Association members, Parts for Trucks, was selected to host the
very first of the Familiarization Tours created to explore key growth sectors and employers in the
region through live interactive virtual tours. The company’s Service Manager, Jamie Ells, thus took over
1000 students on a virtual walk through of Parts for Trucks departments while answering questions.
“The Familiarization Tours is a great occasion for students to get a sense of the field’s atmosphere and
make advised choices for their future before getting too invested based on real career expectations,”
says Mr. Ells. “It’s also a great opportunity, not only for Parts for Trucks, but for the entire trucking
industry to raise awareness of the sector and related trades while optimizing employee retention in
the future.”
Moncton High, Abigail Gonzalez Fabian’s Perspective
Eleventh grader and Dominican Republic newcomer, Abigail Gonzalez Fabian, was one of the 1000
students who participated in the very first Familiarization Tours which took place last fall. The Moncton
High student thus had the pleasure to interview Parts for Trucks’ Service Manager, Jamie Ells, while
discovering the company’s various departments followed virtually by her classmates.
“I think it’s very beneficial for any students interested in discovering industries available within New
Brunswick. It’s not always easy to find answers to our questions, especially when it comes to getting real
career insights or establishing realistic expectations around a specific sector,” explained Abigail. “The
tour really helped get a sense of what’s really happening behind the scenes beyond the information
available on the internet, often outdated, and plan the future with more confidence.”
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03

OTHER ACTIVITIES IN WORKFORCE STRATEGY
Support the Local Immigration Partnership in identification and distribution of resources to support
newcomer workplace and community integration.
Owner: Greater Moncton Local Immigration Partnership
Develop upskill or skills alignment pathways to strengthen local employer recognition of skills and
credentials of highly skilled newcomers.
Owner: Greater Moncton Local Immigration Partnership
Create a network to help semi-retired and retired individuals looking to remain in the labour force
access employment opportunities, fill employment gaps and support workplace knowledge transfer
through such programs as mentorship and coaching.
Owner: TBD
Targets: TBD
Timing: Future initiative
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The SLMP_
2022 & BEYOND

The SLMP_
2022 & BEYOND
Despite the restrictions and limitations from COVID-19, 2021 delivered significant advancements
in our continuing strategy for workforce attraction to our region. In fact, the pandemic has
provided our region with increased opportunities to highlight the benefits and opportunities
of making this region home – whether for those who can now work from anywhere or those
looking for new opportunities while looking to improve their overall quality of life.
In 2022 we must continue to focus on those key initiatives that will further attract a skilled
workforce. This includes being more targeted than ever before and identifying the key areas
that we require the most influx in talent. The continued success of key sectors will depend
on this activity moving forward. Funding has been approved for additional resources that will
inevitably play very important roles within the Southeast Labour Market Partnership in 2022.
Youth Retention Officer: 3+ Corporation will be hiring a designated resource, Youth Retention
Officer, to lead on some of the youth related initiatives within the Retention working group. For
example, we will be focusing on developing a youth engagement campaign to encourage more
visibility and integration of youth in decision making and planning roles allowing them to develop a sense of ownership and purpose in their region, one of our priority initiatives for 2022.
Connector Program Project Coordinator: 3+ Corporation will be adding a Connector Program Project Coordinator to the team. This person will be focused on implementing and
maintaining the Connector Program in our region, which focuses on the retention of recent
graduates and immigrants by connecting them to industry. This project will be added as a
priority initiative within the Retention working group.
M5 Marketing: 3+ Corporation engaged m5 Marketing Communications on a 3-year contract to
assist with the development of an overall marketing and communication strategy for the Southeast
Labour Market Partnership as well as take the lead on initiatives within the various working groups.
External Consultant: 3+ Corporation and Chamber of Commerce for Greater Moncton will collaboratively be working to hire an additional consultant to lead on initiatives within the various
working groups, aside from the work that m5 Marketing Communications will be leading.
2022 will also present additional challenges with a shortage of available housing unlike anything
we have ever seen in this region before. This will have an impact on workforce attraction
and will mean the SLMP needs to work with developers and landlords on increased housing
development to meet the growing housing needs of new talent looking to make our region
home.
Finally, as COVID-19 restrictions continue to be relaxed, we will need to work with employers to
quickly identify labour needs so we can work with them to attract the needed talent as quickly
as possible. As the first region in the province to have a Workforce Development Strategy (20192024) and to establish a formal multi-stakeholder partnership to support its implementation
and accountability through the Southeast Labour Market Partnership, we are proactively
evolving and responding to needs based on data through a coordinated and collaborative
model. As such, we are well positioned to continue to leverage our strengths and opportunities
and address the challenges collectively as a region as we move into 2022!
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