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Executive Summary
Northwest British Columbia is poised to become a region of major job creation and growth. In
2011, the process had already started, with almost a thousand new jobs created. Once the
Northwest Transmission Line (NTL) is completed, new mines, independent power projects and
other developments are projected to create even more employment. Given this abundance of
new jobs and business opportunities, Northwest BC must take quick action to maximize the
benefits to individuals, companies and communities.
This Human Resource Strategy for the Northwest Transmission Line Labour Market Partnership
(HRS) lays out pro-active, sophisticated, yet practical ways to achieve this goal. Implemented
without delay, it will make certain that industry in Northwest BC has the workforce it will
need - and help the province meet the goals of Canada Starts Here: The BC Jobs Plan.
Labour market research conducted as background to this document showed that:
 Between 2012 and 2016, the region could face shortages of up to 1900 workers
 Over two-thirds of the new jobs will be in well-paid skilled trades and related
occupations - and they will be in demand for almost a decade
 Training for many of these high-demand occupations is only available outside the
Northwest
 Local people are available to fill many of the jobs, but a mismatch often exists
between the skills of potential workers and the needs of employers.
Thirty two interviews and four community meetings with local residents and industry and
training organizations provided further support for rapid action on the HRS:
 Immediate action is needed since major projects are or will be underway
 A pool of trained labour from the region is currently working elsewhere and could be
recruited to help address workforce needs
 Ongoing communication, a regional mindset and a focus on the needs of companies are
needed to take advantage of an historic economic opportunity.
The Northwest Transimission Line Labour Market Partnership Steering Committee, working in
conjunction with Ingenia Consulting, has developed this Human Resource Strategy (HRS) to
take action on the labour force needs of Northwest BC. Seven principles will be used to guide
decisions, actions and investment:
Principle 1
Principle 2
Principle 3
Principle 4
Principle 5

Work as a region to maximize the employment and business benefits from the
major projects
Ensure companies employ workers from the region, wherever possible
Strengthen flexible, innovative pan-regional training organizations
Create a flexible labour force with transferable skills
Strengthen and encourage labour market partnerships and collaboration
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Principle 6
Principle 7

Share responsibility and accountability
Recognize that Aboriginal people are a cornerstone of a sustainable
Northwest BC labour force

The HRS includes strategies and related actions to be implemented over a five year period.
They are based on the evidence collected through research and the experience of other
regions in developing similar plans. They are divided into three types:
1. Short term (up to two years) that build momentum and support for the HRS.
2. Medium term (three to five years) to address more fundamental issues related to
workforce development in the region
3. Supporting actions that enhance and strengthen the regional economy and increase
workforce participation.
Strategy One looks for ways to maximize the opportunities for already trained, local
workers to meet the needs of major projects. This strategy and its five related actions
strengthen the regional communications network, through a targeted job search/business
opportunity website, and establishing a community human resource network. Another
initiative is to develop and implement a recruitment package, that targets trained locals
working elsewhere and workers across Canada. Another encourages the creation of formal
partnerships between local groups and major companies working in Northwest BC.
The purpose of Strategy Two is to develop an education, training and development plan to
ensure local people are workforce-ready. An industry/education summit would launch this
effort, as the lead-in to developing a more formal industry education cooperation program.
Other actions and sub-actions would increase access to training, certification and
apprenticeship programs for high-demand occupations.
Medium term actions include developing programs for workplace mentoring programs and to
encourage local businesses to supply major projects. A third action looks to enhance
employment training programs in primary and secondary schools to meet regional needs.
The HRS includes support actions to encourage other groups with different mandates to
support workforce development in the Northwest. These include developing a regional
economic development plan, increasing electronic communication infrastructure in First
Nations communities and working with companies to increase job opportunities.
The HRS concludes with specific, detailed recommendations related to HRS implementation
and communication. Keys to success will be solid funding, a strong representative leadership
group and an Implementation Leader with the experience, profile and energy to move the
HRS forward. With adequate funding and regional support, implementing the HRS will result
in a positive and coordinated approach to meeting the needs of industry and providing local
residents with real, long lasting employment and business opportunities.
Eight months of effort and energy from many people has created this
Human Resource Strategy, but the time for planning is finished. In Northwest British
Columbia, the opportunity awaits; it is time now, for action.
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Human Resource Strategy
forthe Northwest Transmission Line
Labour Market Partnership
1 > Introduction and Background to the Project
BC Hydro’s Northwest Transmission Line (NTL) will enable major economic development in
Northwest British Columbia1 that will contribute significantly to BC’s overall economic growth
over the next two decades. Strong demand from international markets for coal, metals and
industrial minerals, oil and gas is expected to continue over the next decade, and sustain a
prolonged period of economic growth and construction in the Northwest. Many major projects
will result from this demand, from the construction of the NTL and other infrastructure
projects, to mining, independent power projects and other resource based developments.
The growth resulting from these projects presents a major opportunity for the people of the
Northwest region. To maximize local benefits, labour market research was initiated with the
aim of producing a human resource strategy for the region. Overseeing this work was the
Northwest Strategic Human Resources Plan Steering Committee. The Committee was made up
of sixteen representatives representing the community, First Nations, industry, associations,
education and ex-officio members from the provincial government. (A list of members is
included in the Appendices.)
Developing a Human Resource Strategy
In July 2011, the Steering Committee retained Ingenia Consulting to develop a Northwest BC
Human Resource Strategy (HRS). To begin, Ingenia reviewed the labour market research the
Committee had earlier commissioned, then supplemented it by conducting additional
research, a survey and in-person and telephone interviews with individuals from the
Northwest and elsewhere. Ingenia also contacted organizations that had already developed a
regional workforce plan and were implementing it.
Ingenia held four regional information and feedback sessions about an early draft of the HRS
in September 2011. Forty-eight people attended these meetings, representing industry, local
governments, economic development agencies, private and public educators, First Nations,
Métis and the provincial government. (A list of interview participants and meeting attendees
is included in the Appendices.) The purpose of these sessions was to identify priority labour
market issues and possible solutions and to encourage greater regional communication.
Ingenia developed this HRS for and with the Steering Committee, adjusting drafts of the
document to reflect the views and needs of the Committee. The document provides the
rationale for and outlines the elements of the proposed Human Resource Strategy. The HRS
1

For purposes of this report, Northwest British Columbia is defined as the area north of Kitimat to the
Yukon Border and west of the Hazeltons to the coast or Alaska border.
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builds on the notion of coordination and cooperation among community, economic
development, education, Aboriginal and industry organizations working together to address
workforce needs. The strategic elements include education, employment and job training and
related services designed to help better match regional workforce demand and supply.
Why a Regional Strategy Matters
A successful and sustained implementation of the Northwest BC Human Resource Strategy will
help individuals and local businesses, maximize the benefits from regional growth, while
enabling employers to be more productive and effective. Specifically, addressing labour force
needs in a coordinated, thoughtful fashion can lead to:
 Strong support for the key pillars and goals of Canada Starts Here: The BC Jobs Plan,
the provincial government’s job strategy (see following page for an analysis of how the
HRS supports this fundamental policy initiative)
 Increased employment of local people
 Reduced skill and labour shortages, resulting in lower labour costs, higher productivity
and greater competitiveness for employers
 Stronger local supply and service businesses by enabling them to compete successfully
for contracts
 Increased participation of Aboriginal people in education, training and employment
 Increased employment, business opportunities and wealth for the people of Northwest
British Columbia

Document Structure
This document is structured as follows:
 Section 2 provides a summary of employment projections from a labour market
forecasting model.
 Section 3 outlines issues that support the urgency of quickly implementing a
Human Resource Strategy.
 Section 4 discusses principles to guide the HRS development.
 Section 5 is the heart of the document, discussing specific human resources strategies
and actions related to them.
 Section 6 provides detailed recommendations related to HRS implementation and
communication.
 Section 7 offers thoughts on lessons learned and future directions.
 Section 8 concludes the document.
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Canada Starts Here: The BC Jobs Plan and the Human Resource Strategy
This chart demonstrates how the HRS clearly supports key pillars and goals of the BC Jobs Plan.
HRS strategies and actions are in italics.
The First Pillar, “Enabling Job Creation”
Improve relationships between Aboriginal communities, industry and government to implement
practical measures for economic development.
See HRS Action 10b.
Enhance Aboriginal peoples’ capacity for economic participation.
This indirectly relates to the HRS Support Action 3 and directly relates to the
Support Action 1 recommendation of a regional economic plan.
Create partnerships to ensure training spaces are matched with regional employment
needs. This will include:
Create Regional Workforce Tables as a new platform for educators, industry, employers, local
chambers of commerce, First Nations, labour and others to come together to plan how best to
align training programs to meet regional needs. Their input will inform how the Province
delivers regionally based skills development programs…
This relates to Strategy 1, Action 1; Strategy 2, Actions 6 and 7.
Providing up to $6 million a year to industry sector partnerships to help them identify their
skill and workforce needs, with additional funding for upgrading skills so workers can benefit
from these opportunities.
This relates to Strategy 2, Action 7 and 8.
Hosting a trades conference by the end of 2011 bringing all partners together to identify ways
to enhance the province’s trades training programs.
See HRS Strategy 2, Action 6.
Preparing for the Opportunities of Tomorrow
(T)he government will also work with people across BC to identify new opportunities and
ensure our communities are ready to respond. Actions in the coming months will include:
Enhancing access to skills and apprenticeship training throughout the province and refocusing
labour market and training investments to meet regional labor market needs.
This relates to Strategy 2, Actions 7 and 8.
Extend the Apprenticeship Training Tax Credit for employers and identifying possible
enhancements
This relates to Strategy 2, Actions 7 and 8.
Improving First Nations access and outcomes in BC’s education system… to identify what is
helping Aboriginal students improve their educational outcomes in successful districts and
what barriers remain.
This relates to medium term Action 11.
Providing funding for additional partnerships between public post-secondary institutions and
aboriginal communities for community based delivery of programs that meet Aboriginal needs.
This relates to medium term Action 11.
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2 > The Jobs are Coming: Can the Training Meet Them?
The Northwest Transmission Line Labour Market Partnerships Project
Strategy Background Document provides the results of the research the Steering Committee
commissioned in the spring of 2011. Key highlights from that earlier labour market modeling
and forecasting research follow; more detailed explanations can be found in the
Strategy Background Document.
Major Projects will Lead to Thousands of New Jobs
The Northwest BC labour supply/demand gap analysis focuses on the occupations directly
involved in the construction and operations of the region’s major projects. First, the analysis
forecasts job gaps the major projects may create. It also factors in the additional jobs that
can arise from increased activity and the need to replace retiring workers. In making its
projections on the jobs needed, the Strategy Background research uses three labour force
scenarios:
1. Conservative, which includes jobs resulting from major projects in the region that
have already started or are highly likely to begin
2. Expected, which adds more jobs from more expected major projects to those already
identified in the Conservative scenario, and
3. Optimistic, which assumes that all of these major projects plus additional ‘likely’
ones are implemented
Figure 1 shows the results of these labour force projections. In the Conservative scenario,
labour supply/demand gaps continue through 2016. The greatest gap, projected to be 1,600
workers, occurs in 2013. In the Expected scenario, supply/demand gaps continue throughout
the forecast period, peaking at 1,900 workers in 2016. In the Optimistic case, significant
labour supply/demand gaps are projected for 2021 and beyond. The greatest labour
supply/demand deficit is 5,400 workers in 2019.2”

2

Page 11, The Northwest Transmission Line Labour Market Partnerships Project
Strategy Background Document. Overview of projected labour supply/demand gaps for all scenarios is
outlined in Appendix 7 of the same document.
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Figure 1 - Full Time Equivalent (FTE) Supply/Demand Gap (Direct jobs resulting from
major projects only)

Even these projections may underestimate the requirements. For example, the labour market
model projected the number of new jobs to be generated in the region would be about 700 to
750 in 2011. In doing an informal tally of new jobs that Rio Tinto Alcan, the NTL, the Tahltan
Native Development Corporation and secondary businesses in the Kitimat area created, an
estimated 850 to 1100 jobs were already in place by late October 2011.
The Strategy Background Document splits the job demand into two categories: 1) labour
needed for the construction phase of projects, and 2) labour needed for the operations phase,
once the mines, power plants and other major projects are underway.
The Strategy Background Document notes:
As the timing of construction of major projects is immediate, so is the demand for
workers. In all scenarios, labour demand outpaces local labour supply. Gaps are
forecasted to begin in 2012 and last for a number of years….
The research indicates a more gradual and steady need for the long term, permanent
workers for jobs that are created when projects move from the construction stage to
the operating stages.”3

Pages 6 and 7, The Northwest Transmission Line Labour Market Partnerships Project
Strategy Background Document
3
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A Strong Demand for Trades Related Occupations
The labour market research also developed projections on the types of occupations that
would be in demand in Northwest BC, as a result of the NTL and major projects.
The Strategy Background Document states:
The majority (63%) of the occupations required to support the construction and
operations of the major projects are trades, transportation and equipment operations
and related occupations.4
The graph below shows these occupations and their percentage of total expected demand.
Figure 2 - Northwest Major Project Occupations by Percentage of Total

4

Tables outlining occupational labour demand in Conservative, Expected and Optimistic scenarios are
included in Appendix 6 of The Northwest Transmission Line Labour Market Partnerships Project
Strategy Background Document.
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Along with a multitude of well paying construction jobs, the major projects will also generate
longer term, operations positions. As the Strategy Background Document points out:
While the construction phase associated with the major projects requires the greatest
number of workers more immediately, several trades and related occupations support
both construction and operations. An opportunity may exist to transition some workers
from the project-based construction work to more stable, long-term operations. In
addition, new operations will drive the need for ongoing maintenance involving trades
and related occupations.
What then, are the specific occupations that will be in demand? The Table on the following
two pages lists these occupations and includes information about the capacity of Institutions
in the region to meet the demand for training. As can be seen, major gaps exist for providing
local training in some of these trades. As the table demonstrates, the entire training system
in British Columbia must be involved in providing solutions to the demand for skilled
workers in Northwest BC.
Another less obvious element is that certain occupations, though required in fewer numbers,
may affect the highest demand jobs. For example, the occupation with the highest demand is
projected to be heavy equipment operators (other than crane). Those operators can only
work as long as the equipment is in good repair and if the safety requirements on the sites are
satisfied. The projected demand for heavy equipment mechanics and construction Inspectors
is low, but even if a few are missing, heavy equipment operators may be unable to work.
Similarly, if a project depends on receiving certain environmental permits and staff for
inspections is limited, bottlenecks leading to project delays would almost certainly occur.
(The Strategy Background Document includes no specific discussion of these types of
occupations; this may be an area for follow-up labour market research.)
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Training Available in Northwest BC for Projected High Demand Occupations as of October 2011
Based on the labour market forecasting model, the occupations below will be in high demand in the Northwest. (An early
task for the next phase of this project will be to validate these occupations as the key ones to focus on for meeting labour
market demand.) The second column looks at current regional capacity for training in these occupations and the third
lists other training providers.
Table 1 - Regional Capacity for Training in High Demand Occupations
High Demand
Occupation

Capacity for Training in
Region

Ways to Increase Capacity

1. Heavy equipment
operators (except
crane)

NWCC-2012- 75 people have
completed already, a total
95 people to have
completed training at NWCC
by May 2012

Local capacity of 95 could be doubled to 190 if four additional pieces of
equipment (costing approximately $400K or 100K each) were available.

2. Construction trades
helpers (CTH) and
labourers (L)
3. Drillers and blastersSurface mining,
quarrying and
construction
4. Contractors and
supervisors, Heavy
Construction Equipment
Crews

72 people from October
2011 to March 2012 at
NWCC
Program at NWCC to start in
April 2012 for 12 students
every 8 weeks or 24 if
additional training site
Kitimat Valley Institute
offers some training.

www.iheschool.com
Interior Heavy Equipment Operator School Ltd.
Winfield BC, Selection of equipment courses including “Heavy Equipment
Operator Course”
- 10 weeks, 380 hours
IHE, private school near Kelowna – 250+ people per year
Thompson Rivers University, Kamloops also offers an 8 week Heavy
Equipment Operator Course
By end of 2012, could have trained another 72 people if funding available.
Doubling funding could see 144 people trained every 6 months instead of
72.
If program is offered on continuous basis from April 2012 to October 2012,
could train 24 people every two months, or 3 cohorts of 24 people each or
72 people.
Collaborate with Kitimat Valley Institute
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High Demand
Occupation
5. Other trades helpers
and labourers
6. Concrete Finishers

Capacity for Training in
Region
None as of 2011

7. Machine operators,
mineral and metal
processing

None as of 2011

8. Telecommunications
line and cable workers

None as of 2011

9. Crane operators

None as of 2011

Ways to Increase Capacity
Skills learned in the CTH and L program are transferrable to this
occupation
Trowel Trade Training
www.troweltradetraining.com/
Trowel Trades Training Association
- In BC, Red Seal Certification is only offered at Trowel Trade Training in
Surrey. Roughly 72 students per year go through program, with a few from
outside the Lower Mainland.
Only BCIT program for Mining and Mineral Exploration Technology offers
this training.
www.bcit.ca/study/programs/6610diplt#details
Schools like Thompson Rivers University offer heavy equipment operator
training, not specific to processing. Many mines provide their own training
for this occupation.
Offered by BCIT
www.twu-stt.ca/en/british-columbia
NWCC is investigating a partnership with industry which typically handles
their own training.
The IUOE offers www.iuoe115.com/training_heavy_equipment.htmloffers
construction crane and mobile crane courses in Maple Ridge
- Apprenticeship training provided through College of New Caledonia,
Eagle West Crane Academy, and the IUOE Local 115 Training Association
Workers can obtain in-house training through employer, or through a
training provider of their choice.

10. Iron workers

None as of 2011

Offered at BCIT Burnaby Campus
www.bcit.ca/study/programs/3860appr#details
Ironworker Generalist training
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The Need for More Trades Training
The background labour market research showed that while many jobs are coming to
Northwest BC, many people in the local workforce need training and upgrading to be hired for
them.
In 2011, a mismatch existed between existing and needed skills in the workforce. As the
Strategy Background Document describes, high school completion rates are low in the region,
resulting in a lower-skilled potential workforce. Further, except for carpenters, an
insufficient number of students are in programs related to the high demand occupations,
especially apprenticeships. In the 2009-2010 academic year at Northwest Community College,
the region’s main post-secondary institute, only seven percent of the student body was
enrolled in trades training (though in 2011 these numbers were increasing as the College
develops new programs to meet the NTL generated demand for trades.)The chart below
shows student enrollment for 2009-2010.
Figure 3 - Northwest Community College Domestic Student Headcount 2009-20105

Northwest BC must bridge this education and training gap for two reasons. First, the low
education levels of some unemployed people (in some communities as much as 60%) can limit
participation in the new opportunities the major projects offer. Second, without training and
upgrading, people might continue to be shut out of well paying jobs and so stay locked in a
cycle that also exacerbates other workforce participation barriers.

5

Page 12, The Northwest Transmission Line Labour Market Partnerships Project
Strategy Background Document
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The Strategy Background Document identified other labour market issues, for which no
quantitative supporting data was included. These findings included:
 Low availability of jobs within communities or region
 Family responsibilities and socio-cultural factors that inhibit workforce participation
for some individuals
 Absence of a cooperative regional approach to labour force supply and demand issues.
Ingenia conducted follow-up qualitative research with people in the region. These interviews
and meetings confirmed the existence of these challenges. They also revealed other findings
and factors to consider, discussed in the next section.

3 > The Need for Immediate Action: Industry and Community Context
As mentioned in the Introduction, Ingenia interviewed with company leaders and others. We
also held community information sessions to gather additional information and solicit
comments on the nature of the labour force issues facing Northwest BC. A common theme
that emerged is the need for immediate action to address the changes that the NTL and
major projects are bringing to the region. Below is supplemental information that emerged
from Ingenia’s research that emphasizes the urgency of acting quickly and decisively to
implement a Northwest Human Resource Strategy:
 Immediate action is needed because major projects are already or will be
underway-The timing of major projects and the associated labour demand is
immediate. The NTL project commenced in 2011. The NTL will connect the Forrest
Kerr Run-of-River project, which began construction in 2010, to the grid and provide
power to the Red Chris porphyry copper and gold mine. In 2011, Rio Tinto Alcan began
a $2 billion modernization of its smelter in Kitimat and construction on the Kitimat
liquid natural gas terminal and the Kitimat to Summit Lake pipeline is expected to
begin in 2012. Collectively, these projects will spend over $7.5 billion on construction
by 2014. Companies like Arthon Industries, Valard, AltaGas, and Imperial Metals have
labour force plans in place and are working to implement them. As a result of the
unprecedented growth potential, Northwest BC communities will be challenged to
meet the labour demand like no other part of the province.


Local people are available to fill some of the jobs, provided training is availablethe more local, the better-The Northwest has had and continues to have high levels
of unemployment, particularly for Aboriginal people. Given the right skill sets and
potentially refresher courses, many unemployed workers and new entrants to the
labour force could satisfy some of the labour requirements of the major projects. The
operative assumption is that these unemployed people already have the right skills or
can have ready access to training, with funding for courses and living expenses—and
are interested in pursuing the job and training opportunities available. Training
unemployed and under-employed workers in the region will contribute to reducing
labour costs and turnover, improving productivity and mitigating social pressures.
Training available in the region will reduce travel and living costs for many lower
income participants.
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A pool of trained labour from the region is currently working elsewhere and could
be recruited to help address workforce needs - While no specific figures are
available, in consultations residents stated that a pool of skilled labour from the
region now works in the Alberta oil sands, the mines in the Yukon and in Northeast BC.
Some still maintain their homes and families in the Northwest, commuting to jobs
elsewhere. A concerted recruiting drive might attract some of these trades people
back to the region and entice others to the area.



Professionals/administrators will also be in high demand - Ticketed trades workers of
many sorts are in high demand and will continue to be. Many professional and
administrative jobs are also available and are difficult to fill: engineers, geologists,
environmental scientists and technicians, accountants, financial, human resource, and
administrative managers are among those needs. Northwest BC institutions may lack
the capacity to train for all these positions, but provincial education strategies must
take this demand into account.

Elements for Success
In interviews and meetings, local people and industry highlighted the following as critical
elements of an HRS that would garner support and be successful.


Aboriginal people must be an integral part of the Human Resource Strategy Aboriginal people make up almost half of Northwest BC’s available labour force. They
also have access to funding and services tailored to their needs, which could assist
greatly in meeting requirements for trained workers.



Partnerships must be win-win and make business sense -To work effectively,
companies, governments, training institutions, unions and other groups should partner.
Already, for example, First Nations have signed agreements with BC Hydro and
AltaGas. Other agreements could be initiated between training institutions, local
government and other partners. In interviews, companies emphasized that agreements
should be developed with the explicit understanding that they must make sense for
both sides and help achieve their respective goals.



Ongoing communication activities and a regional mindset are needed to take
advantage of an historic economic opportunity - Many people said a lack of ongoing
communication about workforce and training opportunities hindered efforts of groups
and individuals. A need exists for communication in a variety of ways; through the
Internet, in person and through community forums, trade fairs and brochures and
other documents that emphasize visuals. Further, while outsiders might view the
Northwest as a region, communities in the area have more limited experience working
together in a coordinated way on workforce issues. The First Nations NTL network that
BC Hydro established or the Invest in Northwest BC website (investnorthwestbc.ca)
offer examples of how a workforce related network might be set up, one that allows
individual communities to retain their autonomy, while they share in the benefits that
regional communication and cooperation bring.
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The next sections of this document outline the building blocks of the
Human Resource Strategy, which are specific strategies and actions that Ingenia believes will
provide the way forward for Northwest British Columbia.
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4 > Guiding Principles for the Human Resource Strategy
Developing principles to underlie the Human Resource Strategy ensure that labour force
development occurs within a consistent philosophical framework and are implicit in all
initiatives. The following principles will be used to guide decisions, actions and investments in
undertaking labour force development in Northwest British Columbia:
Principle 1

Work together as a region to maximize the employment and business benefits
from the NTL and major projects in the area
The economic health of each community is dependent on the overall economic health of the
region. Local strength is built through regional collaboration. By engaging with and supporting
the NTL and major projects that result from it, the region, communities and individual
workers and their families will benefit.
Principle 2
Ensure companies employ workers from the region, wherever possible
The goal of the HRS is to develop local and regional workforce capacity across a range of
occupations to provide access to jobs in a variety of industries. Hiring workers from the region
is more efficient, reducing hiring costs and increasing retention.
Principle 3
Strengthen flexible, innovative pan-regional training organizations
The training system and supports should prepare people from across the region for jobs that
will result as a benefit of the NTL. The focus is on developing regional training capacity and
strengthening training organizations that are open to all, to maximize the results from
funding and to avoid administrative duplication and overlap. These organizations, whether
located in the region or elsewhere in British Columbia, must maximize efforts to use
technology and innovative practices to deliver training in communities or in regional centres
to which communities have ready access.
Principle 4

Create a flexible labour force with transferable skills that can move from
industry to industry within the region
As construction on major projects is completed, workers need to have skills that can transfer
to mining or other industry jobs. Strong literacy, technological literacy and numeracy skills
are the foundation for success in today’s workplace and will become even more important in
the future.
Principle 5
Strengthen and encourage labour market partnerships and collaboration
Industry, governments and training organizations must work together to support common
objectives. Existing partnerships should be maintained and strengthened and new ones
established where needed. Regular opportunities should be made available for timely sharing
of labour market information and needs and public reporting.
Principle 6
Share responsibility and accountability
Governments, major project owners, contractors, original equipment manufacturers, unions,
training organizations, communities, families and individuals have roles to play in successful
labour force development in the Northwest BC. All must take responsibility and be
accountable for their part in shared outcomes. Plans and programs must be evaluated on a
regular basis and adjusted to reflect changing industry needs.
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Principle 7

Recognize that Aboriginal people are a cornerstone of a sustainable
Northwest BC labour force
First Nations and Métis rights and title are realities that the Crown and industry must address.
First Nations and Métis will be involved in many facets of the extraordinary development
unfolding in Northwest BC. This will, in all likelihood, include addressing workforce issues on
behalf of First Nations and Métis communities. Training and workforce development programs
should take into account Aboriginal interests, since Aboriginal people make up almost half of
the region’s available labour force.
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5 > A Coordinated, Regional Solution to Labour Force Issues: Strategies and Actions
Today, for the first time in BC’s history, the limits to our prosperity may well be human
capital. All of us...must rise to the occasion to meet this challenge.
Kevin Evans
Chief Executive Officer of the Industry Training Authority
The Human Resource Strategy contains strategies and related actions to be implemented over
a five year timeframe. The HRS only includes actions that Ingenia believes are realistic and
achievable; they are based on the evidence collected through the research and the
experience of other regions in developing similar plans.
The strategies and related actions discussed in this section are provided as recommendations,
with suggested (though not required) partners and a proposed timeframe. The group that
ultimately implements the strategies will refine them and choose priorities in response to
available funding and the interest of the various partners in pursuing them. The actions are
broad and will require a host of subsidiary actions to fully implement them. The HRS must
remain a living document which addresses needs and issues as they arise and can be adapted
to emerging economic, social and political realities and new labour market information.
The strategies and actions are divided into three types:
1. Short term (up to two years) - These strategies and actions could be implemented
relatively quickly and produce outcomes that are readily apparent. They are meant to
build momentum and support for the HRS.
2. Medium term (three to five years) - These longer term strategies begin to take more
fundamental action to strengthen the Northwest workforce.
3. Supporting actions - These actions address issues that came up repeatedly, but were
out of scope for the HRS.6 Encouraging other groups to work actively on them will
ultimately enhance and sustain regional workforce development.
A later section of this document describes a proposed implementation, communications and
evaluation process for the HRS.

6

Funding arrangements for the research stipulated that the focus of strategies be on employer and
worker related issues.
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Short Term Strategies and Actions
The table below describes actions that an implementation group could undertake within 18
months to two years and see tangible results.
Table 2 - Summary of the Short term Strategies and Actions

Strategy 17: Maximize the opportunities for already trained, local workers to meet
the needs of major projects
Purpose: Maximize employment of local workers and provide industry with costeffective local labour
Action 1
Action 2

Develop a regional website/information portal
Develop a workforce opportunity promotion campaign that targets
local people
Fund a Community Human Resources Coordinator network
Develop and implement a Northwest BC recruitment package
Develop formal partnerships between major project owners,
contractors and local groups

Action 3
Action 4
Action 5

Strategy 2: Develop an education, training and development plan to ensure local
people are workforce-ready
Purpose: Make sure local people have the right skills for industry needs
Action 6
Action 7
Action 8

Initiate an industry/training organization Peak Demand Summit
Develop an industry-education cooperation program
Improve access to education, training, certifications and
apprenticeship programs for high-demand occupations

Strategy 1: Maximize the opportunities for already trained, local workers to meet
the needs of major projects
As mentioned earlier, many people in the region said a lack of ongoing communication about
workforce and training opportunities hindered efforts of communities and individuals. The
purpose of Strategy 1 is to make sure that trained, local workers are aware of job
opportunities available in the region. As well, some workers from the region have taken jobs
elsewhere, but maintain their homes and families in the Northwest; they might return for a
job closer to home. Actions to support this strategy include:

7

The use of numbers is for convenience only; they imply no ranking or hierarchy of activities.
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Action 1

Develop a regional website/information portal

Details

An information portal could simplify the job/supplier search/hiring process
by creating a “one stop shop.” The site content could include:
1. A list of high demand occupations, with links to key training
sources. (Detailed further in Action 7a.)
2. All jobs in the region
3. Resumes from job hunters, with an option to indicate if the person
is First Nations, Métis or Inuit (status or non status)
4. Job fairs, local recruiting events
5. Job skills matrix identifying skills transfer across industries
6. Education and training resources
7. Financial support information
8. Links to apprenticeship related sites such as Trades Rock, The
Apprenticeship Toolkit and Trades Training BC
9. A list of business supply firms, with an option to indicate if the firm
is Aboriginal

Potential
Partners
Timeframe

Action 2

As an example of such a site, Northern Development Trust sponsored the
development of an investment portal, called Invest in Northwest BC.
Economic development officers in various communities have organized to
regularly update and administer the site. Funding could be sought to
develop a jobs section to be added to this site or another existing site and
to explore ways to financially sustain the site. As well, to reduce
development costs, the information portal could use existing web
platforms and algorithms that other organizations have already developed,
wherever possible.
Northern Development Trust, companies, unions, training institutions,
other organizations with related websites, HRS Implementation Leader,
First Nations governments
By September 2012

Develop a workforce opportunity promotion campaign that targets
local people

Details

Develop a workforce opportunity promotion campaign that produces
information pieces about training opportunities, high demand occupations
and available opportunities. Distribute the material to all local
communities for posting in high traffic areas (community centers, grocery
stores and so forth) and post on websites and Facebook pages.

Potential
Partners
Timeframe

HRS Implementation Leader, local communities, companies and unions,
provincial government, training organizations, First Nations governments
Materials by August 2012 and ongoing updates
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Action 3

Fund a Community Human Resource Coordinator Network

Details

Seek funding to support and enhance the NTL First Nations Community
Coordinator Network that BC Hydro established in 2010. This group could
become the Community Human Resources Coordinator Network (CHRN).
These individuals would be responsible for disseminating promotional
materials, seeking information on skills and training needs of local firms
and serving as local points of contact for job seekers and companies. The
CHRN could include the First Nations communities that were part of the
original NTL network, along with representatives from the Métis and
employment societies in major centres. Like the Invest in Northwest BC
website coordinators, each CHRN member could be responsible for
updating news from their sub-region.
HRS Implementation Leader, local communities, First Nations
governments, training and employment organizations, Métis organizations
By May 2012

Potential
Partners
Timeframe

Action 4
Details

Potential
Partners
Timeframe

Develop and implement a Northwest BC recruitment package that
targets already trained locals working elsewhere and workers
throughout Canada
Develop a recruitment package to encourage locals who have moved
elsewhere in search of jobs (particularly to NE BC and the oil sands of
Alberta), to return home. To encourage workers and business to come to
the region, develop community information packages promoting the
lifestyle advantages of living in the Northwest. Include information on:
 Housing
 Services (health, education, safety)
 Transportation (air, ground, rail, marine)
 Lifestyle (sports, shopping, community events, outdoors)
 Culture (arts, social, tourism, environment)
 Economic (cost of living, wages, benefits, employment)
A second target is regions of high unemployment with semi-skilled and
skilled workers. Target areas could include manufacturing regions of
Quebec, Ontario and Atlantic Canada.
Local, First Nations and provincial governments, companies and unions,
Implementation Leader
June 2013 and ongoing
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Action 5
Details

Potential
Partners
Timeframe

Develop formal partnerships between major project owners,
contractors and local groups
Northwest BC must begin to think and act as a region and look to develop
effective economic partnerships with and between the private sector firms
investing in the area. The leadership group for the HRS implementation can
play an important role in supporting and encouraging collaboration and
cooperation by working to:
 Encourage cross-sectoral communication
 Monitor the labour supply/demand issues
 Assess impact and implications for various communities
 Ensure benefits from projects are realized
 Mitigate any detrimental impacts
Communities, major project owners, contractors, First Nations
governments
Fall 2012
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Strategy 2: Develop an education, training and development plan to ensure local
people are workforce-ready
Strategy 2 is to help better coordinate training with the skills required by the major industries
that are already present in the region or are coming to the Northwest. The priorities here are
twofold: developing strong links between industry and training organizations, and working to
increase the opportunities for local residents to get the training they need, in the region.
Below are some actions associated with Strategy 2.
Action 6

Initiate an industry/training organization Peak Demand Summit

Details

Seek funding to organize and coordinate an annual summit of companies
that are or will be operating in the region, local and provincial training
organizations and unions. The first conference agenda would be to:
 Act as a forum for communication and strategy development
 Verify company training needs for trained workers and
professionals
 Develop strategies for company investment in education, training
and development programs and resources
 Explore opportunities for training institutions to coordinate and
collaborate to offer more in-region training for high demand
occupations
 Develop strategies for more work-based training, including
apprenticeship training
 Develop initiatives to put forward for developing provincial
strategies to address boom occupation and training demands

Potential
Partners
Timeframe

Within this summit (or at a separate event) employment, training, and
education organizations should meet together to encourage
communication, coordination and cooperation on meeting industry goals.
Local and provincial training organizations, BC government, First Nations
governments, companies, unions, Industry Training Authority,
ResourceTraining Organization, Implementation Leader
June 2012
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Action 7

Develop an industry/education cooperation program

Details

Training institutions and companies and unions working together can
develop more effective and relevant training. Companies can also help
fund equipment purchases and provide trades people to serve as trainers
and mentors. They can work with training institutions to develop more
innovative methods of training delivery, such as onsite apprenticeship
training and education and training programs. At present, interactions
between companies and training intuitions in the Northwest tend to be
adhoc and informal and sometimes lead to fragmented approaches to
meeting regional needs. As part of the HRS, seek funding to develop the
following:

Action 7a

High demand occupation matrix
In 2011, it was hard for most individuals to find a list of the occupations
that will be in demand in the Northwest and the training needed for them.
To simplify the search, develop a high demand occupation matrix, listing
educational entry requirements, training locations, program duration
(hours/years experience) testing requirements, employers providing
apprenticeship opportunities. The matrix could be posted on the proposed
recruiting website/portal discussed in Action 1.
Industry instructor wage top-up program
To address the lack of qualified trades instructors in the region, set up a
fund for training institutions to hire qualified journeypersons to be
assistant instructors for set periods (e.g. the six or eight weeks of initial
training in some trade). The top up fund would take the trades people’s
salaries to the amount they would normally receive (or close to it) for six
to eight weeks regular work at their trade. Industry could also be
approached to contribute by allowing the employed trades people to take
time away from work, without using vacation time.
Equipment purchase assistance
Work with funders such as the Northern Development Trust and Western
Diversification and original equipment manufacturing (OEM) and other
companies to solicit support to purchase equipment and simulators for
training for high demand occupations. Make access to equipment available
to regional training organizations. Explore with companies and
governments the possibility of building a mobile trades training trailer for
regional training organizations to use. Also explore the development of a
mobile information technology trailer, which would be used to enhance
computer skills and train administration and office support workers. The
funding request would also include support for developing innovative
methods of maximizing the use of the trailers and ensuring access is used
to meet critical regional needs.

Action 7b

Action 7c
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Action 7d

Potential
Partners
Timeframe

Action 8

Pilot program for on-site apprenticeship training
Working with Resource Training Organization (RTO) and Industry Training
Authority (ITA) and an interested firm or firms, develop a pilot program for
offering apprenticeship training in a high demand occupation, at the
company’s worksite. Use this program to develop a template for effective
training of this nature that can be used throughout the region (and
potentially the province) in the future.
RTO, ITA, companies, unions, training organizations, First Nations
governments
First two years of HRS; sequencing to depend on funding availability,
priorities of the Resource Training Organization and
Industry Training Authority and securing company and union participation

Improve access to regional training, certifications and apprenticeship
programs for high-demand occupations

Details

The distance between communities and weak essential skills in many
potential workers can be overcome through funds for the following
programs:

Action 8a

Train the Trainer Program for basic ticket certification
To increase institutional capacity in the region, develop a train the trainer
program to certify local trainers in First Nations communities. These
trainers would be certified in basic courses (first aid, etc.) so that they
could provide certification and recertification to community members.
Essential Skills boot camps delivered prior to major job openings
To encourage rapid solutions to the challenge of many low skilled workers,
establish a short and long term essential skills refresher and upgrading
program. Establish the content based on input from companies and unions.
It is likely to include: workforce readiness, refresher programs,
certifications, basic literacy, numeracy and technology skills related to
each of the confirmed major projects. (Students could even be learning
using actual company documents and forms.)
This program would be offered in the local communities, funded fully
(potentially government, industry partnership) and developed to be
implemented four to six months prior to hiring opportunities. BC Hydro has
implemented an essential skills program for First Nations communities and
this program might be used as model. This boot camp program has the
added advantage of enhancing the skills of local trainers consequently
enhancing their employability.
Bridging programs for adult learners
The purpose of a bridging program is to fill educational gaps; providing the
basic literacy, numeracy and technology skills that enables learners to
participate in the workforce. Programs that could be helpful include:
 Math/Science Bridging to enable transitions from one industry to
another (e.g. forestry to mining)
 Technology Bridging (for example: fishing to construction)

Action 8b

Action 8c
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Potential
Partners
Timeframe

Training organizations, BC government, First Nations governments,
companies and unions
Starting in 2012 and continuing in 2013

Medium to Longer Term (Three to Five Year) Actions
It is important for the HRS to do as much as possible as quickly as possible. It is equally
important to recognize and work within the capacity of individuals and institutions in
Northwest BC to undertake new initiatives. Ingenia believes that the implementation group
for the HRS should focus on achieving a smaller number of actions in the first two years of
activity, then move onto other goals. Below are some longer-term actions that offer other
means to support overall workforce development in the region.
Table 3 - Summary of Medium to Longer Term (3-5 Year) Actions
Action 9
Action 10
Action 11

Action 9
Details
Action 9a

Action 9b

Potential
Partners

Develop mentoring programs to support skills upgrading
Develop programs to foster and encourage local business as suppliers
to major projects
Enhance/establish employment-related training programs in primary
and secondary schools

Develop mentoring programs to support skills upgrading, including
transition from construction to operations jobs
Mentors can be a great help in retaining workers and increasing their skills.
Retired workers and others as mentors
Retired leaders and lead-hands from various industries who live in the
region could work with students and others to promote their industry and
occupations within it. They could also mentor and provide support to new
mentors in the sector.
On-the-job mentoring
With an on-the-job skills upgrading program, skilled workers could mentor
lesser skilled people. A lead company could sponsor the development and
implementation of a pilot program, which could then be promoted to other
employers. Tasks associated with the development include:
 Identify potential mentors and protégées
 Develop reward systems for mentors
Companies, unions, First Nations governments, industry associations,
training organizations
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Action 10
Details
Action 10a

Potential
Partners
Action 10b

Potential
Partners
Action 10c

Potential
Partners

Action 11
Details
Action 11a

Action 11b

Develop programs to foster and encourage local business as suppliers
to major projects
These actions are to promote and strengthen local businesses and
encourage the development of new ones.
Peer to Peer advisory programs
Develop a program where six to eight non-competing businesses form a peer
advisory board to function as a support team. Members can discuss
planning, handling business management issues and business opportunities.
Locate business advisors (accountants, lawyers, bankers, marketers,
strategic planners) to provide support to the peer boards.
Chambers of Commerce, economic development offices, local businesses
Maximize local benefits from camps
Develop a “local first” supply of goods and services contracts. Encourage
companies to establish procurement standards on the supply of goods and
services to camps that support community economic development and local
business participation. BC Hydro has developed practices for the region that
could be emulated.
Local and First Nations governments, BC government, economic
development organizations, Chambers of Commerce
Microloan programs
Expand existing community-based micro loans into a regional program.
(Some First Nations have such programs in place already.) Microloan
programs provide small, short-term loans to small business concerns and
individuals.
Financial institutions, Chambers of Commerce, Aboriginal economic
development institutions, Aboriginal Capital Organizations

Enhance/establish employment-related training programs in
primary and secondary schools
These actions enhance the longer term strength of the regional labour
force, by taking action early, working with young people.
Pre-school and elementary programs
Support programs at the pre-school and elementary school level to
encourage knowledge of and interest in the range of occupations
available in Northwest BC.
Increase high school completion rates
Actively support the Assembly of First Nations initiative to increase the
high school completion rates of Aboriginal on and off reserve youth.
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Action 11c

Action 11d
Potential
Partners

Work/school programs
Enhance/establish work/school programs for high school students,
starting in Grade 9 so that students can begin programs in Grade 10.
Support and encourage ACE-IT8 programs in regional schools. Encourage
and support Secondary School Apprenticeship9 programs.
Work with companies and unions to enhance apprenticeships in high
demand occupations for the region. If programs can be adapted to
regional needs, work with companies and unions to do so.
School districts, companies and unions, First Nations governments

8

ACE IT is an industry training program for high school students. Through an ACE IT program, students
can take courses that will provide high school graduation credits and a head start towards completion
of an apprenticeship program.
9
Secondary School Apprenticeship is a career program that lets students start their apprenticeships
while still in high school, and earn high school credits for doing so.
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Support Actions for the Human Resource Strategy
Support actions can enhance the likelihood of the success of the HRS. These actions
supplement and strengthen the effects of other actions. The group that implements the HRS
would have no direct responsibility for carrying out these activities, but could encourage and
support others with the mandate and capacity to make them happen.
Table 4 - Summary of Human Resource Strategy Support Actions
Support Action 1
Support Action 2
Support Action 3

Support
Action 1
Details

Potential
Partners
Timeframe

Support
Action 2
Details
Support Action
2a
Support Action
2b
Potential
Partners
Timeframe

Develop and implement a regional economic development plan and
related activities
Increase electronic communication infrastructure in First Nations
communities where it is unreliable or lacking
Increase job opportunities for people who are underemployed or not
in the labour force

Develop and implement a regional economic development plan and
related activities
Effective human resources development is key to economic growth. Factors
such as transportation, community infrastructure, logistics and others are
also critical. Building on such work as the University of Northern BC’s
Northern Vision report (2004 and in process of being updated in 2011) a
comprehensive Northwest BC economic development plan should be
developed.
Local and First Nations governments, BC government, federal government,
training organizations, companies and unions, communities
2012
Increase electronic communication infrastructure in First Nations
communities where it is unreliable or lacking
Internet access is essential for workforce development. Encourage
broadband services on power lines (BPL) to enable greater technology
access in First Nations communities.
Computer and Internet access centre
Sponsor set up of local computer and Internet access centre with support
staff to assist locals with low levels of technology literacy in their job
searches and applications.
Training bursaries
Provide training bursaries (part of a Corporate Social Responsibility
program) for young locals to be trained in Internet job search techniques)
and to function as the support staff
BC Hydro, local internet service providers,
First Nations Technology Council
2014
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Support
Action 3
Details

Increase job opportunities for people who are underemployed or not
in the labour force
These actions are meant to provide new opportunities to people currently
underemployed or out of the workforce for a variety of reasons.

Support Action
3a

Job coaching
Encourage companies to offer resources to work with individuals and their
families. They would provide pre-employment and on-the job support for
health and wellness and offer personal and professional development
coaching that may positively impact recruitment or retention. This
resource could take a holistic approach that respects cultural values and
strengths while supporting work life balance by investing in individual
growth. In research for this HRS, interviewees mentioned a mining firm
that had employed a support worker of this nature, to positive reviews
from management and workers.
Review panel to address criminal records
Establish a Review Panel to address inability to obtain employment
because of a criminal record. Criminal records can decrease access to
employment, particularly in the mining sector. This issue can be addressed
in a project that:
 Examines the implications of criminal records on access to
employment
 Examines the applicability of criminal record/job and elimination
of applicants due to existence of a criminal record
 Develops a set of parameters for considering individuals for roles
where a criminal record has typically eliminated consideration
 Creates a Review Panel with responsibility for reviewing
circumstances and provision of advice to employer/employee
Drug and alcohol testing
Work with regional companies to establish procedures for a three strikes
pre-employment program for drug/alcohol testing.
 First positive test – Individual can return in three months to apply
again
 Second positive test – Can apply again in three months with proof of
participation in a rehabilitation program
 Third positive test – No more applications accepted.

Support Action
3b

Support Action
3c

Potential
Partners
Timeframe

(Note that these programs need a legal/human rights review.)
Companies, unions, RCMP, substance abuse support agencies, provincial
occupation health and safety organizations
2013
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6 > Acting Now: Human Resource Strategy Implementation
By taking decisive action now with a focus on the province’s economic future,
British Columbians will be the province’s most valuable resource – turning skills development
into a global, competitive advantage.
Skills for Growth
BC’s Labour Market Strategy to 2020
Ingenia recommends an implementation approach to the Human Resource Strategy that
focuses on successfully completing a small number of priorities in one to two years. These
would include:
 Establishing a leadership structure that encompasses the key communities and
organizations in the Northwest related to labour force development
 Hiring a first rate individual to lead the implementation of the HRS
 Rapidly executing the strategies and actions and achieving some early, visible
successes to establish credibility and momentum
 Integrating the HRS into existing regional initiatives and organizations
 Emphasizing clear, consistent communications
Figure 4 summarizes the phases and actions of the HRS Implementation Plan. The section
below develops these themes in more detail. Ingenia provides some suggested timeframes for
these activities. They are, however, subject to funding being available, which may affect the
timing and the possibility of their taking place.
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Figure 4 - Phases of the HRS Implementation Plan

A Three Phase Approach to Implementation
Phase 1 Preparation
(Suggested Timing: December 1, 2011 – March 31, 2012 or when funding for beyond
December 31, 2011 becomes available)
In this phase, the group that directed the development of this HRS, the Northwest
Transimission Line Labour Market Partnership Steering Committee, could work to create a
leadership structure to implement the HRS, identify the participants and secure funding.
The Steering Committee has a mandate until the end of 2011 and could work on the
implementation of the HRS until then. Continued funding for these transition activities may
be available from the provincial government, potentially as soon as January 1, 2012, under
the auspices of a successful application to the provincial government’s Labour Market
Partnerships Program. (See Appendices for further details on potential funding sources.)
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Task 1 - Establish Responsibility/Accountability for the Human Resource Strategy
To achieve the desired results, Ingenia recommends that a single entity oversee and
administer the funding for the implementation of the HRS. Two possible existing regional
organizations could be considered for this administrative role: North West Community College
or the Regional District of Kitimat-Stikine. Both entities are established institutions and have
regional presence. (In Northern Vancouver Island, the Regional District of Mount Waddington
serves as the administrative flow-through organization for funding of that area’s workforce
development strategy.)
Task 2 - Identify Sources and Obtain Project Funding
The HRS implementation will require 12 to 24 months funding from government sources with
possible in-kind contribution from industry. Finding resources for the HRS will be an ongoing
task; Ingenia’s research into potential sources showed that money is available from the
provincial and federal governments. As mentioned previously, Aboriginal people have access
to different sources of funding and services which communities in the region can draw upon in
support of the HRS actions related to them. (See the Appendices for greater detail on various
programs.)
Part of the funding can contribute to the development of a leadership structure that
implements the HRS. This structure would include an Implementation Leader (described
below) who can then pursue targeted resources related to specific strategies and actions.
Potential sources of government funding include:



BC Ministry of Tourism, Jobs and Innovation: Labour Market Partnerships Program,
Labour Market Solutions Program
Federal Government: for EI recipient skills training, potential equipment funding
(Western Diversification)

Additional potential funding sources:
 Aboriginal Affairs and Northern Development Canada (for First Nations and Métis)
 Northern Development Initiative Trust
 Rural Secretariat (federal government)
Another way to advance the HRS is to support and collaborate with initiatives that other
organizations already have underway or are considering in the Northwest. For example:
 The BC Mining Human Resources Task Force will be undertaking projects in the region,
working with Northwest Community College.
 In November 2011, the BC government announced a program with the United Steel
Workers Union. The initiative will offer a new skills training program for northern BC
workers, particularly those involved with mining and forestry, to help them upgrade to
meet local labour market needs.
 The Skilled Trades Employment Program (STEP) offers the Aboriginal Skilled Trades
Employment Program, designed to help Aboriginal people gain employment in skilled
trades in construction. The HRS Implementation Leader could liaise with these and
other groups to find ways to effectively partner and enhance the effectiveness of the
programs in the Northwest.
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Finally, industry, training organizations, local and First Nations governments can all support
the HRS through in-kind contributions to cover the costs of meetings, events and hospitality
costs.
Task 3 - Identify Workforce Planning Group Participants
Based on our research and the experiences of other regions, Ingenia recommends establishing
a volunteer Northwest British Columbia Workforce Planning Group (WPG). Its purpose would
be to make certain the HRS remains “alive” and responsive to changing conditions, to
generate ideas and provide insights and to enable implementation. The Northwest
Transimission Line Labour Market Partnership Steering Committee group overseeing the HRS
development could begin informally soliciting members of this group, even before funding is
available.
Ingenia recommends that the WPG membership have representatives from the full breadth of
interested regional parties because:




If others see the WPG as being representative of key players in regional workforce
development, it will likely have greater credibility
A larger group may have the ability to influence and access funding from all potential
sources
The probability of success of the HRS will likely be higher if the sector participants in
the Group cover the full breadth of regional activities

Ingenia strongly recommends that the WPG participants be senior leaders who can make and
implement decisions within their own organizations, including committing money and
resources to achieving the strategies outlined in the HRS. Middle managers may lack sufficient
authority to make and carry out decisions which might result in delays and loss of momentum.
Ingenia suggests that the WPG meet two-three times per year. Below is a proposed
membership for the Workforce Planning Group.
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Table 5 - Recommended Composition of the Northwest BC Workforce Planning Group

Sector

Senior Leader Participant(s)

Companies10

Major industries: mining, power, transportation, LNG

Contractors

Major contractors working in region (power, port construction,
industrial construction, pipelines)

Original Equipment
Manufacturers
Unions
Education

Government (ex-officio)

Economic Development
Organizations
First Nations/Aboriginal
Groups

Mining equipment, power generation equipment, pipe
manufacturers
Unions with significant presence in area
K – 12 school divisions
Public post secondary institutions
Private training organization
Trades/apprenticeship program groups
Provincial
Federal
Regional district
Community Futures
Chambers of Commerce
Economic development organizations
First Nations
Métis Nation BC

In terms of a suggested functioning, the WPG could select one member from each sector
(seven in total) to function as the “Steering Committee” to drive the implementation HRS.
These Steering Committee members would each be a sector representative – ideally each
sector will create a mechanism for enabling Steering Committee representatives to
communicate regularly with the sector they represent.
Ingenia suggests that the Steering Committee meet monthly and to regularly review the
progress the Implementation Leader is making on implementing the HRS. The Workforce
Planning Group could meet quarterly.

10

Note: Ingenia has included representatives from outside the power, independent power and mining sectors
because of the potential for funding from some of those companies. As well, the demands of these industries will
have a significant impact on the regional labour force so it makes sense to involve them in training and human
resources initiatives.
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Task 4 - Develop a Communications Plan (See Plan outline in the next section)
A major challenge identified during the research phase was lack of communication; a later
section outlines some concrete actions to keep people in the region informed.

Phase 2 Implementation
(Year 1 – starting January 2012 or when funding becomes available)
Once initial funding is secured, the Northwest Transimission Line Labour Market Partnership
Steering Committee could carry on with transitioning activities, until the proposed Workforce
Planning Group and Implementation Leader are in place.
Task 5 - Hire an Implementation Leader
Based on the experience of other regions that have implemented workforce development
plans, a critical decision is hiring the right person to be responsible for the day to day
implementation of the HRS. Ingenia recommends that the Implementation Leader be a senior,
experienced individual from or currently living in the region. He or she should have a strong
interest in seeing progress in the Northwest and the drive, desire and energy to lead the
implementation of the HRS. This person needs strong process management skills and an
understanding of human resource development and management activities. Ingenia believes
that he or she should live in the region for the HRS implementation period.
Costs related to the position can be partially off-set by in-kind contributions; for example,
Northwest Community College might have office space for the Implementation Leader, which
would decrease overhead and administrative costs. Some of the tasks associated with hiring
an Implementation Leader are:






Secure funding for the position (cash and in-kind)
Develop a job description including role, responsibilities, reporting structure, and
essential competencies required
Establish employment contract and deliverables
Conduct search for suitable candidates
Hire person or explore possibility of seconding a person from industry or government.

Task 6 –Set in Place the HRS Organizational Structure and hold initial meetings
The Northwest Transimission Line Labour Market Partnership Steering Committee (the group
that oversaw the development of the HRS) could help transition to the proposed
organizational structure to enable a faster start up for the HRS implementation. The
organization selected to manage the project funding (Ingenia has proposed Northwest
Community College or the Regional District of Kitimat Stikine) could also undertake this work
(which might slow the implementation process.)
Drawing together the various recommendations, below is a proposed organizational structure
for the HRS implementation, which incorporates the proposed Community Human Resources
Coordinators, described in Action 3 of Strategy 1.
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Figure 5 - Proposed Leadership Structure for HRS Implementation
Workforce Planning
Group

Steering
Committee
Implementation
Leader
Community HR
Coordinators
For any implementation structure to be effective, participants must understand their roles
and responsibilities. An Implementation Leader should develop a framework for the
functioning of the Workforce Planning Group and Steering Committee (and any subsequently
established committees or task forces.) This framework should include a Terms of Reference
for the Steering Committee, a Code of Conduct, purpose, performance expectations,
deliverables and training in diversity and effective teamwork.
Task 7 - Establish Short Term Priorities for HRS Implementation
The HRS contains actions that could be implemented in a short term- immediate timeframe.
The leadership for the HRS needs to determine priority action items and establish
goals/timelines and deliverables for them.
Task 8 - Begin Work on the Strategies and Action Items
Task 9 – Transition and Ongoing Funding
The Implementation Leader should work with the Workforce Planning Group and
Steering Committee to identify ongoing funding for the HRS (including the Implementation
Leader role) and to transition the HRS into local organizations and institutions.
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Task 10 – Evaluate Progress and set Priorities for Year Two
At the end of the first year of HRS implementation, its leadership group (Working Group,
Steering Committee and Implementation Leader) should evaluate progress. They could
implement necessary changes that result from shifts to the external environment,
government and industry priorities and so forth. Given the speed of growth and the myriad of
activities taking place in the Northwest, ongoing adjustments to the HRS will likely be
necessary. Further, experience gained from implementing one HRS action will influence
subsequent actions. Following the evaluation, the leadership group can then set priorities for
Year Two of the HRS.

Phase 3 Continuation
(Year 2 and ongoing)
The HRS sets out actions that the Working Group, Steering Committee and
Implementation Leader can carry out over five years. Each year, the leadership group can
adjust strategies and actions as circumstances and funding dictate.
In three areas, it will be important for the leadership group to act decisively once the
start-up phase of the HRS is complete.
1. Securing Long-term Funding - First, the group will need to develop a funding plan to
secure the long term sustainability of the HRS and the Implementation Leader. It could
look at potential revenue streams to support its activities on an ongoing basis. The
Group must explore ways to make the HRS an integral part of workforce planning in
the Northwest and a part of the regional plans and activities of existing organizations.
2. Evaluating the HRS - Second, the leadership group should obtain funding for a full
evaluation of the HRS itself, near the end of its five-year span. Ideally, a third party
would conduct this evaluation, to ensure objectivity and perhaps a fresh perspective
on the results of different initiatives that took place under the auspices of the HRS.
3. Securing Funding for a New HRS - Finally, the leadership group should look to secure
funding to develop a second phase of the HRS. Developing a highly skilled, local
workforce will take time; it will be helpful to use first five years of work to launch
even more targeted activities.
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Communications Plan
(January 2012 and ongoing for 5 years of the HRS or when funding is available)
The Communications Plan is part of the Phase 1 HRS implementation activity and then
becomes an ongoing part of the HRS implementation. The Plan will enable all interested
groups and individuals to be informed about the existence of the HRS, its purpose, and the
strategies being implemented.
Ingenia suggests that the organization responsible for implementation also be responsible for
the initial communication about the HRS. Ongoing Communications Plan activities could be
transitioned to the Implementation Leader and Steering Committee.

Phase 1 Preparation
(January 2012 – March 2012 or when funding becomes available)
During this phase, steps would include:










Identify all stakeholders
E-mail a copy of the final HRS to all those who participated in its development (see
Appendices for a list)
Contact participants in the sectors identified in Workforce Planning Group, provide a
copy of the HRS and request senior leader participation
Determine the communication needs of sector participants
Develop a media strategy for publicizing the HRS and its implementation. (Ingenia
suggests that the Northwest Transimission Line Labour Market Partnership Steering
Committee work with BC Hydro’s media staff.)
o Establish the purpose(s) of publicity
o Determine the timing of publicity
o Decide on messaging (types, approaches, etc.)
o Select various media for message delivery
Establish the effort required to carry out communication needs
o Incorporate Communications Plan implementation and ongoing management
into the job description of Implementation Leader and the mandate of the
Steering Committee
Establish an evaluation process for the Communications Plan

Phase 2 Communications Plan Implementation
(Year 1 and ongoing)
As implementation of the HRS proceeds, residents of the Northwest and others will continue
to require information. The Implementation Leader will need to develop approaches for
ongoing communication about the HRS implementation activities and results. He or she will
have to determine the requirements of various groups, the timing of communications, the
messaging and the media required for message delivery.

Phase 3 Communications Plan Renewal and Continuation
(Year 1 and ongoing)
In this stage, ongoing activities would continue the communication initiatives.
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7 > Observations, Learning and Future Directions
In this section Ingenia offers some observations based on our experience developing the HRS.


The communities, industry, governments and other institutions in the Northwest need to
overcome a history of competition and instead work collaboratively to create real success.
John F. Kennedy said “No one gets ahead by leaving others behind”. This notion is
fundamental to developing a strong labour force.



The labour market is a part of the economic system which is comprised of all industries
and all people. It is a system; all parts of it function together. What affects one aspect
will affect all others.



Any successful labour market project must be considered in the context of the overall
economic development of a region. Being successful in developing jobs, people for jobs
and improving employment rates means considering other aspects of development:
infrastructure that supports employment, child care, schools, 24 hour medical clinics,
services like retail, restaurants, effective transportation systems, recreation and so forth.



The social and cultural strengths and challenges of the communities affect workforce
development. Acknowledging them will engender trust within the communities since it
creates a perception of honesty and sensitivity.



Understanding the values of the people in the region is essential to the success of any
workforce development plan. Assuming that everyone living in the Northwest wants to
participate in the formal economy is unrealistic. Five per cent unemployment is generally
considered to be a balanced labour market.



Companies are already planning to bring in temporary labour to work on the major
projects in the region. Communities, existing businesses and local institutions will profit
from understanding the benefits and challenges of this inflow of people and taking
appropriate actions. Determining the best course is outside the scope of this workforce
HRS; it must be within the scope of the work of the Implementation Leader and Steering
Committee.



Labour market funding sources and processes need to become:
o
o
o

o


easier to find (federal, provincial, local governments, other third party
government supported)
simpler to understand (which one provides what, who is eligible, who isn’t)
simpler to apply for (finding the right source, figuring out how and when to apply,
the requirements, obtaining the supporting information, understanding the
accountability mechanisms)
inclusive to everyone who is searching, especially individuals who are at the
greatest level of need.

Any absence of strong enabling institutions can be overcome by strong leadership,
creativity and hard work.
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Short term actions can be used as short term solutions for unemployment and to satisfy
work requirements. These activities will also create hope which in turn creates confidence
and the energy and enthusiasm to continue with the HRS.



Medium and longer term solutions offer sustainable value. They build a strong foundation
for the future workforce by improving quality and levels of education, work skills and
technical knowledge and skills.



The needs of the industry owners, contractors and original equipment manufacturers must
be paramount in implementing the HRS. Companies will fund and support activities,
programs and ideas that provide them with a return on investment and that will improve
their profitability. The Steering Committee and Implementation Leader must be attentive
to industry requirements on an ongoing basis.
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8 > Conclusion
If you want to be incrementally better: Be competitive. If you want to be exponentially
better: Be cooperative.
Anonymous
The Northwest Transmission Line and resulting major projects offer the communities of the
Northwest a chance to grow and prosper. The change will come with challenges and this
Human Resource Strategy has identified strategies and actions that can help the region to
meet them. Ingenia believes that the approaches that will ultimately lead to HRS success
include:





Regional thinking from senior champions from all sectors, working cooperatively with a
strong and dedicated Implementation Leader
Adequate funding to enable the longer term planning that helps avoid the greater
expense of labour and skills shortages
Communication and cooperation between communities, training organizations,
governments and industry
Clear-eyed evaluations of successful and less successful activities and a willingness to
adapt strategies and actions to changing circumstances

The opportunity awaits. The time for action is now.
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Appendices
These Appendices contain:






Issues from the labour market research that set the context for the development of
the Human Resource Strategy
Potential Funding Sources
List of Steering Committee Members
List of interviews and attendees at information meetings
Interview questions for other regions that implemented workforce development plans
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Table 6 - Issues that provide context for the development of the Human Resource Strategy
This table summarizes some of the findings of the labour market research carried out as background to the HRS.
Issue

Nuances of the Issues

Consequences

Multitude of major projects coming
to Northwest BC within next five
years

Major independent power and mining projects
occurring and projected to occur as the result of new
transmission line.

Numerous construction jobs, substantial
operational jobs available. Present workforce
may not yet be positioned to obtain these
jobs.

Lack of Skills

Unemployed people lack skills required to fill vacant
jobs

People who need jobs remain unemployed
Employers who need workers may be having
to source people from elsewhere

Geographic Challenges

Large area, vast distances between communities
High proportion of rural residents
Jobs in locations other than where population is
residing
Limited transportation and/or access to transportation

People unable to reach training programs and
jobsites
Individuals have to choose to leave their
homes and families (support network) to have
a job

Gaps in education and training

Training is unaffordable for many individuals
Some training centres are at a prohibitive distance
from some communities and some communities prefer
local training.
Access to the training centers that are present is
limited by capacity, perceptions and location
Education/training programs may be mismatched with
workforce needs
Population core literacy, numeracy and technology
capability varies substantially and inhibits training
Lack of infrastructure limits electronic access to
training in some communities

People unable to acquire the knowledge,
skills necessary for them to take advantage of
opportunities that arise.
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Issue

Nuances of the Issues

Consequences

Certification requirements hampering
participation in workforce

Certification requirements for some jobs increasing
the amount of training required
Certification requirements increasing the investment
required to obtain and maintain job readiness

Access to some jobs restricted because
people are unable to pay for and meet the
certification requirements, even though they
may have carried out the job for years

Social problems hampering
participation in workforce

Poverty

Portions of the potential workforce are
underemployed or are not in the labour force

Cultural barriers
Health and wellness issues
Violence
Boom and Bust Economy

Global economic disruptions
Dependency on natural resources which have
fluctuating demand cycles
Declining population – between 1995 and 2008
population declined by 14% - (12% fewer working age
people)

High skilled people leave to pursue jobs
elsewhere limiting the potential for others to
gain those higher level skills.

Communication

Local communities sometimes unaware of activities
occurring elsewhere in region
Communication networks weak

Lack of opportunity to apply for jobs that do
arise, creating greater gaps between different
groups

Leadership

Apparent absence of a regional economic development
plan
Absence of strong coordinated regional leadership
Single purpose interest groups compete for resources

Short term programs implemented to address
single issues only provide temporary
solutions. Region needs to address the longterm systemic change required for sustainable
development
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Fewer people means greater need for outside
people (temporary and permanent) to fill new
jobs for which locals lack qualifications – local
people then receive fewer benefits from
growth and change

Potential Funding Sources
To help the implementers of the Human Resource Strategy, Ingenia researched a variety of
provincial, federal and Aboriginal specific funding programs. Brief information on them is
below, current as of October 2011.
Table 7 - Potential Funding Sources – Provincial
Funding Program

Website

Max. funding
per project

Description

Community
Development
Program

http://www.rura
l.gc.ca/RURAL/di
splayafficher.do?id=12
99516906622andl
ang=eng

$200,000 –
up to twothirds of
project
costs,
depends on
project
category

For projects addressing
rural/northern priorities; preference
given to those that impact resourcebased communities, have multisector collaboration or are regional
in nature, or support knowledge
around new technologies for
community development and
knowledge-building; workshops,
partnerships, and knowledge building
are eligible for funding
- e.g. "Partnership projects" for local
communities and stakeholders to
promote partnering initiatives to
enhance local capacity

Labour Market
Partnerships
Program

http://www.aved
.gov.bc.ca/labou
r_market_partner
ships/

No
maximum;
depends on
size and
scope of
project
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- Financial assistance for labour force
and HR planning activities in public
interest
- Businesses, organizations,
municipalities, band/tribal councils,
public health and educational
institutions are eligible for funding
- Funded projects follow principles of
collaboration, innovation, results
orientation, sustainability,
comprehensiveness (current and
future labour market issues), and
accountability
- Funding priority if addressing these:
- labour market/HR issues in
areas of high occupational
demand
- facilitating labour market
development/growth/creating
jobs in new and emerging
sectors

Funding Program

Website

Max. funding
per project

Description
related to
transferable/essential skills
- assisting industries/communities
in transition
- increasing labour productivity in
BC
- increasing labour market, postsecondary education and skills
training participation of groups
underrepresented in the labour
force (e.g., Aboriginal Peoples)
- a quick response mechanism to
address labour market
imbalances
For specific labour market issues
within a particular sector; funding to
implement training recommendations
from a Labour Market Partnership
(LMP) project that is sector based or
covers a large geographic area, and
funding to address a sector-based
labour market issue that does not
flow from an LMP project
-

Labour Market
Solutions Initiative

http://www.aved
.gov.bc.ca/labou
r_market_partner
ships/docs/LMSFAQ.pdf

$500,000
over 18
months

Northern
Development
Initiative Trust
(NDIT)

http://www.ndit
rust.ca/

$100,000 –
depends on
project
category
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Stimulates economic diversification
and job creation in central and
northern BC; operates Trust Accounts
focused on agriculture, economic
development, energy, forestry,
mining, Olympic opportunities, pine
beetle recovery, small business,
tourism, transportation

Table 8 - Potential Funding Sources –Federal
Funding Program

Website

Description

Western
Diversification
Program

http://www.wd.
gc.ca/eng/301.as
p

A Western Economic Partnership Agreement
program; invests in initiatives for Western Canada’s
economy; usually for not-for-profit organizations
such as: industry associations and community/
economic development and research organizations,
post-secondary institutions and health organizations/
regions engaged in research, Indian bands,
- e.g. $920,000 from Canada-Manitoba WEPA
purchased two training simulators of mining
equipment for the Northern Manitoba Mining
Academy

Invest CanadaCommunity
Initiatives (ICCI)

http://www.inte
rnational.gc.ca/f
undingfinancement/inve
stmentinvestissement/in
dex.aspx?lang=en
gandview=d

Assists communities to attract, retain, and expand
foreign investment (small, mid-sized, or large
communities/regions) including mid-sized regions
with some existing economic development programs
wanting assistance for specific marketing-oriented
activities

LabourManagement
Partnership
Program

http://www.hrsd
c.gc.ca/eng/fund
ing_programs/lm
pp/index.shtml

For employers and unions under the Canada Labour
Code; supports projects that promote innovative
workplace practices and approaches to build
constructive working relationships
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Table 9 - Potential Funding Sources –Aboriginal/First Nations-Specific
Funding Program

Website

Description

Aboriginal Training
for Employment
Pilot (ATEP)

http://www.aved.gov
.bc.ca/atep/welcome
.htm

Connects Aboriginals to BC employment
opportunities by assisting in their transition
into sustainable employment through training
and support services

Canada-BC Labour
Market Agreement
(LMA)

http://www.aved.gov
.bc.ca/labourmarketa
greement/

Funds trades training programs for Aboriginals

Aboriginal
Apprenticeship
Program (AAP)

http://www.itabc.ca
/AssetFactory.aspx?di
d=1852

An entry-level training initiative for Aboriginals
from the Industry Training Authority

Aboriginal Skilled
Trades
Employment
Program (ASTEP)

http://www.stepbc.c
a/programs/currentprograms/astep/

An Aboriginal training initiative from the
Industry Training Authority

Aboriginal Special
Projects Fund

http://www.aved.gov
.bc.ca/aboriginal/doc
s/strategy.pdf

Part of the Aboriginal Post-Secondary
Education Strategy to encourage people to
access post-secondary programs that will lead
to jobs

Aboriginal
Educational
Enhancements
Branch

http://www.bced.gov
.bc.ca/departments/
govern_accountability
/abed.htm

A Ministry of Education branch that develops
policies, procedures, and initiatives related to
the education of BC Aboriginal students

New Paths for
Education Program

http://www.fnesc.ca
/programs/program_n
ewpaths.php

To improve education for BC Aboriginals/ First
Nations; includes adult learners

Aboriginal Business http://www.aincCanada (ABC)
inac.gc.ca/ecd/ab/ab
c/abt/index-eng.asp

Provides support and financial assistance for
Aboriginal entrepreneurs/businesses

Community
Economic
Development
Program (CEDP)

http://www.aincinac.gc.ca/ecd/ep/ce
d/index-eng.asp

Funds First Nations and Inuit communities for
public services in economic development

Community
Economic

http://www.aincinac.gc.ca/ecd/ep/ce

Project-based support to First Nations and Inuit
communities with opportunities for public
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Funding Program

Website

Description

Opportunity
Program (CEOP)

o/pg-eng.asp

services in economic development; recipients
provide at least 10% of eligible project
expenditures

Aboriginal
Research Pilot
Program

http://www.sshrccrsh.gc.ca/fundingfinancement/program
sprogrammes/aborigin
al-autochtoneeng.aspx#2

Development and research grants for topics
related to Aboriginals, including urban issues,
economic development, and education
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Table 10 - Members of the Northwest Transimission Line Labour Market Partnership
Steering Committee
Organization

Representative

AltaGas

Federico Velasquez

BC Hydro

Gail Murray

BC Hydro

Tim Jennings

BC Mining HR Task Force

David Bazowski

Clean Energy BC

Loch McJannett

Community Representative

Rick Brouwer

Energy, Mines and Petroleum Resources

Oswald Dias

First Nations Representative

Rob McPhee

IBEW Union Representation

Jim Greenwell

Imperial Metals
Industry Training Authority
Representative

Byng Giraud

Ministry of Jobs, Tourism and Innovation

Nicola Lemmer

Northern Development Initiative Trust

Dean McKinley

Northwest Community College

Lorrie Gowen

Resource Training Organization

Larry Richardson

RuralBC Secretariat

Glenn Ferenholtz

Gary McDermott
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List of Interviews for the development of the Human Resource Strategy
Table 11 - Industry Interviews
Organization

Name

Position

AltaGas
Avanti Mining (Mount Klappan Coal
Mine)

David Harris

President

Craig Nelson

Galore Creek Mine (NovaGold)

Tina Macgowan

President and CEO
Human Resources
Supervisor

Imperial Metals (Red Chris Mine)

Brian Kynoch

President

NovaGold

Rick Van Nieuwenhuyse

President and CEO

NovaGold

Henri Letient

Project Director

Sandhill Materials Inc.

Dennis Connolley

General Manager

Valard Construction

Maureen Budzinski

Valard Construction

Graham McTavish

VP Human Resources
Vice-President
BC Operations

Table 12 - Training Organizations Interviews
Organization

Name

BC Aboriginal Mine Training Association (BCAMTA)

Leonard Jackson

BC Association for Crane Safety

Patricia Johnson

BCIT Apprentice Services

Gary Tse

Interior Heavy Equipment Operator School Ltd.

Lisa Cook

Ironworkers Union

Derek Dinzey

Northwest Training (Terrace)

Rose Dubeau

STEP: Skilled Trades Employment Program

Randy Garon

STEP: Skilled Trades Employment Program

Melissa Jaeger

Thompson Rivers University (Kamloops)

Heather Hamilton

Trowel Trade Training

Ron Anderson

Women in Trades

Jamie Parker

55

Table 13 - Additional Interviews related to workforce development and planning
Organization
Carpe Diem Strategic Resources, Western Australia

Name
Cheryll Meade

District of Kitimat

Rose Klukas

Kitimat Chamber of Commerce

Trish Parsons

KTIDS

Alexander Pietralla

Métis Nation of BC

Bruce Dumont

Moricetown Band Development Corporation
North Island Community Futures
Mount Waddington
Mount Waddington Coordinated Workforce Initiative

Rick Braam

Prince Rupert Friendship Centre

Vince Sampare

Regional District of Kitimat Stikine

Andrew Webber

RuralBC Secretariat

Dale Richardson

University of Northern British Columbia
Vocational Training and Education Centre (VTEC),
Western Australia

Greg Halseth
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David Mitchell
Penni Adams

Paul Morgan

Community and First Nations Meetings Held – September 12-16, 2011
September 12, 2011, Terrace
Northwest Community College, Longhouse
1:00pm to 4:00 pm
September 13, 2011, Gitanyow
Hereditary Chiefs Office
1:00 pm to 4:00 pm
September 14, 2011, Dease Lake
Tahltan
School District Boardroom
1:00 pm to 4:00 pm
September 15, 2011, Terrace
Northwest Community College, Birch Building
4:30 pm to 7:30 pm
September 16, 2011, Prince Rupert
Northwest Community College
9:30 am to 12: 00 pm
Table 14 - Participants in the Community Workshops and Meetings
Organization

Name

AltaGas

Freda Campbell

BC Hydro

Lesley Wood

BC Hydro

Susan Danard

BC Hydro

Gail Murray

Career Resource Center

Paddy Jones

City of Terrace

Brian Downie

Community Futures 16-37

Ken Guenter

District of Kitimat

Rose Klukas

Gitanyow

Arvida Marsden

Gitanyow

Deborah Good

Gitanyow

Early Magnusson

Gitanyow

Joel Starlund

Gitanyow

Tony Morgan

Gitsxan

Art Matthews

Gitsxan

Chasity Shanoss

Gitwangak Education Society

Joan Rysavy

Hectate Strait Employment Development Society

Janet Hultkrans
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Organization

Name

Hectate Strait Employment Development Society

Kathy Bedard

Kermode Friendship Society

Shanelle Alexander

Kitimat Chamber of Commerce

Trish Parsons

Kitimat Valley Institute

Steve Welsh

Kitselas

Geri Budden

Kitselas

Judy Gerow

Kitsukalum

Laura Miller

KTIDS

Alexander Pietralla

KTIDS

Lael McKeown

Métis Employment and Training

Darcie Petuh

MLA Robin Austin

Denis Gagne

Nisga'a Nation

Chris Young

Northwest Community College

Brian Badge

Northwest Community College

Lorrie Gowen

Northwest Community College

Beverly Moore-Garcia

Northwest Community College

Dave O'Leary

Northwest Community College

Wendy Prystay

Northwest Community College

Charlynne Toews

Northwest Community College

Margo VanderTouw

Northwest Training Ltd.

Rose Dubeau

North West BC Métis Association

Sid Peltier

PGNAETA

Tammy Ratcliff

PGNAETA

Warner Naziel

Regional District of Kitimat-Stikine

Andrew Webber

School District 82

Brigitta van Heek

School District 82

Warren Wilson

SNCIRE

Rick Brouwer

Tahltan

Freddie Louie

Tahltan

Melva Quock

Tahltan

Ramona Quock

Terrace Chamber of Commerce

Carol Fielding
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Interview Questions about implementing a Workforce Development Plan
1. What can you tell us about the implementation of the plan?
a. What worked well?
b. What components of the plan were less successful? Were there any which you
would remove if starting the plan from scratch? Any you would add?
2. What difficulties were encountered in implementing the plan?
3. How could the implementation have been improved?
4. What were the most beneficial aspects of the plan and its implementation?
a. Who benefited and how?
5. Did the implementation meet the main targets of the plan?
6. What advice would you offer to those who are creating a workforce development plan?
7. What advice would you offer to those who are implementing a similar plan?
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