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EXECUTIVE SUMMARY

I.

Executive Summary
The Chambers of Commerce in Castlegar and Nelson
undertook a consultation with the region’s manufacturers to
gain a better understanding of their human resource
challenges in terms of attracting and retaining workers as
well as employee training needs. They also wanted to
research how local manufacturers utilize various productivity
tools and resources that are commonly used in the
manufacturing sector.
Manufacturing is an important economic driver as it accounts
for more than 400,000 jobs in the province of British
Columbia and approximately 9 percent of provincial GDP.
The Kootenays accounts for 3.1 percent of all manufacturing
jobs or over 12,400 jobs. 1
The target audience for this study was the manufacturers
located within a sub-region of West Kootenays Castlegar/Nelson/Salmo/North Shore Kootenay Lake. The
region is fortunate to have a highly diversified manufacturing
sector both in terms of industry sub-sectors as well as size
and scope of operations. A total of 68 manufacturers were
identified within the region, however there are a number of
smaller manufacturing firms (less than 5 employees) that
were not part of the target group.
This report reviewed studies from other jurisdictions, analysis
of industry best practices, interviews and survey data of local
manufactures, and a focus group session with manufacturers
to develop the report’s key findings and recommendations.
Key Findings:
▪

1

Over fifty percent of manufacturers in the region expect
to see employment growth demand over the next three
years;

Source 2015 Labour Market Survey
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▪

Local manufacturers are concerned about the lack of available housing for workers;

▪

Improved access to human resources best practices would help manufacturers improve
their success in retaining new employees;

▪

Local manufacturers do not have a good understanding of mainstream operational
excellence and continuous improvement concepts and strategies;

▪

Job-specific technical training is the greatest training need for manufacturers;

▪

Companies expressed difficulties in accessing locally offered employee training that
meets their needs;

▪

There is a disconnect between the skills being taught in the education system and the
skills manufacturers require;

▪

To attract new talent, manufacturers must overcome a negative perception of jobs in
the manufacturing sector;

▪

Local manufacturers are interested in working collaboratively to better promote
manufacturing as a career opportunity; and

▪

Local manufacturers want to meet and learn from each other about strategies to better
manage their human capital.

The following recommendations would help the region’s local manufacturers address their
labour force development requirements:
1. Improve Education and Training Opportunities for Local Manufacturers
▪

There needs to be an effort at the local level to develop new ways of delivering
training that will meet the needs of local manufacturers. Public training institutions
and business support organizations should engage in a conversation with local
manufacturers as to how they could improve delivery of training services.

2. Create a Mechanism for Manufactures to Network
▪

Establishment of a “West Kootenay Manufacturers Council” would provide an
avenue for manufacturers to discuss human resource issues and training needs, as
well as share best practices. The local Chambers of Commerce could play an
important role by coordinating this network.

3. Enhance the Profile of Manufacturing within the Region
▪

There needs to be a concerted effort by local manufacturers, all levels of
government, education institutions, and business and employment service providers
to improve the perception of availability and type of manufacturing careers available
for youth in the region.
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4. Improve Communication of Existing Programs and Services
▪

Better communication about programs and services could be achieved by providing
important program updates and changes. Chambers of Commerce and Employment
Service Providers should coordinate on-going communications as well as arrange
annual visits to local manufacturers.

5. Improving Productivity and Competitiveness
▪

To address the low adoption rate of mainstream techniques for improving
productivity and competitiveness by the region’s manufacturers, steps should be
taken to better promote the value of these concepts to local manufacturers. This
could be achieved by hosting information events with knowledge experts, best
practice site tours and training sessions on various topics of productivity and
competitiveness.
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II. Introduction
Nelson and District Chamber of Commerce, in partnership with the Castlegar and District
Chamber of Commerce, and Kootenay Career Development Society, conducted research
of the region’s manufacturers to better understand the current labour market challenges
in terms of employee recruitment, retention, and training, as well as overall business
productivity and competitiveness. Specifically, the intention of this study was to achieve
the following:
▪
▪
▪
▪
▪
▪

Identify local skills shortages in the manufacturing sector
Understand recruitment and retention strategies of local manufacturers
Determine current training needs of the region’s manufacturers
Assess the availability and quality of training that is utilized by local manufacturers
Determine the utilization of industry standards for improving productivity and
competitiveness
Develop a recommended approach for increasing the availability of human
resource training

An Advisory Committee, comprised of local manufacturers and businesses support
organizations, helped to design the study and provided guidance throughout the project.

III. Manufacturing Sector Characteristics
Canadian manufacturing accounts for $173 billion of the Nation’s GDP, 10 percent of total
GDP. Nationally, 61 percent of merchandise exports result from manufacturing. There are
approximately 1.7 million people employed in this sector. The characteristics of the labour
force in manufacturing is shifting as the industry becomes more high-tech and dependent
on a highly skilled and educated workforce.2
Manufacturing is an important economic driver for the Province of BC, it accounts more
than 400,000 jobs in the Province and approximately 9 percent of provincial GDP. 3 In
terms of economic spin-off every for $1.00 of income produced in manufacturing there is
an additional $3.50 of supplement economic activity. 4 Over 30 percent of all Provincial tax
revenue derives from the sector. Furthermore, manufacturers represent 75 percent of all
merchandise exports for the province.

2

www.ic.gc.ca/eic/site/mfg-fab.nsf/eng/home
Source 2015 Labour Market Survey
4
Source 2015 Labour Market Survey
3
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This sector is equally important for the Kootenay Economic Region as manufacturing
accounts for 3.1 percent of all manufacturing jobs in BC (Figure 1). This translates into over
12,400 jobs. 5 There was a total of 34 manufacturers who responded to the survey
conducted for this report, representing 1,026 jobs in the region.
Figure 1: Regional Employment as Percentage Share of Provincial Total, 2014

Historically, the sector has been dominated by wood products and metals production
within the West Kootenay region. These sub-sectors continue to be important drivers
within the region, however the sector is developing a diversified mix of products that
include electronics, scientific instruments, aerospace parts, clothing and textiles, beverage
products, and specialty industrial part production.

5

Source 2015 Labour Market Survey
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IV. Study Methodology
The target audience for this study was the manufacturers within a sub-region of West
Kootenays - Castlegar/Nelson/Salmo/North Shore
Kootenay Lake (including Kaslo and Meadow Creek).
The manufacturing sector was defined using the North
American Industry Classification System (NAICS). The
following are examples of manufacturing sub-sectors
that are used to identify the target audience:
▪
▪
▪
▪
▪
▪
▪

Beverage
Chemical
Clothing
Food
Leather and allied product
Non-metallic mineral product
Paper

▪
▪
▪
▪
▪
▪
▪

Petroleum
Plastics
Primary metal
Printing
Textile product
Wood
Other

The Chambers of Commerce and the Consultant were able to compile a database of 64
manufacturing businesses located within the region. Although it was not a complete list
of all businesses located within the area, it was a fair representation of the manufacturers
for the purposes of this labour market study. See Appendix A for a list of survey
participants.
The purpose of the Manufacturing Sector Advisory Committee was to guide the
development and implementation of a manufactures’ labour market study. Specifically,
the Committee was asked for their input on how to best focus research from other
regions, review the business survey, and comment on suggested recommendations from
the research data. Members of the Advisory Committee are listed in Appendix B.
With input from the Advisory Committee, the Consultant designed a survey that focused
on the challenges faced by the local manufacturing sector in terms of the current and
future labour needs, as well as current and future human resource training requirements.
A copy of the survey can be found in Appendix C.
The survey was administered through a one-on-one interview process. In most cases it
was the business owner who participated in the survey. If a company was unable to meet
for an interview they were invited to complete the survey through an on-line format.
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A review of other labour market studies targeted at the manufacturing sector was
conducted. In addition, research was conducted to examine how other regions support
their manufacturing sector’s workforce and training needs.
This research was completed through a series of web searches, and reviews of various
manufacturing labour market studies from other jurisdictions. The research focused on
North America, Europe, Australia, and New Zealand, as well as other developed countries.
Manufacturers that participated in a survey interview were invited to attend a focus
group session. The purpose of the session was to discuss the results from the research
and survey findings.
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V.

Summary of Research from Other Jurisdictions
A.

Reports and Studies from Other Regions
i.

Canada
The Future of the Manufacturing Labour Force in Canada:
In January 2017, the Canadian Manufacturers and Exporters British Columbia
(CME) released a report that analyzed the Canadian manufacturing industry’s
labour needs for the next five years. 6 It indicated that Canadian regions will
experience a skills gap and the challenge of replacing an aging and experienced
workforce with younger generations. This challenge is magnified by the
manufacturing sector’s competition from other industries, each trying to attract
workers with the same skills sets. Even though manufacturers tend to pay
above average wages, the report suggests that they may need to offer additional
incentives to bring skills workers to their industry. The report recommends a
number of strategies the industry, government, and educational intuitions
should implement to respond to the recruitment challenges facing the industry,
including:
▪
▪
▪
▪

ii.

Development of special training programs to fill the worker shortages.
Launch of an image campaign to communicate a positive perspective.
Implement in-house training for current employees to increase
productivity.
Evaluate the impact of skills shortages within the industry.

British Columbia
Labour Market Research Information for BC’s Manufacturing Sector:
In October 2014, the Specialized Skills for Manufacturing Steering Committee
(SSSM) completed a project that determined that skills shortages will be a major
concern for BC manufacturers. 7 The report projects that the sector will need to
attract up to 88,000 new workers by 2020, and most of these positions will be
for journeypersons, managers and supervisors, technicians, engineers, and
machine operators and assemblers. The disparity between the manufacturing
sector and the potential employee’s experience and education was noted. The

6

CME/CSTEC, The Future of the Manufacturing Labour Force in Canada, http://www.cmemec.ca/download.php?file=55wlrxala.pdf, Accessed 26 June 2017.
7
Canadian Manufacturers and Exporters British Columbia, Labour Market Information Research for the BC
Manufacturing Sector, http://bc.cme-mec.ca/download.php?file=507nucrbz.pdf, Accessed 27 June 2017.
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report indicated that manufacturing is a major contributor to BC’s economy and
suggested that its future growth would be mainly dependent on the
collaboration of industry, educators, and government to attract new workers to
the industry, increase investment in innovation and productivity, improve BC’s
education system in essential, trades, and technical skills, and counsel students
in possible career paths and skills requirements.
Skills for Success: Developing Skills for a Prosperous BC:
This report, written by the Conference Board of Canada in February 2015,
estimates that the BC skills gap costs the province’s economy approximately $4.7
billion in GDP, a result of many British Columbians not meeting the educational
requirements of today’s employers.8 The report makes ten recommendations to
governments, educators, employers, and individuals regarding ways to alleviate
BC’s skills shortage and develop a flexible and dynamic workforce. These
recommendations include a call for an increase in government investment in
education, collaboration between employers and educators to ensure skills
needs are met, and employee training and development.
Labour Market Partnership: Phase 2–Final Labour Market Information Research
Report:
In August 2016, Harbour Digital Media released a report that surveyed 64
manufacturers in the Vancouver Island/Coastal region. 9 The report identified
three key issues for the region’s manufacturing sector:
1. Skills shortages: specifically machine operators, qualified tradespersons,
engineers, and individuals with Lean training.
2. Quality and availability of training: graduates of BC’s educational
institutions do not meet the requirements of the manufacturing industry
and many manufacturers are having to invest time and money on internal
training, impacting productivity and profitability.
3. Changing nature of the workforce: the diversity of the workforce
presents significant operational and training challenges. Attracting and
retaining workers is also a significant issue.

8

The Conference Board of Canada, Skills for Success: Developing Skills for a Prosperous BC,
http://www.conferenceboard.ca/e-library/abstract.aspx?did=6686, Accessed 29 July 2017.
9
Harbour Digital Media, Labour Market Partnership: Phase 2 – Final Labour Market Information Research
Report, http://niefs.net/publications/LMP%20-%20Phase%202%20-%20Labour%20Market%20Information%20%20Final%20Research%20Report%20-%20August%2022%202016.pdf, Accessed 20 April 2017.
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iii.

United States
The Skills Gap in US Manufacturing: 2015 and Beyond:
This report written by Deloitte and The Manufacturing Institute, indicated that a
strong manufacturing industry is imperative to the economic prosperity of the
US. 10 Every job in manufacturing creates another 2.5 new jobs in other sectors.
The report further stated that the global economy has experienced slow growth
over the past couple of years, but manufacturers are optimistic that the industry
will regain momentum. As a result, many of the challenges they have been
facing will compound. For several years, manufacturers have had difficulty
finding the talent they require to grow their business. The report predicts that
within a decade, 3.4 million manufacturing jobs will need to be filled in the US.
Most of these positions will be the result of baby boomer retirements, and
economic expansion. Other factors will include the loss of experienced workers’
embedded knowledge, the manufacturing industry’s negative image among
younger generations, lack of STEM (science, technology, engineering and
mathematics) skills among workers, and a gradual decline of technical education
programs in public schools. Approximately 1.4 million of these available
manufacturing jobs will be filled, leaving 2 million unfilled.
Deloitte and The Manufacturing Institute suggest that manufacturers cannot
solve their employment crisis on their own, but need to work with fellow
manufacturers, educational institutions, communities, and government.
A Look Ahead: How Modern Manufacturers Can Create Positive Perceptions with
the US Public:
In July 2017, Deloitte, The Manufacturing Institute, and the National Association
of Manufacturers conducted a study that indicated that one of the primary
challenges manufacturers are facing is a critical skills gap. 11 The study further
states that one of the main reasons for the shortage of workers is the US public’s
perception of the manufacturing industry. Although approximately 80 percent
of Americans viewed US manufacturing as crucial to America’s economic
prosperity, standard of living, and national security, less than 30 percent of
Americans would encourage their children to pursue a manufacturing career.
They did not view a career in the industry as rewarding, clean, safe, or secure.

10

Deloitte Development LLC and The Manufacturing Institute, The Skills Gap in US Manufacturing: 2015 and
Beyond, https://www2.deloitte.com/us/en/pages/manufacturing/articles/boiling-point-the-skills-gap-in-usmanufacturing.html, Accessed 13 March 2017.
11
Deloitte Development LLC, The Manufacturing Institute, and National Association of Manufacturers, A Look
Ahead: How Modern Manufacturers can Create Positive Perceptions with the US Public,
http://www.themanufacturinginstitute.org/NewsArticles/2017/07/~/media/9607397D3AFC423AB68133505EE2C348.ashx, Accessed 28 July 2017.
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To improve the public’s perspective of the industry, the study recommends the
following:
▪
▪
▪

iv.

Invest in programs directed toward skill development
Promote the benefits of a manufacturing career
Engage more pro-manufacturing and underrepresented demographic
groups

New Zealand
Industry Training Review: Discussion Paper – Key Roles in Industry Training
Systems:
New Zealand’s Ministry of Education has released a report on the review of
industry training, aiming to consider the extent to which the system delivers the
skills needed to maximize the productive potential of New Zealand industries,
and the employment and earnings of people in the workforce. 12 The report sets
out reasons for investing in industry training, explains roles in the industry
training system, and seeks feedback from the various stakeholders.
Balancing Training Quantity and Quality: A Strategic Training Plan for the
Building and Construction Sector 2010–15:
In October 2010, New Zealand’s Building and Construction Industry Training
Organization (BCITO) commissioned a report entitled Balancing Training
Quantity and Quality: A Strategic Training Plan for the Building and Construction
Sector 2010–15 which indicated that there would be a strong growth in demand
for apprenticeships over the next five years due to an increase in building activity
and the implementation of compulsory occupational licensing. 13 The report
provides an overview of skill and training needs in the building and construction
sector over the next five years, and recommends some priorities and actions to
fulfill the industry’s skills gap. Specifically, the report looks at the emphasis on
tertiary education rather than apprenticeships, low worker literacy and
numeracy levels, and anticipated Government reductions in industry training
funding.

New Zealand Ministry of Education, Industry Training Review: Discussion Paper – Key Roles in Industry Training
Systems. http://www.education.govt.nz/assets/Documents/Ministry/consultations/Review-of-industrytraining/DiscussionDocumentIndustryTrainingReview.pdf, Accessed 20 June 2017.
13
Pells, Sharon, Balancing Training Quantity and Quality: A Strategic Training Plan for the Building and
Construction Sector 2010-15, http://bcito.org .nz/news-and-publications/strategy-documents/strategic-trainingplan, Accessed 6 June 2017.
12
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Future Capability Needs for the Primary Industries in New Zealand:
A commissioned report for New Zealand’s Ministry for Primary Industries,
entitled Future Capability Needs for the Primary Industries in New Zealand,
discusses the skills and knowledge required in New Zealand’s primary industries,
namely horticulture, red meat and wool, arable, dairy, seafood, forestry, and
other primary sectors. 14 The report states that the prosperity of the primary
industries is dependent on attracting, training, and retaining skilled and capable
workers. The industry requires more specialized skills, such as technical,
marketing, language, and cultural skills, to assist them in meeting the needs of
their international consumers who have become more discerning in their
product choice.
v.

Australia
High Performance Manufacturing Workplaces Study:
In September 2014, the Australian Government Department of Industry
commissioned the High Performance Manufacturing Workplaces Study which
investigated the use of High Performance Work Practices (HPWP) in small and
medium enterprises (SMEs) in the manufacturing sector. 15 These practices
included: developing the knowledge, skills and abilities (KSA) of employees;
motivating employees and rewarding their efforts; and providing opportunities
for employees to have input into their work environment. The study indicated
that although these practices, delivered together, are proven factors for
improving business and employee performance, most Australian manufactures
have implemented a system that is classified as weak to moderate, at best. The
study shows how a lack of HPWP relates to Human Resources challenges and
recommends the provision of information, financial incentives, and training
support for manufacturers to develop a strong, high performance environment.

vi.

United Kingdom
The Top UK Manufacturing Challenges of 2016:
A report entitled The Top UK Manufacturing Challenges of 2016 stated that the
United Kingdom’s (UK) manufacturing sector remained stagnate in 2016, having

14

Infometrics and Nimmo-Bell, Future Capability Needs for the Primary Industries in New Zealand,
www.mpi.govt.nz/document-vault/3893, Accessed 20 June 2017.
15
Centre for Workplace Leadership. (September 2014). High Performance Manufacturing Workplaces Study:
Initial Findings, September 2014. Retrieved from https://www.workplaceleadership.com.au/publications/highperformance-manufacturing-workplaces-initial-findings-september-2014.
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made little contribution to the country’s economic growth in 2015.16 The report
indicated that this stagnation was due to a number of factors such as: low
productivity rates compared to other countries; a skills gap specifically in
intermediate professional and technical skills; and a lack of utilizing new
technologies and marketing strategies.
UK Manufacturing Skills Shortage Creates Future Industry Concerns:
In May 2017, Cranfield University published a white paper entitled UK
Manufacturing Skills Shortage Creates Future Industry Concerns which
highlighted a lack of non-technical skills and technical skills in the manufacturing
industry. 17 The report gave five key reasons for the manufacturing skills
shortage:
1.
2.
3.
4.
5.

Young adults have little interest in manufacturing related subjects;
Few females are employed in the industry;
A perception of low income for employees;
A lack of skilled applicants; and
An aging workforce that needs to be replaced in the near future.

The report makes several recommendations that involve all stakeholders,
government, industry, and educational institutions to collaborate and create a
system to change the perception of manufacturing and aid individuals interested
in pursuing a career in manufacturing.
The results of a poll of over 600 UK manufacturing industry professionals,
released in May 2017, indicated that the industry needs the government to assist
in closing the skills gap. 18 The majority of those polled were not pleased with
their government’s recent introduction of the Apprenticeship Levy, and thought
they could do more. Specifically, the industry wants government to encourage
more young people to consider a career in manufacturing, improve engineering
education, invest in apprenticeship training, promote a potential career
progression, and improve pay for employees.

16

Catalyst, The Top UK Manufacturing Challenges of 2016, https://www.wearecatalyst.co.uk/hubfs/2016Manufacturing-Campaign/01/Guide-State-Of-Manufacturing-2016.pdf, Accessed 19 June 2017.
17
Cranfield University, UK Manufacturing Skills Shortage Creates Future Industry Concerns,
https://www.wearecatalyst.co.uk/hubfs/2016-Manufacturing-Campaign/01/Guide-State-Of-Manufacturing-2016.pdf,
Accessed 23 July 2017.
18
The Engineer, 67% of Manufacturers Worried that Skills Shortage will Affect Their Business,
https://www.theengineer.co.uk/67-of-manufacturers-worried-that-skills-shortage-will-affect-their-business,
Accessed 21 June 2017.
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vii.

Saudi Arabia
Addressing the Skills Gap in Saudi Arabia: Does Vocational Education Address
the Needs of Private Sector Employers?
This article indicates that there are three major barriers in making Saudi Arabia a
competitor in a global market-place.19 It reports that private sector employers
are experiencing a mismatch between their workers’ skill level needs and what
the educational system is providing. As a result, unemployment has increased
over the years. A second barrier is the unsuccessful implementation by Saudi’s
private sector, to hire Saudi nationals instead of foreign workers. The article
indicates that this is attributed to the fact that many potential employees’ have a
negative attitude towards vocational training, considering it a low status position
with low pay. The article indicates that the third barrier is the attitude of the
Saudi nationals regarding the skill levels they require to work in a knowledge
economy. With the discovery of oil, education was considered irrelevant to
labour demands. However, Saudi Arabia is now moving from its dependence on
oil production towards a broader range of globally competitive industries, and
therefore it is imperative that potential workers not only be highly skilled, but
also flexible, resourceful, and willing to retrain.
Oil and Gas is Facing a Severe Talent Shortage:
In this article, the critical staff shortage in Saudi Arabia’s oil and gas industry is
discussed.20 It states that the number of experienced individuals retiring within
the next few years will far exceed the number of trained specialist available for
those positions. The article lists many reasons for this skills gap, including:
▪
▪
▪
▪

Fewer people are graduating in sciences and engineering
Companies are not sufficiently investing in the training and development
of new employees
Potential employees have little to no work experience
Soft skills are lacking in employees eligible for advancement

How Will the GCC Close the Skills Gap?
This final report states that the member states of the Gulf Cooperation Council
(GCC) recognize they need to remedy the youth unemployment crisis among
19
Abdullah Baqadir, Fiona Patrick, and George Burns, Addressing the Skills Gap in Saudi Arabia: Does Vocational
Education Address the Needs of Private Sector Employers?,
https://www.researchgate.net/publication/233436789_Addressing_the_skills_gap_in_Saudi_Arabia_Does_vocationa
l_education_address_the_needs_of_private_sector_employers, Accessed 22 July 2017.
20
Georgina Enzer, Oil and Gas is Facing a Severe Talent Shortage, http://www.arabianoilandgas.com/article12091-oil-gas-is-facing-a-severe-talent-shortage/1/print, Accessed 21 June 2017.
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nationals to achieve economic diversification.21 It suggests that the GCC’s
governments, investors, educational institutes, employers, and young people
need to work together to create a supportive environment that will ensure
sustainable economic growth. The report stated that governments need to
support a student’s growth from early in their educational development. This
support must reflect the needs of employers, and provide students with
information on employment opportunities in the 21st century. Specifically, the
four key areas that need to be addressed were identified as:
1.
2.
3.
4.

B.

Alignment of curricula with employers’ requirements
Development of the workforce through experience and training
Provision of information about careers
Encouragement of a culture of employment, innovation and
entrepreneurship

Best Practice Examples from Other Regions
The following are examples from other regions of the globe where manufacturers
and government agencies are working collaboratively to address human resource
challenges in their sector.
i.

Manufacturing Institute
US Manufacturers recognize the need to develop their talent pipeline both in
their companies and communities. They believe the most effective way to
remedy the skills gap problem is through internal employee training and
development programs, as well as their involvement with local schools and
community colleges. Countless programs and collaborations at the local, state
and national levels, have been developed in an effort to solve the manufacturing
skills gap.
The Manufacturing Institute (“Institute”), 22 located in Washington DC, is an
authority on the attraction, qualification, and development of world-class
manufacturing talent to help close the skills gap in the US. Together with some
of the leading US consulting firms, the Institute researches the critical issues
facing manufacturing and develops and identifies solutions that are

21

Ernst & Young, How Will the GCC Close the Skills Gap?, http://www.ey.com/Publication/vwLUAssets/EY-gcceducation-report-how-will-the-gcc-close-the-skillsgap/$FILE/GCC%20Education%20report%20FINAL%20AU3093.pdf, Accessed 21 June 2017.
22

www.themanufacturinginstitute.org
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implemented by manufacturing employers, educators, community leaders,
governments, and organizations across the country.
The main goals of the Institute include:
▪
▪
▪

ii.

Assist in attracting the next generation of manufacturing workers by
changing the perception of manufacturing careers.
Re-establish the US as the global leader of manufacturing education and
implement a set of national industry-skill credentials.
Promote education and job training policies that strengthen the US
manufacturing workforce.

Manufacturing New Zealand
ManufacturingNZ’s goal is to create an environment in which manufacturers can
prosper. They do this by providing assistance to access domestic and
international markets for exporting and importing. Also, a wide range of guides
and publications regarding industry trends, expert opinions, and policies are
housed on their website. Promotion to the manufacturing industry is provided
through articles, media relations, forums, and training. The organization lobbies
to local and central government to support policies in support of manufacturers.
The organization is a facilitator of a wide range of sectoral and industry groups.23
Resources designed to assist New Zealand (NZ) manufacturers to be profitable
are available through this organization.24 They include:
▪
▪
▪

▪
▪
▪

23
24

Benchmarking – latest reports and surveys of the New Zealand and global
manufacturing landscape.
Capital and Finance – the right financial information – trends, advice, and
techniques - to assist NZ businesses.
Innovation, R&D, and IT – support of the process of matching up
businesses with relevant research and development, and information
technology in the development of innovative products, services, and
technologies.
Health and Safety – guides from WorkSafe NZ to keep workers safe.
Lean Manufacturing – training and toolkits to assist NZ manufacturers to
become a sustainable and lean manufacturer.
Market and Technical Insight – information on the latest product
developments, market news, and current industry stories.

ManufacturingNZ, Our Role, http://www.manufacturingnz.org.nz/our-role, Accessed 26 July 2017.
ManufacturingNZ, Our Role, http://www.manufacturingnz.org.nz/resources-and-tools, Accessed 26 July 2017.
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▪
▪
▪
▪

iii.

Plant, Production & Logistics – assistance with asset management, cost
benchmarking, decision making, organization, and logistics through
useful software, tools, guides and other resources.
Staff, Skills and Capability – resources such as training, financial
assistance for training, and job boards to assist manufacturers create and
acquire capable and skilled staff.
Trade Opportunities and Marketing – resources to assist with marketing,
generating ideas, sharing learning, and providing support and networking
with other businesses.
Training and Events – a list of on-line and on-site training courses, trade
shows, seminars, and conferences to provide manufacturers the tools
they need to be successful.

Centre for Workplace Leadership
The Australian Government Department of Industry commissioned the Centre
for Workplace Leadership, at The University of Melbourne to conduct a study
that investigates the use of management practices that increase performance
and innovation in Small and Medium Enterprises (SMEs) in the manufacturing
sector. 25 The centre also works on-site with companies, which tend to be
manufacturing sector centric, to assess High Performance Work Practices
(HPWPs) that can be tailored to suit the individual workplace.
HPWPs are key drivers for improving business and employee performance by:
▪
▪
▪

Developing the Knowledge, Skills and Abilities (KSA) of employees –
through recruitment and selection practices, and provision of
development and training opportunities.
Motivating employees and rewarding their effort – through performance
management, performance pay, and reward and recognition schemes.
Providing employees with opportunities to contribute to their workplace
and input into how their work is done – primarily through structures that
promote communication, consultation, and employee involvement in
work processes.

A series of case study examples of the impact of HPWPs on small and mediumsized companies is available on their website 26.

25

Centre for Workplace Leadership. (September 2014). High Performance Manufacturing Workplaces Study:
Initial Findings, September 2014. Retrieved from https://www.workplaceleadership.com.au/publications/highperformance-manufacturing-workplaces-initial-findings-september-2014.
26
www.workplaceleadership.com.au/projects/case-studies/
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iv.

GO Productivity
GO Productivity is a Canadian based non-profit that offers a range of services to
help companies become more efficient, and more profitable. Services to small
and medium-sized manufacturers include the Productivity ARC service. This is a
multi-stage engagement with a company that helps them begin their
productivity journey, assess their weaknesses, identify opportunities, and
execute a strategy.
GO Productivity also offers a full suite of productivity-specific services, including:
▪
▪
▪
▪
▪
▪

v.

Leadership and management coaching and training
LEAN Six Sigma training and certification
Technology Integration Program
Innovating for Productivity Workshop
Value Stream Mapping Workshop
Supply Chain Collaboration Program

Okanagan Peer Mentoring Group
The Okanagan Peer Mentoring Group involves representatives from senior
management of Okanagan based companies. Its origins come from the
manufacturing sector and current membership represent mostly manufacturing
companies. This is peer group that meets on a monthly basis to discuss shared
issues and problems such as human resource management and operational
workflow.
The format is a half day per month meeting to discuss issues and learn from one
another. The group is also supported through on-going training events covering
topic areas such as:
▪
▪
▪
▪
▪
▪

Leadership
Lean/continuous improvement
Occupational safety and health
Human resource management & supervisory skills
Sales
Website marketing
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VI. Employer Interview and Survey Findings
The target group were manufacturers that employed a minimum of 5 employees. Using a
database of 64 manufacturing businesses located in the region, invitations were emailed
to business owners or senior management. This was followed by a telephone call to book
the one-on-one interview. If a company was unable to arrange a meeting they were
invited to complete the survey on-line. A total of 34 surveys were completed, of which 91
percent opted to participate in an on-site interview.
A.

Profile of Respondents
Respondents were well distributed across the target region with the exception of
Salmo as there are only a small number of manufacturers in that area that have a
minimum of 5 employees. Those companies that selected the region “Other” were
all businesses located between Nelson and Castlegar (Figure 2). As seen in Figure 3,
the majority of respondents employ between 5 and 15 employees. The number of
employees for the 34 companies that were surveyed totaled 1,026.

Figure 2: Business Location
Castlegar and Area
Kaslo, Meadow…
Kootenay Lake
Nelson and Area
Other
Salmo and Area
0% 10% 20% 30% 40% 50%
Figure 3: Number of Employees
1 to 4
5 to 15
16 to 25
26 to 50
51 or more
0%

10%

20%

30%
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The North American Industry Classification System (NAICS) was used to identify the
type of manufacturing within the region. As seen in Figure 4, there is a broad
diversity of manufacturing types, with the largest manufacturing sub-sector being
wood products at 27 percent. A large percent of businesses that chose “Other”
further enforces this diversity as they did not fit into the traditional NAICS
classifications. These companies were involved in the following types of
manufacturing:
▪
▪
▪
▪
▪
▪

Aerospace distribution and manufacturing
Prefabricated homes
Agriculture products
Candle manufacturing
Construction products
Electronic light components

Figure 4: Type of Manufacturing
30%
25%
20%
15%
10%
5%
0%

The majority of respondents reported that they have been in business for at least 11
years while over 50 percent have been in business 25 plus years (Figure 5).
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Figure 5: Number of Years of Operation

1 to 5 years
6 to 10 years
11 to 25 years
25+ years
0%

B.
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Employment Outlook
We wanted to profile how manufacturers manage their human resource needs.
Respondents were asked a series of questions related to current and future
workforce requirements. Furthermore, we wanted to gain a better understanding of
how manufacturers recruit and retain employees, and plan for succession. The
following provides a synopsis of those findings.

C.

Human Resources Strategies and Needs
When it comes to human resources management, the key decision maker is
predominately the business owner. Almost 60 percent of survey respondents
indicated that the owner is the key decision maker (Figure 6).

Figure 6: Individual Responsible for HR Management
Other
Human Resources Consultant
Operations Manager
Human Resources Manager
Owner
0%
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In terms of past and future employment growth, the responding manufacturers
indicated growth of their workforce over the past 3 years (Figure 7). There is a
strong expectation that their workforce will further grow over the coming 3 years
(Figure 8).
Figure 7: Employment Growth over Last 3 Years

Less employees than 3 years ago
About the same level as it was 3 years
ago
Higher than 3 years ago
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Figure 8: Expectation for Employment Growth over Next 3 Years
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Respondents were asked how they are addressing the issue of knowledge transfer of
their skilled workers that are retiring. A number of manufacturers were taking
proactive steps to address knowledge transfer through cross-training of positions,
skill development of younger employees, and documentation of job procedures.
However, a large number of respondents have no plan in place or are simply relying
on finding skilled applicants when there is a vacancy. Some of the answers tended to
vary depending on the sub-industry and if they needed to fill skilled trades positions.
For example, those manufacturers that relied on skilled trades tended to have
formal plans in place to deal with knowledge transfer.
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Table 1: Summary of Common Responses

No formal plan - don’t believe it is a big issue
Plan to hire new employees that are well trained and have necessary skills
Cross-training of employees with focus on training of younger employees
Self-administered in-house training from senior management to labourers
Documentation of job policies and procedures

Number of
Responses
5
6
7
5
4

A wide array of techniques for recruitment of new employees are utilized by
responding manufacturers. As demonstrated in Figure 9, there is not one overriding
method of recruitment, although there is a tendency to rely on personal networks
and referrals. In the comments section of the survey, a number of employers stated
that they receive a fair quantity of unsolicited resumes from qualified applicants.
Figure 9: Ranking of Recruitment Methods
Social media channels such as Facebook,…
Company website
Community employment centres
Traditional media (newspaper, radio, etc.)
Industry groups/trade organizations
Asking current staff
Informal networks
On-line job boards
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Very Effective
Somewhat Ineffective

Effective
Not Effective at all

Somewhat Effective
Not Used

Respondents indicated high retention rates for skilled employees while positions
that required less skills had lower, long-term retention rates (Figures 10 & 11).
There are a variety of factors affecting employee retention. Lacking the skills to
meet the position’s requirements is the most prevailing reason identified (Figure
12). Community factors also affect retention rates in this region, housing in
particular. An overriding comment from respondents regarding this question was
availability of housing for their workers. “Although we have been able to retain
employees, we are concerned about the lack of access to housing, especially rental”.
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Figure 10: Average Long-Term (>5 Years) Retention Rate of Higher Skilled Positions
90 to 100 percent
80 to 89 percent
70 to 79 percent
60 to 69 percent
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Figure 11: Average Long-Term (>5 Years) Retention Rate of Lower Skilled Positions
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Figure 12: How do the Following Factors Negatively Affect Respondents’ Employee Retention Rates
Lack of human resource capacity at the
management/leadership level
Lack of fit with the organization's work culture
Lack of opportunities for advancement
Community factors (affordable housing, public
amenities, etc.)
Lack of employee engagement in the workplace
Lack of job satisfaction (too repetitive, boring etc.)
Employee skills don't meet the needs for the
position

Not at all
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D.

Current Employment Challenges and Needs
Finding skilled employees is the primary human resource challenge identified by
respondents, and to a lesser extent, aging workforce, employee productivity, and
motivating employees present challenges (Figure 13). Over 68 percent of
respondents indicated that they are currently experiencing difficulty in filling certain
jobs. These range from supervisory positions to general labourers.

Figure 13: Greatest Human Resource Challenges for Respondents

Employee productivity
Employee engagement
Access to employee training
Motivating employees
Aging workforce
Finding skilled employees
0%
Always

Most of the time

20%

40%

Sometimes

60%
Never

80%

100%

Not Applicable

Respondents were asked to comment on what they believe are factors contributing
to why certain positions were not being filled. The predominant reasons cited were:
there is a general shortage of skilled workers, applicants lacking practical experience,
and difficultly attracting workers to the business. Table 2 provides a complete
summary of the percentage responses to each factor that was listed. In addition to
this list, there were 19 additional comments to this question. The two most
common comments were access to affordable housing and training of candidates
not being adequate for the position.

West Kootenay Manufacturing Study – August 2017

25

Table 2: Reasons for Unfilled Positions
There is a general shortage of skilled workers available
There are people with the available skills but it is hard to attract them to our operation
Candidates have basic skills but lack practical experience
There are few people being educated or trained in BC for these positions
The quality of training is not adequate
There is little-to-no effective relevant training available close to your operation
Cost of training less skilled employees within our operation is too high
Skill and experience of candidates do not transfer well to our type of operation
Other
Workers from outside BC have necessary skills but skills are not recognized

Percentage
52
46
46
36
27
21
21
9
9
6

Employers were presented with an open-ended question regarding the barriers that
exist in their recruitment and screening of new employees. Access to human
resource best practices, especially when it comes to screening of potential
applicants, was commonly identified. Barriers to housing, as well as spousal job
opportunities, were also frequently mentioned. The following is a summary of the
responses:
▪
▪
▪
▪

▪
▪
▪
▪
▪
E.

Access to housing for employee
Job opportunities for spouses
Support for recruitment and pre-screening of candidates
Access to human resource best practices:
o Recruitment
o Orientation
o Job descriptions
o Training
o Performance reviews
“Real time” assistance in finding employees
Better employee screening processes
Capacity to train new employees
Expectation from candidates to offer flexible work schedules
Attracting candidates to our region

Continuous Improvement of Strategies
As part of this study, an important piece of information we wanted to obtain from
manufacturers in the region was their use of operational excellence and/or
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continuous improvement strategies to better train their workforce for productivity
and competitiveness. Respondents were asked to comment on their knowledge
about concepts such as Lean, 5S, Six Sigma, and Value Stream Mapping. Less than
30 percent of all respondents have a strong understanding of these mainstream
manufacturing concepts. As illustrated in Figure 14, over 70 percent of respondents
have somewhat to no knowledge about them.
Figure 14: How Familiar are You with Operational Excellence Concepts?
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Figure 15 illustrates that there is moderate interest in learning more about
operational excellence and/or continuous improvement strategies. Given that these
approaches have proven to be very effective in improving manufacturing
productivity and competitiveness, one would think there would be greater interest
about this topic area. Based on interview feedback, this lack of inquisitiveness is
likely due to following factors:
▪

Management is too busy running their business to invest the time and energy
required

▪

A sense of scepticism that these concepts will provide a significant gain in
efficiency for their specific type of operation

▪

A belief that the business is running at maximum efficiency

▪

The company follows these principles intuitively, therefore no formal process
is required

▪

A perception that these concepts work well for larger companies but do not
translate well to smaller manufacturers
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Figure 15: Would You be Interested in Learning More About Operational Excellence Concepts?
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Workforce Force Training Needs of Local Manufacturers
Within the survey was a section that focused on determining current training needs
of the region’s manufacturers as well as their understanding of the availability and
quality of local training for the sector. The survey helped to identify the ways in
which training is delivered and asked respondents to gauge the effectiveness of this
training.
The majority of respondents indicated that on-the-job training is the most utilized
and preferred delivery method for employee training (Figure 16). The use of oneon-one training and on-going mentoring are the primary methods of delivering inhouse training. Respondents commented that the availability of relevant training, as
well as the higher cost, is why external training is not used as frequently. In terms of
on-line training’s low utilization, respondents indicated that it was difficult to find
relevant job-related training as well as the belief that on-line formats do not work
well for their type of industry. However, manufacturers that were focused in hightech identified on-line computer training as the preferred employee training
platform.
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Figure 16: How is Training Delivered in Your Company?
On-line computer training
External training (outside of company)
In-house training (workshop/training
room)
On-the-job (during work hours)
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120%
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The following two charts illustrate the key areas of employee training for
manufacturers (Figure 17) and their greatest training needs (Figure 18). Not
surprisingly, workplace safety was very important to the vast majority of
respondents, followed by job specific technical training. As noted earlier, the topic
of operational excellence again ranked low as a priority for employee training.
Figure 17: Important Employee Training
Knowledge about your overall business
Team building
Customer service
Harassment prevention/workplace respect
Operational Excellence
Communication skills
Leadership
Trades training
Job specific technical training
Workplace safety
0%
Very Important

Important
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Training that focuses on specific job-related training was identified by manufacturers
as their greatest training need. Companies that employed tradespersons indicated a
greater need for locally-offered trades training that went beyond basic foundational
training. Respondents indicated a need for local training that focuses on “soft skills”
such as communication, teambuilding, leadership, and customer service.
Figure 18: Greatest Training Needs
Company-specific technical training
Communication skills
Workplace safety
Knowledge about your overall business
Team building
Certification for a designation
Customer service
Operational Excellence
Trades training
Leadership
Harassment prevention/workplace respect
0%
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Respondents were asked to assess the effectiveness of their current training. For
the most part respondents perceived their current training methods as effective or
very effective (Figure 19).
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Figure 19: How Effective Are Your Current Training Methods?
Certification for a designation
Knowledge about your business
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Figure 20 illustrates the importance of cost, availability, time, turn-over risk, and
training relevance investing in offering employee training.
Figure 20: Barriers to Offering Employee Training
Accessing relevant job related training
Investment risk (time & money) vs…
Time away from work
Availability of local training
Cost
0%
Very Important
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In terms of access to training, over 40 percent of respondents indicated that they
were encountering difficultly in accessing employee training (Figure 21). The local
availability, as well as specific training needs, were the most common reasons stated
as to why training was not accessible.
Figure 21: Is Your Company Experiencing Difficulties Employing Training?
80%
60%
40%
20%
0%

Yes

No

Respondents were presented with an open-end question of what training resources
and supports are needed for their company. The need for both general and specific
locally offered training was the most common need identified along with funding for
support for training. The following is a summary of the responses:
▪
▪
▪
▪

▪
▪

Financial support for training
Co-op student placements from local college
Locally offered company specific training
Flexible and local offerings of short-term general training such as:
o Safety
o First-aid training
o Computer skills
o Leadership
o Equipment operator skills
o Sales
o Customer service
o Conflict resolution
o Human resource management training
o Essential skills
Local provision of night courses
Localized specific and trades related training that is currently not available
such as:
o Plumbing
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Brew master
o Motor winding
o Lumber grading
o Mechanics
o Millwright
o Auto-cad
o CNC operation
o Advanced textiles
o Lean leadership
o Advanced trades training (not just foundational)
Succession planning workshops
o

▪
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VII.

Manufacturers Focus Group Session
A group of local manufacturers participated in a focus group session that involved the
following steps:
▪
▪
▪
▪

Review of the study’s purpose
Presentation of the research findings from other jurisdictions
Results from the interview and survey process
Focus discussion

Once the participants had the opportunity to review and discuss the research and
survey findings they were presented with initial discussion questions:
▪
▪
▪
▪
▪

What training and human resource issues are you looking to move the dial on?
What can you do to have a better understanding training resources and tools that
are available?
How can we gather feedback on evaluating their effectiveness?
How do you engage with your employees to instill leadership?
In terms of advocating, what can the Chamber of Commerce be doing on your
behalf?

It should be noted that participants were keen to discuss what they felt were the
important issues. Therefore, we allowed them to set the flow of discussion.
Therefore, the aforementioned questions were not used as a strict format that had
to be followed.
A.

Summary of the Focus Group Discussion
▪

Further research should be completed on how career training is done in Europe,
especially in terms of trades training. We should investigate how countries such
as Germany and Sweden do career path choices within their education system.

▪

Investigate models for addressing employee housing. What are creative options
that could be applied to our region? Explore opportunities for public and private
sector partnerships. Advocate to the provincial, federal, and municipal
governments about the importance of this issue.

▪

There is the issue of commitment by employees to stay once we invest the time in
training and orienting them specifically to their job. The local workforce tends to
have a culture of getting some education and then going travelling rather than
pursuing a career path after education. What are European companies doing right
to instill a culture of belonging?
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▪

Manufacturers could be doing a better job in terms of demonstrating a clear career
path for advancement within a company. This could be done by offering better
leadership training within the company. By doing this we could possibly reduce
turnover rates for our younger workforce.

▪

Promoting the manufacturing sector within our region is something that could
really improve the image of our industry in terms of its economic impact to the
region as well as promoting career opportunities. Let’s start to tell our story in
terms of what we do and how we contribute to our local communities.
Furthermore, we could really demonstrate how diverse the manufacturing industry
is in the Kootenays. We can create a series of promotional videos, featuring local
manufacturers, that reveal that jobs in manufacturing are not stereotypically low
wage, redundant, and dirty. They could show how jobs in the industry are hightech and involve a lot of challenge and variety.

▪

Promote trades as a career option at a much earlier stage within the K – 12
education system. Utilize non-traditional media and host events in order to reach
out to the younger students.

▪

Manufacturers need to get behind Selkirk College to form partnerships with BCIT
in order to offer a broader variety of localized trades training. Industry could
provide early insight into trades training opportunities that could be delivered by
Selkirk.

▪

We need to do more industry led roundtable discussions. These should be
structured conversations that would focus on topic areas such as:
o
o
o
o

sharing of best practices
hosting of learning events that focus on human resources
providing case study examples such as high-performance workplaces
promoting the industry to our youth and the community in general
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VIII. Top Ten Findings
1. Over 50 percent of manufacturers in our region expect to see employment growth
over the next three years; finding skilled employees was identified as their primary
human resource challenge.
2. Local manufacturers are concerned about the lack of access to housing for workers
as it affects their ability to recruit and retain workers.
3. Manufacturers believe that access to human resources best practices, especially
when it comes to recruitment and screening of potential employees, would help
them improve their success with retaining new employees.
4. There are a variety of best practices from other jurisdictions that could be replicated
to better support the sector in terms of human resource management.
5. Less than 30 percent of manufacturers in the region have a good understanding of
mainstream operational excellence and continuous improvement concepts and
strategies.
6. Job specific training was identified by manufacturers as the greatest training need
and that their preferred method of delivering training was at the workplace.
Furthermore, companies expressed difficulties in accessing locally offered employee
training sessions.
7. Studies from across the globe, as well as the consultation with local manufactures,
support the notion that there is disconnect between the skills being taught in the
education system (K-12 and post-secondary) and the skills manufacturers require.
8. International research supports the idea that there is a negative perception of jobs
in the manufacturing sector - the stereotype is that manufacturing jobs are lowpaying, mundane, and lack opportunities for advancement.
9. Local manufacturers are keen to partner in promoting manufacturing as a career
opportunity for our youth as well as educating the community on the importance of
the sector in supporting our local economy.
10. Local manufacturers see great value in meeting with each other in order to learn
about different effective strategies in managing human capital.
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IX.

Recommendations
1. Improve Education and Training Opportunities for Local Manufacturers
There needs to be an effort at the local level to develop new ways of delivering
training that will meet the needs of local manufacturers. Public training institutions
and business support organizations should engage in a conversation with local
manufacturers as to how they could improve delivery of training services. Some of
the suggested actions that could be undertaken include:
▪
▪
▪
▪

Create industry driven training programs for both trades and non-trades.
Explore methods of delivery to meet current trades training demand by
exploring partnerships between Selkirk College and BCIT.
Investigate how to increase adoption of on-line training as an option for the
industry.
Research programs that help manufacturers develop in-house job
competency and certification for the future as illustrated below:

2. Create a Mechanism for Manufactures to Network
Manufacturers in the region expressed a strong interest in meeting in order to
discuss human resource issues, and training needs, as well as share industry related
best practices. A review of the findings from research, survey and focus group
sections of this report would provide a starting point for the conversation. Local
manufacturers networking could be achieved through the following:
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▪

Establishment of a group of representative manufacturers, “West Kootenay
Manufacturers Council”, could provide guidance and direction to the
network.
The two Chambers of Commerce could play an important role by
coordinating gatherings.
While employment and training needs would be the focus for the gatherings,
there would need to be some initial preparation in terms of designing a
structure and establishing a framework for goals and objectives of the
network.

▪
▪

3. Enhance the Profile of Manufacturing within the Region
Manufacturers in the region believe that in order to attract local talent to their
industry there needs to be a concerted effort to improve the perception of
manufacturing jobs. For example, there is an amazing amount of diversity in
manufacturing that occurs in the region, yet the general public lacks knowledge
about this fact. Therefore, to better promote careers in manufacturing the following
steps could be undertaken:
▪

Promotion of the sector through social media using videos and images of
local jobs in manufacturing.
Provision of interactive resources that would be available for manufacturers
to promote the sector within the school system.
Interaction with all levels of government to communicate the importance of
the sector to our region, especially in terms of local jobs.

▪
▪

4. Improve Communication of Existing Programs and Services
Manufacturers identified that it is difficult to keep abreast of government programs
and services that would support their human resource needs. Manufacturers were
very appreciative of the interview process that was undertaken through this
initiative as it allowed them to gain better understanding of some of the programs
and services that were available. Better communication about programs and
services could be achieved through some of the following activities:
▪
▪

▪

Create and maintain a database of key contacts for all manufacturers in the
region.
Have Kootenay Employment Services in collaboration with Chambers of
Commerce provide important program updates through direct email, text,
and telephone calls to manufacturers.
Conduct an annual visit to local manufacturers, by local service providers.
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▪

To draw attention to ongoing programs and services specifically to highlight
an existing program “The Program of the Month”.

5. Improving Productivity and Competitiveness
The region’s manufacturers have a relatively low adoption rate of mainstream
techniques for improving productivity and competitiveness. Steps should be taken
to better promote the value of these techniques and provide guidance as to how
companies could take first steps in effectively utilizing programs that focus on
improving operational efficiency. This could be achieved by:
▪
▪

▪

Hosting events for businesses to gain a better understanding of programs
associated with operational efficiency.
Provide an avenue for local manufacturers to engage with their peers who
have undertaken productivity improvement, to gain a better understanding
of how it can impact their business.
Improve the availability of productivity training programs.
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Appendix A: List of Survey Participants
Backroads Brewing Company
Boards by George
Cartolina
D Pace
Drop Manufacturing Drop Designs Drop Creative Drop Minerals Drop Marine Drop
Developments
Ernie’s Used Auto Parts
Freeride Entertainment
Georama Growers
Glo-Tech Innovations
Gold Island Forest Products
Hamill Creek Timber Homes
Harrop Proctor Forest Products
Heritage Roofing
Honey Candles
Kalesnikoff Lumber Company
Kootenay Innovative Wood Products
Lillie & Cohoe Designs
Mandala Custom Homes
Martech Electrical and Marwest Industries
Mountain Sky Soaps
Nelson Brewing Company
Oso Negro Coffee
Pacific Insight
PRT Nursery
Selkirk Paving
Selkirk Truss
Shasheen Welding and Machining
Spearhead Inc.
Torchlight Brewery
Tower Aerospace Inc.
Traditional Timber Framing Company
Van Hellemond Sporte
Venture Mechanical
Zap Welding
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Appendix B: Members of the Advisory Committee
Ken Kalesnikoff, Kalesnikoff Lumber Co.
Sharon Batcheller, Lillie & Cohoe Designs
Liz Cohoe, Lillie & Cohoe Designs
Doug Mann, Pacific Insight Electronics Corporation
Randy Richmond, Spearhead Inc.
Tom Thomson, Nelson and District Chamber of Commerce
Tammy Vergin-Burk, Castlegar and District Chamber of Commerce
Jocelyn Carver, Kootenay Career Development Society
Bob Wright, Kootenay Career Development Society
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Appendix C: Survey
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1. Background Information

* 1. What is your business name?

* 2. Where is your business located?

* 3. How many employees currently work for your company?
1 to 4
5 to 15
16 to 25
26 to 50
51 or more

* 4. What best describes your company's type of manufacturing (choose one)?
Beverage
Chemical
Clothing
Computer & Electronic Product
Electrical Equipment, Appliance and Component
Fabricated Metal Product
Food
Furniture and Related Product
Machinery
Miscellaneous
Non-metallic Mineral Product
Plastics and Rubber Products
Transportation Equipment
Wood Products
Other

* 5. How many years has your business operated in the West Kootenays?
1 to 5 years
6 to 10 years
11 to 25 years
25+ years

* 6. Who is responsible for human resources?
Owner
Human Resources Manager
Operations Manager
Human Resources Consultant
Other

* 7. What has been your employment growth over the last three years?
Less employees than 3 years ago
About the same level as it was 3 years ago
Higher than 3 years ago

* 8. What is your expectation for employment growth over the next three years?
Less employees than current
Same level as it is today
Higher in 3 years

* 9. What percentage of your workforce will retire within the next 5 years?
Less than 5 percent
5 to 9 percent
10 to 14 percent
15 to 19 percent
20 to 25 percent
Greater than 25 percent

10. How are you addressing the issue of knowledge transfer of your skilled workers that are retiring?

* 11. Rank your success in attracting successful candidates using the following methods of recruitment?
Very Effective

Effective

Somewhat
Effective

Somewhat
Ineffective

Not Effective at
all

Not Used

On-line job boards
Informal networks
Asking current staff
Industry groups/trade
organizations
Traditional media
(newspaper, radio, etc.)
Community employment
centres
Company website
Social media channels
such as Facebook,
Twitter, Linkedin
Comments:

* 12. What would be your average long-term (greater than 5 years) retention rate for lower skilled positions?
90 to 100 percent
80 to 89 percent
70 to 79 percent
60 to 69 percent
Less than 60 percent

* 13. What would be your average long-term (greater than 5 years) retention rate for highly skilled positions?
90 to 100 percent
80 to 89 percent
70 to 79 percent
60 to 69 percent
Less than 60 percent

* 14. How do the following factors negatively affect employee retention rates in your company?
Not at all

Sometimes

Most of the time

Employee skills don't
meet the needs for the
position
Lack of job satisfaction
(too repetitive, boring
etc.)
Lack of employee
engagement in the
workplace
Community factors
(affordable housing,
public amenities, etc.)
Lack of opportunities for
advancement
Lack of fit with the
organization's work
culture
Lack of human resource
capacity at the
management/leadership
level
Comments:

15. What are effective methods you use to retain employees?
Profit sharing
Employee benefits
Performance bonus
Access to housing
Retirement savings plan
Clear career path for advancement
On-going training and education opportunities
Team building events
Culture of engagement and belonging
Flexible work schedule
Other

* 16. Are you familiar with Operational Excellence concepts such as Lean, 5S, Six Sigma, Value Stream
Mapping?
Very Familiar
Somewhat Familiar
Unfamiliar

* 17. Would you be interested in learning more about Operational Excellence concepts such as Lean, 5S,
Six Sigma, Value Stream Mapping?
Very Interested
Somewhat Interested
Not Interested
These concepts don't apply to my type of business
Comments:

* 18. In your company how important are the following for employee training?
Very Important
Workplace safety
Job specific technical
training
Trades training
Leadership
Communication skills
Operational Excellence
(Lean, 5S, Six Sigma,
etc.)
Harassment
prevention/respect at the
workplace
Customer service
Team building
Knowledge about your
overall business
Other

Important

Neutral

Unimportant

Not Applicable

19. What are your greatest employee training needs?
Workplace safety
Company-specific technical training
Trades training
Leadership
Operational Excellence (Lean, 5S, Six Sigma, etc.)
Communication skills
Harassment prevention/respect at the workplace
Customer service
Team building
Knowledge about your overall business
Certification for a designation
Other

* 20. How effective is your current training?
Very Effective
Workplace safety
Company-specific
technical training
Trades training
Leadership
Operational Excellence
& continuous
improvement (Lean, 5S,
Six Sigma, etc.)
Communication skills
Harassment
prevention/respect at the
workplace
Customer service
Team building
Knowledge about your
business
Certification for a
designation
Comments:

Effective

Neither Effective
nor Ineffective

Somewhat
Ineffective

Not Effective at
all

Not Applicable
or not Offered

* 21. How is training delivered in your company?
Always

Most of the time

Sometimes

Never

On-the-job (during work
hours)
In-house training
(workshop/training
room)
External
training (outside of
company)
On-line computer
training
Other:

* 22. What are your greatest human resource challenges?
Always

Most of the time

Sometimes

Finding skilled
employees
Aging workforce
Motivating employees
Access to employee
training
Employee engagement
Employee productivity
Other challenges or comments:

23. Is your company experiencing difficulty filling certain positions?
Yes
No
If answered "Yes" which positions?:

Never

Not Applicable

24. Factors contributing to not finding workers for certain positions?
There are few people being educated or trained in BC for these positions
There is a general shortage of skilled workers available
Workers from outside BC have the necessary skills but have difficultly getting those skills recognized
The quality of training is not adequate
There are people with the available skills but it is hard to attract them to your operation
There is little-to-no effective relevant training available close to your operation
Candidates have the basic skills but lack practical experience
Skills and experience of candidates do not transfer well to your type of operation
Cost of training less skilled employees within your operation is too high
Other
Comments:

* 25. What are important barriers to offering employee training?
Very Important

Important

Neutral

Cost
Availability of local
training
Time away from work
Investment risk (time &
money) vs employee
turn-over
Accessing relevant job
related training
Other barriers (please specify):

26. What barriers exist for you in the recruitment and screening of new employees?

Unimportant

* 27. Are you familiar with the following local employment recruitment resources?
Familiar

Unfamiliar

Imagine Kootenay
Targeted Wage Subsidy
Program
Kootenay Career
Development Job Board
(Kootenay Jobs)
Canada Job Grant
Job Creation Projects (JCP)
Project Based Labour Market
Training
Canada Summer Jobs
If you would like further information regarding any of these programs please specify:

* 28. Is your company experiencing difficulties accessing employing training?
Yes
No
If answered "Yes" please specify

29. What training resources and supports are needed by your company?

30. How could local business service providers (Chambers of Commerce, Employment Service Providers,
etc.) help facilitate access to employee training?

31. Are there other ways in which service providers (Chamber of Commerce, Employment Service
Providers, etc.) can help to facilitate access to workers?

32. Please provide any additional comments you may have regarding actions that can address challenges
you face in accessing workers and/or training needs.

33. Would you be willing to participate in workforce initiatives such as:
Act as a mentor
Be a guest speaker at a school or college
Host a student (practicum, work experience, job shadowing, co-op placement, apprentice)
Judge student competition
Participate in a follow-up interview or focus group
Join an advisory group
Join a college research advisory group
Not available to participate in any of the above
Other, please specify

34. Would you be interested in supporting hands-on learning events (school and college) which involve
your industry in any of the following ways?
Donate use of worksite
Provide an employee mentor
Provide equipment
Provide financial support (food, material, prizes)
Unable to assist at this time
Other, please specify

35. Other Comments:

