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Executive Summary 
 
Introduction and Purpose 

On August 4, 2010, the Campbell River and District Chamber of Commerce (CRDCC) announced 
the launch of the Workforce Development Within a Rural Transitioning Economy project, an 
initiative that also encompassed other community priorities such as business retention and 
economic development. This ten-month initiative entailed research project developed through 
CRDCC’s leadership in capacity-building for the future and in partnership with North Island 
Employment (NIEFS). The leadership of these two organizations and the strategic direction 
provided by them was invaluable to the realization of the project’s goals and objectives to address 
coordinated workforce development in the Campbell River area.   
 
The impetus for this project was that the CRDCC determined through research and consultation 
with key stakeholders, a critical need for accurate, current and evidence-based information at a 
local level. Such information is critical to more accurately describe the local human resource 
needs of employers as reflected in the changing business, economic and demographic shifts in 
Campbell River and the broader Island region.  
 
The CRDCC has led the project to develop and manage a comprehensive business intelligence 
and local labour market database through a demand-side focus that is intended to: 
 

• Describe the employer base of the Campbell River area and occupations that are in 
demand, transition, or decline and the needed skills and training for these occupations as a 
vital component of creating a business-enabling environment.  

• Develop strategies based on research and consultations with key stakeholders in order to 
address the imbalance between the skills, abilities, and development potential of the 
available local labour force supply and demands of local existing businesses and emerging 
industry sectors. 

 
In order to achieve its purpose, the project consultant, Human Capital Strategies (HCS) has 
undertaken research and analysis in Campbell River and the surrounding area to identify: 
 

1. Existing, declining and emerging industries and occupations; 
2. Skill development needs of the local labour force relevant to current and future labour 

market demands; 
3. Human resource (HR) skill development needs of the employer community to ensure the 

attraction   and retention of a qualified workforce; 
4. Needed training and skill development supply systems to support employer and employee 

human resource development planning and implementation. 
 

Background and Context 

The Campbell River area has many natural attributes in terms of geography and location, natural 
resources; and historically a very strong and rewarding natural resource harvest base that drove 
employment and the economy. Although there have been ups and downs typical of natural 
resource cycles, the community has prospered until recently as “The Salmon Capital of the 
World”, with strong recreational and commercial fishing industries, and the forestry sector – 
including logging and wood and pulp and paper manufacturing – being the main contributors to 
the economy. In addition, nearby mining operations have also been strong economic contributors. 
A vibrant and growing tourism industry was developed, primarily based on summer pursuits such 
as sport fishing and bear and whale watching, but supplemented by the strong growth of winter 
activities centered on Mount Washington. More recently there have been emerging industries in 
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power generation (wind, solar, run of river), the creative industry and cultural sector, and new 
technology applications that are diversifying the area economy. 
The economic and labour market foundation of the Campbell River area has remained stable for 
over 60 years. Therefore, the demand for labour has remained relatively unchanged in terms of 
the types of occupations required to support these predictable industries, not withstanding 
technological advances in some cases and quantitative changes over time. As a result, there are 
well-developed labour supply systems driven by industry and individual employer-based training 
programs that have often extended within families for several generations, and these have 
produced a certain equilibrium, affluence, and confidence that this stable cycle would continue 
indefinitely. Added to this solid base is the presence of strong and entrepreneurial First Nations 
very active in commercial fishing, forestry, real estate development and collaborative business 
ventures.   
 
The Campbell River area is in transition from sole dependence on the traditional resource based 
economy to broadening its economic base to support and grow emerging opportunity business 
sectors. In support of the transition, the labour market analysis, employer survey and other 
primary research and consultations of this project will delineate industry and employer human 
resource needs and necessary local labour supply, as well as the education and training facilities 
and services and programs required to support and sustain economic growth. 
 
Project Framework and Methodology 

Over the last almost ten months, this initiative project has been supported by a comprehensive 
infrastructure of support and participation by local individuals and organizations. 
 
Overall accountability for the project was fulfilled by Colleen Evans, Project Manager, and the 
CRDCC Board of Directors. The day-to-day leadership of the project was led by the Project 
Management Committee and a Project Steering Committee, which were advised by an Employer 
Advisory Committee. The latter advised the Management Committee, Steering Committee and 
Project Consultant Team. 
 
There were three main parts of the research in this project: 
 

1. Secondary Research – The review and synthesis of several reports and data sources 
regarding Campbell River and the broader region, and its economy, labour market, 
workforce and key industry sectors. 

2. Employer Survey – A survey of all types of Campbell River employers on business, 
economic, competitiveness, and (mostly) workforce issues and needs. 

3. Other Primary Research – Focus group sessions and key informant interviews with 
several key industry representatives in Campbell River. 

 
 
STRENGTHS 
• Climate, Accessibility, Affordability, 

Recreation 
• Forestry: HQs for 5 TSAs, 4 major 

companies, wide range of forest & logging 
contractors, consultants & suppliers  

• Ocean Sector: fin/shellfish aquaculture, 
commercial/sport fishing, marine industries 

• Power Production: ocean/tidal/wind/run of 
river 

• Culture: arts, film, new media, tourism 
attraction 

• Population: steady growth, First Nations, 
skilled workforce 

 
WEAKNESSES 
• Aging Population and Workforce 
• Skilled Workers: in demand elsewhere 
• Aboriginal unemployment: above 30% over 

past 10 years 
• Youth Out-Migration: education, training, 

careers – 70-90% plan on leaving 
• K-12 Drop-Out Rate: 33% 
• Marketing Strategy: lack of 

immigrant/migrant recruitment plan 
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Primary Research 
 
This section consists of a summary of the methodology and results of the employer online survey 
and of the other primary research, specifically, focus groups and interviews conducted after the 
survey. 
 
Employer Online Survey 
The purpose of the survey was to create, implement and sustain an online survey and database 
to describe the employer base, occupations and sectors of Campbell River which are in growing, 
in transition or decline and the necessary skills, training and human resource strategies. 
 
The survey was completed by 251 individuals/organizations. Many of the “drop outs” (after 
starting) completed a substantial number of questions, and therefore the number of respondents 
exceeded 300 in the case of many questions. This employer survey is the largest of its kind – the 
largest single community-based workforce survey on Vancouver Island, if not in BC.  
 
The full survey results and analysis is in Appendix A of this report. Several important response 
trends were identified within the following topics: 
 

• Employer Profile 
• Workforce 
• Business Competitiveness 
• Workforce Attraction and Recruitment 
• Education and Training 
• Retention 
• Information and Planning 

 
The employer survey and companion database are major legacies and deliverables of this project 
that will provide a strong foundation on which the CRDCC and community partners and the 
employer population will be able to draw from and on build on to produce many decision-making 
tools and intelligence. Recommendations of the use of this database will be provided in the final 
section of this report. 
 
Other Primary Research 
The original work plan of the Workforce Development within a Rural Transitioning Economy 
project contemplated the employer survey as the main primary research vehicle. However, it was 
understood that some limited and focused amount of additional primary research would be useful 

 
OPPORTUNITIES 
• Power Production: John Hart Generating 

Station, Canoe Pass, Upper Toba, Platonic 
Power, Cogeneration 

• Natural Resources: Forestry growth, value-
added wood products mining, aquaculture, 
fishing & support industries 

• Tourism & Recreation: Mount Washington, 
Oak Bay Marine Group, adventure/eco 
tourism 

• Cultural Sector: film development, new 
media/creative industries 

• Construction: Hospital, Airport Expansion 
and other construction projects  

 

 
THREATS 
• Skilled Workforce: retention, retraining, 

reemployment 
• Demographics of an aging, potentially 

declining workforce 
• Competition for skilled workers and 

potential out-migration 
• Lack of educational and workforce 

development opportunities for local young 
entrants; 

• High Unemployment and low labour force 
participation rates for local First Nations 

• Upgrading and re-employment of laid-off 
resource industry workers 

• Meeting the skills gap and recruitment 
requirements of local employers 
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for probing deeper into issues identified in the survey and to add value to the final project 
deliverable. Therefore, focus group meetings and key informant interviews have now taken place 
involving the following sectors and 50 individuals. 
 
Focus Groups 

1. Aquaculture;  
2. Forestry Sector; and, 
3. A group of large projects contemplated for the Campbell River area. 

 
Key Information Interviews 

1. Economic Development (Rivercorp and Community Futures); 
2. Large retail business representatives; 
3. Small retail representatives; 
4. Tourism industry representatives; 
5. Arts Sector representatives. 

 
The focus groups and interviews with representatives of key Campbell River industry sectors 
were important for both validating some of the survey findings and uncovering new insights on 
employer and workforce needs and potential strategies. 
 
Findings and Conclusions 
 
Based on the secondary and primary research in this initiative, the report identifies a number of 
key findings/conclusions regarding strategically important industries in Campbell River: 
 

• Forestry and Mining 
• Aquaculture 
• Tourism and Hospitality 
• Clean Energy and Major Project Development 
• Health and Public Services 
• Construction  
• Educational and Cultural Sectors 

 
As well as identifying other economic and workforce issues, this section of the report summarizes 
several potential workforce development strategies that emerged from the research: 
 

• Employers need to take a vested interest in training institutions and training institutions 
must do a better job in connecting with employers and addressing their needs. 

• Support for school to work transition is fundamental to retaining youth in Campbell River 
as funding changes to school districts have caused significant reductions to career 
development and work experience placements.  These supports must be rebuilt. 

• The benefits to smaller employers of supporting co-ops, work placements, 
apprenticeships and internships must be promoted.  The use of newspaper articles, 
news releases is an important tool in raising awareness and engendering support. 

• On a community level, there is a need to link and promote economic development, 
market opportunities, business retention and workforce development. 

• The employer survey has produced a comprehensive community business database, 
and it needs to be updated on an annual basis and be used as a measuring tool for 
assessing business and economic transition. 

• The Workforce Development Community Accord is a recognized and supported model 
for aligning strategies that link business, economic and workforce development. 

• Leading employers from key sectors must continue to be involved in implementation of 
workforce development strategies in partnership with business development, 
employment, training, First Nations, and community organizations.  The Future of 
Forestry Taskforce is a good model of this involvement. 
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• An ongoing needs assessment plan should be put in place to ensure that ongoing 
business and workforce development activities continue to address the immediate skills 
requirements of employers.  

• A community labour market information system to support community capacity building 
needs to be implemented based on the current database.  This would include: 

o Accurate descriptions of the local community and business structure; 
o Ongoing collection and sharing of data from future surveys; 
o Detailed analysis linking local labour market information, employer demand 

requirements and labour supply availability. 
• To ensure the continued commitment from all stakeholders, the Implementation 

Committee for Workforce Development should be expanded to include more employer 
participation and remain as the key driver of the Coordinated Workforce Development 
initiative. 

• The CRDCC is the logical body to ensure overall coordination and linkage between 
businesses and education, employment and community agencies as economic and 
workforce development and business retention strategies are implemented. 

• The CRDCC is the logical body to manage the business database, business retention 
and survey tool. 

• NIEFS is a recognized leader in linking job seekers with skill development that meets 
employers’ human resource needs.  With the creation of the new BC employment 
program and “one stop employment centres” NIEFS should take the lead in integrating 
programs and employment services to meet local labour market priorities. NIEFS has 
been leading the development of Coordinated approaches to workforce development in 
Campbell River and the community linkages that will support it.  

• The CRDCC, Rivercorp and NIEFS should discuss resource requirements for ongoing 
maintenance of the database critical to their respective mandates of business 
development and retention, economic development and workforce development 
respectively. 

 
Moving Forward: A Framework for Action 
 
This Project has served to provide many informational pieces including: 
 

• Historical context of the community/city of Campbell River in terms of its economy and 
economic history; 

• A thorough collection of secondary research that informs about all aspects of the 
economic fabric of Campbell River, especially with respect to past, present and 
opportunities; 

• Development of a centralized employer data base that incorporates the content of 
databases maintained by the City, Rivercorp, the CRDCC and others; 

• The results of a comprehensive employer survey that provides an extensive workforce 
development data base that is both current and specific to Campbell River, the only one 
that exists; and, 

• The results of the collective comments and observations emanating out of a series of 
focus meetings and key informant interviews. 

 
A number of opportunities for action are identified in this final section of the report under the 
following themes:  
 

• The sustainable database and survey process 
• Linking to The Workforce Development Community Accord 
• The Primary Collaborative Model – “A Three-Cornered Compact” 
• School to work transition programs 
• General focus on training and education 
• Service providers working together 
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• Large Project Preparation 
• Forestry 
• Industry to industry collaboration/mentoring with small business 
• Culture, the Arts, and downtown “vitalization” 
• Linking to Resources outside of Campbell River  
• Employers must drive the bus  

 
In conclusion… 
 
The importance of recognizing that the key asset of a database that community partners will have 
available to them for key indicators and trends at a local level cannot be underestimated. 
Information gathering at a local level through a survey tool to accurately describe the Campbell 
River community on an annual basis is key to supporting on-going workforce development and 
business retention efforts. The emphasis on collaboration and building alliances to support 
workforce, business and economic development through multiple lenses (i.e. strategic planning 
and priority-setting, coordinated workforce development, coordinated business development, 
coordinated economic development, coordinated welcoming communities, etc.) will be critical to 
the future of Campbell River. 
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1. Introduction and Purpose 
 
On August 4, 2010, the Campbell River and District Chamber of Commerce (CRDCC) 
announced the launch of the Workforce Development Within a Rural Transitioning Economy 
project, an initiative that also encompassed other community priorities such as business 
retention and economic development. This ten-month initiative entailed research project 
developed through CRDCC’s leadership in capacity-building for the future and in partnership 
with North Island Employment (NIEFS). The leadership of these two organizations and the 
strategic direction provided by them was invaluable to the realization of the project’s goals and 
objectives to address coordinated workforce development in the Campbell River area.   
 
Funding for this initiative was made possible through the support of a Labour Market 
Partnership agreement with the Employment and Labour Market Services Division of the 
Ministry of Social Development. This report has been prepared by Human Capital Strategies 
(HCS) – an independent consulting company selected through a competitive process – on 
behalf of the CRDCC and NIEFS. 
 
This initiative was designed to conduct research to describe the existing, declining and 
emerging industries and employer base of Campbell River community and those occupations 
that are in demand, transition, or decline. Further, the intent was to identify the needed skills 
and training for these occupations as a vital component to creating a business-enabling 
environment in Campbell River and surrounding area. As this information has not been collected 
previously and made available to community stakeholders, its real value will be in its application 
to address community and business needs on an on-going basis. 
 
The impetus for this project was that the CRDCC determined through research and consultation 
with key stakeholders, a critical need for accurate, current and evidence-based information at a 
local level. Such information is critical to more accurately describe the local human resource 
needs of employers as reflected in the changing business, economic and demographic shifts in 
Campbell River and the broader Island region.  
 
The value proposition of the information resulting from this project is that it will assist employers 
with their human resource planning, assist job seekers with their employment, skill development 
and career decision-making, and assist with the retention of existing businesses and industries 
as well as the attraction of emerging industry sector businesses.   
 
It was intended that the tools, database, analyses and data from this project would enable the 
on-going collection, analysis and distribution of demand-side business, competitiveness and 
labour market information, generating capacity for further local research, priority-setting and 
implementation. Such information, managed within the community, is a foundation for moving 
forward and supporting a business-enabling environment, and the need for ongoing funding to 
sustain the initiative – managing the database and continuing the employer survey – is an 
essential requirement for taking advantage of its positive effects. 
 
A critical success factor defined early on in the project was the necessary high levels of 
business, industry and employer engagement throughout the project process, including a major 
survey of all employers in Campbell River, which was a critical primary research tool. At the 
outset, there were multiple decentralized databases that could be referenced but not one key 
database that included employer/business demand information aligned with North American 
Industrial Classification System (NAICS) codes to facilitate workforce development planning.  In 
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addition, the findings from the CRDCC project will be linked to the broader development of a 
“Coordinated Workforce Development Strategy” in Campbell River that is being led by NIEFS. 
The CRDCC has lead the project to develop and manage a comprehensive business 
intelligence and local labour market database through a demand-side focus that is intended to: 
 

• Describe the employer base of the Campbell River area and occupations that are in 
demand, transition, or decline and the needed skills and training for these occupations as 
a vital component of creating a business-enabling environment.  

• Develop strategies based on research and consultations with key stakeholders in order to 
address the imbalance between the skills, abilities, and development potential of the 
available local labour force supply and demands of local existing businesses and 
emerging industry sectors. 

 
In order to achieve its purpose, the project consultant, Human Capital Strategies (HCS) has 
undertaken research and analysis in Campbell River and the surrounding area to identify: 
 

5. Existing, declining and emerging industries and occupations; 

6. Skill development needs of the local labour force relevant to current and future   labour 
market demands; 

7. Human resource (HR) skill development needs of the employer community to ensure the 
attraction   and retention of a qualified workforce; 

8. Needed training and skill development supply systems to support employer and employee 
human resource development planning and implementation. 

 
The overall intent of this project is to assist local businesses and community leaders in their 
approach to workforce development in the Campbell River area as it undergoes transition within 
the community’s traditional industrial base and economy.  
 
The most important components of this labour market research are a survey of Campbell River 
area employers and follow-up primary research and consultations to determine current human 
resource gaps and to identify approaches and support systems for meeting projected skills and 
labour force needs over the next several years. 
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2. Background and Context 
 
The Campbell River area has many natural attributes in terms of geography and location, 
natural resources; and historically a very strong and rewarding natural resource harvest base 
that drove employment and the economy.  Although there have been ups and downs typical of 
natural resource cycles, the community has prospered until recently as “The Salmon Capital of 
the World”, with strong recreational and commercial fishing industries, and the forestry sector – 
including logging and wood and pulp and paper manufacturing – being the main contributors to 
the economy. In addition, nearby mining operations have also been strong economic 
contributors. A vibrant and growing tourism industry was developed, primarily based on summer 
pursuits such as sport fishing and bear and whale watching, but supplemented by the strong 
growth of winter activities centered on Mount Washington. More recently there have been 
emerging industries in power generation (wind, solar, run of river), the creative industry and 
cultural sector, and new technology applications that are diversifying the area economy. 
 
The economic and labour market foundation of the Campbell River area has remained stable for 
over 60 years. Therefore, the demand for labour has remained relatively unchanged in terms of 
the types of occupations required to support these predictable industries, not withstanding 
technological advances in some cases and quantitative changes over time. As a result, there 
are well-developed labour supply systems driven by industry and individual employer-based 
training programs that have often extended within families for several generations, and these 
have produced a certain equilibrium, affluence, and confidence that this stable cycle would 
continue indefinitely. Added to this solid base is the presence of strong and entrepreneurial First 
Nations very active in commercial fishing, forestry, real estate development and collaborative 
business ventures.   
 
The table below demonstrates the Campbell River area’s dependency on resource-based jobs 
in 2006. 
 

Communities Total Jobs by Place of 
Work 

Resource-based 
Jobs 

Percentage 
Share 

Campbell River, Quadra 
Island, Cortes Island, 
Esperanza, Bloedel, 
Muchalat, Little Espinoza 

2,305 820 35.9 

Source: Statistics Canada, 2006 Census. 
 
This percentage share contrasts with the percentages for Vancouver Island as a whole (23 
percent) and the Lower Mainland/Southwest (21 percent).  
 
Another look at resource dependency is captured in the table below from BC Stats. It is an 
analysis of forest industry impacts on local areas from the 2006 Census.  The table shows forest 
vulnerability for Vancouver Island/Coast communities. The indices of vulnerability have ranked 
Campbell River third behind only Port Hardy, Lake Cowichan and Powell River. 
 

Forest Vulnerability for Vancouver Island/Coast Communities 
Gulf Islands - 2 Victoria - 0 Sooke-Port Renfrew - 4 Duncan - 20 
Lake Cowichan - 35 Ladysmith - 20 Nanaimo -11 Parksville-Qualicum - 7 
Alberni - 29 Courtenay-Comox - 13 Campbell River - 31 Bute Inlet - 5 
Powell River - 32 Alert Bay -19 Port Hardy - 51 Central Coast - 7 
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Source:  BC Local Area Economic Dependencies 2006, BC Stats, March 2009. 
 
The traditional patterns of labour market development, however, have changed significantly 
over the past five years. The largest impact was created by the closure of the Elk Falls Mill.  In 
2008, the sawmill that was once attached to the pulp and paper mill closed. In November 2008, 
the pulp mill was permanently closed. The paper mill was shut down a piece at a time beginning 
in 2007, with a final machines’ shut down in 2009.  The final and permanent shutdown of the 
paper mill operation occurred on September 10, 2010. 
 
As this major downturn unfolded in the forestry sector, other resource industries have been in 
well-publicized decline as well, including the commercial and recreational saltwater fisheries and 
related tourism and mining to some extent. The listing below from the report Transitioning 
Forest Sector published by NIEFS in February 2011 graphically portrays the series of major 
closures and workforce reductions impacting Campbell River over the past three years (Forestry 
in Transition, NIEFS, p.5): 
 

• February 2008 – TimberWest announces closure of sawmill - 257 people lose their jobs 
permanently; 

• March 2008 – Breakwater Resources announces restructuring of Myra Falls mine – 
reduction in workforce of 187; 

• July 2008 – Catalyst announces permanent closure of sawdust pulp and containerboard 
operation effective Nov 20, 2008 – 440 workers laid off; 

• October 2008 – Breakwater Resources announce temporary lay off at Myra Falls until 
metal prices recover – 240 positions affected; 

• February 2009 – Catalyst announces indefinite closure of Elk Falls mill – 

• 350 additional Catalyst employees laid off; 

• July 2010 – Catalyst announces permanent closure of Elk Falls Mill, and lays off the final 
100 employees after earlier severance package payouts. 

 
Over the recent past many laid-off local workers have been “commuting” to other locations 
where their skill sets can still be put to good use in order to support families. As a result many of 
these workers and their families are finding this lifestyle difficult to maintain and are choosing to 
move to where the work is located.  As other resource-based sectors, such as energy, 
aquaculture, eco-tourism, develop major projects and alternate job opportunities within the local 
area may offset the need to move to other work locations.  
 
Aside from the recent local economic shocks, there are general trends that exacerbate the 
impacts on the Campbell River labour market creating more challenges and opportunities. 
These include increasing urbanization and movement to larger cities, particularly among young 
people; an aging workforce with pending baby boomer retirements declining population as a 
result of lower birthrates; and increased competition for skilled workers in every occupation 
across industries.  
 
Notwithstanding the challenges to the Campbell River economy, there are excellent 
opportunities that have emerged or are emerging, including a dynamic fin and shell fish farming 
and processing industry; a recreational fishery which is rebounding to some extent; airport 
expansion related to niche aeronautical developments; green energy projects underway and 
projected; growing eco-tourism and creative cultural industries; community infrastructure 
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improvements; regional retail development; retirement in-migration; and the development of new 
medical and assisted living facilities.  As well, major projects construction for BC Hydro, the 
hospital and First Nations tidal energy are in the planning stages or about to get underway. 
 
In addition, when considering economic and labour force growth, the impact of the cultural 
sector that has grown by over 14 percent across Canada in the last decade should not be 
overlooked.  In its report, Cultural HR Study 2010, the Conference Board of Canada divides the 
sector into seven domains (p. 15): 
 

• Visual arts and crafts — includes the establishments and independent artists involved in 
the practice of visual arts, fine crafts, or media arts. 

• Live performing arts — includes the establishments and independent artists involved in 
live entertainment shows in a variety of disciplines. 

• Heritage — includes the establishments and individuals involved in museums, libraries, 
archives, and built heritage. 

• Books and Periodicals — includes the establishments, writers and independent artists 
involved in the creative chain for the production of books, newspapers, magazines, and 
other periodicals. 

• Music — includes the establishments and independent artists in the creative chain for 
sound recording. 

• Film, Radio, TV and Broadcasting — includes the establishments and individuals 
involved in the creative chains for film, radio, television, and broadcasting. 

• Interactive Digital Media — includes establishments and individuals involved in the 
creation, production, and delivery of an interactive informing, educating, or entertaining 
experience. 

 
Clearly, all of these cultural areas have a presence and increasing impact in Campbell River, 
including cultural tourism and place-based marketing, but in particular, the potential for 
development and growth of Interactive Digital Media operations should be a priority for small 
enterprise development.  
 
These various opportunities and trends do not preclude the continuation of a strong resource 
based economy that includes mining, forestry, and fishing. Indeed the mill with its associated 
state of the art cogeneration facility may be reborn into a new role making use of the significant 
assets available after the close of paper making at Elk Falls.  
 
The Campbell River area is in transition from sole dependence on the traditional 
resource based economy to broadening its economic base to support and grow 
emerging opportunity business sectors. In support of the transition, the labour market 
analysis, employer survey and other primary research and consultations of this project will 
delineate industry and employer human resource needs and necessary local labour supply, as 
well as the education and training facilities and services and programs required to support and 
sustain economic growth. 
 
The resulting consultations, secondary and primary research, and strategy development 
undertaken through the Workforce Development within a Rural Transitioning Economy Project 
will be a critical piece and building block that will complement the Community Accord in Support 
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of Workforce Development and the attendant development of the Coordinated Workforce 
Development Strategy for the Campbell River area. 
 
Campbell River is realigning itself to revitalize and prosper in a newer, broader economy, and 
this labour market analysis and employer feedback and direction will lay the foundation for 
positive change generated and led locally.  
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3. Project Framework and Methodology 
 
Over the last almost ten months, this initiative project has been supported by a comprehensive 
infrastructure of support and participation by local individuals and organizations. 
 
Overall accountability for the project was fulfilled by Colleen Evans, whom was the overall 
Project Manager, and accountable to the Ministry of Social Development (funder of the project), 
and to the CRDCC Board in her Executive Director role. The day-to-day leadership of the 
project was led by the Project Management Committee (Colleen and Doug Preston, Executive 
Director, NIEFS), and a Project Steering Committee, which were advised by an Employer 
Advisory Committee. The latter advised the Management Committee, Steering Committee and 
Project Consultant Team. 
 

 
  
The following groups and individuals are the key parts of the project structure. 
 
CRDCC Board of Directors 
 

• Gary Thulin (President), Pioneer Home Hardware 
• Tom Conlon (Vice President), Marine Harvest Canada 
• Colin Buss (2nd Vice President), Sonora Forestry Inc. 
• Cathy Voth (Secretary/Treasurer), Meyers Norris Penny LLP 
• Andy Leitch (Past President), Canaccord Capital Corp. 
• Mike Boulet, Shook Wickham Bishop Field  
• Matt Bruining, Royal Bank 
• Warren Cook, London Drugs 
• Ed Falstrem, Periscope Promotions 

Ministry of Social 
Development  Project Manager 

Project Management 
Committee 

Project Steering 
Committee 

Project Consultant 
Team 

Employer Advisory 
Committee 

CRDCC Board 
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• Dave Keiver, N.V.I. Mining, Breakwater Resources Ltd.  
• Corby Lamb, Capacity Forest Management 
• Theresa Marson, Royal Coachman 
• Michelle Yaskinski, Cheddar & Co.   

 
 
 
Project Management Team 
 

• Colleen Evans, Project Manager and Executive Director, CRDCC 
• Doug Preston, Executive Director, NIEFS 

 
Project Steering Committee 
 

• Brian Reardon, Strathcona Regional District 
• Cheryl O’Connell, North Island College 
• Corby Lamb, Capacity Forest Management 
• Laura Ciarniello, City of Campbell River 
• Lorrie Bewza, Rivercorp 
• Marc Crane, Community Futures Strathcona 
• Neil Smith, Regional District of Mount Waddington 
• Rachel Blaney, Campbell River Multicultural and Immigrant Services Association 
• Rick Roberts, Vancouver Island Economic Alliance  
• Ken Cooper, Campbell River Indian Band 

 
Employer Advisory Committee 
 

• Hilford Burton, Hillmark Boats 
• Curt Latham, Northern Sky Aircraft 
• Greg Manzulenko, Island Cogeneration 
• Sukhy Bains, Coast Discovery Inn 
• Warren Cook, London Drugs 
• Stephen Watson, BC Hydro 
• Dave Cyr, Plutonic Power 
• Amber Zirnhelt, City of Campbell River 
• Andy Chapman-Coombs Chameleon Creative 
• Cheryl McIvor, Plastics Plus Fabricating Ltd. 
• Earl Johnson, Strategic Forest Management 

 
The Employer Advisory Committee was a critical piece of the project infrastructure for facilitating 
meaningful consultation with employers and industry through face to face meetings, the survey, 
interviews and other research tools and processes regarding solutions, recommendations and 
strategies to address the imbalance between the skills of the available labour force supply and 
the demands of existing and emerging industry sectors. 
 
The Employer Advisory Committee members were ‘champions’ who encouraged on a peer-to-
peer basis other employers to participate in the survey and activities throughout the project. 
 
The Boards of the CRDCC and NIEFS took a collaborative approach to support this initiative 
and ensure high levels of participation in the survey. 
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It should be noted that since the conception of this project, the employer survey played an even 
bigger role in the project. The original goal of the survey was to survey a sample of all CRDCC 
members plus other private, public, not-for-profit and Aboriginal employers who are part of the 
community’s top 150 employers (by number of employees; to obtain as high a response rate as 
possible. The survey was to be short, enabling completion in 7-10 minutes. It was agreed that 
the consultant team would endeavour to obtain as high a response rate as possible, and the 
client, Project Steering Committee and other organizations involved would endeavour to support 
promotion of survey completion to the employer community. It was recognized that the 
consultant would not have full control over and cannot guarantee a specific response rate. 
 
Methodology  
 
There were three main parts of the research in this project: 
 

1. Secondary Research – The review and synthesis of several reports and data sources 
regarding Campbell River and the broader region, and its economy, labour market, 
workforce and key industry sectors. 

2. Employer Survey – A survey of all types of Campbell River employers on business, 
economic, competitiveness, and (mostly) workforce issues and needs. 

3. Other Primary Research – Focus group sessions and key informant interviews with 
several key industry representatives in Campbell River. 

 
The specific methodological activities within each of these research phases will be described at 
the start of each of the next three sections of this report. 
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4. Secondary Research 
 
At the start of this project and throughout, the consultant team, with the assistance of the 
Management Team members and several members of the Steering Committee and Employer 
Advisory Committee, and other stakeholders, compiled a large amount of reports and data on 
economic, industrial and labour market trends in Campbell River and the broader region. This is 
described and synthesized in this section. 
 
While much of the reports and data informed the development of the employer survey, some of 
these materials were uncovered after the survey and other primary research. 
 
This secondary research focuses on labour market and employment development reports and 
analysis prepared by local industry sector associations, businesses, Aboriginal organizations, 
employment service providers, educational institutions and government agencies supplemented 
by broader census data and community profiles, Strathcona Regional District analysis and 
regional reports with a Campbell River and area component prepared by economic 
development associations such as the Vancouver Island Economic Alliance (VIEA) and the 
Island Coastal Economic Trust (ICET).  A review of strengths, weaknesses, opportunities and 
threats (SWOT Analysis) is provided later in this report.  The main aim is to inform the 
development of the employer survey in order to focus on key areas of labour market and human 
resource development. 
 
General Area Profile 
 
Key Industry Sectors 
 
The following are key industry sectors for Campbell River and district and will be touched upon 
throughout the secondary research report.  These sector groupings are selected on the basis of 
economic contributions to the local economy over time and growth potential over the next 
several years.  The choices are not meant to be exhaustive; and the sector distinctions may be 
blurred because of overlaps and inter-linkages. 
 
Aquaculture 
 
Both finfish and shellfish are important and growing contributors to the local economy. In salmon 
farming, Campbell River is headquarters for Marine Harvest Canada (over 500 employees), 
Grieg Seafood BC Ltd. (95 employees) and Mainstream Canada (250 employees).  Campbell 
River is also home to a major cluster of shellfish operations, which employ 700-1000 workers in 
eastern Vancouver Island and the coastal mainland as well as supporting an additional 600 jobs 
related supply and service occupations. 
 
Fishing 
 
Both commercial and sport fishing remains a mainstay of the Campbell River economy.  Even 
with the declines in the fishery over the past two decades, a large number of the industrial fleet 
– seiners, gillnetters, trawlers – tie up in Campbell River marinas.  As well, the Campbell River 
sport fishing industry continues to operate with an international profile, drawing clients to the 
“Salmon Capital of the World” and contributing to the growth of area tourism.   As well, fishing 
has generated a thriving marine industry – tug and barge companies, boat builders, marine 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 11 

sales, service and repair companies – with over 60 business licenses issued in 2009 (Campbell 
River Community Profile, Rivercorp).  
 
Power Production and Alternate Energy 
 
For over 60 years Campbell River has been a power generation community.  Since 1947, the 
John Hart Generating Station and Strathcona Dam have produced jobs and economic benefits 
in the community, and ongoing upgrades and projected expansion are forecast to generate over 
$620 million in investments over the next several years. On March 8 2011, BC Hydro, in 
partnership with the CRDCC, VIEA, Vancouver Island Construction Association and local First 
Nations, announced a 1.35 billion investment in the John Hart Generating Station Replacement 
Project that is forecast to create 2000 person-years of employment.  There is also the Island 
Cogeneration Plant, employing 21 technical workers and generating economic expenditures of 
about $4.3 million per year (Campbell River Community Profile). 
   
Another growing component of power production is alternate or “green” energy, which centres 
on Seymour Narrows.  The Canoe Pass Tidal Energy Corporation recently received a $2 million 
award from the Innovative Clean Energy Fund and is completing the installation of turbines to 
harness and produce energy from tidal power.  Local First Nations and Rivercorp are also 
developing a tidal energy project.  Plans are also going forward for wind energy, solar power, 
run-of-river and micro hydro projects, including Plutonic Power, East Toba, Upper Toba and 
Bute Inlet – each generating jobs in construction and for ongoing operations.  Current estimates 
are for over 3000 person-years of employment (Community Profile 2010). 
 
Construction and Large Project Development 
 
The construction industry has grown steadily in Campbell River over the past decade, peaking 
with an increase of 262 percent in residential building permits from 2007 to 2008.  This leveled 
off with the impact of the economic downturn in 2009 but is growing again with a quarter of all 
business licenses issued in 2010 coming from the construction sector, including building, 
repairing, renovating, engineering and land development (Rivercorp).  Recent major projects 
include Home Depot, Walmart, the Spirit Square and residential developments (see Appendix 
A).  Major plans under development include power facilities, expansion of the local hospital and 
public housing.  In 2009, total construction permit fees were almost $88 million.\ (Campbell 
River Community Profile 2009). 
 
As previously mentioned, construction revenues and employment also grow with the 
development, maintenance and expansion of the power development and alternate energy 
sector. 
 
Tourism and Hospitality 
  
In 2009, tourism and hospitality encompassed 256 businesses in Campbell River and district or 
11 percent of business licenses. This sector has the youngest workforce, averaging 37 years of 
age, with the most workers under 25 and second fewest over 55. From 1997 through 2007 room 
revenues more than doubled for the Comox Strathcona Regional District mainly due to Mount 
Washington Resort and growth in sports fishing (Vannstruth 2009). 
 
The growth of eco tourism and adventure tourism (kayaking, guided hikes) has also contributed 
to the growth of this sector. 
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Another strength of the tourism and hospitality sector is that almost 80 percent of employees are 
recruited from and reside in the local area. (Vancouver Island Tourism Labour Market Study, 
Roslyn Kunin & Associates, 2009) 
 
Arts, Entertainment and Technology 
 
Over 90 business licenses were issued to companies involved in film development, new media, 
arts and entertainment in Campbell River in 2009.  The city is home to the Vancouver Island 
North Film Commission and several communications small enterprises. The potential for new 
media (video games interactive design and digital film/animation) development is expanding.  In 
British Columbia growth in this sector represents employment for 15,000 people and revenues 
of over $2 billion a year (Community Profile 2009). 
 
In a report on the impact of the cultural sector in Campbell River in December 2009 it was 
estimated that the sector employs a thousand workers on a full or part time basis and 
contributes about $17 million in annual spending to the local economy. (Campbell River Cultural 
Impact Assessment, Eberle Thompson Associates)  The same report estimated that the total 
economic impact of the arts and culture sector on the Campbell River region exceeds $56 
million a year.  Investing in job development and expansion of this sector holds great economic 
potential and also creates a spin-off effect as cultural tourists spend on accommodation, meals 
and other forms of recreation when they are attracted to the community. This potential is also 
reflected in the recent creation of the Campbell River Creative Industries Council, which will be 
an important vehicle with which to link during next steps after this report. 
 
Forestry 
 
For over a hundred years forestry has been the backbone of the Campbell River economy, and 
although is has experienced significant downsizing in recent years, it will remain a major 
economic engine for the city and region.  As referenced elsewhere in this report, the forest 
industry is transitioning to new economic realities.  The fact remains that the following timber 
supply areas (TSA) are serviced from Campbell River: Strathcona, Kingcome, Mid Coast, 
Sunshine Coast and Pacific. These encompass over 4.9 million hectares of land area and 4.4 
million cubic metres of allowable cut.  
 
As analysis conducted on its displaced forestry worker clients by NIEFS has shown, these 
workers are highly skilled and benefit from re-training ands skills upgrading.  Over 73 percent of 
its 1500 clients were re-employed within 12 weeks of completing training.  (Forestry in 
Transition Fall 2010)  The challenge is to keep these re-trained workers in the community and 
active in the transitioning forest sector.  With the following major forest companies operating in 
Campbell River – BC Timber Sales, TimberWest Forest Corporation, Western Forest Products 
and International Forest Products Ltd – this should be an achievable objective.  As the Future of 
Forestry Task Force suggested the potential for wood manufacturing through the cluster model 
and other innovative enterprises holds great potential for sustainable forestry employment 
(Future of Forestry Profile and Opportunities, 2009). 
 
In addition to the foregoing defined key industry sectors both the Retail and Public Sector 
sectors have a continuous and diversified impact on the economy of Campbell River. Canadian 
Tire, Zeller's and Superstore anchor Discovery Harbour Mall. Save-On recently built a grocery 
store in the new Mariner Square with its partner London Drugs. Thrifty Foods, Quality Foods, 
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Shoppers Drug Mart, Pioneer Home Hardware and a Sears outlet are also solid tenants in 
Campbell River.  Each provides employment to local residents, and given the trends in 
population growth in the region will continue to expand and offer employment opportunities to 
local residents. 
 
The public sector – including federal, provincial, municipal, regional district, health and 
education workers – makes up over 10 percent of the Campbell River and region workforce or 
close to 2000 workers, almost all with steady incomes and stable employment. 
 
Agriculture 
 
Niche industries such as agriculture also are relatively smaller but important contributors to the 
Campbell River economy. As the Sustainable Campbell River report recently indicated: 
 

“The potential for agriculture in Campbell River is a key opportunity for the City. A 
target of 10% self-sufficiency would generate over 10 million dollars directly into 
the local economy. Based on the analysis and assessment provided in this 
background report we can start to understand what is already happening in the 
agriculture sector in Campbell River and where agriculture is most likely to start-
up. In short the many natural, political, social, and economic aspects of Campbell 
River provide fertile ground for agriculture to take root and flourish.” (City of 
Campbell River, February 2011, p. 37). 
 

This report demonstrates significant potential for agriculture to contribute GDP and jobs to the 
local economy. Therefore, the City has worked with stakeholders to develop an “Agriculture 
Plan and Strategy that is described in this report. 
 
 
 
 
Population 
 
The Campbell River area has enjoyed steady population growth over the past four decades and 
this is projected to continue over the next 25 years. The most recent data from BC Stats show 
general population growth for the School District 72 area from 1986 to 2036. 
 

Campbell River (SD 72 Area) Population – 1986-2036 
1986 1996 2006 2016 2026 2036 

30610 40499 40173 43821 47598 50371 
         Source: BC Stats, Population Estimates and Projections 1986-2036, 2010. 
 
The percentage of population growth is 40 percent in the overall period and 19 percent from the 
2010 population base of 41,913. 
 
The good news in the population projections is the continuing trend of steady growth for the 
Campbell River area.  There are, however, concerns about the demographic profile contained in 
the growth numbers.  Like the rest of British Columbia, Canada and the western world, the 
population of the region is aging and the percentage of the younger age cohort is shrinking in 
comparison with the older age cohorts.  The table below illustrates this trend for Local Health 
Area 72 in terms of population percentages. 
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Population Cohort Percentage Distribution 2009 2019 
0-17 years 19.8 18.4 

18-24 years 9.2 7.3 
25-64 years 56.3 53.3 
65+ years 14.7 21.9 

Total 100 100 
      Source: BC Stats, Statistical Profile, 2009. 
 
This trend means that the labour force is in decline. In 2009, the overall labour force in BC 
(aged 15-64 years) made up 70 percent of the province’s population. This cohort will drop to 60 
percent over the next 25 years.  By 2036, the core working aged group is expected to account 
for only two out of every five people in BC. In other words, by 2018 there will be more seniors 
than children, and by 2036 there will be four dependent seniors for every ten workers in the 
province.  
  
For Vancouver Island and the Campbell River region, this aging trend has additional impacts on 
growth and the labour force.  As the baby boom generation retires, its numbers will fuel in-
migration to the Island, casting a grey shadow over population growth trends.  With an age 
profile already 2.6 years higher than the BC average, by 2036 there will by five elderly 
dependents for every ten working age people according to BC Stats, creating pressures on both 
the economy and the types of jobs required to service this age cohort. 
 
Income Levels 
 
The income level for family units is a measure of the general strength of the local economy.  
The table below compares Local Health Area 72 with BC in general in 2005, the latest available 
index. 
 
 
 

Average Family 
Income (2005 $) 

Campbell River/VI 
West 

BC 

All Families 67,866 80,511 
Couple Families 73,735 73,735 
Female Lone Parent 34,376 43,491 

     Source: BC Stats, 2009. 
 
The same analysis found that Area 72 exceeded the BC average for income share of the 
poorest households at 22.5 versus 20.7 percent, ranking 48th out of 84 local health areas in BC. 
 
Income Assistance 
 
Another measure of the economic health of communities and the vibrancy of local labour 
markets is the percentage of the population receiving government income assistance. The table 
below illustrates this indicator for Local Health Area 72 compared to BC for September 2009. 
 

Percentage of Population Receiving 
IA Benefits – September 2009 Campbell River/VI West BC 

Total (0-64) 6.8 4.5 
Children (0-18) 7.3 4.0 
Youth (19-24) 7.0 3.8 

Duration >1 year 3.9 2.9 
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Duration <1 year 2.9 1.6 
% of Single Parent Families 18.4 14.1 
% of Employable  Recipients 2.2 1.3 

Employable >1 year 0.6 0.4 
Employable <1 year 1.6 0.9 

    Source: BC Stats, 2009. 
 
Local Health Area 72 ranked 19th out of 83 local health areas for the percentage of the 
population 19-64 receiving income assistance and considered employable. 
 
Unemployment   
 
The rate of unemployment for workforce participants is a key indicator of the health of the local 
economy. The table below shows Employment Insurance beneficiaries for Local Health Area 72 
compared to BC as a whole in September 2009 and tracks back to show changes from the 
previous year. 
 

EI Beneficiaries 
September 2009 

Campbell River/ 
Vancouver Island West 

British 
Columbia 

Total 19-64 Years of Age 1,284 81,150 
Percent Female 26.8 36.2 
Percent 19-24 Years of Age 9.2 11.9 
Beneficiaries 19-64 as % of Pop.   

Sep 09 4.6 2.8 
Jun 09 5.6 3.2 
Mar 09 7.8 3.6 
Dec 08 4.8 2.2 
Sep 08 2.0 1.2 

Four Quarter Average 5.7 3.0 
          Source: BC Stats 2009. 
From the table above Area 72 does better than the BC average for female EI beneficiaries and 
the 19-24 age group, but the percentage of total unemployed workers exceeds the BC average 
for the period between September 2008 and September 2009.  This reflects the downturn in the 
general economy and the closing of the Elk Falls Mill.  Although a high unemployment rate is a 
negative factor for the Campbell River area, as we will see in the Labour Demand Section later, 
it also offers opportunity for employers to recruit and train locally based on growth and 
expansion plans. 
 
Further to the above, the Financial Post in its Canadian Market Demographics issue in April 
2009 showed the unemployment rate for the City of Campbell River to be 6.5 percent for males 
and 7.7 percent for females.  This was in comparison to rates of 4.1 and 4.3 percent for 
Vancouver Island and 4.1 and 4.5 percent for BC as a whole. 
 
Labour Demand Highlights 
 
Labour demand is largely based on employer current requirements for skilled workers and 
projections for future skill needs based on business growth and expansion. BC Stats, in the 
table below, estimates employment growth in the Campbell River area, extrapolated from the 
North Island College (NIC) region, for the following industries in the 2009-14 period.1 
                                                        
1 The BC Stats data provides employment projections for the whole North Island College region which is of course 
larger than the City of Campbell River area. For purposes of this report, the researchers divided the employment of 
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The projections are based on assumed employment growth rates for each industry and 
occupation remaining constant throughout the period, and an attrition rate that is 15.3 percent of 
the NIC region, generating the employment levels for each industry. 
 
Employer demand for skilled workers across a range of industries is based upon forecasted 
regular growth. New industrial developments such as planned hydroelectric upgrades to the 
John Hart Generating Station and the Strathcona Dam, for example, will create additional skilled 
labour demands across supporting industries, as will new growth in alternate energy and 
sustainable forestry sectors.  Similarly, expansions in fish farming and green economy 
developments will generate added demands for workers.   
 

Projected Annual Growth in Employment Demand by Industry, 2009-2014 
Campbell River Area (extrapolated from North Island College Region) 

 
Goods Producing 

Industries 
 

Estimated 
Employment 

2009 

Estimated 
Employment 

2014 

Change in 
Employment 

(2009-14) 

Attrition  
(2009-14) 

 

Total Job 
Growth 

 (2009-14) 
Agriculture 394 406 12 60 72 
Forestry 320 306 -14 49 35 
Fishing, Hunting, & 
Trapping 127 127 0 19 19 
Oil & Gas 22 20 -2 3 1 
Mining (non Oil & Gas) 201 171 -30 31 1 
Services to Mining 80 64 -16 12 -4 
Utilities 72 72 0 11 11 
Construction 1,274 1,357 83 195 278 
Mfg-Food & Beverages 219 237 18 34 52 

Goods Producing 
Industries 

 

Estimated 
Employment 

2009 

Estimated 
Employment 

2014 

Change in 
Employment 

(2009-14) 

Attrition  
(2009-14) 

 

Total Job 
Growth 

 (2009-14) 
Mfg-Wood Products 195 160 -35 30 -5 
Mfg-Paper Products 243 229 -14 37 23 
Mfg-Printing 36 34 -2 6 4 
Mfg-Rubber, Plas. Chem 16 18 2 2 4 
Mfg-Mineral Products 38 44 6 6 12 
Mfg-Metal Fab & 
Machinery 64 74 10 10 20 
Mfg-Comp, Electronic, 
Elect 4 4 0 1 1 
Mfg-Transportation Eq. 44 50 6 7 13 
Mfg-Other 90 98 8 14 22 
Total Goods Producing 3,437 3,477 40 526 566 
Trade-Wholesale 322 320 -2 49 47 
Trade-Retail 2,285 2,203 -82 350 268 
Transportation 655 685 30 100 130 
Finance, Insurance, R.E. 635 673 38 97 135 
Prof-Bus Services 392 438 46 60 106 
Prof-Computer Systems 58 68 10 9 19 
Prof-Other Services 163 181 18 25 43 

                                                                                                                                                                                   
Campbell River into the total employment for the NIC region, and then multiplied this ratio by the projected 
employment in the NIC region to arrive at a projection for Campbell River proper. 
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Management/Admin/Other 
Supporter 545 529 -16 83 67 
Education 945 997 52 145 197 
Health & Social Assist. 1,610 1,789 179 246 425 
Information, Culture, Rec 575 607 32 88 120 
Accommodation & Food 
Services 1,409 1,387 -22 216 194 
Services-Other 667 583 -84 102 18 
Government 902 890 -12 138 126 
Total Service Producing 11,166 11,352 186 1,708 1,894 
All Industries 14,603 14,828 225 2,234 2,313 
Source: BC Stats. BC Regional Employment Projection: North Island College Region (2009-2014). July 2010 
 
From a different perspective, BC Stats has also estimated growth in occupations in the 
Campbell River area between 2009-14. The table below groups these occupations by industry 
sector. 
 

Projected Annual Growth in Employment Demand by Occupation, 2009-2014 
Campbell River Area (extrapolated from North Island College Region) 

 
 

Occupational Category 
Estimated 

Employment 
2009 

Estimated 
Employment 

2014 

Change 
2009-14 

Attrition 
2009-14 

Total Job 
Openings 
2009-14 

All occupations 14,603 14,828 225 2,234 2,538 
A Management occupations 1355 1361 6 207 213 
A0 Senior management 
occupations 105 107 2 16 18 
A1 Specialist managers 197 201 4 30 34 
A2 Managers in retail trade, food 
and accommodation services 605 589 -16 93 77 
A3 Other managers, n.e.c. 448 464 16 69 75 

 
Occupational Category 

Estimated 
Employment 

2009 

Estimated 
Employment 

2014 

Change 
2009-14 

Attrition 
2009-14 

Total Job 
Openings 
2009-14 

B Business, finance and 
administrative occupations 2,102 2,175 73 322 395 
B0 Professional occupations in 
business and finance 207 219 12 32 44 
B1 Finance and insurance 
administration occupations 243 255 12 37 49 
B2 Secretaries 237 247 10 36 46 
B3 Administrative and regulatory 
occupations 267 275 8 41 49 
B4 Clerical supervisors 50 52 2 8 10 
B5 Clerical occupations 1,095 1,128 33 168 201 
C Natural and applied sciences 
and related occupations 619 637 22 95 117 
C0 Professional occupations in 
natural and applied sciences 227 239 12 35 47 
C1 Technical occupations related 
to natural and applied sciences 390 398 8 60 68 
D Health occupations 854 935 81 131 212 
D0 Professional occupations in 
health 139 151 12 21 33 
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D1 Nurse supervisors and 
registered nurses 249 275 26 38 64 
D2 Technical and related 
occupations in health 205 223 18 31 49 
D3 Assisting occupations in 
support of health services 263 287 24 40 64 
E Occupations in social 
science, education, 
government service and 
religion 1,112 1,176 64 170 234 
E0 Judges, lawyers, 
psychologists, social workers, 
ministers of religion, and policy 
and program officers 261 271 10 40 50 
E1 Teachers and professors 490 519 29 75 104 
E2 Paralegals, social services 
workers and occupations in 
education and religion 358 388 30 55 85 
F Occupations in art, culture, 
recreation and sport 376 392 16 58 74 
F0 Professional occupations in 
art and culture 133 139 6 20 26 
F1 Technical occupations in art, 
culture, recreation and sport 245 255 10 37 47 
  G Sales and service 
occupations 4,155 4,104 -51 632 581 
G0 Sales and service 
supervisors 141 137 -4 22 18 

 
 
 

 
Occupational Category 

Estimated 
Employment 

2009 

Estimated 
Employment 

2014 

Change 
2009-14 

Attrition 
2009-14 

Total Job 
Openings 
2009-14 

G1 Wholesale, technical, 
insurance, real estate sales 
specialists, and retail, wholesale 
and grain buyers 195 201 6 30 36 
G2 Retail salespersons and 
sales clerks 802 782 -20 123 103 
G3 Cashiers 368 358 -10 75 65 
G4 Chefs and cooks 291 289 -2 45 43 
G5 Occupations in food and 
beverage service 289 285 -4 44 40 
G6 Occupations in protective 
services 221 217 -4 34 30 
G7 Occupations in travel and 
accommodation, including 
attendants in recreation and 
sport 157 159 2 24 26 
G8 Child care and home support 
workers 295 308 13 45 58 
G9 Sales and service 
occupations, 1395 1369 -26 213 187 
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H Trades, transport and 
equipment operators and 
related occupations 2,579 2,613 34 395 429 
H0 Contractors and supervisors 
in trades and transportation 123 127 4 19 23 
H1 Construction trades 545 573 28 83 111 
H2 Stationary engineers, power 
station operators and electrical 
trades and telecommunications 
occupations 173 177 4 26 30 
H3 Machinists, metal forming, 
shaping and erecting 
occupations 121 121 0 19 19 
H4 Mechanics 364 346 -18 56 36 
H5 Other trades, n.e.c. 121 119 -2 19 17 
H6 Heavy equipment and crane 
operators, including drillers 193 193 0 30 30 
H7 Transportation equipment 
operators and related workers, 
excluding labourers 533 543 10 82 92 
H8 Trades helpers, construction 
and transportation labourers and 
related occupations 408 416 8 62 70 
I Occupations unique to 
primary industry 931 921 -10 142 132 
I0 Occupations unique to 
agriculture, excluding labourers 358 368 10 55 65 
I1 Occupations unique to 
forestry,  mining, oil and gas 
extraction and fishing, excluding 
labourers 285 273 -12 44 32 

 
Occupational Category 

Estimated 
Employment 

2009 

Estimated 
Employment 

2014 

Change 
2009-14 

Attrition 
2009-14 

Total Job 
Openings 
2009-14 

I2 Primary production labourers 285 279 -6 44 38 
J Occupations unique to 
processing, manufacturing 
and utilities 521 515 -6 80 74 
J0 Supervisors in manufacturing 38 38 0 6 6 
J1 Machine operators in 
manufacturing 253 249 -4 39 35 
J2 Assemblers in manufacturing 58 58 0 9 9 
J3 Labourers  171 167 -4 26 22 

 Source: BC Stats. BC Regional Employment Projection: North Island College Region (2009-2014), July 2010. 
 
Of specific note from the NIC projections is that of the 3,538 total job openings for all 
occupations between 2009 and 2014, 2,234 of them are due to attrition.  This means that the 
vast majority of vacancies result from retirees and job leavers who are moving on – likely to 
other locations outside the Campbell River area.  This figure reflects both the aging 
demographics of the local workforce and the impact of out-migration of workers as a result of 
economic change. 
 
Addressing Labour Demand 
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In anticipating industry growth, it is important to look at existing labour pools such as the one 
created by the closure of the Elk Falls Mill.  Laid-off mill workers possess a range of skills that 
can be adapted to new growth industries, and re-training programs can be developed in a timely 
manner to provide these workers with job skills to match new employment requirements.  
Employment services provided by agencies such as North Island Employment Foundations 
Society (NIEFS) are critical in assisting unemployed workers and upgrading their skills to match 
employer needs in industry sectors that are expanding.  In its report on Community Consultation 
on Workforce Development, in January 2010, NIEFS succinctly listed the key functions and 
challenges of preparing clients for job opportunities in growth sectors of the economy: 
 

• Transitioning workers from occupations in decline to occupations in demand;  

• Attracting and retaining skilled workers, particularly in trades and health care;  

• Identifying growing economic sectors/clusters and the occupations that will be in 
demand;  

• Providing the needed skill development for occupations in demand;  

• Replacing the skill sets being lost to employers due to the attrition of an aging workforce;  

• Succession planning for the ownership of small and medium size enterprises;  

• Replacing and developing the next generation of management and leadership; and, 

• Providing skill development that supports increased productivity of the workforce. 
 
The table below shows the NIEFS forestry worker client base over the past three years and 
demonstrates the resource pool of experienced workers available to meet Campbell River area 
employer demand. 
 
 

Campbell River Forestry Clients by Income Source March 2007-February 2010 
 

Clients 2007-2008 2008-2009 2009-10 
Income Source Forestry %  of 

Total 
All 
Clients 

Forestry %  of 
Total 

All 
Clients 

Forestry %  of 
Total 

All 
Clients 

404 27% 1507 689 36% 1921 896 39% 2324 Insured Clients 
66%  53% 69%  55% 79%  60% 
207 15% 1341 307 20% 1555 236 15% 1559 Uninsured 

Clients 34%  47% 31%  45% 21%  40% 
Client Totals 611 21% 2848 996 29% 3476 1132 29% 3883 

Source: NIEFS, Forestry in Transition, 2010. 
 
Of the 1,461 forestry worker clients, 39 percent are aged 50+ and 61 percent have a high 
school diploma or less.  However, NIEFS found that displaced workers from the Catalyst 
operation have skills in high demand in other sectors such as oil and gas.  Of the 205 Catalyst 
clients, 87 were certified in high demand trades such as millwright, welder and steamfitter, and 
the other 118 in related trades and occupations.  NIEFS placed 217 forestry workers in training 
through the Skill Development Employment Benefit.  Of those who have completed training, 73 
percent were employed within twelve weeks, with 81 percent finding work in their home 
community. (Forestry in Transition, page10). 
 
From its forestry worker client base, NIEFS achieved the following employment placement 
successes, helping to match client’s skills profiles with Campbell River employer demand for 
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skilled workers. 
 

 
                                                              * NIEFS was unable to establish a final outcome for 453 of the forestry workers (Forestry in Transition,2010 ) 
 

Another local agency involved in trying to enhance labour demand in the area since 2001 is the 
Campbell River Economic Development Corporation – Rivercorp – created by the City of 
Campbell River.  
 
Rivercorp works closely with employment and education service providers such as NIEFS, NIC 
and the Campbell River School District and other community partners to ensure that economic 
development and employer demand are coordinated with workforce development programs 
and initiatives. 
 
In terms of general employer demand and skill shortages, the survey of employers in the former 
Comox-Strathcona Regional District completed in 2009 by Ference Weicker & Company for the 
Vancouver Island Economic Alliance conveys a clear picture of skill issues (Appendices, 
Vancouver Island Collaborative Workforce Strategy, 2009): 
 

“When asked about the types of positions most difficult to fill, respondents within the 
Comox-Strathcona RD mentioned the technical and skilled trades (29%), such as IT 
technicians and programmers, journeymen and land surveyors, roofers, and electricians; 
production workers (14%), such as building maintenance, drivers, kitchen helpers, and 
logging and machine operators; and sales and marketing (13%), such as customer 
service, marketing specialists, and sales representatives. The factors contributing to the 
difficulties in filling these positions include the lack of qualified people available (35%), 
strong competition from other industries or companies (29%), the level of pay (16%), and 
attractiveness of the occupation (16%). The major gaps in skills identified were specific 
technical or professional skills (37%), communication skills (25%), and general attitude 
(22%). In regards to the types of training commonly offered to employees, the majority of 
the organizations mentioned on-the-job mentoring for new employees (65%), orientation 
to the company (54%), and job specific (technical) training provided onsite (53%). 
Meanwhile, nearly one-third (28%) of the organizations indicated they had no major 
constraints which limit the amount of training they provide while 31% mentioned the 
costs of the training and 31% indicated there was a lack of time available” (page 13).  

 
Results of a workshop with Campbell River employers showed that the top three issues 
identified by participants were the disconnect between the education system and skills needed 
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locally, the need for coordinated economic development plan, and the promotion of older 
workers as good employees. When asked to provide recommendations for addressing the 
issues, participants suggested (Appendices, Vancouver Island Collaborative Workforce 
Strategy, 2009): 
 

• Improved access to local training; 

• The modification of available employment programs to include eligibility for other groups;   

• Increased labour market information sharing; and, 

• The need for employers to be more open to hiring underutilized groups such as 
displaced workers and disabled or Aboriginal individuals. 

 
A more current and specific analysis of employer demand and skill shortages in the Campbell 
River area will be generated by the employer survey and other primary research that 
summarized later in this report. 
 
Labour Supply Highlights 
 
Labour supply is based on the working age population of the region, projections for growth in 
local population age cohorts for defined future periods and the potential to attract in-migrant 
workers to the area based upon past employment developments and future growth forecasts. 
The table below lists Campbell River population by age segments compared to BC as a whole 
based upon the 2006 census. 
 
 
 
 
 

Age Demographic 
Groups 

Total 
Population 

Male Female BC 

0 to 9 3,145 1,585 1,555 422,580 
10 to 19 4,255 2,155 2,100 530,585 
20 to 29 2,965 1,480 1,570 511,180 
30 to 39 3,450 1,660 1,790 545,220 
40 to 49 5,115 2,475 2,635 678,975 
50 to 59 4,845 2,455 2,395 609,540 
60 to 69 3.045 1,595 1,445 385,355 
70 to 79 1,765 830 945 264,065 

80+ 980 370 615 165,970 
Total Population 29,570 14,600 14,965 4,113,485 

Median Age 42 42.1 42.3 40.8 
     Source: Statistics Canada, 2006 Census, 2006 Community Profile. 
 
From the same source, the table below shows the Campbell River workforce for select industry 
sectors. 
 

Experience Labour Force 15 and Older Campbell River BC 
Agriculture and Resource-based Industries 2,045 107,760 
Construction 980 166,100 
Manufacturing 1,505 189,120 
Wholesale Trade 340 92,020 
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Retail Trade 2,205 248,950 
Finance and Real Estate 650 134,940 
Health Care and Social Services 1,305 213,085 
Educational Services 880 152,565 
Business Services 2,120 436,665 
Other Services 3,225 451,905 

Total 15,255 2,193,115 
             Source: Statistics Canada, 2006 Census, 2006 Community Profile. 
 
It can be assumed that since the downturn of 2008, particularly for the Elk Falls mill, that the 
resource based workforce (18% of the total workforce) will have large numbers of unemployed 
that increase the available supply of skilled workers for other industry sectors. However, as 
NIEFS has discovered in analyzing the occupation goals of it 1999 clients in 2010, there were 
significant gaps between many of the job seekers current educational levels and the 
requirements of occupations they listed as their goals for employment. (2010 Campbell River 
Clients by Identified Occupational Goal)  Similarly, there were major gaps in the educational 
levels of NIEFS aboriginal clients and the occupational goals that they identified. (2010 
Campbell River Aboriginal Clients by identified Occupational Goal) 
 
Under-represented Labour Force Groups 
 
Another source of labour supply is from members of traditionally under-represented groups in 
the labour force – Aboriginal people, women, persons with disabilities, and cultural minorities.  
In the Campbell River area, the table below portrays the employment situation for Campbell 
River 11 Reserve and its 300 members. 
 
 
 
 

Indicator Campbell River 11 
Reserve 

Campbell River 
General Population 

BC 

Employment Rate 55.9 58.9 61.6 
Unemployment Rate 15.4 8.9 6. 

Median Age 37.4 42. 40.8 
Percentage 15 + 77.6 81.3 83.5 

        Source: Statistics Canada, 2006 Census, 2006 Community Profile. 
 
The Aboriginal population for the Census Agglomeration area was 3655 in 2006 and the 
unemployment level 17.2 percent. These figures speak to a large source of potential employees 
for local employers.  As well, the lower median age of Aboriginal people reflects a greater 
working age population to be recruited. 
 
The employment participation rate for women in the Campbell River area in 2006 was 61.6 
percent only 2 percentage points below males, but it is likely that many female workers are in 
service industries and with training could integrate into positions in other industry sectors.  The 
visible minority population was 1275 according to the 2006 census, at 3.2 percent well below 
the BC figures of 24.5 percent of total population. The visible minority workforce has largely 
been concentrated in the forestry, fishing and aquaculture industries.  Although not quantified by 
category, it is estimated that over 5,000 area residents have a physical, mental or emotional 
disability, and in keeping with other employment surveys, it can be assumed that the 
unemployment rate for people in this population cohort is likely in excess of 30 percent.  And as 
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other studies have shown that when integrated into the workforce people with disabilities 
become dedicated, loyal and reliable employees. 
 
School Student Population 
 
School District 72 over the six year period from 2004/5 to 2008/9 had 2683 grade 12 students 
eligible for graduation with 2004 graduating – a 74.6 percent completion rate well below the 
overall BC completion rate of 83.2 percent.  The graduation figures for Aboriginal students in 
this student cohort were 337 students with 177 graduating – a 49.9 percent graduation rate. 
(source: BC Ministry of Education School District Reports)   A broader snapshot of educational 
attainment for the Campbell River/Vancouver Island West Region is presented in the table 
below. 
 

Percentage of Total Population 25-54  Campbell River/VI West BC 
Without High School Completion 15.5 11.1 
Without Post Secondary Credentials 45.2 37.2 
Percentage of 15-24 attending School  63.6 65.4 
Percentage of 18yr olds who did not Graduate 
in 2007/8-2008/9 

33.0 29.8 

            Source: Statistics Canada, 2006 Census, 2006 Community Profile. 
 
What these number reveal among other things is that there is a large local population cohort 
that is entering or that would like to enter the labour market with a requirement for workplace 
orientation and entry level training.  It also signifies that a good number of students who do not 
complete high school likely intend to work in the resource and service industries.  
  
Employers would be advised to work closely with school counselors and teachers to encourage 
job shadowing, summer employment and secondary school apprenticeships and vocational 
education. 
Campbell River Labour Market Strengths, Weaknesses, Opportunities and Threats 
 
Based upon local analysis, projections and industry forecasts, the following summary of 
Campbell River area strengths, weaknesses, opportunities and threats (SWOT analysis) is 
offered as a foundation and framework to complement the employer survey and subsequent 
interviews and focus groups with local businesses and service providers in formulation of a 
workforce development strategy. 
 
Strengths 
 
On a general note Campbell River has a very attractive profile.  It is well known for recreational 
opportunities – fishing, boating, skiing, wilderness and adventure tourism.  The community has 
a gentle climate, is family oriented and remains comparably affordable in terms of housing with 
other BC centres.  Campbell River is easily accessible by road, air and water and lies within 
reasonable distances to major urban centres such as Victoria, Vancouver and Seattle. 
 
Campbell River has and will continue to have a strong resource base as a foundation for the 
area economy.  Although the Elk Falls Pulp Mill has closed, leaving close to 700 skilled workers 
unemployed, the forest industry remains a cornerstone of the area economy with logging, pulp 
and paper and value-added wood products continuing to be a mainstay of industrial growth.  
The following Timber Supply Areas (TSA) are serviced from Campbell River – Strathcona, 
Kingcome, Mid Coast, Sunshine Coast and Pacific TSA – and account for 4,940,000 hectares of 
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land area and a total allowable cut of 4,336,000 cubic metres (Campbell River Future of 
Forestry Profile, 2009). The same report stated that Campbell River is: 
 

“…home to the highest percentage of forest industry operations administered 
locally on B.C.’s Coast. As a result, it is the centre access point for experienced 
labour, forest industry contractors and business expertise to service and support 
the coastal forest industry.” 
 

Major forest companies operating in Campbell River include: 
 

• BC Timber Sales; 

• TimberWest Forest Corporation; 

• Western Forest Products; and, 

• International Forest Products (Interfor). 
 
As well, there is a wide range of forest and logging contractors, consultants and suppliers in 
Campbell River.   
 
The forest industry has traditionally developed a skilled workforce and will continue to required 
skilled workers as the industry transitions and expands to new opportunities.  Forest workers 
who have lost jobs in the economic upheaval of the last decade have skills that are portable to 
other industry sectors, particularly oil and gas, and it should be a strong focus of a workforce 
strategy to ensure that they are re-trained and re-employed locally so as not to be lost to other 
communities.  NIEFS has developed effective employment programs for this client group over 
the past four years.  As indicated in its recent Forestry in Transition report (2010) tracking over 
two-thirds of the 1500 local displaced forest workers, NIEFS found: 
 

“…the significant positive impact that skill development plays for displaced 
workers’ future labour market attachment and employment outcomes when they 
train for occupations in demand.  Two reoccurring theme throughout successful 
worker labour market transitions are skill development that prepares workers for 
occupations demand and labour market information that is current and accurate.” 
(p.3) 

 
The ocean sector, including finfish aquaculture and fish processing is also a strong source of 
employment in the Campbell River area.  Vancouver Island has over 90 percent of farm level 
employment in BC, and Campbell River is the centre of the industry with three major companies 
– Marine Harvest, Grieg Seafoods and Mainstream Canada – employing over 800 workers.  The 
shellfish sector of the industry also has 700 – 1000 direct jobs and 600 indirect jobs covering the 
mid-west coast of Vancouver Island.  Commercial fishing has been severely restricted over the 
past two decades but continues to be a strong focus in the Campbell River area with over 60 
companies operating in the marine industries category.  The recreational fishing industry 
continues to thrive and contributes to high levels of tourism revenue as Campbell River 
maintains its status of the “salmon fishing capital of the world.” 
 
Power production and ocean energy represent a continuing source of economic development 
and a strong potential for future employment growth in Campbell River.  Upgrading and 
expansion of the John Hart Generating Station and the Strathcona Dam by BC Hydro and 
proposals such as Bute Inlet Hydroelectric have the potential to create thousands of jobs and an 
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additional resource base for the community.  Tidal energy, wind energy and small hydro (run of 
the river) developments, such as those at Canoe Pass, Upper Toba and Bute Inlet could also 
contribute substantially to the local economy and position Campbell River as the service hub for 
the ocean energy sector. 
 
Campbell River has a well established arts and culture sector, and as a recent study for the 
Campbell River Community Arts Council indicated it contributes 320 full-time equivalent jobs to 
the community generating over $17 million in spending per year (Eberle Thompson Associates, 
2009): 
 

Employment Expenditures    $12,235,059 
Other Expenditures       $4,894,024 
Total Cultural Sector Expenditures   $17,129,083  

 
The same study estimated that with indirect and induced impacts calculated in the total 
economic impact of the cultural sector in the Campbell River region exceeds $56 million per 
year, and local surveys found that 73 percent of tourists participate in local cultural activities 
during their visit. This analysis strongly suggests that a cultural sector strategy should be a key 
component of community economic and labour market development initiatives, building on long-
standing strengths to facilitate continuing growth.  A related and complementary strength is the 
potential to develop Campbell River as a new media/creative industry production centre, 
building on existing initiatives like Vancouver Island North Film Commission (INfilm) and the NIC 
Fine Arts and Interactive Media Program, as suggested in Rivercorp’s Campbell River 
Community Profile 2009 (pages 66-67). 
 
Another strength of the Campbell River labour market is the growing First Nations’ population 
through the three resident bands – Campbell River, Holmalco and Cape Mudge. Their overall 
population of 2100 represents 4 percent annual growth and includes a much higher percentage 
of people under the age of 30, offering a local source of employees and future workers.  
Coupled with strong leadership and a long-standing willingness and desire to be part of the 
community, First Nations’ members represent a balance to counteract the general population’s 
aging workforce. NIEFS has been working with aboriginal clients to match training requirements 
with their occupational goals and the current and forecasted demands of local employers. 
 
Weaknesses 
 
A key area of concern for the Campbell River is the combination of its aging workforce, the 
possibility of losing prime working age labour force participants to other areas, the difficulty of 
mounting effective in-migration strategies, and the propensity of younger residents to move 
elsewhere for education and training and remain there to pursue career opportunities. 
 
Campbell River is not unique among BC, Canadian or other communities in the western 
industrialized world because of its aging workforce profile. This is a common theme attributable 
to the baby boom generation bulge and its reaching retirement age.  Why it becomes a 
particular weakness to Campbell River is that areas with more robust economies will 
increasingly look to recruit skilled workers to address their labour force needs, and with the local 
economy in transition, unemployed workers with few job prospects are prime candidates for 
recruitment for areas of high employment such as the Alberta oil sands.   In 2009, an average of 
8.4 percent of the working age population of Campbell River was receiving income assistance 
or benefits, almost double the BC average of 4.4 percent (BC Stats Community Profile).  With 
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limited employment growth projected in the resource industries through 2011, unemployed 
workers are prime candidates to move to other regions for jobs. 
 
Although local First Nations communities represent a source of future labour supply, their 
unemployment profile throughout the past decade has remained above 30 percent of the 
working age population – a dramatic waste of talent that will require a coordinated and focused 
effort by employers and education and training providers in order to begin to change these 
conditions and the malaise generated by them.  Without concentrated and coordinated efforts, 
aboriginal youth will be denied opportunities to enter the labour force and employers will be 
denied a local source of skilled workers. 
 
As many communities and industries within them are mounting strategies to recruit workers 
from within Canada, they are also aggressively implementing marketing and recruitment 
strategies for foreign workers.  The Comox Valley Economic Development Commission is a 
successful local example of an international recruitment campaign on behalf of resident 
businesses.  Although its successes have been limited to date, the concentrated effort to 
participate in job fairs and expos in eastern Canada and Europe is beginning to produce results.  
However, the main point to be made in this context is that the competition is stiff and the 
outcomes are limited. 
 
A more manageable strategy is to concentrate on local human resources and to have 
businesses and employers partner in earnest with the school system and post secondary 
education and training to attract and retain labour force entrants.  Early engagement of local 
youth through job shadowing, summer employment, secondary school apprenticeship and 
progressive employment opportunities will help to mitigate the growing trend of young people 
leaving the community to pursue post secondary education and career opportunities.   
 
As studies have shown time and again, the majority of those who leave for education or training 
remain outside of their community of origin to develop working careers.  A recent survey by NIC 
of 505 School District 72 students in grades 10 -12 found that 90 percent of the students were 
planning on pursuing post secondary studies.  However, students only indicated a 10 – 30 
percent likelihood of attending NIC. The table below shows the college program that that those 
considering NIC will pursue (NIC Strategic Planning Survey, 2010): 
 

General arts, science or university transfer degree program   32% 
Trade or technology program       22% 
Applied degree program       20% 
College diploma or certificate program     15% 
No response         12% 
  

The good news in the above survey is that 57 percent of the students are intending to pursue an 
employment-focused course of study, including 22 percent in the trades and technology.  The 
bad news is that 70 – 90 percent of Campbell River high school students are intending to leave 
the area for their studies.  In fact, in its Strategic Directions 2010 report the Campbell River and 
District Chamber of Commerce found that 30 percent of grade 12 students intend to leave the 
community and never return.  Additionally, there is a 33 percent drop out rate from local high 
schools.  In a time of intense competition for human resources, this is an area of weakness that 
a labour force development strategy must address. 
 
Opportunities 
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Both strengths and weaknesses present opportunities to foster economic growth – focusing on 
strengths and further building capacity and addressing weaknesses by counteracting their 
causes and turning them to advantage.   

 
As pointed out earlier, power production and ocean energy represent a continuing source of 
economic development and a strong potential for future employment growth in Campbell River.  
Upgrading and expansion of the John Hart Generating Station and the Strathcona Dam by BC 
Hydro represents a $500 million investment in the economy and 3000 person-years of 
employment, and proposals such as the Bute Inlet Hydroelectric project have the potential to 
create another 3,000 jobs in construction, many of them drawn from the Campbell River labour 
force and representing an additional resource base for the community.  In Rivercorp’s Campbell 
River Community Profile 2009, it detailed tidal energy, wind energy and small hydro (run of 
river) developments that offer great potential for labour force development including:  
 

• Canoe Pass Tidal Energy Corporation;  

• The Upper Toba Valley Hydroelectric Project; and, 

• Plutonic Power Corporation’s East Toba and Montrose Project. 
 

Along with ongoing operation and potential expansion of the Island Cogeneration Plant that 
currently employs 21 skilled workers, these green energy developments will also contribute 
substantially to the local economy and position Campbell River as the service hub for the ocean 
energy sector. 
 
Expansion of the cultural sector and new media industry in Campbell River will enhance the 
community’s employment base.  As the Cultural HR Study, completed in December 2010, for 
the Conference Board of Canada showed, overall employment growth for this sector was 12 
percent between 2001-06 and another estimated 5.1 percent between 2006-09, even factoring 
in the impacts of the economic downturn.  Continued development in arts and culture will 
expand employment opportunities and contribute to growth in the tourism sector, enhancing its 
already well-established recreation, fishing and wilderness adventure components.  Other key 
sectors that have the potential to grow and contribute to the employment base include the 
Campbell River airport and its supporting manufacturing and service industries. 
 
The traditional resource-based sectors of the local economy – forestry and wood products, 
aquaculture and commercial fishing, mining, and their service industries – will continue to be 
mainstays of the local economy and as they recover from the recent economic downturn should 
expand and demonstrate increased demand for skilled workers. 
 
Coupled with the fact that over 97 percent of Campbell River area businesses are small and 
medium sized enterprises of 50 or fewer employees, the potential for economic growth and 
expanding job opportunities is high 
 
What is key to taking advantage of growth opportunity across sectors is a coordinated and 
strategic approach by employers, education and training institutions, and employment agencies.  
As a key component of the Workforce Development in a Rural Transitioning Economy Project, 
the employer survey launched on October 14 will provide valuable insight into local business 
and employer economic plans, skill requirements and gaps, and employee recruitment and 
retention needs.  Follow-up focus groups and interviews will further detail the gap analysis and 
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resource requirements to address the issues.  However, the crucial next step is to take action to 
address the findings and outcomes from the consultation process and to bring the partner 
organizations mentioned above, including the First Nations communities, together to develop 
cooperatively action plans to nurture a skilled future labour force and up-skill and re-train 
existing labour force participants to meet the needs and future requirements of local businesses 
and major project developers. 
 
Threats 
 
Following from the previous section, the major threat to ongoing economic growth and business 
and industry expansion in the Campbell River area is a status quo approach to employer 
requirements and workforce development needs in the transitioning economy. The analysis and 
initiatives undertaken through the Workforce Development in a Rural Transitioning Economy 
Project must be translated into concrete action plans and implemented strategies by community 
leaders with the support of employers and service agencies in order to realize the potential 
growth in the Campbell River area.  To delineate the problems, describe the weaknesses and 
gaps, and articulate approaches and solutions to address them will have little value unless 
concrete, coordinated actions are taken to move forward to realize the potential economic and 
social benefits on the horizon. 
 
Areas that must be addressed with locally generated solutions include: 
 

• The demographics of an aging and potentially declining workforce; 

•  Increasing competition for skilled workers and potential out-migration; 

• Lack of educational and workforce development opportunities for local young entrants; 

• High unemployment and low labour force participation rates for local First Nations; 

• Upgrading and re-employment of laid-off resource industry workers; and, 

• Meeting the skills gap and recruitment requirements of local employers.  
 
The Campbell River Community Accord is a solid framework for bringing together the business 
community, Rivercorp, Community Futures and other employer and employee associations, 
First Nations, the School District, NIC, other education and training providers, NIEFS and local 
government agencies to manage and implement a workforce development strategy. The 
employer survey and database will be important planning tools to assess progress in meeting 
targets set out in the strategy.  However, it is crucial to have a coordinating vehicle to oversee 
implementation of the strategy. At this stage of overall strategy development, the greatest 
threats to success are piecemeal and/or individualistic approaches.  
 
 
 
 
 
 
 
 





 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 30 

5. Primary Research 
 
This section consists of a summary of the methodology and results of the employer online 
survey and of the other primary research, specifically, focus groups and interviews conducted 
after the survey. 
 
5.1 Employer Online Survey 
 
This initiative involved the development and execution of a major online survey of Campbell 
River employers. 
 
The purpose of the survey was to create, implement and sustain an online survey and database 
to describe the employer base, occupations and sectors of Campbell River which are in 
growing, in transition or decline and the necessary skills, training and human resource 
strategies. 
 
After much planning, input from the project committees and testing with a group of 15 
employers, the survey was launched at an October 14, 2010 CRDCC luncheon. After the 
luncheon, postcards were sent to over 2,000 employers. The survey closed December 11, 2010 
 
The survey was composed of 53 forced-choice or closed-ended questions and 1 open-ended 
(“other comments”) question. It was viewed 958 times, started 504 times, completed by 251 
individuals/organizations. Many of the “drop outs” (after starting) completed a substantial 
number of questions, and therefore the number of respondents exceeded 300 in the case of 
many questions. The average time to complete the survey was 38 minutes. 
 
The structure of the survey were questions organized under the following topics: 
 

• Organizational Profile; 

• Workforce Profile; 

• Economic and Business Competitiveness; 

• Workforce Attraction and Recruitment; 

• Education and Training; 

• Workforce Retention; 

• Information and Planning; and, 

• Other Questions. 
 
This employer survey is the largest of its kind – the largest single community-based workforce 
survey on Vancouver Island, if not in BC. For example, the VIEA survey of Vancouver Island 
employers a few years ago received responses from 120 employers in what are now the two 
regional districts. This survey received responses from over 300 employers in Campbell River 
proper. 
 
The survey involved over 15,000 question responses and over 10,000 response minutes. 
 
As the table below shows, overall there was a strong 16 percent response rate among verified 
employers (with employees) in the sample, and while the ambitious targets for the smaller 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 31 

categories of employers (1 to 49 employees) were not met, response rate targets for all 
employer categories with 50 or more employees were significantly exceeded. Also, when one 
factors in the approximately another 100 employers who responded to parts of the survey, the 
overall response rate would be much closer to the target of 396 responses. 
 

Campbell River Chamber Employer Survey 
Target and Estimated Actual Response and Response Rates by Number of Employees 

 
Range of 

Number of 
Employees 

Number of 
Establishment 

Locations 

Percentage  
of  

Total 

Target 
Response  

Rate 

Number of 
Target 

Responses 

Estimated 
Actual 

Responses 

Percentage 
of  

Total 

Estimated 
Response  

Rate 
1-4 853 54.4% 20% 171 94 37.5% 11.0% 
5-9 340 21.7% 20% 68 51 20.3% 15.0% 

10-19 222 14.2% 30% 67 35 13.9% 15.8% 
20-49 102 6.5% 50% 51 34 13.5% 33.3% 
50-99 33 2.1% 75% 25 24 9.6% 72.7% 

100-199 11 0.7% 80% 7 5 2.0% 45.5% 
200-499 3 0.02% 100% 3 7 2.8% 233.0% 

500+ 4 0.03% 100% 4 1 0.04% 25.0% 
All 1,568 100.0% 25% 396 251 100.0% 16.0% 

 
The survey sample was gathered from the following sources by Top Floor Consulting (Howard 
Bevan), as part of his work on the employer database: 
 

1. City of Campbell River business license data base including monthly updates; 

2. Rivercorp database – this is essentially the City database with more effort put into 
assigning NAICS codes; 

3. Chamber Membership Business and Organization Database; 

4. Various Government Directories; 

5. Various non-profit directories available on the Web; 

6. Various Volunteer organization lists including membership list supplied by Volunteer.ca; 

7. Cross referenced to data supplied by NIEFS Commercial Business database containing 
the largest employers in the area; 

8. Business Development Bank North Island contact list; 

9. Campbell River Community Services Directory 2009; and. 

10. Some cross-checking against the telephone book and Google maps. 
 
The employer survey and resulting database is the central deliverable of this project. However, 
far more resources than expected have had to be expended on the pre-survey launch. Initially, 
the survey was intended to focus on directly workforce-related issues, be no more than 7-10 
minutes, and be focused on the top 150 employers in Campbell River. The survey turned out to 
be much broader in scope – for good reasons – than anticipated. Further, much effort was put 
into the survey planning and marketing in order to increase the potential response rate. It is also 
a very comprehensive survey with over 50 questions, and exclusively close-ended questions, 
which take longer to design but provide data that is easier to quantify and analyze. 
 
The specific pre-survey launch activities included the following: 
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• Survey framework that defines survey goals, principles, topic areas, process, timelines, 

etc.; 

• A detailed survey development critical path; 

• Determine and recommend options for sampling for the survey and response rate 
targets; 

• Acquaint ourselves with and make recommendations on the database from which the 
survey sample would be drawn; 

• Defined survey methodology and procedures; 

• Draft list of survey topics and questions; 

• Drafting of MS Word version of survey (several versions) and subsequent feedback from 
Management Committee;  

• Meetings with Chamber Board members, Project Steering Committee and Project 
Employer Advisory Committee to brief and obtain feedback on the overall project and the 
employer survey; 

• Employer feedback on survey design, structure and questions; 

• Drafting of online version of the survey (several versions); 

• Employer testing of online survey (21 employers completed it and 15 directly provided 
feedback on it); 

• Responding to Management Committee requests for feedback and input on survey 
market strategies and materials; 

• Planning survey response reporting and follow up; and, 

• Liaison and collaboration with Database Consultant. 
 
The methodology used to follow up on non-responders is described in the appendix to this 
report. 
 
 
 
 
Survey Results 
 
The full survey results and analysis is Appendix B of this report. The following is a summary of 
highlights. 
 
Employer Profile 

 
• Mature tenure of organizations – average employer is 7.25 years in operation; 60% in 

operation 10 years or more. 

• Local ownership – 83% of responding employers are locally owned. 

• Large portion are independent organizations – 21% home-based businesses; 36.4% 
independent (not home-based, not affiliated); and many of the 18% that chose “other” 
are independent. 
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• Top sectors in terms of number of organizations are: Retail (14%); Social Services 
(7.8%); Accommodation and Food Services (6.5%); Construction (6.5%); Health Care 
(5.5%), Professional, Scientific and Technical Services (5.5%); Finance and Insurance 
(4.9%); Forestry and Logging (4.2%); and Arts, Entertainment and Recreation (4.2%). 

• Most (62%) organizations do not employ or contract with a human resources 
practitioner. 

 
Workforce 
 

• Over the last 2 years, 42% of organizations’ full-time workforce stayed the same; and 
21.3% and 17.9% experienced some degree of growth or contraction, respectively. 
Sixty-two percent of organizations have no seasonal employees; of those that did, more 
saw some growth than some reduction. 

• Respondents employ/contract a total of 7,232.9 workers. Almost 63% are full-time, 12% 
are part-time, 16% are seasonal and 9% are contracted.  

• More employers were optimistic than pessimistic about the change in their workforce 
size over the next 2 years. Almost 30% expect their full-time workforces to increase 
moderately or significantly; only 5% think it will decrease significantly or moderately. 
They are also generally are more optimistic for part-time and seasonal employees and 
contract workers. 

• The largest number of workers is in Sales and Service jobs (1886.7 or 25.5% of total), 
Occupations Unique to Primary Industry (1,518.4 or 20.5%), Trades, Transport and 
Equipment Operator Occupations (972 or 13.1%) Occupations in 
Art/Culture/Recreation/Sport (805 or 10.9%), and Business/Finance/Administration 
(677.5 or 9.1%). 

 
Business Competitiveness 

 
• While 47.3% of responding employers experienced a moderate or significant increase in 

revenue over the last 12 months, 40.4% experienced a decline. However, they were 
much more optimistic for the next 12 months with 52% and 16% experience some 
degree of an increase in revenue and some degree of a decrease, respectively. 

• Almost 70% of employers indicate they generate 50% to 100% of their revenue from 
within Campbell River. 

• Quality of life was rated as having a positive impact on operations by over 47% of 
employers, while 63.2% and 40% of them indicated the local economy and competition 
from outside the city, respectively, were negative factors. 

 
Workforce Attraction and Recruitment 

 
• One-third (34%) or 86 responding employers indicated they have had 1 or more difficult-

to-fill job vacancy in the last 12 months. This totaled 631 vacancies or an average of 7.3 
per employer reporting vacancies. Two-thirds of these were in Primary Occupations 
(51.4%) and Sales and Service Occupations (15.8%). Surprisingly, Health jobs (1.9%) 
and Natural and Applied Science jobs (1.9%) accounted for a very small portion of 
vacancies (24 in total). 
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• The main challenges in trying to recruit workers into the difficult-to-fill positions were an 
inability to attract qualified people, not being able to afford expected compensation of 
workers, and competition from other employers. Eleven percent of employers 
experienced no barriers to recruiting.  

• The most prevalent impacts of these vacancies are staff/business owner having to work 
more hours, reduced customer service, and limited production levels.  

• The job categories in which the highest proportion of respondents expects moderate or 
significant growth over the next 2 years are Sales and Service (35.2%), Management 
(24.4%), Business/Finance/ Administration (21.6%). Almost one in five employers 
(~18%) expects Primary and Trades/Transport/Equipment Operator occupations to 
experience growth. 

• Employers rated word-of-mouth (63.3%) and staff referrals (55.6%) as the most effective 
methods of recruiting; jobs posted with community agencies and newspaper postings 
were seen as very or somewhat effective by 41% of employers. 

• Tax credits were the most frequent response by employers (30% of them) to help them 
address recruiting challenges. Significant but less popular were more relevant training in 
high school, more accessible apprenticeship training, employment referral services, and 
more relevant college/university training. 

• In terms of hiring from particular labour force groups, almost three-quarters (74.3%) of 
employers have either hired Aboriginal people or would hire from this group with or 
without assistance. A further 12% “might” hire from this group. Comparatively, for hiring 
women, the numbers were 88.4% and 8.8%, respectively; and for older workers they 
were 74.2% and 13.4%, respectively. All other groups had lower numbers, including 
youth, immigrants, visible minorities and persons with disabilities. The latter group had 
the lowest at 48.3% and 18%, respectively. 

• When asked what kind of assistance would help them hire from these groups, the most 
frequent response (17.2% of responding employers) was “none of these options.” Wage 
subsidies were favoured by 16.9% and referral and screening, training support and 
development of training programs/resources were favoured by almost 16% each. 

 
 
 
Education and Training 

 
• Sixty-eight percent of employers have no annual training plan or needs analysis. 

• Fifty-one percent of employers indicate at least of half of their workforce participates in 
job-related education and training each year; 23% indicated that 100% of their workforce 
does so. The most frequent types of job-related learning reported by respondents were 
in-house training (57.7%), off-site workshops (37.2%) and off-site education programs 
(35%). 

• The biggest barriers to worker training reported by employers were: lack of locally 
available education and training (32.7%); needed training does not exist anywhere 
(21.5%); and an inability to free up employees to attend education or training (20.9%). 
The most popular responses to the question of how service providers could enhance 
their delivery were: flexible scheduling of programs; online/videoconference formats; and 
modularized (small chunks) programs. 
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• Half of employers invest in 1 to 25 hours of job-related learning per employee per year; 
23.7% indicated 26-100 hours per employee per year; and 11 (5.4%) employers 
indicated they provide 100 hours or more of training per employee per year. 

• Almost two-in-five (59.7%) of employers spend $1,000 or less per employee per year on 
job-related learning, including 11% or 22 employers who spend nothing on this. Twelve 
percent (24) of employers reported spending $2,500 or more per employee per year on 
such learning, including 6 employers who indicated $10,000 or more per employee. 

 
Retention 

 
• The top barriers to retention reported by responding employers are: having to offer 

steady employment; and providing the expected compensation. Surprisingly, 
“infrastructure” issues such as housing, community services, transportation and child 
care, as well as working conditions and retirements all were identified by only a handful 
of employers in each case.  

• Almost half (49%) of employers indicated a 5% or lower turnover rate, however over 
25% had a rate of 11% or higher. Eleven (6%) organizations did not know their turnover 
rate. 

• Surprisingly, 72.4% of responding employers reported zero retirements in their workforce 
in the last 2 years; of course there may have been other attrition from involuntary layoffs 
due to down-sizing. Ninety-one percent of employers predict that 10% or less of their 
workforce will retire over the next 2 years. 

• The most effective strategies for retaining employees identified by responding employers 
were scheduled wage increases (98 employers), extended benefits (75), career 
development and advancement and performance bonuses (67 each), and recognition 
and reward programs (65). 

 
Information and Planning 

 
• Information on government programs and labour market information specific to Campbell 

River and their sector were identified by 29.8% and 21.6% of employers, respectively, as 
types of information that would help them with their human resource activities. 
Information on emerging industries, declining industries and local demographics were 
seen as the most important types of labour market information for responding 
employers. 

• There was relatively low awareness of government programs among employers. The 
Targeted Wage Subsidy Program was recognized by 47.5% of employers, however 
even this is a low level of awareness. Even though earlier in the survey employers 
identified tax credits as a top type of assistance, only 52% of employers were aware of 
the BC Training Tax Credit Program, and 42% (or four-fifths of those aware of it) of 
these had not used it. 

 
Overall 
 

• Surprising levels of business confidence and evidence of resilience (maybe a feeling that 
the worst is over). 

• Turnover and retirements do not show up as an issue in the immediate future. 
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• A disconnect with education and training providers on a variety of levels. 

• Government funding programs including tax credits are sought after. 

• There are concerns about productivity in general as well as life skills for youth. 

• More specific, focused conclusions and recommendations to be in the analytical report.  
 
The employer survey and companion database are major legacies and deliverables of this 
project that will provide a strong foundation on which the CRDCC and community partners and 
the employer population will be able to draw from and on build on to produce many decision-
making tools and intelligence.. 
 
5.2 Other Primary Research 
 
The original work plan of the Workforce Development within a Rural Transitioning Economy 
project contemplated the employer survey as the main primary research vehicle. However, it 
was understood that some limited and focused amount of additional primary research would be 
useful for probing deeper into issues identified in the survey and to add value to the final project 
deliverable. It was assumed that this would complement and evolve out of the employer survey 
and ongoing discussions with Project Management Committee through the course of the overall 
project. It was assumed that focus groups and key informant interviews would be the vehicles 
used for such research. Focus group meetings and key informant interviews have now taken 
place involving the following individuals. 
 

Focus Group and Interview Participants 
 

Group Organization Contact 
Aquaculture Group B.C. Salmon Farmers Assoc Mary Ellen Walling 
Aquaculture Group B.C. Salmon Farmers Assoc Colleen Dane 
Aquaculture Group Brown's Bay Packing Co. Ltd. Tim Muldon 
Aquaculture Group Multicultural and Immigrant Services Association Rachel Blaney 
Aquaculture Group Creative Salmon Company Ltd. Clive Brown 
Aquaculture Group Discovery College Lois McNestry 
Aquaculture Group Aboriginal Aquaculture Richard Harry 

Group Organization Contact 
Aquaculture Group Marine Harvest Ken Crewe 
Aquaculture Group NIEFS Tina Gonsky 
Aquaculture Group North Island College  Cheryl O’Connell 
Aquaculture Group School District 72 Clay Carlson 
Forestry Sector Group Forestry Task Force Nigel Ross 
Forestry Sector Group Capacity Forest Management Corby Lamb 
Forestry Sector Group Campbell River Indian Band Chief Bob Pollard 
Forestry Sector Group Holbrook Dyson Logging Ltd. Ian Crompton 
Forestry Sector Group Local Truck Loggers Association Bob Lee 
Forestry Sector Group NIEFS Shannon Baike 
Forestry Sector Group North Island College  Cheryl O’Connell 
Forestry Sector Group School District 72 Clay Carlson 
Forestry Sector Group Strategic Forest Management Tracey O’Malley 
Forestry Sector Group Strategic Forest Management Tracey O’Malley 
Large Projects Group CR Hospital Foundation Stacy Marsh 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 37 

Large Projects Group Raven Coal Project Dan Berkshire 
Large Projects Group BC Hydro  Stephen Watson 
Large Projects Group Multicultural and Immigrant Services Association Rachel Blaney 
Large Projects Group NIEFS Shannon Baike 
Large Projects Group School District 72 Clay Carlson 
Large Projects Group Raven Coal Project Candy-Lea Chickite 
Arts Sector CR Art Gallery Carol Seeley 
Arts Sector CR Museum Lesia Davis 
Arts Sector Tidemark Theatre Guy Lapointe 
EcDev Community Futures Marc Crane 
EcDev Rivercorp Lorrie Bewza 
EcDev Rivercorp  Ben Chalmers 
Large Retail Business Home Hardware Kim Vokey 
Large Retail Business Thrifty Foods Jeff Ackinclose 
Large Retail Business London Drugs Warren Cook 
Large Retail Business Walmart David Hunt 
Small Retail Gourmet Essentials Jack Turley 
Small Retail Myers North Penney Cathy Voth 
Tourism Industry CR Visitors Centre Rhonda Harper 
Tourism Industry Painters Lodge/April Point Christine Flemming 
Tourism Industry CR & District Guide Assoc Harry MacDonald 
Tourism Industry Rivercorp Teresa Davis 
Overall Project  CRDCC Colleen Evans 
Overall Project NIEFS Doug Preston 
 
Focus Groups 
 
There were three primary sectors of economic activity that were identified as having a relatively 
high degree of certainty or opportunity to be cornerstones in Campbell River’s economy going 
forward creating employment demands/opportunities for the community of Campbell River and 
its citizens. They formed the basis of the three focus groups. They are: 
 
 

1. Aquaculture;  

2. Forestry Sector; and, 

3. A group of large projects contemplated for the Campbell River area. 
 
It is understood that success in these sectors will in turn lead to secondary and supporting 
employment opportunities. Therefore it is necessary to fully understand the employment 
dynamics for these primary sectors from both a demand side (employment anticipated) and 
supply support. 
 
Separate focus meetings for each of these sectors brought together their respective key 
representatives and educational/training providers from within the community.  
 
Key ingredients of the sessions included: 
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1. A predetermined invite list of participants, agreed upon by the Project Management 
Team and HCS; 

2. Attendance at the meetings ranged from 9 to 13 participants; 

3. Sessions were at least two hours in duration; 

4. An agenda was developed and agreed on by Project Management Team and HCS; 

5. Meetings took take place at either the Enterprise Centre or at NIEFS; 

6. Dave Bazowski (HCS) facilitated the sessions with admin support in each session 
provided by Rose Temple 

7. Meeting summaries were generated for each session. 
 
Key Informant Interviews     
 
There are a number of organizations/individuals that represent other important sectors/ 
opportunity areas for employment and economic activity in Campbell River. It was therefore 
proposed to conduct a set of key informant interviews to provide further primary research into 
these areas. Interviews focused on what could be added to the information base beyond what 
was learned in the Employer Survey. 
 
They Interview groups were as follows: 
 

1. Economic Development (Rivercorp and Community Futures); 

2. Large retail business representatives; 

3. Small retail representatives; 

4. Tourism industry representatives; 

5. Arts Sector representatives. 
 
Key ingredients for the interviews included the following: 
 

1. A predetermined list of participants, agreed upon by the Project Management Team and 
HCS; 

2. Sessions lasted one hour or more; 

3. Attendance at the meeting ranged from two to four participants; 

4.  Dave Bazowski (HCS) facilitated the meetings with Admin support provided by Rose 
Temple; 

5. Meetings were held at the Enterprise Centre or NIEFS; 

6. Interview summaries were generated for each session. 
 
The focus group and key informant interviews were held over a two-week period with 50 local 
individuals attending the sessions. The discussions were candid and productive. 
 
Common Themes that Emerged 
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Although there were comments and issues specific to the individual sectors a number of themes 
common to several or all sectors emerged which are highlighted below: 
 

1. Support for the overall initiative, and for the leadership roles played by the CRDCC and 
NIEFS in developing the project and overseeing the implementation process, was 
recognized by all the key stakeholders interviewed. 

 
2. There was strong consensus about the employer survey being very long but 

comprehensive. The sustainability of it going forward was viewed as positive. While the 
focus on one to three years out made sense in terms of reliability, there is a strong 
desire to visualize the economy and its needs five and ten years out and prepare for that 
longer term.  

3. There was excellent dialogue and networking that took place within the meetings by 
participants who either met each other for the first time or came up with concrete follow 
up ideas to pursue among themselves. This was especially evident between industry 
and educational representatives. 

4. There was strong commitment to hiring of Aboriginal people into the various industry 
sectors although cultural and social issues were identified as barriers. There were good 
examples of close collaboration. 

5. There was strong reference to the difficulty of filling management and leadership 
positions from within organizations relative to all other occupations. This reflected some 
need for variation in recruiting and internal development practices. The shortfall was 
particularly evident in large retail, tourism and aquaculture. 

6. Hiring of middle age to older employees had significant advantages over the hiring of 
young people in terms of work ethic, retention, commitment to community, and 
mentorship opportunities. 

7. Strong concerns were expressed about the readiness of local young people to take on 
the responsibilities of employment citing lack of life skills; an attitude of entitlement; 
indifference; and a rich resource town hangover effect. 

8. There was a general agreement about the optimism expressed in the employer survey 
by most that acknowledged that a corner was being turned. 

9. There was further agreement that the community was going to be very different and that 
how long the transition would take; the exact form of it, and an identity for the community 
were still question marks. 

10. There was a strong belief that there exists a well positioned and skilled workforce 
outside of the community working elsewhere or commuting that is “treading water” 
waiting for stable employment opportunities to emerge in Campbell River which they will 
return to. Quality of life considerations formed the basis of this dynamic 

11. The community of Campbell River is very misunderstood in terms of its assets including 
arts and culture. There is a need to better market and brand what Campbell River has to 
offer. The community will need to overcome the legacy of being one-dimensional (i.e. a 
resource-based community only). 

12. There were many comparisons made between Campbell River and Courtenay with the 
latter seen as very progressive in terms of its marketing ability; curb appeal; arts and 
culture; vibrant planning capability; large retail presence; and general livability. It was 
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pointed out that its population of over 60,000 compared to Campbell River’s 30,000 
created advantages for Courtenay.  

13. The nature of seasonal work in the community is very problematic on a variety of levels 
including low wages, ability to retain workers in spite of training investment, housing and 
accommodation constraints. These issues affect many sectors in the economy including 
forestry, retail, aquaculture and tourism.  A number of comments reflected employers 
being able to “share” part time workers. This related to offsetting seasonal opportunities 
for example in forestry, tourism, and retail. 

14. The integration of immigrants or new Canadians into the fabric of Campbell River’s 
workforce was viewed as both necessary and desirable going forward in most industry 
sectors. The issue of having new Canadians move from urban to rural environments was 
discussed. The Campbell River Multicultural and Immigrant Services Association is 
taking a lead role in BC in positioning Campbell River as a desirable rural destination.  

15.  There was a strong agreement that co-op or work experience programs that were 
anchored in relationships between educators and employers would be very beneficial 
and were lacking in many instances both in terms of secondary and post secondary 
connections. Understanding of such programs and focus on other issues related to 
economic survival has limited this opportunity up till now. 

16.  NIEFS was brought up repeatedly as an important service provider in the community 
either from experience or expectation going forward. NIEFS is seen as a key connector 
between employers and educators and a large group of those unemployed. NIEFS is 
recognized as an organization that has assisted job seekers, employers and training 
organizations with the development of occupational training and creating greater access 
to this training for displaced resource workers, immigrants, aboriginal people, persons 
with disabilities, older workers and youth. 

17. North Island College was referenced often in terms of programs that exist and in many 
cases as a potential partner for various initiatives. There was commonality of the belief 
that NIC must be nimble in adjusting its programming to meet both existing industry 
needs and those associated with the transition of the Campbell River economy including 
examples being forestry and large retail. 

18. There was a strong idea offered about the opportunity for NIC, the city of Campbell 
River, service providers, and the forest industry to develop a hands on forestry training 
program including a community forest work experience component. The former 
Malaspina-University College (now Vancouver Island University) was cited as previously 
having an excellent program that could be model.   

19. Vancouver Island University was cited by many participant groups as having excellent 
programs and courses being utilized by Campbell River employers. It was also cited as a 
good source of graduates for employment opportunities. 

20. There is a real convergence of large project construction expectations that will occur, 
beginning in about two years that will be potentially create great employment 
opportunities both in terms of primary occupations and the spin off multiplier effect on 
service providers. BC Hydro, mining projects, and hospital construction were cited. Other 
projects in Campbell River as well as in surrounding communities will stretch community 
resources to the limit. This “boom” may last three to five years. The question was asked 
what then? There is a window now to prepare for this huge economic shot in the arm. It 
was interesting to note that the various participants were learning about each other to 
some extent for the first time and expressed both willingness and need to work 
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collaboratively on training and employment initiatives in spite of the competitive 
atmosphere that will exist. A list of the major occupations required is circulating as 
initiated by BC Hydro. 

 
It is worthwhile to capture some key comments and excerpts from each of the eight meetings 
that took place as follows. The summaries of each meeting are provided in the community 
leaders’ own words because they are poignant and insightful. 
 
Forestry Focus Group 
         
“Forestry has an aging workforce with many workers reaching retirement age. There is a gap of 
trained workers as the new generation has witnessed their parents struggling in this industry 
and has chosen different careers as a result The perception is that forestry is finished. In fact it 
has evolved into a whole new industry. This needs to be communicated. Educators and industry 
have lost communication with students that forestry is thriving. Educators and industry should 
partner to improve this communication. 
 
The Provincial Government is looking at increasing stumpage fees. If this is done, it would be a 
detriment to the industry. With current fees there is a slim margin causing companies to operate 
very lean and therefore no money for training or for taking a chance on young inexperienced 
workers.” 
 
Large Projects Focus Group 
 
“The BC Hydro projects alone will entail 2,000 person years of employment over 5 years. If at all 
possible, it is more effective to hire locally for a number of reasons. Therefore, the community 
as a whole can jointly organize and prepare in order to ensure the best outcome for its 
workforce to meet the changing needs of employers. Industry has a couple of years remaining 
to train the youth for trades and other opportunities that will face labour shortages. Youth need 
to be enrolled in order to be trained in preparation for the coming projects. A connection needs 
to be made in order to leverage the information captured through the project’s database 
development and to provide it to local service and construction companies to make them aware 
of the extent of the construction bubble that is likely to emerge in the next two to three years” 
 
Aquaculture Focus Group 
 
“Campbell River offers access to market; however there might be better situations further north. 
B.C. has a moratorium and this may stop growth and we might even see contraction. B.C. has a 
different perspective than the rest of the world (not positive). Youth are open and accepting of 
the current aquaculture industry situation. The over 40 group is less accepting. This needs to be 
addressed as other countries offer the same quality of location and in some cases better. NIC 
has had a fish farm program for a number of years. Enrollment has suffered due to negative 
public perception around the industry. It is challenging to adjust curriculum to push back on this 
bias. NIC is working with the Ministry of Agriculture to develop curriculum for aquaculture in 
schools. NIC will be piloting an aquaculture leadership and management training program in 
Port Hardy.” 
 
Business Development and Retention Key Informant Interview 
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“We need to accurately assess the needs of business, and provide assistance to businesses 
that will facilitate business retention and business vitality. Today’s ignored businesses will be 
tomorrow’s newly attracted ignored business – workforce development is one need, but there 
are multiple, varied needs. The community leaders need to strategically link economic 
development, business retention and workforce development. 
 
There is a need to do resource asset mapping so that when a business says it needs access to 
local resources to be able to be productive, we can connect them with an appropriate resource.” 
 
“There is an opportunity for more formalized business retention and business attraction 
strategies to be discussed and undertaken by CRDCC and Rivercorp respectively. 
 
Workforce Development Key Informant Interview 
 
“A cultural shift needs to occur in our community that lifelong learning is not an option, it is 
mandatory and should be a personal responsibility.  
 
Employers need to recognize that it is not just the government’s responsibility to pay for 
employee training. Great employers and businesses invest in training; it may be hard to swallow 
during a downturn, but it has been shown time and time again that businesses who invest in 
training are often better prepared for growth and experience greater retention after a recession. 
 
Employees need to recognize that to be successful in an increasingly more competitive 
economy, a high school diploma will not be enough. Some employers are experiencing difficulty 
hiring in our community because the local labour force does not have the technical skill sets and 
basic education needs for available jobs.” 
 
Economic Development Key Informant Interview 
 
“The economy is causing difficulties for small business to access capital. Community Futures 
has funded approximately $25 million over the past 18 years. It currently funds $1 to $2.5 million 
in loans per year. 
 
“Campbell River has good transportation links to Vancouver. This gives this area access to 
creative industries and digital arts development. The airport expansion will bring us more 
business and the groundwork is done. Now is the time for marketing. Campbell River has an 
aging business population that has 50% over 50 years of age. We have the amenities to attract 
major industry including 6,000 acres of property with significant agricultural land, and waterfront 
land zoned industrial. Investors are interested. Previously we were the highest paid community 
in B.C. We will be a more balanced economy going forward. It appears we are back to pre-
recession times where there is a skills shortage. A sustainable plan for Campbell River area is 
in progress. We need to send the message that we are open for business. The plan should be 
clear that sustainable means economic considerations. Perhaps sustainable needs to be clearly 
defined.” 
 
Of very recent note is that Rivercorp has now announced to City Council on March 9, 2011, a 
pending agreement on project that have multiple sites and forms of green energy production. 
Part of the proposal with MacDonald Dettwiler and Associates calls for a pilot tidal energy 
project in cooperation with First Nations and the City of Campbell River. 
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Large Retail Key Informant Interview  
 
“Managers are more focused on Human Resource issues than ever before. Corporate programs 
are not as effective in smaller communities. The work ethic amongst youth appears to be more 
problematic in Campbell River than in other communities. There is a need for educators to 
analyze and address changing retail needs. Stores are getting a high percentage of retirees 
applying. North Island College is trying to make what they have work, but they need to change 
their programs currently offered to suit changing needs. There is a large untapped group of 
potential employees. Many are under skilled, under educated and lack confidence. They are 
sometimes intimidated or are afraid to apply. However, jobs do exist that utilize this group. 
Employment organizations and educators could help capitalize on this sector and in doing so 
assist in providing jobs to people who would otherwise be unemployable.” 
 
Small Retail Key Informant Interview 
 
“We need to define what Campbell River stands for. There is a need to make Campbell River 
more of a center for downtown shopping. Large downtown land parcels are bare and are an 
eyesore. We are a generation away from becoming known as an intellectual work force versus a 
labour work force. For small retail, the demand for products offered is the issue more than 
demand for employees. One representative indicated that it does not look for previous 
experience but instead looks for intelligence. 
 
Local school career counseling seems to focus on resource-based jobs. The small retail group 
offered the input that they do not need to focus on employee workforce issues as much as 
improving demand for their products: “Human resource support is more critical than employee 
training.” 
 
Tourism Key informant Interview  
 
“The Campbell River Visitor Centre reports that the number of tourists visiting the centre is 
stable. With respect to survey opportunities, participants are interested in knowing what the 
demographic is for people looking for jobs in Campbell River i.e. age, skill set etc. There is a 
strong sense by all attendees that fishing remains the dominant tourist draw which leads to 
other tourism pursuits be it golf, visits to restaurants, tackle shops or grocery stores. The 
“Salmon Capital of the world” remains an important brand. The majority of seasonal job 
applicants seek jobs that offer gratuities to compensate for low wages. One large resort noted 
that in past years 60% of clientele was corporate but now that segment has dropped to about 
20%. Given the seasonal nature of much of the tourism sector, the challenge is to find 
affordable housing rental accommodation for low paid employees. Availability of qualified fishing 
guides is an issue. They are dropping out of the business because of a lack of ability to support 
themselves year round combined with the added cost of certification and boat modifications.” 
 
Arts Sector Key Informant Interview  
 
“Participants were surprised to find that retirement was not a prevailing issue in the survey. 
They were also surprised that healthcare was not an issue given the public controversy about 
hospital location, etc.” 
 
Museum clients have commented that they did not know that Campbell River is as big as it is or 
that it has as many amenities as we do. Survey results recognize the quality of life we have but 
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only people who live here seem to know it. Funding is a major issue for Arts sector 
organizations. For example, the Campbell River Art Gallery will be losing 12% of its funding, 
$3000 this year, $24,000 next year and $31,000 the year after. 
 
An aging workforce is a concern for this sector. Workers have specialized skills that are difficult 
to replicate. One employee with a master’s degree in archeology will retire soon and be very 
difficult to replace with current salary levels. Much of the employment base in the Arts sector 
involves volunteer or part time workers. The Campbell River Museum has approximately 36,000 
visitors per year. The Campbell River Art Gallery has annual visits of about 21,000 The 
Tidemark Theatre has annual attendance of about 15,000 with 50% being local residents. Their 
growth in employment is on the basis of increased hours for existing employees rather than new 
employees.” 
 
The focus groups and interviews with representatives of key Campbell River industry 
sectors were important for both validating some of the survey findings and uncovering 
new insights on employer and workforce needs and potential strategies. 
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6. Findings and Conclusions 
 
The CRDCC Workforce Development Within a Rural Transitioning Economy project was 
designed to conduct research to describe the existing, declining and emerging industries and 
employer base of Campbell River community and those occupations that are in demand, 
transition, or decline. The project intent was to identify the needed skills and training for these 
occupations as a vital component to creating a business-enabling environment in Campbell 
River and surrounding area and to develop a workforce development strategy based on the 
Community Workforce Development Accord spearheaded by the CRDCC and NIEFS and 
supported by key municipal agencies and a core group of employers, education and service 
providers and community cultural and social agencies. 
 
The main motive for this project was to address the critical need for accurate, current, evidence-
based information at a local level – information to accurately describe the local human resource 
needs of employers as reflected in the changing business, economic and demographic shifts in 
Campbell River and the broader Island region.  The intention of the project was to provide a 
viable tool to assist employers with their human resource planning, assist job seekers with their 
employment, skill development and career decision-making, and assist with the retention of 
existing businesses and industries as well as the attraction of emerging industry sector 
businesses.  The key outcome from the database is to enable the on-going collection, analysis 
and distribution of demand-side labour market information by CRDCC, generating capacity for 
further local research and project implementation as the transitioning economy evolves. The key 
findings will be linked into the broader development of the Coordinated Workforce Development 
Strategy in Campbell River that is being led by NIEFS and community partners. 
 
In summary, a comprehensive business information and labour market database has been 
established to: 
 

• Describe the employer base of the Campbell River area and occupations that are in 
demand, transition, or decline and the needed skills and training for these occupations as 
a vital component of creating a business-enabling environment.  

• Develop strategies based on research and consultations with key stakeholders in order to 
address the imbalance between the skills, abilities, and development potential of the 
available local labour force supply and demands of local existing businesses and 
emerging industry sectors. 

 
Through secondary research, the extensive employer survey and follow-up primary research the 
project consultant HCS, under direction of the Project Management Committee, has compiled 
for the Campbell River area: 
 

• Existing, declining and emerging industries and occupations; 

• Skill development needs of the local labour force relevant to current and future labour 
market demands; 

• HR skill development needs of the employer community to ensure the attraction and 
retention of a qualified workforce; 

• Needed training and skill development supply systems to support employer and 
employee human resource development planning and implementation to address 
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current human resource gaps and to develop approaches for meeting projected skills 
and labour force needs over the next several years. 

 
Based upon the review of existing reports and analysis, the results of the employer survey and 
subsequent key focus groups and informant interviews – all of which engaged key Campbell 
River employers, service providers and community stakeholders – the project consultant 
highlights the following findings in support of economic transition and workforce development. 
 
Essential Industry Development 
 
Forestry and Mining 
  
History and geographic location dictate that these natural resource industries will remain as key 
components of the local economy.  Increasing worldwide demand for forest products and 
resource commodities will spur recovery of these industries.  The work of the Taskforce on the 
Future of Forestry is a solid foundation for the development of sustainable forestry practices and 
wood products processing.  The impending Raven Coal Project and continued mineral 
exploration on the North Island are signs that the mining industry will grow in importance and 
impact on the local economy. 
Aquaculture 
 
Both fin and shellfish farming and harvesting are growing local industries. Campbell River is 
headquarters for Marine Harvest Canada, Grieg Seafood BC Ltd. Mainstream Canada. There is 
a major cluster of shellfish operations, which employ 700-1000 workers in eastern Vancouver 
Island and the coastal mainland as well as supporting an additional 600 jobs related supply and 
service occupations.  Advances in closed containment technologies in the area (Agrimarine 
Holdings), changes to provincial regulation and increased consumer demand will see 
aquaculture grow in economic importance. 
 
Tourism and Hospitality 
 
The growth of recreational and adventure tourism is spurring local growth.  Mount Washington is 
expanding as a winter destination and sport fishing, through companies like the Oak Bay Marine 
Group, are enhancing Campbell River’s reputation as “The Salmon Capital of the World.”  As 
well, as arts and culture sectors grow, cultural tourists are attracted to the area.  Other key 
aspects of tourism development include the development of a marketing strategy and tourism 
attraction communications plan and inclusion of First Nations cultural activities as part of the 
overall sector strategy. 
 
Clean Energy and Major Project Development 
 
Run of river, solar, wind and tidal energy developments are underway in the Campbell River 
area.   Coupled with expansion of hydro-electric operations, there is the potential of over 4000 
person years of employment in the next five years.  Government-mandated reductions in 
emissions and clean energy developments will spur growth in this sector of the economy.  The 
recently announced sale of Plutonic Power to Magma Energy with the potential of additional 
investments in the Upper Toba project is an example of projected growth in the alternative 
energy sector. 
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Most recently, for example, funding was announced for the City of Campbell River to conduct a 
tidal power feasibility study (March 18, 2011 News Release, Federation of Canadian 
Municipalities, City of Campbell River and Natural Resources Canada. FCM’s Green Municipal 
Fund Supports the City of Campbell River’s Tidal Power Study). Discover Passage is an area 
with high potential for tidal power development, and the City has indicated it will move forward 
with a small demonstration project if tidal power proves feasible in the area. This is potential the 
“tip of the iceberg” and, in the long-term, tidal power could be part of Campbell River’s “clean 
energy” future. 
 
Health and Public Services 
 
The health sector and the broader public/government sector is a large employer group in 
Campbell River, and it will continue to grow with an aging population. The construction of a new 
hospital in Campbell River will also attract professionals with attendant economic impacts on 
local businesses. As well, federal, provincial, regional and local government agencies and 
educational institutions will continue to provide a steady employment foundation to the Campbell 
River area.  
 
 
 
Construction  
 
Major projects and expansions of the previous highlighted industry sectors will drive 
construction growth and the demand for skilled trades workers. Examples include airport 
expansion, hospital construction, and major project developments (e.g. Catalyst site 
redevelopment, John Hart Dam, alternate energy expansion). Also, the extent to which 
Campbell River is successful in attracting and retaining youth, skilled workers, retirees and 
families could stimulate sustainable residential construction activity. 
 
International Education and Cultural Sectors 
 
International student programs at the college and high school level are set to increase. 
International Education programs are significant new economic development activity that should 
be considered a new export. Roslyn Kunin & Associates (2011) estimates the value of an 
international students economic contribution to a rural community as $30,000 per full time 
student per year. Campbell River is currently expanding it’s k-12 International student programs 
for students from China, Vietnam, Taiwan, Germany and continues to develop its partnership 
with the Korean Edos International student program based out of Lakeview Educational 
Residential campus located 15 minutes north of Campbell River.   
 
The cultural sector, particularly film and new media, have the potential to positively impact the 
local economy. Over 90 business licenses were issued to companies involved in film 
development, new media, arts and entertainment in Campbell River in 2009, and the city is 
home to the Vancouver Island North Film Commission and several communications small 
enterprises. It is estimated that the sector employs a thousand workers on a full or part time 
basis and contributes about $17 million in annual spending to the local economy.  
 
Economic and Workforce Development Issues 
 
Economic Issues 
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The re-emergence of the forest sector from recession and its importance to Campbell River 
holds significant positive impacts, but its success will be based on structurally transforming from 
traditional harvesting to more competitive and value added operations.  This will require workers 
with different skill sets. 
 
The impact of technology on all sectors of the economy will continue and will place particular 
demands on small enterprises to remain competitive, requiring increased investments in 
equipment and upgrading employee skills.  There is currently a growing mismatch between the 
existing skills of the local labour force and job openings. 
 
The importance of supporting and strengthening the small business sector, especially new 
business start-ups, must be emphasized.  As they grow, new businesses are job creators, both 
directly and indirectly; and serve as “beacons” for attracting investors and entrepreneurs to the 
community. As well, Community Futures Strathcona conducted a survey of 130 Campbell River 
business owners in 2010 and found that 63 percent are over the age of 50 and planning to retire 
in the next 5-10 years. Of these, 31 percent plan to close their business and not sell or transfer 
it.  In this context, 78 percent of the owners have not identified a successor and 71 percent do 
not have a succession plan. From another perspective, business ownership in Campbell River 
presents an opportunity to market self employment to youth, in-migrants from other parts of 
Canada and international immigrants.  
 
The demographic impact of an aging population requires concerted efforts to attract new 
migrants, and equally as important, to implement strategies to retain young people who leave 
the community to pursue educational and career opportunities and don’t return.  Another 
element of addressing the age demographic is engaging the First Nations populace in training 
and employment. Not addressing these issues leads to a declining community tax base and a 
subsequent loss of services causing further out migration. 
 
 Workforce Development Issues 
 
There is growing recognition among employers that ongoing skills development is a requirement 
for business success and a willingness to invest in employee training and upgrading. Equally, 
there is a strong demand for local, flexible and cost-effective skills training delivery. The new 
resource committee must develop an action plan that builds on this growing awareness and 
supports local workforce development.  NIEFS has developed a model for implementation of the 
Community Accord that graphically demonstrates a comprehensive workforce development 
process. 
 
This model emphasizes: leadership among community organizations; the need to utilize all 
available sources of human resources; collaboration and partnerships among key organizations; 
and community-based labour market information with which to make decisions and take actions. 
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Source: NIEFS, 2011 
Approaching workforce development by incorporating the key processes identified by NIEFS will 
go far to address the issues raised by employers through the survey and follow-up key 
informant interviews.  Employers are frustrated with the lack of foundation skills of new entrants 
to the labour force. Basic decision-making, literacy, numeracy and communications skills are 
lacking among young people just leaving school.  Knowledge of the workplace and positive 
attitudes towards employment are also raised as issues with younger employees.  Solid 
partnerships between employers and educators need to be developed to better align future 
employment opportunities with the skill-sets being developed in the education system. 
 
While there are some dual credit and employer/secondary school partnerships already, there is 
a great opportunity to develop this further. Both the employer survey and key informant 
interviews made clear that employers, both large and small, are prepared to become more 
involved.  Work experience training at the secondary school level can focus on a variety of 
occupations and not only the trades areas. There is a gap of students understanding the 
workplace environment as well as the foundation skill expectations of employers. Employers are 
not participating at all with the school system on work experience and career opportunities.  
Many employers are not even aware of these types of programs.  
 
Another major workforce development concern is retaining skilled workers laid off from jobs in 
the forest sector. As NIEFS has found, forestry workers have skills that are in demand, and with 
focused training assistance are very marketable to employers in other industries such as oil and 
gas and shipbuilding and repair.  Of 217 forest workers who completed training during the past 
year, NIEFS reported that 73 percent were re-employed within 12 weeks of completing.  These 
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workers are a valuable employee resource to local businesses and a coordinated effort is 
required to ensure that they are not lost to the community.   
 
Workforce Development Strategies 
 
The following priorities for workforce development were identified by participants in the survey 
and during the subsequent focus groups and key informant interviews: 
 

• Employers need to take a vested interest in training institutions and training institutions 
must do a better job in connecting with employers and addressing their needs. 

• Support for school to work transition is fundamental to retaining youth in Campbell 
River as funding changes to school districts have caused significant reductions to 
career development and work experience placements.  These supports must be rebuilt. 

• The benefits to smaller employers of supporting co-ops, work placements, 
apprenticeships and internships must be promoted.  The use of newspaper articles, 
news releases is an important tool in raising awareness and engendering support. 

• On a community level, there is a need to link and promote economic development, 
market opportunities, business retention and workforce development. 

• The employer survey has produced a comprehensive community business database, 
and it needs to be updated on an annual basis and be used as a measuring tool for 
assessing business and economic transition. 

• The Workforce Development Community Accord is a recognized and supported model 
for aligning strategies that link business, economic and workforce development. 

• Leading employers from key sectors must continue to be involved in implementation of 
workforce development strategies in partnership with business development, 
employment, training, First Nations, and community organizations.  The Future of 
Forestry Taskforce is a good model of this involvement. 

• An ongoing needs assessment plan should be put in place to ensure that ongoing 
business and workforce development activities continue to address the immediate skills 
requirements of employers.  

• A community labour market information system to support community capacity building 
needs to be implemented based on the current database.  This would include: 

o Accurate descriptions of the local community and business structure; 

o Ongoing collection and sharing of data from future surveys; 

o Detailed analysis linking local labour market information, employer demand 
requirements and labour supply availability. 

• To ensure the continued commitment from all stakeholders, the Implementation 
Committee for Workforce Development should be expanded to include more employer 
participation and remain as the key driver of the Coordinated Workforce Development 
initiative. 

• The CRDCC is the logical body to facilitate business retention strategies being 
implemented. 

• The CRDCC is the logical body to manage the business database, business retention 
and survey tool. 
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• NIEFS is a recognized leader in linking job seekers with skill development that meets 
employers’ human resource needs.  With the creation of the new BC employment 
program and “one stop employment centres” NIEFS should take the lead in integrating 
programs and employment services to meet local labour market priorities. NIEFS has 
been leading the development of Coordinated approaches to workforce development in 
Campbell River and the community linkages that will support it.  

• The CRDCC, Rivercorp and NIEFS should discuss resource requirements and funding 
sources for ongoing maintenance of the database critical to their respective mandates 
of business development and retention, economic development and workforce 
development respectively. 

• The CRDCC should lead the development of a funding proposal for ongoing 
maintenance of the database and a dynamic information system and seek funding 
sources in collaboration with community partners. 
 

The work of the CRDCC has been instrumental in information management, project 
development and stakeholder coordination in developing a community database that accurately 
describes the employer base of the community and provides baseline data for understanding 
business and economic change. It is recommended that the Chamber continue to take the 
leader’s role in bringing together key stakeholders in support of an enabling environment for 
business success. Success in implementing a workforce development strategy for Campbell 
River is dependent upon all key organizations and stakeholders working together and 
complementing each other’s strengths and resources.   
 
The Workforce Development Community Accord is a key focus for next steps in implementing 
the strategy, and NIEFS should provide leadership in ensuring goals and objectives of the 
Accord are addressed, as well as continuing to partner with the CRDCC in linking labour market  
and human resource development priorities with the changing needs of business. 
 
The database of business and employer workforce skill requirements captured in the Campbell 
River Employer Survey should prove to be a valuable tool to assess progress as the business, 
economic and workforce development strategies evolve. In particular, the large portion of SMEs 
with 50 employees or less – including home-based businesses – surveyed should provide a 
framework for local workforce and skills development as the community transitions to a more 
diverse economic base.  As well, the employer survey and database and subsequent primary 
research follow-up should delineate planning, education and training, and worker retention 
priorities for the Chamber and community agencies and service providers to focus their actions 
and initiatives upon over the short and medium term and provide a consistent model for 
information sharing. 
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7. Moving Forward: A Framework for Action 
 

 
 
This Project has served to provide many informational pieces including: 
 

• Historical context of the community/city of Campbell River in terms of its economy and 
economic history; 

• A thorough collection of secondary research that informs about all aspects of the 
economic fabric of Campbell River, especially with respect to past, present and 
opportunities; 

• Development of a centralized employer data base that incorporates the content of 
databases maintained by the City, Rivercorp, the CRDCC and others; 

• The results of a comprehensive employer survey that provides an extensive workforce 
development data base that is both current and specific to Campbell River, the only one 
that exists; and, 

• The results of the collective comments and observations emanating out of a series of 
focus meetings and key informant interviews. 

With the foregoing to rely on, a number of opportunities for action going forward have been 
identified and are summarized below. 
 
The sustainable database and survey process 
 
The project made use of the excellent existing business and employer data bases that have 
been created to fashion an annual employer survey that will be focused on emerging business, 
economic and workforce issues in and around Campbell River. The survey should build on the 
2010/11 survey results to fill gaps identified. Consider key questions from the initial survey to be 
repeated such that trends can be observed from the initial benchmarking. The survey should be 
focused and concise in nature to encourage the greatest participation possible and enable a 
rapid response to high priority business and workforce development needs.  
 
Efforts should be taken to engage those sectors that were less represented in the initial survey 
especially the public or government sector of employers. Consideration should be given to 
dividing the survey into size demarcations of large medium and small. There is great public 
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value and return on investment in utilizing the survey to continually assess high priority business 
retention needs.  
 
CRDCC should ensure that there is good database storage, sharing, and simplification 
wherever possible. There are two key types of reports that should be generated from the 
employer survey database for use by business and other employers and community service 
providers in Campbell River. First, for industry sectors that had sufficient response rates (~10 or 
more), sector profiles could be created. Other reports by size of company and other variables 
can also be created. Second, companies could access the database to do benchmarking 
comparisons. If resources cannot be secured from governments, the Chamber should consider 
offering these reports on a cost-recovery basis. 
 
Ongoing funding to maintain this initiative is a priority requirement.  The CRDCC supported by 
NIEFS and other community partners, should take the lead in exploring funding support 
opportunities at the local, provincial and federal levels. 
 
There appears to be opportunities for greater collaboration in collecting and sharing data base 
information between the City of Campbell River, Rivercorp, the Chamber of Commerce and 
NIEFS in particular. This project has provided an excellent start for this to happen.   
 
Fall is the best time to conduct the survey when employers are reflecting on past performance 
and future needs through budgeting processes (for those organizations which work on a 
calendar year basis). 
 
An “electronic library” location for storage and collection of secondary research that has been 
developed for this initiative should be created; such information will continue to become 
available from a variety of sources. It is valuable for community stakeholders or future projects 
where resources can be better utilized to focus on primary research.  
 
Linking to The Workforce Development Community Accord 
 
This recently proclaimed Community based multi stakeholder initiative provides an excellent 
framework within which to develop concrete action plans that will support the changing 
economic landscape in Campbell River. It is important that organizations be united and efficient 
in their action planning and implementation processes. This Accord cannot be allowed to “sit on 
the shelf.” It is a call to action but relies on key stakeholders and organizations’ involvement to 
complete an action plan that contains “measureable and reportable outcomes” The current 
project fit well into the four primary objectives identified in the Accord, in particular Section 2.9.2. 
“A coordinated approach to collecting, sharing, and disseminating community-based economic 
and labour market information.” 
 
The Accord and workforce development needs to be adequately featured in the Sustainable 
Official Community Plan. 
 
The Primary Collaborative Model – “A Three-Cornered Compact” 
 
Clearly there are three key workforce organizational participants that form an interactive 
relationship that will produce the best results for work force development if performing in an 
efficient and collaborative manner. 
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Out of the focus group and key informant interview process it seemed that a working group that 
connected “the triangle” is in order. Its composition and representation could be as follows. 
 
 
 
 
 
 

 
There would be no more than one representative from each organization as part of the overall 
Steering Committee but subcommittees in support of specific sector initiatives could be formed 
and function efficiently. Terms of reference should be established.    
 
There are a number of action opportunities to make this model work effectively. 

Employers 
Private sector 
Public sector 
Community 
Aboriginal 

Education & Training  
Secondary Schools 

VIU 
NIC 

Private colleges 
Apprenticeship training 

Service Providers 
CRDCC 
NIEFS 

Rivercorp 
MISA 

HR professionals 
City  

Employers  Educators  Service Providers 
Forestry VIU CRDCC 
Aquaculture NIC NIEFS 
Mining School District 72 Community Futures  
Tourism 
Small and Large Retail 

Discovery Community 
College 

Rivercorp 

Green Energy/Power 
Construction 

North Island Aboriginal 
Training Society 

MISA 

New Media/Technology 
Arts and Culture 
Niche sectors 

Other(s) Other(s) 
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School to work transition programs 
 
A very large research finding highlighted the issues associated with youth entering the 
workforce in Campbell River. It was clear that some students lack the knowledge and 
understanding of the opportunities available to them in Campbell River and or lack the skills, 
both soft and technical to be considered as primary and capable candidates for positions going 
forward. Employers in all fairness have been focused on survival, rebuilding, and business 
issues more than connecting with students. Perhaps educators have not been persistent and 
persistent to get the attention of employers. In any case there are a variety of programs that will 
connect students and employers that need to be implemented taking advantage of new and 
building relationships between the “triangle” partners.  
 
The basis of these programs involves getting into each other’s worlds!! Therefore it is 
recommended that in consultation with the service providers and educators a process is 
identified that will enable businesses within each industry sector to form an action plan strategy 
that will incorporate the following: 
 

• Co-operative education programs at the post-secondary level; 

• Work experience programs at employers locations; 

• Dual credit apprenticeship opportunities in secondary schools; 

• These aforementioned programs must focus on small to medium employers and sectors 
(i.e. small retail beyond the big ones like forestry, aquaculture, tourism and mining);  

• Employer involvement in Planning 10 and grade 12 career path/job counseling programs; 
and, 

• Development of soft or life skills courses or segments of the Planning 10 and Grade 12 
programs that have employers or more importantly recent graduates and young workers 
come into the class rooms to tell it like it is. The younger workers will better identify with 
the students. 

 
The project and various focus meetings and key informant interviews have created focus or 
networking opportunities to encourage these things to happen.  
 
General focus on training and education 
 
Both the employee survey and stakeholder meetings cited good examples of existing 
collaboration between employers and educators and significant opportunities for additional 
linkages. This is an ongoing process that now needs to be ramped up to address the barriers 
identified in the survey including flexibility, costs and willingness to engage. It has become clear 
that employers will need to devote greater budget expenditures to training to replace 
government programs that will be less and less financially supportive. It is suggested that the 
outcomes from this project serve as the basis for future project development to address training 
requirements. It becomes a business imperative for employers to competitively and efficiently 
undertake their deliverable bottom lines. It is therefore recommended that employers and 
trainers work closely together in their part of the triangle with support and facilitation from 
service providers.      
 
Service providers working together 
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Each of the service providers referred to as examples in “the triangle” have unique and yet 
interactive roles to play in the function of creating a business enabling environment conducive to 
workforce development in support of business retention and economic growth. Some are 
perceived to be stronger than others or are going through change. It is suggested that a 
coordinating role be created and focused on employer support. It is suggested that the CRDCC 
is best positioned to do this. 
 
Large Project Preparation 
 
It is clear that there are a number of large projects that are realistically and with a significant 
degree of certainty going to develop in Campbell River. Several of these construction projects 
will occur at the same time beginning in less than two years and continuing for 3 to 5 years. This 
will create thousands of people years of work; significant multiplier effects on the service and 
supply sectors in the community housing and accommodation opportunities/challenges; 
employment and business opportunities. The degree to which the community prepares for these 
events in a collaborative way beginning now will have a large effect on how much of this 
opportunity is realized in Campbell River versus leakage to other communities and employers. 
 
The CRDCC has taken a leadership role to develop a collaborative partnership between BC 
Hydro, VIEA and BC Construction Association to support a new procurement model for the BC 
Hydro John Hart Dam project and new opportunities to prepare Campbell River to compete.  
This partnership will link to other community partners and  will lead into support for other large 
projects. 
   
A large project preparedness plan should be prepared immediately under the stewardship of 
project participants/representatives and in keeping with the “three part” organization referred to 
and recommended above. The focus should be on the action steps and planning that can be 
done with people infrastructure, social services and use of time now to greatest advantage in 
preparation for the tidal wave. 
 
 
Forestry 
 
Forestry has been and will remain one of if not the key sector of the economy going forward 
beyond the large project effect in the near term. The work of the Future of Forestry Task Force 
is a solid example of the opportunities that need to be addressed.  It is clear on a Provincial, 
regional (coastal) and Campbell River level that there is a chronic shortage of people available 
for the logging part of the industry just now. There is significant retirement, market growth, and a 
large number of former employees who have moved on to other pursuits. As the industry 
rebounds lack of experienced employees will become a strategic challenge. The focus group 
was very positive about Campbell River’s distinct advantages to be the north island hub for the 
industry going forward. In order to create the necessary employee base there needs to be 
strong encouragement to young entrants and former employees that there is a sustainable turn 
around.  
 
In the focus group there was a concept that gained quick buy in from those in attendance: A 
Campbell River based Forestry Training Centre. It is proposed that North Island College in 
collaboration with the industry, the City of Campbell River, and perhaps the Government of B.C. 
build on programming already available through the College to develop a more comprehensive 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 57 

and hands on Forestry program that includes use of appropriate community forest resources for 
hands on equipment and logging methods training. There was such a school and program 
through the former Malaspina University-College before it was re designated as a university and 
the economic downturn curtailed many training programs.  
 
With respect to the value added side of the forest industry there will likely be further 
developments around the Catalyst Mill site. As well there is interest in development of a forest 
cluster type of business arrangement based on multiple product configurations. 
 
Industry to industry collaboration/mentoring with small business 
 
Through the course of the primary research meetings there were numerous examples of where 
industries could develop collaborative working relationships with each other in terms of 
employment opportunities and training. It is likely that some level of human resource committee 
representing various Campbell River employers existed in the recent past but is likely become 
dormant through the down turn and changes in the CR economy. With new businesses 
operating and large projects projected it is recommended that a Human Resource Committee 
be re established with training and education as a key focus. An example of a commonly cited 
need was for leadership/management training.  The suggestions on creating a business-
enabling environment from the Future of Forestry Task Force Report are good examples to 
build on by other local industries. 
 
This committee could offer in kind support to small and medium business operators not able to 
afford on site HR support.  
 
Culture, the Arts, and downtown “vitalization” 
 
Although not a direct aspect of employment and workforce development it needs to be noted 
that there was wide spread commentary about negative perceptions about certain aspects of 
Campbell River. They ranged from a limited and uninteresting down town core; very little night 
life; perception of limited arts and culture. These types of concerns were raised in conjunction 
with attracting and retaining employees, especially young people. It is recommended that the 
City in its planning continue to focus on its marketing of the many arts and cultural activities 
available and downtown residential development considerations. Shortage of accommodation 
was cited as a major deterrent for seasonal employment in all sectors.  Perhaps home owners 
renting out accommodation is an option to be pursued in a systematic way by stakeholders 
including employers. 
 
It should be noted that there were also many comments about the very positive aspects of the 
community and surrounding area that draw perspective employees to Campbell River.  As well 
the City of Campbell River is completing a Sustainable Official Community Plan that recognizes 
the importance of the Workforce Development Community Accord.  The Community Plan also 
addresses the importance of economic and business development. 
 
Linking to Resources outside of Campbell River  
 
Campbell River is linked to Vancouver Island, Vancouver, B.C., Canada, and the world. The 
linkages to develop industry sectors such as tourism and creative industries and indeed all 
sectors need to be exploited. 
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Campbell River stakeholders – particularly its lead organizations such as the CRDCC, NIEFS 
and Rivercorp – should continue to play an active role in VIEA and industry associations that 
are focused on creation of workforce data, creative solutions to looming shortages, and creative 
training options.  
 
Employers must drive the bus  
 
If we believe that job creation is the best way to grow our economy and therefore our tax base 
we must encourage the key sectors in Campbell River today and tomorrow in their development 
and therefore job creation. In that regard, employers must continue to be continuously engaged 
as they have been in this project to identify their needs and support the fulfillment of those 
needs wherever possible from within Campbell River or in the attraction of people to Campbell 
River but they must continue to be encouraged to address and achieve their workforce 
development needs through productive partnerships. 
 
In conclusion… 
 
The importance of recognizing that the key asset of a database that community partners will 
have available to them for key indicators and trends at a local level cannot be underestimated. 
Information gathering at a local level through a survey tool to accurately describe the Campbell 
River community on an annual basis is key to supporting on-going workforce development and 
business retention efforts. The emphasis on collaboration and building alliances to support 
workforce, business and economic development through multiple lenses (i.e. strategic planning 
and priority-setting, coordinated workforce development, coordinated business development, 
coordinated economic development, coordinated welcoming communities, etc.) will be critical to 
the future of Campbell River. 
 
More specifically, the authors of this report believe that many tangible benefits to the Campbell 
River community will result from this project – the survey data and database – and the sustained 
follow-through of it and the recommendations: 
 

1. Sector profiles can be developed for key industries; 

2. Individual employers can benchmark their HR performance/practices against their sector 
average or range; 

3. Up to date data with which to make workforce and business decisions; 

4. Up to date data on training/skill needs by sector, etc. for education/training/employment 
service providers; 

5. Being a leading edge community in terms of labour market/business intelligence; 

6. Provide data with which to periodically develop and implement workforce, business 
retention and economic development strategies; 

7. Community workforce planning – how can you plan where you are going as a community 
if you do not have a current profile of your workforce and businesses/employers? 

8. Provides useful data for those planning and coordinating major projects; 

9. Such current and detailed data is necessary for any business attraction strategies; 

10. The community needs a benchmark as a community in order to measure progress over 
time – how can you measure progress is you don't have a reliable baseline? 
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The authors of this report (the Project Consultant Team) have been impressed by the positive 
attributes among the many economic leaders in the community that have participated in this 
initiative. This is reflected in good will, hard work, optimism, a positive vision, and a “can-do” 
attitude about moving forward and getting the job done. The next few years will be a pivotal and 
exciting period for Campbell River. With the many expanded and new economic activities 
happening and on the horizon, the key will be how these opportunities are seized and realized, 
while managing or countering the community’s inherent weaknesses and external threats.  
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Appendix A: Campbell River Major Projects Inventory 
 
(Provided by North Island Employment, March 2011) 
 
 
The BC Major Projects Inventory lists major capital projects throughout BC over $15 million in capital cost, 
or $20 million in the Lower Mainland for mining, oil and gas, manufacturing, transportation, utilities, hotel 
and residential construction projects. 
 
The list below builds on the BC Major Projects Inventory and includes smaller scale developments in the 
Campbell River area estimated to be over $3 million. Broadening the scope to include projects over $3 
million allows us to better track local developments that will impact our community and possibly provide 
employment opportunities. 
 
Development Listing 
Project Name: Project Description: 
 
BC Hydro 
 
John Hart Replacement 
Project 
 
 
 
 

 
In the community for over 60 years, the life of the John Hart Dam is 
nearing completion. A complete replacement is necessary. The bulk of 
the project is to replace the above-ground pipelines with a two-
kilometre underground tunnel, and construct a new powerhouse 
beside the existing one. 
 
BC Hydro estimates this project will begin construction in late 2012 
and take 5 years to complete generating approximately 2000 jobs 
throughout the life of the project. 
 
 

Status: Proposed 
Estimated Cost: $1.35 billion 
Estimated Start: Winter 2012 
Estimated Finish: 2017 
 
Project Name: Project Description: 
 
Vancouver Island Health 
Authority 
 
New Campbell River Hospital 
 
 
 
 

 
The Campbell River hospital project is currently in the business case 
phase. The new hospital will be built on the existing site at 2nd Ave with 
construction slated to begin in 2012 and lasting approximately 24-36 
months. 
 
The new hospital Campbell River hospital will provide construction 
employment initially, as well as increased opportunities in health care 
once the facilities are operational. 
 

Status: Proposed 
Estimated Cost: $240 million 
Estimated Start: 2012 
Estimated Finish: 2017 
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Project Name: Project Description: 
 
Compliance Coal 
 
Raven Coal Project 
 
 
 

 

Although this project is technically part of the Comox Valley, the size 
and scope of the project would have significant impacts on the 
Campbell River region in terms of possible employment. 

Project has completed test drilling and is estimated 1.4 million tons of 
coal per year. In December, the federal government determined it 
would not initiate a federal review panel of the project - allowing the 
project to continue proceeding through its process. 
  
This project would create approximately 200 construction jobs, 335 F/T 
mine, port and transportation jobs and 500 indirect jobs paying out 
approximately $30-35 million in salaries and wages per year.  
Construction could begin as early as third quarter 2012 with full 
operation by late 2013. The mine life is expected to be approximately 
16 years. 

 

Status: Proposed 
Estimated Cost: Undisclosed 
Estimated Start: Fall 2012 
Estimated Finish: Winter 2013 
 
Project Name: Project Description: 
 
Green Island Energy/Covanta 
 
Waste to Energy Plant – Gold 
River 
 
 
 

 

Green Island Energy and Covanta have proposed to convert the old 
Gold River pulp mill into a waste-to-energy electricity generation plant.  
Project would be developed in two phases: 

1. Reactivation and upgrade of existing power plant infrastructure 
2. Refurbishment of existing recovery boiler.   

If long term contracts are secured with Metro Vancouver the project 
could create hundreds of direct construction jobs during the 36 month 
construction period and over 100 full-time operating jobs once up and 
running.  We would also see an increase in marine requirements for 
shipping. 

 

Status: Proposed 
Estimated Cost: $500 million 
Estimated Start: Fall 2010 
Estimated Finish: 2013 
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Project Name: Project Description: 
 
City of Campbell River  
 
Airport Expansion 
 
 
 

 
The Campbell River Airport is expanding with completion expected by 
March 2011.  
  
The 5000 to 6500m runway extension is complete and open to air 
traffic.  The current work is the completion of the terminal building 
upgrade.   
  
This expansion is expected to allow the airport to fill corporate air travel, 
provide greater aviation support industries and services and enhance 
passenger and freight service for future markets. 

 
Status: Under construction 
Estimated Cost: $8.3 million 
Estimated Start: Fall 2010 
Estimated Finish: Spring 2011 
 
Project Name: Project Description: 
 
Wei Wai Kai Nation  
(Cape Mudge Indian Band) 
 
Quinsam Crossing 
Development 
 
 
 

 

The Cape Mudge Indian Band is in the process of developing the 
Quinsam Crossing.  The site plan includes developing the area to 
accommodate a variety of commercial and retail services, and 
community and recreational opportunities off the Inland Highway. 
  
A $3 million dollar federal grant from the Community Adjustment Fund 
(CAF) was used to put in city services (construction and installation of 
utilities, storm and sanitary drainage).  

One proposed development in this location is a new Campbell River 
Arena.  The Regional District in partnership with the City of Campbell 
River and the Cape Mudge Band are exploring the feasibility of the 
construction of a 3000 seat arena.  This project alone has an estimated 
cost of $21 million. 

 

Status: Proposed 
Estimated Cost: Undetermined 
Estimated Start: Undetermined 
Estimated Finish: Undetermined 
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Project Name: Project Description: 
 
Timber West/Couverdon 
 
Jubilee Heights 
Development 
 
 
 

 

Couverdon which is the real estate arm of Timber West owns a 65 acre 
piece of property on the east side of Dogwood Street near Jubilee 
Parkway. They applied to the City of Campbell River in 2008 to have the 
property re-zoned for a mixed residential and retail development with a 
commercial village concept. 
  
This project has received 1st and 2nd readings from Council.  Proposal 
includes plans for 1000 residential units, small village centre, school site 
and trails.  The most recent addition was to include $4 million in 
community services. 

 

Status: Proposed 
Estimated Cost: Undisclosed 
Estimated Start: Undetermined 
Estimated Finish: Undetermined 
 
Project Name: Project Description: 
 
Berwick Retirement 
Communities 
 
Seniors Housing Facility 
 
 
 
 

 
Head office is based in Victoria and they operate five luxury seniors 
housing facilities throughout BC. The Berwick has plans to open their 
sixth facility in Campbell River.  Design stage for this multi-unit building 
is expected to be complete by spring 2011 with construction to begin 
by summer 2011.  The location for this facility is downtown Campbell 
River on 2 acres at Discovery and 16th Ave across from Roberts Reach 
Drive. 
 
The Berwick Comox Valley currently employs approximately 65 
employees – many of whom are part-time or casual. 
 
 

Status: Proposed 
Estimated Cost: Undisclosed 
Estimated Start: Summer 2011 
Estimated Finish: Fall 2012 
 
Project Name: Project Description: 
 
North Island Transition 
Society 
 
Housing Complex 
 
 
 
 

 
NI Transition Society received a $6 million grant to construct a three 
storey supportive living apartment complex at the bottom of Dogwood.  
This complex will include 33 residential units for homeless women and 
their families. 
  
The complex will operate with some counselling and support services. 

 

Status: Proposed 
Estimated Cost: $6 million 
Estimated Start: Summer 2011 
Estimated Finish: Undetermined 
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Project Name: Project Description: 
 
Campbell River and District 
Association for Community 
Living 
(CRDACL) 
 
Supportive Living Complex 
 
 
 

 
A new group home for the CRDACL is under construction. The new 
supported and independent living complex will be built on Nikola Road. 
 
This $3.3 million dollar project will include a 24-unit group home that 
will house clients of the CRD for Independent Living.  The complex will 
consist of one stand-alone Community building plus four separate 
buildings. 

Status: Under construction 
Estimated Cost: $3.3 million 
Estimated Start: Fall 2010 
Estimated Finish: 2011 
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Appendix B: Detailed Analysis of Employer Online Survey 
 
Survey Purpose 
 
To create, implement and sustain an online survey and database to describe the employer 
base, occupations and sectors of Campbell River which are in growing, in transition or decline 
and the necessary skills, training and human resource strategies. 
 
Based on this framework, after initial secondary research, the next steps would be to draft 
survey questions, a survey structure and then an online version of the draft survey. 
 
Goals 
 

1. Identify and define existing, declining, growth and emerging industries and occupations 
2. Identify and define skills development needs of the local labour force relevant to current 

and future labour market demands 
3. Identify and define HR skill development needs of the employer community to ensure the 

attraction and retention of a qualified workforce 
4. Identify and define the needed training and skill development supply systems to support 

employer and employee human resource development 
 
Principles 
 

• Respondents perceive the value of spending 20 minutes to complete the survey 
• As short as possible, balancing the information we need with the time of respondents to 

complete the survey 
• The questions are clear and unambiguous 
• The questions reflect key indicators about which we need information in order to develop 

needed strategies 
• The questions will yield responses that achieve the goals of the survey 
• The questions address gaps in information we have about Campbell River employer 

workforce practices 
• The instrument and methodology will be vetted by the Steering Committee and Employer 

Advisory Committee 
• Integration with the work of other aspects of the project and other related Chamber 

activities 
 

Survey Methodology 
 
Launched at an October 14, 2010 Chamber of Commerce luncheon. 
 
After the luncheon, postcards were sent to over 2,000 employers on a database constructed for 
the Chamber based on existing databases (e.g. local business licences)  
 
Several follow up reminders were conducted with non-respondents…. 
 
The survey was closed December 11, 2010. 
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The survey was composed of 53 forced-choice or closed-ended questions and 1 open-ended 
(“other comments”) question.  
 
Viewed: 958 
Started: 504 
Completed: 231 
Completion Rate: 45.44% 
Drop Outs (After Starting): 275 
Average Time to Complete Survey: 38 minutes 
 
Many of the “drop outs” (after starting) completed a substantial number of questions, and 
therefore the number of respondents exceeded 300 in the case of certain questions. 
 
The questions were organized into the following categories: 
 

1. Organizational Profile 
2. Workforce Profile 
3. Economic and Business Competitiveness 
4. Workforce Attraction and Recruitment 
5. Education and Training 
6. Workforce Retention 
7. Information and Planning 
8. Other Questions 

 
The employer survey and resulting database is the central deliverable of this project. However, 
far more resources than expected have had to be expended on the pre-survey launch. Initially, 
the survey was intended to focus on directly workforce-related issues, be no more than 7-10 
minutes, and be focused on the top 150 employers in Campbell River. The survey has turned 
out to be much broader in scope – for good reasons – than anticipated. Further, much effort has 
been put into the survey planning and marketing in order to increase the potential response 
rate. It is also a very comprehensive survey with over 50 questions, and exclusively close-ended 
questions, which take longer to design but provide data that is easier to quantify and analyze. 
 
The specific pre-survey launch activities included the following: 
 

• Survey framework that defines survey goals, principles, topic areas, process, timelines, 
etc. 

• A detailed survey development critical path 
• Determine and recommend options for sampling for the survey and response rate 

targets 
• Acquaint ourselves with and make recommendations on the database from which the 

survey sample would be drawn 
• Defined survey methodology and procedures 
• Draft list of survey topics and questions 
• Drafting of MS Word version of survey (several versions) and subsequent feedback from 

Management Team  
• Meetings with Chamber Board members, Project Steering Committee and Project 

Employer Advisory Committee to brief and obtain feedback on the overall project and the 
employer survey 

• Employer feedback on survey design, structure and questions 
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• Drafting of online version of the survey (several versions) 
• Employer testing of online survey (21 employers completed it and 15 directly provided 

feedback on it) 
• Responding to Management Team requests for feedback and input on survey market 

strategies and materials 
• Planning survey response reporting and follow up 
• Liaison and collaboration with Database Consultant  

 
During this period, Human Capital Strategies (HCS) oversaw the implementation of the survey, 
received survey responses, troubleshot survey software and data issues, issued weekly data 
and response report, participated in the promotion of the survey, provided follow up support 
regarding non-respondents, etc. A major part of this period has been survey support. 
 
During the month of November and early December, strong efforts were made to ensure a good 
response to the employer survey. Initial returns following distribution of the survey and a good 
launch event were encouraging but then dropped off significantly. It was apparent that there 
would need to be hands-on networking and further encouragement to ensure a good response 
rate. 
  
A "survey marketing" team was formed that varied in participation through the month depending 
on availability but included Doug Preston, Ann LaCasse, Andy Leitch, Gary Thulin, Jim 
Forsythe, and Dave Bazowski. HCS Associate Bazowski played an important role in this by 
coordinating/chairing and attending all team meetings and personally making 60-70 phone calls. 
  
The team met once a week to assess results from the previous week and develop a plan for the 
following week(s) based on data provided by HCS and Top Floor Consulting. Spreadsheets 
containing Chamber “responded/not responded”, largest 150, and overall data base were relied 
upon. 
  
Action steps included: 
  

1. Allocation of spreadsheets to the survey marketing team, Chamber Board members 
(including new ones), and NIEFS Board members for phone calls to selected employers 
(whom which each was familiar).  Phone campaigns were initiated at least twice. 

2. Review of decision to not have a prize: determination to develop one significant prize. It is 
an all expense paid trip for two, to Vancouver for a hockey game including flights and 
accommodation; all parts of this prize were donated. Close to a $1000 value. All who 
complete would be eligible. 

3. Strong endorsement of the survey at the Chamber AGM including hard copy distribution. 
4. Strong endorsement at the NIEFS Career Fair. 
5. Ongoing and weekly updates by Ann through Chamber news piece emails. 
6. Final push was to encourage those who had started but not finished the survey previously. 

  
There was excellent participation by the team and those Board members who chose to be 
active participants. The results speak for themselves as we sought to exceed a 300-response 
level. We will be there with those completed plus a significant body of information from partially 
completed surveys.  
  
The biggest challenges to work through have been:  
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• Length of survey;   
• Variability of database material;  
• Ability to contact non-Chamber employers through an efficient group email network;  
• No help line identified in postcard;  
• Confusion about URL web access;  
• A City survey being launched in the midst of our process;  
• Reluctance by non-Chamber members to respond. 

 
The data was gathered from the following sources: 
 

1. City of Campbell River business licence data base including monthly updates; 
2. Rivercorp database, essentially the City database with more effort put into assigning 

NAICS codes; 
3. Chamber Membership; 
4. Various Government Directories; 
5. Various non-profit directories available on the Web; 
6. Various Volunteer organization lists including membership list supplied by Volunteer.ca; 
7. Cross referenced to data supplied by NIEFS Commercial Business database containing 

the largest employers in the area; 
8. Business Development Bank North Island contact list; 
9. Campbell River Community Services Directory 2009; 
10. Some cross-checking against the telephone book and Google maps. 

 
Kudos to the leadership of Colleen Evans on this project, and that of Doug Preston. 
Kudos to the Project Steering Committee and Employer Advisory Committee for their invaluable 
input, testing of the survey. 
 
Kudos to Chamber Board members and other volunteers who worked hard to follow up with 
non-respondents to encourage them to complete the survey. 
 
This included a "survey response" team that operated during November/December and included 
Doug Preston, Ann LaCasse, Andy Leitch, Gary Thulin, Jim Forsythe, and Dave Bazowski.  
Kudos to these leaders also! 
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Analysis of Survey Responses 
  
1. Personal Information 

 
Responses to Question 1 contain personal information (name, organization, contact information) 
and are not provided here due to confidentiality and anonymity commitments. 
 

2. How many years has your organization been in 
operation in Campbell River? 
 
Of 314 respondents to this question, the average number of years in operation among 
respondents was 7.25 years. Just under 60% of respondents have been in operation more than 
10 years, and 7.1% have been in operations 1 year or less; almost 2 in 5 of them have been 
operating for more than a year and up to 5 years. 
 

Table 1 
Number of Years in Operation 

 
Number of Years in Operation % of Total 

0 to 1 years 7.1% 
More than 1 year to 5 years 19.6% 
More than 5 years to 10 years 13.9% 
More than 10 years to 20 years  23.6% 
More than 20 years to 30 years 19.6% 
More than 30 years to 50 years 10.5% 
More than 50 years  5.7% 
Total (N=312) 100.0% 

 

3. What type of legal entity is your organization? 
(select all that apply) 
 
Respondents were asked what kind of legal entity their organization is. The number of options 
selected was 346 because respondents we allowed to select more than one choice. 
 
As Chart 1 and Table 2 show, one-third of respondents are a limited company, over 18% are 
sole proprietorships, over 15% are non-profit organizations, and over 6% were partnerships. 
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Chart 1 

Legal Entity of Respondent Organization 
 

 
 

Table 2 
Legal Entity of Respondent Organization 

 
Legal Entity Number % of Total 

A limited company 115 33.43% 
A corporation 57 16.57% 
A sole proprietorship 63 18.31% 
A partnership 22 6.40% 
A not-for-profit organization 53 15.12% 
A cooperative 5 1.45% 
A First Nation or Aboriginal organization  5 1.45% 
A local government agency 2 0.58% 
A provincial government agency 8 2.03% 
A federal government agency 0 0.00% 
Other (please specify) 16 4.65% 

Total 346  100.0% 
 
Of those who selected “other”, two were partnerships, six were societies (non-profit), and three 
were public sector/government. 
 
Most of the overlap among respondents that chose more than one option was among the 
“limited company”, “corporation”, “sole proprietorship” and “partnership” categories. For 
instance, 12 of those who selected “limited company” also selected “corporation” and 2 selected 
“sole proprietorship.” Another example is 2 of those who selected “cooperative” also selected 
“limited company.” 
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This variable will be discussed later in association with responses to other questions. 

4. Does your organization operate under a collective 
bargaining agreement? (select one only)? 
 
Of 315 responses to this question, 32 or 10% indicated their organization operates under a 
collective agreement, and 16 or just over 5% indicated some of their non-management 
employees are unionized. The large majority of respondents (267 or 85%) are not part of a 
collective agreement. 
 

5. If your organization is a business, is it locally 
(Campbell River) owned? (select one only) 
 
This question asked respondents, if they are a business, whether it is locally (Campbell River) 
owned. Over 18% of the respondents (on this question) are not businesses. Of the 252 who are 
businesses, 83.3% (or 210) are locally owned. 
 

6. Is your organization in Campbell River related to or 
part of a larger organization? (select one only) 
 
Of the 291 organizations that responded to this question, more than half are independent 
organizations, almost 21% are home-based businesses and a further 36% are independent 
non-home-based businesses. Almost one-quarter (24.4%) of respondents are not independent 
businesses and are franchises (5.8%), local subsidiaries (5.2%), local offices of a group (10.3%) 
and head offices (3.1%).  
 
A significant proportion (18%) selected “other”; these respondents are almost all non-profit 
organizations, government agencies and cooperatives. 

 
Chart 3 

Relationship to Other Organizations 
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Table 3 

Relationship to Other Organizations 
 

Relationship to Other Organizations Number % of Total 
Independent home-based business 61 20.96% 
Independent but not a home-based business 106 36.43% 
Franchise 17 5.84% 
Local subsidiary 15 5.15% 
Local office of a group 30 10.31% 
Head office of a group 9 3.09% 
Other (please specify) 53 18.21% 

Total 291  100.0% 
 

7. Which industry sector represents your 
organizations major line of business? (select one 
only) 
 
Chart 4 and Table 4 break down the responses by industry sector. Respondents were asked to 
select one major sector of which they are a part. The top six largest industry sectors 
represented by respondents to this survey are Retail Trade (44 or over 14%), Social Services 
(24 or almost 8%), Accommodation and Food and Construction (both 20 or almost 6.5%), and 
Professional/ Scientific/Technical Services and Health Services (both 17 or 5.5%). 

 
Chart 4 

Industry Sector 
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The single largest category of responses was “other”, selected by 72 respondents. Upon review 
of these responses, the largest categories were Professional/Scientific/Technical Services (15), 
Retail Trade (11) and Administrative and Support Services (formerly Business Services) (9). 
Tourism and hospitality organizations were also significant but difficult to categorize (i.e. if one 
lists simply “tourism”, there is not a tourism NAICS code).  
 

Table 4 
Industry Sector 

 
Industry Sector Number % of Total 

Agriculture 0 0.00% 
Aquaculture 6 1.94% 
Fishing 3 0.97% 
Forestry and Logging    13 4.21% 
Oil and Gas Extraction    0 0.00% 
Mining and Quarrying (except Oil and Gas)    2 0.65% 
Support Activities for Mining and Oil and Gas Extraction    0 0.00% 
Utilities    1 0.32% 
Construction   20 6.47% 
Manufacturing  10 3.24% 
Wholesale Trade    4 1.29% 
Retail Trade  44 14.24% 
Transportation 2 0.65% 
Warehousing    1 0.32% 
Information and Cultural Industries    3 0.97% 
Finance and Insurance  15 4.85% 
Real Estate and Rental and Leasing  8 2.59% 
Professional, Scientific and Technical Services  17 5.50% 
Administrative and Support 1 0.32% 
Waste Management and Remediation Services    0 0.00% 
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Educational and Training Services  9 2.9% 
Health Care  18 5.80% 
Social Services 24 7.77% 
Arts, Entertainment and Recreation  13 4.21% 
Accommodation and Food Services  20 6.47% 
Public Administration 5 1.62% 
Other (please specify) 72 23.30% 
 311 100.0% 

 
A positive characteristic of these responses is there are least 10 industry categories that have 
large enough response populations with which to complete industry “profiles.”  
 
This can be done in two ways. First, this can be done through “cross-tabulations” between 
variables or responses to questions in this survey. There are limitations on this due to the 
software. Second, this can also be done through use of the survey database that is being 
constructed as a result of this survey. 
 
As an example of cross-tabulating survey responses, we can look at any sector in the above 
categories and compare responses for each sector to every forced-choice question in the 
survey. Let’s look at Construction and Retail respondents. 
 
Overall, as per the above table, twenty construction employers and 40 retail employers 
responded to the survey. Based on cross-tabulating, we can see that, for example, in terms of 
change in workforce size over the last two years, almost 7% of construction employers who 
responded had no employees or contract workers; 22% of construction employers indicated 
their workforce did not change; and almost 28% indicated their workforce increased moderately 
or significantly; and an equal number experienced a workforce decrease. 
 
Among the retail employers, 50% stayed the same; 26.3% saw their workforce increase 
moderately or significantly; and 13.2% experienced a workforce decline. 
 
If we look at the next two years, 32.4% of retail employers expect an increase in the size of their 
workforce; compared to 41.2% of construction employers. Only a small number of employers in 
each sector expect a workforce decrease. 
 
This example is just comparing the sector question with two other questions in the survey 
(workforce size change in last two years and next two years). With more time and resources 
several interrelationships between the data can be explored. In the case of industry sectors, 
these cross-tabulations or manipulation of the database can eventually produce two types of 
products. One could be an analysis of the survey results comparing all key sectors. Another 
could be sector “profiles”, individual analyses of key sectors showing a given sector’s 
employers’ responses to key survey questions. 
 

8. Indicate in which other industry sector(s), if any, 
your organization is part of. (select all that apply) 
 
Respondents were also asked if they were part of other industry sectors. Since they could select 
more than one choice, the total choices selected were 460.  
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Chart 5 

Other Industry Sector(s) 
 

 
It is interesting that the respondents that selected resource-related sectors in response to this 
question are much higher in number than in the previous question. Agriculture, Aquaculture, 
Fishing, Forestry and Logging, Mining and Quarrying (except Oil and Gas), Support Activities for 
Mining and Oil and Gas Extraction, and Utilities were all identified more frequently as secondary 
sectors of which respondents were part. Otherwise, the pattern is similar to respondents primary 
(major) sector membership with Retail Trade (43 or 9/4%), Social Services (27 or 5.9%), 
Construction (23 or 5%), Health Services (23 or 5%) as the most frequently cited ones. Also, 
Education and Training Services (23 or 5%), Arts/Entertainment/Recreation (23 or 5%) and 
Manufacturing (16 or 3.5%) figured more prominently as secondary sectors for respondents. 
 

Table 5 
Other Industry Sector(s) 

 
Other Industry Sector Number % of Total 

Agriculture 8 1.74% 
Aquaculture 21 4.57% 
Fishing 22 4.78% 
Forestry and Logging    24 5.22% 
Oil and Gas Extraction    2 0.43% 
Mining and Quarrying (except Oil and Gas)    12 2.61% 
Support Activities for Mining and Oil and Gas Extraction    9 1.96% 
Utilities    7 1.52% 
Construction   23 5.00% 
Manufacturing  16 3.48% 
Wholesale Trade    11 2.39% 
Retail Trade  43 9.35% 
Transportation 23 5.00% 
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Warehousing    4 0.87% 
Information and Cultural Industries    12 2.61% 
Finance and Insurance  13 2.83% 
Real Estate and Rental and Leasing  12 2.61% 
Professional, Scientific and Technical Services  19 4.13% 
Administrative and Support 11 2.39% 
Waste Management and Remediation Services    5 1.09% 
Educational and Training Services  23 5.00% 
Health Care  23 5.00% 
Social Services 27 5.87% 
Arts, Entertainment and Recreation  23 5.00% 
Accommodation and Food Services  19 4.13% 
Public Administration 3 0.65% 
Other (please specify) 45 9.78% 

Total 460  100.0% 
 

9. Does your organization employ or contract with a 
human resources practitioner? (select all that apply) 
 
Respondents were asked whether their organization employs or contracts with a human 
resource practitioner. They were able to select more than one choice and a total of 316 choices 
were made. Sixty-two percent of respondents indicated their organization does not employ or 
contract with a human resource practitioner. Almost 17.9% of responses accounted for 
organizations that employed an HR executive and/or an HR manager and/or an HR coordinator. 
The remaining respondents use consultants had their HR needs met by a regional, national or 
parent organization. 
 

Table 6 
Use of Human Resource Practitioners 

 
Extent to which a Human Resource Practitioner is Employed/Contracted Number % of Total 

We employ an HR executive 16 5.0% 
We employ an HR manager 23 7.23% 
We employ an HR coordinator 18 5.66% 
We regularly contract with an HR consultant 6 1.88% 
We use HR consultant services as needed 18 5.66% 
We do not employ or contract with a human resource practitioner  196 61.63% 
Our HR services are provided by a regional, national or parent organization 21 6.6% 
Other (please specify) 22 6.92% 

Total 318  100.0% 
 
Of those 22 respondents who selected “other”, their responses included mainly that they receive 
services from a head office, or that HR is part of managers’ jobs, or that Board provides 
volunteer HR help or has an HR committee. 
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10. Over the last 2 years, how has the size of your 
organization’s workforce in Campbell River changed 
in the following categories of workers. (complete for 
each category) 
 
The number of responses to this question varied from 228 regarding seasonal employees to 
268 for full-time employees. The reason for the less responses to the seasonal category is 
probably that less organizations employee seasonal workers and even though there was an “not 
applicable” response, some of these organizations simply did not respond to that part of the 
response choices. Sixty-two percent and almost 54% of respondents had no seasonal or 
contract workers, respectively; while almost 19% and over 29% had no full-time or part-time 
employees, respectively. 
 
Generally, as Table 7 shows, the pattern was the same order for each category of worker: the 
largest number of respondent organizations indicated their size stayed the same; and more 
respondents indicated a moderate or significant increase in size than a moderate or significant 
decrease. The proportion that stayed the same ranged from 42% among full-time employees to 
over 24% among seasonal employees. The category of workers for which respondent 
organizations’ size increased moderately or significantly was part-time employees at almost 
23% and full-time employees at over 21%. 
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Table 7 
Change in Size of Workforce over the Last 2 Years 

Change in Size of Organization Over Last 2 Years by Worker Category Number % of Total 
Full-time employees (30 or more hours per week)   

Stayed the same 113 42.16% 
Increased moderately 47 17.54% 
Increased significantly 10 3.73% 
Decreased moderately  34 12.69% 
Decreased significantly 14 5.22% 
N/A 50 18.66% 

Total 268  100.0% 
Part-time employees (10 or more hours but less than 30 hours per week)  

Stayed the same 86 34.13% 
Increased moderately 51 20.24% 
Increased significantly 7 2.78% 
Decreased moderately  21 8.33% 
Decreased significantly 13 5.16% 
N/A 74 29.37% 

Total 252  100.0% 
Seasonal employees   

Stayed the same 55 24.12% 
Increased moderately 18 7.89% 
Increased significantly 4 1.75% 
Decreased moderately  5 2.19% 
Decreased significantly 4 1.75% 
N/A 142 62.28% 

Total 228  100.0% 
Contract workers   

Stayed the same 58 25.11% 
Increased moderately 25 10.82% 
Increased significantly 8 3.46% 
Decreased moderately  9 3.90% 
Decreased significantly 7 3.03% 
N/A 124 53.68% 

Total 231  100.0% 
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The largest proportion of respondent organizations whose worker category declined moderately 
or significantly was full-time employees at 18%; and the least were contract workers, of which 
almost 7% declined moderately or significantly. 
 

11. How many workers do you currently employ in the 
following categories in Campbell River? (put 0 in 
categories in which you employ nobody) 
 
This was an open-ended question, and in retrospect it would have been better to provide ranges 
of number of workers by category for the respondents to choose from. Table 8 shows that the 
286 responding organizations currently have a total of 7,232.9 workers, of which 62.7% were 
full-time employees, 17% were part-time employees, 13.1% were seasonal employees, and 
almost 7.1% contract workers.  
 
Overall, responding organizations had an average of 25.3 workers of all categories; or an 
average of 15.8 full-time employees; 4.3 part-time employees; 3.3 seasonal employees; and 1.8 
contract workers. In the seasonal employee category, the numbers were skewed by one large 
employer of seasonal employees. 
 
Almost one-quarter (24.2%) of the 284 responding organizations had no full-time employees; 
42.6% had no part-time employees; 72.2% had no seasonal employees; and 40.5% had no 
contract workers.  
 

Table 8 
Current Workforce Size by Category of Worker 

 

 

 

 

Full-time 
employees 
(30 or 
more 
hours per 
week) 

Part-time 
employees 
(10 or 
more 
hours but 
less than 
30 hours 
per week) 

Seasonal 
employees 

Contract 
workers 

 
 
 
 
 
 
 
 
Total 

      
Total workers 4,532.9 1,232 951 517 7,232.9 
Total workers as a % 
of total 62.7 17.0 13.1 7.1 

 
100.0% 

Average workers per 
organization 15.8 4.3 3.3 1.8 

 
25.3 

Number of 
organizations with no 
workers in a category 69 121 205 115 

 
 
n/a 

% of total with no 
workers in a category 24.2 42.6 72.2 40.5 

 
n/a 
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12. How will the size of your organizations workforce 
in Campbell River change over the next 2 years? 
(complete for each category of worker) 
 
The number of respondents for this question ranged from 251 to 274, depending on the 
workforce category.  
 
In terms of responding organizations’ change in workforce size over the next two years, the 
most common response regarding their full-time and part-time employees was “no change” 
(48.2% and 46.1% respectively). The most common response for seasonal employees and 
contract workers was “not applicable” but if focusing on those for whom it is applicable (i.e. the 
employ seasonal employees and/or have contract workers), “no change” again is the most 
common response. 
 
Significantly more respondents project a moderate or significant increase in workforce size than 
a moderate or significant decrease. For full-time employees, 29.2% respondents expect some 
degree of increase, while 5.1% expect a decrease. For part-time employees, 28.7% of 
respondents project an increase and 3.1% expect a decrease. For seasonal employees and 
contract workers, the proportions are 13.6% (project increase) and 1.2% (project decrease) and 
15.8% and 2% respectively. 
 
Very few respondents project a “significant” increase or “significant” decrease in workforce size 
over the next two years.  
 

Table 9 
Change in Size of Workforce over the Next 2 Years 

 
Change in Size of Organization Over Next 2 Years by Worker Category Number % of Total 

   
Full-time employees (30 or more hours per week)  

Increase significantly 3 1.09% 
Increase moderately 77 28.10% 
No change 132 48.18% 
Decrease moderately 11 4.01% 
Decrease significantly 3 1.09% 
N/A 48 17.52% 

Total 274   
   
Part-time employees (10 or more hours but less than 30 hours per week)  

Increase significantly 2 0.78% 
Increase moderately 72 27.91% 
No change 119 46.12% 
Decrease moderately 7 2.71% 
Decrease significantly 1 0.39% 
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N/A 57 22.09% 
Total 258   
   
Seasonal employees   

Increase significantly 2 0.80% 
Increase moderately 32 12.75% 
No change 92 36.65% 
Decrease moderately 3 1.20% 
Decrease significantly 0 0.00% 
N/A 122 48.61% 

Total 251   
   
Contract workers   

Increase significantly 2 0.79% 
Increase moderately 38 15.02% 
No change 100 39.53% 
Decrease moderately 4 1.58% 
Decrease significantly 1 0.40% 
N/A 108 42.69% 

Total 253   
   

 

13. Indicate what number of workers your organization 
currently employs in each of the occupational 
categories below. 
 
Among the 219 responding organizations for this question, they currently employ an average 
33.8 workers. As Table 10 shows, the respondents currently employ a total of 7,409.6 workers. 
 
The single largest occupational category in this workforce is Sales and Service Occupations, 
representing 25.5% of the total employment or 1,886.7 workers. The next largest category is 
Occupations Unique to Primary Industry, representing 20.5% of the total employment or 1,518.4 
workers. These two categories combined cover over 50% of the workforce, suggesting a 
preponderance of local jobs in the retail and resource sectors. 
 
Other sizeable occupational categories in terms of Campbell River employment are Trades, 
Transport and Equipment Operators and Related Occupations (13.1% or 972), Occupations in 
Art, Culture, Recreation and Sport (10.9% or 805), Occupations in Social Science, Education, 
Government Service and Religion (9.8% or 727). 
 
The smallest occupational employment categories are Natural and Applied Sciences and 
Related Occupations (1.6% or 118), Occupations Unique to Processing, Manufacturing and 
Utilities (2.3% or 174), and Management Occupations (3.6% or 265). Employment in Health 
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Occupations (3.6% or 266) and Occupations in Social Science, Education, Government Service, 
and Religion (4.5% or 297) – essentially public sector – appears lower than expected. 
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Table 10 
Current Employment by Major Occupational Category 

 
 

Management 
Occupations  

Business, 
Finance and 
Administration 
Occupations  

Natural and 
Applied 
Sciences 
and Related 
Occupations  

Health 
Occupations  

Occupations 
in Social 
Science, 
Education, 
Government 
Service and 
Religion  

Occupations 
in Art, 
Culture, 
Recreation 
and Sport  

Sales and 
Service 
Occupations  

Trades, 
Transport 
and 
Equipment 
Operators 
and Related 
Occupations  

Occupations 
Unique to 
Primary 
Industry  

Occupations 
Unique to 
Processing, 
Manufacturing 
and Utilities  

 
 
 
 
 
 
 
Total 

            

Number of employees 265 677.5 118 266 727 805 1,886.7 972 1518.4 174 7,409.6 

% of total employees 3.6 9.1 1.6 3.6 9.8 10.9 25.5 13.1 20.5 2.3 100.0 

Average number of 
employees per 
occupation 1.2 3.1 0.5 1.2 3.3 3.7 8.6 4.4 6.9 0.8 

 
 

33.8 

 
 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 88

14. Indicate the number of workers your organization 
currently employs in each of the following age groups. 
Please indicate separately for full-time and part-time 
employees (put 0 in categories in which you have no 
workers). 
 
As per Table 11 (on next page), of the 229 respondent organizations, the largest age categories 
of full-time employees is 31-44 years with 31.4% (894 employees) of total full-time employment, 
and 45-54 years with 29% (825 employees). Not surprisingly, 55 years and older comprised 
17.2% (489 employees) of the total full-time employees among the respondents. Those 
employees 15-24 years and 25-30 years represented 7.9% (224 employees) and 14.5% (411 
employees) of total full-time employees. 
 
The share of employment by age group is different for part-time employees in Campbell River, 
with this kind of employment being much younger. Forty percent of total part-time employment 
among responding organizations was comprised of those 15-24 years. A further 20% of part-
time employees were 25-30 years. There is a much smaller proportion of part-time employees 
aged 45-64 years than for full-time employees. Part-time employees in that age group 
represented 10% of total part-time compared to 17.2% among full-time employees. 
 

15. Approximately what percentage of your employees 
has the following education/training credentials? 
(complete for each type of credential) 
 
There were 147 (for post-secondary graduate degree choice) to 189 (for less than high school 
completion) respondents to this question. Generally, the most frequent response for the 
categories of education was “none” or “1-25%” of employees, which the exception of high 
school completion, in which 48.7% of respondents indicated 76-100% of their employees had at 
least this level of education. 
 
Also, generally, the frequency of organizations with certain levels of education decreased as the 
level of education increased. As Table 12 (on page 71) shows, “less than high school 
completion” and “post-secondary graduate degree” received the most “none” responses. Level 
of education completed was more than 25% of respondents’ workforces as follows: 
 

• Almost 71% said they have more than 25% of their workforce with high school 
completion; 

• Over 32% indicated they have more than 25% with a trades qualification; 
• Over 29% reported they have more than 25% with a post-secondary certificate (one 

year); 
• Over 27% said they have more than 25% with a post-secondary diploma (two years); 

and, 
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Table 11 
Current Full-Time and Part-Time Employees by Age Category 

 
 15 to 24 years 25 to 30 years 31 to 44 years 45 to 54 years 55 to 64 years 65+   

 Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Number of 
Full-Time 

Employees 

Number of 
Part-Time 

Employees 

Total 

Number of full-time 
employees per age 
category 39 - 55 - 75 - 825 - 451 - 38 - 

 
 

2,843 

% of total full-time 
employees 7.9 - 14.5 - 31.4 - 29.0 - 15.9 - 1.3 - 

 
100.0 

Number of part-time 
employees per age 
category - 769 - 384 - 350 - 228 - 148 - 42 

 
 

1,921 

% of total part-time 
employees - 40.0 - 20.0 - 18.2 - 11.9 - 7.7 - 2.3 

 
100.0 

Number of full-time 
and part-time 
employees per age 
category 

 
 
 

993 

 
 

795 1,244 1,053 599 80 

 
 
 

4,764 

% of total full-time and 
part-time employees 20.8 16.7 26.1 22.1 12.6 1.7 

 
100.0 

Number of 
organizations with no 
full-time employees 164 - 152 - 105 - 81 - 125 - 204 - 

 
 

n/a 

% of total 
organizations with no 
full-time employees 71.6 - 66.4 - 45.9 - 35.4 - 54.6 - 89.1 - 

 
 

n/a 

Number of 
organizations with no 
part-time employees - 169 - 184 - 156 - 160 - 183 - 213 

 
 

n/a 

% of total 
organizations with no 
part-time employees - 73.8 - 80.3 - 68.1 - 70.0 - 79.9 - 93.0 

 
 

n/a 
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• Almost 14% indicated they have more than 25% with a post-secondary degree. 
 
Almost half of responding organizations reported a 76-100% proportion of high school 
completers among the employees. Almost one in three organizations indicated that 1-
25% of their workforce had a trades qualification; and almost 14% reported a 51-75% 
proportion of trades qualification holders among their employees 
 

Table 12 
Percentage of Employees by Education/Training Credential 

 

Less than high school completion Number % of Total 

None 108 70.59% 

1-25% 39 25.49% 

26-50% 2 1.31% 

51-75% 1 0.65% 

76-100% 3 1.96% 

Total 153 100.0% 

 
High school completion   

None 20 10.58% 

1-25% 35 18.52% 

26-50% 15 7.94% 

51-75% 27 14.29% 

76-100% 92 48.68% 

Total 189 100.0% 

   

Trades qualification   

None 59 36.65% 

1-25% 50 31.06% 

26-50% 16 9.94% 

51-75% 22 13.66% 

76-100% 14 8.70% 

Total 161 100.0% 

   

Post-secondary certificate (1 year)   

None 45 30.41% 

1-25% 60 40.54% 

26-50% 23 15.54% 

51-75% 7 4.73% 

76-100% 13 8.78% 

Total 148 100.0% 

   

Post-secondary diploma (2 years)   

None 55 34.16% 

1-25% 62 38.51% 

26-50% 20 12.42% 

51-75% 9 5.59% 
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76-100% 15 9.32% 

Total 161 100.0% 

   

Post-secondary degree   

None 66 38.15% 

1-25% 65 37.57% 

26-50% 19 10.98% 

51-75% 10 5.78% 

76-100% 13 7.51% 

Total 173 100.0% 

   

Post-secondary graduate degree   

None 78 53.06% 

1-25% 49 33.33% 

26-50% 9 6.12% 

51-75% 1 0.68% 

76-100% 10 6.80% 

Total 147 100.0% 

 

16. What percentage of the employees in your 
Campbell River location live in Campbell River? 
(select one only) 
 

Chart 6 
Percentage of Campbell River Employees who live in Campbell River 

 

 
 
Exactly 50% of the 256 responding organizations indicated that 100% of their Campbell 
River location employees also live there. A further 29.4% reported that 76-99% live in 
Campbell River. Eight-six percent of respondents indicated at least more than 50% of 
their employees in Campbell River locations also lived there. Conversely, only just under 
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7% of responding organizations reported that less than half of their Campbell River 
employees lived out of town. 
 

Table 13 
Percentage of Campbell River Employees Who Live in Campbell River 

 

Percentage who Live in Campbell River  Number % of Total 

None 19 7.42% 

1-25% 11 4.30% 

26-50% 6 2.34% 

51-75% 17 6.64% 

76-99% 75 29.30% 

100% 128 50.00% 

Total 256  100.0% 
 

17. What are your expectations for the Campbell 
River economy in the next 12 months? (select one 
only) 
 
Respondents were asked about their expectations for the Campbell River economy in 
the next 12 months. Of 266 respondents, just under half (47.4%) think it will be 
moderately better and a further 4.1% feel it would be significantly better. Just under 17% 
of respondents believe the local economy will be moderately or significantly (3%) worse. 
Almost one-third (32%) of respondents think the economy will remain the same. 
 

Chart 7 
Expectations for the Campbell River Economy (next 12 months) 
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18. How did your revenues change and how do 
you expect your revenues to change in the last 12 
months and next 12 months, respectively? (select 
one only) 
 
Respondents were asked about their organizations’ revenue changes over the last 12 
months and for the next 12 months. Of 255 responses, over 37% of organizations 
reported moderate or significant revenue increases over the previous 12 months; while 
over 40% reported a moderate or significant decrease.  
 
Of 250 responses, 52% expect their revenue to increase moderately or significantly over 
the next 12 months; while only 16% expect a drop over the same period. Almost one-
third (32%) expect revenue to stay the same. 
 

Table 14 
Revenue Changes in Past 12 Months and Next 12 Months 

 

Revenues changed in the last 12 months Number % of Total 

Increase significantly 13 5.10% 

Increase moderately 82 32.16% 

Stay the same 57 22.35% 

Decrease moderately 77 30.20% 

Decrease significantly 26 10.20% 

Total 255 100.00%  

Revenues are expected to change in the next 12 months  

Increase significantly 12 4.80% 

Increase moderately 118 47.20% 

Stay the same 80 32.00% 

Decrease moderately 31 12.40% 

Decrease significantly 9 3.60% 

Total 250 100.0%  

 

19. How do you expect the demand for your 
products/services to change over the next 12 
months? (select one only) 
 
Consistent with the optimism in the responses to the previous question, almost two-
thirds (65%) of 261 responding organizations expect the demand for their 
products/services to increase moderately or significantly over the next 12 months (see 
Chart 8 on next page). Only 7.3% expect them to decrease over this period. 
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20. Is your organization considering changing its 
physical location within or outside Campbell River 
over the next 12 months? 
 
Twenty-three organizations (8.9% of 216 responses) and 11 (4.5% of 259 responses) 
organizations indicated they are considering changing their location within Campbell 
River and to outside Campbell River over the next 12 months respectively. A small 
proportion (7.7% and 6.9% respectively) were not sure; and the large majority expected 
no change within Campbell River (83.4%) and to outside Campbell River (88.6%). 

Chart 8 
Expectations for Change in Demand for Products/Services 

 

 
 

21. If you are a business, what percentage of your 
business revenue is generated from within 
Campbell River and from outside Campbell River?  
 

Based on 214 responses, the average percentage of business revenue generated from 
within Campbell River was 63.5% and from outside Campbell River was 36.5%. 
Fourteen percent of responding organizations generated 100% of their revenue from 
within Campbell River; and a further 28.4% generated 76-99% of their revenue locally. 
Almost one-third (31.2%) of respondent organizations generated less than half of their 
revenue in Campbell River. 
 

Table 15 
Percentage of Revenue Generated from with Campbell River 

 

Percentage of Revenue Number % of Total 

0-25% 49 23.0% 

26-49% 18 8.2% 

50-75% 57 26.8% 
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76-99% 61 28.4% 

100% 29 13.7% 

Total 214 100.0% 

 

22. Indicate how the factors below are impacting 
your organizations’ business in Campbell River. 
(complete for all factors listed) 
 
This question identified 20 factors and asked respondent s whether they positively or 
negatively impacted their organizations’ business in Campbell River. 
 
Responses ranged from 228 to 242 for the 20 factors. The factors that had the highest 
frequency of “no impact” on operations were land availability (90.1% said it had no 
impact) and provincial regulations (53.5% said it had no impact).  
 
The factors that received the most frequent “positive impact” on operations responses 
were: 
 

• Quality of life (47.3 indicated it had a positive impact on their operations; 
• Local infrastructure (13.7%); 
• Local economy (13.6%); 
• Provincial regulations (12.5); 
• Access to education and training (11.4%). 

 
The factors that received the most frequent “negative impact responses were: 
 

• Local economy (63.2% indicated it had a negative impact on their operations); 
• Competition from outside Campbell River (39.6%); 
• Provincial regulations (34.1%);  
• Skilled labour availability (28.2%);  
• Tax competitiveness (28.1%). 

 
Table 16 

Impact of Key Factors on Organization Operations 
 

Factor and Impact Number % of Total 

Access to credit   

Positively impacting our operations 37 15.55% 

Negatively impacting our operations 29 12.18% 

Not impacting our operations 172 72.27% 

Total 238  100.0% 

   

Provincial regulations   

Positively impacting our operations 29 12.50% 

Negatively impacting our operations 79 34.05% 

Not impacting our operations 124 53.45% 

Total 232  100.0% 
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Municipal regulations   

Positively impacting our operations 19 8.09% 

Negatively impacting our operations 54 22.98% 

Not impacting our operations 162 68.94% 

Total 235  100.0% 

   

Cost of leasing space   

Positively impacting our operations 18 7.56% 

Negatively impacting our operations 48 20.17% 

Not impacting our operations 172 72.27% 

Total 238  100.0% 

   

Cost of construction   

Positively impacting our operations 10 4.27% 

Negatively impacting our operations 43 18.38% 

Not impacting our operations 181 77.35% 

Total 234  100.0% 

   

Land availability   

Positively impacting our operations 11 4.72% 

Negatively impacting our operations 12 5.15% 

Not impacting our operations 210 90.13% 

Total 233  100.0% 

   

Labour costs   

Positively impacting our operations 13 5.53% 

Negatively impacting our operations 62 26.38% 

Not impacting our operations 160 68.09% 

Total 235  100.0% 

   

Non-skilled labour availability   

Positively impacting our operations 13 5.56% 

Negatively impacting our operations 29 12.39% 

Not impacting our operations 192 82.05% 

Total 234  100.0% 

   

Skilled labour availability   

Positively impacting our operations 20 8.55% 

Negatively impacting our operations 66 28.21% 

Not impacting our operations 148 63.25% 

Total 234  100.0% 

   

Access to local education and training   

Positively impacting our operations 27 11.44% 

Negatively impacting our operations 43 18.22% 
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Not impacting our operations 166 70.34% 

Total 236  100.0% 

   

Distance from markets   

Positively impacting our operations 11 4.82% 

Negatively impacting our operations 37 16.23% 

Not impacting our operations 180 78.95% 

Total 228  100.0% 

   

Local economy   

Positively impacting our operations 33 13.64% 

Negatively impacting our operations 153 63.22% 

Not impacting our operations 56 23.14% 

Total 242  100.0% 

   

Competition from outside Campbell River   

Positively impacting our operations 9 3.83% 

Negatively impacting our operations 93 39.57% 

Not impacting our operations 133 56.60% 

Total 235  100.0% 

   

Local infrastructure (e.g. Highway 19A upgrade, lights at Dogwood Street, 
airport expansion) 

Positively impacting our operations 32 13.73% 

Negatively impacting our operations 34 14.59% 

Not impacting our operations 167 71.67% 

Total 233  100.0% 

   

Local transportation   

Positively impacting our operations 18 7.66% 

Negatively impacting our operations 31 13.19% 

Not impacting our operations 186 79.15% 

Total 235  100.0% 

   

Local housing   

Positively impacting our operations 21 8.94% 

Negatively impacting our operations 24 10.21% 

Not impacting our operations 190 80.85% 

Total 235  100.0% 

   

Local child care   

Positively impacting our operations 8 3.43% 

Negatively impacting our operations 22 9.44% 

Not impacting our operations 203 87.12% 

Total 233  100.0% 
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Tax competitiveness (municipal, provincial, federal)  

Positively impacting our operations 14 5.96% 

Negatively impacting our operations 66 28.09% 

Not impacting our operations 155 65.96% 

Total 235  100.0% 

   

Transparency and accountability   

Positively impacting our operations 13 5.65% 

Negatively impacting our operations 23 10.00% 

Not impacting our operations 194 84.35% 

Total 230  100.0% 

   

Quality of life   

Positively impacting our operations 112 47.26% 

Negatively impacting our operations 26 10.97% 

Not impacting our operations 99 41.77% 

Total 237  100.0% 

 

23. Has your organization in the past 12 months 
(including today) had any job vacancies that have 
been difficult to fill? 
 
One-third (34%) or 86 (of 253) responding organizations indicate they had a difficult to fill 
job vacancy in the last 12 months; two-thirds (66%) did not have such a vacancy. The 
responses to the next question provide a profile of the difficult to fill vacancies. 
 

24. If you answered yes to the previous question, 
indicate the number of vacancies your 
organization has had in the previous 12 months 
and currently in each of the job categories below. 
If your organization has had or has no difficult to 
fill vacancy for a particular job category, enter 0. 
 
Of the 86 respondents that reported difficult to fill vacancies within the last 12 months, 81 
of them identified the occupational or job category. In total, these organizations identified 
631 difficult to fill vacancies in the last 12 months, and 90 current difficult to fill 
vacancies.  
 
For difficult to fill vacancies in the last 12 months, the most frequently cited job 
categories were Occupations Unique to Primary Industry 50.6% of total or 319 vacancies 
and Sales and Service Occupations (15.5% of total or 98 vacancies). In terms of current 
vacancies, the most prevalent were Occupations Unique to Primary Industry (34.4% of 
total or 31 vacancies), Trades/Transport/Equipment Operators (15.6% or 14), and Sales 
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and Service Occupations and Management Occupations (13.3% each or 12 each). Note 
that a high proportion of the Primary Occupation vacancies were from one employer, 
particularly in the case of vacancies in the past 12 months. 
 

Table 17 
Previous (Last 12 Months) and Current Difficult to Fill Vacancies 

 

Vacancies in Last 
12 Months 

Current Vacancies  
Occupational Category 

Number % of 
Total 

Number % of 
Total 

All Occupational/Job Categories  631 100 90 100 

Management Occupations 38 6.0 12 13.3 

Business, Finance and Administration 
Occupations 

45 7.1 9 10.0 

Natural and Applied Sciences and Related 
Occupations  

12 1.9 6 6.7 

Health Occupations 12 1.9 0 0.0 

Occupations in Social Science, Education, 
Government Service and Religion 

31 4.9 1 1.1 

Occupations in Art, Culture, Recreation and 
Sport  

2 0.3 2 2.2 

Sales and Service Occupations 98 15.5 12 13.3 

Trades, Transport and Equipment 
Operators and Related Occupations  

46 7.3 14 15.6 

Occupations Unique to Primary Industry 319 50.6 31 34.4 

Occupations Unique to Processing, 
Manufacturing and Utilities 

28 4.4 3 3.3 

*Note: 238 of the 319 vacancies in the previous 12 months in Occupations Unique to Primary 
Industry were in one organization 
 

25. What are the reasons for not being able to 
recruit for difficult to fill positions? (select all that 
apply) 
 
The most prevalent reason for difficult to fill vacancies cited by 48 respondents was 
“cannot attract qualified people.” Other relatively frequent reasons were: compensation – 
cannot afford to pay (31 respondents); competition from other employers (29); do not 
have time/resources to orient, train and supervise a new person (28); and lack of training 
programs for such positions (26).  
 
It was interesting that community “infrastructure” factors were relatively infrequently cited 
as reasons for difficult to fill positions.  “Lack of community infrastructure (e.g. affordable 
housing, amenities, transportation, social services, quality of life, etc.)” was cited by only 
3 responding organizations; the same number cited child care as a reason; and cost of 
living, lack of employment for spouse, and culture or social reasons were cited by 5, 7 
and 1 respondent, respectively. 
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Thirty-four responding organizations indicated, “we have no barriers to recruiting.” 
 

Chart 9 
Reasons for Difficult to Fill Vacancies 

 

 
Thirty respondents selected “other” reasons, but most of those provided by them 
revolved around not requiring any workers right now, a lack of work or enough work 
hours, and a lack of availability of qualified people. 

 
Table 18 

Reasons for Difficult to Fill Positions 
 

Reasons Number % of Total 

In the process of filling the position(s) 14 4.49% 

Unattractive work or work environment 12 3.85% 

Competition from other employers  29 9.29% 

Compensation - cannot afford to pay 31 9.94% 

Cannot attract qualified people 48 15.38% 

Seasonal work 16 5.13% 

Do not have time/resources to recruit 13 4.17% 

Do not have time/resources to orient, train and supervise a new  
       person 28 8.97% 

Location of the work 12 3.85% 

Lack of training programs for such position(s) 26 8.33% 

Lack of community infrastructure (e.g. affordable housing, amenities,  
       transportation, social services, quality of life, etc.) 3 0.96% 

Child care 3 0.96% 

Cost of living 5 1.60% 

Lack of employment for spouse 7 2.24% 

Culture or social reasons 1 0.32% 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 101

We have no barriers to recruiting 34 10.90% 

Other reasons (please specify) 30 9.62% 

Total 312 100.0% 

 
26. What essential skills is your organization 
seeking that are not adequately met by younger 
(15-30) workers and workers in general (select all 
that apply for both categories)? 
 
Respondents were asked to identify “essential” skills that are not being met by younger 
workers (15-30 years) and by all workers. Obviously, not all respondents responded to 
all essential skill categories, so percentages in these responses are meaningless. 
However, looking at the number of responses for each skill yields some patterns in terms 
of relative significance.  
 
Those skills rated as lacking among young workers by the most respondents were: 
 

• Life skills (by 73 respondents); 
• Time management (62); 
• Independent work (55); 
• Oral communication (53); 
• Problem-solving and decision-making (both by 52); 
• Supervisory (40). 

 
The skills rated as lacking by “all” workers by the most respondents were: 
 

• Time management (by 61 respondents); 
• Computers (40); 
• Problem-solving (38); 
• Decision-making and independent work (both by 36). 

 
Table 19 

Essential Skills that are Lacking Among Younger and All Workers 

Skill and Category of Worker 
 

Number of 
Respondents 

Computers  

Among Younger Workers (15-30) 17 

Among All Workers 40 

  

Numeracy  

Among Younger Workers (15-30) 27 

Among All Workers 19 

  

Literacy  
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Among Younger Workers (15-30) 31 

Among All Workers 21 

  

Writing  

Among Younger Workers (15-30) 35 

Among All Workers 27 

  

Oral communication  

Among Younger Workers (15-30) 53 

Among All Workers 34 

  

Time management  

Among Younger Workers (15-30) 62 

Among All Workers 61 

  

Team work  

Among Younger Workers (15-30) 34 

Among All Workers 28 

  

Project management  

Among Younger Workers (15-30) 26 

Among All Workers 28 

  

Problem-solving  

Among Younger Workers (15-30) 52 

Among All Workers 38 

  

Decision-making  

Among Younger Workers (15-30) 52 

Among All Workers 36 

  

Independent work  

Among Younger Workers (15-30) 55 

Among All Workers 36 

  

Supervisory  

Among Younger Workers (15-30) 40 

Among All Workers 34 

  

Life skills (e.g. attitude, punctuality, hygience, etc.) 

Among Younger Workers (15-30) 73 

Among All Workers 32 

  

Other skillsets  

Among Younger Workers (15-30) 25 

Among All Workers 31 
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27. What is the impact on your organization of 
these difficult to fill vacancies? (select all that 
apply) 

Chart 10 
Impact of Difficult to Fill Vacancies 

 

 
 
The most frequent response to this question was that the impact of difficult to fill 
vacancies “required staff/business owner to work more hours” (by 71 responding 
organizations). Reduced customer service (60), limited production levels (42), and 
missed business opportunities (33) were the other most frequently cited impacts of 
difficult to fill positions. Only 1 respondent reported an impact on slowing exports; and 21 
indicated that such vacancies created missed business opportunities. 
 
Thirty-five respondents selected “other impacts”, however, most of these centred around 
reduced service and production levels, having to spend more on training people that do 
not stay, and having to downsize business or reduce hours. 
 

28. Indicate to what extent your organization 
expects demand to change over the next two 
years for each of the following job categories. 
(complete for each category even if N/A) 
 
This question about how responding organizations expect the demand for employment 
over the next two years asked about several job categories. Responses for each 
category ranged from a low of 198 to a high of 217. 
 
For most of the occupational categories, the large majority of respondents selected “not 
applicable”, ranging from 59.5% of respondents for Primary Occupations to 75.3% of 
Natural and Applied Sciences Occupations. The proportion of respondents who 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 104

expected a moderate or significant decline in demand was very small, ranging from 0% 
(Health Occupations) and 0.5% in Natural and Applied Sciences Occupations, to 2% in 
Arts/Culture/Recreation/Sport Occupations, Sales and Service Occupations, and 
Processing/Manufacturing/Utilities Occupations. 
 

Table 20 
Change in Demand by Occupational Category 

 

Occupational Category and Demand Change Number % of Total 

Management Occupations    

Demand will increase significantly 8 3.69% 

Demand will increase moderately 45 20.74% 

No change is expected 103 47.47% 

Demand will decrease moderately 4 1.84% 

Demand will decrease significantly 0 0.00% 

N/A 57 26.27% 

Total 217  100.0% 

   

Business, Finance and Administration Occupations   

Demand will increase significantly 1 0.48% 

Demand will increase moderately 44 21.15% 

No change is expected 89 42.79% 

Demand will decrease moderately 4 1.92% 

Demand will decrease significantly 0 0.00% 

N/A 70 33.65% 

Total 208  100.0% 

   

Natural and Applied Sciences and Related Occupations   

Demand will increase significantly 1 0.51% 

Demand will increase moderately 10 5.05% 

No change is expected 37 18.69% 

Demand will decrease moderately 1 0.51% 

Demand will decrease significantly 0 0.00% 

N/A 149 75.25% 

Total 198  100.0% 

   

Health Occupations    

Demand will increase significantly 2 1.01% 

Demand will increase moderately 17 8.54% 

No change is expected 38 19.10% 

Demand will decrease moderately 0 0.00% 

Demand will decrease significantly 0 0.00% 

N/A 142 71.36% 

Total 199  100.0% 

   

Occupations in Social Science, Education, Government Service and 
Religion   
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Demand will increase significantly 3 1.49% 

Demand will increase moderately 14 6.93% 

No change is expected 39 19.31% 

Demand will decrease moderately 1 0.50% 

Demand will decrease significantly 2 0.99% 

N/A 143 70.79% 

Total 202  100.0% 

   

Occupations in Art, Culture, Recreation and Sport   

Demand will increase significantly 2 1.01% 

Demand will increase moderately 13 6.53% 

No change is expected 35 17.59% 

Demand will decrease moderately 4 2.01% 

Demand will decrease significantly 0 0.00% 

N/A 145 72.86% 

Total 199  100.0% 

   

Sales and Service Occupations    

Demand will increase significantly 3 1.49% 

Demand will increase moderately 68 33.66% 

No change is expected 47 23.27% 

Demand will decrease moderately 4 1.98% 

Demand will decrease significantly 0 0.00% 

N/A 80 39.60% 

Total 202  100.0% 

   

Trades, Transport and Equipment Operators and Related 
Occupations   

Demand will increase significantly 2 0.99% 

Demand will increase moderately 35 17.33% 

No change is expected 42 20.79% 

Demand will decrease moderately 2 0.99% 

Demand will decrease significantly 0 0.00% 

N/A 121 59.90% 

Total 202  100.0% 

   

Occupations Unique to Primary Industry    

Demand will increase significantly 3 1.50% 

Demand will increase moderately 34 17.00% 

No change is expected 42 21.00% 

Demand will decrease moderately 2 1.00% 

Demand will decrease significantly 0 0.00% 

N/A 119 59.50% 

Total 200  100.0% 

   

Occupations Unique to Processing, Manufacturing and Utilities   
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Demand will increase significantly 1 0.50% 

Demand will increase moderately 18 9.05% 

No change is expected 36 18.09% 

Demand will decrease moderately 2 1.01% 

Demand will decrease significantly 2 1.01% 

N/A 140 70.35% 

Total 199  100.0% 

 
The occupational categories in which the highest proportion of respondents expect 
moderate or significant growth in demand are: Sales and Service Occupations (35.2%); 
Management Occupations (24.4%); Business/Finance/Administration Occupations 
(21.6%); Primary Occupations (18.5%); and Trades/Transport/Equipment Operator 
Occupations (18.3%). 
 
An average of about one-fifth or 20% of respondents expect no change in demand in 
each occupational category, ranging from 17.6% to 23.3%. 
 

29. How does your organization recruit new 
employees? Rate the relative effectiveness of the 
recruit options below for your organization 
(complete for each option even if N/A). 
 
The number of responses varied from 198 to 215 organizations across the recruitment 
options. For a number of them, two-thirds or more of the respondents selected “not 
applicable” (e.g. 78.4% for private employment agencies, 73.3% for career fairs, 70.8% 
for trade publications, 65.2% for post-secondary job postings, and 62.7 for high school 
relationships. 
 
The recruitment options most frequently rated “very effective” or “somewhat effective” 
were: word of mouth by 63.3%; staff referrals by 55.6%; jobs posted with community 
agencies (e.g. NIEFS) by 41.9%; and newspaper job postings by 41.6%. 
 
The options most frequently rated as “not effective at all” were: high school relationships 
by 15.9%; other employers by 12.7%; unsolicited resumes by 10.9%; and post-
secondary job postings by 10.6%. 

 
 
 
 
 
 
 
 
 
 

Chart 11 
Relative Effectiveness of Recruitment Options 
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Table 21 
Relative Effectiveness of Recruitment Options 

Recruitment Option Number % of Total 

Word of mouth   

Very effective 52 24.19% 

Somewhat effective 84 39.07% 

Minimally effective 31 14.42% 

Not effective at all 7 3.26% 

N/A 41 19.07% 

Total 215  100.0% 

   

Staff referrals   

Very effective 41 19.34% 

Somewhat effective 77 36.32% 

Minimally effective 29 13.68% 

Not effective at all 9 4.25% 

N/A 56 26.42% 

Total 212  100.0% 

   

Unsolicited resumes   

Very effective 8 3.79% 

Somewhat effective 66 31.28% 

Minimally effective 59 27.96% 

Not effective at all 23 10.90% 

N/A 55 26.07% 

Total 211  100.0% 

   

Other employers   

Very effective 9 4.39% 

Somewhat effective 47 22.93% 
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Minimally effective 36 17.56% 

Not effective at all 26 12.68% 

N/A 87 42.44% 

Total 205  100.0% 

   

Relationships with high schools   

Very effective 6 2.99% 

Somewhat effective 11 5.47% 

Minimally effective 26 12.94% 

Not effective at all 32 15.92% 

N/A 126 62.69% 

Total 201  100.0% 

   

Recruitment through colleges or 
universities   

Very effective 11 5.47% 

Somewhat effective 25 12.44% 

Minimally effective 34 16.92% 

Not effective at all 19 9.45% 

N/A 112 55.72% 

Total 201  100.0% 

   

Job postings with post-secondary 
institutions  

Very effective 5 2.53% 

Somewhat effective 18 9.09% 

Minimally effective 25 12.63% 

Not effective at all 21 10.61% 

N/A 129 65.15% 

Total 198  100.0% 

   

Job postings with community agencies 
(e.g. NIEFS)  

Very effective 24 11.71% 

Somewhat effective 62 30.24% 

Minimally effective 29 14.15% 

Not effective at all 12 5.85% 

N/A 78 38.05% 

Total 205  100.0% 

   

Newspaper job postings   

Very effective 23 10.75% 

Somewhat effective 66 30.84% 

Minimally effective 33 15.42% 

Not effective at all 10 4.67% 

N/A 82 38.32% 

Total 214  100.0% 
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Hiring fairs   

Very effective 5 2.49% 

Somewhat effective 10 4.98% 

Minimally effective 17 8.46% 

Not effective at all 22 10.95% 

N/A 147 73.13% 

Total 201  100.0% 

   

Career fairs   

Very effective 6 2.97% 

Somewhat effective 11 5.45% 

Minimally effective 15 7.43% 

Not effective at all 22 10.89% 

N/A 148 73.27% 

Total 202  100.0% 

   

Trade publications   

Very effective 8 3.96% 

Somewhat effective 20 9.90% 

Minimally effective 15 7.43% 

Not effective at all 16 7.92% 

N/A 143 70.79% 

Total 202  100.0% 

   

In-house promotion   

Very effective 26 12.62% 

Somewhat effective 36 17.48% 

Minimally effective 16 7.77% 

Not effective at all 10 4.85% 

N/A 118 57.28% 

Total 206  100.0% 

   

Internet   

Very effective 20 9.62% 

Somewhat effective 49 23.56% 

Minimally effective 13 6.25% 

Not effective at all 15 7.21% 

N/A 111 53.37% 

Total 208  100.0% 

   

Private employment agencies   

Very effective 0 0.00% 

Somewhat effective 10 5.03% 

Minimally effective 16 8.04% 

Not effective at all 17 8.54% 
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N/A 156 78.39% 

Total 199  100.0% 

 

30. What would help your organization address 
the challenges of recruiting employees (select all 
that apply)? 
 
Responding organizations were asked what kinds of assistance would help them 
address employee recruiting challenges. The single most frequent response selected by 
106 employers was “tax credits for hiring and/or training employees.” 
 
The other most popular choices for assistance in recruiting were: more relevant training 
in high school (selected by 51 employers); more accessible apprenticeship training (46); 
an employment referral service (41); and more relevant college/university training (38). 
 
There was no common pattern in the 22 employers that selected “other services.” 

 
Chart 12 

Recruitment Assistance Options 
 

 

31. To what extent has your organization hired 
members of the following groups which are 
under-represented in the Campbell River labour 
force. (complete for each group) 
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Of over 200 respondents to questions about each labour force group, those who 
indicated they would not hire from such groups ranged from 0.46% for Aboriginal people 
and women to 5.7% for youth and 6.6% for persons with disabilities.  
 
In terms of respondents who have not hired from such groups, responses ranged from 
20.9% and 21.3% for immigrants and persons with disabilities, respectively, to 2.3% of 
women and 9.2% of older workers/retirees. 
 
In terms of whether they would hire from such groups with or without any assistance, 
respondents most frequently responded with a yes for immigrants (35.4%), visible 
minorities (35.2%), and Aboriginal people (30.3%). Those respondents who would hire 
with assistance only were a relatively small proportion of responses in the case of all of 
the labour force groups, ranging from a low of 0.5% for Aboriginal people to 5.7% for 
persons with disabilities. 
 

Table 22 
Hiring from Key Labour Force Groups 

 

Labour Force Group Number % of Total 

Aboriginal people   

We have hired from such groups 96 44.04% 

We have not hired from such groups 28 12.84% 

We would hire from such groups with or without assistance 66 30.28% 

We would hire from such groups with assistance only 1 0.46% 

We would not hire from such groups 1 0.46% 

We might hire from such groups 26 11.93% 

Total 218  100.0% 

   

Youth   

We have hired from such groups 106 50.72% 

We have not hired from such groups 22 10.53% 

We would hire from such groups with or without assistance 36 17.22% 

We would hire from such groups with assistance only 6 2.87% 

We would not hire from such groups 12 5.74% 

We might hire from such groups 27 12.92% 

Total 209  100.0% 

   

Immigrants   

We have hired from such groups 52 25.24% 

We have not hired from such groups 43 20.87% 

We would hire from such groups with or without assistance 73 35.44% 

We would hire from such groups with assistance only 2 0.97% 

We would not hire from such groups 2 0.97% 

We might hire from such groups 34 16.50% 

Total 206  100.0% 

   

Older workers/retirees   

We have hired from such groups 105 48.39% 
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We have not hired from such groups 20 9.22% 

We would hire from such groups with or without assistance 56 25.81% 

We would hire from such groups with assistance only 1 0.46% 

We would not hire from such groups 6 2.76% 

We might hire from such groups 29 13.36% 

Total 217  100.0% 

   

Persons with disabilities   

We have hired from such groups 45 21.33% 

We have not hired from such groups 45 21.33% 

We would hire from such groups with or without assistance 57 27.01% 

We would hire from such groups with assistance only 12 5.69% 

We would not hire from such groups 14 6.64% 

We might hire from such groups 38 18.01% 

Total 211  100.0% 

   

Visible minorities   

We have hired from such groups 60 28.57% 

We have not hired from such groups 35 16.67% 

We would hire from such groups with or without assistance 74 35.24% 

We would hire from such groups with assistance only 4 1.90% 

We would not hire from such groups 2 0.95% 

We might hire from such groups 35 16.67% 

Total 210  100.0% 

   

Women   

We have hired from such groups 151 69.91% 

We have not hired from such groups 5 2.31% 

We would hire from such groups with or without assistance 40 18.52% 

We would hire from such groups with assistance only 0 0.00% 

We would not hire from such groups 1 0.46% 

We might hire from such groups 19 8.80% 

Total 216  100.0% 

 
32. Which of the following types of assistance 
would be helpful to your organization in hiring 
members of the following groups under-
represented in the Campbell River labour force. 
(complete for each group) 
 
Respondents were asked about what kinds of assistance would help them to hire 
members of the key labour force groups in the previous question. Interestingly, the 
number of responses per category ranged from 282 to 332. 
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Interestingly, the most frequent response with one exception was “none of these 
options.” For youth, “wage subsidy” had the most responses. However, in most cases, 
other choices were not much behind the “none” option. 
 
In the case of every labour force group, the “tax credit”, “retention incentive” and “local 
labour market information” were the least popular options. In every case, local LMI 
received support from only 3-4%. Generally, the top choices were “wage subsidy”, 
“referral and screening job candidates”, “development of training programs/resources”, 
and (less so for) “training support.” 
 

Table 23 
Helpful Types of Assistance for Hiring from Key Labour Force Groups 

 

Labour Force Group Number % of Total 

Aboriginal people   

Referral and screening job candidates 53 15.96% 

Wage subsidy 56 16.87% 

Tax credit 30 9.04% 

Retention incentive 18 5.42% 

Development of training programs/resources 53 15.96% 

Local demographic/labour market information 12 3.61% 

Training support 53 15.96% 

None of these options 57 17.17% 

Total 332   

   

Youth   

Referral and screening job candidates 38 11.59% 

Wage subsidy 64 19.51% 

Tax credit 28 8.54% 

Retention incentive 16 4.88% 

Development of training programs/resources 59 17.99% 

Local demographic/labour market information 10 3.05% 

Training support 55 16.77% 

None of these options 58 17.68% 

Total 328   

   

Immigrants   

Referral and screening job candidates 43 14.58% 

Wage subsidy 46 15.59% 

Tax credit 28 9.49% 

Retention incentive 14 4.75% 

Development of training programs/resources 47 15.93% 

Local demographic/labour market information 10 3.39% 

Training support 44 14.92% 

None of these options 63 21.36% 

Total 295   

   

Older workers/retirees   
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Referral and screening job candidates 40 14.18% 

Wage subsidy 46 16.31% 

Tax credit 27 9.57% 

Retention incentive 13 4.61% 

Development of training programs/resources 36 12.77% 

Local demographic/labour market information 14 4.96% 

Training support 35 12.41% 

None of these options 71 25.18% 

Total 282   

   

Persons with disabilities   

Referral and screening job candidates 37 12.21% 

Wage subsidy 57 18.81% 

Tax credit 29 9.57% 

Retention incentive 13 4.29% 

Development of training programs/resources 35 11.55% 

Local demographic/labour market information 12 3.96% 

Training support 41 13.53% 

None of these options 79 26.07% 

Total 303   

   

Visible minorities   

Referral and screening job candidates 45 15.15% 

Wage subsidy 48 16.16% 

Tax credit 28 9.43% 

Retention incentive 14 4.71% 

Development of training programs/resources 47 15.82% 

Local demographic/labour market information 13 4.38% 

Training support 39 13.13% 

None of these options 63 21.21% 

Total 297   

   

Women   

Referral and screening job candidates 45 15.10% 

Wage subsidy 47 15.77% 

Tax credit 26 8.72% 

Retention incentive 16 5.37% 

Development of training programs/resources 47 15.77% 

Local demographic/labour market information 12 4.03% 

Training support 42 14.09% 

None of these options 63 21.14% 

Total 298   

 
33. If your organization hires seasonal workers, 
indicate below in which month(s) of the year you 
typically recruit them. (select all that apply). Note - 
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we are asking you when you RECRUIT them, not 
EMPLOY them. 
 
Respondents were asked when, if at all, their organizations recruit (not employ) 
seasonal workers. The months with the most frequent responses were June (38 
responses), April (35), and May, July and August (each 31), and March (30). The 
numbers are largest during the six-month March-August period. The responses were 
least between September and February (six-month period). Eighty-six respondents 
indicated that their organizations do not recruit seasonal workers. 
 

Table 24 
Recruitment of Seasonal Workers by Month 

 

Month Number of Respondents 

January 11 

February 16 

March 30 

April 35 

May 31 

June 38 

July 31 

August 31 

September 20 

October 13 

November 12 

December 11 

  

We do not recruit 
seasonal workers 86 

  

34. What are the challenges your organization 
faces in attraction and retention of seasonal staff? 
(select all that apply) 
 
Respondents were asked to identify challenges to their organizations in attracting and 
retaining seasonal staff; they could choose more than one option. Almost 30% or 66 
employers identified the challenge of finding people with the right skill set. Other most 
popular choices were finding people who want to work seasonally (17.4% or 39 
respondents) and the unpredictability of the nature and length of the work season 
(13.8% or 31). While 10.7% (24) identified “other challenges”, they was no real pattern, 
other than 5 of them indicated they had no challenge and few indicated this did not apply 
to them. See Chart 13 on the next page. 
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35. What is your level of confidence in meeting 
your attraction/recruitment targets over the next 2 
years (select one only)? 
 
Respondents were asked about their level of confidence in meeting their organization’s 
attraction/recruitment targets over the next two years. Well over half (56.2%) of 
responding employers indicated they were not concerned about this. Only 7.5% were 
concerned and 5.5% were very concerned. Almost one-third (30.7%) of respondents 
were somewhat concerned. 
 

Chart 13 
Challenges in Attracting and Retaining Seasonal Workers 

 

 

36. Does your organization do an annual training 
needs analysis or training plan (select one only)? 
 
Two-thirds of responding organizations 147 out of 217 responses) indicated they do not 
do an annual training needs analysis or training plan.  
 

37. What percentage of your organizations 
workforce participates in job-related (i.e. directly 
related to the employees current or future job) 
education and training each year? (select one 
only) 
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Of 215 replies to this question, almost half of employers indicated at least 51% of their 
workforce participates in job-related education and training each year. Twenty-three 
percent of respondents indicated that 100% of their workforce did so. However, 19% of 
respondents reported that none of their workforce participates in such education and 
training. 
 

Chart 14 
Proportion of Workforce Participating in Job-Related Education 

 and Training each Year 
 

 
 

38. To what extent does your organizations 
employees participate in the following types of 
job-related education and training (complete for 
each type)? 
 
In response to this question about types of job-related education and training for 
employers’ workforces, those types with the highest proportion of responses indicating 
frequent or very frequent participation by employees were: in-house training (57.7%); off-
site workshops/seminars (37.2%); off-site education programs (35%); attending 
conferences (31.1%); and industry association training (29.9%). 
 
Those types of education and training for which the highest proportion of respondents 
indicated it is “never” provided were: apprenticeship training (65.1%); “other types” 
(58.5%); vendor training (48.9%); industry association training (36.8%); and off-site 
education programs (33.9%). 
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Table 25 
Proportion of Workforce by Type of Job-Related Education and Training 

Type of Job-Related Education and Training Number % of Total 

Off-site credited education programs   

Never 61 33.89% 

Infrequently 74 41.11% 

Frequently 37 20.56% 

Very frequently 8 4.44% 

Total 180   

   

Off-site job training programs   

Never 47 26.55% 

Infrequently 87 49.15% 

Frequently 36 20.34% 

Very frequently 7 3.95% 

Total 177   

   

Off-site short workshops or seminars   

Never 31 16.94% 

Infrequently 84 45.90% 

Frequently 53 28.96% 

Very frequently 15 8.20% 

Total 183   

   

Distance learning (online, correspondence, videoconferencing)  

Never 53 30.29% 

Infrequently 78 44.57% 

Frequently 33 18.86% 

Very frequently 11 6.29% 

Total 175   

   

In-house education/training   

Never 29 15.93% 

Infrequently 48 26.37% 

Frequently 68 37.36% 

Very frequently 37 20.33% 

Total 182   

   

Apprenticeship training   

Never 108 65.06% 

Infrequently 21 12.65% 

Frequently 24 14.46% 

Very frequently 13 7.83% 

Total 166   

   

Vendor training (offered by a manufacturer, supplier or other proprietory owner of 
a product) 
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Never 85 48.85% 

Infrequently 59 33.91% 

Frequently 22 12.64% 

Very frequently 8 4.60% 

Total 174   

   

Attending conferences   

Never 42 22.95% 

Infrequently 84 45.90% 

Frequently 47 25.68% 

Very frequently 10 5.46% 

Total 183   

   

Industry association training   

Never 64 36.78% 

Infrequently 58 33.33% 

Frequently 40 22.99% 

Very frequently 12 6.90% 

Total 174   

   

Other types   

Never 76 58.46% 

Infrequently 39 30.00% 

Frequently 11 8.46% 

Very frequently 4 3.08% 

Total 130   

 

39. What are the most significant barriers to your 
organizations employees receiving necessary 
education and training? 
 
Almost one-third (32.3% or 107) of respondents identified the lack of locally available 
education and training as a most significant barrier to education and training. Seventy-
one respondents or 21.5% indicated needed training does not exist anywhere. Almost 
the same proportion (20.9% or 69) indicated they are unable to free up employees for 
education and training. Poor quality of education and training was only identified by 4.8% 
or 16 employers. Of the 19 respondents (5.7%) who chose “other”, more than one-third 
of them indicated they have no barriers or no need for training; and a few indicated cost 
was an issue. Otherwise, there we no other patterns in the other responses provided. 
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Chart 15 
Barriers to Employee Education and Training 

 

 

 
40. In what skill/knowledge areas do your 
organizations owner(s), managers and 
supervisors need additional training and 
development? (select all that apply) 
 
Leadership skills, conflict resolution skills, basic management skills and communication 
skills were the most frequently identified skill/knowledge areas that were priorities for 
respondents in terms of owners, managers and supervisors of organizations responding. 
The number of respondents identifying these as priorities ranged from 70 to 78. 
 

Chart 16 
Areas for which Owners/Managers/Supervisors Need Additional Training 
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41. How could suppliers of education, training and 
employment development in Campbell River 
enhance their delivery for your employees? 
(select all that apply) 
 
The most popular choice in response to this question was the need for suppliers of 
education, training and employment development to provide flexible scheduling of 
programs; 92 employers identified this as important. The next most popular response 
was online/videoconferencing formats of programs, modularized (smaller “chunks”) 
programs, and shorter (duration) programs. 
 

Chart 17 
Enhancement of Education, Training and Employment Development Delivery 

 

 

42. To what extent does your organization support 
employee education and training? (select all that 
apply) 
 
The most frequent responses to this question was respondents who fund all employee 
job-related education and training (75 employers), and those who directly fund job-
related training provided and/or delivered by the organization (70). The least frequent 
response was those who provide an annual ceiling of funding per employee for 
education and training (14 employers). See Chart 18 on the next page. 
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43. Provide an estimate of the number of hours of 
job-related training per employee per year that 
your organization invests in. (select one only) 
 
Of 203 respondents, almost 50% of them indicated that they invest in 1 to 25 hours of 
job-related training per employee per year. A further 23.7% of employers indicated that 
they invest in 26 to 100 hours of employee training annually; and over 5% fund more 
than 100 hours per year. Thirteen percent or 26 employers did not know how many 
hours they fund per employee per year. See Chart 19 on the next page. 
 

Chart 18 
Extent of Support of Employee Education and Training 

 

 
 

Chart 19 
Number of Hours per Employee Per Year of Funded Job-Related Education and 

Training 
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44. Estimate how much money you spend per 
year per employee on education and training 
investments? (select one only) 
 
Of 201 respondents, 60% of employers spend $1,000 or less per year per employee for 
education and training. Eleven percent of these (22 employers) spend zero dollars on 
this activity. Over 12% of employers spend $1,001-$2,500 per employee per year on 
education and training; and almost 9% spend $2,501-$9,999. Six employers (3%) 
indicated they spend $10,000 per year per employee on education and training.  

 
Chart 20 

Education and Training Investments per Year per Employee 
 

 
 

45. What are the barriers to your organization 
retaining its workers in Campbell River? (select all 
that apply) 
 
The most frequently cited choices in response to this question were the retention 
barriers of having to offer steady employment (77 respondents) and providing the 
expected compensation (67 respondents). Working conditions (8), retirements (12), 
adequate community services (8), adequate transportation (6), adequate housing (5), 
and adequate child care (5) were the least frequently cited barriers to retention. 
 
Of those respondents who selected “other” (30), one-third indicated retention was not a 
problem. A small number of others indicated the seasonality of their work was a factor. 
 
See Chart 21 on the next page. 
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46. What is your current employee turnover rate 
(percentage of employees who leave your 
organization each year, either voluntarily or 
involuntarily)? (select one only) 
 
Of 192 respondents, almost half (49%) indicated their organization has a turnover rate of 
less than 5%; a further 19.8% indicated a turnover rate of 6-10%; and over 25% reported 
a rate of 11% or higher. Eleven employers (5.7%) did not know their turnover rate. 

Chart 21 
Barriers to Worker Retention 

 

 
 

47. What proportion of your organization’s 
workforce retired over the last 2 years? What 
proportion of your organizations workforce do 
you expect to retire over the next 2 years? 
 
A large majority (72.4%) of respondents indicated they had they zero retirements in their 
workforce in the last two years. Almost 58% expect no retirements over the next two 
years. 
 
While 4 (2.2%) employers expected 100% of their workforce to retire in the next two 
years, no other respondents had or expect retirements being more than 50% in the past 
or next 2 years, respectively. 
 
Almost all respondents had or expected 10% or less of their workforce to retire. Ninety-
five percent had 10% or less of their workforce retire in the previous two years; and 91% 
expect the same in the next two years. 
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Table 26 
Workforce Retirements in the Last and Next Two Years 

 

Retirements in Last 2 Years Retirements in Next 2 Years Percentage of Workforce Retiring 
 Number % of Total Number % of Total 

Zero percent of workforce  139 72.4 105 57.7 

1-10% of workforce 43 22.4 60 33 

11-25% of workforce 3 1.6 11 6 

26-50% of workforce 7 3.6 2 1.1 

51-75% of workforce 0 0 0 0 

76-99% of workforce 0 0 0 0 

100% of workforce 0 0 4 2.2 

Total 192 100.0 182 100.0 

 

48. What strategies have worked for you or other 
employers to retain employees (select all that 
apply)? 
 
Ninety-eight respondents indicated that scheduled wage increases worked for their 
organizations in terms of retaining employees. Extended benefits (75), career 
development and advancement and performance bonuses (67 each), and recognition 
and reward programs (65) also received significant responses. 

 
Chart 22 

Retention Strategies that have Worked 
 

 
 
A common response for those that selected “other” was having a positive, flexible work 
environment. 
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49. What is your level of confidence in reducing 
your current employee turnover rate over the next 
two years (select one only)? 
 
Of 179 respondents, almost half (48%) of employers expressed that they were confident 
or very confident about reducing their employee turnover rate over the next two years. 
Almost 17% of employers indicated they were not confident in achieving this. 
 

Chart 23 
Level of Confidence in Reducing Employee Turnover 

 

 

50. What type(s) of information would help you as 
an employer to effectively plan, manage and 
develop your organizations human resources 
(select all that apply)? 
 
Information on government funding programs was the most popular type of information, 
identified by 109 employers. Local labour market information and information on 
education and training programs was identified as helpful by 79 and 73 employers, 
respectively.  
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Chart 24 
Types of Information to Help with Human Resource Activities 

 

 

 
51. How useful are the following types of local 
labour market information to your organization? 
 
Of 185 to 187 respondents to each category of information, information on emerging 
industries was rated a useful or very useful by 61.3% of employers; and information on 
declining industries and local labour force demographic data were supported by 59.9% 
and 57.8% of respondents, respectively.  
 
Data on enrolments and completions in various local education, training and 
employment programs was found as minimally useful or not useful at all by 55.9% of 
employers. A small majority of employers did not find current and projected employment 
by local industry (including high demand industries) (53.2%) and current and projected 
employment by local occupation (including high demand occupations) (53.5%) very 
useful or useful at all. 
 

Table 26 
Usefulness of Types of Local Labour Market Information 

 

Type of Local Labour Market Information Number % of Total 

Current and projected employment by local industry (including high 
demand industries)  

Very useful 33 17.55% 

Useful 55 29.26% 

Minimally useful 49 26.06% 

Not useful at all 51 27.13% 

Total 188   

   

Current and projected employment by local occupation (including high demand 
occupations) 

Very useful 30 16.04% 

Useful 57 30.48% 
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Minimally useful 49 26.20% 

Not useful at all 51 27.27% 

Total 187   

   

Information on emerging industries   

Very useful 40 21.51% 

Useful 74 39.78% 

Minimally useful 29 15.59% 

Not useful at all 43 23.12% 

Total 186   

   

Information on declining industries   

Very useful 30 16.04% 

Useful 82 43.85% 

Minimally useful 30 16.04% 

Not useful at all 45 24.06% 

Total 187   

   

Demographic data on the local labour force   

Very useful 30 16.22% 

Useful 77 41.62% 

Minimally useful 40 21.62% 

Not useful at all 38 20.54% 

Total 185   

   

Data on enrolments and completions in various local education, training and 
employment programs 

Very useful 23 12.37% 

Useful 59 31.72% 

Minimally useful 53 28.49% 

Not useful at all 51 27.42% 

Total 186   

 

52. Are you aware of and have you used the 
following types of government programs 
(complete for each type of government program)? 
 
Between 183 and 187 employers responded to these questions on awareness and use 
of government programs. First, in terms of respondents’ awareness, it ranged from a low 
awareness of 77.2% (not being aware) of the Welcome BC initiative to a relatively high 
awareness of 47.5% (not being aware) of the Target Wage Subsidy Program. Skills 
Connect for Immigrants (72.6%) and the Labour Market Partnership Program (LMPP) 
(71.2%) also received low recognition ratings among respondents. 
 
The programs that had the highest proportion of respondents who were aware of them 
and used them were the Targeted Wage Subsidy Program (19.7% were aware of an 
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used this program), the BC Training Tax Credit Program (9.7%), and the Workplace 
Training for Innovation Program (9.1%) 
 
Program with least awareness and use were the Small Business Internship Program 
(1.1%), Skills Connect for Immigrants (2.2%), LMPP (2.2%) and Welcome BC (3.3%). 
 

Table 27 
Awareness and Use of Government Programs 

Government Program Number % of Total 

BC Training Tax Credit Program  

Aware, but have not used 78 41.94% 

Aware and have used 18 9.68% 

Not aware 90 48.39% 

Total 186   

   

Federal Apprenticeship Job Creation Tax Credit or Apprentice 
Incentive Grant  

Aware, but have not used 73 39.46% 

Aware and have used 13 7.03% 

Not aware 99 53.51% 

Total 185   

   

Small Business Internship Program   

Aware, but have not used 63 33.69% 

Aware and have used 2 1.07% 

Not aware 122 65.24% 

Total 187   

   

Workplace Training for Innovation Program   

Aware, but have not used 63 33.69% 

Aware and have used 17 9.09% 

Not aware 107 57.22% 

Total 187   

   

Skills Connect for Immigrants   

Aware, but have not used 47 25.27% 

Aware and have used 4 2.15% 

Not aware 135 72.58% 

Total 186   

   

Welcome BC   

Aware, but have not used 36 19.57% 

Aware and have used 6 3.26% 

Not aware 142 77.17% 

Total 184   

   

Labour Market Partnership (LMP) Program   

Aware, but have not used 49 26.63% 
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Aware and have used 4 2.17% 

Not aware 131 71.20% 

Total 184   

   

Job Creation Partnerships Program   

Aware, but have not used 52 28.42% 

Aware and have used 13 7.10% 

Not aware 118 64.48% 

Total 183   

   

Targeted Wage Subsidy Program   

Aware, but have not used 60 32.79% 

Aware and have used 36 19.67% 

Not aware 87 47.54% 

Total 183   

   

Industry Training Authority (ITA) Programs   

Aware, but have not used 48 26.09% 

Aware and have used 16 8.70% 

Not aware 120 65.22% 

Total 184   

 

53. Please provide any other comments you may 
wish to make related to the topics of this survey. 
 
In the final version of this survey report, a summary analysis of responses to this 
question will be prepared. Until then, here are the unedited responses.  
 

• We are a one employee non-profit housing provider. I manage and run the whole 
operation. I was hired because of an extremely broad base of knowledge and 
skills from all aspects of preventive maintenance, finance, human resources, 
forecasting needs and I love what I do. Dedication will keep me here well past 
the usual 65 retirement age. 

• Your survey does not mention communications via radio. Our local radio station 
is a great vehicle to run recruitment ads and provide information about training 
and other employment programs. NIEFS runs a regular campaign informing 
listeners of their information on funding/training options for job-seekers.  

• This survey is about 2 years too late for me.  I was desperate for help but there 
was no one that I could find that could help me.  I tried pleading with the 
Provincial Nominee Program to open up the categories to allow for janitors (and 
not just for hotel janitors).  If I could have brought my brother in law from the 
Philippines to Canada he could have taken over 1/2 of the business.  
Unfortunately that particular program was only open to large organizations like 
hotels and restaurants.  At the time I was competing with the likes of Tim Hortons 
for employees to work nights.  For some reason a big organization could bring in 
immigrants to fill the labour shortage but I couldn't.  In the end I was desperate to 
sell the floor maintenance side of the business as the work was ruining my 
shoulder and I was working 350 days+ per year.  
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• Having a bed and breakfast that is owner operated does not relay to this survey. 
• Every effort should be made to give incentives to new business that wish to move 

to Campbell River to fill the void created by the loss of the paper mill and 
associated businesses. 

• As a very small business owner and long time resident of Campbell River it is my 
opinion that the city makes it very difficult for new businesses to start up in 
Campbell River. If we want our city to thrive we need to be open to welcoming 
new businesses and opportunities here. 

• In our industry we are constantly training people that in turn become qualified 
and become eligible for higher paying jobs with benefits in government sectors, 
or in larger cities. We rarely have positions for unskilled workers, the quality and 
attitude of post degree students in Canada, that I have dealt with is not 
satisfactory and I have to train them just as much as the employee without a 
degree.  One employee I had to re-read their qualifications 6 times within a 
period of 6 months to try and understand where the said skills were.  She was 
absolutely useless, I fired her and she took me to labour relations, which I won 
but cost me $1500.  There is no incentive to train or persists with the youth here.  
The youth of today are too fixated on their rights rather than the pride of 
contributing and becoming part of a company and their community. 

• There is no job training for our industry in Campbell River. 
• My business is too young to have experienced labour problems. Many people 

have applied for work and we have been able to chose very highly educated and 
skilled people. We have yet to hire anyone full-time but would like to know how to 
develop a great staff when we experience growth and expand in size and sales. 

• I would use the above but can not find motivated people to participate 
• We are a husband/wife team with no other employees, so difficult to answer a lot 

of the questions. So I don't think we were much help. Thanks for the opportunity 
to participate. 

• Specialized hands on requirements of our operations is not a skill readily taught 
in the rest of the market although there are others in town doing the same as us. 
Most employees trained by us end up working at these other businesses but I'd 
still prefer to train our own. 

• Very hard to answer most of the questions for a self employed business owner.  I 
only higher contractors as I need them during busy season etc. 

• I run a new media business that relies on contractors. In total I hire 9 contractors 
2 of which live in Victoria, 1 of which lives in Ontario. Our contracting needs 
expand and contract depending on project needs. The manufacturing of our 
physical products takes place in Quebec. Although we currently sell physical 
product we are moving towards digital products. 

• Overall great survey. I actually completed it twice as found I had to give it more 
thought than I could from doing it at work. It is very detailed and informative 
which I think is necessary but there is a time commitment to doing it correctly. 
Great questions and I am very interested in hearing about the feedback. 

• My business is small and seasonal so usually don't qualify for any assistance. 
• We are a siding company and we need people to build houses. The economy 

has to improve. If it does, teh rest will take care of itself. 
• As a non-profit society and a very small organization many questions didn't really 

apply. 
• It would be nice to have information on programs that would be helpful for 

businesses given to the businesses as it seems like you really have to search for 



 
WORKFORCE DEVELOPMENT WITHIN A RURAL TRANSITIONING ECONOMY 

 

FINAL RESEARCH REPORT TO CAMPBELL RIVER & DISTRICT CHAMBER OF COMMERCE 132

this kind of information and most small businesses owners don't have enough 
time to research and find out what is available.  If small business is the back 
bone of our local economy than there needs to be more incentives given and 
made known as times are still tough and more small businesses are going suffer 
and go out of business if ther contributions are not recognised. 

• With respect to how the local environment affects us - affects our cleints so 
affects us. Hiring of youth, immigrants and disabled, the issue is that these 
groups do not have the skill set for our inductry. Our staff need to have a Cdn 
designation to be able to practice. If a member of these groups can obtain a 
designation  there is no barrier to hiring them. 

• The majority of this survey is covered by our head office, so some areas simply 
do not apply to a single operation. 

• Government funding better transportation between mainland to island bring more 
people more tourist help business created created more job 2. No industry no 
tourist no job 

• Owner operated business. 
• Youth poorly trained in mathematics - don't know how many coins in a roll of their 

own currency. Cannot multiply or do simple additions 
• All of our staff is under contract and EI needs to ease up on rules for making 

higher paid job more available with more grants from the government set rules 
for bettering themselves if an company can ensure that the work is available for 
the person 

• We are a law firm so have different job descriptions and skill sets required of our 
employees. 

• These topics are very unrelated to our business of church. Our church has a 
contract janitor and 2 pastors, one who is paid part time but works full time and 
the other who works full time outside the church and then volunteers pastoring to 
the church and RCMP. It is very hard to put statistics to such a work 
environment. 

• Because we are a small non profit many questions are not applicable, some 
responses maybe should not be included in research numbers 

• This survey does not apply to the not for profit, volunteer society.  There are no 
paid employees.  Nor do we receive funds from government or private 
organizations. 

• Lots of questions about Benefits and $$$, but little feedback asked on what type 
of atmosphere is provided for associate retention.  It doesn't always have to be 
about the $$$ or benefits, it has to do with creating a team/family environment 
that everyone contributes to.  More training is needed for our small business in 
this area. 

• The specialized skill set required for our operations is something best taught in 
house to our own standards. This is not something you can enroll for at your local 
college, such courses do not exist and we really prefer to train them our way. So 
generally our search for new employees aims for 'Un-skilled' in our job so we can 
train our way. Occasionally some have the skills but they were learned at a 
competitor's and I don't want their bad habits. 

• I'm finding that employees are expecting starting wages of $26-30 per hour.  That 
isn't realistic to me for a new employee who isn't trained in my company.  They 
seem to be more comfortable collecting EI instead of working for $15-17 per 
hour. I think there needs to be a 'Local' report to employees that states what is 
currently being earned and paid.  Local employees seem to be reading what 
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Vancouver, and Alberta is paying and expect that to happen today in Campbell 
River.  It is very unrealistic, and makes it impossible to work with such 
employees. 

• Our company does not normally have problems finding employees rather to 
assist our companies needs we would benefit more from marketing exposure 
locally and globally.  Information based on avenues to guide us to larger markets 
and funding to expand our market base. 

• Tough to compete against Alberta's high wages. Hard to find young people with 
'street sense'- if it's not in the book, they can't figure it out.   Can't think for 
themselves, common sense is questionable. Need more on the job training while 
in school.  Grade 10 on. 

• Once we have hired & trained the right individuals our retention level is 
incredible. 80% of our current employees have been with us over 4 years, 75% 
over 10 years. While replacing skilled employees for Mat leave or Moved out of 
town, we often go thru tonnes of trainees before finding someone who can walk 
their own talk. It's like a revolving door. We are still trying to properly replace a 
secretary who retired 4 years ago, and an installer who went off to medical 
school. If we could teach work ethics & integrity in school, and have the school 
system go back to allowing that 'failure is an option, you must work hard to 
succeed', that would be truly beneficial.    

• The Campbell River Salmon Festival Society is a 100% volunteer organization 
and we rely on local community groups and citizens to put on the community 
Festival.  Our main source of revenue is grants and sponsorships 

 

54. Would you like to receive a copy of a summary 
report of the results of this survey? If you answer 
yes, please ensure you provide contact 
information (name, organization and address or 
email address) at the beginning of this survey 
(select one only). 
 
Seventy-five percent or 156 respondents asked for a copy of the summary report of 
results. 
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