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Executive Summary

The present project was in response to the Request for Proposal received from Enterprise Charlotte to undertake a Skills Inventory and Action Plan for trades and non-traditional occupations in Charlotte County. Employers selected to participate in the Skills Inventory represented small, medium and large employers in the major industrial sectors in the county, specifically manufacturing, aquaculture, fisheries, tourism and that portion of the service sector employing skilled trades and non-traditional workers. Enterprise Charlotte hoped to identify skill shortages that may be experienced by employers currently and in the future. A future second step requires identifying the supply side of the equation by identifying the human resources and skills available in the labour market of Charlotte County and determining whether supply will meet the demand.

The specific objectives were:

· To develop and undertake a detailed survey of twenty-five employers to identify current and future (five and ten-year time frames) skill requirements in their individual workplaces. 

· To identify current human resource planning initiatives being undertaken by these employers, such as recruitment and retention strategies, succession planning, career development and training to meet current and future demands. 

· To identify the level of satisfaction with the availability of a qualified labour pool in the Charlotte County area.

· To facilitate an action plan to address human resource issues identified by employers and the survey results

The project resulted in interviewing twenty-two of the projected twenty-five companies. These companies represented approximately 25% of the employed labour force in Enterprise Charlotte area. The report analyzes results of the survey and contains summary recommendations arising from the employer driven SWOT analysis and resulting Action Plan. In addition, observations and recommendations regarding specific human resource management practices have been set forth based on the survey results.

Major findings identify a skill shortage in the trades which is being exacerbated by the rapid draw of skilled trades to employment in Western Canada and the lack of graduating apprentices from within the province. It is noted that there is a marked increase in numbers leaving in recent months which indicates that immediate steps to address this issues should be taken at all levels. A second major shortage of general labour was also identified, especially among employers in the seasonal industries.
Action items include
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Introduction

The present project was in response to the Request for Proposal received from Enterprise Charlotte to undertake a Skills Inventory and Action Plan for trades and non-traditional occupations in Charlotte County. Employers selected to participate in the Skills Inventory represented small, medium and large employers in the major industrial sectors in the county, specifically manufacturing, aquaculture, fisheries, tourism and that portion of the service sector employing skilled trades and non-traditional workers.

For the purposes of this study, non-traditional occupations are those that exclude traditional occupations such as financial, administrative and retail.

Enterprise Charlotte hoped to identify skill shortages that may be experienced by employers currently and in the future. The overall objectives of the undertaking were to determine the human resource needs of local employers and to assist them in preparing for potential skill shortages. A future second step requires identifying the supply side of the equation by identifying the human resources and skills available in the labour market of Charlotte County and determining whether supply will meet the demand.
Project Objectives

1. The current project had as its specific objectives to develop and undertake a detailed survey of twenty-five employers that were identified by Enterprise Charlotte, that identified current and future (five and ten-year time frames) skill requirements in their individual workplaces. The survey also identified current human resource planning initiatives being undertaken by these employers, such as recruitment and retention strategies, succession planning, career development and training to meet current and future demands. The survey also identified the level of satisfaction with the availability of a qualified labour pool in the Charlotte County area.

2. The results of the survey were compiled and analyzed with resultant trends identified.

3. The consultants worked closely with the Enterprise Charlotte staff and the steering committee on a continuous basis throughout the project, to receive in-put and to provide updates on the research process. 

4. The consultants presented an interim report to the committee and other experts and facilitated a SWOT analysis, identifying strengths, weaknesses, opportunities and threats that the data and results of the survey had identified. The consultants worked with the Committee to develop an Action Plan to address the weaknesses and mitigate the potential threats.

Methodology and Approach

Expert Forecast Technique

The methodology employed was based on collecting primary data from the Experts within each company. In most cases, the business owner or other senior manager such as Director of Production, in conjunction with the person responsible for maintaining the corporate Human Resource records, were the experts for each organization. 

Survey Construction

The survey instrument was based on collaboration and input from the steering committee, as well as research of best practices employed in other labour requirement surveys. NOC occupation codes were used for some occupations to allow comparison with other labour force information generated by Statistics Canada and N.B. Training, Employment and Development. The survey instrument was tested, revised and retested to ensure reliability. 

Communication Process

Communication was key to ensuring that Charlotte Country businesses participated fully in the survey process. To facilitate this process, Enterprise Charlotte contacted each of these companies in advance to inform them of the project and encourage their participation. As well, several companies received the survey document in advance of the actual interview which allowed many to think through and/or prepare information for the meeting. To ensure that businesses understood clearly the benefits for them of participating in the survey, an information sheet (Appendix X) was prepared and forwarded to them.

Live interviews were conducted using both structured and open-ended interview questions with each company. Personal interviews were important to the data collection process as it allowed for the collection of anecdotal information and additional relevant information to the Human Resource Planning process. It also provided the opportunity to raise awareness of Human Resource practices that are employed today by other companies. A third objective of the personal interview process was a very practical one, to disseminate information about these practices, particularly the very do-able ones, so that companies could immediately take action to implement these or refine current practices.
Data Collection

The Steering Committee identified the companies that were to be surveyed. 

Where the information was available, data was collected for each occupation:

· Recruitment sources, methods used and rate of success 

· Hiring criteria including education, training and experience

· Age categories used by Statistics Canada 

· Attrition data (terminations, layoffs, retirements)

· Training

· Succession Planning initiatives

· Retention data (including length of service)

In addition, the following information was collected from employers:

· current human resource practices which impact recruitment and retention, such as compensation, non-monetary benefits, rewards and recognition programs.

· satisfaction levels of employers with current experiences in attracting and retaining qualified staff

· additional information identified by the committee

· anticipated growth based on previous years growth or acquisitions or mergers

· specific current, short-term recruitment and retention challenges

· medium (5 years) and long term (10 years) recruitment and retention challenges

Collaborative Approach

A collaborative approach with the Steering Committee and Enterprise Charlotte was  ensured by frequent contact with Enterprise Charlotte officers and monthly meetings with the steering Committee. This ensured that any problems that arising from the survey process were identified and appropriate actions taken. Meetings were held on March 2nd, April 3rd and May 4th of 2006. The survey results were compiled and analyzed.
Description of the SWOT Process

Enterprise Charlotte issued an invitation to participate in the SWOT analysis on May 31, 2006 to members of the Skills Inventory Steering Committee, the Board of Directors of Enterprise Charlotte and the Charlotte County HR Managers network. Twelve participants representing 10 companies (see Appendix x) attended the four-hour session. The consultants presented preliminary survey data and research relevant to the Human Resources in Charlotte County. After an active group discussion, Dianne Power, Consultant, led the participants through the SWOT process, brainstorming and discussing the Strengths, Weaknesses, Opportunities and Threats to the future of Human Resources in the county. Participation was active and engaged and involved. Informal feedback received after the session was very positive. 

Invitations to continue the SWOT process on the following day, June 1, 2006 were extended to organizations representing the supply side of the Human Resource Planning process, as well as Steering Committee members. See Appendix x for a list of those participating. Again, the participation was active, involved and positive. The consultants facilitated the process of reviewing the results from the previous day and grouping these into common themes in order to generate action items.

The project Steering Committee developed and prioritized action items that emerged from the SWOT analysis.

Analysis of the Survey Results

General Characteristics of the Companies Surveyed

A total of twenty-two companies were interviewed for the Charlotte County Skills Inventory Survey. These companies represented a broad range of industrial activity and size of workforce; most companies classified themselves within the manufacturing sector.

The twenty-two companies surveyed were a representative mix of small and medium-sized businesses. Six of the companies had over 100 employees, eleven had 20 to 100 employees and five businesses had fewer than 20 employees.

Industries represented:
· Manufacturing 





· Fishing/Aquaculture




· Service 






· Accommodation/Food Services 


· Construction





· Agriculture





· Other 






The twenty-two companies interviewed had 3661 employees in total. This represents over a quarter of the Charlotte County labour force.  These twenty-two companies projected an increase of a total of 253 employees in five years, representing an increase of 6.9%, and an additional 55 employees in ten years. (Only seven of the twenty companies felt confident in providing data for a ten-year projection.)

Local Workforce Availability and Recruitment Issues

More than half of the companies surveyed reported operating seasonally. Ten companies reported their business operated year round, while twelve businesses were primarily seasonal with some year round operation. In compiling the results of the responses to questions regarding skill shortages, it was noted that many companies identified problems in recruiting unskilled labour as well. 

· Of the 12 seasonal businesses, 10 indicated experiencing problems with a shortage of general labour

· Of the 10 non-seasonal companies, 3 indicated a shortage of general labour

Of the twenty-two companies interviewed, eighteen indicated that they had experienced difficulties in recruiting employees. Only four responded that they had no recruitment difficulties.

Companies experiencing difficulties in recruiting employees were asked to identify why, in their opinion, they were experiencing problems in recruiting workers. Following is a compilation of the most common responses:

Wages



7

Labour shortage


6

Geography



4

Internal issues


3

EI




3

Out west (wages)


3

Seasonal 



2

Employment ready/gen y

2

/work ethic

Shift work



1

Skill shortage


1

(competing for same workers)

These responses were compared to the employer responses to the final survey question “ What are your Greatest HR Challenges?”  which are listed below.
 

Economy/Company has business
4

Geography



4

Internal issues


3

Seasonality



2

Labour shortage


2

Out west (wages?)


2

Not employment ready/”gen. y”
2

EI




2

Finding new workers/Recruitment
2

Keeping new workers/Retention
2

Age




1

Wages



1

Lack of education/training

1

Lack of skilled workers

1

It can be observed that, while the order in terms of frequency of response was different for these two questions, the human resource issues identified remained the same.

Skilled Trade Shortage 
One extremely pressing concern of the business and human resource community, is the possibility of a significant shortfall in the numbers of qualified workers in the skilled trades that will be available to hire in both the short-term and long term. Concerns regarding aging workers and higher wages available to these workers in Western Canada have been expressed. The table on the next page extrapolates the current number of workers and takes into account the increasing frequency of retirement of workers, as well as the overall human resource forecasts that the companies have provided.
	Occupation
	Current # in survey
	# 55 yrs or older
	# needed to hire in the next

5 yrs
	# needed to hire in the next 5 to 10 year period

	Industrial Mechanic
	 70
	
	26
	24

	Industrial Electrician
	 16
	
	2
	1

	Stationary Engineer
	 19
	
	3
	2

	Plumber
	  5
	
	2
	

	Welder
	 43
	
	
	

	Cabinetmaker
	7
	
	24.5
	

	Truck/Trailer Mechanic
	1
	
	0
	1

	Cooks
	10
	
	n/a
	n/a

	CDP
	2
	
	n/a
	n/a


It is interesting to compare this data with similar forecasts in the Career Occupation Projection Survey completed in 2003 by the Department of Post-Secondary Education and Training.

Source reference for the COPS 
Occupational Outlook, NB Department of Training and Employment Development, October 2005. www.gnb.ca/0350/Masterlist-English.xls 
 

	Occupation
	Current #
Survey
	NB COPS
	NB COPS

2007
	NB COPS

2010
	NB COPS

2014

	Industrial Mechanic
	 70
	2358
	+130
	+292
	+562

	Industrial Electrician
	 16
	479
	+20
	+42
	+113

	Stationary Engineer
	 19
	489
	+4
	+40
	+102

	Plumber
	  5
	556
	-49
	-33
	-14

	Welder
	 43
	1889
	+55
	+161
	+356

	Cabinetmaker
	 7
	2687
	-172
	-84
	+33

	Truck/Trailer Mechanic
	 1
	
	
	
	

	Cook
	10
	4782
	+285
	+778
	+1330

	CDP
	 2
	245
	+11
	+36
	+66


Recruitment

Businesses were asked to describe the geographic recruitment zones used to fill their skill and labour shortages. The following table summarizes their responses.

	Occupation
	# of hires

reported
	# of companies reporting hiring in these occupations
	Local


	NB
	Atlantic
	National
	Inter-

national

	Labourers / 

Non-skilled
	541+
	11
	9
	5
	4
	1
	

	Semi-skilled

Occupations


	n/a
	7
	7
	2
	0
	
	

	Skilled trades 


	32+
	8
	8
	4
	3
	1
	

	Technical/

Professional 


	13+


	3
	3
	2
	1
	1
	1


It is evident that most employers recruit locally and within the province. Several companies who indicated recruiting for labourer positions in the Atlantic region, reported that they targeted specific locations in Newfoundland. They reported that this recruitment strategy had yielded positive results.

Employers were asked to indicate all recruitment sources they utilized and to evaluate their success in utilizing the source. Listed below are the five most successful sources.

Word of mouth


17
Successful 9
Fair 7

Referrals from other workers
17
Successful 8
Fair 8

Newspaper



15
Successful 6
Fair 6

Internet



11
Successful 5
Fair 2

Coop




10
Successful 4
Fair 3

It is evident from the responses that traditional forms of recruitment such as newspaper advertising and recruitment agencies were among the methods yielding the least positive results. On the other hand word of mouth or employee referrals were seen to be the most successful source in recruiting new employees. This has now been accepted as the most efficient method for identifying new recruits and a common human resource practice in large firms. Many have institutionalized this once informal system by offering current employees a bonus for each successful referral. This approach has the added benefit of having an individual who knows the work place and its requirements pre-educate the applicant thereby doing some of the matching and screening beforehand.

Retention

In this portion of the survey, the companies were asked to respond to a wide variety of questions that would help identify not only if they were experiencing problems with turnover in their workforce, but the degree to which they had implemented established human resource retention strategies. Since one of the objectives of using personal interviews in the project, was to possibly raise awareness of some sound and up-to-date human resource practices, it was important to have these questions considered. 

Years of Service

We asked companies to estimate the average length of service for their employees, as a method of establishing whether employers had difficulty with retention. Seven companies reported their employees had an average of over 10 years of service, ten companies reported their employees had an average of over 5 years of service and five companies did not respond. These numbers are for permanent employees within the businesses and do not include seasonal employees. Three of the five companies not responding had been in business less than five years.


Exit Interviews

Exit interviews provide companies with important data that will assist them in future recruitment efforts and in developing human resource and management practices that will improve their retention of existing employees. Responses to the question “Do you conduct exit interviews upon termination of employees?” were as follows: Five businesses responded yes and seventeen responded no. Four of the five companies indicating yes, have over 100 employees.

Termination

We then asked employers what were the most common reasons for employees leaving. The following is a compilation of their responses. 

· Wages





8

· Geographic location/travel/transportation
6

· Seasonal nature of business


4

· EI






4

· Medical and/or work conditions


3

· Employer-directed terminations


3

· Relocation





2

While there is no doubt that the above responses are most likely the case, we wondered how factual the information is, given that exit interviews are not conducted.

Wages and Benefits

It is a common assumption that wages and benefits play a key role in attracting and retaining employees. Companies were asked to assess the wage scale in their workplace in comparison to other local firms and comparable industries.

Only four companies responded that they had “no difficulty recruiting employees”. When these companies are cross-referenced to the wage question, we found that three of the four who reported no difficulty recruiting, indicated paying wages above average and one replied the same as. These same companies report offering a benefit package to their employees that they rated:

Above average 2
Some 1
None 1 

For the sixteen companies responding “difficulty recruiting employees”, the responses to the wage question are as follows:


 Above average 4
Same  7
Less than average
4


Detailed information regarding benefits provided by the twenty-two companies is summarized in the table below:

	Type of Benefit
	% of Employer Contribution

	Medical
	5   reported 100%

13 reported 40% or more

4  reported none

	Dental
	5-100%

11-40%>,

6 none

	Long term disability
	11 yes

11 no

	RRSP
	8 yes

14 no

	Sick leave or other leave over the legislated requirements
	6 yes

16 no

	Monetary rewards and recognition programs
	15 yes

7 no

	Non-monetary rewards and recognition programs
	

	Other
	


Lost-time

The following is the response to the question: “Is the rate of lost-time due to illness, injury or absenteeism in your workforce comparable to others in your industry?”


Above average   4
Average   8
Below average
    10




It is interesting to note that three of the four companies indicating no recruitment difficulties, also indicated below average lost-time due to illness, absenteeism or injury.

Orientation

Two of the key “temperature testing” questions that assisted in identifying the degree of sophistication in Human Resource management were in regards to the practice of conducting exit interviews when employees leave and whether companies had a formal orientation manual and process for new employees.

There is a strong correlation between human resource procedures and practices targeted to educating and orienting new employees and success in retaining these workers. The following are the responses to the question: “Does your company have an orientation procedure? (Check all that are applicable).”

Basic review of procedures 
16

Orientation Handbook  

11

Job-shadowing 


10

Mentoring
 


Formal 5
Informal 6

Performance Appraisal

Formal appraisal systems as a part of human resource management system serve to integrate the company’s business needs and the employee’s needs for rewards, feedback and training and career advancement opportunities. As such, appraisals form a key part of a companies overall business management strategy, affecting areas such as wages and benefits, operational resource needs, training and development, succession planning as well as retention. 

In the Charlotte County Skills Inventory Survey, ten of the twenty-two companies responded that they had formal appraisal systems. This included four of the six large employers (those companies having 100 + employees). Another six companies signified that they had informal appraisal systems. Of the remaining six companies that have not addressed the need for an appraisal system, four are small businesses (companies with 20 or less employees.)

Corporate Culture

Companies were asked questions regarding teambuilding practices and employee attitude and or satisfaction surveys in order to assess the degree of employee involvement in the management of the company. Nine of the twenty-two companies surveyed indicated that they had undertaken some form of teambuilding.  Seven of the twenty-two companies had undertaken employee attitude and or satisfaction surveys. Positive responses to these two questions included all the large employers in the survey.

Training and Development

Seventeen companies indicated that their company worked with educational institutions on workforce development. Thirteen indicated they worked with NBCC. Only four indicated they offered company tours. 

Only three organizations indicated that they worked with Special Employment Outreach Agencies. These three also indicated verbally they had success with placements from these agencies. 

Fourteen organizations utilized a wide variety of high school, community college and university co-op programs, as well as various internship programs. However, not all employers were aware of all of the programs that would be useful to them. The smaller employers particularly, were not “in the loop” of information from Program Placement Coordinators.

Business leaders are continually reported in the media calling for increased training and development for Canadian workers to remain competitive in the global environment. The responses to the question “What is the average size of your annual training budget? were:

Less than $10,000


9


$10,000 - $ 24,999


3

$25,000 - $49,999


3

$50,000 - $99,999


1

$100,000 or more


2

Most companies provided “guesstimates” to the above question as they did not keep separate financial records for training and development. Statistics Canada considers 4%  of the amount paid in wages as the average amount spent by Canadian businesses on training and development. This amount of 4% is not considered sufficient to keep workers knowledge and skills at the level required for global competition.

Succession Planning and Forecasting

Of keen interest to Enterprise Charlotte and government agencies assisting companies with labour requirements, is information on the current practice of doing succession planning in these workplaces. The survey asked a variety of questions to elicit information on the awareness among companies of succession planning and the degree to which forecasting and succession planning strategies have been undertaken.

Only six of the twenty-two businesses responded yes to questions regarding forecasting the number of retirees for next year, five years and ten years timeframe.

Companies were asked to identify the type of positions that they were most likely to hire in the up-coming year. The following list sorts the responses by skilled and general labour positions:

General labour/non-skilled/learn-on-the job positions

Production line workers

101

Labourers



546

Harvester



  10

Packaging & Process Operator
112

Hospitality workers


200

Total




969

Skilled/Semi-skilled Worker Positions

Drivers



2

Food technician


1

Plumber



1

Aquaculture Technician

5

Industrial Mechanic


4

Power Engineer


2

Welder



12

Sales




1

Print production


2

Sales representative

1

Cabinet Maker


3


Total



34

Succession Planning – Internal

Companies were asked: “Which of the following strategies have you adopted to meet your future labour requirements?” The responses were:

Promotions internally



16

Grooming mentoring



14

Formal Training and Development

11

Recruitment Campaign



  8

Other: 





Overseas recruitment

Succession Planning for Business Owners

The need to address succession planning is not limited to employees. Many business owners are reaching retirement age and looking to exit from the business. Currently, it is estimated that 70% of Canadian owners of small to medium sized businesses will look to exit the business in the next ten years. Respondents were asked: “Is the business owner planning to retire? In the next five years? In the next ten years? A total of 8 of the 22 businesses indicated that the owner would be retiring in these time frames, but only 3 of the 8 have succession plans in place.
Comments and Observations 

Skill Shortages

The survey sought to determine human resource needs experienced by employers in Charlotte County including the key factors affecting skill shortages for trades and non-traditional occupations. After conducting numerous cross tabulations of the survey questions asked, we drew some overall conclusions with which most employers could readily identify. The main issues for the general labour shortage in the non-traditional occupations are the issues of wages and seasonality of the work. 

For the skilled trades, the issues are the same: wages and seasonality. The situation in the skilled trades is exacerbated by competition from employers outside the area coupled with a shortage of people being currently trained in these trades to meet demand.

Recruitment Strategies

Four businesses indicated they offered company tours. This is a practice that is being utilized widely in the province and would provide benefits to the organization involved. As the problems of recruitment are wide spread, many organizations are bringing potential candidates into their workplace using a variety of methods such as: holding job fairs within their premises that are open to the public and that include tours; having groups of students as young as middle school age tour their premises; encouraging parents to bring their children to work on the designated “Bring your child to work” days.

Only three organizations indicated that they worked with Special Employment Outreach Agencies. These three also indicated verbally they had success with placements from these agencies. This is an area that could be developed further and expanded in a number of ways. It is interesting to note that employers in the west, specifically in Alberta where the unemployment rate is 3.1%, have been working closely with these agencies for the past several years as one method of increasing applicants to the organization. 

Co-op and Internship Programs

Fourteen organizations utilized a wide variety of high school, community college and university co-op programs, as well as various internship programs. However, not all employers were aware of all of the programs that would be useful to them. Particularly the smaller employers were not “in the loop” of information from Placement Co-ordinators.

Interviewers utilized the discussion during the interviews to provide a short overview of the program to those companies that were not utilizing the coop programs. Interviewers described the program, how useful companies found it as a method of recruiting employees. Interviewees were encouraged to contact Co-op Program Coordinators to learn more and possibly participate.

There was considerable discussion during the SWOT analysis process about the high school coop program. Comments indicated that the participants recognized the very multi-faceted human resource possibilities in the co-op program, but also recognized that not all employers were aware of the coop program. One participant indicated that the co-op program had replaced the old Industrial Arts stream that was an alternative to the academic stream.
Recommendations and Action Plan arising from the SWOT Analysis and Action Planning Sessions

The initial theming of the SWOT Analysis resulted in four categories:

· Networking

· Education and Training

· Cultural History and Geography

· Other (including regulatory issues)

Networking

Enterprise Charlotte facilitates the networking of human resource practitioners in the Charlotte County Area.  As a result, companies have begun to share human resource practices, innovative staff exchanges and coalitions for action. 

· Extend the current human resource network to include small and medium businesses who do not have dedicated human resource staff.

· Develop a system for sharing staffing information between companies.

· Develop a forum to share best practices.

· Develop a marketing and advertising strategy to promote better human resource practices.

· Undertake further studies on the human resource skills in the labour market.

· Develop an information tool for workers exploring relocation to the west to access realistic economic information.

· Develop strategies to provide employment for spouses when recruiting skilled labour outside the Charlotte County area.

Education and Training

Participants identified three areas pertaining to education and training. These included strategies that target youth in the school systems, training in the work place and formal training opportunities for skilled trades required by the companies.

Based on the results of the SWOT analysis, recommendations for future action include:

· Develop programs that target youth in school regarding work opportunities and appropriate work ethic.

· Promote the importance of training to companies including Health and Safety Training.

· Develop information seminars for companies that assist them with succession planning and transition of ownership.

· Use the networking forum to share best practices in training.

· Encourage trades training to meet skill shortages.

Culture, History and Geography

Charlotte County has many advantages from its natural resources, excellent quality of life, friendly communities and proximity to markets in the United States. These same positive attributes however, cause difficulties with recruitment and retention of workers in the area. Much of the employment is seasonal based on natural cycles. Geographically, the county has no apparent center. Transportation between the islands is a barrier to participation of these communities in mainland events and a barrier to attracting and retaining workers. 

Based on the results of the SWOT analysis, recommendations for future action include:

· Develop creative strategies that create a virtual center for the involvement and exchange between companies in isolated communities.

· Develop advertising and marketing strategies that promote the positive attributes of the Charlotte County area to potential companies and workers, e.g. reasonable land prices, proximity to US markets, access to trucking, quality of life. 

Other (Economic, Regulatory and Government Partnerships)

It was recognized that some human resource issues that affect recruitment, retention and training would require partnering with other agencies responsible for diverse portfolios.

Based on the results of the SWOT analysis, recommendations for future action include:

· Develop better information on the skills and career aspirations of people in the Charlotte County Labour market.
· Facilitate a dialogue with Service Canada to identify ways to improve the EI program to benefit and increase economic growth in Charlotte Canada.
· Support the development of better infrastructure in health and recreation in order to attract and retain workers.

· Create dialogue for improved high-speed communication for rural areas.

· Encourage focused economic development in the area.

· Create opportunities for discussion for improved transportation networks between islands and between the border.

· Work with the school system to improve educational outcomes for youth.

· Review other communities’ best practices for marketing and attracting new businesses. 

Additional Recommendations

This section of the report contains some additional recommendations that are directed specifically to human resource management needs. These have emerged from the survey itself and from discussions with employers while conducting the survey. They are not meant to supersede the recommendations arising from the Action Planning Session conducted on May 31 and June 1, 2006. 

Recruitment

· Encourage and promote the increased use of specialized public employment agencies. Only three of the twenty-two companies surveyed were currently taking advantage of these agencies.

· Encourage and promote the formalized use of employee referrals. Survey results indicated that seventeen of the survey group employ this recruitment strategy. As discussed earlier in this report, this is considered the most effective method in recruiting new employees.

· Raise awareness of the potential usefulness of using coop and internship programs to recruit new employees, in particular, target small employers. 

Retention

· Promote the implementation of exit interviews within individual companies. Exit interviews are an excellent source of information regarding barriers to employment in the workplace. Only five of the twenty-two companies were currently conducting interviews. Results of these interviews should be analyzed and integrated into the human resource action plans for individual companies.

· Encourage companies to examine their corporate culture to address the management of a variety of generations working within their workforce. The goal would be to understand and address the various employment expectations of younger workers, as well as older workers.

Training and Development

· Coordinate discussions between training institutions and businesses to develop and deliver supportive training for generalist maintenance occupations. During the course of the interviews, many employers identified the need for a generalist trade person. These individuals would possess some working knowledge of electrical, plumbing, welding, carpentry, HVAC, for example, without requiring a trades certificate in each discipline. 

· Identify obstacles to accepting apprentices among small businesses and facilitate the development of supportive programs with government and business such as the former Skills Shortage program that provided financial assistance to employers taking on apprentices.

Succession and Human Resource Planning

· Encourage and promote succession and human resource planning by employers in the Charlotte County area. Survey results indicated that only six of the twenty-two companies were currently able to forecast their employee needs for the next five and ten year timeframes.

