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REVELSTOKE LABOUR MARKET SURVEY – REPORT OF FINDINGS
EXECUTIVE SUMMARY
For the last few years, the BC government has been warning British Columbians of the impending labour market and skills
shortages. Based on information supplied in BC Stats reports, “British Columbia 2022 Labour Market Outlook”, over one
million job openings are expected in BC to 2022. Sixty-eight per cent of these job openings are due to retirement while thirtytwo per cent are for economic growth. Further, Work BC cautions us that thirty-four % of predicted job openings (323,000) will
require at least a university degree while an additional 44 % of jobs (431,100) will require a college education or apprenticeship
training.
Project Goals
Forewarned of these statistics, the Revelstoke Labour Market Network Committee decided to apply to the Employment
Program of British Columbia for funds to conduct a comprehensive labour market survey of Revelstoke. GRP Educational
Services was engaged to complete the project through a request for proposal process. The survey’s main purpose is to address
four issues. First, we wanted to gain an accurate profile of the labour market based on a representative sample of the businesses
in operation. Second, we sought to discern the current and projected labour market needs. Which positions, if any were
Revelstoke’ business owners having difficult filling? Third, we wanted to learn what retention and attraction strategies businesses
were currently using to attract employees and how they could be improved. Finally, we needed to examine the educational
profile of our community to establish the current and future training needs of our workforce. In essence this project is seen as
an initial step in securing a healthy business environment and workforce for Revelstoke by providing some local labour market
data. This data can then be used to complement the regional and provincial statistics provided by different governing agencies
so that community leaders and business owners can act proactively and make good informed labour force and training decisions.
Survey Data
For a project of this kind to have any impact it was important that the statistics gathered were valid. To achieve this aim, 143
businesses owners and organizational leaders were interviewed, largely face-to-face across a broad spectrum of sectors. Using
our local knowledge and the City of Revelstoke’s business list, new and old, large and small businesses were targeted within 16
designated sectors. The survey results tracked 3643.5 different positions, roughly 75% of the workforce as measured in the 2009
Labour Force count by Stats Canada of 4850 workers. In addition, the survey questions were tailored to the labour needs of
Revelstoke taking into account full-time, part-time, casual, full-time seasonal (loggers and construction workers working nine
months of the year), and summer and winter seasonal workers. The following is a summary of the most important survey
findings and recommendations of the report.
Labour Market Profile
In terms of the labour market profile data, the survey revealed Revelstoke has a stable and fairly diverse economy. The average
length of time for which businesses have been in operation is 25.2 years. 45% of businesses expect to grow over the next five
years while only 7% expect to contract. Seven employers including Downie Timber, CP Rail, Revelstoke Mountain Resort,
Interior Health, Parks Canada, City of Revelstoke, SD#19 and BC Hydro have over 100 workers each and together represent
34% of the workforce. These businesses bring stability and high wages to the community and are essential to the community’s
economic health.
In terms of sectors, Forestry and Public Services, (a “combined” sector which included occupations in Health and Social
Services, Professionals, Law and Government and Education) were the second and third largest sectors at 19.2% and 13.1% of
all positions surveyed respectively. However, the tourism sector (a “combined” sector of food and beverage, accommodation
and tourism services) was the largest at 30.4% emphasizing the recent growth and importance of this industry which the arrival
of Revelstoke Mountain Resort in 2007. However, several business types with more than several employees were notably absent
and indicate possible areas of business growth, specifically the high tech, manufacturing, and agriculture sectors.
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From a demographic perspective, Revelstoke has a young workforce with only 11% of employees surveyed being over 55 years
of age. Instead, 68% of the workforce is between the ages of 15 to 44. Fortunately, this worker profile indicates that the
forecasted retirement of baby boomers will not directly affect Revelstoke, although the competition for workers will still be
fierce as other regions in the province and country will strive to attract workers from the same limited pool of talented workers.
Labour Market Needs and Future Labour Sources
In fact, our survey indicates that the labour pool is already tightening. In 2011, the Director of Community Economic
Development conducted a retention and expansion survey which asked businesses to report if they were struggling to find
workers and to list the type of occupations in short supply. This survey found that 33% of companies were having trouble
securing workers. Our survey indicates this number has risen to over 50% today. In addition, in 2011, 19 trades or occupations
were identified as being difficult to fill. Today, many of these same positions are still difficult to fill, but in addition we have
identified 37 occupations with high turnover rates. According to the National Occupational Categories (NOCs) of these high
turnover positions, 70% are located within the Sales and Service sector while 19% of found within the Trades, Transport and
Equipment Operators and Related Occupations.
In order to meet these labour shortages, one essential strategy is to realize the full potential of your local labour force by tapping
into the under-utilized workforce: youth, women, mature workers (people aged over 45 years), persons with disabilities,
immigrants, and First Nations. Women, especially older women, may be an area of growth for workers. In Revelstoke, a larger
number of women stop working at a younger age than men. They also engage in more part-time (78%) and casual work (69%).
Being flexible with work hours and scheduling, and assisting workers with part-time or seasonal jobs to create full-time or yearround employment will become increasingly important. We suggest that a central agency be created where people can come and
register or post their skills. Potential employers can then search this directory for short term or part-time positions or urgent
postings.
Youth, defined here as individuals who are 15 to 24 years old, could also be an important source of labour. Only 16.2% of
positions were filled by youth. As this is a period of life when many youth leave Revelstoke to seek post-secondary training,
closer cooperation is needed between local businesses, Revelstoke Secondary School (RSS), and Okanagan College (OC) to
increase the number of apprenticeship positions, job coaching and mentorship, and training opportunities thereby retaining
youth and creating a more productive and plentiful workforce.
Similarly, the increased use of mature workers, or those aged 45 and over, could also bolster workforce numbers. These
individuals can be a real asset to the workforce as they bring experience, technical, interpersonal and leadership capabilities.
Workshops and seminars which teach business owners how to attract and retain workers in a blended or intergenerational
workforce would be beneficial.
The use of immigrant, temporary workers, international mobile young workers, and students are all important programs which
can bring needed workers to Revelstoke. Businesses shared both good and bad experiences with immigration programs with
some stating immigrant workers “saved their businesses.” 87% of businesses stated they would hire immigrants. However,
business owners did report frustration with the application processes and felt the paperwork was overwhelming and time
consuming, and the results unpredictable and untimely. The community needs to coordinate their efforts and concerns and
advocate for an improvement in the application and approval processes to bring immigrant workers to Revelstoke. Again a
designated agency could promote and facilitate the application process for interested business owners. Regular workshops to
explain and support businesses hoping to hire immigrants, to share success stories, and to inform employers about the local
immigrant support services would be invaluable.
Attraction and Retention
The attraction and retention section of the survey was included to help us understand the difficulties that businesses were
experiencing with attracting, hiring, and retaining workers.
With regards to how to attract workers, we suggested that businesses and community organizations need to continue to work
collaboratively to promote Revelstoke as a place to do business and strengthen its brand and image of Revelstoke as a place to
play and work year round. Fortunately, 91% of employers said they would participate in collaborative initiatives to promote
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employee attraction and retention. Businesses and community organizations need to carefully coordinate their promotional
activities and efforts.
Another important worker attraction recommendation to attract is to promote and coordinate a community wide job fair which
engages a broad spectrum of businesses along with community organizations that have potential workforces, such as RSS,
Revelstoke Seniors Association, and the local WorkBC office.
As the labour market tightens, businesses will need to look beyond the local workforce to secure workers. This will necessitate
the application of more sophisticated recruitment methods than the ‘tried and true’ methods of word of mouth (64%) and
employee referrals (64%). Employers will need to learn different strategies to attract workers by thinking more carefully about
their desired worker profile and which communication tools to use. Training in social media would be beneficial as its use in
recruiting workers was low ranging from 4% (LinkedIn) to 25% (Facebook).
In terms of retention strategies, human resource (HR) planning was identified as an area that businesses could improve their
practices as many businesses do not have staff or comprehensive HR policies in place. We suggest that an agency such as
Community Futures, Chamber of Commerce and/or Okanagan College deliver training, coaching or mentoring in the writing
and application of HR policies, and in worker attraction and retention strategies. Moreover, a package could be created and
centrally housed with sample HR policies and employee satisfaction survey examples so that the community better track why
workers come and leave Revelstoke.
Other methods to retain workers without incurring great costs were emphasized in our survey results. For example, survey
comments emphasized the importance of creating an accommodating and flexible workplace. Employers could allow for parttime, seasonal work opportunities for those who wish it, flexible break times, job sharing, flex hours, contract work, compressed
work weeks, leaves of absence, job rotations, telecommuting, and seasonal exchanges.
Another strategy highlighted by survey respondents was the importance of creating a great place to work with inspired
leadership and room for the employee to grow and develop their skills. This type of positive business culture engages workers, is
respectful, allows for employee input in decision making, and makes workers feel part of a team.
Monetary incentives were also important and fair wages were considered an important factor in attracting and keeping workers.
Our national occupation wage category data illustrated that the following percentage of workers have wages below $20 per hour
in these sectors: Food and Beverage: 95.2%, Accommodation 88.4%, Retail 70.9%, and Tourism Services 64.4%. We suggest
that employers review and implement appropriate financial incentives carefully considering if lower wages are contributing to
higher rates of employee turnover.
Survey respondents also commented that perks were important and made employees feel valued. Moreover, perks were
perceived as a valuable method to boost wages. We encourage businesses to review and implement appropriate employee perks
such bonuses, merchandise discounts, free company services and free meals (when possible). Businesses also suggested that the
Chamber investigate coordinating an employee discount card like the “Whistler spirit” pass or negotiating a corporate discount
for businesses for leisure and lifestyle activities such as a RMR ski pass, Revelstoke Swim pass, and so on.
Training
The last part of our survey was dedicated to learning what the current and future training needs businesses are in our
community. When examining the worker profile data, it revealed a large discrepancy between existing and desired educational
levels. When the NOCs reported education levels of workers are compared to the projected educational requirement through to
2022 in “British Columbia 2022 Labour Market Outlook”, Revelstoke has an enormous bulge of workers who have attained
“high school plus” (high school and some occupational specific training) with large shortfalls of trained workers at the College
and Apprenticeship and University levels, 13% and 17% respectively. We suggest that Revelstoke needs to better prepare its
workforce to meet current and future skill demands, especially at the post-secondary level. Our survey results and comments
suggest the following steps should be taken.
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Communication between the business sector and SD#19/OC needs to improve to increase the number of work experience and
apprenticeship opportunities to fill skill gaps, entrepreneurship programming, life, employability, and job search skills of high
school students.
The delivery of a Culinary Arts school at RSS in co-operation with OC would help to provide a skilled workforce for the food
and beverage sector which is forecasting a growth and shortage in positions. In addition, RSS has a new kitchen facility and the
program could provide meals for RSS students at lunch time.
A Trades, Business, Tourism, Retail or Customer Service related program or series of courses could train locals and attract
international students. Work co-op components could also be made available during both summer and winter months providing
a skilled labour supply. In order to house the students in these expanded post-secondary program offerings, the community
needs to investigate the building of a student residence.
Adults need to have access to flexible, adult-centered, basic education, and work skills; therefore, OC needs to maintain and/or
increase the Adult Academic Career Placement classroom hours.
In the absence of any comprehensive post-secondary training, OC and the community at large needs to be more aware of and
promote the use of online and blended delivery of courses for skills and knowledge development.
Summary
Maintaining, attracting and consolidating the workforce is, and will continue to be, a critical issue for the Revelstoke economy in
the foreseeable future. This project has helped to provide accurate local labour market information which will inform business
leaders and community organizations as they attempt to address this issue. The report has also identified a number of
recommended actions and strategies that will be invaluable as the community strives to deal with current and future labour
market needs as the local economy develops, expands and evolves over the next few years, and as the competition for workers
intensifies both across the province and the country.
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INTRODUCTION
The provincial governments and business leaders have been warning Canadians and British Columbians of a looming worker
shortage. The post WWII baby boomers are and will be retiring. Businesses will struggle to find enough workers. To compound
this problem, the BC government has also been making predictions that the current workforce did not have the skills to meet
business needs. For this reason, GRP Educational Services was hired to create and conduct a survey across a broad spectrum of
employers and organizations in Revelstoke which would answer the following five questions:
1.

What does the Revelstoke labour market profile/information look like?

2.

What are the current and projected labour market needs?

3.

What retention and attraction strategies are being used?

4.

What are the desired training needs of the community?

5.

What recommendations or strategies can we implement to weather the labour market shortage storm?

The survey itself was performed between December of 2014 and March of 2015. 143 different employers representing 150
companies were surveyed covering 3643.5 worker positions. This report is the results of the survey and is divided into two parts.
Part 1, “Survey Results”, presents mainly through graphs and commentary the results of our survey and answers the first four
questions listed above through the following sections:
1.
2.
3.
4.

Revelstoke Labour Market Profile
Current and Projected Labour Needs
Attraction and Retention Strategies
Education and Training

The fifth question concerning the implementation of various strategies and recommendations that business owners and
organizations can perform to weather the forthcoming labour market shortage is the topic of Part 2, “Recommendations and
Strategies – Goals, Objectives and Actions”. This part of the report refers to and builds from the Revelstoke Sustainability
Action Plan (2013) and in particular, Part 3 of the Integrated Community Sustainability Plan (ICSP), Section 3.7, Dynamic and
Local Economic Development. It is our hope that the information from this report will be used to supplement the actions in
this plan and the other community strategy plans developed in the recent past such as the Revelstoke Community Poverty
Reduction Strategy (2012), the Revelstoke Literacy Plan (2014), and the forthcoming Columbia Basin Trust Business Retention
Plan (2015). It should be noted that the two parts of this report can be used as stand-alone documents, that is to say, they can be
used or viewed independently of each other.
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THE CONTEXT - WHY THE SURVEY?
British Columbia (BC) is facing challenges with respect to its labour market composition. In the British Columbia 2022 Labour
Market Outlook (the Outlook), the Ministry of Jobs, Tourism, and Skills Training (the Ministry) predicts that there will be “over
one million total job openings to 2022 including 985,000 from economic activity already confirmed or planned, as well as up to
100,000 jobs from the expected Liquefied Natural Gas (LNG) activity” (p.4). Of the 985,000 jobs, 68% of the openings will be
due to retirement as the “baby boomer” generation or those born after the Second World War (1946-1964) begin to leave the
workforce. See Figure 1. Labour demand is expected to surpass labour supply by 2019.

If you would like to read the British Columbia
2022 Labour Market Outlook, follow this link:
http://www.workbc.ca/WorkBC/files/5f/5fc26f163c0f-4884-ab99-b475ca7448b7.pdf

Figure 1: Number of workers needed in BC to 2022

In fact, Urban Futures, an independent consulting company, predicts that by 2031 the number of deaths in the province will
outnumber births. In their report, “People and Jobs in British Columbia’s Future: A Scenario for BC’s Labour Market to 2041”
(2014), they suggest that BC will require 47,000 people from other countries (including both permanent and temporary
residents) each year between 2013 and 2041 and a net of 10,000 to 12,000 people inter-provincially to meet its labour market
needs (p.4). The Ministry projects 45% of the labour force needs will be met by “New Entrants” while interprovincial and
international migration (Net in-migration) will provide 32% of the workforce. The remaining 23% of the labour market needs
will be contributed by people changing occupations or returning to the labour force after a period of absence (Other Mobility,

If you would like to read, Urban Futures report,
People and Jobs in British Columbia’s Future: A
Scenario for BC’s Labour Market to 2041, go to this
link: http://www.urbanfutures.com/bc-labour-2041

Figure 2: Sources of worker supply in BC

p.3). See Figure 2.
Amidst this labour market shortage, the Ministry is also predicting a skills shortage. Of the 985,000 job openings, 44% of
workers will require Skill Level B, College or Apprenticeship Training, while 34% will need Skill Level A, a University Degree.
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18% of workers will require High School graduation plus some specific occupational training (Level C) while only 4% will not
have to be a High School graduate (Level D). See Figure 3.

Figure 3: BC’s ten year job openings by education requirements

Provincial numbers are important, but one has to question how these issues relate to Revelstoke and our surrounding region.
Regionally, Revelstoke belongs to the Thompson Okanagan Development Region (TODR), and most of the current provincial
employment and labour market data is restricted to the seven developmental regions within the province. Figure 4 is a list of
the professions with the highest number of job openings along with their respective educational requirements and wages in
TODR as reported in the Outlook. Figure 5 is the same data but for the Kootenay Development Region (KDR). One can see
that the high demand occupations for the two regions have many similarities, but the questions remains if the same occupational
trends still apply to the small community of Revelstoke. After all, these regions economies differ from Revelstoke’s. For
example, Kelowna and Cranbrook, the two largest cities from these regions, have some very different economic drivers.
Kelowna has a large airport, a growing technology sector, a university and is surrounded by fruit and vineyards while Cranbrook
has a larger mining sector.

Figure 4: Okanagan Thompson Development Region top job openings, education, and wages
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Figure 5: Kootenay development region top job openings, education and wages

Revelstoke, on the other hand, is located on the CP Rail and Trans Canada transportation corridor, close to the Revelstoke and
Mica hydroelectric power generating dams, and within an interior rainforest climate and mountainous terrain making the
community unique. Historically, transportation, both railway and highway, were significant employment generators, along with
Forestry and Government Services. However, with the creation of Revelstoke Mountain Resort in 2007, it is easy to observe
that the expansion of the ski industry and tourism services has brought significant change to the community, but exactly what
does this new economy look like? How has the Revelstoke’s labour force changed?
It is unfortunate, but much of the statistical data available through the provincial and federal government takes time to collect
and process. Consequently, given the relative volatility of the economic climate globally, nationally, and provincially (think of the
LNG projects, US dollar exchange, trade, growth and stability of other countries’ economies, and so on), much of the provincial
and federal data can seem dated and somewhat restrictive, especially as the long form census no longer exists. For example,
Canada Revenue Agency Tax filer information dates to 2010; municipal scale data via Labour Force Survey dates to 2011; socio
economic profile data, eg., Interior Health, dates to 2012; and economic region scale data via the Labour Force Survey dates to
2013. (L. Rethoret, personal communication, December 9th, 2014). Consequently, given these sources of data, it is very difficult
to ascertain current trends or changes in Revelstoke at the municipal level which is timely for today’s decision making. Even
Revelstoke’s unemployment rate at 7.7%, a key figure in accessing government services, is based regionally within the Economic
Region of Southern Interior of British Columbia Our hope is that the data collected by our survey and contained in this report,
together with the aforementioned federal and provincial data collected and reported through various agencies such as the
Columbia Basin Trust, BC Stats and so on, will provide a full picture as to the labour market profile of Revelstoke and will assist
in decision making and policy creation.
If you are interested in finding out more, follow these links:
1.
2.
3.
4.

Revelstoke’s official unemployment rate: http://srv129.services.gc.ca/ei_regions/eng/soutinbc.aspx?rates=1&period=321
Tax filer data: http://open.canada.ca/data/en/dataset/61990316-7e8a-4e2c-ba73-6f4a4ce17226
Labour force survey:
ww5.statcan.gc.ca/cansim/a26?lang=eng&retrLang=eng&id=2820055&paSer=&pattern=&stByVal=1&p1=1&p2=38&ta
bMode=dataTable&csid=
Socio-Economic Profiles Local Health Areas:
http://www.bcstats.gov.bc.ca/statisticsbysubject/SocialStatistics/SocioEconomicProfilesIndices/Profiles.aspx
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In terms of labour supply and demand, anecdotally, community leaders were hearing that some positions in the forest and
service sectors were difficult to fill, but the depth and seriousness of the current skills and labour shortage and the types of
retention and attraction strategies currently being implemented by local businesses were largely unknown. However, we did learn
that Whistler, BC, was already reporting a serious labour shortage in their tourism sector, and local businesses were having to
adopt new strategies to retain staff (Whistler weathering labour shortage, 2014). To be proactive, the community leaders and
businesses need to know what positions are hard to fill in Revelstoke and what retention and attraction strategies could be used
to help businesses manage the forthcoming labour shortage.
Finally, with the changes in the economy, we needed to discern what training businesses wanted. How could we better utilize
our local workforce to help fill those positions in short supply, and which attraction and retention strategies could be created to
assist businesses in becoming better armed to face the labour shortage?.
METHODOLOGY
In the spring of 2014, the Revelstoke Labour Market Network Committee (RLMNC), comprised of a group of businesses
representatives and lead by Otti Brown, the Manager of the WorkBC Employment Services Centre Revelstoke, partnered with
Alan Mason, City of Revelstoke Director of Community Economic Development and applied for a grant to develop a labour
market strategy for Revelstoke. RLMNC’s mandate is to consider the community’s labour market needs and to provide some
direction to community’s leaders and specific agencies to more effectively respond to local workforce issues.
In September, a request for proposals was conducted and the RLMNC awarded the contract to GRP Educational Services
(GRP). After a comprehensive research of the literature was conducted, a draft survey for businesses was created and reviewed
by RLMNC. It should also be noted that GRP is very grateful for the input of Cindy Pearce of Mountain Labyrinths Inc., who
helped conceive the survey tool and conducted the survey with all of the companies in the Forest Sector. GRP could not have
completed the same number the surveys without Cindy’s valuable assistance. The information from this survey will also inform
a separate report to be written by Cindy related to the training requirements in Revelstoke within the Forest sector.
In order to meet the contract objectives, the survey contained five distinct sections: Current Workforce Composition, Job Titles,
Wages, and Worker Numbers (as defined by the National Occupational Categories (NOC)); Attraction and Retention Strategies
(currently in use); Underutilized Workers (as defined by BC Government); and Education. Due to the comprehensive goals and
content of the survey, it was felt the vast majority of the survey would be conducted face-to-face. However, the survey was
placed on the Chamber of Commerce website and several businesses completed the survey online. The survey tool,
QuestionPro, was selected and a Statement of Confidentiality was agreed to before proceeding to interview the different
employers or organizations’ representatives. To gain awareness and buy-in from key community stakeholders, GRP presented
project information to the Revelstoke Rotary Club, Revelstoke Retail Committee, and the Revelstoke Community Futures
Development Corporation (RCFD). A focus group or drop in session was also held through the Revelstoke Chamber of
Commerce. Six trials of the survey were conducted and feedback incorporated into the survey.
In order to get as representative a sample of the business types in Revelstoke, GRP Educational Services examined the City of
Revelstoke list of businesses licences and excluded those businesses that had out of town addresses as well as small home based
or consulting companies which were thought to be restricted to one, two, or three employees. This strategy allowed us to
narrow the list down to 330 businesses. We then used our knowledge of the local businesses to ensure we targeted the largest
employers as well as small and large, new and well established businesses within each of the sectors.
We created 16 sectors based on the Revelstoke Business Retention and Expansion report (2011) and common government
categories to divide up the various business types. See Appendix C for a list of the industry sectors examined with examples of
the types of businesses we targeted to survey within each sector. We then sampled over 30% of the businesses within each of
the sectors. However, there are a few exceptions. We could only find several agriculture businesses, and these had two or less
employees. We surveyed one of these agriculture business with two employees to get their perspective. We also had great
difficulty in locating high tech, manufacturing, or consulting companies with more than one or two employees. Mining
companies were also excluded as their operations are outside of the City limits and their workers often live in neighboring
communities. We requested all participating companies to restrict their worker information to only those who live and reside in
Revelstoke, i.e., have residence here for most of the year. Seasonal workers were obviously exempted from living in Revelstoke
year round.
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Once the survey results were compiled, presentations and feedback were sought from Okanagan College (OC), SD#19,
RLMNC, RLMNC sub–committee, and the Chamber of Commerce. At the time of this writing, final presentations are slated to

Figure 6: Worker total of businesses surveyed

Figure 7: Businesses surveyed in number and percentages by business size

be delivered to the Revelstoke Rotary, CFDC, and the Revelstoke Economic Commission. In total, 3643.5 positions were
tallied, and 143 business owners or organizational leaders were contacted. Several business owners had multiple businesses
bringing the aggregate total of separate businesses to 150. In addition, all 16 major employers which participated in the survey
have more than 50 employees. (Note: BC Hydro Revelstoke and BC Hydro Mica Dam surveys were conducted separately and
each have more than 50 employers bringing the total number of businesses above 50 employees to 16. However, if these two
survey totals are combined, BC Hydro is the eighth largest employer. Mica workers only include those living in Revelstoke.)
To place 3643.5 positions in perspective, in 2009, the Revelstoke Labour Force was estimated at 4850 (Stats Canada as cited in
the Revelstoke Community Profile (2011); thus, the data from the survey should be fairly representative. However, one must
remember that the survey totals are positions not separate workers, i.e., one worker may be employed by several employers or
even have more than one positions with the same employer, especially with regard to part-time and seasonal work. See Figures 6
& 7 for a profile of the businesses surveyed.
Other limitations of the survey which should be noted is that we only surveyed business or organization owners or leaders. We
did not survey employees. Consequently, the data reflects only that particular employers’ perspective. This is an important
consideration when reviewing the retention and attraction strategies of the survey results. A follow up to this project could be to
survey employees to discern how they feel businesses could improve their attraction and retention strategies. This type of
activity, i.e., conducting employee satisfaction surveys, is encouraged in the report’s strategies and recommendations.
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Secondly, employers or representatives answered the questions regarding the age and education of the employees to the best of
their ability. There simply was not time for most employers to check each individuals’ employment record.
Finally, we utilized the BC government’s National Occupational Categories (NOC) to track positions and wages. Many
employers were not familiar with this system and often the positions and/or wage ranges did not exactly “fit” the positions of
the workers. To minimize reporting errors, employers chose the NOCs which best matched their employees’ position. In
addition, the low, medium, and high NOC wage data should be interpreted as trends while the specific wage ranges provide a
more accurate picture of wage payment. See Figures 43 to 49 in this report.
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PART 1: SURVEY RESULTS
REVELSTOKE LABOUR MARKET PROFILE
A. BUSINESS SECTORS
Our survey results have provided a fairly comprehensive business and worker profile of the current labour market in Revelstoke.
One surprising result was the length of time that companies have been operating for. While owners or management may have
changed, Figure 8 illustrates the stability of Revelstoke’s business community.

Figure 8: Length of time that businesses have been in operation

In terms of diversity, Revelstoke has a small number of large employers that are vital to its economic health. The companies
listed in Figure 9 are in descending order of size. All of these businesses had more than 50 employees which could be full or
part-time, full-time seasonal, temporary or short-term seasonal (summer or winter), or casual. See Appendix B for the
definitions of each of these terms.

Figure 9: Largest 15 employers surveyed

Figures 10, 11 and 12 reflect the composition of the industries according to the sectors surveyed. For example, Figure 10 gives a
breakdown of the sectors chosen to provide an easily understood and broad representation of the industries in Revelstoke
allowing for survey participants to select their appropriate sector easily while completing the survey. These sectors were also
based on the Revelstoke Business Retention and Expansion Survey conducted in December 2011 (Mason, A).
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Figure 10: Separate sectors surveyed

Figure 11 provides a more familiar representation of the industry sectors often cited in government statistical reports, eg., BC
Stats, Labour Market Statistics Data Tables (2014). However, due to the limited size and inseparability of some businesses,
certain sectors have been combined. For example, Professional, Scientific and Technical Services is mixed with Public
Administration (Services). Tourism includes Accommodation and Food Services as well as Tourism Services, and so on.
If you would like to learn more about BC’s labour market statistical data, follow the links below:
1. BC Stats at http://www.bcstats.gov.bc.ca/StatisticsBySubject/LabourIncome/EmploymentUnemployment.aspx
2. Service Canada’s Environmental Scan http://www.esdc.gc.ca/eng/jobs/lmi/publications/e-scan/bc/bc-e-scan-201303.pdf
3. National Household on Geography Series – Revelstoke at http://www12.statcan.gc.ca/nhs-enm/2011/as-sa/fogsspg/Pages/FOG.cfm?lang=E&level=4&GeoCode=5939019

More BC Labour Market info can be found at these
BC Stats websites:
1. Releases of their statistical publications at
http://www.bcstats.gov.bc.ca/Publications/PeriodicalsRel
eases.aspx
2. Featured publication and New Releases website
at http://www.bcstats.gov.bc.ca/Home.aspx
3. Subscribing to info line blog at
http://www.bcstats.gov.bc.ca/Publications/Infoline.aspx
4. Labour Market Information Gateway at
http://www.bcstats.gov.bc.ca/StatisticsBySubject/Labour
Income/LMIGateway/SpecificPopulationGroups.aspx

Figure 11: Combined sectors surveyed

Finally, Figure 12 uses the NOC survey data to produce a chart which separates the economy according to its occupational
categories. The industry sectors’ analysis in Figures 10, 11 and 12 are interesting as Figure 10 and 11 demonstrate the
importance of the Forestry sector and the relatively importance of Professional, Law and Government Services along with
Health and Social Services for the health of the local economy. In turn, Figures 10, 11 and 12 demonstrate the continuing
growth of the Tourism sector especially if one combines Food, Accommodation and Tourism Services (mainly Revelstoke
Mountain Resort (RMR) and heli-skiing businesses) together. Tourism then becomes the biggest industry sector in Revelstoke.
This factor is further reinforced in Figure 12 as Sales and Service positions become the largest occupational sector in Revelstoke
followed closely by Trades, Transport and Equipment Operators.
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Figure 12: Sectors surveyed as characterized by national occupational categories

B. BUSINESS OPTIMISM AND EXPANSION
In the survey, business owners were asked if they expected to expand their businesses in the next 2 to 5 years. Almost half the
businesses (49%) thought that their staffing levels would remain the same while 43% expected to expand the number of
positions. See Figure 13.

Figure 13: Demand for workers should increase

As some businesses were unable to predict whether their workforce would expand or contract, the numbers concerning
workforce growth noted in Figure 14 below should be interpreted lightly. Those sectors with a “star” (*) had survey returns
within that sector with no entries. However, the surveys as completed indicated following sectors were anticipating growth in
their workforce.
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Sectors

Anticipated Growth in
Positions Numbers

Food and Beverage

129

Forestry

118.5

Tourism Services

57.5

Construction

41

Business Services

17

Retail

16

Education

7

Personal Services

7

Accommodation

6.5

*Health and Social Services

4

Auto and Mechanical

3

*Transportation

2

*Professional, Law and Government

1

Agriculture

0

*Utilities

0

Figure 14: Reported growth sectors

The following survey choices were reasons selected for why business were expanding their workforce:

Figure 15: Reasons indicated for business expansion

The survey also asked business owners to explain why they choose Revelstoke to locate their business. Figure 15 summarized
their comments. This data reinforces the importance of working with existing businesses and residents in Revelstoke to further
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develop or strengthen the local economy. As expected, the lifestyle and natural surroundings are important factors in attracting
businesses.

Figure 16: Summary of comments as to why businesses located to Revelstoke

C. WORKFORCE PROFILE
The following Figures 17 to 24 provide an overview of the workforce composition. In the recent past, there have been many
articles or commentary forecasting how the nature of work is changing with a rise in the “contingent workforce” – a workforce
consisting of contract, temporary, and freelance workers who generally have less job security. For example, Grant (2013) of the
Globe and Mail reported that it is not just a perception: “Temporary work really is growing at a faster rate than permanent
positions”. In turn, Allen (2015) from the Guardian reported “a global shift to less secure jobs with only a quarter of the world’s
workers on permanent contracts. The International Labour Organization (ILO) said the remaining three-quarters were
employed on temporary or short term contracts, working informally and often without a contract, were self-employed, or were
in unpaid family jobs.”
To read more about the “contingent workforce” and job insecurity, follow these articles and links to the Globe and Mail and
Guardian online newspapers: Canada’ shift to a nation of temporary workers at http://www.theglobeandmail.com/report-onbusiness/economy/jobs/canadas-shift-to-a-nation-of-temporary-workers/article11721139/
Trends towards less secure jobs is fuelling inequality and poverty, say UN agency at http://www.pressreader.com/uk/theguardian/20150519/281994671073333/TextView
In our survey, we wanted to learn about the demand for contract, part-time, and seasonal workers. Figure 17 reports the number
of companies using contract workers and the percentage of employees to contract workers. The results seem to indicate that the
number of contract workers is not high, and that the workforce still has relatively stable jobs with 54% (1984 surveyed workers)
working full-time. Moreover, it is interesting to note that 47% of the contract workers (171 workers) have winter seasonal
contracts perhaps reflecting the expertise required of some of the guide and avalanche work. Part-time contract workers are
second at 27% (99 workers) while full-time work is third at 16% (59 workers).
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Figure 17: Contract versus employee workers

Figure 18 breaks down the whole workforce into full-time, part-time, seasonal, and casual work. Full-time seasonal was a special
category created to measure those individuals working in the forest or construction sector that work for 9 or 10 months of the
year. This seasonal position stands at 6%, a similar count to summer seasonal workers at 5%. Winter seasonal workers have
grown to 15% of the economy. If all of the seasonal workforce numbers are added together, it equates to just over a quarter of
the workforce at 26%. Casual workers remain low at 3 %.

Figure 18: Workforce by position type

Figure 19 illustrates the worker return rate for seasonal work with the summer and winter months being fairly even. While the
worker return rate seems reasonably high, this is an area where employers can seek to make gains in finding future workers.
Figure 20 demonstrates the young demographics and gender of the seasonal worker, an important consideration when choosing
the proper attraction and retention strategies.
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Figure 19: Seasonal workforce return rates

Figure 20: Seasonal workers by age and gender

While the labour market participation rates (the total labour force expressed as a percentage of the population 15 years and over)
were not calculated, 55% of the workforce surveyed was male while 45% were female. See Figure 21.

Figure 21: Gender split in positions surveyed
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Figure 22: Stats can Revelstoke population estimates 2011

For comparison reasons, Figure 22 provides population figures for Revelstoke based on Stats Canada’s 2011 Census. Male
participation in the workforce has always been greater than females, and in fact, the BC Stats Force Participation Rate
Projections (2013) states that the TODR forecasted male to female participation rates for 2015 is 66.3% vs 61.1% while in the
KDR, it is 62.9% vs 58.8% respectively. However, the gap between male and female participation in the workforce has been
steadily narrowing. For example, from 1976 to 2012, the female participation rate increased dramatically from 46% to 61%, and
it is expected that the gap between the gender participation rates will continue to close even though the overall provincial
workforce participation will diminish as the baby boomer bulge ages. However, the one exception to the growth in rates will be
in women over 50, as the higher participation rates of younger cohorts carry forward as they age.
If you would like to read the BC Stats Force Participation Rate Projections (2013), follow this link and find the document
named, British Columbia Labour Force Participation Rate Projections: 2013 Edition at
http://www.bcstats.gov.bc.ca/Publications/AnalyticalReports.aspx
The Revelstoke data for the 2011 Census can be found at https://www12.statcan.gc.ca/census-recensement/2011/as-sa/fogsspg/Facts-csd-eng.cfm?LANG=Eng&GK=CSD&GC=5939019
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These female participation statistics are significant because our survey data would seem to indicate that women may be an area
of more growth for workers in Revelstoke, especially older women. For example, Figure 23 shows the age and gender
participation of the workforce in our survey. The male and female participation rate seems fairly even until age 44, but then the
male participation outstrips the female. In addition, Figure 24 shows the disproportionate number of women engaged in parttime (78%) and casual work (69%). Whether this phenomenon is a lifestyle choice or not remains to be seen, but the large
differences are worth noting.

Figure 23: Workforce by age and gender

Perhaps even more importantly, Figure 23 demonstrates the youth of the workforce in Revelstoke. Very few individuals work
past 65 years and only 9.6 % of the workforce are between the ages of 55 to 64. In fact over 50% of the workforce is between
the ages of 25 to 44. Fortunately, this worker profile indicates that there will not be a shortage of workers in Revelstoke due to a
larger number of baby boomers retiring. However, Revelstoke’s labour challenges will likely lie in the fierce completion for the
same pool of talented workers with other regions as statisticians say that for every two baby boomers who retire, there is less
than one worker to replace them. (WorkBC, 2008c).

Figure 24: Position type described by gender
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D. UNDERUTILIZED WORKFORCE
As the labour market tightens, employers will need to adopt new strategies and methods for worker attraction, retention and
engagement. Part of this strategy will include better utilization of those segments of the population which are under-represented
in the workforce: youth, women, mature workers, persons with disabilities, Aboriginal people, and immigrants. Collectively
individuals from these groups represent an untapped labour force. In our survey, questions were directed to employers to
discern how well employers were utilizing this pool of labour. In Part 2 of our report, we provide some concrete suggestions as
to how best to tap into this under-utilized workforce.
As mentioned above, increased participation by women could be a valuable strategy in meeting the local workforce needs.
However, youth, defined as 15 to 24 years old, could also be a very important source of labour. In Figure 23, we can see that
only 16.2% of youth were part of the labour force in our survey. As this is a stage in life where many youth leave Revelstoke to
seek post-secondary education, closer cooperation between local businesses and RSS and the provision of more apprenticeship,
mentoring, and post-secondary training opportunities locally could result in a more productive and plentiful youth workforce.
In a similar vein, the increased use of the mature workers, commonly defined in the literature as individuals 45 years and above,
could be a real asset to the workforce as they bring experience, technical, interpersonal skills and leadership capabilities to the
workplace often improving productivity of younger workers through coaching and mentoring. In Figure 23, one can see a
marked decrease in participation in the workforce after 55 years of age.
With regard to the Aboriginal workforce expansion, Revelstoke, unlike many BC communities, does not have a large Aboriginal
or Metis population. As reported in the Socio-Economic Profile – 2012 Local Health Area, the total Aboriginal Peoples for
Revelstoke was calculated at 3.1% (242.6 persons) based on Statistics Canada 2006 Census data.
If you would like to view the Socio-Economic Profile – 2012 Local Health Area Data, follow this link:
http://www.bcstats.gov.bc.ca/StatisticsBySubject/SocialStatistics/SocioEconomicProfilesIndices/Profiles.aspx
Figure 25 shows the breakdown of the identity of the 42 declared Aboriginal workers. In contrast, 37 workers had declared or
identified themselves as having a physical or developmental disability. Just under a quarter of the businesses who answered these
questions had an Aboriginal or disabled worker. These numbers could be improved especially in the utilization of disabled
workers. Revelstoke has two agencies, WorkBC and Community Connections, which provide comprehensive support services
to these individuals and businesses. While awareness of these services score fairly well at 59% and 78% respectively, the
utilization of these programs remain low at 14% and 20%.

Figure 25: Aboriginal and disabled worker survey statistics

In comparison, almost half (44%) of the 122 respondents reported hiring immigrants. 47% (106) of these immigrants came from
countries where English is their first language (U.K., USA, Australia and New Zealand). Filipinos, Europeans and Central and
South Americans were the largest immigrant groups where English is not the first language (87). See Figure 26. In addition,
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almost half of the immigrant workers (46%) had arrived within the past five years while 25% were temporary or foreign
workers. See Figure 27.

Figure 26: Immigrant and foreign worker survey profiles

Figure 27: Length of residency for survey immigrant and foreign workers

In terms of immigration and foreign workers, businesses had good and bad stories to tell about these worker programs. Part of
the good news is that 87% (104 of 119 businesses) reported that they would be willing to hire immigrants. However, businesses
often remarked that they needed workers with good English language or communication skills and specific Canadian based
training. Other businesses commented on a willingness to hire immigrants but not foreign workers as “immigrants are
committed to the country while foreign workers are not here to stay”. Despite the variations in comments, three points became
clear. First, for some businesses who had experienced a worker shortage, immigration and/or the temporary worker programs
were essential, and for some, “it saved their business". Secondly, most businesses were unaware of the many programs available
and had trouble remembering even the names of programs that they had used in the past. Thirdly, some business owners were
much more adept at navigating the changes and application processes than others. For some, the processes were overwhelming,
time consuming, and unpredictable.
Fortunately for Revelstoke, Okanagan College (OC) provides fairly comprehensive immigrant services for such a small
community. In addition, most businesses were aware of their services. For example, 75% of businesses were aware of the
English as a Second Language program. However, only 37% were aware of their newer Settlement Services program. Revelstoke
also has created a Welcome to Revelstoke webpage with a Welcome Guide translated into three other languages. 55% of
businesses were aware of this website and 67% were aware of the Welcome to Revelstoke Week hosted each November at the
start of the winter ski season.
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To explore the Welcome to Revelstoke website, follow this link: http://www.welcometorevelstoke.org/ .
In Part 2 of this report, we have dedicated a whole section to recommendations and strategies for immigration because one
assumption that seems fairly safe, based on forecast provided by BC Stats, is that more and more Revelstoke businesses will
have to turn to immigrants for their worker needs in the future.
CURRENT AND PROJECTED LABOUR NEEDS
One of the goals of the survey was to ascertain to what degree businesses were having trouble attracting workers to certain
positions and whether they were also having trouble attracting and retaining workers. Figures 28 to 32 provide a summary of
information captured in the survey. Over 50% of businesses had trouble attracting and/or retaining workers. Many of the
difficulties focused on finding seasonal workers, but often business owners (72%) stated that there were simply not enough
applicants to choose from when posting for positions. Other issues centered on applicants’ lack of experience, skill, and training
along with the businesses owners’ ability to offer competitive wages. Not surprisingly, the high cost of living and housing in
Revelstoke were also important reasons.

Figure 28: Percentage of business owners who had trouble attracting workers

Figure 29: Reasons chosen by business owners for inability to attract workers
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Web Resources for Attraction and
Retention Strategies
1.

Figure 30 Percentage of business owners who had trouble attracting and
retaining workers

Figure 31: Reasons chosen by business owners for inability to attract and retain workers

How to Attract, Retain and Engage
Employees
https://www.workbc.ca/WorkBC/media/WorkBC/
Documents/Docs/toolKit_Book1.pdf
2. How to Attract, Retain, and Engage
Mature Workers
https://www.workbc.ca/WorkBC/media/WorkBC/
Documents/Docs/toolKit_Book2.pdf
3. Under the Labour Radar - Aboriginal
People, youth, Women, and Persons with
Disabilities
https://www.workbc.ca/WorkBC/media/WorkBC/
Documents/Docs/toolKit_Book3.pdf
4. Diversity at Work – Recruiting and
Retaining Immigrants
https://www.workbc.ca/WorkBC/media/WorkBC/
Documents/Docs/toolKit_Book4.pdf
5. Find the Right Talent, WorkBC
Resources for Find Workers, Hire an
Apprentice, Expand your Sources of
Labour, Temporary Foreign Worker
Program, Keep your Workers,
Compensation, Training and Skills
Development
https://www.workbc.ca/Employers/Find-the-righttalents.aspx
6. go2HR Employer Resources for
Recruitment, Retention, Managing Staff,
Training and Development, Immigrants
and Foreign Workers, and Legal , Baby
Boomer Tool Kit, Canada BC Job Grant
https://www.go2hr.ca/employer-resources
Figure 32: Web resources for attraction and retention

A summary of the general comments regarding worker attraction and retention follows:







The nature of seasonal work and its workers was the most common comment throughout the attraction and retention
section. Common issues related to seasonal workers were staff leaving to go to school, inability to pay higher wages,
lifestyle expectations associated with seasonal workers, lack of commitment and so on.
Skills shortage and specific training requirements (especially due to local terrain in forest and avalanche/winter sector)
Inability to pay or compete with other wages was the third most common comment with housing and cost of living
following closely behind.
International worker issues were LMIA costs, paperwork, wait times, not available to hire seasonal staff, difficult
process, and stipulations, including lower unemployment rate, were seen as unreasonable.
Preference for local and face-to-face hiring. International workers seen as risky.

Other comments of special note:


Transportation into and out of Revelstoke (highway/airport);



Transportation to sites out of town (Hillcrest /Glacier house);
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Small/rural community didn’t appeal to all workers;



Limited educational opportunities;



Difficulty in spouse finding desired employment

A. WORKFORCE ANALYSIS –OCCUPATIONS IN SHORT SUPPLY
Below is a list of the positions for which business owners explicitly stated they had trouble filling. Predictably, trades were
mentioned along with forestry jobs. Some companies were more successful in finding trades’ workers than others, but generally
there was a need for fully trained trades’ persons in town. However, some trades were mentioned repeatedly, and these
occupations are highlighted. It is worth mentioning that GRP interviewed companies before and after the drop in oil prices. By
February 2015, it appeared that workers from Alberta were already returning, easing some of the pressure for trades’ workers. It
is unknown if this trend will continue and/or relieve the shortage of trades workers in Revelstoke. Forestry is also experiencing
a serious shortage in certain positions, and the there is a range of workers sprinkled throughout different sectors who are
difficult to attract and/or retain. See Figure 33 below.

Full Year Positions






Infant/Toddler Educators
Residential Careworkers
Dental Hygienists
Optometric Assistant
Funeral Home Director

Seasonal Specialists



Forestry







All Trades
Logging Truck Drivers
Processors
Yarder Operators
Skidder Operators
Fallers
Machine Operators

Ski Guides, especially
experienced ones
Bicycle Mechanics

Hard to Attract Professionals:






Electricians
Carpenters etc.,

But especially,








Auto Mechanics
Heavy Duty Mechanics
Plumbers
Truck Drivers
Heating and Refrigeration
Metal or Duct Workers
Flooring Installers

Dentists
Lawyers

Figure 33: List of occupations that are in short supply or difficult to fill when needed

B. WORKFORCE ANALYSIS - OCCUPATIONS WITH HIGH AND VERY HIGH TURNOVER
In our survey, we also wished to distinguish between those types of positions that are hard-to-fill but are not frequently posted
versus those jobs that are hard-to-fill and have a high turnover rate. Positions that are always needed were given the terms “high
turnover” (positions which regularly require rehiring within 7 to 12 months) and “very high turnover” (positions which require
regularly rehiring within 1 to 6 months).



27 Positions had very high turnover = within 6 months
10 additional positions had high turnover = within 7 to 12 months
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Appendix D lists of all of the occupations in need and those with very high and high turnover rates. Below is list of occupation
which had the highest turnover rates:










Cashiers
Cooks/ Line Cooks /Short Order Cooks
Food Counter Attendant/ Food Preparer/ Kitchen Helper
Food Services Supervisor
Chefs
General Labourer
Servers
Health Care Worker/ Attendant/ Residential Care Aide
Bakers/Pastry Chefs

The following list demonstrates that the majority of the high turnover jobs exist in the Sales and Service sector (70%) and
generally require lower levels of education (62% Level C and D).
According to the National Occupational Categories (NOC):






70% = Sales and Service
19% = Trades, Transport and Equipment Operators and Related Occupations
5% = Health
3% = Social Sciences, Education, Government Service and Religion
3% = Occupations Unique to Primary Industry

In terms of education:





5% had university training (A)
32% required college/apprenticeship (B)
30% required high school plus (C)
32% required no formal training, no high school (D)

If one compares the short Business Retention and Expansion survey conducted in December of 2011with 98 survey responses
(Mason, 2011) and the results of our survey, it is easy to see that the labour market is tightening. In the 2011 survey, employers
were also asked if they were having trouble finding or retaining employees. 33% or 32 of 97 businesses indicated that they had
19 trades or occupations which were difficult to fill. This figure has risen to over 50% today. Many of the positions listed in
2011 still exist today, perhaps indicating that the scarcity of these workers is fairly entrenched. The difficult-to-fill positions in
both surveys include truck drivers, machine operators, bicycle mechanics, dental, restaurant, housekeepers, heavy duty
mechanics, kitchen staff, building construction, opticians’ assistants, and funeral directors. However, if one takes into
consideration the list of occupations in Figures 33 along with the 37 high or very high turnover positions listed in Appendix D,
Revelstoke's workforce would appear to be far less stable today than four years ago. On the more positive side, a handful of
positions that were included in the 2011 survey did not appear in our survey, namely real estate brokers, registered forest
technicians, parts supplier staff and interior designers.
ATTRACTION AND RETEN TION STRATEGIES
The attraction and retention section of the survey was included to help us understand the difficulties that businesses were
experiencing with attracting, hiring, and retaining workers. One important strategy for overcoming a shortage of labour for
individual businesses is to maintain a working environment which supports current staff to remain within the company. In fact,
retention is one of the most efficient ways to reduce the substantial costs in hiring and re-training new staff.
In this next portion of the report, the retention and attraction strategies have been divided into six sections: strategies that have
no cost or bring an indirect cost to the employer; succession and human resource planning; strategies that have a direct cost; and
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wages. A fifth, training, is included as it can be a strong incentive to attract and keep good employees. However, we start this
portion of the report with a section on how to attract potential employees when posting for a position.
Before we begin presenting the data, we can start with a positive note. 77% of businesses stated they would be willing to
participate in collaborative initiatives amongst companies. See Figure 34. Furthermore, community awareness of the various
agencies which support businesses is generally high, but there is room to improve on the utilization of these services. See Figure
35.

Figure 35: Awareness and use of community services

Figure 34: Businesses’ willingness to collaborate

A. ATTRACTION – PROMOTION OF JOB OPENINGS
In terms of the preferred methods and perceived efficacy of different job promotion techniques, a summary of comments and
data from the survey follow:
 There is a preference for local workers.
 As the community is relatively small and industries within town even smaller, word of mouth and employee referral are
extensively used and were rated the most effective strategies for the following reasons: trusted source, good pre-screening
strategy, like minded, similar culture, and good fit. As the labor market tightens, this strategy may not be sufficient. Refer to
Figure 36.
 The services at the local WorkBC office was generally applauded but many expressed they would prefer to post jobs locally
on a job board.
 The WorkBC website often led to too many international, irrelevant, or unqualified resumes being received by employers
increasing the time and energy to find appropriate candidates.
 Posting of signs in storefront was a simple but cheap, effective strategy for some, especially for high turnover and/or
seasonal jobs.
 Comments included an increased reliance on social media for job promotion methods for some businesses as they are free
or cheap when compared to more traditional methods such as newspaper and radio. However, the statistics show the uptake
for internet based services is fairly low with web search engines such as Workopolis and LinkedIn having not gained much
popularity. See Figure 37.
 Social media such as Stoke List and Facebook were more prevalent for jobs relating to the 20 to 35 year old age group. This
observation reinforces the theory that promotional strategies should be tailored to target audience. See Figure 37.
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Figure 36: Most popular and effective methods of promoting of job openings

Figure 37: Other methods of posting jobs and their popularity

B. ATTRACTION AND RETENTION STRATAEGIES WITH INDIRECT COSTS
There are many ways to retain workers without incurring great costs. The literature emphasises the importance of creating a
positive, respectful and unique work culture with inspired leadership, a focus on growing talent, and well aligned human
resource (HR) practices and execution. The following summary focuses on the comments provided by employers which they
believe help to engage and retain workers. It is important to note that some strategies are more important for some type of
positions than others. See Figure 38.
In general, there is a need for:


Employers to be accommodating and flexible.

There is also a need for employees to feel:




Able to give input and influence on decision making;
Part of a team and belonging; and
Appreciated, respected, cared for, and happy. See Figures 38 and 39.
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Figure 38: Most popular attraction and retention strategies with indirect costs

Figure 39: Most popular attraction and retention strategies with indirect costs according to
position type

C. ATTRACTION AND RETENTION STRATEGIES - SUCCESSION PLANNING AND HUMAN
RESOURCE STRATEGIC PLANNING
Succession planning is a process for identifying and developing people with the potential to fill key positions in the company
and is a strategy which can assist in keeping important employees engaged. The following statistics were uncovered through our
survey:
 18% or 22 businesses reported that a change in ownership or business was pending.
 24% or 29 businesses stated that a change in management was pending for retirement or other reasons.
A summary of the comments pointed to the following:
 Businesses were accessing succession planning services through a variety of agencies such as Okanagan College, Community
Futures, banks, accountants, and financial planners.
 Training in this area was demanded but often the request was for a person to facilitate the process rather than host
classroom sessions.
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 Many felt a package of materials could be created jointly by experts in the community and housed centrally. This package
would outline the steps to creating a succession plan and where expertise could be sought including facilitation.
The HR Council (n.d.) defines strategic HR management as “integrating human resource management strategies and systems to
achieve the overall mission, strategies, and success of the firm while meeting the needs of employees and other stakeholders” In
turn, they emphasize the important of HR planning as it “predicts the HR management needs of the organization after analyzing
the organization’s current human resources, the external labour market, and the future HR environment that the organization
will be operating in.”
If you would like to explore the HR Council’s website, go to http://hrcouncil.ca/hr-toolkit/planning-strategic.cfm
Given the ever tightening labour market, the importance of good HR planning cannot be underestimated. Our survey
demonstrated that HR management practices and planning is an area which can be improved in Revelstoke as many businesses
do not have staff or comprehensive HR policies in place. See Figure 40.

Figure 40: Human resource planning

D. ATTRACTION AND RETENTION STRATEGIES – DIRECT COSTS
The following attraction and retention strategies tend to have a direct cost to the employer and include benefits, bonuses, and
discounted company services. The following are some survey highlights from the employers comments:
 Not surprisingly, good, fair wages were mentioned as very important by employers.
 Perks such as bonuses, merchandise discounts, free company services and free meals (when possible) were perceived as a
good method to help boost wages.
 Perks were important and helped to make employees valued.
 RRSPs were an option for some employees rather than pensions.
 Free ski passes were more popular for part-time and seasonal than full-time employees, and in fact, free swim, fitness or
other wellness/recreational services ranked just after ski passes in perk’s popularity for full-time and part-time employees.
The ten most popular and effective attraction and retention strategies which have a direct cost are listed in Figure 41. Again, it is
important to remember that employees working in different types of positions have different needs and expectations. Figure 42
outlines the top strategies by position type.
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Figure 41: Most popular and effective attraction and retention strategies
with a direct cost

Figure 42: Most popular and effective retention and attraction strategies
with a direct cost by position type

E. ATTRACTION AND RETENTION STRATEGIES - WAGES
As mentioned previously, wages are a very important factor in both attracting and retaining workers. For this reason, we have
dedicated a separate section to interpret our data. Figure 43 and 44 provides an overview of the wage data for Revelstoke. This
data shows that according to the wage distribution as tracked in the National Occupational Categories, 50% of the wages are
median, that is 50% of all wages are in the middle for each of the occupations tracked in the survey, making the wages neither
high nor low. Moreover, more wages were reported high (36%) than low (13.9%). To provide even more context to
Revelstoke’s wages, 27.1% of wages were reported in the $10.25 to $15/hr range. This rate exactly equals the provincial average
of the BC total workforce (not including the self-employed) who are receiving below $15/hour. Provincially, 5.9% of BC’s
workforce are receiving the minimum wage. (Saint Denis, 2015, p.9).

Figure 43: Wage trends in percentages for Revelstoke
according to NOC wage categories

Figure 44: Wage trends in percentages for Revelstoke according to wage categories

Figures 45-48 provide an analysis of the wages by sector. These figures target more clearly where the lowest and highest wages
are concentrated. In Figure 49, a list has been included for the combined wage categories of $10.25-15 and $16-20. This range of
wages would equal or surpass the “living wages” for different family scenarios (e.g., a family with two children, a young or old
single male, a retired couple) included in the Revelstoke Poverty Strategy (2012) with the exception of a single mom with a twoyear-old toddler whose estimated living wage was $20.87/hr. A living wage is defined as the hourly wage at which one would
“able to afford the basic necessities of life, including the ability to take part in the life of the community” (p.24).
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Wage Distribution by Sector based on
$10.25 to $15/hr

Wage Distribution by Sector based on
$16 to $20/hr

Food & Beverage
Accommodation
Retail
Tourism
Business Services
Auto & Mechanical
Forestry
Health and Social Services
Transport
Construction
Professional, Law & Govt
Education
Personal Services
Utilities

Accommodation
Tourism
Forestry
Personal Services
Auto & Mechanical
Health and Social Services
Food & Beverage
Retail
Utilities
Construction
Business Services
Education
Professional, Law & Govt
Transport

81.7%
57.8%
57.7%
38.0%
25.7%
16.3%
11.0%
9.0%
3.7%
3.6%
2.3%
0.0%
0.0%
0.0%

30.6%
26.4%
24.3%
23.3%
20.9%
18.7%
13.5%
13.2%
13.1%
12.1%
8.8%
2.4%
2.0%
1.1%

Figure 45: Wage trends by sector in Revelstoke by
percentages for the ($10.25-15) category

Figure 46: Wage trends by sector in Revelstoke by
percentages for the ($16-20) category

Wage Distribution by Sector based on
$10.25 to $20/hr

Wage Distribution based on $30 or
more/hr

Food & Beverage

95.2%

Utilities

76.2%

Accommodation

88.4%

Transport

65.6%

Retail

70.9%

Education

65.4%

Tourism

64.4%

Business Services

45.1%

Auto & Mechanical

37.2%

Personal Services

43.3%

Forestry

35.2%

Forestry

42.8%

Business Services

34.5%

Prof, Law & Govt

32.5%

Health and Social Services

27.7%

Construction

25.7%

Personal Services

23.3%

Health and Social Services

25.3%

Construction

15.7%

Auto & Mechanical

14.0%

Utilities

13.1%

Tourism

10.3%

Transport

4.8%

Retail

8.6%

Professional, Law & Govt

4.3%

Accommodation

2.1%

Education

2.4%

Food & Beverage

0.7%

Figure 47: Wage trends in percentages by sector for
the ($10.25-20) range

Figure 48: Wage trends in percentages for the
($30+) category

Finally, Figure 49 provides all of the data for the various sectors and wage categories. Provincially, the lowest wage sectors are
Accommodation and Food Services, Agriculture, and then Retail. The highest wage sector is Utilities. According to the above
Figures, Revelstoke parallels theses provincial wage trends. (Saint Denis, 2015, p.8).
David Green, a UBC Labour Economist, thinks that businesses have a choice (Saint Denis, 2015). Green thinks that businesses
can use either a high turnover or low turnover mode of operating their business. . Low turnover companies compensate its
employees more and pay more for training because the company culture encourages employees to advance within the business.
In contrast, low wage, high-turnover companies save money with lower wages but also have to pay the costs of having to
replace workers constantly. He supports increasing the minimum wage as it prices the “bad jobs” approach to workplace
organization out of the market.
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Sectors

Percentage of Sector Wages Based on Different Wage Scales
$10.25-15

$16-20

$21-25

$26-30

$30+

Prof, Law & Government

2.3%

2.0%

34.8%

28.5%

32.5%

Construction

3.6%

12.1%

27.1%

31.4%

25.7%

Auto & Mechanical

16.3%

20.9%

25.6%

23.3%

14.0%

Health and Social Services

9.0%

18.7%

36.0%

11.1%

25.3%

Personal Services

0.0%

23.3%

30.0%

3.3%

43.3%

Education

0.0%

2.4%

31.5%

0.8%

65.4%

Transport

3.7%

1.1%

3.0%

26.7%

65.6%

Tourism

38.0%

26.4%

18.5%

6.8%

10.3%

Forestry

11.0%

24.3%

12.8%

9.1%

42.8%

Retail

57.7%

13.2%

7.7%

12.7%

8.6%

Business Services

25.7%

8.8%

10.6%

9.7%

45.1%

Utilities

0.0%

13.1%

3.6%

7.1%

76.2%

Accommodation

57.8%

30.6%

9.5%

0.0%

2.1%

Food & Beverage

81.7%

13.5%

2.1%

1.9%

0.7%

Figure 49: Wage trends in percentages by sector for all wage categories

F. ATTRACTION AND RETENTION STRATEGIES – TRAINING
A challenge for rural communities is to train new workers into the jobs that are available. This following section was created to
inform us to the type and efficacy of training strategies companies implement to attract and retain workers. From the survey
comments and data, the following observations can be made:





Time off for training was important to all positions: full-time, part-time, seasonal and contract.
Days off and tuition subsidies allows for and encourages workers to complete training.
Companies are interested in learning more about educational co-op options.
Investing in your employees demonstrates you are happy with and value their work.

In terms of popularity and effectiveness of training strategies for employee retention, the survey results exhibited the following:






In-house training was the most important strategy across all positions.
Tuition subsidies ranked second for full-time workers but dropped to second to last and third last for seasonal and
part-time workers.
Providing in-house training leading to career or professional development was more important for part-time workers
(2nd) than for seasonal (4th).
Recognizing worker training and certification with higher pay was more important for seasonal and part-time than fulltime workers.
See Figure 50.

Some quotable comments encouraging employers to provide training include the following:





Training keeps our employee’s loyal and engaged.
Training makes workers feel like they are progressing and there are opportunities to grow.
Training benefits us and them.
Training creates confidence.
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Figure 51: Training requests chosen by employers regarding retention and
attraction strategies

Figure 50: Employee retention strategies via training

Finally, Figure 51 demonstrates that almost half of the companies who responded to the question regarding training needs
would like specific training in attraction and retention strategies.
EDUCATION AND TRAINI NG
The last part of our survey was included to discover what the current and future training needs businesses are in our community
as well as the preferred delivery format. A summary of the open comments to questions within this section of the survey
follows. It includes a brief description of the awareness and use of college programming; preferred delivery formats; desired
recurrent, current, and future educational programming; and general suggestions for improved educational delivery. For a
complete list of all educational course and program requests, please refer to Appendix E. However, before the training statistics
are presented, the workforce composition questions in the first two sections of our survey revealed some interesting statistics.
A. WORKFORCE EDUCATION PROFILES

Figure 52: Current Revelstoke education levels compared to BC projected educational
requirements for 2022

In Figure 52, the Ministry’s projected educational requirements through to 2022 are compared to the current educational levels
of Revelstoke’s workforce as reported by employers. This figure illustrates that there are some alarming gaps in training as
Revelstoke has an enormous bulge of workers who have attained “high school plus” (high school and some occupational
specific training) with large shortfalls of trained workers at the College and Apprenticeship and University levels, 13% and 17%
respectively.
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These statistics are not that surprising as the Okanagan College, Revelstoke Centre delivers very limited numbers of programs or
courses at the College or Apprenticeship level or above. Instead, Revelstokians must pursue these higher levels of education in
other larger communities or complete their courses of study by distance.
Figure 53 provides a more nuanced look at the levels of education within Revelstoke’s workforce and the required levels of
training through National Occupational Categories and “Outlook” report of BC Stats to 2022. According to NOC and the
different types of occupations surveyed, there is again a discrepancy between existing and desired educational levels. For
example, if we examine level D, there is a surplus of jobs which require less than a high school education (16%), and our
workforce currently surpasses this required educational levels (5%). Similarly, Revelstoke has more university graduates (17%)
than required by the type of work available (13%) but still falls short of the forecasted grad requirements for 2022 (34%). At
Level B, the college and apprenticeship levels of education, the existing workforce (31%) does not meet the NOC required
levels of education (38%) or the forecasted levels (44%). Finally, Revelstoke still shows a large surplus of high school graduates
(47%) exceeding both the existing workforce (32%) and projected requirements (18%).

Figure 53: Current, NOC, and forecasted educational levels

B. AWARENESS AND USE OF LOCAL COLLEGE SERVICES
Figure 54 describes the ranges of services typically available at Okanagan College, Revelstoke Centre and measures both
awareness and use of services by our survey participants.

Figure 54: Awareness and use of Okanagan College educational services
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While the ESL program has good awareness and use, the other programs could benefit from better promotion and branding.
However, it should be noted that the Continuing Studies service probably received a lower awareness rating as a number of
businesses were not aware that the First Aid and other recurrent courses offered regularly at the college fit under the
“Continuing Studies” title.
If you are interested in learning about Revelstoke’s educational providers, the following is a list of websites:
1.




2.

3.
4.
5.

School District #19 websites has a variety of reports at their website www.sd19.bc.ca including:
The RSS Annual Report,
The School Achievement Plan,
The Superintendents Annual Report
SD19 Student Achievement Report
BC Stats has the following link to the Socio Economic Profile for SD 19 at
http://www.bcstats.gov.bc.ca/statisticsbysubject/SocialStatistics/SocioEconomicProfilesIndices/Profiles.aspx and Education Data
Links http://www.bcstats.gov.bc.ca/StatisticsBySubject/SocialStatistics/EducationDataLinks.aspx
The Ministry of Education has a myriad of provincial reports at http://www.bced.gov.bc.ca/reporting/province.php
The Ministry of Advanced Education has a Post-Secondary Central Data Warehouse of information at
http://www.aved.gov.bc.ca/datawarehouse/
The Ministry of Advanced Education’s Audited Financial Statements for Institutional Funding and Accountability can
be found at http://www.aved.gov.bc.ca/gre/financial.htm

C. PREFERRED METHODS OF DELIVERY
Survey respondents gave us the following information regarding course and program delivery:





Employers prefer individual coaching (36%) over classroom (35%) and online (18%).
They also prefer classroom delivery combined with individual coaching in order to meet their desired work standards.
Online training programs are currently used by many companies in town, especially franchised employers.
There is low awareness of online training courses or programs outside of the work environment. Statistics ranged from
11% to 54% for government regulated accredited post-secondary programs, such as LearnNow BC and TRU Open
Learning, to 1% and 8% for non-accredited massive open online courses such as Udacity and EdX respectively.
Consequently, given the limited programs and services, the community could use increased awareness and use of
online programs and courses. Furthermore, given the small population of our community, more blended and/or online
courses and/or programming may need to be considered to meet future educational needs.

D. RECURRENT TRAINING NEEDS
The following is a list of the most popular courses or training that companies need on annual or biannual basis:











First Aid
WHMIS
Foodsafe
Fire Suppression
Chainsaw Use

Avalanche Awareness,
Driver Training;
Forklift Operation
Fall protection and some other industry specific
courses.

E. CURRENT TRAINING NEEDS
There were many courses requested by the survey participants. The following is a list of the most popular categories:





Customer Service (Retail)
Life Skills
Culinary School
Retail behaviour
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Human Resources
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F. FUTURE TRAINING NEEDS
The majority of future training needs were very specialized and business specific.




Most of the requests were directly related to the constant changes and updating of technology.
There were many requests for specialised computer courses specific to individual businesses.
See Appendix E for a full list of training requests.

G. SPECIFIC EMPLOYER TRAINING REQUESTS
Employers asked for the following:









More information on student co-op possibilities.
Increased trades apprenticeship entry by locals, and more specifically, increased participation/engagement of RSS
students for local work experience/ exposure to apprenticeships
Increased training in customer service, employer expectations, and work ethic, especially in youth and RSS students.
More employer invitations to annual or biannual job fairs and RSS classroom sessions.
More business and entrepreneurship workshops at RSS.
Invite employers to participate in mock job interviews at RSS.
More employer invitations allowing employers to talk to the classes directly about work.
Create a ‘being ready for work’ training session for RSS students.
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PART 2: RECOMMENDATIONS AND STRATEGIES – GOALS, OBJECTIVES, AND ACTIONS
The following is a list of recommendations and strategies that stem from this report’s data listed in “Part 1: Survey Results”.
Building upon previous community plans such as the Revelstoke Integrated Community Sustainability Plan 2013 (ICSP), Part 2
of this report contains seven goals and their objectives. Each objective has its own set of actions with a stated priority (low,
medium or high) and a designated leader(s) in the community who have the skills and capability to guide the action to
completion. To ascertain whether progress is being made or a specific goal has been achieved, a list of outcomes for success has
been included after each goal and its objectives. Whenever possible, earlier data or specific figures have been referenced.
Note: The acronyms for the leader column have been adopted from the ICSP document and are listed in Appendix A along
with a complete list of figures.
GOAL 1: PROMOTE REVELSTOKE AS A PLACE TO DO BUSINESS AND TO WORK.
OBJECTIVE 1: MAINTAIN A STRONG AND DIVERSE LOCAL ECONOMY
Revelstoke’s labour force and economic prosperity are dependent upon each other. The labour force relies on prosperous
businesses to provide secure well-paying jobs while local businesses rely on the availability of a qualified labour force to grow
and prosper. A well-balanced economy prevents an over reliance on any one sector and attracts workers, couples, and families
of all abilities and skills assisting employers to find the skill set they need.

















According to our survey results based on the National Occupational Categories (NOC), Revelstoke’s has a broad range of
occupations with “Sales and Service” and “Trades and Transport and Equipment Operators” being the largest occupational
groups across all sectors at 29.4% and 23.3% respectively. Business, Finance and Administration follows at 8%. The other
six categories have fairly even distribution of worker positions ranging from 3.5% to 5.9%. See Figure 12.
Our survey tracked 15 companies with more than 50 employees, a fairly large proportion given the size of the community.
The large employers proportionately play an important role in stabilizing the economy. In particular, Downie
Timber/Selkirk Speciality, Canadian Pacific Railway, Interior Health, Parks Canada, City of Revelstoke, SD #19 and BC
Hydro make up the top seven employers with over 100 employees. See Figure 6, 7 and 9. Together these companies
represented a work force of 34 percent in our survey and provide many of the higher wages in the community thereby
balancing or offsetting the lower wages often found in entry level jobs of the service sector.
Winter tourism is playing an increasing role in our economy and has created an increased need for seasonal workers. See
Figure 18, 19, and 20.
If the Tourism Services, Food and Beverage and Accommodation reported positions are combined, they make up 30.5% of
the total surveyed positions, the largest sector in Revelstoke. See Figure11. Specifically, Revelstoke Mountain Resort,
Canadian Mountain Holidays, Selkirk Tangiers, Mica Heli-skiing, Eagle Pass Heli-skiing, Avalanche Canada and Canadian
Avalanche Association alone contribute 15% of all positions surveyed.
Sectors that have reported forecasted growth or need for workers include the Tourism related sectors with Food and
Beverage and Tourism Services placing in the top three. Forestry and Construction were also areas of growth. See Figure
14.
Three sectors, high tech, agriculture, and manufacturing, were noticeably small or absent while searching for survey
respondents and are mentioned here because of their potential for growth. An increased presence could further diversify
and strengthen the local economy.
Employees/employers in the high tech sector were present but difficult to find. We were only able to locate single
individuals or pairs working in the tech sector. However, with the arrival of a high speed Internet infrastructure to the
community in the summer and fall of 2015, Revelstoke will have the opportunity to attract professionals who work from
home or the mobile workforce who can now choose where they want to live.
High speed Internet and new technological infrastructure will also help locals to access online training more easily and with
the attraction of workers with talent in the high tech sector may help to diversify and prepare Revelstoke for a more
knowledge-based economy. Further, the high tech sector presence may also help to raise the level of knowledge and
expertise of computer based applications, the most common request for education programming in the next five years.
In the agriculture sector, we could only locate a few businesses that we believe had more than one worker.
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We did not survey any businesses in the manufacturing sector. Forestry value added, technology, manufacturing and service
businesses were all identified in the Revelstoke Sustainability Plan (2013) as businesses that could be promoted in
Revelstoke.

Actions

Priority

Leaders

1.1.1 Strive to achieve and monitor the implementation of the various strategies plans and
collaborative actions and tools and programs as outlined in the Revelstoke Integrated
Community Sustainability Plan, 2013, Part 3.

High

City
CED
CoC

1.1.2 Continue to work on making transport into and out of Revelstoke safer and easier
through Trans-Canada highway and airport improvements. Transportation in and out of the
community was noted by a handful of employers as reasons for not being able to attract or
retain workers. Given improvements in infrastructure, transportation could be an area of
economic growth.

Med

City

1.1.3 Continue to nurture the development of a high tech sector through the following steps:
a)
b)
c)

Maintain and encourage the incubation of innovative ideas from the high tech task force.
Target high tech companies for attraction purposes.
Investigate whether creating access to a wireless network throughout the downtown area
for companies and tourists has any advantages to attracting businesses and workers to
town.

1.1.4 Support and monitor the outcomes from the Revelstoke Food Security Strategy to
strengthen the agriculture sector, increase business diversity, and build community
sustainability.

Prov.

a) Med

City, CED
and CoC

b) Med
c) Low
Med

City
NCES
CC

OBJECTIVE 2: SUPPORT LOCAL AND EXISTING BUSINESSES.
In our survey, the second most popular reason (23%) for businesses to come to Revelstoke was because they had a family
business, they lived or grew up in Revelstoke, or they worked here. See Figure16. Knowledge of the previous owner or business
(14%) was also a notable reason for businesses taking hold in Revelstoke. Consequently, it makes strategic sense to support and
strengthen your existing businesses in order to attract new or expand existing businesses in the community. Each new
employer/employee brings a web or network of family and friends who can help to enrich the labour pool. Word of mouth and
employee referrals were the top recruiting methods that employers used to find workers in our survey. See Figure 36. Employers
prefer to hire “local” workers as recruitment strategies are less costly, and business owners consistently claimed there is less
turnover or higher retention rates with employees who are currently settled and living in Revelstoke over the long term. Many
comments alluded to the fact that “local” workers know the community, like the lifestyle, and “understand” the challenges in
the business, especially given the different terrain and climatic conditions in the forestry and ski industry.
Succession planning is a method by which community organizations can manage the changes that result from a generational
transfer of leadership as well as the ongoing changes that occur regularly when key employees leave an organization. While the
numbers of businesses that have forecasted change in ownership (22 businesses) or management (29 businesses) are not
alarmingly high, with the right levels of support, businesses can make this transition more successfully.
Our survey demonstrated the strength and optimism of the business climate in Revelstoke:


The local economy has a strong stable business base with the average length of business operation equalling 25.2 years.
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The Revelstoke business community is optimistic with 45% forecasting expansion and 49% forecasting the status quo.
Only 6% were predicting a contraction in workers. This optimism attests to the strength of the local community during a
time of uncertain economic times.
Some businesses were already accessing succession planning advice from local services such as Okanagan College,
Community Futures, banks, accountants, financial planners, and so on. However, other businesses did request training and
were unsure how to best to handle succession planning.
We suggest that a working group develops a package that clearly defines the components of a succession plan and the
resources available in town to assist with the process.





Actions

Priority Leaders

1.2.2 However, our survey did point to areas that can be specifically improved. These areas
include:
a) High

a) CBT
CFDC
CoC
CED

b) High

b) CoC
CED
CFDC

c) High

c) CFDC
WorkBC
CED

d) High

d) CoC
CED
WorkBC
CFDC

1.2.3 Explore and implement strategies to obtain a more skilled workforce. Our survey points
to the large gaps in skills training. A disproportionate number of workers have high school
graduation plus some occupational training when more college and university levels of
training are needed. See Figures 52 and 53. This skill shortage was also manifested in the
many comments for future training needs, which express a desire for training in technology as
computers and automation are constantly changing the way we complete tasks. Refer to the
education section for specific strategies and actions.

High

OC

1.2.4 Continue to expand the affordable housing stock in the community with the Affordable
Housing Society.

Med

RCHS

1.2.5 Promote and encourage businesses to become involved in finding solutions to the
affordable housing issue by working with other businesses and partnering with organizations
to create more affordable housing stock.

High

CoC

a.

b.

c.

d.

Increased awareness of the North Basin Business Alliance Advisor services. In particular
the name of the organization was not well recognized, but some respondents did know
the staff person. Many businesses also were not aware that it was housed within the
Community Future office.
Increased participation in programs and services offered by the North Basin Business
Advisor, Chamber of Commerce, Community Economic Development, and
Community Futures. See Figure 35. New targets of usage along with new methods to
promote services could be discussed and recommended by each respective board or
committee.
Promote and increase awareness of Opportunities BC and Invest Kootenay to facilitate
the purchasing and selling of businesses. 23% surveyed were aware of Invest Kootenay,
3% used.
Better awareness and utilization of web resources for business and employer support
such as:
 BC Tourism Go2 (22% aware, 4% use)
 Welcome to Revelstoke webpage (55% aware, 15% use)
 BC Opportunities, Work BC, and so on.

City CED
CoC
EDC

RCHS
CED

1.2.6 Promote and encourage businesses to become involved in examining and implementing
attraction and retention strategies that will lower the cost of living in Revelstoke. Examples
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include discount cards, employer perks, subsidized training, and so forth. Refer to the
retention and attraction section for more information.
1.2.7 In terms of ensuring existing companies make a smooth transition to new ownership
and management, the following recommendations could be undertaken for succession
planning:
a)

b)
c)

Create a package of materials to address succession planning that has been created jointly
by experts in the community. This package would outline the steps to creating a
succession plan and where expertise could be sought including facilitation.
Promote and increase awareness of this succession package and house in an accessible
location such as the Business Information Centre.
Offer courses (as demand requires) or provide a facilitator to assist businesses as they
work through the package.

a) Med

WorkBC
RLMNC

b) Med
c) Med

for a), b)
and c)

1.2.8 City transportation is an area that Revelstoke is doing well. Ensure that the local transit
systems and winter shuttle service continue. Examine possibilities to expand services to the
Hillcrest and Glacier House areas.

Low

City

1.2.9 Support the City initiatives to encourage CP Rail to create a passenger service for
Revelstoke and to increase the airport to allow for more structured use by airlines.

Mid-low

CED

1.2.10 Maintain the current, quality daycare services for families but examine if services can be
expanded to outside regular business and drop-ins.

Low

ECDC

CED

CC

OUTCOMES FOR SUCCESS - GOAL 1


Conduct business/satisfaction surveys every three to five years to achieve the following:
 Measure the balance of the various business sectors in terms of workers or position numbers.
 Measure anticipated growth or retraction for different businesses and sectors.
 Measure the increase or decrease of awareness of community business services and usage.
 Measure satisfaction of services for these respective organizations.
 Measure the awareness and use of valuable websites and resources.
 Measure whether school graduates who leave Revelstoke then return after training at college or university to
increase the number of well-qualified residents in Revelstoke.
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GOAL 2: FACILITATE REVELSTOKE’S EMPLOYER S ABILITY TO RECRUIT SUITABLE
EMPLOYEES
91% of employers said they would participate in collaborative initiatives amongst companies that promoted retention and
attraction strategies. See Figure 34. This desire to work on a common front and coordinate activities across business sectors
needs to be fostered and strongly encouraged in order to strengthen each businesses capacity to attract and retain skilled
workers. Sharing of promotional and attraction strategies as well ideas regarding business retention in a coordinated manner will
help to brand and build Revelstoke’s reputation as a desirable place to work year round and will further assist companies in
recruiting workers more effectively.
OBJECTIVE 1: BRAND REVELSTOKE AS THE PLACE TO COME AND WORK YEAR ROUND


Quality of life/ lifestyle, attractiveness and size of community, and presence of the ski hill as well as Revelstoke’s
mountainous terrain, strategic location, wood supply and snowfall were all reasons why businesses or employers came to
Revelstoke. See Figure16.
In the BC Resort Communities Labour Market Strategic Analysis (2013), lifestyle and how the job fit into the employees’
desired lifestyle were the main motivations for working and living in Whistler, 51% and 36% respectively.



Actions

Priority

Leader

2.1.1 Enhance collaboration with regional and provincial agencies to collectively brand BC
Resort Communities as attractive places to work and play. This is a recommended strategy
from the BC Resort Community Labour Market Strategy (2013).

Med

CED
CoC
RAA

2.1.2 Continue to coordinate and develop a consistent brand and image across the business
sector as Revelstoke as a great place to do business and work year long, during both the
winter and summer months. Use images and stories that highlight the attractive amenities and
employment opportunities.

High

CoC
CED
RAA
CoC

2.1.3 Continue to coordinate web presence and promotional activities of Revelstoke through
the Chamber of Commerce, the Revelstoke Accommodation Association, and the City.

High

City
CED
RAA

2.1.4 Promote, assist and/or advise businesses in how they can help support or utilize the
community’s branding/marketing in their own promotional activities to attract more workers
and reinforce Revelstoke as a destination to work and play through
a)
b)
c)
d)

High

RAA
CoC

Chamber activities and committees
Revelstoke Accommodation Association
Community Futures business advising services
Workshops and seminars

CFDC
OC

2.1.5 Encourage and coordinate employee perks across the business community.
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OUTCOMES FOR SUCCESS - GOAL 2






Continue to track visitor numbers through the Visitor Information Centre, the number of business licenses, and the
number of recreational users via the various groups and clubs, e.g., Revelstoke Snowmobile Club, RMR, Parks
Canada, Revelstoke Nordic Ski Club, Revelstoke Cycling Association, etc. in order to measure the efficacy of
branding and promotional activities.
Conduct random short surveys yearly to elicit how and why visitors are coming to Revelstoke.
Expand work opportunities for Revelstoke residents.
Increase in the number of new industries in Revelstoke.
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GOAL 3: PROMOTE JOB OPENINGS AND RECRUIT WORKERS MORE EFFECTIVELY


As the community is relatively small, and businesses within the town even smaller, employee referrals and word of mouth
are relied upon extensively to find employees. These were reported as the most effective and common strategies for finding
workers for the following reasons: trusted source, good pre-screening strategy, like minded, similar culture, and good fit
(93% and 96%). See Figure 36.



The majority of the employees were reported to be “local”, and as mentioned previously, many employers expressed a
“preference for local workers” mainly because of perceived better retention.



As the labor market tightens, the two aforementioned strategies may not prove to be as fruitful in meeting labour market
demands. Businesses may have to expand and utilize promotional and screening tools that they feel less comfortable with.



Workers from the Thompson Okanagan and Kootenay Region, BC, and Rest of Canada were reported to be used at
approximately even rates, 12 to 16%. Note: Survey participants may have interpreted the question, “where workers were
from” differently, so this result may not be entirely accurate.



Australia and New Zealand (67) made up the largest immigrant worker category with almost twice the immigrants than the
next country of Philippines (35). United Kingdom placed third with 33 workers. Europe and Central/South America round
out the next top five countries with 28 and 24 workers.



Visits to the Work BC Centre and website were both popular and effective methods of promoting job openings 50% /84%
and 61%/81% respectively. Thus, while the Work BC was generally applauded, many employers expressed they would
prefer to post jobs locally on a job board as the Work BC website was restricting in its design and often led to too many
international, irrelevant or unqualified resumes increasing time and energy to find appropriate candidates. See Figure 37.



For those companies who have Facebook (25%) and company websites (32%), they were considered as highly effective in
attracting workers at 82% and 95% respectively. See Figure 37.



Adherents of The Stoke List left several comments about its effectiveness.



Canada online job bank, Destination Canada, recruitment websites such as Workopolis, Go2HR, and LinkedIn; and social
media tools such as Facebook, Twitter, and LinkedIn had very low usage or uptake. See Figures 36 and 37.

OBJECTIVE 1: STRATEGICALLY CHOOSE AND IMPLEMENT DIFFERENT ADVERTISING OR
PROMOTION STRATEGIES FOR JOB OPENINGS.
Actions

Priority

Leader

3.1.1 43% of businesses in our survey requested training for worker attraction. Local
organizations such as the Chamber, Community Futures and Okanagan College should
work together to deliver programs and services needed by the businesses to attract workers.
For example our survey demonstrated that many businesses are not knowledgeable or
comfortable in the use of social media. There is a need to promote and educate business
owners about the use and efficacy of different online advertising tools by sharing success
stories, promoting good website resources, providing advice and mentorship, and delivering
workshops and seminars as needed.

High

OC

3.1.2 Armed with the knowledge to choose different promotional tools or websites, increase
business’ awareness and skill to adapt recruitment strategies specific to position needs or
desired worker profile. For example, recruitment of international workers would require
posting on the Canada online job bank and possibly Destination Canada. Jobs in the social
service sector could utilize Charity Village while tourism jobs could be posted on go2HR,
and so on.

High

3.1.3 For jobs that need filling immediately or local staffing, local businesses could advocate
for the option of posting jobs for local workers on the job board only at the Work BC
Revelstoke office.

High
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3.1.4 Raise awareness through website resources and seminars about the challenges and
benefits of the multi-generational workforce (blended workforce). Businesses need to learn
more about generational differences and how to exploit these characteristics to attract and
retain workers.
https://www.workbc.ca/WorkBC/media/WorkBC/Documents/Docs/toolKit_Book1.pdf

Med

3.1.5 Utilize simple, cost effective techniques such as posting a job-wanted sign in your
business window for finding workers locally, especially in the fall.

Med

CoC
OC

CoC

OBJECTIVE 2: APPLY AND IMPROVE DIFFERENT RECRUITMENT METHODS
Actions

Priority

Leader

3.2.1 Increase the profile and use of the local job fair at the Revelstoke Employment Centre
each fall, and investigate having an additional job fair in the spring. Coordinate this job fair
with RSS and senior groups to further engage youth and seniors in seasonal and part-time
positions.

High

Work BC
SD#19
OC
RSA

3.2.2 Increase the recruitment of underrepresented groups, such as mature workers, mature
workers, aboriginals, and youth by working more closely with community organizations
such as Work BC, Community Connections, Seniors Association, and SD#19.

Med

Work BC
CC
SD#19
OC
RSA

3.2.3 Recruit strategically for those countries that already have a predominance of workers,
e.g. New Zealand/Australia, Philippines, United Kingdom, European countries and
Central/South American countries.
3.2.4 Actively promote and facilitate employers and community service organizations to
survey regular staff or conduct exit surveys of seasonal staff from different countries and
provinces to find out where they are from, why they came, and how they learned about
Revelstoke. With a more accurate picture as to why people came to work in Revelstoke,
recruitment activities can be better targeted and effective both locally and abroad.

Med

RLMNC
CoC
CoC
CFDC
CED

OUTCOMES FOR SUCCESS - GOAL 3





Create working groups or formalize communication protocols between CC, RSA, SD#19, OC, CFDC, CED and CoC
to ensure underutilized groups participate in the job fairs and are targeted appropriately for work recruitment purposes.
Provide training for employers in recruitment techniques especially with regards to social media use.
Create an employee exit survey template to be used by employers and post it on a website such as the Chamber of
Commerce for public use thereby collecting consistent and cross transferable information.
Host employers’ sessions where successful employers share their successful recruitment strategies and how they could
be applied to other businesses.
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GOAL 4: SUPPORT A RESPONSI VE AND SUSTAINABLE APPROACH TO IMMIGRATION
INTRODUCTION TO IMMIGRATION AND FOREIGN WORKER PROGRAMS
To begin this section, it is necessary to provide you with some background on the various immigration programs. There are a
variety of ways in which people can come and work in Canada. The basic methods and their sub programs are as follows:


Hire temporary or foreign workers http://www.cic.gc.ca/english/hire/worker.asp
a)
b)

Temporary Foreign Worker Program
International Mobility Program



Hire a live-in-caregiver http://www.cic.gc.ca/english/work/hire/caregiver.asp



Hire international students http://www.cic.gc.ca/english/hire/student.asp



Hire permanent workers http://www.cic.gc.ca/english/work/hire/permanent_workers.asp through the following programs:
c)
d)
e)
f)

The Federal Skilled Worker Program (for people with skilled professional work experience)
The Federal Skilled Trades Program (for people with experience in skilled manual work)
The Canadian Experience Class (for people with in-Canada skilled professional work experience)
a portion of the Provincial Nominee Program

These skilled worker programs are all linked to the job bank website, http://www.jobbank.gc.ca , where the list of ‘shortage’
positions is made. The regulations are complex. These workers can seek seeking citizenship at a later stage. Other programs
include:
g)
h)

Start-up visa (for people who have a business idea and someone to fund it)
Self-employed people (for people who want to be self-employed in agriculture, sports, or the arts)

PROGRAMS DISCUSSED OR UTILIZED BY EMPLOYERS
During our survey, discussions mainly centered around five programs that are outlined below. We are not immigration experts,
but we have tried to present the information below as accurately as possible. Please refer to the appropriate websites and experts
as required. We have included this information so as to give some background or local stories regarding these programs. These
stories also attest to the complexity of keeping abreast of what programs are available and the need for expert advice in town.
1.

The Provincial Nominee Program (BCPNP)
This program has just been closed to new applicants until July 2015, when a newer, ‘Fast Track’ program will be
consolidated into previous practice. The program has always wanted applicants to pay a fee, and to get a job within BC at a
recognised company that has attempted to employ Canadian workers but has not managed to do so. The ‘Fast Track’
program maintains these characteristics but also asks that applicants take an English or French test, at their own expense (at
present around $400), which would then allow them to enter the country and take the job if they passed the test. At
present, any immigrant in Revelstoke wishing to take the International English Language Testing System (IELTS) test must
travel to Kelowna, Calgary or Vancouver area.
Once PNPs are landed immigrants, they can then apply through CIC for residency and later citizenship. Anecdotal
evidence from one company in Revelstoke spoke of delays in processing applications that lead to a 5-6 month wait initially,
which changed to 8-10 months and then later to 9-10 months just as the program was closed to new applicants. The
program did not seem organised, changing deadlines several times. Applicants were not kept informed of any progress at
any stage after the initial allocation of a file number (in the case in question after only 2 weeks). Those companies that had
either considered or even started this process were not confident that it would help them at all as it was not timely, did not
give enough information once the process had been started, and suffered from a lack of information for both the business
and applicant. Businesses who require workers, usually need them urgently, or at least need to be aware of the processing
time, so they can plan accordingly. This appears to be even more vital in rural areas like Revelstoke where the pool of
temporary workers is very small. Conversations with the MLA for the region told of businesses closing down because they
were unable to recruit a Canadian worker and were unable to find out when their proposed immigrant worker could start
work. This circumstance has not happened in Revelstoke as far as our survey results show.
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2.

Temporary Foreign Worker Program
The Temporary Foreign Worker Program lets employers hire foreign workers to fill temporary labour and skill shortages.
Employers need to get a Labour Market Impact Assessment (LMIA) by Employment and Social Development Canada
(ESDC) to hire through this program. An LMIA verifies that there is a need for a foreign worker and that no Canadians
can do the job. Reports from some employers have indicated that the LMIA process for some is a lot of paperwork and the
processing time is long and unpredictable. In addition, the LMIA required the unemployment rate to be below a certain
level. Currently, Revelstoke does not qualify. The cost for completing an LMIA is also somewhat prohibitive at
approximately $1200. The temporary worker programs are all being revised at present but should be in place later this year.

3.

International Mobile Youth
Hiring International mobile youth is a good alternative to address your labour needs. The Canadian government has
bilateral reciprocal agreements with countries around the world to allow exchange of youth to work and/or study abroad.
The following charts available at https://www.go2hr.ca/articles/hiring-international-mobile-young-workers-lmias-not-required outline
three types of work permits for international young workers: Working Holiday Program (WHP), Young Professional (YP)
and International Co-op. These work permits do not require a Labour Market Impact Assessment. Youth can apply directly
for a work permit through local embassies without any of your involvement. Many tourism employers have recruited staff,
especially for seasonal positions, using one of the youth mobility programs and have enjoyed the benefits and convenience
of these programs.
This useful chart at https://www.go2hr.ca/articles/hiring-international-mobile-young-workers-lmias-not-required contains program
information such as quota amount, release date, deadline, age limit, valid period, processing time and the Canadian
Embassy locations. Terms and conditions vary depending on the country of origin. Information on this website appears to
updated on a regular basis as new agreements are established. This website may be used to check for updates and may be
republished for non-commercial purposes subject to the provisions of the hr2go Website Use Agreement.
Note: It is unclear if this program has the same restrictions as the International Mobility Program (IMP) which lets
employers hire foreign workers without the need of an LMIA. The IMP program just underwent change on Feb 21, 2015.
See https://www.go2hr.ca/articles/canadian-work-permit-update-new-process-and-fees-effective-february-21-2015 for more information.

4.

International Students
Foreign nationals who have completed a program of at least eight months at an eligible Canadian educational institution
may apply for a Post-Graduation Work Permit. This permit allows international students who have completed their studies
to work for any eligible employer in Canada for up to three years, depending on the duration of the course of study.
Processing times: Vary depending on how the application is made.


The foreign worker is responsible for the application process.



These permits are open work permits, allowing the student to work for any eligible employer in Canada.



A Post-Graduation Work Permit can last up to three years, depending on the duration of the course of study.



Students with work experience may be eligible for permanent residence with the following programs:
a)
b)
c)

Federal Skilled Worker Program
Canadian Experience Class
Federal Skilled Trades Program

Students, with or without work experience, may also be eligible for Provincial Nominee Programs.
Our survey demonstrated the following:






There is very low awareness of the different ways that people can come to Canada to live and work.
22% of respondents said they would like training in how to integrate foreign workers into their workplace.
27% said they would like training on how to hire a foreign/immigrant worker.
54 out of 122 businesses (44%) reported that they had hired 221 immigrant or temporary workers
More than half of the immigrants/foreign workers are women 121 to 100
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Approximately 25% of these workers arrived on the foreign worker program.
Approximately 46% arrived very recently or within the last five years.
More than half of the workers came from English speaking countries– USA/United Kingdom/Australia/New Zealand
The Philippines and Central South America are also popular countries for recruiting foreign workers to Revelstoke. See
Figures 26 and 27.

OBJECTIVE 1: INCREASE AWARENESS AND USE OF IMMIGRATION PROGRAMS TO MEET
CURRENT AND EMERGING LABOUR SHORTAGES
Actions

Priority

Leader

4.1.1 Designate an agency to perform the following functions:

High

RLMNC

4.1.2 The Revelstoke Chamber of Commerce to ask BC PNP staff to hold annual meetings to
update the local businesses on the application process changes and ways in which local
businesses can make use the Provincial application process.

Med

CoC

4.1.3 Hold bi-annual opportunities for face-to-face question and answer sessions where new
immigrants talk of their experiences and seek to help local businesses with their applications.

Med

CoC

a)

Develop a relationship or partner with some agencies in the Lower Mainland who have
contact with new immigrants. Educate them about the advantages of working and living
in Revelstoke to ensure the referred workers are a good match. As a starting point, hr2go
recommends the following agencies for recruiting workers:
https://www.go2hr.ca/articles/resources-recruiting-new-immigrants
 www.iecbc.ca – Immigrant Employment Council of BC develops tools, resources and
information to assist employers to attract, hire and retain immigrants.
 www.successbc.ca – SUCCESS is a non-profit charity offering range of services
including job ready candidates, a free job board, employment matching, mentorship,
job fairs and training.
 www.issbc.org – Immigrant Services Society provides a range of services including
job ready candidates, a free job board, employment matching, mentorship, job fairs
and training.
 www.getintheknow.ca – Created by Diverse City, both employers and potential
employees can access the latest tips, strategies and research.

b)

Serve as an expert to assist businesses in filling out applications and advising them on
how to complete programs of interest.
Companies often state they want face-to-face interviews before hiring. Assist companies
with video conferencing technology and techniques. Similarly, Skype or Facetime would
also be more accessible for many. The development of this as an interview tool would
work well for the employment of new immigrants. Companies would need training in the
technology and how it can serve them.
Monitor successful rates of various immigration programs. This would require a central
collection point for the information and a method for informing everyone that they need
to report to it. The Settlement Services section at Okanagan College could provide a
useful starting point.
Increase awareness and use of Destination Canada website and online Canada websites
and their use for posting jobs.
Post short ‘You-Tube’ videos for individuals to post information that they have found
helpful with their applications.

c)

d)

e)
f)
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OBJECTIVE 2: EDUCATE EMPLOYERS AND OPTIMIZE THE VALUE THAT FOREIGN TRAINED
WORKERS BRING TO THE LABOUR FORCE
Actions

Priority

Leader

4.2.1 Educate local companies of the skills foreign workers can bring to the workforce.

Med

RLMNC
OC

4.2.2 Encourage companies to tell their immigrant success stories through the Chamber of
Commerce and local newspapers.

Low

4.2.3 Celebrate the benefits of immigration, the diversity of the Canadian population and
multiculturalism via Carousal of Nations day, multicultural films, and activities of the
Revelstoke Multi-Cultural Society. (RMCS)

CoC

OC
RMS
RAC

OBJECTIVE 3: PROVIDE IMMIGRANTS WITH THE RESOURCES AND TRAINING THEY NEED
TO ENGAGE EFFECTIVELY WITH THE LABOUR FORCE AND HAVE ACCESS TO A GOOD
QUALITY OF LIFE
Actions

Priority

Leader

4.3.1 Provide bridging, interim, or mentoring programs for foreign/immigrant workers
entering the workforce or starting new businesses.

Med

OC

4.3.2 Provide immigrants with the resources and training they need to seek further education
to work in their chosen field

Med

OC

4.3.3 Provide workshops on worker rights and responsibilities, cross cultural employments
skills, foreign credential services to help immigrants to engage effectively with the labour
force.

Med

OC

RLMNC

CoC
WorkBC

4.3.4 Ensure OC ESL and Settlement programs continue as they provide the following
valuable services:
a)
b)
c)
d)

Med

OC
RLMNC

Increase awareness and importance of settlement services program
Assist in newcomers to learn English and integrate successfully
Assist with immigrants to integrate successfully into society.
Assist in securing mentorships or interim programs for work placements.

4.3.5 Maintain Revelstoke directory of services in multiple languages on the Welcome to
Revelstoke web page.

High

City
SDC
OC
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OBJECTIVE 4: LOBBY THE GOVERNMENT TO IMPROVE IMMIGRATION AND FOREIGN
WORKER PROGRAMS TO FILL LOCAL LABOUR NEEDS
Actions

Priority

Leader

4.4.1 Community leaders and agencies advocate for the following changes in immigration
programs:

High

RLMNC
City

a)

That the programs have a set time limit so that the business and potential immigrant
know the time it will take.
b) That the programs give far more information to applicants and businesses at every stage
of the process. (It was suggested that the file number be posted on the website and thus
can be tracked by applicants and businesses to show that the process is open and clear to
all.)
c) That the costs for the programs are laid out at the start of the process and not added on
at later stages.
d) That the programs give rural areas more opportunities for ‘Fast Track’ applications.
e) That the process remains in place for a period of three years before any changes are
made.
f) That the Provincial or Federal Government, whichever the applicant is applying to, has
sufficient staff to process the applications in a timely way and within the time limits set
out in the guidelines published with the applications.
g) That the temporary worker programs are a useful tool, especially to Resort communities,
and that the program organisers recognise the need for such workers in Resort
Communities and have specific information requirements that make the process easier
for potential applicants.
h) That the unemployment rate measurement for temporary foreign workers is more
specific in rural communities and reflects the actual rate in those communities, rather
than relying on regional rates.
i) To ease the amount of information requested and thus reduce the paperwork burden
especially for small business (under 10 workers).
j) Advocate for seasonal jobs to be eligible for work permits. This could be achieved
through the Resort Municipalities all requesting it.
k) City or Chamber of Commerce to ask local MLA/MP to meet with them and/or have
PNP/CIC staff available for that meeting.

CED
CoC
Resort
Muncipalities

OBJECTIVE 5: PROMOTE AND UTILIZE THE INTERNATIONAL MOBILE YOUNG WORKERS
AND INTERNATIONAL STUDENT OPTIONS FOR LABOUR NEEDS
Actions

Priority

Leader

4.5.1 Partner with colleges and universities to hire educational co-op program immigrant
students and post graduates.

Med

RLMNC

4.5.2 Partner with a college/university program at least eight months in length, preferably
with an education co-op component, with a tourism/sales and service focus that attracts
immigrants. By attracting and including immigrants, the program can reach the minimum
enrolment thresholds. Moreover, these graduates can then be hired to fill needed local
positions over the long term through the post-graduate work permit

High

OC
OC,
SD#19
CED
RLMNC
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4.5.3 Partner with the City of Revelstoke and the affordable housing society to develop
student accommodation for the aforementioned educational programming

High

City
CED
OC
CBT
RCHS

4.5.4 Utilize the non-LMIA programs, especially the International Mobile Young Worker
program, to fill labour market needs over the short-term and for seasonal work. See the chart
at the following webpage: https://www.go2hr.ca/articles/hiring-international-mobile-young-workerslmias-not-required

High

4.5.5 Encourage national and international publications to show Revelstoke as the ultimate
destination for immigrants.

Low

RLMNC
CoC

CoC
RAA

OUTCOMES FOR SUCCESS - GOAL 4










Organize a co-ordinated effort on behalf of the community to advocate for an improvement in the application and
approval process in the immigration programs to bring workers to Revelstoke.
Increase in the numbers of immigrants employed in Revelstoke.
Increase in the numbers of employers utilizing immigration programs to bring workers to Revelstoke.
Designate an agency to promote and facilitate the immigration process with business owners in Revelstoke.
Through the Chamber of Commerce, Work BC or Community Futures, host regular workshops to explain and
support any businesses hoping to hire an immigrant and share success stories and inform participants of the support
services available to immigrants.
Stabilize the funding and strengthen the programs for English as a Second Language and Settlement Services.
Strengthen partnerships and programming with post-secondary institutions to allow for the delivery of programs with
co-op work components that attracts immigrants.
Deliver a Tourism, Business, or Sales and Service post-secondary educational program for locals and international
students.

.
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GOAL 5: REALIZE THE FULL POTENTIAL OF REVELSTOKE’S CURRENT WORKFORCE
OBJECTIVE 1: INCREASE THE PARTICIPATION OF THE “UNDERUTILIZED” WORKFORCE:
WOMEN, MATURE WORKERS, YOUTH, THE DISABLED, AND FIRST NATIONS
In terms of the general demographics of the workers, as mentioned earlier, there was little evidence in our survey that
Revelstoke had a very large population of workers about to retire. 52.1% of the workers are between 25 to 44 years old. Only
9.6% are between the ages of 55 to 64 years and 1.5% of people surveyed were working beyond 65 years. Youth are defined
here as 15 to 24 years of age and comprised 16.4% of the contract or employees surveyed. Below are some statistics,
observations, and actions to assist in realizing the benefits and further developing the “underutilized’ workforce. See Figure 23.
Note: Immigrants are by definition part of the underutilized workforce and were discussed above.
WOMEN







Overall, the gender participation rate for the positions surveyed stands at 55% male and 45% female. See Figure 21.
Women and men participate evenly in the workforce from age 25 to 44 with a 51% male to 49% female split, in terms of
position numbers (not type). However, after the age of 45, the participation of women in the workforce begins to tail off
with women working in approximately 38% of all positions in the 45 to 54 age category, and by age 55 to 64, the
participation of women for positions surveyed drops to 30%. See Figure 23.
The survey did not provide opportunities to interview prospective employees, yet anecdotal evidence and some data would
seem to indicate that there may be a large number of women who are not in work or are underemployed. If we look at the
position type breakdown of the survey, women occupy the vast majority of part-time positions, 78%. In contrast, males
occupy 64% of full-time and full-time seasonal. Men also outnumber the female seasonal work in the summer and winter
by 20% and 16% respectively while more than twice the women (69%) outnumber males (31%) in casual work. While
certainly, these differences may be due to family caregiving responsibilities, choice, and the physical nature of some of the
work, one must wonder whether the female workforce is truly satisfied with mainly part-time jobs that are often poorly
paid. See Figures23 and 24. (This statement presumes that women are the predominant workers in many of the lower
paying service sector jobs. The survey did not verify this assumption.)
The BC Government have recognised the opportunities for women in work and are attempting to address this with a
variety of initiatives. Here is one example of a press release: http://www.newsroom.gov.bc.ca/2013/07/government-supports-morewomen-in-trades-throughout-bc.html

WORKERS WITH PHYSICAL OR DEVELOPMENTAL DISABILITIES





27 out of 121 businesses stated that they had 37 workers with identified physical or developmental disabilities.
78% of businesses were aware of Community Connections’ Disabled Worker Support program. In contrast, 58% were
aware of the disabled support programs at Work BC. There is room for more utilization of both these programs with 20%
of businesses utilizing Community Connections programs and 14% of Work BC.
Disability Alliance, http://www.disabilityalliancebc.org, also has many programs for the disabled to access the right type of
training and support.

WORKERS WITH DECLARED ABORIGINAL IDENTITY





27 out of 121 businesses stated that they had 42 workers who had identified themselves as having Aboriginal identity.
Despite there not being a very large number of First Nations population in Revelstoke, there are a number of support
services available at Work BC for those who need support and access to the job market. See Figure 25.
The First Nations employment society http://www.fnes.ca has many programs to help First Nation peoples find work.
The Department of Aboriginal Affairs and Northern Canada also has programs to benefit First nations. http://www.aadncaandc.gc.ca/eng/1100100021873/1100100021884

MATURE WORKERS OR SENIORS


As mentioned previously, Revelstoke has a young workforce. 11.1% of the workers surveyed were aged 55 and over. The
retired “baby boomers” could prove to be a vital relatively untapped source of labour in Revelstoke. A The Financial Post
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noted in an article in January 22, 2013 that “the ranks of over-65s still working have tripled since 1992” and further predict
that this trend will continue. Further, research by Tower Watson (2010), noted that 41% of Boomers will stay in the
workplace because they want to, not because they have to. However, the study warns that if employers want to retain these
energetic Boomers’ knowledge, they have to embrace alternative work arrangements, noting managers will need to become
more acceptable of flexible hours and tele-work options. http://business.financialpost.com/2013/01/22/the-baby-boomer-paradoxhow-delaying-retirement-and-working-longer-might-hurt-productivity/
go2HR has some excellent suggestions on how to accommodate seniors in your workforce in their “Baby Boomer Tool
Kit”. https://www.go2hr.ca/sites/default/files/legacy/pdf/go2hr-Baby-Boomer-Tool-Kit.pdf

YOUTH







16% of the workers surveyed were aged between 15 to 24 years old.
Building a strong local workforce was seen as very desirable, but the lack of local training at a post-secondary level remains
a real challenge. The Outlook through to 2022 (2013) predicts that only 23% of the jobs require less than high school (5%)
or high school with some occupational specific training (18%). In Revelstoke, 47% of the workforce reported education
levels of high school plus. Moreover, there is a predicted shortfall of College/Apprentice and University graduates of 13%
and 17%, if worker-training levels do not improve.
If we examine the education requirements currently required through the reported National Occupation Categories
(NOC), Revelstoke again demonstrates a large surplus of “high school plus” graduates and a shortage of
College/Apprenticed graduates. See Figure 53.
In discussions with employers, youth were seen as an essential part of the workforce, especially in the service industry and
in apprenticeship positions. However, some employers were discouraged with the lack of understanding and preparation
that the youth demonstrated when first entering the workforce. Thus, there was a perceived need for the schools to work
with Industry to assist high school students to meet and exceed workplace expectations and demands.
Actions

Priority

Leader

5.1.1 For all underutilized, underemployed or unemployed workers, create an agency or
website where people can register or post their skills and expertise. Potential employees can
then search this directory for short term or urgent postings, such as sickness or maternity
leave.

High

RLMNC

5.1.2 Increase businesses awareness and use of Work BC’s various programs and services for
all categories of underutilized workers.

High

Work BC

5.1.3 Continue to advocate, support, and deliver local training programs at Okanagan College
(OC) and job assistance programs at Work BC in Revelstoke for all segments of the
underutilized worker program. Programs for disabled workers, immigrants, matures workers
(Experience Works), and disadvantaged youth or multi-barriered clients have all been
delivered in Revelstoke in the past and should be continued as funding becomes available. For
example, the recent Experience Works program at OC gave a number of local mature
workers or seniors new work opportunities and filled several vacancies in Revelstoke.
However, their most recent application was turned down as the program was no longer
providing services to small communities.

High

OC

5.1.4 To access provincial funding, these type of initiatives require close liaison between
Okanagan College, Work BC and businesses to ensure the training programs meet the job
deficits of the community. Consequently, some formal system to communicating between
agencies should be created or enhanced to ensure timely and accurate information is
disseminated. The following webpage is a list of BC Labour Market Programs:

High
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COC

RLMNC
WorkBC

RLMNC
OC
WorkBC
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https://www.workbc.ca/Job-Seekers/Build-Your-Career/Planning-Your-Career/Starting-and-PlanningYour-Career/BC-Employment-Programs.aspx
5.1.5 Promote awareness of women’s training initiatives such as the women’s in trades
initiatives sponsored by provincial governments and maximize their benefits. This program
was delivered in Kelowna successfully.

Med

OC

5.1.6 Promote and increase businesses use of Community Connections and Work BC’s
programs. Businesses should work closely with them to allow for a free flow of information
about job opportunities available for the disabled in Revelstoke.

Med

OC

5.1.7 Enhance the current job fair to include all partners in the community such as the RSS,
Community Connections, Work BC, the Chamber and its affiliates, industry and so one. In
consultation with these partners, determine if biannual (fall and spring) job fairs would be
beneficial. Specifically target underutilized groups such as seniors and youth to attend the
community job fair.

High

CC
WorkBC
OC
SD#19
WorkBC
CoC
CED
CC

5.1.8 Increase the number of mentoring or practical work experiences for the underutilized
workforce but particularly with immigrants, disabled workers, seniors, and youth creating a
possible conduit for them to access the workforce.

High

5.1.9 Increase the number of apprenticeships in the community, particularly with youth. This
can be achieved in the following manner:

High

a)
b)

c)

WorkBC
CC
OC
OC
SD#19
RLMNC

Increase awareness and use of businesses and apprentices tax credits.
http://www2.gov.bc.ca/gov/topic.page?id=B6DB0675563445EC8862FE2B64955C7C
Increase knowledge of the roles and responsibilities of both the employer and potential
apprentices involved with apprenticeship training to ensure the outcomes are reached
smoothly and successfully. http://www.itabc.ca/hiring-apprentices/apprenticeship-basics
Improve communication between RSS and businesses who can sponsor apprentices.

WorkBC

5.1.10 Identify those First Nations individuals who are seeking work and increase awareness
of the various programs available to them at Work BC and on various websites such as the
First nations employment Society, http://www.fnes.ca/ and the Department of Aboriginal
Affairs and Northern Canada http://www.aadncaandc.gc.ca/eng/1100100021873/1100100021884

High

WorkBC

5.1.11 Train employers in how to integrate the disabled, First Nation, mature workers, youth
and the multi-generational workforce more effectively into their workforce.

Med

WorkBC

5.1.12 Organize and promote information sessions by Work BC and industry to senior’s
groups to allow for better dissemination of information regarding job opportunities and
training possibilities including a closer liaison with the Revelstoke Seniors Centre.

High

CC
WorkBC
RSA
RLMNC
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5.1.14 Continue to narrow the gap between industry and youth by getting local businesses
more involved with educational programming.

High

RLMNC

5.1.15 Encourage businesses to create scholarship programs or bursaries that will allow youth
to acquire training for skills sets needed and then return to the community to work.

Med

RLMNC

5.1.16 Encourage businesses to retain HS students for year round employment by applying
good retention practices.

Med

CoC
SD#19
CoC
RLMNC

OUTCOMES FOR SUCCESS - GOAL 5







Increase the numbers of under-utilized workers in employment.
Increase awareness of the under-utilized workforce with business owners and managers.
Increase the number of youth are involved in work experience opportunities and employment.
Advocate for and stabilize the funding for training programs for all under-utilized groups.
Promote the job fairs to all under-utilized worker categories.
Create formal and regular channels of communication between SD#19, OC, CC, RLMNC, WorkBC and CoC to
improve dissemination of information and planning.
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GOAL 6: ENHANCE REVE LSTOKES’ EMPLOYERS A BILITY TO RETAIN SKILLED
EMPLOYEES
OBJECTIVE 1: IMPROVE THE RETENTION OF SEASONAL WORKERS







29 respondents said that they had winter seasonal workers (546) making up 15% of the total workforce surveyed.
38 businesses said they had summer seasonal workers (197) composing 5.4% of the workforce surveyed.
Male and female workers between the ages of 25 to 44 years old form 69% of the winter seasonal workforce.
93% of the summer seasonal workforce are males and females between the ages of 15 to 44 years.
55% and 67% were aware of the Welcome to Revelstoke webpage and Welcome Week but only 15% and 18% use them.
A few companies with seasonal workers have made informal arrangements with other companies to provide their seasonal
workers with year round work.
The nature of seasonal work and its workers was the most common comment throughout the attraction and retention
section. Common issues related to seasonal workers were staff leaving to go to school, inability to pay higher wages,
lifestyle expectations associated with seasonal workers, lack of commitment, and so on.
See Figures 18, 19 and 20 for seasonal work data.





Actions

Priority

Leader

6.1.1 Increase worker knowledge of reasons to stay in Revelstoke by promoting and increasing
awareness of Welcome to Revelstoke webpage resource and maintaining and improving
welcome week and welcome activities for newcomers to Revelstoke, and promoting
Revelstoke as a place to do business and to work (Goal 1).

Med

CED

6.1.2 Assist skilled seasonal employees to locate companies with seasonal work that will
enable them to work year round. This process could be assisted by providing a central registry
for businesses or employees to enter their names, job descriptions/work experience and skills’
sets.

High

RAA
CoC
WorkBC
CoC
CFDC
RLMNC

6.1.3 Investigate creating a program similar to Whistlers’ Experience program
https://www.whistlerchamber.com/Spirit-Pass/The-Whistler-Experience.html that provides seasonal
and regular employees working in the Service Industry with a discount card for workers if
they complete a customer service and a Revelstoke orientation course (similar to the Best of
Revelstoke).
6.1.4 An alternative to the Whistler Spirit program, would be for businesses or the Chamber
of Commerce to negotiate and provide corporate discounts to local businesses for its workers
for leisure and lifestyle activities such as RMR ski pass, Revelstoke Swim and Fitness pass,
National Parks pass, and so on. Several companies made this suggestion.

Med

RLMNC
CoC
CED
RLMNC

Med

City
CoC
CED

6.1.5 Provide workshops, seminars or encourage the use of the many resources available on
the web that will help businesses retain skilled seasonal workers. A few strategies include:
a)
b)

Conducting exit interviews to determine if employee will return next year and why or
why not.
Keeping in touch during the off-season with employees you want to rehire.
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Med

OC
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c)

Provide extra incentives to returning bonuses such as higher wages, promotion, or nonmonetary bonuses or training.. https://www.go2hr.ca/articles/six-tips-help-retain-skilled-seasonalworkers

6.1.6 Encourage business owners to be flexible with RSS students who work during the
summer months and allow them to work fewer and flexible hours during the school term.

High

Low

CoC

OBJECTIVE 2: REDUCE THE NUMBER OF HIGH TURNOVER JOBS






27 positions had very high turnover = left within 6 months
10 positions had high turnover = left within 7 to 12 months
Refer to Appendix D for a complete list of occupations in need and those with very high and high turnover.
According to the National Occupational Categories (NOC), 70% of the high turnover jobs were in Sales and Service sector.
In terms of education, 32% of the high turnover jobs required no high school while 30% required high school plus. See

Hr2go has some interesting statistics for the tourism sector in BC which seem pertinent to Revelstoke and are mentioned below:
https://www.go2hr.ca/sites/default/files/legacy/reports/go2hr-TLMS-Turnover-Infographic.pdf
a)
b)
c)
d)
e)
f)

Tourism has a much higher rate of employees leaving work (voluntary turnover) at 24% vs. 8.6% for other sectors in
BC.
Full-time employees have the lowest voluntary turnover at 17%.
Part-time employees (32%) are almost twice as likely to leave their job as full-time workers.
Seasonal workers (37%) are more than twice as likely to leave before the end of the season as full-time workers.
28.2% of full-time employees in Tourism left for higher pay.
35.7% of part-time employees and 56.9% of employees left to return to school.

In BC, the top four reducing turnover perks for Tourism were:
a)
b)
c)
d)

Employee discounts or free services (84%)
Providing a company car or transportation allowance (67%)
Use of communication technologies (51%)
Flex time (38%)

The top four reasons employees liked working in Tourism was:
a)
b)
c)
d)

Working with people (70%)
Having a fun working environment (66%)
Flexibility (45%)
Supportive management (44%)

Actions

Priority

Leaders

6.2.1 Employers should try:

a) Med

CoC

a)
b)
c)
d)

b) High

OC

c) High

WorkBC

To combine part-time positions for employees who want to work full-time.
To accommodate the schedule of workers who work part-time across companies.
To assist part-time workers to find other part-time employment across companies.
To increase their awareness of the barriers to employee retention examine and apply the
appropriate retention strategies described in goal 6, objective 3.
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OBJECTIVE 3: PROMOTE, ENCOURAGE, AND EDUCATE EMPLOYERS AS TO THE DIFFERENT
RETENTION STRATEGIES AVAILABLE TO THEM FOR ALL WORKER TYPES





43% of businesses requested worker attraction and retention training. See Figure 51.
Top reasons stated by businesses for trouble attracting and retaining workers were as follows:
a) 48% said it was the high cost of living in Revelstoke
b) 44% said it was the lack of affordable housing
c) 34% said their work required specialized training
d) 30% said they could not compete with the higher wages in gas and oil sector
e) 28% said they could not compete with other wages within their industry. See Figure 31.
For the purpose of this report, retention strategies have been divided into three categories: retention strategies with direct
costs, with indirect costs, and with training incentives.

RETENTION STRATEGIES WITH INDIRECT COSTS





The top seven strategies for attracting and retaining workers for all position types (full-time, part-time, seasonal, and
contract) for indirect costs were as follows:
a) Provide adequate job orientation to new employees.
b) Provide flexibility for holidays or days off.
c) Provide avenues for employee communication, input, and influence on decision making.
d) Organize or promote staff social activities/ celebrations.
e) Provide more flexible work hours.
f) Provide career advancement opportunities and/or promotion from within.
g) Provide opportunity to learn new skills by rotating jobs. See Figure 38.
For seasonal workers, employer flexibility had heightened importance, with accommodating the work of P/T workers rising
as the top request. See Figure 39 for position comparisons.
Survey comments centered on three main themes in order of ranking:
a) Feeling part of a team, belonging, and being able to give input.
b) Employer being accommodating and flexible.
c) Employees feeling appreciated, respected, cared for, and happy.

RETENTION STRATEGIES WITH DIRECT COSTS


The top nine strategies for attracting and retaining workers for all position types (full-time, part-time, seasonal, and
contract) for direct costs were as follows:
a) Bonuses (bonus/merit system, pay for performance)
b) Incremental wage increases based on performance
c) Discounted or free products
d) Dental benefits
e) Higher wage than average
f) Health Benefits
g) Extended health
h) Allow use of business facilities for personal matters
i) Professional development (i.e., conferences)
j) Discounted company services. See Figure 41.

Survey comments reinforced the following:
a)
b)
c)
d)

Employers mentioned good, fair wages as very important.
Perks such as bonuses, merchandise discounts, free company services and free meals (when possible) were perceived as
a good method to help boost wages.
Perks were important and helped to make employees valued.
RRSPs were an option for some employees rather than pensions.
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e)

Free ski passes were more popular for P/T and seasonal than F/T employees (16%, 21% and 13% respectively). In
fact, free swim, fitness or other wellness/recreational services ranked just after ski passes in F/T and P/T. See Figure
42.

WAGES


In the National Occupation Category (NOC) for each sector wages:
a) 13.9% of wages rated as low
b) 50% rated as median
c) 36.1% rated as high
In terms of hourly wages
a) 27.1% were $10.25 to 15
b) 15.9% were $16 to 20
c) 16.2% were $21-25
d) 11.8% were $26-30
e) 28.9% were $30+
Revelstoke wages are on par with BC standards. If we look at the BC Total Workforce not including self-employed
d) 5.9% were receiving minimum wage
e) 27% were receiving below $15. Revelstoke is on par with the provincial average. (Saint Denis, 2015)
Like the province, the sectors with the lowest wages were Food and Beverage, Accommodation, and Retail. Utilities in
Revelstoke and the province were the highest. (Saint Denis, 2015)
The following percentage of workers have wages below $20 per hour in these sectors: Food and Beverage: 95.2%,
Accommodation 88.4%, Retail 70.9%, and Tourism Services 64.4%. For wage survey data, see Figures 43 to 49.








RETENTION STRATEGIES WITH TRAINING





98% of businesses provide in-house training. See Figure 50..
Tuition subsidies ranked second for F/T workers, but it was not important for P/T and seasonal workers.
Time off for training was important to all positions F/T, P/T, Seasonal and Contract.
Providing in-house training leading to career or professional development for P/T workers was 2nd for P/T and 4th for
seasonal.
Recognizing worker training and certification with higher pay was more important for seasonal and P/T workers than F/T.



Actions

Priority

Leaders

a) High

RLMNC

6.3.1 Increase awareness and access to web resources and results of this survey, deliver
seminars, and coach employers to help them better understand retention strategies through
the CBT business advisor program, the Chamber and the OC. For example, some steps
businesses could consider are:
a)
b)
c)

d)

e)

Trades offs between low wages and high turnover; higher wages and lower turnover.
Employees are seeking fair compensation. (Green, 2015)
Reviewing and implementing appropriate financial incentives.
Reviewing and implementing appropriate employee perks such as bonuses, merchandise
discounts, free company services and free meals (when possible). These perks were
perceived as a good method to help boost wages and helped to make employees feel
valued.
Reviewing and adapting retention strategies appropriate to positions type. For example,
seasonal workers may value powder or bike days, and dogs in the office. Full time
workers may be seeking better benefits.
Considering different retention strategies for intergenerational workers.
https://www.workbc.ca/WorkBC/media/WorkBC/Documents/Docs/toolKit_Book1.pdf
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b) High
c) High

CDFC
CoC
CBT

d) High

OC

e) High
f) High
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f)

Creating an accommodating and flexible workplace. For example, allow for part-time,
seasonal work opportunities for those who wish it, flexible break times, job sharing, flex
hours, contract work, compressed work weeks, leaves of absence, job rotations,
telecommuting, and seasonal exchanges. See reducing turnover and increasing seasonal
worker retention for more ideas.
g) Providing effective leadership and supervision.
h) Creating a positive business culture that engages workers.
6.3.2 Increase awareness and use of programs, especially for lower wage jobs, to assist
businesses with providing workers with higher wages or increased training opportunities.
a)
b)
c)
d)
e)
f)

g) High
h) High

High

CDFC
CoC

Canada BC Job grant https://www.workbc.ca/canadabcjobgrant
http://www.esdc.gc.ca/eng/jobs/training_agreements/cjg/employers.shtml
CBT summer student program
http://www.cbt.org/newsroom/?view&vars=1&content=Program&WebDynID=1291
Summer Work Experience Program
http://www.servicecanada.gc.ca/eng/epb/yi/yep/newprog/summer.shtml
Hiring Co-op students
http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/how_to_hire_a_student_guide.pdf
Labour market programs https://www.workbc.ca/Job-Seekers/Build-Your-Career/PlanningYour-Career/Starting-and-Planning-Your-Career/BC-Employment-Programs.aspx
Training tax credits.
http://www2.gov.bc.ca/gov/topic.page?id=B6DB0675563445EC8862FE2B64955C7C

6.3.3 Designate an agency to deliver, coach or mentor businesses in the aforementioned
retention strategies and access to wage subsidy programs. This service could be paired with
the HR service provider named below.

RLMNC

CBT
OC

High

RLMNC
CDFC
CED
CoC
CBT
OC

OBJECTIVE 4: IMPROVE HUMAN RESOURCES (HR) PRACTICES AND POLICIES






33% of businesses requested courses in hiring practices while 39% wanted training in HR policies. See Figures 40 and 51.
34% had staff dedicated to HR.
41% had policies to attract and retain workers.
60% had policies for maternity/leaves
60% had policies to cross train worker
Actions

Priority

Leaders

6.4.1 Designate an agency and create a business support centre for Human Resources,
finance, marketing, and employee satisfaction. This agency’s services could be combined with
bringing immigrants to the community, and mentoring companies in appropriate attraction
and retention strategies.

High

RLMNC
CDFC
CED
CoC
CBT
OC
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OUTCOMES FOR SUCCESS - GOAL 6








Deliver training, coaching and/or mentoring in the writing and application of HR policies, retention and attraction
strategies, and access to subsidized programming is regularly offered by Community Futures, Chamber of
Commerce, Okanagan College or a designated agency.
Create a package of retention and attraction strategies and sample HR policies as well as a standard employee
satisfaction survey that owners can adapt and use. Make these resources available for all businesses through the
Chamber of Commerce website and/or through the designated agency.
Track and increase the number of participants in Welcome Week to measure if more people are calling Revelstoke
their new home.
Request that businesses survey and measure employee satisfaction and whether they have more seasonal workers
returning to work year after year.
Request that businesses measure and share with the business community (CoC) those retention and attraction and
HR policies that reduced turnover of positions.
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GOAL 7: PREPARE REVELSTOKE’S WORKFORCE TO MEET CURRENT AND FUTURE SKILL
DEMANDS














Many employers were not aware of OC’s services. Just over a quarter, 27%, utilized the classroom services of Continuing
Education while 15% took advantage of their online courses. See Figure 54.
However, many businesses were aware of the English as a Second Language program, 75%, but only 37% were aware of
their adult upgrading (AACP) and Settlement Services programs. Utilization was much lower at 5%, 6% and 4%
respectively.
If we examine the forecasted training needs for BC through to 2022 for Revelstoke’s current education levels as reported by
employers in our survey, Revelstoke is facing a skill shortage which could have serious ramifications. Revelstoke has a
surplus of workers who have completed high school and some occupational training (high school plus) (47% versus 18%
required) but will require many more workers with College/Apprenticeship (31% vs 44% required) and University
education (17% versus 34% required). See Figure 32.
Employers specifically wanted attraction and retention and HR policy training. Immigrant related training was less desired
but may increase if employers must rely on the immigrant workforce to fill needed positions. See Figure 51.
Employers specifically requested more information on education coop programs, and wanted closer partnerships with the
local high school especially in terms of work experience, coaching, and apprenticeships.
Employers expressed interest in going to the high school to assist in preparing students for the workplace especially
through information sessions, work fairs and mock interviews.
Businesses would also like entrepreneurship skills promoted locally.
Employers prefer individual coaching (36%) over classroom (35%) with online at 18%.
Businesses expressed a preference for workplace based training with individual coaching to tailor training to business needs.
Many companies in town, especially franchised employers, currently use online training programs. However, there is very
low awareness and use of online training courses or programs outside of the work environment.
See Appendix E for a complete list of current and future training needs.

OBJECTIVE 1: ENSURE CURRENT LEVELS OF CONTINUING STUDIES, ENGLISH AS A
SECOND LANGUAGE, SETTLEMENT SERVICES AND AACP PROGRAMMING IS MAINTAINED
AND SECURES BASE FUNDING
Actions

Priority

Leaders

7.1.1 Base funding for AACP program funding has been decreased in recent years and may be
discontinued. Without the ability for adults to access foundational programming readily and in
an adult only environment, adults will not be able to upgrade their skills to meet labour
market demands and reach their full potential. Advocate strongly for continued programming.

High

OC

7.1.2 English as a Second Language and Settlement Services programs are awarded to OC on
a contract basis. Advocate that base funding for these services be put in place. These
programs play a key role in the immigration strategies.

High

RLMNC
CED
OC
RLMNC
CED
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OBJECTIVE 2: IMPROVE AND EXPAND LEVELS OF PROGRAMMING TO MEET LABOUR
MARKET TRAINING NEEDS
Actions

Priority

Leaders

7.2.1 Request that OC and SD #19 staff consult with local businesses in a formalized manner
through the OC Advisory Committee (OCAC), the Chamber of Commerce, Community
Futures, City Economic Development, Social Development Committee (SDC) to address the
identified skill shortages at the College/Apprentice and University levels.

High

OC
SD#19
CoC
CED
SDC
OCAC

7.2.2 Encourage the College to improve their promotion and awareness of their
programming, especially in the business sector.

Med

7.2.3 Investigate partnering with a College or University to deliver a Tourism- related
program which is at least 8 months in length and recruits international students to address the
chronic shortage of workers in the Tourism sector.

High

OC
CoC
OC
SD#19
CED
RLMNC

7.2.4 Investigate delivering a joint college/high school culinary arts program. RSS has a new
kitchen facility that is appropriate for this type of programming and struggles to find caterers
for their lunch program. International students may be required to create enough enrolment.

High

OC
SD#19
CED
RLMNC

7.2.5 Partner with the City of Revelstoke and the affordable housing society to develop
student accommodation for the aforementioned educational programming.

High

OC
City
CED
RCHS
RLMNC

7.2.6 Increase awareness and use of businesses practices on proper HR, recruitment,
attraction and retention strategies through classroom, seminar, mentoring and online
resources.

Med

OC
CFDC
CoC
RLMNC

7.2.7 Promote and increase the delivery of programs for jobs in short supply, especially joint
trades, forestry, tourism, and retail programming at RSS and OC.

High

OC
CED
RCHS
RLMNC
SD#19

7.2.8 Work with industry to develop an entrepreneurship program for RSS students.

Med

OC
CED
RCHS
RLMNC
SD#19
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7.2.9 Promote and increase the number of work experience, apprenticeship and mentoring
programs between OC, other colleges, and/or RSS and local businesses especially in the
Trades, Retail, Food and Beverage, Accommodation, Tourism Services and Forestry related
jobs.

High

OC
CED
CoC
RLMNC
SD#19
FWG/
RCFC

7.2.10 Promote the use of online learning as a means of workers upgrading their skills in the
workplace.

Med

OC
SD#19
CoC
CFDC

7.2.11 Given the challenges of delivering a breadth of programs in our relatively small
Community, increase the delivery of blended and/or online courses or programs to access
more learners and expand educational offerings at lower costs.

Med

OC
SD#19
CoC
CFDC

7.2.12 Support more life, employability, and job search skills training into existing the RSS and
OC programs so youth are “ready” to enter the workforce.

High

SD#19
CoC
OC

7.2.13 Refer to the RLMS current and future training needs lists for a summary of requests by
businesses.

High

OC
RLMNC

OUTCOMES FOR SUCCESS - GOAL 7









Improve the communication between the business sector and SD#19/OC to increase the number of work experience and
apprenticeship opportunities to fill skill gaps, entrepreneurship programming, life, employability, and job search skills of
high school students.
Explore the potential for a Culinary Arts school at RSS in co-operation with OC.
Deliver Trades/Business/Tourism/ Retail/ Customer Service related program or series of courses such as Culinary Arts
and/or Tourism which serves local and attracts international students. Work co-op components should be made available
for both summer and winter months.
Investigate the building of a student residence for expanded adult programming.
Maintain and/or increase the AACP hours at OC to ensure adults can access flexible/ adult-centered basic
education/work skills in Revelstoke.
Increase the number of adults accessing online courses for skills training.
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APPENDIX A: LIST OF ABBREVIATIONS AND FIGURES
ABBREVIATIONS

CBAL

Columbia Basin Alliance for Literacy

CBT

Columbia Basin Trust

CC

Community Connections

CED

Community Economic Development Department

CFDC

Revelstoke Community Futures Development Corporation

City

City of Revelstoke

ECDC

Early Childhood Development Committee

CoC

Revelstoke Chamber of Commerce

EDC

Revelstoke Economic Development Commission

FWG

Forestry Workers Group

NCES

North Columbia Environmental Society

OC

Okanagan College

OCAC

Okanagan College Advisory Committee

PROV

Province of British Columbia

RAA

Revelstoke Accommodation Association

RCFC

Revelstoke Community Forestry Corporation

RMLNC

Revelstoke Labour Market Network Committee

RCHS

Revelstoke City Housing Society

RSA

Revelstoke Seniors Association

RSS

Revelstoke Secondary School

SDC

Social Development Committee

SD#19

Revelstoke School District #19

Work BC

WorkBC
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APPENDIX B: DEFINITION OF TERMS
For the purpose of this survey, the following terms will be defined as follows:












Full-time employee is a person who works 30 hours or more per week for your company or organization year round.
Full-time seasonal employee is a person who works 30 hours or more per week for at least nine months of the year,
i.e., loggers and possibly construction workers.
Part-time employee is a person who works less than 30 hours per week for your company or organization year
round.
Temporary or short-term seasonal employee is a person whose start and end dates for work are clearly defined. It
includes seasonal employment or short-term work for less than nine months, but he/she must be an employee of your
organization or company; therefore, CPP, holiday, tax, and EI payments are included on their pay cheque.
o A winter seasonal employee generally works from mid-November to mid-April (ski season).
o A summer seasonal employee generally works from mid-May to mid-October and can include returning
university student workers.
Contracted worker is a person who is engaged to complete work, usually short-term, that has a specific start and end
date but he/she is not an employee of your organization or company; therefore, their cheque does not include CPP,
holiday, tax, and EI payments.
Casual employee is a person who has no pre-determined work schedule, and the work may be as short as just one day
or four hours. This category includes workers who are “on call” (without pay) and are requested to work when more
regular employees call in sick or are unable to come to work, eg., substitute teachers.
Very high turnover occupations are those that turn over within 6 months.
High turnover occupations are those that turn over within 7 to 12 months.
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APPENDIX C: INDUSTRY SECTORS
Below is a list of the type of businesses approached to fill out the survey for each designated sector. This list may or may not
include the businesses surveyed and is provided to help understand the various categories used.
Accommodation, eg., Hillcrest, Sutton Place
Agriculture, eg., Greenslide Cattle, Terra Firma Farms
Automotive and Mechanical Services - Includes parts, repairs, gas stations, machinery rental, eg., East End Autobody,
Jacobsen Ford, Esso, Big Eddy Machine Shop, Kelly Bobcat
Business Services - Includes accounting, bookkeeping, finance, insurance, investment, retail estate, banking, janitorial
services, radio, and newspaper, eg., Royal Bank, Revelstoke Credit Union, Remax, Times Review, Revelstoke Cleaning and
Management Services, BDO
Construction - Includes building, excavation and earth moving contractors and related trades carpentry, plumber, electrical,
and so on, eg., Vic Van Isle, Battersby Plumbing, Canyon Electric
Consulting Services and Technology - Includes technology related services such as webpage creation, social media,
computer repair and networking, printing services, draftsman and graphic artist services as well as any other consulting
services, eg., Revelstoke Computer Repair, Telus, Signs Inc., Lakeside Printing
Educational Services, eg., SD#19, Okanagan College
Food and Beverage, eg., A and W, Emo’s, La Baguette
Forestry and Wood Products Manufacturing - Includes harvesting, hauling, silvicultural and planning and so on. cabinet
making and flooring, eg., Downie Timber, Ministry of Forests, Kozek Sawmills
Health and Social Services - Includes medical professionals and social services, eg., Interior Health, Selkirk Medical Clinic,
Community Connections, Red Cedar Physiotherapy, Revelstoke Optometry, Revelstoke Dental Centre
Personal Services - Includes barber, beauty salon, spas, eg., 1st Impressions, Refinery Day Spa, Balu’s Yoga and Wellness
Professional Occupation in Law, Community, and Government Services, eg., City of Revelstoke, Ministry of Family
and Children, Ministry of Transportation, Parks Canada, RCMP
Retail Trade, eg., Red Apple, Universal Footwear, Coopers, Southside, Liquor Stores
Tourism Services- Includes recreation, entertainment, arts and culture, eg., RMR, Mica Heli Ski Guides, Revelstoke Arts
Council, Revelstoke Museum and Archives, Snowmobiling, Visitors Info, Everything Revelstoke, Selkirk Tangiers
Transportation, eg., CP Rail, Selkirk Mountain Helicopters, H and J, Sure Haul, City Transfer
Utilities, eg., BC Hydro, Revelstoke Community Energy Corp, Fortis
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APPENDIX D: OCCUPATIONS IN NEED AND THOSE WITH VERY HIGH AND HIGH
TURNOVER RATES
POSITIONS WITH VERY HIGH AND HIGH TURNOVER

NOC No.

NOC Occupation Category

Turnover/
6 mths

Turnover
/ 12 mths

3235

Massage Therapist

0

1

3413

Health Care Worker/ Attendant/ Residential Care Aide

2

2

3414
4152
6211
6211
6212
6241
6242
6252
6252
6271
6411
6421
6422
6435
6451
6452
6453
6471
6471
6611
6622

Optometrist Assistant
Social and Community Worker
Head Cashier/Department Supervisor
Store Supervisor
Food Services Supervisor
Chefs/
Cook/ Line Cooks /Short Order Cooks
Bakers/Pastry Chefs
Baker Helper
Barber/Hairstylist
Sales Representative
Salesperson
Mountain Guide
Hotel Front Desk Clerks
Restaurant Hostess/ Maître D’hôtel
Bartender
Servers
Home Support Worker
Housekeepers (head)
Cashiers
Shelf Stocker / Grocery packer, Price clerk,
Food Counter Attendant/ Food Preparer/ Kitchen
Helper
Cleaners
Light Duty Cleaners
Auto Detailer
Handyman/woman
Campground Attendant
Laundry Worker
Carpet/Floor/Wood Installer
Snowmobile Repairer
Delivery Driver
Maintenance
Ski Equipment Repairer

0
0
1
1
3
2
3
2
1
0
0
1
0
0
1
1
2
1
1
3
1

1
1
1
1
3
2
3
2
1
1
1
1
1
1
1
1
2
1
1
3
1

3

3

1
1
1
0
0
1
1
1
1
0
0

1
1
1
1
1
1
1
1
1
1
1

6641
6661
6661
6662
6663
6671
6681
7295
7334
7414
7422
7445
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7621

General Labourer

2

2

7622

Railway Labourer

1

1

8612

Grounds Maintenance

1

1

POSITIONS IN SHORT SUPPLY OR DIFFICULT TO FILL WHEN NEEDED
Full Year Positions






Infant/Toddler Educators
Residential Careworkers
Dental Hygienists
Optometric Assistant
Funeral Home Director

Seasonal Specialists



Ski Guides, especially experienced ones
Bicycle Mechanics

Hard to Attract Professionals:



Dentists
Lawyers

Forestry







Logging Truck Drivers
Processors
Yarder Operators
Skidder Operators
Fallers
Machine Operators

All Trades



Electricians
Carpenters etc.,

But especially,








Auto Mechanics
Heavy Duty Mechanics
Plumbers
Truck Drivers
Heating and Refrigeration
Metal or Duct Workers
Flooring Installers
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APPENDIX E: REVELSTOKE LABOUR MARKET SUR VEY RESULTS - TRAINING NEEDS
CURRENT TRAINING N EEDS
Business Sector
Training Need

Training Category

Tourism/
Business

Social

Trades/
Technician

Health/
Education

Computerized technology in mechanics (ski
lift/automotive)

✔

✔

Computerized production program

✔

✔

✔

Computer spreadsheets

✔

✔

✔

✔

Electronic medical record system

✔

Training for using 'cloud' technologies

✔

Onsite computerized reporting

✔

✔

✔

✔

✔

GPS locator app

✔

✔

✔

Bidding software

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

Computer Technology (3)
Social media (2)

Computer Technology

✔

Digital Remote Operation for all movement of
materials rather than manually operated.

✔

Digital Remote Operation of Machinery

✔

Info Technology based training.

✔

✔

✔

✔

Videography

✔

✔

✔

✔

Up-dating information and forever changing trends in
the industry.

✔

✔

✔

Online writing
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Training Need

Tourism/
Business

Social

Trades/
Technician

E commerce software

✔

✔

Privacy in the web invented world

✔

✔

Bookkeeping/Accounting

✔

Fibre Optics
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Health/
Education

✔

Training Need

Business Sector
Training Category

Tourism/
Business

Social

Trades

Sawmill Equipment operation changes

✔

Non-bush friendly technologies in truck

✔

The auto industry is always changing. The advent of
electric and hydrogen-powered vehicles will change our
work practices.

✔

Health/
Education

Many Health specific needs

✔

BC Education Plan

✔

New technical skills

✔

Apprenticeship training

✔

Aluminum Body repairs especially for Ford cars and
trucks

✔

Trade/ Business
Specific Training

✔

✔

✔

✔

✔

Ski guide cert

✔

Lead guide training and experience

✔

Business Management

✔

Web Based avalanche products.

✔

Working with multiple barrier clients

✔

Institutional cleaning

✔

Retail Behaviour

✔
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FUTURE TRAINING NEED S
Business Sector
Training Need

Training Category

Tourism/
Business

Social

Trades/
Technician

Health/
Education

Basic Microsoft certification

✔

✔

✔

Windows Server level and Advanced website
development

✔

✔

✔

Office Administration including Word and Excel
and Building a website

✔

✔

✔

✔

Specific software training

✔

✔

✔

✔

Hotel courses including reservation systems

Computer and Info
Technology

✔

Surveying and GIS upgrades

✔

✔

Videography course and editing

✔

✔

✔

Social Media

✔

✔

✔

✔

E commerce (combo of online and classroom)

✔

✔

✔

✔

Marketing and web design courses

✔

✔

✔

✔
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Training Need

Social

Destination BC Visitor Centre Councillor,
classroom, weekend.

✔

✔

✔

Super Host – online

✔

✔

✔

Technical knowledge regarding bikes

✔

✔

Do year round training with industry specific
trainers.

✔

Bookkeeping/Accounting

✔

Leadership

✔

Customer service (15 responses) including
Merchandising, Retail Behaviour, Dealing with
Public, Etiquette,

✔

Selling and sales skills

✔
✔

Tourism and Business
Admin

Trades

Health/

Tourism/
Business

Public Speaking

Training Category

Education

✔
✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

✔

Trauma training

✔

Certified financial planner

✔

✔

Small business management program

✔

✔

✔

✔

Owner development program

✔

✔

✔

✔

How to be a good/outstanding employee

✔

✔

✔

✔

Business courses - broaden skill base for workers
who want to have more managerial skills

✔

✔

✔

✔

Team building

✔

✔

✔

✔

Human resources practices

✔

✔

✔

✔

Culinary School

✔

✔

✔

✔
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Training Need

Training Category

Tourist/
Business

Social

Trades

Education

Truck Driving

✔

✔

Auto Mechanics

✔

✔
✔

Infant and toddler diploma
✔

Latte art Food trends

Health/

✔

✔

Medical receptionist program

✔

Master social work

✔

Counselling

✔

National health practitioner courses

✔
✔

Furniture design and construction
Professional Development courses or points to
maintain license to practice law
Apprenticeship training

✔
Trade/ Business
Specific Training

✔

✔

✔

Trades/company management skills

✔

Frequent fall arrest courses

✔

Fuel Management

✔

Fire weather and Fire behaviour

✔

Language - French, German, Spanish - intermediate

✔

✔
✔

Professional Development for funeral directors
Working with multiple barrier clients

✔

Institutional cleaning

✔

Anatomy/ Emotional Body/ Depression/ Wellbeing Courses

✔
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✔
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