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Executive Summary
Over the last five years, labour market information and human resources has gotten more attention,
due to the looming labour shortage that everyone is talking about. The crunch is a result of high
workforce attrition rates, (the rate at which people leave the workforce due to retirement combined
with low birth rates) resulting in fewer Canadians entering the workforce. This shift in people available
to do the job is compounded by the projected economic growth requiring a larger labour force. Both
sectors and employers have responded by developing comprehensive human resource strategies that
are focused on the recruitment, retention and talent management aspects of dealing with employees.
Since finding, nurturing and developing talent are the main tasks of successful companies, a
comprehensive Human Resources (HR) Strategy plays a vital role in the growth and development of the
Silviculture sector.
The silviculture sector in BC has taken action to ensure the current and future workforce is a satisfied,
productive, safe workforce and that the sector is meeting the needs of its collective group of employers.
The sector will need almost 7,800 workers to support BC’s Silviculture sector in 2015:


4,361 tree planters



1,430 brushing workers



36 spacing workers



1,767 wildfire fighters (industry and government) and



172 administrative support positions.

In terms of future workforce demand, labour demand for tree planters will decrease over the long term,
primarily due to reductions in the Annual Allowable Cut (AAC), while brushing and spacing workers will
remain steady based on licensee practices and government budgets for incremental silviculture
activities and wildfire fighter workers will steadily increase due to weather patterns and fuel
accumulation on the forest floor. Given that the future demand for workers approximates the number
of existing workers, the need for new workers will consist mostly of turnover or replacement of existing
positions.
Guided by the BCSWI Steering Committee, an HR strategy was developed around ten HR priorities which
offers fourteen HR solutions to support the recruitment, retention and talent management of workers.
HR Priority #1: Promoting Silviculture Employment Standards
1. Communication and Distribution of Video to Educate Employees about ESA rules
2. Educating Supervisors and Employers about ESA Rules
HR Priority #2: Elevating the Sector’s Brand Awareness
3. Developing Silviculture Worker Profiles
HR Priority #3: Preparing New and Returning Workers
4. Preparation of New and Returning Workers – Pre-season Orientation
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5. Offer ATV and Resource Road Training to New and Returning Workers
HR Priority #4: Addressing Harassment in the Workplace
6. Develop an Audit, Policy, Procedures and Investigation Process for Harassment
7. Employee Harassment Training and Prevention
HR Priority #5: Increase Work Opportunities for Seasonal Workers - Consistent Work
8. Work Opportunities that Could Extend the Season
HR Priority #6: Developing Supervisors
9. Supervisor Development Training
HR Priority #7: Engaging First Nations
10. Develop Information for Employers about First Nation Partnership and Engagement
11. Participation as Exhibitor at the Aboriginal Business Match (ABM) WEST 2015 Conference May
11-13, 2015
HR Priority #8: Outlining Career Options - Career Mapping
12. Career Map for Silviculture Roles
13. Career Map for Forest Restoration Worker
HR Priority #9: Preparing Rookies
HR Priority #10: Harnessing Technology to Improve Productivity
14. Develop and promote Training and Nutrition Reference App for Rookie Tree Planters
The HR Strategy was guided by current HR workforce trends and how these trends impact the sector.
These trends include:


the millennial generation and their values



women as an increasing source of labour supply



engagement with First Nations



the war for talent among the sectors



brand awareness



technological advances



evolving compensation tools



focus on hiring the right “Job Fit” to reduce the costs and consequences of bad hires



employer driven workforce development



the importance of communications, and



the changing legal landscape.

Potential funding sources have been identified as a means of supporting the implementation of the HR
Strategy and specific solutions. A strong recommendation is being made to appoint a steward for the HR
strategy who will then have the role of communicating the Human Resources Strategy to key
stakeholders, establishing consistent, sector-wide communications to workers and employers, and
coordinating activities with other forestry workforce initiatives.

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 7 of 90

Finally, the future is unknown and rapidly changing. It will be important to measure the success of the
solutions that are undertaken, continue to watch the horizon to watch for new trends and emerging
issues that could require changes to the areas of focus. Following the HR Strategy means developing
tools, processes and making progress that best meets the needs, desires and aspirations of the
employees who make each company successful. A company without employees is not a company.
The silviculture sector knows good employees are their biggest asset and is committed to improving
practices that help recruit, retain and manage talent.
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Structure of Report

This report provides a background to the project followed by eight main sections.
Section 1:

BC’s Silviculture Sector - This section includes overview of the sectors’ workforce,
providing details on tree planting, brushing and spacing, and wildfire fighting employers
and workers, as well as the evolving concept of the forest restoration workers.

Section 2:

BC’s Silviculture Sector Labour Market Metrics - This section includes information of
total employment, employment production standards, current workforce estimates,
future workforce demand projections, a historical workforce supply picture, as well as
future supply and demand outlook.

Section 3:

Workforce Trends and Impacts - This section includes twelve workforce trends and the
specific potential impacts on BC’s silviculture sector.

Section 4:

Human Resource Priorities - This section includes the top ten HR priorities as identified
by the Steering Committee.

Section 5:

Implementation Plans, Strategies and Solutions - This section includes detailed
implementation plans for each of the HR solutions recommended and a proposed
timeline for the implementation of each activity.

Section 6:

Potential Funding Sources - This section includes a description and contact information
for potential funding opportunities as well as potential partners to consider in the
implementation of the HR strategy.

Section 7:

Conclusion - This section includes final recommendations for the implementation of the
HR Implementation Plans, Strategies and Solutions.

Section 8:

Appendices -This section includes details of the literature review, workforce trends and
impacts details, the detailed HR solution priorities listings, as well as data on training
techniques from the Backgrounder provided in September.
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Background
BC’s silviculture sector began a multi-year project to improve recruitment and retention of workers.
Since 2012, these efforts have been guided by the BC Silviculture Workforce Initiative (BCSWI) Steering
Committee and have been focused on:


improving information on the sector,



developing communications pathways to workers and employers,



deploying tools to assist both workers and employers in understanding the sector, their rights
and responsibilities, and



improving basic information related to recruitment and retention.

As part of this work, the BCSWI committed to prepare a Human Resources Strategy that would identify,
guide and inform the development of needed practical and tactical actions for each part of the sector.
People in Focus Consulting Ltd. were retained to develop the Human Resources Strategy.
People in Focus have taken the following actions throughout the project:


Performed a literature review of existing information available about the sector and related
industries (Appendix 1);



Developed a Human Resource Strategy Framework that was presented to the Steering
Committee for their review and approval (August 2014). The HR Strategy Framework provided
the table of contents and approach for the HR Strategy;



Conducted an HR Strategy Session with the Steering Committee. The Committee was provided
background information which prepared them for the discussion to confirm the audience,
identified key workforce trends and impacts on BC's silviculture sector (Appendix 2), identified
HR areas for improvement, and reviewed the HR strategy solutions inventory developed to
meet the needs and areas for improvement (Appendix 3);



Based on the input from the HR Strategy Session, an on-line survey was sent to the Steering
Committee seeking further detailed input on HR priorities and solutions (results of survey in
Appendix 4) which was then discussed with the committee in November; and



This draft Human Resources Strategy has been prepared and presented to the Steering
Committee for their input and review.

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 10 of 90

SECTION 1: Silviculture Sector in BC
This Human Resource strategy is directed to the British Columbia (BC) Silviculture sector. In 2013, there
were almost 7,500 workers in BC silviculture sector working in three primary activities - tree planning,
brushing and spacing and wildfire fighting.
Subsectors
Tree planting
Brushing
Spacing
Wildfire fighting (industry)
Wildfire fighting (gov’t)
Total Field Staff
Other Workers
Total Employment

# of Workers
3,439
1,205
96
534
1,100
6,374
1,108
7,482

Other workers carry out a variety of activities, such as cone picking, creek cleaning, applying herbicides
or fertilizers, site preparation, surveying, trail building, weeding and weed control, pruning, etc. While
important to the sector, these functions were not the focus of the research or the HR Strategy solutions.
Key features that characterize the BC silviculture sector are its seasonality, extreme physical and mental
demands on the worker, remote and adverse working operations, limited long term job stability due the
contracting environment, and a broad range and number of types of work and companies - from large,
labour intensive planting companies, to independent owner-operator to highly specialized activities (e.g.
helicopter forest health diagnostics) with zero to few employees.
Tree-planting
The tree planting subsector performs activities that include the planting of seedlings performed with a
variety of hand tools designed to punch a hole in the ground into which a seedling is placed. Worksites
are remote.
In 2013, there were 78 employers in BC estimated to be working in this subsector with the following
workforce count2.
Workforce Size

# Employers

>20 workers (BASE)
6 – 19 workers(SEBASE)
2 – 5 workers (ISEBASE)
1 worker (IOO)
Unknown

26
39
4
0
9

Total

78

Employers’ work is acquired through contracts secured through one of three means:
1. direct award (typically from a licensee)
2

Workforce size categories as defined by BC Forest Safety Council’s SAFE Companies Program
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2. invitation to bid (typically from a licensee) or
3. open tender that is offered by BC Timber Sales (BCTS) or the Ministry of Forests, Lands
and Natural Resource Operations (MOFN).
Contracts are almost always short term and open tenders are awarded to the lowest bidder.
While tree planting activities can occur year around, the primary planting months are April through
June.
There are various roles in a tree planting crew:
-

-

-

-

Field Workers – These workers assess the site, select seedlings and manually plant trees in
reforestations areas. Workers carry the seedlings in tree planting bags. They may need to use allterrain vehicles and may have various driving responsibilities within the camp. Field workers report
to a Crew Leader.
Crew Leader (also - lead hand, crew boss, foreman, foreperson) – These workers coordinate the
daily activities of the tree planters; often in many work locations, over several square kilometers.
Crew Leaders instruct workers in safe procedures and ensure that proper quality control and
equipment are being used. Crew Leaders work under the Supervisor.
Supervisor or Project Manager – These workers plan and supervise planting activities. This includes
scheduling crews, equipment and transport, resolving work issues and recommending measures to
improve work methods, recognizing unsafe work conditions and modifying procedures accordingly,
ensuring government regulations are met, hiring and training new workers. The Supervisor is the
person responsible for the ultimate health and safety of the crew.
Camp Support – This primarily includes roles as camp cooks.

Although there is no formal training program requirement for workers in the tree planting subsector,
the trend is moving towards safety training and certification, such as First Aid with transportation
endorsement, WHMIS, and Danger Tree Analysis.
In 2013, there were 3,500 workers estimated to be working in this subsector that planted 241 million
trees in BC.

Brushing and Spacing
The brushing and spacing subsector performs activities that include the brushing (the removal of brush
and weed species using brush saws, chainsaws, hand tools, or heavy brushing equipment), spacing (the
removal of unmarketable trees by hand falling or mechanical falling), fuel management (sawing, limbing,
piling and burning to decrease the potential intensity and rate of a wildfire) and other stand tending
activities such as pruning and fertilization. Worksites are remote.
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In 2013, there were 80 employers estimated to be working in this subsector with the following
workforce count.
Workforce Size
> 20 workers (BASE)
6-19 workers(SEBASE)
2-5 workers (ISEBASE)
1 worker (IOO)
unknown
Total

# Employers
7
53
12
3
5
80

The majority of an employers’ work is acquired through contracts secured through one of three means:
1. direct award (typically from a licensee)
2. invitation to bid (typically from a licensee), or
3. open tender.
Although there is no formal training program requirement for workers in the brushing and spacing
subsector, the trend is moving towards safety training and certification, such as First Aid with
transportation endorsement, WHMIS, Danger Tree Assessment, chainsaw training, and brush saw
training.
In 2013, there were 1,301 workers estimated to be working in this subsector.

Wildfire Fighting
The wildfire fighting subsector performs activities including wildfire suppression, training related to
wildfire suppression, prescribed burning and fuel management (fragmenting land to limit the horizontal
spread of wildfires).
Wildfire fighting is managed by the government via the Ministry of Forests, Lands and Natural Resource
Operations’ Wildfire Management Branch and they are the primary employer and the sole entity in
charge when it comes to wildfire fighting activities in BC. Annually, they hire 200 contract wildfire
fighters, dispatchers, and approximately 1,000 seasonal auxiliaries who fill a variety of roles such as
safety officer, logistics officer, operations assistant, call center clerk, dispatcher, equipment specialist,
crew leader and crew supervisor.
The Wildfire Management Branch trains enough fire fighters for an above-average fire season. It is the
government’s goal to train enough fire fighters for the worst case fire season that would not be a waste
of taxpayer’s money. If the fire workload becomes intense, they borrow professional fire fighters from
other agencies through a national Mutual Aid Resource Sharing (MARS) Agreement. In the past, they
hired people "off the street" to fight forest fires. These "off the street" people were often un-fit and un-
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trained and impacted the safety, cost effectiveness, productivity, timeliness of the government’s wildfire
fighting efforts.
To apply to be a government wildfire fighter, applicants need to have a WorkSafe BC Certification in
Occupational First Aid and it is recommended that applicants also have a BC Forest Safety Council BC
Faller Certification or ENFORM Oil and Gas Faller Certification. Once hired, wildfire fighters receive
training on fire line safety, first aid, safe driving, chainsaw operation and safety, fire behaviour, fire
weather, fire suppression techniques and methods, pumps and hoses, helicopter safety, fire line
communications, WHMIS and Transportation of Dangerous Goods. Training offered by the government
meets the standard of the S100 – Basic Fire Suppression and Safety Training. Government wildfire
fighters are considered Type 1 wildfire fighters, whose crews consist of highly trained, skilled firefighters
and must be employees of a government agency such as the Wildfire Management Branch or another
formally recognized jurisdiction. Being a government wildfire fighter is very competitive - they receive
over 1,000 applications each year for 200 positions and almost 80% of the province's fire fighters are
recalled from previous years.
The Wildfire Management Branch also enhances its efforts using private contractors that have been
identified through an annual standing offer process. Private wildfire fighting contractors “contract
crews” are Type 2 wildfire fighters and are used to assist with wildfires that have lower intensity and
present a lower risk to firefighter safety. Contract crews perform initial attack and sustained action on
smoldering fires. Typically, they are used in wildfires that are considered to be contained, under control,
or in mop-up stage.
Contract crew members must have some fire line experience, meet basic physical fitness standards, and
have completed the S-100 Basic Fire Suppression and Safety training and other safety courses such as
Level 1 first aid with transportation of dangerous goods, WHMIS, and Danger Tree Assessment.
The government has access to the services of approximately 500 to 800 Type 2 firefighters through
standing offer fire suppression contracts offered each year. In 2013, there were 43 contract crews on
the Standing Offer List. Due to the fact that contract crews are not required to be SAFE certified to be on
the Standing Offer List, it is challenging to determine the size of these companies. An FOI request to
WorkSafe BC for a listing for wildfire fighting contractors that had an assessable payroll of 5 times the
maximum assessable payroll ($348,000) had no contractors identified; meaning many of them did not
work that year. This is not surprising as the last few years preceding the 2014 season have seen small
wildfire fighting activities as the government has not had to call on these contractors for support.
The majority of wildfire fighting work begins in late April or early May and work continues until the end
of August, sometimes into September and October depending on the fire season.
The number of workers sent to a wildfire is dependent on the size of fire. Up to 15 workers are sent to a
small fire, 16-50 workers to a medium fire, 50-100 workers for a large fire and more than 100 workers
for a major fire.
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Forest Restoration Worker
In looking to the future, and ways to attract and retain workers, the Steering Committee recommended
adopting the name “Forest Restoration Workers”. The term Forest Restoration Workers is intended to
cover a broad cross section of employees who work within the forestry industry undertaking activities
such as planting, development, fire management, site reclamation through to surveys and geophysical
exploration. A key consideration is that “Forest Restoration Workers” are primarily concerned with
improving the ecosystem through the restoration of the forests that will have positive impacts on the
forests and the environment.
Definition of Forest Restoration Worker:
A person, who has responsibilities for the recovery of an ecosystem that has been
harvested, damaged or destroyed. This recovery can take place through tree
planting, brushing and spacing, wild fire management, site reclamation, stand
tending, surveys, geophysical exploration and other activities that improve the
natural function of the forests.
Describing the Forest Restoration Worker and creating a career map will strengthen the options for
workers and demonstrate the ways workers can ladder to new roles and grow into jobs with greater
responsibility with career options and potential.
Given the need to find replacement workers (3,600) 3 to replace retiring employees in the Forestry
sector, building a career ladder will help employees understand how they can fit within and can grow in
the industry, to retain workers before they look to competing sectors and are lost forever.

Silviculture Economic Benefit

Specific data is not currently available to identify the impact of seasonal work in the Forest sector on the
BC economy. The recommended table contains data for forestry, mining and oil and gas
(Please see Statistics Canada's CANSIM database for results from the Labour Force Survey http://www5.statcan.gc.ca/cansim/a31?id=3701&actionMode=tableDefinitions&c
hunkSize=154&lang=eng Specifically tables 282-0079 and 282-0080).
You may be able to acquire this data for a fee in the future, however Stats Canada also advise that there
would be some suppression issues for temporary work categories. Contact Stewart Deyell
(Stewart.Deyell@statcan.gc.ca) for further discussion.

3

BC Forestry Skill Needs March 4, 2014, Conference Board of Canada.
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SECTION 2: BC’s Silviculture Sector Labour Market Metrics

2014 Sector Statistics
The BC silviculture workforce supply (2014) is estimated at 7,766 workers – 4,361 tree planting workers,
1,430 brushing, 36 spacing, 1,767 wildfire fighting (667 industry and 1,100 government) and 172 other
workers defined as administrative and office workers
Subsectors
Tree planting
Brushing
Spacing
Wildfire fighting (industry)
Wildfire fighting (gov’t)
Total Field Staff
Admin and office employees
Total Employment

# of Workers
4,361
1,430
36
667
1,100
7,594
172
7,766

Over the last 5 years, cumulative silviculture workforce supply in BC has fluctuated. Tree planting
workforce supply has ranged from a low of 3,230 (2010/11) to 4,361 (2013/14) workers, a 35% variance.
Brushing workforce supply has ranged from a low of 1,187 (2009/10) to 1,506 (2010/11) workers, a 27%
variance. Spacing workforce supply has ranged from a low of 36 (2013/14) to 200 (2012/13) workers, a
456% variance. Wildfire fighting workforce supply has ranged somewhat from 1,115 (2010/11) to 1,767
(2013/14), a 58% variance. Other silviculture workers have ranged from 129 (2010/11) to 172 (2013/14)
workers, a 33% variance

Workforce Supply
5000
4500
4000
3500
3000
2500
2000
1500
1000
500
0

2010/11

2013/14

Tree
Planting
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Tree Planting
Labour demand for tree planting work is primarily driven by the annual allowable cut (AAC) of private
licensees, BC Timber Sales (BCTS) and provincial reforestation programs such as Forests for Tomorrow
(FFT) and the Forest Stand Management Fund (FSMF).
The 2014/15 tree planting estimates are at 243.1 million tree seedlings requiring 4,387 workers
Thereafter labour demand will decrease over the long term. Sector estimates are for 200 million tree
seedlings to be planted per year for the next 10 years until 2023/24, requiring 3,609 workers annually. In
2024/25, due to the reduction of AAC, planting volumes are estimated to be 160 million tree seedlings
requiring 2,887 workers annually and will remain so until 2030. Planting volumes after 2030 are
estimated to drop again to 145 million seedlings per year for the next 20 years until 2050. This decline is
due to a drop in FFT levels because at this point natural regeneration of Mountain Pine Beetle (MPB)
impacted stands should have advanced enough that starting over would be less effective than letting
these stands grow.
Brushing and Spacing
Labour demand for brushing and spacing work is driven by licensee practices and government budgets
for incremental silviculture activities. Government budgets for spacing are estimated to remain steady
to 2040, suggesting that workforce estimates would remain at 2014 levels (1,200 - 1,500 brushing, 30 100 spacing).
Wildfire Fighting
Labour demand for wildfire fighting work is primarily dependent on weather and fuel accumulation on
the forest floor. With climate change and an increase in extreme weather conditions and human
presence in the backcountry, the labour demand for wildfire fighting is expected to steadily increase
over the long term. It is difficult to estimate the extent of the increase.
Workforce Supply
Silviculture employers will need to attract workers to fill new and replace existing positions on an
ongoing basis. Each season there is some turnover, which requires that employers undertake retention
and recruitment activities to meet their continued need for workers.
It is anticipated that the need for workers will meet the supply over the next five years. Recognizing that
it is difficult to predict future demand due to the uncertain nature of the subsectors (particularly wildfire
fighting) and labour demand drivers in competing industries, based on the demand outlook and
historical averages, it is estimated that there will be a steady demand for silviculture workers over the
next 5 years in the range of approximately 6,500 to 7,500 workers. These estimates are similar to our
estimates for the current silviculture workforce of 7,766 to 8,572 workers4.
4

2014 LMI Survey Approach #1 and Approach #2 for source of estimates
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Given that the future demand for workers approximates the number of existing workers, the need for
new workers will consist mostly of turnover or replacement of existing positions. These positions can be
estimated using the proportion of new, inexperienced workers hired. The proportion of rookie field staff
ranges from about 15% (reported in 2014) to 20% (2013) of total field worker staff. If we use the
proportion of rookie field staff as a proxy for industry turnover and extrapolate the result using the
sector workforce estimate for 2014, we estimate that the silviculture sector has a year over year
workforce turnover ranging from 1,165 to 1,553 employees [Calculation: 0.15*7,766 and 0.20*7,766],
excluding retirements.
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SECTION 3: Workforce Trends and Impacts
A workforce trend is a general direction in which the workforce is developing or changing. Each
workforce trends has specific potential impacts on the silviculture sector and thus have been identified
as a priority when considering HR strategies.
Workforce Trends
1. Millennial Generation
Increasing proportion of Millennial
Generation in the workforce

2. Women
Increasing number of Women in the
industry

3. First Nations
Availability of First Nations labour
supply

4. War for Talent
Stiff competition for workers in many
sectors

Impact on BC’s Silviculture Sector
Millennials comprise approximately 85% of the silviculture
workforce and will continue to be the dominant employees in
the future. Employers need to recognize the specific
characteristics and values of this generation and apply that
to:
o the way employees learn and training is delivered
o how they communicate and what they want to hear
o setting expectations and providing feedback, and
o creating an attractive work environment.
When you are successful in understanding and delivering on
their needs, they will want to join, stay and thrive in your
environment.
Women have not traditionally looked at the forest industry
(as a whole) for employment opportunity, as many jobs have
required brawn. The image of women and jobs is changing as
reflected in the increase in the number of women in the
Silviculture population. The numbers grew by 13% from 2012
to 2013 and in 2014; women make up 44% of the population.
Since more women are pursing undergrad degrees and a large
part of the current Silviculture population are doing postsecondary schooling, women are a natural target group for
recruitment.
Currently, the fastest growing sector in the Canadian
population yet has the smallest representation in the
workforce. Leveraging the existing infrastructure of support
systems to help First Nations workers gain meaningful
employment in the workforce and the silviculture sector
should be considered to increase Aboriginal participation
(currently 4% of workers in tree planting identify themselves
as First Nations or Métis according to 2014 LMI data).
The war for talent is increasing competition for the same
worker, from different sectors (LNG, Construction, Forestry,
Mining, Shipbuilding, and Tourism) and competing in different
provinces, nationally, and internationally.
The combination of demographic shifts (aging population
with smaller cohorts coming up behind) and increased
retirements, mean the industry and employers will have to
find creative ways to retain their current employees, while
doing everything they can to attract new recruits.
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Workforce Trends
5. Brand and Image
Growing importance of awareness,
exposure and reputation.

6. Technological Advances
Increasing use and the pace and scale
of Technological Advances in
production and training
7. Compensation Tools
Finding the right combination of wages,
benefits and perks

8. Value of Wellness
Increasing the Value of Wellness to the
worker to gain cost savings and
increased productivity

9. Job Fit
Focus on hiring the right Job Fit to
reduce costs of bad hires (management
time, turnover, training and
productivity)
10. Employer driven Worker
Development

Impact on BC’s Silviculture Sector
There is a growing importance placed upon both sector and
company brand and image, as the connection to the audience
will make employees want to work for you. Employees are
looking for companies with similar values. As the boundaries
between business and social issues continue to blur,
corporate social responsibility is changing to conscious
capitalism and both customers and employees make new
demands on businesses with social and community concerns
topping priorities. Having a company with a solid reputation
will be important, as well as knowing how and where to
present your brand to capture your candidates.
Adopting technology is a strategy that allows companies to
monitor performance and collect data. It can also be a
strategy to motivate employees, offer new and improved
ways for learning and development, and increase
communication. Technological improvements frequently offer
time and cost savings over the long term.
The sector is striving to ensure that all employers meet the
minimum employment standards to level the bidding playing
field. While maintaining the standards, employers may need
to consider different approaches to keep the attention and
interest of the workers in their company, especially
considering that tree planters are among the lower paid
labourers in the Canadian resources sector5. Looking at
intangible and tangible benefits, perks, financial incentives
and rewards and recognition, even linking safety to
productivity can provide some creativity.
People are attracted to the Silviculture sector because of the
physical outdoor work. Wellness is now considered a
sustainable measure of interest to Millennials. A wellness
approach and delivering information (i.e. stretching, sleep
management, fatigue management, nutrition, etc.) to
workers can provide another benefit for retaining workers
who are less tolerant of the risks.
As the labour pool becomes more competitive, employers
that don’t consider hiring workers without sector experience
may have a more difficult time finding enough workers.
Developing a solid candidate description, improving interview
skills, creating a realistic job preview can all improve the
outcomes of the recruiting process while reducing costs.
Employers have a responsibility to ensure their workers are
trained, oriented and understand the safety implications of
their jobs.

Opening avenues for new and returning
5

Report on Proceedings of the WSCA 2014 Annual Business Summit, Kamloops, BC 3 September 2014
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Workforce Trends
workers for careers, promotions and
the long term.

11. Communication
Our most important ingredient that
often misses the mark.

12. Legal Landscape
Impact of the changing legal landscape
on small business owners

Impact on BC’s Silviculture Sector
To meet the demands of the new workforce, employer driven
development moves to a higher level of development that
incorporates technology, provides career pathways, expands
externally for future recruitment avenues and develops
workers for promotion and succession.
Good communication is a lifeline for employees and a
necessary skill for supervisors and managers. The shift to
mobile technology has changed access, the amount of
information and the desire to stay connected constantly.
Employers need to provide clear, honest and transparent
communication on an ever-increasing basis.
The legal environment in Canada is constantly changing and
becoming more complex for business owners. There has been
a shift to tougher decisions against employers. Employers
have a duty to understand legislation and ignorance is not a
defense as governments are more prepared to criminally
prosecute in cases alleging negligence in workplace safety.

More detailed description about the Workforce trends can be found in Appendix 2.
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SECTION 4: Human Resource Priorities
Through an on-line survey and discussions at two BCSWI Steering Committee meetings (September 26,
2014 and November 14, 2014), the following Human Resource priorities were established:
1. Promoting Silviculture Employment Standards
- It is important for the health and well-being of the sector that employers and workers
understand Silviculture employment standards.
2. Elevating the Sector’s Brand Awareness
- In order to attract new entrants and play in the War for Talent Game, the sector needs
to communicate an identity, be present to workers who are collecting information to
make career decisions and be alongside those sectors you are competing against for
workers.
3. Preparing New and Returning Workers
- Preparing new and returning workers for the start of the season (equipment, fitness
level, safety awareness, skills training). You can never be too prepared and prepping for
a season of some of the hardest work in Canada is critical to the workers and employers
success in the season.
4. Addressing Harassment in the Workplace
- Harassment in the workplace negatively impacts recruitment, retention, and when it
does happen, diverts the employer’s valuable attention to deal with the ramifications.
5. Increase Work Opportunities for Seasonal Workers - Consistent Work
- Being able to provide consistent stable work, year-long may help keep workers in the
sector longer, built on a strategy of collaboration across the sector.
6. Developing Supervisors
- Supervisors are the key ingredient to worker satisfaction, worker retention, productivity
and profits. Attention to supervisors provides a big bang for the buck.
7. Engaging First Nations
- There is clearly demonstrated interest from the silviculture sector to increase aboriginal
participation in the workforce. Some of the larger, more established companies are
already engaged in partnerships. Some may not know where to start.
8. Outlining Career Options - Career Mapping
- Helping workers understand the career advancement and lateral opportunities is an
important retention strategy.
9. Preparing Rookies
- Rookies struggle with productivity in their first years and any leg up they can get will
make them more productive, and more likely to return or stay in the industry.
10. Harnessing Technology to Improve Productivity
- Technology has been identified as one of the leading trends that the sector needs to
respond to.
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The 2014 LMI Survey uncovered a different perspective between employers and employees6 in terms of
value for incentives. Note that the questions asked were not the same:
•
•

Employers were asked whether they offer specific incentive programs or tools as
Retention Strategies.
Employees were asked for their priority for new programs.

The fact that employees value health and RRSP benefits (63% first choice) as an area of improvement
and new priority is important for employers to consider, perhaps for long term employees, as
compensation and benefits did not rise to the level of the top ten issues.
Employer Strategies
Communicating during off season
Subsidized Training
Career/Succession Planning with Supervisor
or Crew Boss employees
Participation in recognition/rewards program
Incentives for returning employees
Benefits (Health, RRSP)
Earned Days off

6

Employee Strategies
Benefits (Health, RRSP)
Incentives to return to the same employer
Recognition and Rewards program
Subsidized Training
Wellness Initiatives
Earned Days off
Career Planning Discussion
Communication during off season

Note Table 123 and Table 124 2014 LMI Survey
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SECTION 5: Implementation Plans, Strategies and Solutions
Priority 1 - Promoting Silviculture Employment Standards
Solution #1: Communication and Distribution of Video to Educate Employees about ESA
rules
A video has been identified as the tool to educate Silviculture employees about Employment Standards
Act (ESA) Rules and how to make a complaint when their employers are not complying with the rules. As
the video development is underway, the implementation plan describes the steps in the delivery and
communication of the information.
Strategy: Communication and Distribution of
Purpose: Retention
Video to Educate Employees about Employment
Standards Act (ESA) rules
- Video should be reviewed by Employment Standards Branch for accuracy and concurrence with
message
- Communication Plan:
1.
Article in Rumour Mill re: development of video and when available
2.
Announcement at Conference (Feb 2015 and Feb 2016)
3.
Post on BCBushwhacker.com
4.
Post on YouTube
5.
Add to pre-season orientation for all new workers
6.
Integrate into Supervisor Development training
Level Effort: 2 of 5 (1 easy – 5 difficult): 2
Additional Comments:
Resource Requirements:
Estimate $$: $2 - $3K
Reference Material:
- Marketing efforts to
- Promotion distribution BC ESA Silviculture rules:
promote video
$2K
http://www.labour.gov.bc.ca/esb/fa
Committee Time Estimate:
Months for development:
cshts/silviculture_workers.htm
- Promotion - ongoing
Communication February
through May 2015
Interpretation Guidelines Manual
ESR Section 37.9 Silviculture
Months for implementation:
Workers:
Product should be ready to go
April 2015 for the 2015 Planting http://www.labour.gov.bc.ca/esb/ig
m/esr-part-7/esr-s37-9.htm
season
Complaint resolution process:
http://www.labour.gov.bc.ca/esb/fa
cshts/complaint_resolution.htm
Note: The Tally Tracker App will help
identify ESA rules for employees
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Solution #2: Educating Supervisors and Employers about ESA Rules

Educating Supervisors and Employers on the ESA rules will eliminate the conflict of teaching employees
about the rules. Employers who choose not to follow the rules will know that informed employees have
rights and know how to register a complaint. Note: 24% of employees do not feel there is sufficient
oversight of employment standards in the sector7. The intent of the legislation that was developed in
2000 was that the silviculture sector would take responsibility for paying according to the rules. Knowing
that some employers continue to ignore the rules creates the possibility that the special rules could be
removed by the government, risking negative consequences to those that abide by the rules.
Strategy: Educating Supervisors and Employers
Purpose: Retention
about ESA Rules
- Develop a document that lays out the specific Employment Standards Act (ESA) rules for the
Silviculture sector with examples of how to apply the rules to specific hours of work and volume pay
situations. This document will be targeted to Supervisors and Employers to ensure that all Silviculture
employers are committed to meeting ESA rules to level the playing field during the bidding process.
- Develop a contract with firm to craft the document with clear examples, so that employers truly
know how to pay employees correctly.
- Have material reviewed by Employment Standards Branch for accuracy and concurrence with the
message
- Communication Plan:
- Distribute document at WSCA Conference (printing costs)
- Post on WSCA website
- Reference employer in material advertising material for employee video
- Hold an annual webinar to address
- Add to Supervisor Development Training
Level Effort: 2 of 5 (1 easy – 5 difficult): 1
Additional Comments:
Resource Requirements:
Estimate $$: $6K – 8K
Reference Material:
- Project Manager
- Project Management -$1K
BC ESA Silviculture rules:
- Participation of BCSWI
- Committee meetings - $1K
http://www.labour.gov.bc.ca/esb/facs
Committee
- Document development hts/silviculture_workers.htm
- Distribution of material
$3K
- Promotion distribution - $1K
Interpretation Guidelines Manual ESR
Committee Time Estimate:
Months for development:
Section 37.9 Silviculture Workers:
- Committee selection of This is a moderately easy
http://www.labour.gov.bc.ca/esb/igm
consultant – 1 hour
project that would require
/esr-part-7/esr-s37-9.htm
- Committee review of
about 1 week of development
document – 2 hours
and review by the committee.
Complaint resolution process:
- Promotion - ongoing
http://www.labour.gov.bc.ca/esb/facs
Months for implementation:
hts/complaint_resolution.htm
Product should be ready to go
November 2015.

7

Table 150: Adequacy of Employment Standards Oversight (All), 2014 LMI Report
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Priority 2 - Elevating the Sector’s Brand Awareness
Solution #3: Developing Silviculture Worker Profiles
In order to attract new entrants and play in the War for Talent Game, the sector needs to communicate
the type of work offered along with the characteristics and skills that make successful workers. This can
be accomplished by developing worker profiles and presenting them to potential workers who are
collecting information to make career decisions and be alongside those sectors you are competing
against for workers.
Strategy: Developing Silviculture Worker Profiles

Purpose: Recruitment, Retention

-

Assemble a Committee of workers and owners for all three subsectors – tree planting,
brushing/spacing, wildfire fighting.
- Have the Committee confirm the scope of work to develop 1-2 page Worker Profiles for the
following roles – 1) tree planting field worker, 2) tree planting crew leader, 3) tree planting
supervisor/project manager, 4) brushing spacing field worker, 5) wildfire fighter (private)
- Have Committee confirm the content desired in each Worker Profile - consider outline of duties,
typical day, wage expectations, worker characteristics that make a good fit (motivated, willing to
work, physical abilities, able to deal with camp environment, long stretches from home, etc.)
- Have Committee determine how Worker Profiles will be shared and used by potential new entrants
and current workers – it has been suggested that an electronic text content be developed (webpage
on www.BCBushwhacker.com, downloadable PDF) that is accessible on-line; consider developing 2
minute videos of real workers for each of the profiles, ensuring there is representation in video
profiles of all demographics (women and First Nations)
- Share scope of work with potential content/document developers (writer) and obtain quotes from
firms to complete work - ideal firms would present a team that have an industry SME (to provide
correct content) and a professional writer (to develop content with the user in mind)
- Review development quotes with Committee to select firm
- Develop contract with firm for work that includes the following phases of work:
1. Project initiation meeting with consultant and Committee to determine scope of work, activities,
timelines and deliverables
2. Research and Data Collection (literature review to identify what has already been done)
3. Development of draft Worker Profiles
4. Validation of draft Worker Profiles – obtain feedback from Committee, if possible circulate to
additional employers and supervisors to obtain their feedback
5. Revision of Worker Profiles
6. Presentation of final Worker Profiles to Committee
- Develop a communication plan that shares and promotes the Worker Profiles
-indirect to new entrants – share information via the sector’s social media activities
- direct to existing workers – via www.BCBushwhacker website; have a dedicated page to Careers in
the Sector
- Execute communication plan
- Review contents in 3 yrs, and consider the feedback received via the website, users and employers
in the revision.
Level Effort: 1 of 5 (1 easy – 5 difficult): 3
Additional Comments:
- Video costs can be reduced
Resource Requirements:
Estimate $$: $38K - $42K
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-

Project Manager
Committee
Consultant team – SME
and Writer
Communication support

Committee Time Estimate:
- Committee review of scope
document for RFP – 4
hours
- Committee selection of
consultant – 1 hour
- Validation of Worker
Profiles – 4 hrs
- Final review of Worker
Profiles - 2 hrs
- Communication Plan ongoing

-

Project Manager - $5K
Committee meetings $5K
- Content development $20K
- E-communication
products - $8K
Months for development:
- 6 months

significantly by engaging
art/film schools and class for
project credits

Months for implementation:
- September 2016 through
February 2017
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Priority 3 - Preparing New and Returning Workers
Solution #4: Preparation of New and Returning Workers – Pre-season Orientation
Preparing new and returning workers for the start of the season can make a significant impact to the
success of a season. Workers can never be too prepared and prepping for a season of the hardest work
in Canada is critical to the workers and employers success of the season. Establishing standardized
information that all workers receive pre-season can realize efficiencies for both the employers and
workers. According to the 2014 LMI Survey:
• 15% of tree planters say they were not fit for the start of the season and another 25% are
neutral and would not report arriving fit or unfit
• 33% of workers reported missed days due to overuse, strain, or exertion type injury
Strategy: Silviculture Pre-Season Orientation
Purpose: Retention, Talent Management
Package
- Assemble a Committee of supervisors and owners
- Have the Committee determine Table of Contents (TOC) for Orientation Package – key topics to
include required and recommended equipment, fitness training (fit for work), safety awareness,
independent training opportunity, employment standards information
- Have Committee determine how Orientation will be distributed by employers and used by workers
– it has been suggested that an electronic form be developed (webpage on www.BCBushwhacker,
downloadable PDF) that is accessible on-line
- Share Orientation Package TOC with potential content/document developers (writers) and obtain
quotes from firms to complete work - ideal firms would present a team that have an industry SME
(to provide correct content) and a professional writer (to develop content with the user in mind).
- Review development quotes with Committee to select firm
- Develop contract with firm for work that included the following phases of work:
1. Project initiation meeting with Consultant to determine scope of work, activities, timelines and
deliverables
2. Research and identify what is existing or available and the gaps that remain
3. Development of draft Orientation Package
4. Validation of draft Orientation Package – obtain feedback from Committee, if possible circulate
to additional employers to obtain their feedback
5. Revision of Orientation Package
6. Presentation of final Orientation Package to Committee
- Develop a communication plan that shares and promotes the Orientation Package
-direct to employers – encourage them to include it in the material they circulate to workers; share
at WSCA Conference
- direct to new planters – via www.BCBushWhacker website; have a dedicated page to industry
information; supplemental information, knowledge quizzes, could be added to engage uses; have a
section to allow rookie planters to suggest new content areas for future versions.
- Execute communication plan
- Review contents in 3 yrs, and consider the feedback received via the website, users and employers
in the revision.
Level Effort: 1 of 5 (1 easy – 5 difficult): 3
Additional Comments:
Material should be based on:
Resource Requirements:
Estimate $$: $38K - $42K
- Tree Planting Workbook
- Project Manager
- Project Manager - $5K
developed by John Wallis
- Committee
- Committee meetings - $5K
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-

Consultant (SME and
writer)
Communication support

-

Content development $20K
- Communication activities
and products - $8K
Months for development:
- 8 months

Committee Time Estimate:
- Committee selection of
consultant – 1 hour
- Committee review of TOC Months for implementation:
document – 3 hours
- April 2016 through
- Review of draft
November 2016
Orientation package – 4
hrs
- Review of final
Orientation package – 2
hours
- Communication Plan and
Promotion - ongoing

BC Silviculture Sector’s 2015 – 2020 HR Strategy

-

-

Videos produced to match John
Wallis’ material by Jonathan
“Scooter” Clark
Delia Roberts Fit to Plant
workbook
BC Forest Safety Council and
WorkSafe BC MSI information
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Solution #5: Offer ATV and Resource Road Training to New and Returning Workers
Silviculture employees are often faced with complex driving requirements early in their career in both
automobiles and All-terrain vehicles (ATV). They are often young drivers with little experience.
Operating fully loaded vehicles with many occupants on hazardous resource roads means training is
necessary and beneficial to reduce risks and potential injuries or fatalities. Employees also ranked
Driving – Resource Road as their third most valuable training (following planting techniques)8

Strategy: Offer ATV and Resource Road Training
Purpose: Retention, Talent Development
to New and Returning Workers
- ATV and Resource Road training (RRT) courses are already available for delivery. They are logistically
complex for contractors to offer employees. They require 3-year re-certification and are necessary
for new workers.
- Finding funding* to be able to subsidize these programs for workers at the start of the season would
be very beneficial to the Silviculture sector. ATV and RRT courses are essential for safety and injury
prevention.
- Steps for this project:
- Locate potential funding source and develop proposal(s) to acquire funds.
- Once funded, conduct RFP for qualified trainers (possible partnership with BC Forest Council)
- Trainers should be located in a variety of locations so that training can take place in field
settings, with multiple trainers who can certify employees at job and field sites in real conditions
and with fast response to meet the start of seasonal work.
- Administrative support for managing funding reporting may be required.
- Reporting to funder will be required.
- Assessment of the number of candidates, pass rates, contractors’ satisfaction with training,
employee satisfaction with training, and other factors could be assessed at the end of the
training cycle.
*Note: See Page 52 for BC-Canada Grants and contractors who can help with administration of
funding for training to start before March 31, 2015 – this would save the administration costs if
completed via this process
Level Effort: 2 of 5 (1 easy – 5 difficult): 3
Additional Comments:
Resource Requirements:
Estimate $$: $8 to $10K plus
Article: Focus on Safety – Help
- Project Manager
administration costs
- Access funding
- Project Management - $1K Silviculture Workers Survive
Resource Roads:
- Marketing efforts to
- Write funding proposal http://www.bcforestsafe.org/files/fil
promote availability of
$3K
es/newsroom/cn-08-05-05training
- Promotion distribution help_silvi.pdf , Canadian Silviculture
- Schedule training (in field
$1K
Magazine May 2008.
preferable)
- Administration of Program
- Reporting and analysis of
- 10 to 15% of cost of
WorkSafe BC OHS Regulations for
program
training
- Reporting and assessment - ATV’s:
http://www2.worksafebc.com/Publi
$2K
cations/OHSRegulation/Part16.asp?r
Committee Time Estimate:
Months for development:
8

Table 127: Self Assessed Training Needs, 2014 LMI Survey
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-

-

-

-

Locate funding source
and make application - 1
day
Conduct RFP for trainers
in various locations
across the Province - 4
hours
Select trainers - 1 day
Find administrative
support to manage
training and reporting - 1
day
Post assessment survey
and review - 2 days

Access BC-Canada Jobs Grant
immediately - February through
March 2015

eportid=18555&hilite=atv&ver=BASI
C&w=atv&op=ANDANYORDER&min
date=&maxdate=&o=NATURAL&dsp
=SITEMAP&summ=F&summLen=300
Ongoing development: October &rt=&rtNm=&prid=&pridNm=&mx=
2016 through February 2017
100&ecc=ver=BASIC&w=atv&op=AN
DANYORDER&mindate=&maxdate=
Months for implementation:
&o=NATURAL&dsp=SITEMAP&sum
Training should take place in the m=F&summLen=300&rt=&rtNm=&p
off-season
rid=&pridNm=&mx=100&_Title=AllTerrain-Vehicles
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Priority 4 - Addressing Harassment in the Workplace
Solution #6: Develop an Audit, Policy, Procedures and Investigation Process for
Harassment
Harassment in the workplace is a concern for business owners, who understand that they must take
steps to prevent and eliminate it from the workplace. The recent Jian Ghomeshi case and CBC’s possible
lack of action have highlighted the importance of taking action.
In the 2014 LMI reports9, employees report:
Experienced or witnessed aggression or name calling in the workplace
49%
Witnessed aggressive/threatening gestures or spread of malicious rumours
1 in 4
Experienced or witnessed personal attacks
1 in 5
This reinforces the recommended tool for employers to review their work environments; add policies as
a solid starting point that will lead to safer workplaces.
Strategy: Develop an Audit, Policy, Procedures,
Purpose: Retention
and Investigation Process for Harassment
- Develop an RFP that targets consultants who have the skills to develop:
- an audit to be used by Project Managers/Owners to assess camp culture to understand if the
culture supports a harassment free environment or whether the culture and environment
encourages ongoing harassment.
- a generic policy for Harassment, Discrimination, Bullying as well as generic procedures for
handling complaints or inappropriate behaviours. Provide an outline to guide Supervisors and
Owners when investigating complaints.
- Committee to review the documentation provided and enlist some Supervisors/Owners to ensure
the material is easy to understand, practical and can be easily utilized.
- Communication Plan:
1. Article in Rumour Mill re: availability of material
2. Post on BCBushwhacker.com
3. Workshop at Conference (Feb 2016)
4. Add to pre-season orientation for all new workers
5. Integrate into Supervisor Development training.
Level Effort: 2 of 5 (1 easy – 5 difficult): 1
Resource Requirements:
Estimate $$: 11 - 14
- Project Manager
- Project Management - $2K
- Participation of BCSWI
- Committee meetings - $2K
Committee, Supervisors
- Audit, Policy, Procedures
and Owners
and Investigation
- Presentation at WSCA
development - $6K
conference
- Promotion distribution - Marketing efforts to
$1K
promote material
Committee Time Estimate:
Months for development:
9

Additional Comments:
Must meet WSBC legislation around
bullying and harassment
regulations:
http://www2.worksafebc.com/Topic
s/BullyingAndHarassment/Regulatio
nAndGuidelines.asp?ReportID=3722
3
Can incorporate WSBC materials,

Table 147: Workplace Bullying and Harassment, 2014 LMI Report
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-

Committee review of
proposals – 1 hour
Review of draft
document – 3 hours
Communication and
Promotion - ongoing

November 2015 through
February 2016
Months for implementation:
Product should be ready to go
February 2016.
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Solution #7: Employee Harassment Training and Prevention
Harassment awareness and prevention training for employees and supervisors is an important tool to
protect the safety of every worker, as well as for compliance with WorkSafe BC legislation.
Strategy: Employee Harassment Training and
Purpose: Retention
Prevention
- Develop a self-paced, on-line training module for Harassment, Discrimination, Bullying, and
Respectful Workplaces for delivery to employees that incorporates examples and explains:
o understanding of gender equality
o sex based discrimination at work
o sexual harassment in the workplace
o learning about workplace policies to eliminate sexual harassment
o how to tell someone to stop (or ask for help)
o how to make a complaint
- Develop a self-paced, on-line training module for Harassment, Discrimination, Bullying, and
Respectful Workplaces for delivery to Supervisors and Managers that includes examples of real
cases and explains:
o how to assess if the situation is harassment, discrimination or bullying
o how to investigate
o how to stop inappropriate language and behaviour when it is demonstrated
- Communication Plan:
1. Article in Rumour Mill re: availability of material
2. Post on BCBushwhacker.com
3. Workshop at Conference (Feb 2017)
4. Add to pre-season orientation for all new workers
5. Integrate into Supervisor Development training.
Level Effort: 2 of 5 (1 easy – 5 difficult): 3
Additional Comments:
Resource Requirements:
Estimate $$: $25K - $30K
- Project Manager
- Project Management - $5K There are other models for acquiring
training, such as:
- Participation of BCSWI
- Committee meetings - $3K
Committee or
- On-line course
1. Purchase from a reputable
subcommittee
development - $15K
company such as Skillsoft and
- Marketing efforts to
- Promotion distribution use standard issue courses –
promote app
$3K
ballpark $10 - $12K for 7,500
Committee Time Estimate:
Months for development:
licences for one year through a
- Committee review of
self-registering platform. Users
proposals - 3 hours
Months for implementation:
can access via a laptop, desktop
- Review of draft
Work preparation through
or tablet (not phone as of today).
document - 3 hours
August and September with
Note: standard issue means they
- Communication actions - launch in October 2016
will speak to laws outside of BC
3 hours
(i.e. Ontario and Canada Human
- Promotion - ongoing
Rights) or they will tailor for a
fee.
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2. Find commercial courses and
send individual workers (or
collectively book courses for a
group of workers).
3. Partner with Scott Chisholm
(DATS) for inexpensive
platform for delivery.
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Priority 5 - Increase Work Opportunities for Seasonal Workers (Consistent Work)
Solution #8: Work Opportunities that Could Extend the Season
It has been recognized that increased work opportunities for seasonal workers may be a tool to increase
retention.
Strategy: Increase Work Opportunities for
Purpose: Retention
Seasonal Workers (Consistent Work)
- Develop a written report for the industry that provides options for employees including:
- Research industries that have alternate time frames to provide referrals to employees, and
where possible, create connections with other employers to share employees (e.g. ski resorts,
seedling growers, seedling sorters, nursery workers)
- Research and document related services that could be offered into other seasons outside of the
traditional work (e.g. other related forestry work or landscaping types of functions)
- Research additional breadth to the services currently undertaken in the industry to have yearround employment where workers transition to, after tree planting (e.g. surveying, site
preparation, cone picking, creek clearing, seismic, etc.).
- Provide information to other parts of the Forest sector that offers an increased understanding of
the benefits of working in stronger collaboration in the sector, will provide cross functionality
and less seasonality that will lead to retention of workers for all.
- Content to include range of activities, the months of peak season and length of season when work
occurs.
- Outcomes should be documented and added to the Career Map for employees to understand other
options.
- Communication Plan:
1. Article in Rumour Mill re: availability of material
2. Message and collaborations with other sectors (Licensees, contractors and workers) that
silviculture can do work (e.g. layout service to logging companies)
3. Post on BCBushwhacker.com
4. Introduce/announce at Conference (Feb 2017)
5. Add to Career Map
Level Effort: 2 of 5 (1 easy – 5 difficult): 2
Additional Comments:
Resource Requirements:
Estimate $$: $15K - $20K
- Project Manager
- Project Management - $3K
- Participation of BCSWI
- Committee meetings - $2K
Committee
- Research and development
- Distribution of material
of written report $10K
Committee Time Estimate:
Months for development:
- Committee review of
This is a relatively easy project
proposals – 3 hours
that will require several weeks
- Review of draft document
of research and report writing.
– 3 hours
- Communication Plan and
Months for implementation:
Promotion - ongoing
Product should be ready to go
in January 2017.
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Priority 6 - Developing Supervisors
Solution #9: Supervisor Development Training
Training and development of Supervisors is viewed as a strong retention tool. Millennial employees
perceive development very positively which increases the value of having Supervisory training available.
Further good supervisors are the key to the productivity and retention of field workers. The 2014 LMI
survey results demonstrate that Supervisor Development is a critical piece of changing negative
perceptions (fairness in assignments, quality of manager/supervisor) and can also be a key strategy for
employers to retain supervisory staff and those with supervisory potential.10
Most important skills and knowledge for success in a supervisory or project manager position
Employers Say...
Supervisors Say...
1) Health and safety
1) Organization and productivity
2) Leadership and interpersonal skills
2) Leadership and interpersonal skills
3) Personality/character
3) Health and safety
4) Organization and productivity
4) Quality management
Other areas: Writing and communication skills and Other areas: Understanding human resource
legal/legislative considerations, environmental
management, technological skills, and knowledge
labour laws, and due diligence tend to less critical
of legal/legislative considerations, environmental
for success
labour laws tend to be less critical for success
Strategy: Supervisor
Purpose: Retention, Talent Management
Development Training
Develop a second level Supervisor Development program following the BC Forest Safety Council – Basic
Supervisor Course, to cover the soft skills that are very important in building relationships and
developing leadership capacity. Topics to be included in Supervisory Development training could build
on the Supervisor competencies outlined in the Supervisor Skill Development Guide which includes:
Managing Self, Managing Others, Managing Systems
Divided into nine sub-sections:
1. Organization and Productivity
2. Writing and Communication
3. Interpersonal Relationships
4. Human Resource Management
5. Legal/Legislative Considerations
6. Health and Safety
7. Productivity and Performance
8. Quality Management
9. Asset Management
10. Leadership Skills
Potential topics for Supervisors follow:
- Starting Out
o planning
o communication skills (active listening, non-verbal communication, tone of voice, using open
questions to gain understanding)
- Hiring Process
10

Table 130 and 133: Importance of Skills for Success in Supervisory or Project Manager Position
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-

-

-

-

-

-

o how to interview and effectively select candidates
o your role in orientation
o setting expectations
Delegation
o defining delegation
o benefits of delegation
o delegating effectively (which tasks, fairness in assignments, responsibility,
boundaries/limits, authority, follow-up)
Coaching
o difference between coaching and managing
o trust and relationship building
o key principles for an effective coaching conversation
o create a coaching culture that encourages employees
o how to mentor
o how to praise and give feedback (appreciation of work)
o what it takes to coach your team
o resistance to feedback
o dealing with difficult people and situations
Conflict Resolution
o conflict, negotiation, compromise and collaboration
o win/lose
o conflict handling styles
o exploring points of view, approaches and creating choices
o emotion and conflict
o resolving conflict
Teambuilding
o motivation (drivers, rewards & punishment, autonomy, challenges)
o find your preferred leadership style for leading for the work situation
o addressing rumours and other issues
o setting team goals and objectives
o measuring progress
Sensitivity to Community and Public
o Social license
Add module from Harassment, Discrimination and Bullying project
Establish a set of competencies for the role of Supervisor, complete with description and resources
that support development
o Provide reading list
o Free resources for reference and learning
On-line and interactive training that is available to individuals to take independently at any time is
the preferred option.

Level Effort: 2 of 5 (1 easy – 5 difficult) - 5
Resource Requirements:
Estimate $$: $35 - $42K
- Project Manager
- Project Management - Participation of BCSWI
$5K
Committee or
- Committee meetings subcommittee
$5K
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-

Distribution of final
products

Committee Time Estimate:
- Committee review of
proposals – 3 hours
- Review of draft
material (6 modules) –
12 hours
- Review of final
product (6 modules) –
12 hours
- Distribution and
Promotion - ongoing

-

Course development $25K

Months for development:
This is a complex project that
could take approximately 20 40 days of development,
depending on option chosen.
Months for implementation:
As this is a critical success
factor to retaining employees,
an early implementation is
highly recommended.
December 2016 to May 2017.

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Guide_20110926_web_final.pdf
Scott Chisholm of Digital Action Tracking
(DATS) has an inexpensive platform for
launching courses which was adopted by
Alberta Forest Products Association
(AFPA) a number of years ago. See
funding section for potential partnership
for redeveloping material.
BC Forest Safety Council Supervisor
Training and Certification could be
modified to add missing components
(e.g. Productivity and Performance,
Quality Management, Asset
Management). See
www.bcforestsafe.org/training/superviso
rs.html
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Priority 7 - Engaging First Nations
Solution #10: Develop Information for Employers about First Nation Partnerships
There is clearly demonstrated interest from the silviculture sector to increase aboriginal participation in
the workforce (2014 LMI Survey found 4% of workers reported being First Nations or Métis in the Tree
Planting sector, 9% in Brushing and Spacing and 8% in Wildfire Fighting)11. Some of the larger, more
established companies are already doing it, however, some may not know where to start or need more
information.
Strategy: Develop information for
Purpose: Recruitment, Talent Management,
Employers about First Nation Partnership
Engagement
and Engagement
Employers require information on where to start with respects to developing First Nations partnerships.
This Information packages could offer information such as:
A. Training and understanding of the correct way to connect with First Nations peoples, such as Bob
Joseph’s Indigenous Corporate Training (http://www.ictinc.ca/team) on awareness and working
with Aboriginal peoples. Note: video and free resources available on this site. Also Vancouver
Board of Trade http://www.boardoftrade.com/files/pdf/kimbairdvbot2014.pdf
B. Types of First Nations partnership possible
1. Training – offering of land, equipment, expertise, etc.
2. Employment opportunities
3. Joint business ventures
4. Business capacity building – First Nations want to build their business management expertise
5. Social license - communication of silviculture activities around traditional territories
- Successful First Nations/Private Sector partnership in the silviculture sector
- First Nations values and ideals
- Communication protocol(s) with First Nations and how to develop trusting relationships with
First Nations business partners based on personal sensitivity, genuine character and
collaboration skills
- Appreciating the impacts of colonialism, such as distrust and past grievances, to transcend
barriers and create two-way cultural understanding
- First Nations in your area of business – distance to employment is a leading barrier to First
Nation participation in the workforce, partnering on employment opportunities with First
Nations in your work area may produce greater success
- Training and education barriers to First Nations employment participation and mitigation
options – having a driver’s licence and minimum grade 12 education restricts participation;
chain saw training is also a consider training that would increase employment opportunities
- Opportunities to connect with First Nations on new partnerships
C. Methods of working across the sector to bring Licensees on board and understanding the
requirement for these partnerships. This has to be a collaborative approach.
D. Various contact points with First Nation organizations (e.g. Employment Coordinators at the Band
level, Tribal Councils at the Regional level, and Aboriginal Skills and Employment Training Strategy
(ASETS) Agreement holders at the Regional level), First Nation Associations and Political
organizations.
E. Potential to hire someone (contractor, Co-op student, or other party) who could provide marketing,
11

Table 62: First Nations Status by Activity, 2014 LMI Survey
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communication and branding of WSCA and Silviculture sector through BC’s First Nation
organizations of the “Forest Restoration Worker” and the potential employment (broad array and
not all seasonal) and business opportunities. Develop a list of community and regional job fairs and
other events that employers could attend to increase engagement.
F. Action Plan:
- Establish Committee made up of employers and BC’s First Nations Forestry Council - employers
are there to advise what type of information should be included and the FN representation
ensure accurate content is offered that reflects First Nation’s culture and protocols
- Determine the Table of Contents (TOC) for the information package – this will result in the
creation of the scope of work document
- Determine how the information package will be delivered to employers
- Share scope of work with firm and obtain quotes from firms to complete work - ideal firms
would present a team that have First Nations representative (to provide correct content) and a
professional writer (to develop content with the user in mind). The content should include tools
to understand engagement.
- Review development quotes with Committee to select firm
- Develop contract with firm for work that included the following phases of work:
1. Project initiation meeting with Committee to determine scope of work, activities, timelines
and deliverables
2. Research existing information available, new content
3. Development of draft information package
4. Validation of draft information package – obtain feedback from employers of the
effectiveness
5. Revision of Information Package
6. Presentation of final Information Package to Committee
- Develop communication plan that should consider:
1. Workshop at WSCA conference
2. Webinar for employers
3. Content available on web, with promos/teaser in WSCA Rumor Mill and other Forestry News
publications (BCSFC news)
Level Effort: 1.5 of 5 (1 easy – 5 difficult) 3.5
Additional Comments:
Information package could be extended to
Resource Requirements: Estimate $$:$35 - 38K
the broader forestry employer community
- Project manager
- Project manager $5K
https://www.aadnc- Committee
- Meetings -$3K
aandc.gc.ca/eng/1100100021069/110010
- Development firm
- Content development
0021070
- Communication
$16K
support
- Promotion/distribution
$4K
Consider leveraging UBC’s Sauder School
of Business that offer a course COMM
Committee Time
Months for planning:
386B JOINT VENTURES: FIRST NATIONS
Estimate:
- 8 months
AND PRIVATE SECTOR PARTNERSHIP
- Committee selection
of consultant – 3
Months for implementation:
hour
- Development of
http://www.sauder.ubc.ca/Programs/Bach
- Committee review
information package
elor_of_Commerce/Current_Students/Reg
and validation of
January through June
istration/Course_Descriptions/~/media/Fil
information
2017
es/BCom/Course%20Outlines/Joint%20Ve
documents – 1 day
ntures%20-

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 41 of 90

-

-

Review of
effectiveness – 4
hours
Review of final
document – 4 hours
Communication plan
and Promotion –
ongoing
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Solution #11: Participate as Exhibitor at the Aboriginal Business Match Conference

Introducing BC’s silviculture sector to potential partnerships with First Nations is a step to increasing the
sector’s engagement with First Nations.
Strategy: Participation as Exhibitor at the
Purpose: Recruitment,
Aboriginal Business Match
ABM 2015 connects Aboriginal communities with the private sector to create opportunities for business.
At each event, delegates initiate new business deals worth over $30 million. This makes ABM the most
powerful Aboriginal-driven business development event in Canada. The event is centered on several set
appointment with FN representative and employers. Registration information ensures you are matched
with attendees of similar goals. The ABM WEST Conference is held May 11-13, 2015.
-

Have WSCA attend as an exhibitor at ABM 2015; WSCA can also share the opportunity to the
employer community to participate
- Prior to participation, WSCA should
1. Prepare information to share about the range of silviculture activities, future labour needs, types
of entry employment position, training requirement, existing successful First Nations/Private Sector
business partnerships (consider video profiles), potential opportunities, etc.
2. Solicit employers about their interest in FN partnerships and the type of partnership (i.e. training,
employment, joint business venture, business capacity building) they would like with First Nations
and in what region. WSCA should promote in the WSCA Rumor Mill and also consider sending a
survey out to employers to gain initial interest and can follow up leads with phone calls.
- Participate at Aboriginal Business Match (ABM) 2015
- Follow up with FN appointment contacts made with thank you email and further information as
appropriate.
- Where opportunity exists, introduce interested First Nations with employers
- Consider attending again annually
Level Effort: 1.5 of 5 (1 easy – 5 difficult) 2
Additional Comments:
Existing First Nation and Private sector
Resource Requirements:
Estimate $$:$5 - 8K
silviculture partnerships:
- Exhibitor (WSCA rep)
- Planning and material
http://brinkmanforest.ca/partnerpreparation $2 - $5K
profiles
- Exhibitor fee - $1K
http://www2.news.gov.bc.ca/news_relea
- Travel - $1K
ses_2009-2013/2009CD0013Committee Time Estimate: Months for planning:
000241.htm
- Planning - 40 hrs
- Feb - Apr, 2015
http://chilcotinsilviculture.org
- Attendance – 2 days
- Follow up - 12 hrs
Months for implementation:
May with follow-up in
June 2015
Annual attendance
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Priority 8 - Outlining the Career Options - Career Mapping
Solution #12: Develop a Career Map for Silviculture Roles

Employees entering the silviculture sector and new rookies do not understand the range of jobs
available within the subsectors and the development or promotions they may attain. The development
of a career map diagram will provide easy access and awareness, quickly and inexpensively.
Strategy: Develop Career Map Diagram for
Purpose: Retention, Talent Management
Silviculture Roles
- Assemble a subject matter expert (SME) Team of supervisors and owners to confirm the details of
John Wallis’s chart (Tree Planting Workbook 2014 – see page 141 – Career Paths for a Planter) via
conference call to expand on the concept developed in the Tree Planting Workbook.
- Review how other industries (supply chain, trucking) have laid out their career paths and steps in
the process
- Create a one-page document (see examples under additional comments) that clearly shows the
title, training required (to be agreed upon), and experience (where necessary).
- Communication:
- Post on www.bushwhacker.com
- Print and circulate at WSCA Conference February 2017
- Share with blogs and websites
Level Effort: 2 of 5 (1 easy – 5 difficult) 1
Additional Comments:
Example Concepts:
Resource Requirements:
Estimate $$: $2K
- Project Manager
- Project Management Supply Chain:
- Participation of SME Team
$1K
http://www.supplychaincanada.org/
- Marketing efforts to
- Committee meetings –
user_files/Careers_in_the_Supply_C
promote
$0K
hain.pdf
- Diagram development $.5K
Trucking:
- Printing and promotion
http://www.truckingcareers.ca/en/c
distribution - $1K
ontent/career-paths
Committee Time Estimate:
Months for development:
- Project Manager to choose This is an easy project that
SME’s, organize conference would require about 1 week of
call and validate data – 1
development once the
day.
detailed material is agreed
- Hire word processor to
upon (two weeks)
create document – 1 day
- Communication – 1 day
Months for implementation:
Product should be ready to go
Fall 2016.
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Solution #13: Develop a Career Map for Forest Restoration Workers
Ensuring that employees understand the full range of career options that are available throughout their
career and through the breadth of the Forest sector can provide a strong retention tool. Keeping
employees in the sector rather than leaving for competing sectors is important in today’s competitive
job marketplace. Awareness is the best opportunity to attract, retain and develop talent over the long
run. (Note: the two most common reasons for not returning to the sector in 2015 were to pursue work
related to my education and seeking work with more career advancement opportunities)12
Strategy: Develop a Career Map for Forest
Purpose: Recruitment, Retention, Talent
Restoration Worker
Management
- Create a web page on BCBushwhacker.com that lays out the skills, training and career path for
Forest Restoration Workers based on the work of John Wallis [note: the Viticulture Industry created
a Viticulture Technician Program in 2012 that could also be used as a model].
- The web site will contain a physical structure laying out each type of work in the field (e.g. Planting,
Development, Fire Management, Site Reclamation, Logging & Site Preparation, Stand Tending,
Surveys, Geophysical Exploration, and Forestry Technician).
- Each career option would have a separate page (reached through hyperlinks) that describes the job,
the training requirements, the potential steps for progression (e.g. planter to crew leader or
planting checker to Project Management to Planting Project Manager), locations to obtain the
training, and related pathways to move in the industry.
- There should be language and images that will attract and/or enhance the interest of First Nations
workers in the Silviculture industry.
- Focus on independent personal development outside of the planting season and development of
supervisory skills along the pathway.
- Communication Plan:
1. Article in Rumour Mill re: development of webpage
2. Announcement at Conference (Feb 2017)
3. Video development to profile workers who have experienced career advancement that highlight
Forest Restoration Workers and the broad options available, as well as the ecological side of this
career.
4. Broad distribution through educational organizations (i.e. presentations to high school students,
attendance at job fairs, information provided to First Nation Education organizations such as
First Nations Education Steering Committee).
5. Share broadly across the Forest sector
Level Effort: 2 of 5 (1 easy – 5 difficult) 3
Additional Comments:
Resource Requirements:
Estimate $$: $23K - $28K
- Project Manager
- Project Management - $5K Example:
Viticulture Technician program
- Participation of BCSWI
- Committee meetings - $3K
Committee or
- Webpage development subcommittee
$7K
- Marketing efforts to
- Promotion distribution promote website
$8K
Committee Time Estimate:
Months for development:
12

Table 90: Reason not returning to Sector, 2014 LMI Survey
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-

Committee review of
proposals – 3 hours
Committee review of
career map and details of
each type of work – 10
hours
Committee review of
website – 4 hours
Development of video –
12 hours
Ongoing marketing

This is moderately difficult
project that would require
about 1 week of website
development once the detailed
material is developed (four to
six weeks for content).
Begin September 2016
Months for implementation:
Product should be ready to go
January 2017.
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Priority 9 - Preparing Rookies (New Entrants)
Priority 10 - Introducing New Technologies to Promote Retention of Workers
Solution #14: Mobile Training and Nutrition Reference App for Rookie Tree Planters

Most silviculture workers in BC start the career as tree planters and as they gain experience, they
venture into more senior roles in tree planting, and/or take on work in the brushing/spacing and wildfire
fighting subsector. There are many sources of information to help Rookies. Many sources are not easily
accessible or practical to use in a field setting. Developing a Reference App that combines information in
one location, will provide hands-on information that can assist Rookies to be more productive, and
increase their knowledge will more likely result in a positive return the following year which benefits the
employee (i.e. income) and the employer (i.e. retention and productivity).
Strategy: Mobile Training and Nutrition Reference Purpose: Retention, Talent Management
App for Rookie Tree Planters
- Assemble a Committee of tree planters and supervisors - tree planters can advise what information
would have helped them be more productive in their early years, supervisors to provide identify the
type of industry knowledge they would like rookies to have gained before arriving at camp
- Use current information that is already available (e.g. John Wallis’ Tree Planter workbook material
and Delia Roberts’ nutrition and fitness information “Fit to Plant” which would replace the
handbook that was originally produced). Key topics to include effective planting techniques (such as
ambidextrous planting, working at micro sites), tree species, and quality (coverage and density) as
well as links to view videos to demonstrate skills and knowledge.
- The App would include a calendar-based tool for planning and recording pre-season training. During
the season the app could include stretching and nutrition guidance and tracking.
- Determine application requirements and development firm characteristics (i.e. amateurs,
professionals, career developers) to develop scope of work document
- Share scope of work document with potential developers and obtain quotes from development
firms
- Review development quotes with Committee to select firm
- Have Committee determine Table of Contents for the App - Develop contract with firm for work that included the following phases of work:
1. DEFINE - This first step involves (a) articulating the user need for the app under consideration,
(b) making a business case for it, (c) selecting a mobile platform for app development, (d)
setting deadlines for deliverables, (e) allocating budget, and (f) assigning project management
responsibilities.
2. DESIGN - This step, more than any other steps, shapes how consumers will eventually
experience the app in use. It (a) specifies the core functionality the app will provide, (b) sets its
look and feel, (c) maps how the app flows, and (d) set forth key technical requirements.
3. DEVELOP - This step is where “the rubber meets the road”. It involves the coding (a) to turn
technical specifications into a functioning app and (b) to incorporate add-on features (e.g., inapp purchasing, game center or social sharing).
4. DEBUG - This step ascertains that the app will work as intended. It (a) tests and improves
functional usability, (b) corrects technical issues, and (c) detects and closes potential security
holes.
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-

5. DELIVERY - No app is done until it is submitted to and approved by the intended app store. This
step brings the app to the launch point where marketing and promotion ensures its wide
acceptance.
Develop communication plan to promote Reference App with tree planters and contractors

Level Effort: 1 of 5 (1 easy – 5 difficult): 2.5
Resource Requirements:
Estimate $$: $23K - $28K
- Project Manager
- Project Management - $3K
- Committee
- Meetings - $2K
- Marketing efforts to
- App development - $15K
promote website
- Promotion/distribution $3K
Committee Time Estimate:
Months for development:
- Committee selection of
- 6 months
consultant - 1 hour
- Committee review of
Months for implementation:
document - 10 hours
- Product should be ready to
- Committee review of
go January 2018 for the
final document - 4 hours
2018 Planting season
- Communication planning
and promotion - ongoing
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Additional Comments:
- Reference Nowhere to Grow
But Up – A Guide to Tree
Planting by P. Gordon, F.
Choquette.
- Similar Apps: GymPact &
Runkeeper; My Fitness Pal; Diet
& Food Tracker & JEFit.
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Estimated Cost of Solutions

To develop and deliver the comprehensive suite of Human Resources solutions, the overall budget
would range from $289,000 - $315,000. The budget covers expenses related to the industry oversight
required to guide the solution (e.g. project management and project committee meetings), consultants,
developers and communication activities to ensure it is well known to employers and employees.

Solution
#
1
2
3
4
5
6
7
8
9
10
11
12
13
14

Range of Development Costs

Title of Solution
Communicate and Distribute Video to
Educate Employees about ESA rules
Educating Supervisors & Employers about ESA
Rules
Developing Silviculture Worker Profiles
Preparation of New and Returning Workers Pre-season Orientation
Offer ATV & Resource Road Training to New &
Returning Workers
Develop an Audit, Policy, Procedures and
Investigation Process for Harassment
Employee Harasssment Training and
Prevention
Work Opportunities that Could Extend the
Season (Consistent Work)
Supervisor Development Training
Develop Information for Employers about
First Nation Partnerships and Engagement
Participate as Exhibitor at Aboriginal Business
Match (ABM) West 2015
Develop a Career Map for Silviculture Roles
Develop a Career Map for Forest Restoration
Worker
Training and Nutrition Reference App for
Rookie Tree Planters

Totals
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$

2,000

3,000

6,000
38,000

8,000
42,000

38,000

42,000

8,000

10,000

11,000

14,000

25,000

30,000

15,000
35,000

20,000
42,000

35,000

38,000

5,000
2,000

8,000
2,000

23,000

28,000

23,000

28,000

266,000 $

315,000
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HR Strategy Implementation Timelines
-

Implementation timetable (schedule) short and long term
Timeline for Development

Solu
tion
# Topic
Write and submit proposal for
funding
Communicate and Distribute Video
1 to Educate Employees about ESA
Educating Supervisors & Employers
2 about ESA Rules
Developing Silviculture Worker
3 Profiles
Preparation of New and Returning
4 Workers - Pre-season Orientation
Offer ATV & Resource Road Training
5 to New & Returning Workers
Develop an Audit, Policy,
Procedures and Investigation
6 Process for Harassment
Employee Harasssment Training and
7 Prevention
Work Opportunities that Could
8 Extend the Season
9 Supervisor Development Training
Develop Information for Employers
10 about First Nation Partnerships
Participate as Exhibitor at
11 Aboriginal Business Match (ABM)

2015

Feb

2016

Mar

Apr

May

Jun

Jul

Aug

Sep

Oct

Nov

Dec

Jan

2017

Feb

Mar

Apr

May

Jun

Jul

Aug

Sep

Oct

Nov

Dec

Jan

2018

Feb

Mar

Apr

May

Jun

Jul

Aug

Sep

Oct

Nov

Dec

Jan

Launch
Launch
Launch
Launch
Launch
Launch

Launch
Launch
Launch
Launch
Launch
May 13,
2015

12 Career Map for Silviculture Roles
Career Map for Forest Restoration
13 Worker
Training and Nutrition Reference
14 App for Rookie Tree Planters
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SECTION 6: Potential Funding Sources
Funding Programs
Below are funding sources that should be considered to support the implantation of the HR Strategy
Organization: BC Government, Ministry of Jobs, Tourism and Skills Training
Funding Opportunity: Labour Market Sector Solutions Program
This program supports the delivery of skills training that will address sector-specific needs.
Training must be delivered through a Qualified Service Provider.
Eligible Recipients:
Sector or industry-based organizations with at least 2 years’ experience in labour market initiatives are
eligible to submit proposals.
Detailed Program Information and Guide is located at: http://www.jtst.gov.bc.ca/sectorpartnerships/docs/LMSS_Application_Guidelines_October_2012.pdf
How to apply:
Prior to making an application, please contact Labour Market Sector Solutions staff at 250-356-9488 to
discuss your proposed project.
Application form is located at: http://www.jtst.gov.bc.ca/sectorpartnerships/docs/LMSS_Application_Guidelines_October_2012.pdf
Contact information:
http://www.jtst.gov.bc.ca/sector-partnerships/labour-market-sector-solutions-program.htm
Important notes:
Program information available until 2014 – The extent of 2015 program activities has not been provided
in public documentation.

Organization: BC Government - Ministry of Job Tourism and Skills Training
Funding Opportunity: Canada BC Job Grant
The Canada-B.C. Job Grant is an employer-driven, cost-sharing program that can help you offset the
expense of employee training - and boost the effectiveness of your workforce. The grant covers up to
two-thirds of the cost of training an employee, to a maximum of $10,000 per grant.
Eligible training must meet the needs of the business. The training can take place in a variety of settings,
including a classroom or training facility, a workplace or online. Training must be delivered by a thirdparty trainer, including but not limited to a university, community or career college, trade union training
centre, industry association, or private trainer whose fees are in line with the market rate for the same
or similar training. Training must be completed within 52 weeks of receiving grant approval.
Training that takes place in-house is typically taught by an employee and is therefore not eligible.
Training that takes place at the work site and is delivered by a third-party trainer, however, is eligible.
- See more at: http://www.workbc.ca/canadabcjobgrant#sthash.Gz713uaY.dpuf
How to apply: Below are available firms that can be used to support the Canada Job Grant – for
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programs that start before March 31, 2015.
Each partner provides services to meet the needs of specific economic sectors and geographic regions of
BC.
http://www.workbc.ca/Employers/Run-your-business/Canada-B-C-Job-Grant/Delivery-PartnerProgram.aspx#sthash.CLCLH4t0.dpuf
ASPECT - All Sectors
All Regions
1-888-287-4957
Back in Motion - All Sectors
City of Surrey
778-728-0730
BC Chamber of Commerce - All Sectors
All Regions
778-747-0144 ext. 701
Bowman Employment Services - All Sectors
All Regions
1-877-866-3100
Canadian Manufacturers & Exporters - BC - Manufacturing Sector including companies or organizations
providing business services to manufacturing in BC
All Regions
604-713-7808
Go2hr - Accommodation and Food Services; Transportation and Warehousing; Arts, Entertainment and
Recreation Sectors
All Regions
604-633-9787 ext. 235
Harbour Digital Media - Manufacturing Sector
Vancouver Island
1-250-812-8827
Northern Interior Woodworkers Holding Society - Mining, Construction, Transportation, and
Manufacturing Sectors
Cariboo, North Coast Nechako, Northeast
1-250-563-7712
YMCA of Greater Vancouver - All Sectors
All Regions
604-685-8066 within the Lower Mainland, Fraser Valley and Sunshine Coast
1-888-298-3947 any other area in BC
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Contact information:
http://www.workbc.ca/canadabcjobgrant
1-877-952-6914
cjginfo@gov.bc.ca
Important notes:
Excellent opportunity for employer hosted ATV and Resource Road Driving Training.
Grant application can include requests for several employees.

Organization: WorkSafe BC
Funding Opportunity: Innovation at Work
Innovation at Work is intended to provide funding for small-scale projects that promote increased
interaction between workplace parties, organizations, and/or researchers. Using the collective resources
of those who are most affected by its policies and programs helps WorkSafe BC and employers to ensure
that critical areas of need are addressed and practical solutions are found and implemented. The
maximum grant for these projects is normally $50,000, for a maximum duration of one year.
How to apply:
Notice of intent Deadline was November for 2015. Check back fall 2015 for 2016 grant applications
information
Contact information:
http://www.worksafebc.com/contact_us/research/research_program/innovation_at_work/default.asp
Important notes:
Suitable for researching new areas of HR issues - e.g. bullying and harassment

Organization: Western Economic Diversification Canada
Eligible Recipients: Not-for-profit organizations such as Associations
For Skills Development and Training Stream, projects must address one or more of the following:
 Increasing the capacity of post-secondary institutions to train skilled workers in key sectors in
Western Canada.
 Increasing the availability of accessible local training programs for skilled labour shortages so
that western Canadians can acquire the skills they need in their communities.
 Bringing industry and post-secondary institutions together to explore training partnerships and
approaches to increased training capacity related to specific skilled trades.
Examples include:
 Supporting industrial training centers or other facilities to improve access to trades and
apprenticeship training; and,
 Acquiring equipment (e.g., mobile heavy equipment simulators, e-learning systems and
software) to assist in establishing local training programs in needed sectors.
For Economic Growth Acceleration Opportunities for Aboriginal Peoples Stream, projects must address
one or more of the following:
 Supporting greater Aboriginal participation in natural resource development opportunities and
increasing capacity to capitalize on these opportunities.
 Strengthening Aboriginal business development and entrepreneurship.
 Involving Aboriginal groups and partners to increase skills development, technical and trades
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training
Examples include:
 Address the labour force needs of new and anticipated major resource development projects;
 Acquiring equipment to assist in establishing training programs in natural resources sectors to
improve access to skilled trades locally in rural or remote areas;
 Activities that enable and support Aboriginal businesses to develop and grow; and,
 Technology-based training (e.g., next generation software) to extend the reach of technical and
trades training.
How to apply:
Detailed information will be available: http://www.wd.gc.ca/eng/18421.asp
Note: The website says new information will be posted January 21, 2015 but continues to be last
modified January 7, 2015.

The above funding programs are the most relevant identified for the implementation of the BC
Silviculture HR Strategy. Below are grant listing databases which were reviewed. It should be noted that
many national funding programs target priority sectors and occupations in demand or activities of a
national scope.
Organization
Employment and Social Development Canada
CivicInfoBC

Website
http://www.esdc.gc.ca/eng/funding//index.shtml
http://www.civicinfo.bc.ca/18.asp

It is also important to recognize that the funding landscape is a dynamic one. With a comprehensive BC
Silviculture LMI Report and HR strategy, the sector is ready to respond when opportunities to arise. It is
recommended that the sector regularly monitor BC Bid http://www.bcbid.gov.bc.ca/open.dll/welcome,
BC’s procurement website, to identify funding opportunities that may be suitable for select HR
solutions.
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Potential Partners
The following organizations should be considered to explore partnerships to develop and implement
various HR solutions.
Employment Standards Branch
An inquiry to the Ministry of Jobs Tourism, and Skills Training and Responsible for Labour’s ESA Branch’s
silviculture representative, Karin Doucette (contact below) was made to explore if they would partner
on industry awareness/training initiatives related to employment standards. A response was not
received at the time of publication; that said this is a feasible lead that should be pursued.
Karin Doucette
Employment Standards Officer
Ministry of Labour #102 - 1577 Seventh Avenue
Prince George, BC V2L 3P5 Direct Line 250 645-4043
Facsimile 250 645-4044
BC Forest Safety Council
BC Forest Safety Council is a not-for-profit society dedicated to promoting forest safety in the sector.
The Council includes all of the major forestry organizations and is fully supported by WorkSafe BC and
the government of British Columbia. The WSCA is a member of the Council’s Board of Directors.
In the Council’s 2015 Work Plan13, the Council has committed to ‘develop new worker training if
requested by industry’ (activity 1.12). There is a $14,000 budget and the Council aims to conduct the
activity In Q3 and Q4 of 2015. The new worker training proposed in the HR Strategy should be proposed
to the Council’s Board as a consideration. The Council also has committed to delivering supervisory
training.
Further the WSCA Board representation should share the report with the Council’s Board and explore
where the Council could support efforts that could be of benefit to BC’s broader forest sector and for
consideration in the 2016 Work Planning process. Some of the generic areas may include Harassment
and Bullying training, and supervisor development. Additionally, the Forest Restoration Worker project
could be suitable for this funding.
Employer Collaboration
For certain solutions, several employers may come together to share the cost of developing and a HR
solution for each employer’s individual use. Specific to this HR strategy, these solutions could include:
-

13

Preparation of New and Returning Workers – Pre-season Orientation
Employee Harassment Training and Prevention
Mobile Training and Nutrition Reference App for Rookie Tree Planters

http://www.bcforestsafe.org/files/2015Workplan.pdf
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A designated employer or the WSCA could take the development (project manager) lead. A cost sharing
agreement would need to be established that outlines a term of reference that covers scope of product,
development process, budget, decision making and approval process, terms and conditions of use,
intellectual property ownership, etc.
Alberta Forest Products Association (AFPA)
Scott Chisholm of DATS suggested a potential partnership could be the Alberta Forest Products
Association (AFPA). Scott provides on-line training courses through a web service called
“CompetencyMill.ca”. Some of the programs are approximately 10 years old. Although they contain a lot
of good quality material, the courses could be updated to reflect more current presentation styles with
on-line testing and interaction.
Contact:
Alberta Forest Products Association (AFPA)
Carola Von Sass
Director, Health & Safety
Phone: (780) 392-0753
Email: cvonsass@albertaforestproducts.ca
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SECTION 7: Conclusion
The Human Resources Strategy is focused on matching the needs of the BC Silviculture employers with
the needs and development of current and prospective employees. There are many components to this
HR Strategy and many of the solutions build on each other. The commitment to the future of the
Silviculture sector will require a strong champion to find the funding and undertake each of the
implementation plans. The HR Strategy provides a road map for the long term development and
sustainability of the sector.
Implementation Consideration
There are four items that should be considering when planning the HR Strategy implementation efforts:
1.
2.
3.
4.

A Steward for the HR Strategy
Sharing the results with potential funders
Consistent, sector-wide communications of the concepts, and
Coordination with other forestry workforce efforts in BC.

Steward for the Human Resource Strategy
Industry collaboration does not just happen. It requires a steward – a person whose job is to manage the
implementation of BC Silviculture Human Resource Strategy. It is recommended the Steward of Human
Resource Strategy be the WSCA.
One of the first tasks of the Steward is to develop a funding strategy. This strategy needs to consider
potential partners and the availability of funding streams.
Even though the LMI project is complete, with leadership from the Steward, it would be advantageous
for the BSCWI to continue to work on future projects. The BCSWI Steering Committee has been an
integral part in advancing the HR activities in the Silviculture sector to improve the recruitment and
retention of workers over the past several years. This Committee should be maintained and continue to
provide the guidance and oversight for the implementation of the HR Strategy.
As there are many projects recommended, the Committee should consider expanding its membership or
forming subcommittees, to allow for a realistic level of involvement from Committee members as the
HR strategy implementation activities ramp up. Developing the outlines and details for these projects
would enable them to be implemented quickly when funding is obtained and keeps the momentum
going.
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Sharing the Results with Potential Funders
While there may not be clearly obvious funding opportunities for the implementation of all of the HR
Strategies, it is recommended that communication (e.g. copy of report with cover letter, face-to-face
meetings to provide a summary of the HR Strategy) is made with key potential funders with the purpose
of promoting the findings of this HR Strategy. This engagement provides an opportunity to explore
together how best implementation can occur. Two key organizations to focus on are the Ministry of
Jobs, Tourism and Skills Training and the BC Forest Safety Council.

Consistent, Sector-wide Communications
Each solution of the HR Strategy involves a communication component. Consistent, sector
communication is a key ingredient to successful sector-wide collaboration on HR initiatives. Developing
a solid communication plan that considers the future HR projects and reflects the needs for sub-sector
communication, collaboration with Licensees and other forest product businesses and First Nations
engagement is a necessity. Communication tools and the use of social media require strategic
understanding and focus.
Currently, in BC Silviculture sectors there are several activities:
-

-

-

WSCA has a website with industry information, circulates monthly updates to a distribution list, and
holds a Winter Annual General Meeting and Fall Contractors Summit. The WSCA’s efforts are
financial supported by membership fees and one-time grants.
www.bcbushwhacker.com is a website developed by the BCSWI which provides skill and workforce
information to workers and employers. The website is the main communication medium sharing
products developed by the BCSWI. The website has been funded by the LMP funds which end
March 2015. In the 2014 LMI Survey, employees reported visiting this website very infrequently. A
communication strategy to merge with the WSCA website and adopting ideas to increase the traffic
are recommended.
Other private website and blogs supported by workers such as www.replant.ca, or
http://screefs.blogspot.ca/, may also be opportunities for outreach as communication avenues.

An integrated approach with the WSCA website and www.bcbushwhacker is highly recommended to
improve the efficiency and effectiveness of communications within the sector to save valuable time and
resources for all parties involved.
Coordination with Forestry Workforce Efforts in BC
Over the last 24 months, there have been four other workforce improvement initiatives underway in
BC’s broader forest sector.
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-

-

-

-

BC’s Solid Wood Sector
o BC Solid Wood Sector - Labour Market & Training Analysis led by Council of Forest
Industries (COFI)
BC ‘s Coastal Industry
o BC’s Coastal Forest Sector Labour Market and Training Needs Analysis14 led by the Truck
Loggers Association (TLA)
o BC’s Coastal Forest Industry Human Resource Strategy15 led by the TLA
BC’s First Nations Forestry Council (FNFC)
o First Nations Forestry Workforce Supply and Opportunity Study, 2014 led by the BC First
Nations Forestry Council (FNFC)
o Labour Market Skill Needs in BC Forestry Sector, 2014 led by the BC First Nations Forestry
Council (FNFC)
o First Nations Forestry Workforce Initiative Strategic Path Document, 2014 led by the BC
FNFC;
Resource Training Authority (RTO) Resource Labour Market Information Report 201216 – led by the
RTO

While each subsector in the forest industry is unique, common issues and solutions may exist. Time and
resources could be saved with a coordinated approach. Having a designated, paid Forestry Workforce
Coordinator responsible for building the collaboration amongst the groups would be beneficial and
realize efficiencies to all organizations in their efforts to improve their labour markets, training and
strategies.
The Forestry Workforce Coordinator could be appointed to ensure the coordination and potential the
implementation of joint projects will be executed. This role could reside independently, or within an
organization that has representation from all initiatives, such as the BC Forest Safety Council.
Conclusion

The Human Resources Strategy incorporates solutions to the issues identified by both employees and
employers in the 2013 and 2014 LMI surveys, through discussions with the BCSWI Committee and found
in the literature review. These issues were highlighted in the trends and impacts from the HR industry
which fed the list of HR Priorities. The focus on ten priorities and fourteen solutions provides a heavy
workload for the WSCA and the BCSWI Committee. We see these activities as critical to the long range
improvement that will build on the strengths of the Silviculture sector and advance HR practices
forward.

14

http://www.tla.ca/sites/default/files/news_policy/bc_coastal_forestry_final_report_october_2013_final.pdf
http://www.tla.ca/sites/default/files/news_policy/cfiwi_hr_strategy_april_2014_final_v3_postedonline.pdf
16
http://www.rtobc.com/global/pdf/RTO%2BLMI%2BReport%2B2012.pdf
15
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This sector operates on very tight margins. Good employees are your biggest asset. Are you ready to
commit to the steps that will help you have the skilled, trained, and available workforce you need to
keep BC’s forests and your business healthy?
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Appendices
Appendix 1 - Literature Review
Labour Market Information and War for Talent
2013 BC Silviculture Labour Market Information (LMI) and Training Needs Report
2012 BC Silviculture Labour Survey Report
Survey of Existing Labour Market Information for the BC Silviculture Sector - April 2012
Western Silvicultural Contractors' Association (WSCA) Worker Survey 2012
British Columbia Silviculture Sector Labour Population and Activity Study - April 2012
Construction Looking Forward 2013-2021 Key Highlights, February 2013; BuildForce
Canada/Construction Sector Council
Infoline Issue 13-32, August 6, 2013; BC Stats
LNG: British Columbia's Liquefied Natural Gas Strategy, July 2, 2013; BC Ministry of Energy, Mines, and
Natural Gas
Canadian Council of Chief Executives: Second survey report - skills shortages in Canada - March 2014
BC Coastal Forest Industry Labour Market Partnership Project – Labour Market and Training Needs
Analysis – February 2014
BC Tourism Labour Market Strategy
www.workbc.com
BC Silviculture Sector
Conversation and Collaboration: Building the future Canadian forest products sector with Aboriginal
Talent, Forest Products Sector Council December 2011
Growing Opportunities: A New Vision for Silviculture, discussion paper March 2009
Profile of Core Silviculture Contracting Activities in BC, Coopers & Lybrand 1997
Forest Fertilization Strategy, Ministry of Forests and Range, 2008
A New Silviculture Framework for British Columbia: Options & Recommendations Report, May 2011
Land Based Investment Strategy: http://lbis.forestpracticesbranch.com/LBIS/node/367
B.C Ministry of - Silviculture Strategy home page: http://www.for.gov.bc.ca/HFP/silstrat/index.htm
What is Not Satisfactorily Restocked in BC`s Forests, Ben Parfitt
BC`s Unprecedented Reforestation Challenge, Anthony Britneff, 2011
BCFORPRO-2011S Snetsinger - Not Satisfactorily Restocked
BCFORPRO-2012-1 Britneff_Corrected
BCSWI 2013 Communications Plan
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Silviculture-related websites
 http://www.replant.ca/index.html
 http://www.findaforestryjob.com/
 http://hardcoretreeplanters.com/
 http://www.tree-planter.com/?navigation_id=89
 http://bcwildfire.ca/
 http://foresttalk.com/
 http://www.canadian-forests.com/silviculture_nurseries.html
 http://www.workingforest.com/
Silviculture Forums
 http://www.replant.ca/phpBB3/viewforum.php?f=19
Social Media Hubs
 https://www.facebook.com/groups/13657234713/
 https://twitter.com/SoilBaron
 https://twitter.com/TreePlantingbot
Silviculture Blogs
 http://www.alternativesjournal.ca/community/blogs/green-student/tree-plant-more-justplanting-trees
 http://screefs.blogspot.ca/
 http://www.jeremyfcohen.com/tree-planting/

Geographic - Regional Needs
BC Labour Market Outlook 2010 - 2020
Earnings and Employment Tends Data 1406
Recent Trends in the Off-Reserve Aboriginal Labour Force Participation
Safety
Forest Practices Branch - Minimum Safety Guidelines for Tree Planters: on-line booklet:
http://www.for.gov.bc.ca/hfp/silviculture/planting/minsafe/MINSAFEE/MSGHOME.HTM
WorkSafe BC: Injury Prevention Resources for Forestry - Silviculture/Tree Planting:
http://www2.worksafebc.com/portals/forestry/SilvicultureTreePlanting.asp
Health & Safety in Tree Planting, Jordan Tesluk
Preventing Tree Planting Injuries, WorkSafe BC
Tree Planter Safety Tips: http://www.ccohs.ca/oshanswers/occup_workplace/treeplanter.html
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Human Resources Topics:
(Also see footnotes)
2014 Compensation Best Practices Report, PayScale
Class of 2014: Your Next Generation of Top Talent, Connectedu + Achievers
Employee Reward and Recognition Systems, http://www.inc.com/encyclopedia/employee-reward-andrecognition-systems.html
Global Human Capital Trends 2014: Engaging the 21st-century workforce, Deloitte University Press
What's my job? Managing Millennials in Today's Workforce, JB Training Solutions webinar
Changing Behaviour for Good: Wellness Incentives' Role in Driving Change webinar, Dr. Jennifer Turgiss Virgin Pulse Institute, Dr. Steven Noeldner - Mercer Health & Benefits
New Employer-Employee Compact, Harvard Business Review June 2013, Reid Hoffman, Ben Casnocha,
and Chris Yeh.
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Appendix 2 - Workforce Trends and Impacts Details
1. Millennial Generation
Millennial Generation, or Generation Y, is the demographic cohort following Generation X. There are no
precise dates when the generation starts and ends, but they are generally thought it be born during the
early 1980s to the early 2000, making these employees between the age 15-30. Millennials are
sometimes referred to as the boomerang generation or Peter Pan generation, because of the members'
perceived tendency for delaying some rites of passage into adulthood for longer periods than most
generations before them. These labels were also a reference to a trend toward members living with
their parents for longer periods than previous generations.
There are six key characteristics17 of Millennials that should be recognized.
1. Millennials feel special.
- They were eagerly anticipated by their parents and as a result are the most happiest and
healthiest. They seek attention and guidance, where annual or even semi-annual
evaluation/measurement isn’t enough. They want to know how they’re doing weekly,
even daily. Millennials require affirmation and positive reinforcement.
2. Millennials have been sheltered and structured.
- They have been the most protected in terms of government regulation. Parents have
left them very little unstructured time, going from extra curriculum club to afterschool
sports. This amount of structure has shaped an adult who requires guidance and
supervision.
3. Millennials are confident.
- They are not impressed by status and ranking, and instead want to be treated as equals.
They were raised by parent fostering a very healthy self-esteem. There can be an
expectation that things should be facilitated for them. This may lead to a sense of
entitlement.
4. Millennials are pressured.
- They feel pressured to constantly to perform for those who will be their judge. Being
pressured, they yearn for feedback. They thrive on constant feedback and often have
challenges being able to proceed forward, without feedback and direction.
5. Millennials are team orientated.
- They are used to being organized in teams. They are constantly socializing with one
another, utilizing technology to constantly communicate with one another. They seem
to like and thrive in group activities.
6. Millennials are achieving.
- They are expected to excel. They have often grown up with parents providing extra help,
individual attention, and other resources to help them with any obstacle. They want to
spend less time on tasks and reach success with less effort.
17

The Millennial Student: A New Generation of Learners, Michele Monaco, Malissa Martin
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It is more imperative now employers adjust to integrate Millennials in their systems and workplaces.
Millennials are afforded more choice and opportunity as compared to the previous generation, so if they
are satisfied with what is being offer in one place, they will go look elsewhere.
While Millennials are different from the previous generation and appear to beat to a different drum,
there are several positive reasons how Millennials benefit today’s workplace18.
1. Millennials are highly ambitious.
- A majority of them place an importance on jobs with chances for career progression and
personal growth.
2. Millennials want to learn and grow with employers.
- They consider employers that have career progression opportunities attractive. They
also value employers who offer opportunities for personal development and consider
training and development as
3. Millennials are motivated by more than money.
- While, they desire a decent wage, they also are motivated by meaningful work and a
sense of accomplishment.
4. Millennials are connected.
- They will expand your company’s digital reach hiring an employee who is active on
social media greatly increases a company’s digital reach which can assist in both
marketing and recruitment efforts.
5. Millennials are multitaskers.
- While there are opposing arguments about the benefits about multi-tasking, the ability
to multitask will help to cope with interruptions and changing priorities. Multitasking, if
practiced well, will greatly improve throughput while handling mechanical (automatic,
thought-free) tasks. However, not all tasks may be combined with other tasks.
6. Millennials are mobile.
- Many Millennials are will to work aboard. Employer with international activities can find
more willingness in this cohort than those with families and greater community ties
seen with older workers.

Millennials and Learning
Millennials learn a different way that the previous generation. Below helps understand the Millennial
Learner19.
Defining
Characteristic
1. Special

18
19

Characteristic Development
- measurement/assessment
-rewards for participation

Learning Application
-provide rewards; and provide individual and
group work opportunities

Why you should be hiring Millennials., Forbes, July, 2012
The Millennial Student: A New Generation of Learners, Michele Monaco, Malissa Martin, http://nataej.org/2.2/EJMonaco.pdf
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Defining
Characteristic

Characteristic Development

Learning Application
-provide frequent feedback
-teach to self-reward
-communication and awareness of
workplace cultures that may be different
than what they have experienced in
school/home

20

2. Sheltered/Struc
tured

-structured
-enforcement of rules and
regulations

-learning centered syllabus
-clear instruction and clear expectations
-course calendar with test and assignment
dates
-daily lesson and learning outcomes

3. Confident

-high level of optimism
-technologically savvy
-wants to assist in creating own
knowledge

-provide clear definition and paths to
success
-include a variety of technology in teaching
and assignments
- allow them to try rather than doing for
them20
- provide feedback
- give them opportunities for development

4. Pressured

-perform when judged
-immediate and continual feedback
on progress

-link content to real life applications
-provide communication in various forms
including technological means
-timely feedback
-simulation and case work through
technology and non-technology instructional
delivery

5. Team
Orientated

- Work well in groups
- socially active

-collaborative learning
-cooperative learning
-interactive learning
-opportunities for in and out of class social
learning activities
- share stories and ask about their lives
outside of work
- have fun

6. Achieving

- challenges evaluation and testing
methods

-develop a well-defined evaluation appeals
policy

Dude What's my job? Managing Millennials in Today's Workforce, JB Training Solutions
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Defining
Characteristic

Characteristic Development

Learning Application
-integrate a variety of evaluation methods
- explain what they can do and what they
can't (expect why)

Millennials and Promotion
Enabling Millennials to take leadership positions in your company can provide a competitive advantage.
Companies with a 30% proportion of young people in higher roles saw "aggressive growth," according to
the Global Leadership Forecast (the study looked at workforce issues affecting 13,124 leaders from
around the world, representing 48 countries and 32 major industries). When it's more like 20%, they
saw "little to low growth" rates. At the same time, they were the least engaged of all the age groups
studied, and the most likely to leave within a year.21 Researchers have suggested that social learning
opportunities, virtual workshops, and ways to connect in person with mentors, are all tools to keep
Millennials engaged and moving forward in the company. (See Succession)

2. Women
The percentage of employed women has risen steadily from the early 1990's to today. Women
represent 50.4%22 of the total Canadian population. In 2009, 58.3% of women were employed (8.1
million women). Based on the LMI 2013 survey, women were 42% of the employee population in 2013
(compared to 29% in 2012). Women have a higher completion rate of post-secondary education23 and
the majority (63% in 2013) of Silviculture workers were pursuing their undergrad degree. Based on
population and education statistics, women are a natural target group for the Silviculture sector.
Many research studies have shown gender diversity in the workforce provides other tangible benefits,
such as:


higher use of intuition (than men) in problem solving and decision making



more empathetic which is beneficial to communication skills, teambuilding and collaboration



women are more risk adverse which can lead to better safety outcomes.

3. First Nations and Aboriginals
Aboriginal career choice and interest tends to be based on caring and respect for land. Silviculture is a
natural fit with these values.
According to LMI study by FN Forest Council HR Strategy, 3,000 individuals will be entering the
workforce as new entrants (youth finished high school). Aboriginal representation in the forest industry
workforce is higher than the provincial average but concentrated in lower-skilled, part time and
21

http://www.fastcompany.com/3033950/the-future-of-work/why-the-most-successful-organizations-have-women-and-millennials-in-charg
http://www.statcan.gc.ca/pub/89-503-x/2010001/article/11475-eng.htm, (2010 data)
23
http://www4.hrsdc.gc.ca/.3ndic.1t.4r@-eng.jsp?iid=29
22
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seasonal positions24. Silviculture operations tend to be located in remote and rural regions where
Aboriginal communities exist. Young Aboriginals tend to have a lower migration rate than nonAboriginal youth to urban centers, meaning they are likely to continue to be available as ongoing
seasonal workers. These statistics reinforce that a focus on recruiting and retaining Aboriginal
employees is viable and necessary.
There is an existing infrastructure of support systems to help First Nations gain meaningful employment
in the workforce and the silviculture sector should consider leveraging these existing support systems:
-

most colleges and universities have First Nations support centres that are designed to enhance
the student experience that may be recruiting centres, and
all Bands have Employment Coordinators who are logical contacts when job postings are being
distributed

Many First Nations are interested in developing partnerships with local industry to gain entry into the
forest sector, improve community employment, and for long term sustainable business opportunities. A
partnership with a Tribal Council or Band could improve your access to a labour pool, as well as
mitigating risks through joint ventures.
Aboriginal people often have much lower education attainment that average Canadians, so there are
strong reasons to partner with First Nations, schools, and the FN Forestry Council to develop training
and development programs that offer career growth, where employees can gain industry experience
and potentially ladder into supervisory positions or even to trades in the long run.25

4. War for Talent
The war for talent is based on increasing competition for the same employees from within the Province,
across Canada and the around world. We live in a very mobile world, where employers can recruit for
the price of an airplane ticket to bring employees anywhere they operate.
BC is forecasting tremendous economic growth over the next decade. BC is developing the liquefied
natural gas (LNG) sector and attracting major project investment throughout the province. BC is the
trade gateway to the Pacific and is strengthening ties with Japan, China, Korea and India to become a
trade hub for goods, services and people travelling between Asia and North America.
Many sectors in BC are projecting current or future workforce shortage:


Natural Gas: Liquefied natural gas (LNG) is fast becoming a critical new sector of BC’s economy,
with $48 billion of projected investment between 2013 and 2022. In BC, there is an estimated
100,000 new jobs from LNG over the next thirty years.

24

BC Coastal Forestry Industry Labour Market Partnership Project, Labour Market & Training Needs Analysis Final Report August 2013,
http://www.tla.ca/sites/default/files/news_policy/bc_coastal_forestry_final_report_october_2013_final.pdf
25
Conversation and Collaboration: Building the future Canadian forest products sector with Aboriginal Talent, Forest Products Sector Council
December 2011.

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 68 of 90



Construction: In BC, there will be an estimated 54,500 job openings in skilled trades by 2021
(this does not including LNG estimates). There was an increase of 9,500 jobs in BC construction
from June 2013 to July 2013.



Forestry: By 2022, BC’s forestry sector is going to need 4,700 new people; the demand for skilled
workers will increase by 26% in the next 10 years, while occupational supply is predicted to grow
by only 8%.



Mining: BC’s mining industry estimates requiring over 17,000 new employees within the next
ten years. A shortage of 60,000 to 90,000 skilled workers is expected by 2017 according to The
Mining Association of Canada.



Shipbuilding: In the fall of 2011, BC’s shipbuilding industry got a major boost when Seaspan
Marine won an $8 billion contract to build new ships for the federal government. This project is
expected to create more than 4,000 jobs, many of which will require specialized skills.



Tourism: The number of jobs (full year equivalencies) in the BC’s tourism and hospitality sector
is projected to increase 45,000 by 2020. This represents average annual employment growth of
1.6 per cent, higher than the 1.4 per cent average annual growth rate projected for the province
as a whole.

All of these sectors are important drivers for the BC economy and each creates serious competition for
workers. With government initiatives in LNG and skilled trades, some of the current and future
Silviculture workforce may be drawn to different careers that offer similar attributes to Silviculture work
(physical work, outside, seasonality).
This scenario of skills and labour shortage extends across the Canada:


Canadian Chamber of Commerce estimates that by 2016, the country will face 1.5 million
vacancies for skilled jobs.



A recent survey by the Canadian Council of Chief Executives, which represents 150 of the
country’s largest employers, indicated that two-thirds of respondents said the shortage of
skilled workers would have a medium to high impact on their major projects and/or
investments.

For the first time in a decade, young people between the ages of 25 and 34 are moving en masse to
Alberta, Saskatchewan, and Manitoba, because that is where the jobs are. Statistics Canada figures
show BC lost 18,900 full-time jobs in 2013. Quarterly Statistics Canada figures show a net loss of 1,611
people from BC to other provinces from January to March of 2013. Once they go, it is hard to bring them
back.
As the demographics shift throughout the world - high workforce attrition rates (the rate which people
leave the workforce) and declining birth rates result in less available workforce globally to support the
demand required. Projections for the future show that demand for workers will grow faster than the
labour force across BC.
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26

The participation rate is a little reported number that tracks Canadians with jobs and those looking for
jobs as a percentage of the working-age population. The Canadian rate sits at 66.0% (August 2014) with
BC at 63.4%27. The participation rate has dropped from 67.8 in February 2008. The working age
population is considered anyone older than 15 years, with no upper limit. The most likely explanation is
that many Canadians are dropping out of the workforce because they are retiring with this trend
becoming more noticeable going forward.28
On a positive note, an extensive study which looked at data of older workers who left their careers
between 1994 and 2000 and followed their career paths for up to a decade afterwards shows that of
those Canadians who exited a long-term job at age 55 to 59, 60% were re-employed in some capacity
within 10 years.29

26

http://www.bcjobsplan.ca/bcjobsplan/
http://www.statcan.gc.ca/tables-tableaux/sum-som/l01/cst01/lfss01c-eng.htm
28
http://www.thetelegram.com/Business/2014-05-21/article-3733569/Aging-workforce-affecting-Canadas-labour-market-RBC/1
29
http://business.financialpost.com/2014/01/28/most-older-workers-who-leave-career-jobs-return-to-work-within-a-decade-statistics-canada/
27
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Many returned to work fairly quickly, which most holding a job within the first or second year after they
retired, with the probability of return sharply declining after that time. There seems to be some
optimism that qualified, experienced workers may be out there and able to help with transitions and
succession.
The war for talent will require employers to find creative ways to retain their current employees, while
doing everything they can to find new recruits.

5. Brand and Image
Branding of the sector (as well as your company) is a tool that helps employees and customers make the
choice to work with you. Branding is more than presenting a product or service, it is the story that
provides meaning and touches the emotions of the reader to make a connection with you. From an
employee perspective, the focus will be on how your values align with their values, your corporate social
responsibility, the positive social and environmental impact of the industry, outdoor lifestyle, physical
but rewarding aspects of the job. Success stories can be compelling reasons to take action and join (i.e.
the story of one woman who repaid $26,000 debt in 15 months by working as a tree planter).30
A positive company image is equally important. If a company that has a good reputation in the
marketplace, consumers (including employees) will make that their preference over similar businesses
offering similar products or services. A US based study31 claims there are 10 components of an
organization's reputation that can be used as reputation measurements:
1.

Ethics: the organization behaves ethically, is admirable, is worthy of respect, and is trustworthy.

30

http://www.theglobeandmail.com/globe-investor/personal-finance/home-cents/planting-trees-sows-a-plan-for-paying-off-bc-womansstudent-loans/article15024525/
31
http://www.businessinfocusmagazine.com/2012/10/the-importance-of-business-reputation/
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2.

Employees/workplace: the organization has talented employees, treats its people well, and is an
appealing workplace.

3.

Financial performance: the organization is financially strong, has a record of profitability, and has
growth prospects.

4.

Leadership: the organization is a leader rather than a follower, and is innovative.

5.

Management: the organization is well managed, has high quality management, and has a clear
vision for the future.

6.

Social responsibility: the organization recognizes social responsibilities, and supports good causes.

7.

Customer focus: the organization cares about and is strongly committed to customers.

8.

Quality: the organization offers high quality products and services.

9.

Reliability: the organization stands behind its products and services, and provides consistent
service.

10. Emotional appeal: it is an organization I feel good about, is kind, and is fun.

Spreading your brand and gaining brand recognition is accomplished through social media, as that
provides the greatest audience for small investments in dollars. This can be supported by great
websites, memorable logos, and keeping information current.
In the past, artists were targeted as tree planters as they came for the scenery. Silviculture needs to
develop a presence that will show the jobs in an attractive fashion and highlight the benefits to a crosssection of workers (Millennials, women and Aboriginal candidates).
If the candidate application process does not match the brand you are promoting, you will lose
credibility. Remember that the application process can be a great time to give job seekers a great
experience through prompt acknowledgement, follow-up emails, meeting commitment time lines, and
friendly customer service. Today's applicants post their experiences openly on social media. A positive
experience can help recruitment. A bad experience can damage your brand and image.
Happy employees are your best brand advocates. They will post their work experiences, likes and
dislikes on their social media and you may acquire a significant following from which you can advertise
job openings, potentially find candidates and expand your network.
Keeping connected with your Alumni through your social media sites is also advantageous to keep their
thoughts and ideas coming and to expand your network.
6. Technological Advances
The Silviculture sector has made some advances in applying technology for various aspects of the work:
safety reporting, incident investigations, training and work stats, along with the use of Geographic
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Information Systems (GIS) to map locations and Geographic Positioning Systems (GPS) to accurately plot
positions.32
The shift to mobile devices as primary computing power is also changing how technology is applied,
massive growth in computers and connected devices. Cisco has predicted "the internet of everything is
the new economy" will change the world of business.33 The future of technology will incorporate digital
business: cloud computing, applications and mobility. Sensors and devices will be connected to
computing power and provide data in unthinkable ways.
Millennial employees, as well as many others are accustomed to living with their mobile devices in their
hands and constantly looking up any question they may have. Building additional technology to support
jobs will lead to improved job satisfaction for employees, with many more improvements for employers.
Training
Corporate training is going through a massive change in delivery models. From on-line learning, to
YouTube videos to use of MOOC's (massive open on-line courses), education is being transformed. An
estimated 24 million people have tried on-line learning. Yet again, the Millennial workforce who are
technologically savvy are adept at building their job skills through on-line options and have an
expectation of continuous learning.
On-line courses have also been transformed to include interactive components. An example would be to
go through a chapter that teaches a skill through a web-based tutorial. Throughout the lesson, the
employee would be prompted to make choices that would require engagement with the training
module, and providing correct answers (or minimum score) before the system would allow the next
chapter to launch.
Historically, training programs were organized and facilitated with employees being invited to a
classroom. Now, employees expect training to be readily available through their mobile devices.
Employees can continuously upgrade their skills by incorporating learning into everyday work
experiences and progressing at their own pace. Learning is social, interactive, and has moved from
"delivering training" to "developing capacity".34

7. Compensation Tools
Research consistently shows that salary is rarely the most important factor in employee engagement or
decisions about whether to stay with a company. Money is always a factor when a basic standard of
living cannot be maintained, but otherwise decisions appear to be centered on fairness, recognition and
relationship with direct supervisors.

32

http://www.goforestry.ca/default.asp?mn=1.184.49.51
The Internet of Everything, Cisco, http://www.youtube.com/watch?v=ALL6MuFWs1A
34
Global Human Capital Trends 2014: Engaging the 21st-century workforce, Deloitte University Press
33
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Employees also choose to work for an employer not just because of salary, but because of a variety of
things they get back through intangible and tangible benefits. Examples of intangible benefits include
the nature of the work, outdoor activity, physical, environmentally friendly, team based work and
relationships, and satisfaction for job well done. Tangible benefits include: base pay, cash incentives,
training that leads to future career, camp food and camp environment, access to internet, etc. The right
blend of monetary and non-monetary rewards offered to employees can generate valuable business
results.35
In the Silviculture sector, ensuring that wages are paid following the Employment Standards Act (ESA)
rules seems to be a fairly important aspect for employees and for employers who want to keep a level
playing field across the sector. Once a commitment to paying according to the rules has been achieved,
there are many other compensation tools that can be considered.
Employees are becoming more aware of legal requirements and will be the drivers, pushing employers
to meet their obligations and commenting publicly about pay issues on social sites. Employers look to
achieve results that enhance individual performance as well as organizational performance through
improved job satisfaction, employee loyalty, and workplace morale. This can be done through perks,
financial incentives, and rewards and recognition.
Perks are inexpensive ideas that really add value to your employees. They can involve anything from
pizza days to gift cards, yoga to organic food. Even a day off with pay becomes a sought after reward, as
long as it is tied to an accomplishment or achievement (i.e. best volume with a clean safety planting
record).
Another idea is to use financial incentives or bonuses to drive behaviour. For example, paying a return
bonus to an employee after they have completed a set period of time (i.e. 30 or 60 days of another year)
would be a great return/retention reward. Additionally, using individual bonuses for employees who
solve a problem, create new methods, or teach their co-workers a better way to do their job (improving
results) are all great ways to drive the right behaviour, recognize great performance and improve
employee engagement (productivity). Incentive bonuses for top performance are still the most popular
form of bonus system in use today.
Teaching the link between safety and productivity will ensure that your accident/injury rates do not
skyrocket and help your employees understand that loss of productivity or inability to work due to injury
will reduce their overall income. It is a fine line to balance and they should understand the ramifications.
Rewards and recognition are tools that can be used to engage employees, improve morale and increase
productivity. Rewards and recognition can take many forms including:


simple thank you for job well done with genuine appreciation



recognizing achievements that occur during the day (individual and team-based recognition)

35

Implementing Total Rewards Strategies: A guide to successfully planning and implementing a total rewards system, SHRM Foundation's
Effective Practice Guidelines Series
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organizing activities (i.e. sports teams, games nights, following reality shows such as Survivor),
or



making charitable donations in the employee's name and/or paid time to provide charitable
work.

Recognition can have a positive effect on employees. It is a matter of choosing what employees want,
ensuring it is done on a timely basis and offering it authentically. 36

8. Value of Wellness
Wellness programs have been around for many years, starting in the 1970's. They started small, typically
with a pedometer and some challenge to see who could walk the farthest in a given period, or tracking
kilometers and measuring the distance employees walked around the world. Workplaces adopted
healthier lifestyles in response to several factors. The primary drive was to contain escalating health and
benefit costs (i.e. extended health plans, sick leave, short and long-term disability, life insurance
premiums) caused by an aging population and obesity-related illnesses. Employees were also the drivers
for healthier lifestyle choices, looking for help with smoking cessation, choosing better food types rather
than donuts at meetings and wanting time to exercise during break times. Other positive side effects of
wellness initiatives have been an increase in employee productivity and improved happiness.
The wellness industry has matured and programs can include many aspects, such as:
o Fitness programs that enhance physical fitness for the job and decrease injuries
o Diet and nutrition information
o Fatigue management program
o Stress management
o Emotional support including providing access to or awareness of tools to cope with issues
o Financial information, and
o Wellness can also cover spiritual, environmental, intellectual, occupational and mental health
aspects.
The outdoor environment and physical nature of the work attracts people who are interested in
wellness. With a little extra information and incorporating a program into the workplace, you can add
wellness to the list of benefits you offer employees.

9. Job Fit
Job fit can be defined as the measure of a candidate's positive attributes, needs and wants compared to
the company's requirements, needs and wants. When both align, there is a good job fit. Identifying

36

Class of 2014: Your Next Generation of Top Talent, Connectedu + Achievers
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personality traits, abilities, behaviours that are required for a job, allows an employer to determine if
the applicant can do a job, how they will do that job and if they enjoy that job.37
Employees who are a good fit for a job can be 2.5 times more productive in that role, which can be
another competitive advantage when you choose employees who can both fit your job and fit your
company culture. It removes the need to over manage, discipline, re-train, loss of productivity and the
high cost of turnover.
Understanding how to interview and to identify the right skills, abilities, personal suitability is the key to
reducing poor choices. Developing a good hiring guide with solid interview questions matched to the job
requirements that will uncover the true interests of the employee is critical. Training Supervisors and
Managers to understand how to interview and assess candidates will improve their outcomes. Many
organizations use job fit assessments during the interview process to learn more about the candidates,
their skills and to predict their job suitability.
On the employee side, creating a realistic job preview is a means to help the candidate really understand
the job that is on the table. They need to see the good, the bad and the ugly in order to make an
informed decision (the physical experience, the weather conditions, the culture, camp experience (food
& lodging), safety and injury risk).

10. Employer Driven Worker Development
Worker development starts from orientation and continues through many other phases. Training to
meet job requirements, for new legislation, on company policies and procedures, to provide supervisor
development, support career management, for succession planning are all examples of the types of
programs 'employers of choice' are providing to differentiate themselves. Training is a crucial
component of many Human Resources requirements: recruitment, retention, rewards & recognition,
compensation, career development and on. Training is a cost and takes employees out of the operation
so is not always feasible, especially in seasonal work settings. It also has many benefits including more
capable staff, retention, a candidate pool for promotion, etc.
Employee Development
Employers invest in a "grow your own" strategy to combat the war for talent, to provide for succession
needs and to keep the valuable employees they have today within their company. This type of
development matches the needs of Millennial employees who want to have continuous learning, and as
the largest portion of employees, employers need to make offerings that consider their needs:


training that is not just classroom or text based (video, social learning, and includes gamification
-games as part of learning)



hands-on, on-the-job, and cross-training opportunities



on-line, self-paced.

37
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Employees value training programs that lead to some form of "certification" or "certificate" that
enhances their job skills. Whether a program is called a certification, qualification, training or
competency program would have to be evaluated by employers and the sector.
Career Pathways
Career pathways can be developed for the sector that lay out the educational requirements, experiential
needs, and a step-by-step guide to the skills that must be developed to obtain a successful career path.
The career path demonstrates how workers in entry-level positions can gain skills and move toward jobs
in supervision, management and even other occupational categories (i.e. John Wallis' career path chart).
This type of approach increases awareness helps the industry recruit new entrants and provides a
positive outlook for potential employees.
Starting with high schools, the many sectors collaborate/partner with schools to create successful
programs that link education to careers. Whether it is participation in career fairs, science fair or
speaking to individual classes about career choices (such as introducing students to silviculture, and the
knowledge and skills required for tree planting, brushing and spacing, wildfire fighting and other
activities), there are many ways to partner with schools and share your stories with students (i.e.
volunteer with Junior Achievement).
Succession
Workforce planning is focused on having the right people, throughout the organization, in the right
place at the right time. Succession planning is a subset of workforce planning, but is focused specifically
on having the right leadership in the right place at the right time. A recent study by Stanford University
found that more than half of all companies cannot immediately name a successor to their CEO should
the need arise38
The majority of employers (65% 2013 LMI) reported 21 or more years of experience with 29% having 30
years or more. Table 98 discusses the fate of the operation when the current owner winds up:


40% are unsure what will happen



16% will no longer operate



10% take over by a family member



26% take over by an existing employee

 8% purchased by someone else
These 2013 responses match the Stanford University study - the majority of current owners do not know
who will take over.
If you know who your successor is going to be (10% family member, 26% existing employee) now is the
time to start preparing them for your departure. Think about succession as a process that helps an
individual to develop future needed skills as a way of protecting your investment in your company. A
successor will need a development plan that will help them be ready for the next role (marketing,
38

Succession Management: positioning our organizations leadership for business success, Right Management

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 77 of 90

financial management, bidding, people management, etc.). By identifying skill or experience gaps, a plan
can be written to help them develop or enhance the missing pieces. Much can be achieved through
coaching, development opportunities, and mentoring, as well as ongoing review and adjustment of the
plan. Application and knowledge through real life experience far outweigh the lessons through
textbooks.

11. Communication
The single biggest problem with
communication is the illusion that it has
taken place.
George Bernard Shaw
Good communication is an essential ingredient for all successful workplaces. Communications should
update employees on organizational issues, coworkers, their job, clients and future work, and anything
to build their sense of team and value to the organization. It needs to be clear, direct and give the
employee the ability to add their own information (ask for their input). Organizations must use a multipronged strategy to reach everyone, as we all have our own way of wanting and accepting information
(i.e. written material, spoken, electronic such as texting, email or Facebook messages). Through the act
of communicating, we make opinions, feelings, information and even our culture be known to others.
Supervisors have a large role in the communication of information to employees. They are the first line
and need to be able to clearly explain the rationale behind decisions, support management decisions
and policies and be able to defuse emotional responses. Good communication enhances personal
relationships.
In the absence of good information, employees may form their own story, which can lead to issues
assumptions, perceptions, conflict and even loss of goodwill and reputation. Clear communication is the
most important element to a business leader's success.
The biggest trend in communication has been the shift to mobile technology, making information
available at an incredibly rapid pace. Mobile communication has also become embedded in many lives,
because of its convenience, immediacy and simplicity. The fast pace of social media communication is
another challenge to manage. A whole new world exists with "digital influencers" who mention your
service and leave you to determine what they are saying, if it will sway others, and how best to engage
with them. Balancing their right to speak with your need to protect is the challenge. Most business
owners tend to react emotionally to negative messaging, which requires a calm approach before
responding. When faced with a crisis or difficult situation, timely, honest and transparent
communication will provide better outcomes than emotional, triggered responses.
While mobile communicating is growing, it still remains important to know how to communicate using
face-to-face discussion and interaction.
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12. Legal Landscape
The legal landscape continues to change as new legislation or new legal decisions add requirements to
employers, legal challenges add processes and increased risks, and small companies struggle to keep upto-date. Some key legislative changes in the past 10 years that have significantly altered policies and
procedures have included:


Bill C45 Due Diligence (March 31, 2004) - Criminal Liability of Organizations related to OH&S and
the elimination of the "I did not know" defense.



Human Rights Code, elimination of mandatory retirement (August 30, 2008) (changes impact
Age Discrimination, Performance Management, cost of benefits, and many other issues)



WorkSafe BC policies on workplace bullying and harassment (November 1, 2013) requires every
employer develop policies, reporting and investigation procedures and educate employees
about the policies and their duties and obligations.



BC Motor Vehicle Fees Regulations (2013: increased fines and ability to seize company vehicles)

As certain courts have become tougher on employers, higher penalties and awards have become the
trend (2013 pendulum shift in Workplace Law toward workers39 means tougher decisions against
employers). Employers must remain vigilant to understand the implications of new decisions and
continually train their supervisory staff in legal requirements.

39
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Appendix 3 - HR Solutions Inventory
A series of HR solutions were provided for consideration based on the trends in HR, data from previous
LMI surveys and discussions with the BCWSI Steering Committee.
Legend:
S= Sector
E= Employer
#

Theme: Recruitment Strategies

S/E

1

Brand awareness plan (for the Sector)
- Realistic job preview (outline of duties, typical day, wage expectations, etc.) communicated
via video, photos
- Presentation for school delivery (elementary, high school, university) by employer or
worker about the sector – impact on environment, safety and labour standards
- Career fair information
- Model for First Nations partnership agreement
- Model to engage more women to the sector
- Model to engage other seasonal workers that may be interested in work during silviculture
peak seasons
- Career Path and Career Development options
- Industry social media plan to attract new workers to the sector
Brand awareness plan (for Employers)
- Communication plans to demonstrate how your corporate values align with employee
values: Sustainability, Environmental Stewardship, Social Responsibility
- Communication plans to promote your
- Safety Record
- Supervisors experience and operational excellence
- Fairness
- Career Growth options
- Camp lifestyle (friendship, access to internet, fitness, good food, respectful workplace)
- Culture
- Wellness - Work/Life
- Reasons why an employee should choose you
- Clear description/worker profiles of all skills, knowledge, competencies and personal
characteristics of the best employee (Job Fit description) to attract similar individuals
- Solid interview guide and assessment process for candidates that identifies whether the
candidate is a good fit (motivated, willing to work, physically fit, dependable, able to handle
living away from home in camp, get along with co-workers, etc.).
- Use referral program to have current/past employees send candidates, but be
clear/specific about what you are looking for. Pay for successful referrals on completion of
probation or season. (57% report being recruited by someone employed in the sector as
playing a role in finding their first Silviculture job)
- Have “Ask a Worker Forum” where potential worker can ask questions that are answered
by real workers; answers are posted for all to view
- Collect and share ‘camp ‘environment best practices from within and outside sector that

S

2

3
4

5

6
7
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#

Theme: Recruitment Strategies

S/E

can be considered by all employers

#

Theme: Retention Strategies

S/E

1

- Creation of a pre-season orientation package for Workers
o Consider promotion of Fit to Plant information – incorporate enhancements if
necessary
o Include information about recommended equipment listing
o Expectation of your employer
o The finances of the work
- Off-season Newsletter and sector information targeted for workers – information about
upcoming season work demand, new regulations, safety issues
- Off and in-season information for workers (accomplishments of employees, issues and
how they are being resolved, upcoming work season plans, holiday greetings, company
successes)
- Review of options for compensation, benefits, perks, financial incentives and rewards &
recognition. Understanding Employment Standards Act (ESA) rules.
- Exit Surveys and "Stay" interviews with existing employees to understand what they like
and/or want changed
- A page to keep employees and Alumni connected (Facebook, LinkedIn). The benefits of an
Alumni network are many. As people who know your company, they can give you access to
potential labour pools (even potentially becoming re-hires for your company). The Alumni
group can play a special role as external providers of help, effective business practices,
emerging industry trends, and even new ideas they have gained in their new roles.
- On-the-job activities that build teams: yoga at camp, teams for sports or games
- Collect and share compensation and benefit best practices for seasonal workers from
outside sector that can be considered by all employers

S

2
3

4
5
6

7
8

S
E

E
E
E

E
S

#

Theme: Talent Management

S/E

1
2
3
4
5

- Career Path and Career Development Model
- Career Path Plans for individual employees
- Orientation of new employees - industry specific information
- Orientation of new employees - company specific information
- Identifying opportunities for workers to increase the number of days they work in the
sector annually
- Identifying possible companies/jobs for employees to maintain year-round employment

S
E
S
E
E

6
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#

Theme: Training40

1
2

S/E

- Rookie Development - How to plant...
- Supervisor Development - The seven modules in the Silviculture Crew Leader Training
program would be a good option for translation to web-based learning modules.
Historically, there have been a small number of people trained with this material (2007 to
2012 a total of 175 participants were trained). On-line would allow more employees access
and Supervisors could repeat sections and use the training material for reference, and share
experiences with other Supervisors (dealing with difficult employees, giving feedback,
managing non-compliance, correcting poor techniques, teambuilding & collaboration,
rewards & recognition, discipline, etc.).
3 - Coaching program for Supervisors
4 - Mentoring program - For field workers for future supervisors up to supervisor to owner
5 - Owner / Manager Development financial management, marketing, bidding, people
management, legal issues and changing legislation, etc.)
6 - Training in how to interview and select candidates
7 - Succession planning - For employers – identification of future supervisors, future business owners
- For workers – what does it take to own a company
8 - Harassment, Bullying, Respectful Workplaces other common training topics
9 - Annual Regulatory Update Webinar
10 - Fatigue Management program
11 - Collect and share supervisor best practices from within and outside sector that can be
considered by all supervisors
12 - Software development ideas could include:
- apps that track productivity and demonstrate metrics on daily basis for prompt
feedback (how much have I earned, where do I stand against my team for
productivity, where do I stand this year compared to previous seasons or previous
jobs)
- an interactive app for sharing knowledge and expertise: a system that would be
accessed by position (field worker, crew leader, supervisor, project manager) where
employees can post their best tips or post issues for answer and Supervisors ask for
help (i.e. I have a problem employee - how would you handle it?) or share safety
information (near miss - warning for others)

S
S

S
S
S
S

S
S
S
S

This list was narrowed down to the top 10 themes that will most affect the Silviculture sector in the
coming years. Fourteen solutions have been developed with detailed implementation plans and
timelines to help WSCA provide more tools to their members, according to the priorities established by
the BCSWI Steering Committee.

40

Appendix 3 includes an overview of the range of training techniques that can be considered.
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Appendix 4 - Detailed HR Solutions Priorities Listing
This document presents the BCSWI Committee’s responses to a survey on the HR preferred solutions to
the HR issues prioritized during the HR strategic session on September 26, 2014.
The survey was distributed to the Committee on October 18, 2014 and closed October 31, 2014. We had
9 completed surveys from which we have summarized the top Human Resources themes.
The results identify HR solutions that could be considered a high priority to be included in the BC
Silviculture HR Strategy, based on the over 75% of the Committee respondents considering it either a
priority ranking of 4 or 5. These are highlighted green in the tables.
HR Issue #1 - Career mapping: Helping workers understand the career advancement and lateral opportunities is an important retention
strategy. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

1

0

1

4

3

7

9

0
0

0
4

2
2

4
3

1
0

5
3

7
9

Web – text
Profile of workers who has experience career advancement – print

0

1

1

3

4

7

9

1

2

3

3

0

3

9

Profile of workers who has experience career advancement – video
Profile of employer to has had workers advance with the companies
3. Integrate materials into recruitment activities

1

0

2

1

5

6

9

1
1

1
1

2
2

4
4

1
1

5
5

9
9

1. Develop career map content for each activities – tree planting,
brushing/spacing, and forest firefighting; give consideration to the ‘forest
2. Develop products to communicate information
Print - text

HR Issue #2 – Promote Silviculture employment standards: It is important for the health and well-being of the sector that employers and
workers understand Silviculture employment standards. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options

# responses
Response
for 4 & 5
Count
prirotity

1 (Low)

2

3

4

5 (High)

1. Include content on BCBushwhacker.com
2. Develop video about employment standards – can be posted at employee portal
and provided to employers via WSCA
3. Develop webinar content
- hold employer seminars through pre-season

0

0

1

4

4

8

9

0

0

0

1

8

9

9

0
1

1
1

1
4

4
2

2
1

6
3

8
9

- integrate into supervisor training

0

1

1

2

5

9

- integrate into pre-season orientation

0

1

0

3

5

7
8
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9

HR Issue #3: Brand Awareness: In order to attract new entrants and play in the War for Talent Game, the sector needs to communicate an
identity, be present to workers who are collecting information to make career decisions and be alongside those sectors you are competing
against for workers. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options
a) Develop realistic job preview (outline of duties, typical day, wage expectations,
etc.) for all target jobs and develop/implement communication plan using video,
photos to help candidates understand the full scope of the job.
b) Develop a presentation/video about the sector for school delivery (elementary,
high school, university) by employers and/or workers about the sector – impact
on environment, safety and labour standards
c) Develop a plan for presence at career fairs
d) Present the sector and it opportunities to other seasonal workers that may be
interested in work during Silviculture peak season
e) Develop and implement a sector social media plan to attract new workers to
the sector
f) Develop an overview of the sub-sectors and include information on the working
environment, the living environment on various sectors
g) Determine the worker characteristics that make a good fit (motivated, willing to
work, physically, able to deal with camp environment, long stretches from home,

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

1

0

1

3

4

7

9

1

1

2

4

1

5

9

0

2

4

2

1

3

9

0

2

2

3

2

5

9

0

1

2

4

2

6

9

1

1

4

1

2

3

9

0

0

1

6

2

8

9

HR Issue #4: Preparing new and returning workers for the start of the season (equipment, fitness level, safety awareness, skills training). You
can never be too prepared and prepping for a season of the hardest work in Canada is critical to the workers and employers success of the
season. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

a) Creation of a pre-season orientation package for Workers
o Consider promotion of Fit to Plant information – incorporate enhancements if
necessary

0

1

1

4

3

7

9

0

1

1

2

5

7

9

o Include information about recommended equipment listing
o Expectations of your employer

0

1

1

1

6

7

9

0

0

3

4

2

6

9

o Employment standards
o The finances of the work
b) Orientation package should be delivered/available:

0

1

0

4

4

8

9

0
0

1
0

3
3

3
1

2
2

5
3

9
6

o Online
o Print
o Available publicly

0

0

1

3

5

8

9

2
1

2
1

2
2

2
2

1
3

3
5

9
9

o Available to employers for distribution

0

0

2

1

6

7

9

BC Silviculture Sector’s 2015 – 2020 HR Strategy

Page 84 of 90

HR Issue #5: Eliminating Harassment in the workplace. Harassment in the workplace negatively impacts recruitment, retention, and when it
does happen, diverts the employers valuable attention to deal with the ramifications. Sample Strategies for your consideration: Rank each
Answer Options
a) Develop a training module for Harassment, Discrimination, Bullying, and
Respectful Workplaces for delivery to employees (Understanding of gender
equality, sex based discrimination at work, sexual harassment in the workplace,
learning about workplace policies to eliminate sexual harassment; how to tell
someone to stop (or ask for help), how to put in a complaint)
b) Develop a training module for Harassment, Discrimination, Bullying, and
Respectful Workplaces for delivery to Supervisors and Managers (How to assess if
it is harassment or bullying; how to investigate; how to stop inappropriate
language, behaviour when it is demonstrated)
c) Develop an audit to be used by Project Managers/Owners to assess camp
culture to understand if the culture supports a harassment free environment or
encourages ongoing harassment
d) Create exit surveys for employees who leave the organization and/or stay
interviews with existing employees to check the status of harassment.

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

0

0

1

3

5

8

9

0

0

1

2

6

8

9

0

0

1

4

4

8

9

1

1

2

3

2

5

9

HR Issue #6: Being able to provide consistent stable work, year long. Sample Strategies for your consideration: Rank each line 1 to 5 or Not
Applicable
# responses
Answer Options
a) Finalize the restoration forest worker professional (John Wallis work) and
develop an implementation plan (operational) to promote the concept and get
workers and employers to think in this manner.
b) Research industries that have alternate time frames to provide referrals to
employees, and where possible, create connections with other employers to share
employees (e.g. ski resorts, seedling sorters, nursery workers)
c) Expand services offered into other seasons outside of the traditional work (e.g.
landscaping)
d) Add breadth to the services you undertake in the industry to have year-round
employment where workers transition to, after tree planting.

Response
Count

1 Low

2

3

4

5 High

for 4 & 5
prirotity

0

0

2

2

5

7

9

0

0

3

3

3

6

9

0

1

2

5

1

6

9

0

0

1

4

4

8

9

HR Issue #7: Supervisor Development - Supervisors are the key ingredient to worker satisfaction, worker retention, productivity and profits.
Attention to supervisors provides a big bang for the buck. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

0

0

2

0

7

7

9

0

1

3

3

2

5

9

0

0

1

4

4

8

9

d) Training in how to interview and select the right candidates.

0

1

1

4

3

7

9

e) Owner / Manager Development financial management, marketing, bidding,
people management, legal issues and changing legislation, etc.
f) Succession planning - what does it take to own a company?
g) Create a list of resources to locate information freely and for a fee for service to
support Supervisors and Managers that speaks to terminations, suspensions, and
discipline.
h) Collect and share supervisor best practices from within and outside the sector
that can be considered by all supervisors
i) Annual, pre-season sector update webinar

0

1

2

3

3

6

9

2

0

3

3

1

4

9

0

2

2

2

3

5

9

0

1

3

2

3

5

9

0

2

3

3

1

4

9

a) Re-develop the current seven modules of Silviculture Crew Boss Training into
web-based learning modules (enable broader access; allow staff the chance to
review/repeat
sections
when theyto
face
an issue).
b) Provide forum
for Supervisors
share
experiences with other Supervisors
(dealing with difficult employees, giving feedback, managing non-compliance,
correcting poor techniques, teambuilding & collaboration, rewards & recognition,
discipline, etc.)
c) Coaching program for Supervisors (how to encourage employees, teach, mentor,
give feedback, act as a coach)
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HR Issue #8: Increasing the workforce participation through First Nations and Women - These labour pools can be the answer to the labour
market tightness and sector competition. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options
a) Understand the existing or perceived barriers to entering the sector by
undertaking a research study
b) Establish a Women in Silviculture Working Group [First Nations in Silviculture
Working Group] or Task Force (many exist in other sectors - Women in Science
and Engineering (WISE), Women on Logistics BC, Women in Supply Chain) which
would advise on issues and champion initiatives to increase women and First
Nations in the sector
c) Identify the audience specific benefits to joining the sector and include in the
sector’s recruitment activities
d) Target outreach to groups and venues such as interest groups that focus on
First Nations and women (athletic, alpine organizations, cultural) and include in
the sector’s recruitment activities
e) Identify successful role models in Silviculture - profile these individuals in the
sectors recruitment activities ( i.e.- Web content, school presentations, career fair
material)
f) Promote safe and respectful work environments by:
o Providing employers helpful information via web, online content about creating
work environments that are attractive and all inclusive
o Developing a training content for employers and about creating an inclusive
work environment – this training can be delivered at a BCFSC annual safety
conference, WSCA AGM, or via webinar.
g) Create a list of all college and universities that have First Nations support
h) Create a list of all Bands, Tribal Councils and Nations who have Employment

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

0

0

2

5

2

7

9

0

1

3

2

3

5

9

0

1

3

2

3

5

9

0

0

2

3

4

7

9

0

0

1

5

3

8

9

0

0

0

0

4

4

4

0

0

4

2

2

4

8

0

0

4

4

1

5

9

1
1

1
1

1
1

4
5

2
1

6
6

9
9

HR Issue #9 - Harnessing technology tools to stay connected and improve employee productivity - Technology has been identified as one of
the leading trends that the sectors needs to respond to. Consider the development of the following applications Sample Strategies for your
consideration: Rank each line 1 to 5 or Not Applicable
# responses
Answer Options
a) Tally Tracker - allows planters & other Silviculture workers to use a tablet or
phone to record their daily production for work completed each
day/shift/project/season as well as compensation to be paid. Data could be
shared with employer for accurate payment of wages
b) Silviculture Worker’s POI (Point-of-Interest) Map - allows workers to record a
GPS location (aka point-of-interest or “POI”) for important moments in their work
career using their Smartphone’s GPS locater. A photo or notes could also be
attached to the POI location which could then be uploaded and tagged on a
Google map that could be made public or private.
b) Incident Reporting Tool - allows simple quick reporting of concerns, hazards,
close calls or other incidents with the option to make the report anonymous could
help
c) Training/Nutrition/Output Tracker - This would be an app that supports much of
the training and nutrition advice from the “Fit to Plant” program over to a mobile
platform.
d) Budget Tracker – provides advice to the workers about how to establish a
budget for their season’s earnings.
e) Mobile apps to support selected information that is developed as a result of HR
strategy.
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Response
Count

1 Low

2

3

4

5 High

for 4 & 5
prirotity

0

2

0

2

5

7

9

0

4

0

2

3

5

9

0

3

0

2

4

6

9

0

2

0

4

3

7

9

2

1

2

1

3

4

9

0

0

2

2

5

7

9
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HR Issue #10: Improving ‘benefits’ offered to workers (Intangible, tangible, perks, financial incentives, rewards & recognition) –
Workers are looking for more than money these days and employers of choice are
Answer Options
a) Describe possible financial incentives for workers (camp bonus for
productivity, bonus for retention/return)
b) Camp improvements: internet access, sports teams, yoga at camp, etc.
c) Collect and share compensation and benefit practices for seasonal workers
from outside sectors that can be considered by all employers.
d) Review Develop an inventory of options for reward and recognition that would
be meaningful for workers.
e) Develop a plan inventory of Wellness Initiatives that can be easily implemented
by employers.
f) Develop and distribute to employers: Silviculture Resource Camp Living
Environments Best Practices Guide

1 Low

2

3

4

5 High

1

3

2

0

3

0

2

4

0

3

0

2

4

0

3

0

0

4

3

2

0

1

3

4

1

0

1

3

4

1

# responses
Response
for 4 & 5
Count
prirotity
3
3
3
5
5
5

9
9
9
9
9
9

HR Issue #11 Improving communications between workers and their employers/supervisors about issues in a more timely and effective
fashion; creating a culture of collaboration – Poor communication is the source of many operational and personnel problems, so why not
expand the communication channels with those who directly impact your bottom line. Sample Strategies for your consideration: Rank each
Answer Options
a) Develop an Employee Feedback Forum app focuses on workers providing
feedback to their supervisor, project manager, or employer on issues of concern.
The feedback could be private, public, anonymous, or whatever selected by the
person providing the feedback
b) Have “Ask a Worker Forum” where potential worker can ask questions that are
answered by real workers; answers are posted for all to view

# responses
Response
for 4 & 5
Count
prirotity

1 Low

2

3

4

5 High

1

0

2

2

3

5

8

1

0

3

3

1

4

8

HR Issue #12: Rookie development - Rookies struggle with productivity in their first years and any leg up they can get will make then more
productive, and more likely to return. Sample Strategies for your consideration: Rank each line 1 to 5 or Not Applicable
Answer Options

# responses
Response
for 4 & 5
Count
prirotity
5
6

1 Low

2

3

4

5 High

a) Develop introduction information for new entrants with information such as:

0

0

1

2

3

o Effective techniques, such as ambidextrous planting
o Glossary of sector terms

0

0

1

4

3

7

9

0

2

2

2

3

5

9

o Tree species
o Regions
o Terrain

0

1

0

5

3

8

9

0
0

1
1

2
2

4
3

2
3

6
6

9
9

o Quality - coverage,density
b) Have information for reference online
c) Create forum on BC Bushwhacker and/or WSCA website that assembles
equipment profile, users ratings, supplier information

0

0

2

3

4

7

9

0

0

3

1

5

6

9

1

0

2

1

5

6

9
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Appendix 4 - Training Techniques
There are numerous training methods to help prepare and equip employees to better do their jobs, each
of which has their advantages and disadvantage.


Classroom or Instructor-Led Training
Advantages

-

-

-



Instructor-led classroom training is an efficient
method for presenting a large body of material
to large or small groups of employees.
It is a personal, face-to-face type of training as
opposed to computer-based training and other
methods we will discuss later.
It ensures that everyone gets the same
information at the same time.
It is cost-effective, especially when not
outsourced to guest speakers.
Storytelling grabs people’s attention

Disadvantages
-

Interactive Methods - this can include quizzes, small group discussion, case studies, active
summaries, Q&A sessions, question cards, role playing, games, and demonstrations.
Advantages

-

-



Interactive sessions keep trainees engaged in the
training, which makes them more receptive to
the new information.
They make training more fun and enjoyable.
They provide ways for veteran employees to
pass on knowledge and experience to newer
employees.
They can provide in-session feedback to trainers
on how well trainees are learning.
They can incorporate the actual doing along with
the knowledge for better retention.

Disadvantages
-

-

-

Interactive sessions can take longer because
activities, such as taking quizzes, playing games
or breaking into small groups are timeconsuming.
Some methods, such as participant control, can
be less structured, and trainers will need to
make sure that all necessary information is
covered.

Hands-On Training - This can include cross training, demonstrations, coaching, apprenticeships,
and drills.
Advantages

-

Sometimes it is not interactive.
Too much of the success of the training depends
on the effectiveness of the lecturer.
Scheduling classroom sessions for large numbers
of trainees can be difficult—especially when
trainees are at multiple locations.

Hands-on training methods are effective for
training in new procedures and new equipment.
They are immediately applicable to trainees’
jobs.
They allow trainers to immediately determine
whether a trainee has learned the new skill or
procedure through demonstration.
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Disadvantages
-

-

They are not good for large groups if you do not
have enough equipment or machines for
everyone to use.
Personal coaching can be disruptive to the
coach’s productivity.
Apprenticeship can be expensive for companies
paying for employees who are being trained on
the job and are not yet as productive as regular
employees.
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Computer based training (CBT) - CBT formats vary from the simplest to highly sophisticated
multimedia programs and can included text only, CD ROM, multi-media, and virtual reality.
Advantages

-

-

-

-

Computer-based training programs are easy to
use.
They can often be customized or custom
designed.
They are good for helping employees develop
and practice new skills.
They are useful for refresher training. They are
applicable to self-directed learning.
They can be cost-effective because the same
equipment and program can be used by large
numbers of employees.
They are flexible because trainees can learn at
their own pace and at a time that’s convenient
for them. Computer-based programs are
available 24 hours a day, 7 days a week. No
matter which shift an employee works, training
is always available.
Some programs are interactive, requiring
trainees to answer questions, make choices, and
experience the consequences of those choices.
This interaction generally results in greater
comprehension and retention.
They are uniform, which makes it possible to
standardize training.
They are measurable. When computers are used
for training, it is possible to track what each
employee has learned right on the computer.
Most programs have post-tests to determine
whether the employee has understood the
training. Test scores give trainers statistics for
training evaluations. The records of participation
are valid for oversight bodies (i.e. WorkSafe BC
inspectors).
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Disadvantages
-

-

-

These programs require trainees to be computer
literate.
They require trainees to have computer access.
There is little or no interaction with a trainer; if
trainees have questions, there’s no one to ask.
These programs are not effective at teaching
“soft-skills,” such as customer service, sales, or
sensitivity training.
They are not the best choice for new or onetime training. Trainers need live interaction to
ensure new skills or concepts are being
communicated. Trainees need to be able to ask
questions and receive feedback.
Some poorly designed programs are “boring”
and result in trainees having a poor retention
rate of the material as well as a low finish rate.
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Online or E-Learning – This can include web-based training, videoconferencing, audio
conferencing, webinars, MOOC's (massive open on-line courses) and online colleges and
universities.
Advantages

-

-

-

Online or e-learning programs are effective for
training across multiple locations.
They save the company money on travel
expenses.
They can be a less expensive way to get training
from expert industry professionals and
consultants from outside the company.
They are useful for refresher training.
They are good for self-directed learning.
They can be easy to update with new company
policies or procedures, federal regulations, and
compliance issues.
They offer trainers a growing array of choices for
matching training programs to employee
knowledge and skill levels

Disadvantages
-

-

-

These programs require trainees to be computer
literate.
They are usually generic and not customized to
your company’s needs.
Some employees may not like the impersonal
nature of this training.
Some employees may not have the literacy to
understand the material.
Employees may be too intimidated by the
technology or the remoteness of the trainer to
ask questions.
Lack of computer terminals or insufficient online
time may restrict or preclude access to training.
Inadequate or outdated hardware devices (e.g.,
sound cards, graphics accelerators, and local
area networks) can cause programs to
malfunction.
Your company’s Internet servers may not have
enough bandwidth to receive the materials.
Self-instruction offers limited opportunities to
receive context-specific expert advice or timely
response to questions

Using several methods for each training session may actually be the most effective way to help
employees learn and retain information.
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