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Changing Employment Demand and Skill Needs in British Columbia

Section 1
Introduction
The goal, approach taken, and purpose of the paper are stated
The goal of this paper is to present and discuss issues and projections which describe and quantify
current and projected changes in employment demand and skill requirements. The major premise is that
labour demand must be a key driver of skill development. This applies equally to the skills of new
workers entering or re-entering the workforce and existing employed workers for both groups will be
impacted by changing skill needs. Many will face changing jobs and even careers in their working life.
The approach taken in this paper rests upon the demand side for work and is two-fold. First, to provide a
. picture of why and how employment demand is changing and projected to shift due to fundamental
structural economic changes; what and where lie the greatest and growing areas of employment
opportunities; and what do these changes imply in terms of skill requirements. Critical to understanding
the nature of how employment demand is unfolding is bringing together an examination and
understanding of both quantitative shifts in employment by industry, occupation and firm size, and
qualitative changes in conditions ofwork and changing structures of work organization. Second,
presented are a number of implications, challenges, policy issues and critical questions which arise
directly from how employment demand is changing. These are raised in a context of how the demand
side of employment can directly be applied and related to the larger issue of training and education
responses to changing skill needs.
The purpose of the paper is to contribute to the broader public policy discussion and to decisions
regarding appropriate skills, training and education responses in the face of a changing future demand
for employment. Its intent is to contribute to informed discussion and attention with respect to the
demand side of employment - what we know about it and how this can be better meshed into skills and
training efforts. It also recognizes further areas where we are lacking in data, information and
understanding about employment demand and employer needs, noting that ongoing and new research on
employment demand is critical to the relevance and adaptation challenges of the skill development and
learning system.

Section 1 Includes:
• Context
The "Training for What" Question
411
Organization of Paper
411
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Context
The nature of work is changing, providing challenges for the skills training and education systems
in British Columbia. There is concern that we are not keeping up to the demands of technology
and the economic and labour market restructuring.
Economic restructuring, natural resource constraints, rapid introduction and diffusion of new technology
and increased international competition are pushing the B.C. economy towards a knowledge and
information base, but there are concerns that the workforce is not adapting to this fundamental shift as
quickly as the change is happening. One result is a growing number of unemployed workers whose
skills, training and education do not match the available openings for workers (often refened to as
structural unemployment), or who lack the marketable skills for those available employment
opportunities which meet their expectations or needs in terms of income. At the same tiine, these
changes to the economy and workplace are transforming the very nature and kinds of work required
from those cunently employed, often demanding new and different skills.
Jobs have changed; a growing number of employment opportunities are no longer full-time, 9 to 5 work
with a large employer. A growing number are part-time and/or temporary in nature. The majority of net
new employment is with small employers and self-employment. Fiscal constraints are not sustaining
employment expansions in the public sector like in the past, while corporate downsizing and outsourcing
of work by large private sector employers is limiting employment growth in large firms. This has
profound implications for the skills, training and education systems in B.C.
Since the 1960's there has been a transformation of formal post-secondary level education and training in
British Columbia with the addition and expansion of public post-secondary institutions. This expansion
has resulted in raising the overall educational attainment of the labour force. Some feel that the demands
for increased numbers of post-secondary trained workers has grown faster than the supply. An additional
concern is a perceived mismatch between the fields of study and areas of training being undertaken by
individuals and the changing structure of available job opportunities in the labour market. For example,
enrollments in engineering, science and technical fields at the post-secondary level continue to be a
fairly small share (in some cases, a declining share) of overall enrollments in post-secondary schools. At
the same time, enrollments in career and technical programs at colleges have seen a declining share of
overall enrollments. Yet more fundamentally, concerns have been growing over the general preparedness
of workers for the new and changing demands of work in the new economy.
Worker transition and adjustment are growing issues of concern because of the degree of economic and
labour market restructuring cunently underway. Many new jobs require different and/or higher skills ·
than are possessed by many persons in the workforce, those displaced from declining areas of
employment and by many of those entering the labour market with low educational attainment and no
specific job skills. These fundamental economic and labour market changes raise societal and public
policy issues of how to address the ongoing challenge of continual adjustments.
To contribute to better understanding of these larger issues, this paper seeks to raise the level of
understanding of how employment is changing and is projected to change, what are the most promising
and what are the declining areas of jobs and work, and what further information through research on
employment demand needs to be expanded upon to continually improve adjustment effmis.
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The "Training for What" Question
a discourse on the need to improve the ability of training and skills development strategies to meet
employment opportunities and skills requirements
The linkages between skills, training and education and the economy and labour market are becoming
more interdependent and crucial, and the relationship between them has come under intense scrutiny.
The graphic below provides an overview of the connections between the labour market and skills,
training and education systems. In seeking to practically linlc all of this together, there emerges the
increasingly challenging question of "training for what?". Yet the very meaning of this question differs
depending on who is asking it, whether it be a high school student considering career options, a fifty
year old unemployed worker, or a small business owner who needs her employees to learn a computer
billing system.
Initial training (for those seeking employment for the first time) or retraining (for those unemployed or
seeking work in another occupation and/or industry) is one major side of the training for what question.
An equally important challenge concerns skills upgrading and work related and workplace training for
those currently employed who are facing changing and new skill requirements. Training cannot
guarantee a job or employment, it can only make those seeking work more competitive in securing
employment. Similarly, workplace training cannot guarantee that businesses will grow and succeed, only
that they will be more competitive, efficient and able to respond to customer needs if their workers
upgrade and advance their skills to meet changing skill requirements.
A Labour Market Diagram;

Public policy advancing access to strategic training that better relates to the needs of employers and
available growing areas of employment opportunities does not guarantee jobs, but it greatly improves
the odds. Those who ask the question "training for what" from a perspective that there are not enough
jobs available to bother, may be asked in return:
• Will limiting access to learning and skills acquisition work better?
• Does it make sense to continue to rely upon or emphasize primarily passive measures to assist the
unemployed?
• In an environment where global forces and pressures are fundamentally changing our economy
(and with it the employment structure and requisite skill needs of workers) is not training and
skills development, along with other active measures more necessary than ever before?
One road to the future is to train and educate ourselves towards fuller employment, recognizing that the
path is not without obstacles. This course recognizes the importance of making changes and taking
actions which work toward ensuring that training, education and skills development better aligns with
skills needed for available employment opportunities. In fact, the challenge of training for what the
labour market is demanding is a key direction of the current policy and program actions for skills
development, training and education in British Columbia.
The major challenge of the whole "training for what" question is to address the nexus of better linldng
training and skills development efforts to meet employment opportunities and skills requirements. It
begins with the acknowledgment that the challenge is far from trivial and there are no easy or quick
fixes; what is required is a long-term commitment to solutions. Yet, much of the appropriate answer to
the training for what question rests upon understanding and actively meeting the demand for workers by
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employers - by better ensuring the skills imparted and acquired by learners are those which employers
value and need, and which in turn lead to improved employment outcomes for workers.
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Organization of Paper
Section 2 explores drivers of change impacting the labour market and provides some introductory
discussion and evidence outlining concerns over a growing structural unemployment problem in
B.C. and Canada.
There is a growing consensus that there is a changing structure in the world of work and hence the skills
required of workers in all developed countries. B.C. is no exception to this trend. Forces and pressures
contributing to this changing structure of future employment and skill needs include the continuing
restructuring of the economy (with high growth in particular sectors and rapid decline in others), the
introduction and diffusion of new technology and a changing demographic environment. Also
recognized as a driver of change are major public policy decisions which have direct and indirect
impacts upon the labour market. Readers already familiar with these drivers of change may wish skip
'
section 2 and immediately go to Section 3.

Section 3 provides an examination of issues, trends and projections which describe and quantify
recent, current and future changes in employment demand.
This covers industrial and occupational shifts in employment, and changes in conditions relating to the
nature of work including the rise in non-standard and contingent employment, the growing prevalence of
work in small firms, the changing dynamics in work organization and the evolving transformation in the
terms of employment - towards other types of work arrangements besides the traditional
employer-employee relationship. These changes and projections are illustrated with attention to their
implications for changing skill requirements. Finally, an illustrative listing of employment projections
by detailed occupation is presented in terms not only of the greatest number of openings and strongest
growth, but their characteristics and prevalence of non-standard employment, size of employer,
education/training requirement, income range and other factors. The illustrative listing operationalizes
and seeks to provide the broader picture regarding terms and conditions of employment beyond simply
projected estimates of openings and growth.

Section 4 raises a number of implications, challenges, policy issues and critical questions which
arise directly from how employment demand is changing.
These are raised in a context of how the demand side of employment and changing skills needs can be
more directly linked to the larger issue of training and education responses.

The paper concludes in Section 5 with a summation of the issues discussed in relation to future
employment demand and skill needs.
This includes a brief outline and some examples of the approach and direction being taken in British
Columbia to enhance access to and relevance of training to meet employment demand. Finally, some
concluding thoughts are provided with respect to the ongoing challenge for meeting continually
·
changing skill requirements in the labour market.
······································-······-····-----···-·
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Drivers of Labour Market Change
Globalization, technological change, public policy, changing skill requirements, and requisite job
tasks within occupations are impacting employment demand in B.C.
The economy and labour market in B.C. are experiencing changing stmctural forces and pressures, many
of which are externally driven. Globalization of markets, technological change, changing
customer-driven demands, and changing patterns of trade are combining with changing demographic
trends to fundamentally impact and alter the stmcture and dynamics of the B.C. labour market. At the
same time, the size of the labour force has increased greatly over the past 20 years as the majority of
families with two adults now have both partners in the labour force to meet their family income needs
and/or career aspirations.
The mix and concentration of these pressures and forces affect different regions of the province to
varying degrees, creating both common and unique adjustment challenges which can vary due to factors
such as community size, geographic location or local economic concentration and dependencies.
Adjustments are continually required to respond to jobs in new areas, workplace closures and openings,
new and different jobs skill requirements, a demand for a widening platform of generic skills
·
(communications, math, computer literacy, learning skills), the emergence of new occupations and the
disappearance of others, and changing skill requirements and requisite job tasks within occupations.
More fundamentally, these changing global forces are altering not only the composition of economic
activity, but also the means and processes by which workers and employers in B.C. produce and deliver
both existing and new, goods and services. New economic activity and jobs in technology, service and
information sectors are seeing an upward shift in skill needs, while at the same time, many traditional
sectors are requiring a changing and increasing set of skills from their workers. Another driver of labour
market change impacting employment demand in B.C. either directly or indirectly, is public policy at
both the provincial and national level. Public policy decisions can also combine with external drivers of
change like globalization and technological change in impacting the labour market.
The purpose of this section is to highlight some of these drivers of change which are responsible for
economic restmcturing and its impact upon the labour market and employment, and build some
understanding which will be useful in Section 3 in examining recent and future changes in employment.
'-··-··········--."-':':.=-····-=··=····=······=·•·><·-=·····-=-·····=··===···-=···-=··-··=··-··=-·····=···-··=···=······=·······=···=·=-·····=···======······=·······=···-=···=··-=-··=···==·=·······=·······=·-·=······=······=···--=··-=·····=·······=·················":.".~-=:.=:::===···--·-·-·-'

Section 2 Includes:
•
•
•
•
•

Technological Change and the Information Technology Explosion
Globalization of Economic Activity and Customer-Driven Demands
Demographic Change
Public Policy Decisions Also Drive Labour Market Change
Concerns over Rising Structural Unemployment
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·················"·=·'·'·~··"·~·=·"·=·=·'''"'·=·'·~·"·"·

Return to menu of sections

Return to Labour Market Information home page

1 of 1

07/04/97 12:09:08

Technological Change and the Information Technology Explosion

http :I/www .ceiss. org/randa/empdeman/content/page2l.htm

Changing Employment Demand and Skill Needs in British Columbia

Technological Change and the Information Technology Explosion
Technological innovation produced a new economy based on information and knowledge. As a
result there is a strong demand for human skill to perform such tasiU~ as operating sophisticated
machines, communicating, and analysing data.
Technological innovations have allowed for improved production processes in nearly all industries and
enabled the creation of many new products and services. These innovations have had profound
influences on living standards and our non-working lives since the beginning of the industrial revolution.
Until about the 1950's, technological change had its greatest impact to employment in the primary and
secondary economic sectors. The advent of information technology (IT), which really began to take off
in the 1980's and has exploded in the 1990's, has strongly impacted employment in nearly all economic
sectors. At the heart of what many refer to as the "new economy", built on information and lmowledge,
is the microprocessor which combined with clever software and accessed through the personal computer
has formed a powerful tool for a growing list of work-related applications. Connectivity between
computer users through local, company and global networks is changing the way that organizations in all
sectors operate, how workers do their work, and the types of work they perform.

Figure 2: Number of computers for every 100 persons

The impacts of technology, particularly information technology, have contributed to industrial and
occupational shifts in employment, the changing nature of work; and the changing structure ofwork
organization (see Section 3).
It is important to appreciate the synergy that comes from combining new technology with human skill.
In a knowledge-based world, sophisticated machines and tools require skilled and adaptable people to
effectively apply technology in the delivery and production of services and goods. Relevant technology
consists not only of sophisticated machines and processes, but also people skills to communicate,
analyze data, function in groups, solve problems, learn and facilitate change. The accelerating speed
with which information technology is advancing is pointing to the need for workers of the future to be in
a perpetual learning mode, acquiring new and different skills to keep up with new technologies which
,
have a direct bearing on their working lives.
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Globalization of Economic Activity and Customer-Driven Demands
Economic activity has globalized through technology and trade liberalization. As the lines blur
between manufacturing and services, a demand is created for workers with generic, employability
sldlls on top of occupational specific sldlls.
Advances in technology, greater international trade liberalization and the rise in transnational commerce
and movements of capital has sparked a globalization of economic activity and has changed the
standards by which firms compete. This globalization has afforded consumers a much greater variety of
choice and power -enabled partly through growing information - and has created a much more
demanding and sophisticated consumer of goods and customer of services. Today's customer/consumer
is demanding va:dety, customization, convenience and timeliness, in addition to quality and price, and
businesses are forced to respond. There is a blurring between where manufacturing ends and services
begin for many firms traditionally thought of as being in the goods sector.
For many firms, whether they are producing something you can touch like a computer or cedar shingles,
something that can only be experienced like helicopter skiing, or something that is transparent but real
like insurance coverage, success comes from the degree to which their service or product meets their
customers' needs. Much of the value is the service that is built into that something - the way it is
designed and delivered, billed and bundled, explained and applied, repaired or renewed. Value is
dependent on the integration and connectivity of these steps throughout the production/provision of a
product/service. The interaction between businesses, their workers, and the suppliers and customers who
trade with them has fundamentally changed and been brought closer together. This integrated and
connective approach, when combined with the drive to add value and reduce cost, is also resulting in the
contracting out of work often previously nearly all done within a single large organization. The result is
often a reduced core organization in terms of direct employees, but with more suppliers and contractors
who specialize and undertake work on distinct components but who continually communicate and
·
interact together.
Another implication of this new emphasis on doing business is that many workers previously required to
be narrow specialists for distinct functions can no longer remain isolated from the larger process. They
will still require up to date, technical and occupational specific skills, but will also need a wider range of
so-called "generic" or "employability" skills like problem solving, computer literacy and customer
responsiveness to meet the challenges of an integrated way of doing business. Given the importance of
these softer skills, it is important to briefly describe what is included and meant by generic employability
skills.
In separate efforts by the Conference Board of Canada, the US Department of Labour and others who
have worked with employers in articulating their shared needs, a common set of generic employability
skills has emerged (see Figure 2). These qualities, competencies, attitudes and behaviours are
increasingly what employers are looking for in new workers in addition to necessary technical and
occupational skills. They are transferable with a worker, and can be applied across all industry and
occupational categories. The acquisition of such employability skills often takes place in fairly informal
ways through work and life experiences, but it is recognized that such skills can and should be also
nurtured and developed as a part of secondary and post-secondary learning. As we will see in Section 3,
generic employability skills are critical for workers to enable their flexibility to respond to the growing·
trends of non-standard employment arrangements, strong growth of work in small businesses and flatter
organizational work environments. Such trends are particularly evident in business services, tourism,
community-based health services and retail sales- all sectors which we will see below that are projected
to have strong employment demand.
In the past, technology and globalization hit chiefly the manufacturing sector, but there are now signs
they are also able to displace knowledge based jobs in dynamic services like very rudimentary computer
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programming coding work, which in some cases can and has been transferred off-shore.
No industry or occupation is completely immune from such changes. The ability of workers to
successfully adjust in a changing labour market which offers less security than in the past points to the
need for all workers to be aware of, and to develop generic employability skills. These skills will prove
to be more durable and more transferable than the requisite technical skills of a particular occupation.
Workers who carry strong generic employability skills and who can quickly acquire new occupation
specific technical skills will always be in demand.

Generic Employability Skills: What Employers
Look For
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Demographic Change
The demand for sldlls, training, and education is increasing due to traditionally
under-represented groups entering the labour force, an overall increase in B.C.'s population, and
the need of the aging Baby Boomer generation to update its sldlls for the new workplace.
Changes in the size of the population and its structure provide a direct influence on the labour market in
terms of worker supply and demand. Demographics influence the amount and mix of domestic demand
for services and goods, both for those supplied by the private sector and the public sector (like health,
education and public infrastructure). This in part shapes the occupational requirements of employers and
hence the composition and number of employment opportunities. On the supply side of the labour
market, demographic change impacts the working age population, which combined with the proportion
who are able and wish to work, determines the size and composition of the labour force. Finally, given
both the changes in employment demand and size of the labour force, the skills, training and education
needs and requirements are affected.
Currently over 3.6 million persons reside in British Columbia. The people of British Columbia are a
culturally rich and increasingly diverse population. This trend has been accelerating with the strong
population growth in the province over the past eight years that has been driven by international and
inter-provincial in-migration. This population growth has provided a strong boost to aggregate economic
activity in the province. In contrast to central Canada which suffered a severe employment decrease
during the 1990-92 recession, British Columbia experienced continued strong employment growth
relative to the rest of Canada.
Net in-migration is expected to moderate over the next five years from the recent record levels, but will
continue to drive population growth in British Columbia. The proportion of population growth due to
natural increase is expected to decline. This continuing population growth, the highest of any province in
Canada, when combined with relatively stable labour force participation rates is forecast to drive
increases in the size of the B.C. labour force of between 2.0-2.4% annually over the next five years.
The age structure of British Columbia is shaped mainly by the postwar baby .boom and the subsequent
drop in birth rates. As baby boomers continue to age, so will the province's population. The median age
in 1976 was 29.1 years, rising to 35.3 years in 1994, and is projected to reach 41.7 years by 2016. The
combination of increased life expectancies and low fertility rates relative to past standards, will drive
this aging trend. The changing relative size of different age cohorts has a direct impact on the mix of
domestic demand for goods and services. The aging trend of the population is projected to increase
demand for a variety of areas including financial planning, retirement housing, health care, travel
services and restaurant meals. With the exception of housing, the impact in terms of employment is
concentrated upon services.
Given its relatively large size, the baby boom age cohort continues to have profound influences on the
very structure of employment and the workplace. Baby boomers between the ages of 29 and 48 currently
make up over half the B.C. labour force. Those in the front part of the baby boom who are currently aged
35 to 48 constitute well over one quarter of the labour force, but have come up against a traditional
pyramid-shaped organizational work structure. Relative to the previous generation their progression and
promotion chances have become clogged due to their large numbers. Hierarchically configured
businesses have tended to shed middle management workers. Others have responded by flattening their
structures so the emphasis for progression is often lateral. That often leads to changing of occupation
which in turn increases the need for retraining.
These front end boomers (aged 35 to 48) are now at the age where they have a variety of skills,
experience and expertise but are coming up against too few upper management positions to
accommodate them. In the case of women, many have run up against a "glass ceiling" culture of
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traditional male management Many have responded by starting up their own small businesses or have
sought self-employment opportunities.
Despite the overall aging of the workforce, British Columbia's youth population is growing more
quickly than that of any other province in Canada. In recent years, the youth population aged 15-24 has
continued to grow, while declining throughout the rest of Canada. Consequently, the share of Canada's
youth residing in B.C. has been steadily rising over the last decade. Strong interprovincial migration into
B.C. among all age groups means that higher than average population growth is seen even among youth
aged 15-24. This increase will translate into additional pressures being placed on the programs and
services which are geared to meet the needs of youth in this province, including education and training.
Although the number of youth is growing in B.C. and continues to do so, the share of B.C.'s total
population aged between 15 and 24 is on the decline.
Approximately 7 5 per cent of the existing workforce will still be in the workforce fifteen years from
now. Many of these workers will require training and skills upgrading to meet the changing world of
work in the 21st century. Responsible public policy suggests that traditionally under-represented groups
in the labour force, including women, aboriginal people, visible minorities and persons with disabilities,
should have an equal opportunity to enter the workforce, and must be offered increased access to
training and skills development opportunities. These persons will make up an increasing share of new
labour force entrants.
While the aging of the population is often associated with predictions of a grey boom, population
projections indicate a greater number of persons at all ages. Accordingly the demand for skills, training
and education will increase for all age groups. During the 1990's and beyond in terms of pure
demographics, there will be the greatest increase in demand for skills upgrading, retraining and lifelong
learning for the core working age population aged 25-55.
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Public Policy Decisi~ns Also Drive Labour Market Change
Decisions made by the government, such as the one to reduce transfer payments to the provinces,
can have severe implications for the learning system and the labour market while initiatives such
as Skills Now! have a positive impact.
In addition to the more external drivers of labour market change, it is recognized that many public policy
decisions also directly or indirectly have an impact on the labour market. The Federal Government's
1995 Budget, recently made law through the Budget Implementation Act, will mean dramatic reductions
in spending transfers to the provinces. The Federal actions to shed responsibility for significant portions
of social spending will especially single out B.C. as one of the "have" provinces, and will have
repercussions in the labour market. Reduced Federal transfers of taxpayer dollars back to the provinces
for post-secondary education, health and income assistance suggest severe implications for the learning
system and the labour market. In B.C., public policy initiatives like the Forest Renewal Plan, Skills
Now!, New Directions in Health Care and the provincial Debt Management Plan have impacts on the
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labour market and enhancing employment demand in sectors like forestry, health and education and
training. For example, increased requirements for forest conservation and sustainability will positively
impact employment for workers on the pre and post harvesting sides of forestry. Public policy decisions
and actions need to be considered in tandem with technological, economic and demographic factors, as
key drivers of labour market change.
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Demographic Change
The demand for sldlls, training, and education is increasing due to traditionally
under-represented groups entering the labour force, an overall increase in B.C.'s population, and
the need of the aging Baby Boomer generation to update its skills for the new workplace.
Changes in the size of the population and its structure provide a direct influence on the labour market in
terms of worker supply and demand. Demographics influence the amount and mix of domestic demand
for services and goods, both for those supplied by the private sector and the public sector (like health,
education and public infrastructure). This in part shapes the occupational requirements of employers and
hence the composition and number of employment opportunities. On the supply side of the labour
market, demographic change impacts the working age population, which combined with the propmiion
who are able and wish to work, determines the size and composition of the labour force. Finally, given
both the changes in employment demand and size of the labour force, the skills, training and education
needs and requirements are affected.
Currently over 3.6 million persons reside in British Columbia. The people of British Columbia are a
culturally rich and increasingly diverse population. This trend has been accelerating with the strong
population growth in the province over the past eight years that has been driven by international and
inter-provincial in-migration. This population growth has provided a strong boost to aggregate economic
activity in the province. In contrast to central Canada which suffered a severe employment decrease
during the 1990-92 recession, British Columbia experienced continued strong employment growth
relative to the rest of Canada.
Net in-migration is expected to moderate over the next five years from the recent record levels, but will
continue to drive population growth in British Columbia. The proportion of population growth due to
natural increase is expected to decline. This continuing population growth, the highest of any province in
Canada, when combined with relatively stable labour force participation rates is forecast to drive
increases in the size of the B.C. labour force of between 2.0-2.4% annually over the next five years.
The age structure of British Columbia is shaped mainly by the postwar baby boom and the subsequent
drop in birth rates. As baby boomers continue to age, so will the province's population. The median age
in 1976 was 29.1 years, rising to 35.3 years in 1994, and is projected to reach 41.7 years by 2016. The
combination of increased life expectancies and low fetiility rates relative to past standards, will drive
this aging trend. The changing relative size of different age cohorts has a direct impact on the mix of
domestic demand for goods and services. The aging trend of the population is projected to increase
demand for a variety of areas including financial planning, retirement housing, health care, travel
services and restaurant meals. With the exception of housing, the impact in terms of employment is
concentrated upon services.
Given its relatively large size, the baby boom age cohort continues to have profound influences on the
very structure of employment and the workplace. Baby boomers between the ages of 29 and 48 currently
make up over half the B.C. labour force. Those in the front part of the baby boom who are currently aged
35 to 48 constitute well over one quarter of the labour force, but have come up against a traditional
pyramid-shaped organizational work structure. Relative to the previous generation their progression and
promotion chances have become clogged due to their large numbers. Hierarchically configured
businesses have tended to shed middle management workers. Others have responded by flattening their
structures so the emphasis for progression is often lateral. That often leads to changing of occupation
which in turn increases the need for retraining.
These front end boomers (aged 35 to 48) are now at the age where they have a variety of skills,
experience and expertise but are coming up against too few upper management positions to
accommodate them. In the case of women, many have run up against a "glass ceiling" culture of
traditional male management. Many have responded by starting up their own small businesses or have
1 of3

07/04/97 12:12:52

Demographic Change; Public Policy Decisions ...

http://www. ceiss. org/randa/empdeman/content/page23 .htm#public

sought self-employment opportunities.
Despite the overall aging of the workforce, British Columbia's youth population is growing more
quickly than that of any other province in Canada. In recent years, the youth population aged 15-24 has
continued to grow, while declining throughout the rest of Canada. Consequently, the share of Canada's
youth residing in B.C. has been steadily rising over the last decade. Strong interprovincial migration into
B.C. among all age groups means that higher than average population growth is seen even among youth
aged 15-24. This increase will translate into additional pressures being placed on the programs and
services which are geared to meet the needs of youth in this province, including education and training.
Although the number of youth is growing in B.C. and continues to do so, the share of B.C.'s total
population aged between 15 and 24 is on the decline.
Approximately 7 5 per cent of the existing workforce will still be in the workforce fifteen years from
now. Many of these workers will require training and skills upgrading to meet the changing world of
work in the 21st century. Responsible public policy suggests that traditionally under-represented groups
in the labour force, including women, aboriginal people, visible minorities and persons with disabilities,
should have an equal opportunity to enter the workforce, and must be offered increased access to
training and skills development opportunities. These persons will make up an increasing share of new
labour force entrants.
While the aging of the population is often associated with predictions of a grey boom, population
projections indicate a greater number of persons at all ages. Accordingly the demand for skills, training
and education will increase for all age groups. During the 1990's and beyond in terms of pure
demographics, there will be the greatest increase in demand for skills upgrading, retraining and lifelong
learning for the core working age population aged 25-55.
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Public Policy Decisions Also Drive Labour Market Change
Decisions made by the government, such as the one to reduce transfer payments to the provinces,
can have severe implications for the learning system and the labour market while initiatives such
as Skills Now! have a positive impact.
In addition to the more external drivers of labour market change, it is recognized that many public policy
decisions also directly or indirectly have an impact on the labour market. The Federal Government's
1995 Budget, recently made law through the Budget Implementation Act, will mean dramatic reductions
in spending transfers to the provinces. The Federal actions to shed responsibility for significant portions
of social spending will especially single out B.C. as one of the "have" provinces, and will have
repercussions in the labour market. Reduced Federal transfers of taxpayer dollars back to the provinces
for post-secondary education, health and income assistance suggest severe implications for the learning
system and the labour market. In B.C., public policy initiatives like the Forest Renewal Plan, Skills
Now!, New Directions in Health Care and the provincial Debt Management Plan have impacts on the
labour market and enhancing employment demand in sectors like forestry, health and education and
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training. For example, increased requirements for forest conservation and sustainability will positively
impact employment for workers on the pre and post harvesting sides of forestry. Public policy decisions
and actions need to be considered in tandem with technological, economic and demographic factors, as
key drivers of labour market change.
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Concerns over Rising Structural Unemployment
A mismatch between the skills required in the new workforce and the skills held by the workers
causes unemployment which rises at the peak of economic cycles. B.C. experiences such structural
unemployment, and if our province experiences the expected economic expansion over the next
few years, structural unemployment will continue to provide a challenge.
The accelerated pace of economic restructuring in B.C. and Canada is directly impacting employment
shifts in sectors and occupations. Accompanying these shifts is a growing concern over a mismatch
between the skins and training ofworkers in declining areas of employment andjobs, and the skill
requirements for new and growing areas of work. Unemployment arising from this mismatch problem is
often referred to as structural unemployment. As we will examine below, evidence suggests that this
structural component ofunemployment has risen significantly. The other major cause of unemployment
relates to variations in overall economic activity resulting from business cycles (often referred to as
demand-deficient unemployment).
Cyclical econqmic variations translate into relative tightness or slackness in the labour market which can
result in temporary shortages or excesses of workers with particular skills. Also, some industry sectors
are particularly sensitive to cyclical changes. While structural changes are permanent, cyclical periods of
recovery can and do result in a temporary resurgence in employment even in structurally-declining
industries. In estimating demand for future jobs and skill needs, care must be taken to differentiate
between structural change and cyclical change. The degree of difficulty of adjustment in the labour
market that takes place as the result of structural changes to the economy is very much affected by
current cyclical economic conditions. The existence of structural changes to the labour market can be
masked somewhat in strong recovery and exacerbated during recession. Both cyclical and structural
factors impact unemployment and adjustment by workers. While cyclical changes often are unexpected
and uncontrollable, structural changes often emerge and intensify in more predictable ways.

B.C. Unemployment Rate:
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The profile of the unemployment rate and the characteristics of the unemployed provide strong
inferential evidence for the existence of skill mismatches and a growing structural unemployment
problem. Overall, increases in the unemployment rate in B.C. at the peak of each successive economic
expansion over the last thirty years suggests a rising structural component of unemployment. As
displayed in Figure 3, by 1994, at no time over the past 13 years has B.C.'s unemployment rate returned
to the level experienced in 1981. Even at the peak of the economic cycle at the end of the 1980's, the
unemployment rate remained at over one and a half percentage points above the level in 1980 and 1981.
If this structural component of unemployment continues to grow over the next 10 to 20 years, even
slowly, the implications will become very severe compared to the current situation.
Looking beyond the upward creeping of the unemployment rate, further evidence for the existence of a
structural mismatch is found in an increase in the numbers and proportion of long-term unemployed and
in the increasing average duration of unemployment for unemployed workers. The average duration of
an unemployment spell in B.C. has increased to 20.5 weeks in 1994, nearly twice the average duration of
11.2 weeks in 1981. Over the same period, persons unemployed for longer than 26 consecutive weeks as
a proportion of all unemployed, has also nearly doubled from 12.1% to 23.9%.
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Figure 3: B.C. Unemployment Rate, 1966.. 1994
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While both the unemployment rate and duration of unemployment has risen for all age groups, the
severity of increases in the unemployment rate has been the strongest for the youth population aged
15-24. The strongest increases in unemployment duration have been with older workers aged 45 and
above. In the first case, it may be argued that younger workers are lacking either the demanded job
skills, and/or the experience that employers are looking for in new workers. Alternatively, and possibly
compounding this problem is the existence of the large baby boom of workers who have overwhelmed
the capacity of employers for taking on significant numbers of new workers, even at the entry-level. In
the second case, it can be argued that displaced older workers are finding that their skills, well
established over a number of years with the same employer in the same industry, are not as marketable
to other employers to the same degree, especially in other industries. The result is that while older
workers as a group are less susceptible to unemployment, for those that do become unemployed, the
adjustment process to finding new employment is proving to be much more difficult and longer. The
decline of routine production jobs in the goods producing sector and the growth of both high-end and
low-end jobs (in tetms of earnings) in services is impacting older workers the hardest. Moreover many
are not as geographically mobile and have less educational attainment on average than younger workers.
Unemployment rates by the educational attainment of the unemployed provides additional evidence that
high unemployment may be a result of the inability of workers with few skills and little education to
take advantage of available job and work opportunities. While educational attainment does not
necessarily positively correlate with foundation employability skills or technical in-demand marketable
job skills, it does provide some approximation of flexibility and capacity for learning on the job. It can
also be used as a first screening device by employers in hiring decisions. Unemployment rates among
B.C. workers continue to be inversely related to their level of educational attainment. Not only has this
relationship held since the 1960's, it has become more pronounced. The gap in unemployment rates has
widened between those with post-secondary education and training, and those without any - from a 2.9
percentage point difference in 1981 to a 5.2 percentage point difference in 1994.
This difference in the labour market success of those with post-secondary education and training and
those without appears to have intensified in B.C. during the 1990's when comparing changes in
employment and size of the working age population. Between 1990 and 1994, employment among
workers with a post-secondary certificate, degree or diploma increased by 30% (while their population
grew by 30%), compared to a 1% drop in employment for those with high school graduation (population
grew by 3.4%), and a 7.3% decline in employment for those with less than grade 12 (population
remained constant). The employment to working age population ratio deteriorated for all groups (as did
their overall share of employment), except for those with a post-secondary credential over the past five
years.
The B.C. Ministry of Finance and Corporate Relations forecasts that real economic growth in B.C. will
average between 2.5 to 3.0 per cent annually between 1995 and 1999. It is noted that economic growth
could turn out to be stronger through to 1999, as the Ministry of Finance's forecast uses cautious, but
realistic assumptions about interest rates, in-migration, and the economic performance of B.C.'s key
trading partners.
Given a scenario of moderate economic expansion over the medium term in B.C., structural forces and
pressures will continue to exert a major influence on the labour market in determining changes in future
employment and skills needs. Further, this also suggests that the structural component of unemployment
will continue to be a major challenge to address. Unlike demand-deficient unemployment which results
from business cycle variations, structural unemployment can be directly attacked through skills and
training efforts which provide marketable skills to workers which directly apply to areas of employment
opening and opportunities.
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Changing Employment Demand and Skill Needs in British Columbia

Employment Shifts and Changes in Conditions of Work
We now turn to examining and discussing the trends and indicators ofhow B.C.'s employment and
labour market structure and dynamics have changed and are projected to change.
British Columbia has seen a number of fundamental shifts and changes in recent years which have
altered the composition and dynamics of the labour market and employment. These include industrial
and occupational shifts in employment, changing conditions and nature of work towards non-standard
and contingent employment, the strong rise in employment with small firms, the changing structure of
work organization, and an overall changing structure and configuration of employment and work beyond
·
traditional arrangements of jobs.
The discussion here seeks to quantify and provide an overview of what has changed, including
projections of future employment. It will also consider the context of how these developments will shape
future employment opportunities and skill needs. After examining these employment shifts and changes,
section 3 continues by considering changing factors which describe or impact employment change. The
section concludes with an illustrative listing of future employment opportunities by occupation, in terms
of employment openings and growth, education/training requirement, comparative earnings, degree of
full-time/full-year employment, prevalence of self-employment, firm size of employers and other
comments on issues specific to particular occupations.
Appendix 1 found in the Table of Contents, provides a brief discussion about the usefulness and
limitations of employment projections in general, including a quick review of methodology used by the
COPS Demand Model which was used in generating the future B.C. employment projections in the
paper.

Section 3 includes:
• Industrial Employment Changes
e Occupational Employment Changes
• Changing Occupational Employment by Training/Education Requirements
• Uneven Regional Employment Changes
• Changing Conditions of Work- Non-standard employment and Self-employment
• Employment in Small Business
• Changing Structure of Work Organization
• Components of Employment- Core Jobs~ Contract/Project Work and Peripheral/Contingent Work
• Effects of Shifts and Changes - Describing and QuantifYing Future Occupational Demand
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Industrial Employment Changes
The restructuring ofthe economy is reflected in changes to B.C.'s industry employment profile. Between
1981 and 1994, over 90% of overall net employment increases were in the services sector. All of the net
employment gains within the goods sector were accounted for by construction and non-resource
manufacturing. Employment in the primary sectors and resource-based manufacturing between 1981 and
1994 has declined by 25,000, and in no year over this period was the level of employment in 1981 again
reached for these subsectors. This should not be taken to diminish the importance of these sectors as key
drivers to the B.C. economy. For example, the outsourcing of work by resource sectors to small
businesses and self-employed individuals who can often be classified in the service sector, along with
the indirect and induced employment spawned by resource sectors, has pronounced the employment
shift in favour of services. Figure 4 displays the net change in employment for a number of detailed
industry sectors between 1981 and 1994.
Between 1981 and 1994, employment in service industries increased by 37.8%. Just over a quarter of the
361,000 service jobs generated were in the dynamic services, including transportation, communications
and utilities, wholesale trade, finance, insurance and real estate, and business services. Traditional and
non-market services accounted for the remaining three quarters of net employment gains. Traditional
services include retail trade, accommodation, food and beverages, amusement and recreation and
personal services. Non-market services include public education services, health services, social
services, and public administration.

Figure 4: Net employment change in B.C. by Industry, 1981-1994
' ...
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Those jobs with fewer skill requirements in the traditional services (where net employment has
increased) can offer very different wages and working conditions from those in the primary sector and
resource-manufacturing (where net employment has fallen).
Goods producing industries have experienced increasing production, yet have not had significant
corresponding growth in employment. Service sectors, on the other hand, have had expansions in
employment and production. Much of the increase in productivity in the goods producing sectors has
been the result of technological change in resource-based manufacturing areas. The further introduction
of technological advances poses more potential loss of unskilled employment as production in
manufacturing sectors becomes more and more automated. The areas of employment in growing
resource subsectors, are requiring new and different skills, and an ability to work with technology. The
need for skills upgrading and retraining of the existing workforce in the goods sector will continue. to
grow.
Beyond the structural shift in employment between industries, there has been an accompanying dynamic
upskilling shift in terms of the types of jobs which have been created and those which have disappeared
within industry sectors. For example, employment in wood manufacturing in B.C. between 1981 and
1994 declined for unskilled workers (like labourers in material handling) but remained constant for
skilled workers (like industrial mechanics) and professionals. In the Finance, Insurance and Real Estate
sector over the same period, employment grew for all skill levels, but only the unskilled (like cleaners)
and semi-skilled (like general office clerks and receptionists) saw their share of total employment in the
sector fall.
Employment projections for industry suggest a continuation of the recent past in terms of employment
openings (which includes both net new employment and employment arising through attrition, e.g.
retirement, job leavers, deaths). As displayed in Figure 5, the greatest number of employmenJ openings
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in B.C. between 1993 and 2005 are projected to be most concentrated in service sectors. Service
industries such as retail trade, business services, accommodation and food service, personal services and
social services will lead the way in employment opportunities in the next decade. In part this reflects the
fact that many of these industries are already quite large in terms of total employment. Retail trade for
example, is currently a very large and diverse area comprising employment not only in department and
grocery stores and small boutiques, but also auto repair shops, car dealers, sales of technical equipment,
hair salons and many other sellers of retail goods and services. Demographics are expected to drive
growth in services such as health and social services. One note of caution relates to non-market services
which include a high concentration of public sector employment in education and health services. The
projections for these areas may be overly optimistic in light of fiscal constraints on all levels of
government (which is likely to intensify given the recent Federal Government actions and intentions to
shed responsibility for significant portions of social spending).

Figure 5: Projected B.C. Employment Openings by Industry, 1993-2005

To some degree the traditional divisions of employment into industry categories like primary,
manufacturing or the catch-all term "services" tends to obscure rather than clarifY. It is important to look
beyond sectoral labels and ask what workers actually do to create value in today's labour market. A key
trend is that mory and more of the work being done in all sectors is information and knowledge
manipulation, creation, distribution and processing. Information and knowledge have emerged as key
economic resources, perhaps more critical but increasingly intertwined with, traditional resources of land
and capital (money). This shift is illustrated when we examine the change in employment by occupation
and skill level below.
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Occupational Employment Changes
The 1980's were a period of structural adjustments which were precipitated and compounded by the
severe recession in B.C. in the early to mid 1980's. These economic changes are reflected in the
employment change by broad occupational category displayed in Figure 6 between 1981 to 1993. The
shift to more knowledge intensive and technology based jobs meant that skilled, semi-professional and
professional occupations had higher than average growth. The strong employment increases by small
business meant higher growth among management occupations (although many of these are very
different from traditional management roles). There was almost no net growth among unskilled
occupations. Unskilled occupations can be generally thought of as those requiring less than secondary
school completion and where the only training required is demonstration on the job. Unskilled
occupations include growing occupations such as messengers, food counter attendants, and cleaners.
However, for many other unskilled occupations there was net job loss, particularly in forestry, logging,
mining, and related resource processing labouring occupations.

Figure 6: Net Employment Change in B.C. by Occupational Group, 1981-1993 ...
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Figure 6 generally supports the notion that the 1980's saw a decline in higher paying production and
processing occupations concentrated in resources and resource based industries accompanied by an
increase in lower paying occupations in a variety of the growing service industries. Yet it also indicates
employment increases and above average growth in higher skilled occupations, many of which offer
medium to high levels of remuneration.
A major drawback in interpreting employment changes by broad occupational groupings is that it masks
the dynamic nature of employment shifts within. For example, in the case of the category of Trades,
Transportation and Equipment Operators in Figure 6, there are included a wide range of workers from
skilled constructionjourneypersons to unskilled labourers (the term unskilled meaning lack of formal
training, not ability or experience). The employment change for the group as awhole does not convey
the fact that employment for skilled journeypersons in a number of construction trades actually increased
while employment for particular unskilled construction occupations fell. In examining future projected
occupational change, the next section groups together individual occupations on the basis of their
common minimum training/education requirement.
Figure 7 provides a forward projection of employment openings by the same broad occupational
groupings, while distinguishing them between net new openings and replacement openings due to
attrition. Again the broad Sales and Service group, partly because of its large employment size in the
economy is projected to lead future employment openings. It is notable that about one half of openings
in the Social Science, Education and Government, and Health occupations groups, both dominated by
public sector employment, are projected to be replacement positions from attrition. Over half of
openings for the Processing & Manufacturing group are projected to come from attrition, and over 80
per cent so for the Primary occupations group.

Figure 7: Projected BC Employment Openings by Occupational Group, 1993-2005
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Beyond recent and projected changes in employment between broad occupational groups, there has been
a skills shift within individual occupations themselves. This is difficult to quantify due to the static
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Occupational Employment Changes

nature of specific occupational titles, it is occurring. The Federal Express driver still handles and
delivers packages, but also now operates a computer in performing these tasks more efficiently and in
solving customer concerns and problems on the spot. Auto mechanics are now more likely also required
to be technicians who operate sophisticated diagnostic equipment in locating problems and managing
vehicle service maintenance before repair problems occur. A growing number of clerks and secretaries
are creating, updating and maintaining office accounts on computer spreadsheets; while many of their
bosses now do all of their own word processing on personal computers. In other occupations and jobs
the outcomes of work may remain relatively unchanged, but how they are arrived at is fundamentally
different. This is requiring higher and different levels of skills, adaptability and flexibility, including
skills related to new technologies. These changes within occupations have also come about in part by
changing conditions in work and how work is being organized which is examined later in this section.
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Changing Occupational Employment by Training/Education Requirements
Figure 8 provides an alternative way of viewing occupational employment change in B.C. by placing
each of the over 500 detailed occupations into one of four categories based primarily on their minimum
training/education requirement. Recognizing that for some occupations there is not a straightforward
placement into a single category, share apportions were made. For example with nurses openings, these
were shared between the University and Other Post-Secondary categories. Overall the four categories
are: University Completion, Other Post-Secondary Completion (including trades, vocational and career
and technical programs); Secondary Completion; and, Some Secondary or less. The projected number of
job openings in B.C. between 1993 and 2005 for each of the four training/education groups are displayed
in Figure 8. The result is that over 65 per cent oftotal projected job openings are in occupations
requiring more than just high school completion, and most of these are for employment requiring
non-university post-secondary training or education. Since for the most part the criterion used was
"minimum", this illustration likely understates the share of workers within particular occupations
actually possessing post-secondary training/education since employers can and do often favour hiring of
workers with more than minimum training required for particular positions. For example, one of the
largest hot beverage sellers operating in B.C. prefers job applicants with post-secondary education
degrees even for beverage server positions. In Figure 8 such a beverage server opening is classified as an
occupation requiring only some secondary education (with a shmi period of on-the-job training).
Another example is an electronic technologist position. Although this occupation falls within the "Other
Post-Secondary category", there are in fact accredited professional engineers with university degrees
working in engineering technologist jobs in B.C. These issues ofunder-employment and "creeping
credentialism" are discussed later in the paper under the policy issues in Section 4.
The statistics below apply to all projected job openings for all occupations, but it must be recognized
that about 15 per cent of these are in managerial and supervisory occupations. Nearly all of these
openings fall under the Other Post-Secondary and University categories, and most of them realistically
are open to existing employed workers with experience. When this is considered from the point of view
of a job seeker just entering the labour market, and such management and supervisory occupations are
excluded, it is still the case that over 60 per cent of all remaining job openings they face are
Post-Secondary and above.

Share of Projected Total BC Employment Openings, by Occupational Training/Education
Requirement, 1993-2005:
51.3% of projected openings will require Other Post-Secondary completion.
16.7% of projected openings will require Secondary completion.
16.2% of projected openings will require some Secondary.
15.8% of projected openings will require a University degree.
Posed against this projected employment demand must be considered the current education/training
attainment ofthe working age population. The educational attainment of the B.C. working age
population has increased substantially in the last decade, particularly with respect to the number of
persons with post-secondary certificates or diplomas or university degrees. In addition, a large
in-migration of more highly educated persons has contributed to higher average levels of educational
attainment among workers. In 1991 approximately 43% of the B.C.'s population aged 25 and older had a
certificate, diploma or degree from completing some type of post-secondary education or training,
received either in B.C. or elsewhere. As noted above, Section 4 provides some further discussion of
educational and training attainment of workers in the context of issues of under-employment.
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Uneven Regional Employment Changes
The Lower Mainland economic region (as defined by the Labour Force Survey) accounted for two-thirds
oftotal employment increases in B.C. between 1984 and 1994. When combined with the Vancouver
Island and Okanagan-Boundary economic regions, these three areas made up over 90 per cent of net
employment change in the province. This reflects the large concentration of population in these areas,
though their share employment increases surpassed their share of overall population gains over this
period. More recently in 1993 and 1994, the remaining other less populated regions in B.C. displayed
stronger but uneven employment gains relative to the above three most populated regions.

Figure 9: Percentage Change in B.C. Employment by Region, 1984-19941:L
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Non-metro B.C. is more dependent on a smaller number of industries than metro B.C. In most instances,
many communities are quite dependent on one or more sectors such as fishing, agriculture, tourism,
forestry, mining and related resource manufacturing. Given the much slower growth or even direct
employment declines in a number of these resource sectors, relative employment gains in many smaller
communities have been much lower than in the two large metro areas of Vancouver and Victoria, and
other growing urban centres like Kelowna, Nanaimo and Prince George.
Many communities in B.C. are quite dependent on a single sector as their driving economic base. For
example, the recent update of the British Columbia Community Economic Dependencies (1993) study
indicates that many communities in the Cariboo area in particular, are dependent on forestry for almost
one half of all basic income in the community. As the province's population ages, pension income is
becoming increasingly important for some communities. Areas in the Okanagan such as Kelowna,
Penticton and Summerland, and parts of Vancouver Island now rely on pensions to provide between one
quarter and one third of all basic income. While the diversity of the economic base in different
communities varies and is changing to different degrees, it is important to acknowledge the fact that
employment demand on either a sector or occupational basis must be considered carefully in terms of
local communities. Relevance hinges greatly on bringing to bear local employment demand to
articulating skill needs and training requirements, and is a key factor for enhancing the success of
training responses and employment outcomes, especially outside of the large urban centres.
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Changing Conditions of Work- Non-standard employment and Self-employment
Paralleling industrial and occupational shifts in employment, there have been fundamental changes in
the conditions and nature of work available. The traditional notion of employment as full-time, full-year
with a strong degree of permanence and working for a single (usually large) employer is being
challenged to include a rise in non-standard employment which includes part-time, contract and
temporary work and self-employment. In addition, the majority of net employment gains have occurred
with small and medium sized businesses which have been the engine of a significant portion of net
increases in paid employment. Relating to this trend have been shifts in working time which have seen
the hours of work for full-time workers increasing while there is a growing share of part-time workers
who desire but can not get full-time work.
The rise in non-standard forms of work, which brings flexibility and innovation for firms in an
increasingly competitive economy, has raised concerns over job security and adequacy of income and
benefits for workers. Self-employment for example, does not afford Unemployment Insurance
protection, and many part-time workers are excluded fi'om benefit plans which offer employer extended
health and dental, disability coverage or pensions.
Non-standard employment has been growing more rapidly than standard paid full-time employment and
is projected to continue growing at a faster pace resulting in an increasing share of total employment.
The growth in non-standard employment has arisen in part due to a number of mutually reinforcing
trends. The growth in the services sector of which a large portion of work has traditionally been
part-time (like retail and food services), has raised overall part-time employment. Widespread use of
information technology and more demanding customers have decreased the lead time with which firms
must produce and deliver goods and services and extended their hours of operation outside normal "9-5"
hours. In order to gain flexibility and concentrate on core activities, many large firms have restructured
work organization by outsourcing a number of functions previously done in-house.
Between 1981 and 1994, part-time employment in B.C. increased from 6.4 per cent to 10.1 per cent of
total male employment, and rose slightly from 28.0 per cent to 29.5 per cent of total female employment.
In 1994, nearly seventy per cent of part-time workers indicated that they were employed part-time
because it fit their personal circumstances or family responsibilities (this does not mean however that
part-time work was necessarily their first choice, for example many working single parents cannot afford
the costs of full-time child care). Nevertheless, the proportion ofworkers facing involuntary part-time
employment has risen considerably between 1981 and 1994. In 1981, 15.4 per cent of all part-time
employed in B.C. indicated they could "only find part-time employment" but wanted full-time work. By
1994, this figure had risen to 30.2 per cent. The increasing involuntary facet of part time employment is
also reflected by a large increase in the proportion of part-time workers who are looking for another job.
In 1981, only 4.6 per cent of all part-time workers were looking for other employment. This was up to
12.3 per cent in 1994. Relating to this trend has been significant increases in the number of.workers with
more than one job in B.C. Between 1975 and 1981 the number of multiple job holders doubled, and
between 1981 and 1994 the number doubled again.
Between 1981- and 1994, self-employment grew by 65 per cent in B.C., and now accounts for nearly 18
per cent of all employment. Over the same period, private-sector paid employees grew by 24 per cent
and public-sector employment grew by 20 per cent. While men continue to have a higher incidence of
self-employment, the highest growth in self-employment in B.C. since 1986 has been among women.
The number of self-employed women increased by 78 per cent between 1983 and 1993. This was nearly
twice the growth rate of male self-employment over the same period.
The trend towards self-employment in B.C. which really took off in the 1980's has been continuing in
the 1990's. Between 1989 and 1994, self-employment increased by 81,000 (a 36.3% rise) compared to
an increase of97,000 in the number of private sector paid employees (9.2% rise). Employment
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oppmiunities are no longer limited to working for an employer.
The growth in self-employment may be a "push-pull" phenomenon. Corporate downsizing and the trend
toward out-sourcing of legal, accounting, bookkeeping and other services by larger companies have
resulted in many professionals and para-professionals setting up their own businesses to serve former
employers. The "pull" factor is the strength of the B.C. economy and the opportunities of setting up a
business to take advantage of the province's growing population and market for consumer and business
services. As people become self-employed, there is a potential for those persons to increase the numbers
of successful small businesses of tomorrow which already are a significant driver of paid employee
growth. This suggests an increased demand for small business training and entrepreneurial training to
support the growth in self-employment opportunities which will have a greater share of overall
employment.
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Employment in Small Business
Employment in small businesses with less than 20 employees in B.C. grew by 64% and accounted for
66% of all net new employment between 1981 and 1992. Small businesses with less than 20 workers
accounted for an increasing share of total employment rising from 20% in 1981 to 28% in 1992. With
small businesses accounting for over six of every ten net new jobs in B.C., a key emphasis for training of
future workers must be directed to the needs for workers with small businesses. Training and skills
development must increasingly ensure that individuals preparing for a working life be equipped with the
skills and abilities to work in small firms.
Table 1 compares the growth of employment in small firms employment in firms with more than 20
employees and the self-employed with no paid help. By 1992 in B.C., employment in firms with less
than 20 employees and the self-employed with no paid workers accounted for just over 37 per cent of all
employment in the province.
Recent research into the question of small firms and job creation in Canada (Picot, Baldwin and Dupuy,
1995), confirms that in net terms, small firms in aggregate accounted for a disproportionate share of
overall employment growth between 1978 and 1992. This result also held during periods of recession
and recovery within the timeframe. It was found that net employment growth rates increase consistently
as firm size decreases. While it can be asserted that the changing structure of employment toward the
services sector would overstate the growth rate of net employment for small firms because of their
higher concentration in the strongest growing service subsectors, it was found that after allowing for
overall inter-industry shifts, net employment growth by small firms still remained substantially stronger.
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Employment growth changes by firm size raise a number of important challenges· and implications. The
issue of job quality is an important area for consideration. In general it is known that small firms pay
lower wages and offer fewer benefits, and can have higher layoff rates and job instability than larger
firms. For example, wages with small business are generally lower than larger organizations, though this
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reflects in part the higher concentration of small firms in sectors with a lower overall industrial wage. In
aggregate, small businesses in B.C. accounted for 23% of total provincial payrolls but 29% of total
employment in 1991. Yet there is no definitive information on quality characteristics of new jobs
created. Also, the shift towards employment in small firms should not under-emphasize the importance
of larger firms which have trended toward outsourcing and contracting work to smaller firms. The
employment projections examined earlier by industry indicate that the sectors with the most number of
job openings like accommodation and food, retail trade and business services are also the sectors with
the highest proportion of employment in small firms. In sholi, the fastest growing source of employment
opportunities for the future will rest with smaller employers and in self-employment. Better
understanding and meeting the training needs of small employers is a key imperative in the overall issue
of improving the relevance of training of individuals to finding employment.
Getting a completely accurate gauge on the size and contribution of small business to total employment
is not straightforward due to data limitations. However, another piece of information which is available
are business establishment counts by employment size. An establishment is defined as the smallest unit
within a firm that can repoli fairly detailed financial data on itself. Branches of a specific bank, for
example, are not defined as individual establishments, but would be rolled together for the particular
bank as an aggregate large firm in terms of employment size. Looking at establishments provides an
indication ofthe employment size of the many single establishment small firms and individual
establishments of multi-establishment firms. Such information is collected on a provincial and industry
basis through the Statistics Canada Business Register. Appendix 2 provides a summary of this
information in B.C. as of December, 1993. What is interesting is that a number of industry sectors are
dominated by establishments of a small employment size, but this varies by industry sector. Overall,
there are less than 700 establishments in B.C. that employ 200 or more workers, compared to almost
120,000 that employ less than20 workers.
Another implication of the trend toward employment growth in small businesses is the flexibility and
responsiveness with which many operate and organize work functions, often requiring multi-skilled
workers to handle a number tasks. This changing structure of work organization is impacting
organizations of all sizes and is discussed next.
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Changing Structure of Work Organization
Technology, increasing customer demands, growing and changing patterns of trade and globalization are
forcing an impending revolution in the way that work is organized and structured in Canadian
organizations, firms, governments, plants and offices. These forces have exerted tremendous pressures
on organizations to adjust and adapt to the strategic imperatives of quality, flexibility and customer
service. Information and computer-based technology in particular have been adopted by a steady stream
of workplaces cutting across all industries, and as the diffusion of information technology has deepened,
many organizations have responded by changing the way they organize work. While most firms have not
completely moved away from the traditional hierarchical workplace design of limited worker
decision-making, explicit and narrowly defined job descriptions, and compensation linked to job
function, many of these elements are eroding toward some variation of what is commonly referred to as
a high-performance work system.
Small firms by definition and necessity embody many of the elements of a team-based, flatter
environment in which work is organized. The trends experienced in growing non-standard employment
and employment in smaller firms are in part reflecting the pressures to move toward team-based
approaches of work organization built on worker participation in the information flow and
decision-making, broadly designed job descriptions and multi-skilled workers often receiving
compensation based on performance and skill. Larger organizations are finding that flexibility and
adaptability can be gained through reorganizing work through flatter hierarchies, and decentralizing
decision making so workers can add more value in meeting customer needs. For such a system to lead to
high performance, it is necessary that in addition to job-specific technical skills, workers also need to
possess a broad platform of so-called soft skills such as problem solving, teamwork, communications
and adaptability, often referred to as generic or employability skills.
Like technology, the net effect of work reorganization need not be necessarily employment displacing.
In fact, a true high performance workplace places high value on employment security where workers
build strong and long-term relationships with clients, customers and suppliers. Provided that
employment security can be built into the process, efforts toward workplace reorganization can be seen
as one of the most encouraging recent developments in industrial relations. When labour is actively
involved in the process, the high-performance workplace concept can be developed in a climate which
recognizes labour's interests and gives workers a role in driving change and building consensus around
the new work model.
However, and as mentioned earlier, another aspect of workplace change related to reorganization is the
practice by larger organizations to contract out, or "outsource", work previously done by the
organization itself. Tasks outside the periphery of the main business of the firm continue to be targets to
contract out. This changes the condition of employment for workers impacted by outsourcing and can
include skilled and non-skilled workers. Often when workers are employed back through contract, it is at
a lower rate of pay and without benefits.
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Components of Employment
-Core Jobs, Contract/Project Work and Peripheral/Contingent Work
The rise in non-standard employment, stronger growth in employment with small firms and the changing
structures of work organization are redefining the configuration and structure of employment. Though
proposed by a number of thinkers on the subject in slightly different ways, there is an overall emerging
view on the structure of employment. In brief, it can be posited that there are three main interacting
components of employment which have developed: a core workforce of full-time full-year workers
within organizations; a group of skilled, self-employed and professional workers who work mainly on a
contract or project basis either chiefly for one organization or a number of different ones; and, a
peripheral or contingent group of workers who are involved in part-time, temporary or seasonal work,
and who often are low-skilled. These three categories are fluid in nature and there can be and is
movement of workers between them, both voluntary and involuntary. While these three groupings of
employment are not really that new, what has been occurring is that the "core" area has been and is
projected to continue to grow much slower than the contract and contingent areas of work. While there
remain all skill levels ofworkers in the core area, those with the least skills, training and education are
experiencing the most severe adjustment problems, especially if they are displaced involuntarily.
Workers just starting out or re-entering the labour force after an extended absence, regardless of
education, training and skill level, are finding it increasingly difficult to immediately enter a core
employment position. This is fundamentally one of the most central points which must be acknowledged
in understanding the future of employment demand, and by connection, the larger issue of skills and
training preparation and responses.
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Effects of Shifts and Changes
- Describing and Quantifying Future Occupational Demand
By now readers may have asked how these broad employment trends, shifts, changes and projections
translate into something more tangible in terms of indicators of future employment opportunities. The
answer which should be apparent by this point, is that there is no single easy answer, but that a number
of inter-related factors and considerations which must be applied and considered together in addressing
and responding to how we address the question. Appendix 3 provides an illustrative listing of projected
employment opportunities by occupation, not only in terms of the projected number of openings and
employment growth, but also in terms of education/training requirement, comparative earnings, degree
of full-time/full-year employment, prevalence of self-employment, firm size of employers and other
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comments on issues specific to particular occupations. Together, all of these factors must be considered,
debated and expanded upon in terms of better understanding employment demand for different
occupations and how we can continually improve our application, of such into directions and efforts in
training and skills development.
As equally important, is the need to continue to focus research efforts to gather information even more
directly upon the demand side in terms of employer needs, their hiring decisions, and their workplace
training decisions. Research projects into such questions on a number of fronts are currently at various
stages from planning, to fully underway to nearing completion, and are actively being supported or
encouraged by the Ministry of Skills, Training and Labour and other partners. For example, at a national
level, employment demand research through the Canadian Policy Research Forum's Training Project, is
fully underway and sponsored in part by B.C. Research efforts by the B.C. Labour Force Development
Board t.b..rough employer focus groups on such demand issues and other areas will contribute useful
understanding for better maximizing training and education responses. Further examples of such
activities are discussed in the concluding section of the paper.
The occupations illustrated in Appendix 3 account for about 89per cent of all employment in B.C. in
1993 and over 90 per cent of total projected employment openings through the year 2005. The remaining
10 per cent are dispersed across a large number of very small occupations in terms of their employment
size.
A key point to keep in mind with Appendix 3 is to consider all of the factors when looking at a particular
occupation. Further, it should be viewed not just in terms of how it applies to those seeking work in
particular occupations, but also for those already employed where skill needs are changing and
upgrading is often required. The final column of comments in the appendix seeks to provide such a
context.
Finally, recall that in Figure 8 over two-thirds of all projected employment openings are in occupations
requiring some kind of post-secondary training or education - of which only about one quarter require
university. When this is considered in conjunction with Appendix 3, several points should be kept in
mind. The types of non-university training and education ranges from post-secondary career diploma
programs to fairly short vocational programs. Trying to more precisely distinguish types of
post-secondary training in terms of length of program to a distinct occupation poses a difficult challenge
requiring a number of choices. The fact is that many a particular occupation draws workers from a
variety of post-secondary programs, some have university, some are career program graduates, while
others have vast work experience with less formal training. The wide variety of occupations requiring
non-university post-secondary training or education range from applied science technologist jobs to
more traditional skilled jobs like chefs, plumbers and retail trade managers. Such established and
traditional occupations will continue to provide a significant portion of overall future employment
openings. Many because they are huge areas of employment currently, and though they may not be
growing very much, they still will provide considerable job openings. The fact is that although the
nature and structure of the economy and employment is changing, it has not so radically tilted as to
expect that the vast majority of all the openings will be for scientific technicians, high tech knowledge
workers and the like. Yet the very nature of work within many distinct occupations (whether traditional
or emerging) continues to change, requiring new and different skills. At this point Appendix 3 should be
considered as a point of departure for further discussion. Finally, the employment projections themselves
are projections, the distinct numbers should not solely be the chief focus, but rather considered next to
the various other and many factors that combine to continually impact and dynamically shape
employment demand in the B.C. labour market which is composed of many diverse communities.
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Components of Employment
-Core Jobs, Contract/Project Work and Peripheral/Contingent Work
The rise in non-standard employment, stronger growth in employment with small firms and the changing
structures of work organization are redefining the configuration and structure of employment. Though
proposed by a number of thinkers on the subject in slightly different ways, there is an overall emerging
view on the structure of employment. In brief, it can be posited that there are three main interacting
components of employment which have developed: a core workforce of full-time full-year workers
within organizations; a group of skilled, self-employed and professional workers who work mainly on a
contract or project basis either chiefly for one organization .or a number of different ones; and, a
peripheral or contingent group of workers who are involved in part-time, temporary or seasonal work,
and who often are low-skilled. These three categories are fluid in nature and there can be and is
movement of workers between them, both voluntary and involuntary. While these three groupings of
employment are not really that new, what has been occurring is that the "core" area has been and is
projected to continue to grow much slower than the contract and contingent areas of work. While there
remain all skill levels of workers in the core area, those with the least skills, training and education are
experiencing the most severe adjustment problems, especially if they are displaced involuntarily.
Workers just starting out or re-entering the labour force after an extended absence, regardless of
education, training and skill level, are finding it increasingly difficult to immediately enter a core
employment position. This is fundamentally one of the most central points which must be acknowledged
in understanding the future of employment demand, and by connection, the larger issue of skills and
training preparation and responses.
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Effects of Shifts and Changes
- Describing and Quantifying Future Occupational Demand
By now readers may have asked how these broad employment trends, shifts, changes and projections
translate into something more tangible in terms of indicators of future employment opportunities. The
answer which should be apparent by this point, is that there is no single easy answer, but that a number
of inter-related factors and considerations which must be applied and considered together in addressing
and responding to how we address the question. Appendix 3 provides an illustrative listing of projected
employment opportunities by occupation, not only in terms of the projected number of openings and
employment growth, but also in terms of education/training requirement, comparative earnings, degree
of full-time/full-year employment, prevalence of self-employment, firm size of employers and other
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comments on issues specific to particular occupations. Together, all of these factors must be considered,
debated and expanded upon in terms of better understanding employment demand for different
occupations and how we can continually improve our application of such into directions and efforts in
training and skills development.
As equally important, is the need to continue to focus research efforts to gather information even more
directly upon the demand side in terms of employer needs, their hiring decisions, and their workplace
training decisions. Research projects into such questions on a number of fronts are currently at various
stages from planning, to fully underway to nearing completion, and are actively being supported or
encouraged by the Ministry of Skills, Training and Labour and other partners. For example, at a national
level, employment demand research through the Canadian Policy Research Forum's Training Project, is
fully underway and sponsored in part by B.C. Research efforts by the B.C. Labour Force Development
Board through employer focus groups on such demand issues and other areas will contribute useful
understanding for better maximizing training and education responses. Further examples of such
activities are discussed in the concluding section of the paper.
The occupations illustrated in Appendix 3 account for about 89 per cent of all employment in B.C. in
1993 and over 90 per cent of total projected employment openings through the year 2005. The remaining
10 per cent are dispersed across a large number of very small occupations in terms oftheir employment
size.
A key point to keep in mind with Appendix 3 is to consider all of the factors when looking at a particular
occupation. Further, it should be viewed not just in terms of how it applies to those seeking work in
particular occupations, but also for those already employed where skill needs are changing and
upgrading is often required. The final column of comments in the appendix seeks to provide such a
context.
Finally, recall that in Figure 8 over two-thirds of all projected employment openings are in occupations
requiring some kind of post-secondary training or education - of which only about one quarter require
university. When this is considered in conjunction with Appendix 3, several points should be kept in
mind. The types of non-university training and education ranges from post-secondary career diploma
programs to fairly short vocational programs. Trying to more precisely distinguish types of
post-secondary training in terms of length of program to a distinct occupation poses a difficult challenge
requiring a number of choices. The fact is that many a particular occupation draws workers from a
variety of post-secondary programs, some have university, some are career program graduates, while
others have vast work experience with less formal training. The wide variety of occupations requiring
non-university post-secondary training or education range from applied science technologist jobs to
more traditional skilled jobs like chefs, plumbers and retail trade managers. Such established and
traditional occupations will continue to provide a significant portion of overall future employment
openings. Many because they are huge areas of employment currently, and though they may not be
growing very much, they still will provide considerable job openings. The fact is that although the
nature and structure of the economy and employment is changing, it has not so radically tilted as to
expect that the vast majority of all the openings will be for scientific technicians, high tech knowledge
workers and the like. Yet the very nature of work within many distinct occupations (whether traditional
or emerging) continues to change, requi~ing new and different skills. At this point Appendix 3 should be
considered as a point of departure for further discussion. Finally, the employment projections themselves
are projections, the distinct numbers should not solely be the chief focus, but rather considered next to
the various other and many factors that combine to continually impact and dynamically shape
employment demand in the B.C. labour market which is composed of many diverse communities.
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Implications and Policy Issues for Skills and Training
While there are many important skills and training issues which arise from changing employment
demand, a number of which have been introduced and discussed above, this section seeks to focus on a
selected number of implications and policy issues. Clearly these are not exhaustive, but are meant to
stimulate further discussion which in turn raises other related skills and training challenges which
closely intersect with employment demand.
=··=·······=·······=·-=···=····===······=·······=···=······=·······'····=···=·······=·······=······-=···-=-·=·······==,===··=······=·······=······"-~·-··=··=·····=·······=-·····---'·~·=·==····················'
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The Shift to Knowledge and In-Person/Human Service Employment Requires Lifelong Learning
The Challenge of Structural Unemployment- More than Worker/Job Mismatches
Occupation-Specific Technical Skills, Community Needs and Labour Market Information
Generic Employability Skills
Under-Employment, Rising Educational Attainment and Creeping Credentialism
= Importance ofLinkages between Training and Employment- Work Experience, Co-op and
Apprenticeship
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TheShift to Knowledge and In-Person/Human Service Employment Requires
Lifelong Learning
The traditional notion ofwork being organized into a job where one works for a single employer and
performs a narrow occupational specific function is giving way to an emerging, less structured world of
work and employment. As noted by Roslyn Kunin (in B.C. Business, 1995) and others, there continues
.
to be a lot of work that needs to be done, but a diminishing proportion will be taken on by large
organizations who hire "permanent employees". Contrary to some like William Bridges (1994), this
paper takes the view that this should not be taken to mean that the many structural economic changes
taking place signal the end of the job. The majority of employment continues to be full-time jobs. But it
is also true that those aged 18 to 30 are much less likely to have found good jobs, even after graduation
from high school, college, or university. For too many of them extensive job searches have not
uncovered attractive job opportunities, to say nothing of rich and satisfying employment. There is
enormous pressure on young people today - and those of any age who have lost their jobs - to present
themselves in ways attractive to employers.
Just as the notion of employment for life with a single employer is becoming the exception rather than
the norm, the idea of working in a single occupation for life is also being challenged. At the same time,
the very nature of work within particular occupations is transforming. This is critical in understanding
that preparing and training for and throughout a working life should not be exclusively concentrated on a
single narrowly defined occupation or the expectation that the kind of work and how it is performed
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within a particular occupational area will remain static. Occupational relevant and up to date technical
skills and competencies are a necessary but not sufficient condition for employment success for many.
General, transferable foundation employability skills and a platform of knowledge and education is a
second and equally important necessary condition, both for inter-occupational flexibility and adapting to
intra-occupational changes. To varying degrees, combined technical/occupational and employability
skills are being required in all but the very least skilled areas of employment. The concept of lifelong
·
learning has become essential.
In the emerging knowledge and information economy, the majority of work and employment will be
derived from adding value to both existing and new services and goods. The drivers of the economy will
be a combination of existing and new industry sectors, including natural resources with a shifting
emphasis to sustainability and value-added. A fundamental change is the relative composition of work
functions that are required from individuals. There is a shift in work from producing something you can
touch to work which produces something less physically tangible but of value or something that
contributes to the production of traditionally tangible goods. Manual and routine production employment
will still exist but will continue to become a smaller and smaller share of overall employment. It can be
suggested that the phrase "knowledge, service and information employment" is a useful descriptor for
the direction of employment and kind of work more and more people perform. Continuous learning
throughout an individuars life is becoming completely intertwined to work and employment.
Knowledge, service and information work is often sub-divided between professional, technical and trade
employment of skilled knowledge workers; and, in-person or human service employment which
combines physical labour and information work. This latter area of in-person and human service work
has been identified in slightly different ways by various authors such as Drucker (1993) and Reich
(1991).
In the face of this shift, there exists the notion by some that the relative decline in manual and routine
production employment in the goods sector (often requiring few skills from formal training or education)
positioned against a growing employment share of in-person or human services is a degeneration or
backward step for the economy. This reasoning is akin to critics at the dawn of the industrial revolution
who regarded agriculture as the only "productive" activity. Still, there is no denying the fact that in
general, manual and routine production jobs pay workers more than many unskilled service jobs. As we
approach the 21st century there is occurring a fundamental employment shift which in magnitude is not
unlike the change which occurred near the start of 20th century in Canada when along with agricultural
work another major area of employment were "household domestic workers". This occupational group,
found in nearly every middle class horne, disappeared largely because of the growth in manufacturing
and routine production jobs, which now in turn are diminishing and giving way to in-person and human
service employment, and knowledge work.
While in-person and human services work requires a different set, and in some cases, fewer technical
skills and less lengthy occupational training than professionals, technical workers and skilled
tradespersons, they equally require a vast and growing array of cultural and interpersonal skills.
Employment within in-person and human services represents a key area of the economy which is
growing fast and generating many jobs. It touches upon a wide spectrum including eldercare, childcare,
private training services, tourism and hospitality, and food services. A major component is both paid and
volunteer community service work, which is neither truly in either the private or public sector. There
needs to be a shift toward raising the level of respect for employment of in-person services away from
the denigrating view of labeling all employment in this area as "burger flipping". Why is it that
managing a fast-food outlet is equated as an inferior job despite the fact this is a strong growing sector
and offers full-time, full-year work, often above the average provincial wage. In a larger societal sense,
for example, why is that after school care jobs continue to be low paid (due in part to the relatively few
hours), while society claims that child welfare is a priority. Working parents still must contend with the
fact that the workday for most full-time jobs begins long before and ends well after the school day of
their children. Obviously such differences between reality and ideals are a complex web of issues and
our past and continually evolving notions about the "value" of different jobs and balance between
working and family lives.
While it is often charged that wages are low for many in-person and human services employment (and is
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supported by data on earnings), there can be approaches taken. Development of occupational and
professional standards with training, creation of career paths and laddering of training, new forms of
collective bargaining and adaptation by unions to the different structure of in-person service
employment can all be applied to help address the certain aspects of this issue. The Tourism Sector in
B.C. provides an example of proactively taking on this challenge of professionalizing their industry and
workers through development of professional standards, training and career paths, both to attract and
retain their workers and also meet the new competitive quality demands of their customers. Yet the issue
ofadequacy of incomes for in-person and human services employment raises public policy questions
and consideration of options that might be considered given the evolving structure of employment.
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The Challenge of Structural Unemployment- More than Worker/Job Mismatches
Regardless of economic conditions, job seekers with appropriate skills are not available to meet the
demand for workers in certain industries and for selected occupations. Often the shortage is for those
with a strong platform of learning and employability skills, and specific occupational job skills with
experience. It is generally recognized that the labour market and unemployment are no longer singly
driven by economic cycles, but also by structural change. This structural component of unemployment,
that which stems from a mismatch between the skills of job seekers with the skills required for available
job vacancies, has risen substantially over time.
In general, workers in the past often remained in the same occupation and even job throughout their
working lives. The explosion in information technology, globalization of economic activity and other
structural forces are driving a dynamic transformation in employment, conditions of work, organization
of work and how work is performed within occupational labels. This is requiring diverse and continually
evolving skills for without which workers are less interchangeable, and adjustment is made often
difficult. Unemployment has become as much a qualitative issue as quantitative; as skill requirements
for many of the new and growing employment opportunities are often very different from declining
areas of work. Yet the challenge of the structural unemployment problem is much more than that of a
simple mismatch problem. All employment is not created equally, available in all areas of the province,
offering the same level of income, or equally valued or pursued by workers.
The structural problem is particularly complicated on the basis of the quality and adequacy of incomes
of available employment opportunities. There now exists the situation where some unemployed workers
(some believe a growing number) are unwilling to accept available employment positions for which they
have the abilities and skills and could apply for and get, either because these jobs do not meet their
income needs or expectations or both (often where the pay is below their previous wage for their last job
which no longer exists). At the same time however, there is a strong demand for workers with highly
marketable skills in knowledge and technical fields (who often also have a strong foundation of
employability skills and educational base) which offer good incomes but where there is a shortage of
available, qualified and/or experienced workers. Finally, there is the situation facing a number of
unemployed workers, who have a significant amount of work experience but lack a specific in-demand
marketable skill(s) or have skills made redundant from technological or organizational change. This
category of structurally unemployed is quite broad and ranges from workers entering the labour market
with a general academic post-secondary credential, few technical skills and little work experience, to a
draftsperson (whose employer just went out of business) with 20 years work experience though none
with Computer Assisted Drafting (CAD) technology.

It is both necessary and morally right that society, through government, provide some income support
for basic necessities to those adults unable to find employment. Yet there is a growing recognition that
any effective strategy for reducing joblessness will have to depend more on active measures like training
and skills development which is relevant to the changing and growing skill requirements of available
employment opportunities. Increasing equality of opportunity for knowledge and skills gets at the root of
a large part of the structural unemployment problem. Training and education is not and cannot be the
answer for all those currently on income supports but who are able and want to work. But it can be a
significant part of the larger range of active measures like work experience, counseling and job search
assistance, that actively partners with employers.
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Occupation-Specific Technical Skills, Community Needs and Labour Market
Information
Policy makers and their partners must and do recognize that occupational projections cannot
determinstically allocate training. berths which will lead to seamless transitions into employment
openings for all individuals currently unemployed or just entering the labour market. For example, there
are a large number of specific occupations in business, social services, sales and service areas which
employ workers in particular jobs from very different post-secondary. fields and programs. Hotel
administrator positions are held by graduates not only from hotel administration programs, but from
commerce (university or college), Asia Pacific studies, sociology and other fields. Such fluidity and
movement can be viewed as either a strength or weakness, depending on the ease or hardship of
adjustment and student employment outcomes.
But employment projections are useful in providing some parameters and direction of employment
demand to assist the training and education decisions by individuals and education/training providers. At
the level of the individual looking at a more specific area of employment opportunities, it is necessary
for a more critical examination of the appropriateness of occupational-specific training and its linkage
and relevance to employment opportunities. Ideally this should include contact and discussion with
potential employers, as well as researching training programs and providers, before embarking on
job-specific training. In addition, since many individuals are not, or do not desire to be geographically
mobile and want to be trained and work in their own community, there is a need for occupationally
specific training decisions to be made within the context of the types of job opportunities available in the
community. Collaboration and communication between local employers, training/education providers
and individuals is central to ensuring relevance. Community economic development and job training
must continue to be tied together more closely. This connection with an emphasis on partnerships is
strengthening through efforts such as the opening of at least 20 Community Skills Centres in B.C.

It is crucial that training efforts for occupational-specific skills not only consider current and future
employment demand but also focus upon areas where there are current and future supply shmiages of
workers to meet the demand. Partnerships - actively involving employers and labour in the design and
delivery of occupational training programs - is perhaps the most practical model of ensuring relevance
and raising the success of training efforts in terms of learner employment outcomes. Local partners can
also provide ground level information at the community level which clarifies employment areas in the
terms of the current supply, ranging from surplus to shortage, in relation to demand.
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Generic Employability Skills
Job seekers contemplating training also need to consider the relevance of such programs or courses in
terms of how they also provide and develop "softer" employability skills and abilities which employers
also demand. Workers of the future cannot and should not narrowly prepare themselves only for a single
specific occupation. While relevant occupational-specific training and skills development are important
for individuals in positioning themselves to fill particular employment opportunities, this type of training
and preparation is not in itself sufficient. According to employers, it is also critical (and perhaps more
critical) that individuals strive to build and continually upgrade a strong platform of education and
generic employability skills to secure employment openings in the immediate sense, and as part of their
career development plans.
As noted above no industry or occupation is immune from the changes wrought by technology and
globalization. The ability of workers to successfully adjust in a changing labour market which offers less·
security than in the past points to the need for all workers to be aware of, and develop generic
employability skills, and get beyond only identifying with a particular occupation and requisite technical
skills. The issue of striking the right balance in emphasis between technical/occupational skills and
employability skills is a difficult one. Yet we do know that on average those who have completed some
type of post-secondary training or education have lower unemployment rates than those with lower
levels of educational attainment (leaving aside the question if they are fully employed to their level of
training and education which is raised below). This suggests that many post-secondary training and
education completers are gaining significant employability skills that improve their employment
outcomes, and student outcome research indicates a significant minority gain employment in fields
·
seemingly unrelated to the technical skills they have learned.
The emerging understanding into employability skills indicates they appear to be derived from various
combinations of education, training, work experience, informal on-the-job training, and volunteer and
community work. Many employers also appear to make hiring decisions which are strongly influenced
by their applicants demonstrated ability to learn, communications skills, intangible personality
characteristics and types or length of prior work experiences. While more research is required, a useful
policy direction would appear to actively seek ways of developing and nurturing various employability
skills by secondary and post-secondary learners.
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Occupation-Specific Technical Skills, Community Needs and Labour Market
Information
Policy makers and their partners must and do recognize that occupational projections cannot
determinstically allocate training berths which will lead to seamless transitions into employment
openings for all individuals currently unemployed or just entering the labour market. For example, there
are a large number of specific occupations in business, social services, sales and service areas which
employ workers in particular jobs from very different post-secondary fields and programs. Hotel
administrator positions are held by graduates not only from hotel administration programs, but from
cominerce (university or college), Asia Pacific studies, sociology and other fields. Such fluidity and
movement can be viewed as either a strength or weakness, depending on the ease or hardship of
adjustment and student employment outcomes.
But employment projections are useful in providing some parameters and direction of employment
demand to assist the training and education decisions by individuals and education/training providers. At
the level of the individual looking at a more specific area of employment opportunities, it is necessary
for a more critical examination of the appropriateness of occupational-specific training and its linkage
and relevance to employment opportunities. Ideally this should include contact and discussion with
potential employers, as well as researching training programs and providers, before embarking on
job-specific training. In addition, since many individuals are not, or do not desire to be geographically
mobile and want to be trained and work in their own community, there is a need for occupationally
specific training decisions to be made within the context of the types of job opportunities available in the
community. Collaboration and communication between local employers, training/education providers
and individuals is central to ensuring relevance. Community economic development and job training
must continue to be tied together more closely. This connection with an emphasis on partnerships is
strengthening through efforts such as the opening of at least 20 Community Skills Centres in B.C.
It is crucial that training effmis for occupational-specific skills not only consider current and future
employment demand but also focus upon areas where there are current and future supply shortages of
workers to meet the demand. Partnerships - actively involving employers and labour in the design and
delivery of occupational training programs - is perhaps the most practical model of ensuring relevance
and raising the success oftraining efforts in terms of learner employment outcomes. Local partners can
also provide ground level information at the community level which clarifies employment areas in the
terms of the current supply, ranging from surplus to shortage, in relation to demand.
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Generic Employability Skills
Job seekers contemplating training also need to consider the relevance of such programs or courses in
terms of how they also provide and develop "softer" employability skills and abilities which employers
also demand. Workers of the future cannot and should not narrowly prepare themselves only for a single
specific occupation. While relevant occupational-specific training and skills development are important
for individuals in positioning themselves to fill particular employment opportunities, this type of training
and preparation is not in itself sufficient. According to employers, it is also critical (and perhaps more
critical) that individuals strive to build and continually upgrade a strong platform of education and
generic employability skills to secure employment openings in the immediate sense, and as part of their
career development plans:
As noted above no industry or occupation is immune from the changes wrought by technology and
globalization. The ability of workers to successfully adjust in a changing labour market which offers less
security than in the past points to the need for all workers to be aware of, and develop generic
employability skills, and get beyond only identifying with a particular occupation and requisite technical
skills. The issue of striking the right balance in emphasis between technical/occupational skills and
employability skills is a difficult one. Yet we do know that on average those who have completed some
type of post-secondary training or education have lower unemployment rates than those with lower
levels of educational attainment (leaving aside the question if they are fully employed to their level of
training and education which is raised below). This suggests that many post-secondary training and
education cornpleters are gaining significant employability skills that improve their employment
outcomes, and student outcome research indicates a significant minority gain employment in fields
seemingly unrelated to the technical skills they have learned.
The emerging understanding into employability skills indicates they appear to be derived from various
combinations of education, training, work experience, informal on-the-job training, and volunteer and
community work. Many employers also appear to make hiring decisions which are strongly influenced
by their applicants demonstrated ability to learn, communications skills, intangible personality
characteristics and types or length of prior work experiences. While more research is required, a useful
policy direction would appear to actively seek ways of developing and nurturing various employability
skills by secondary and post-secondary learners.
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Changing Employment Demand and Skill Needs in British Columbia.

Under-Employment, Rising Educational Attainment and Creeping Credentialism
When we look at the education/training attainment of B.C.'s working age population, it is important to
note that it is rising and will continue to do so, because it is higher for younger age groups and lower for
older persons. Table 2 provides a snapshot from the 1991 Census of B.C.'s educational/training
attainment of the working age population for a number of different age groups. What is striking is that
the training/educational attainment of younger persons is significantly higher, but this implies a much
more competitive environment for youth seeking employment regardless ofthe type of job. For youth
today without secondary completion, they are running up against other job applicants with significant
amounts of post-secondary training and education in competing for jobs. Often employers use
education/training credentials as a first screening criterion, even for positions which in practice require
little specific amounts of training. In an earlier era where the share of the population with post-secondary
training was much lower, this device was seldom used for lower skilled positions.

Table 2: Educational/Training Attainment by Share of BC Population, for
Selected Age Groups, 1991

This situation translates into the issue commonly referred to as under-employment, where individuals
with specific skills learned through post-secondary training and education are working in occupations
for which they are under-utilizing their skills and education. Under-employment in a very narrow sense
when looking at specific occupational and post-secondary areas can often be attributed to specific
structural or cyclical factors, or local community conditions. Taken together as an overall issue of an
aggregate rise in training/education which is perhaps faster than the rise in aggregate employment
opportunities which maximize the full utilization for such individuals, raises a significant policy
question. Yet there are a number of reasons to believe this may not be a problem so much as an
evolution in society which is demanding access and opportunity to post-secondary education and
training for reasons other than strictly employment, and is more an acute problem for particular fields
and occupations, not on aggregate.
Under-employment remains preferable to unemployment. The unemployment rate today is clearly
inversely correlated to the level of one's educational/training attainment. For example, survey results on
the employment outcomes of graduates from B.C.'s career and technical post-secondary programs
indicate that the strong majority are working in positions which they feel are related to the skills
obtained from their programs. The definition of under-employment is very subjective in many instances.
Those with post-secondary training and education often find that their education allows them to get their
foot in the door of employers, and while they may at first be doing a job that is not completely utilizing
their skills, they are often learning the operation and functions of the business or organization which is a
first step to progressing and laddering to other positions.
A number of academic post-secondary education programs do not claim to be direct springboards to

1 of3

07/04/97 12:36:09

Under-Employment, Rising Education ... entialism .. .Importance of Linkages

http://www.ceiss.org/randalempdeman!contentlpage43.htm

specific occupational employment, but do provide a well rounded, quality universal education. There
continues to be strong student demand for entering such programs both directly through university
enrollments and university-transfer enrollments. For many of these graduates, their employment
· outcomes are very positive and they work across a wide variety of occupations. Yet for others, a
universal education with few marketable skills is resulting in less than optimal employment outcomes in
terms of their expectations and reality. The challenge emerging is one which needs to realistically inform
students, and their parents and counselors, about the facts and implications for making training and
education choices. For too many of them, there is little attention paid to employment demand
considerations before they embark on post-secondary paths. For some, consideration only begins when
they have nearly completed their programs. This should not be taken to mean that everyone be directed
into career, technical or vocational post-secondary programs, but that they be made aware of these
options as an alternative or complement to the more academic programs, and that more spaces be made
available to take such alternatives. This is the more balanced direction being undertaken in B.C.
Finally, two other related issues relating to the demographic situation in B.C. bear consideration. The
first relates to professional occupations and the fact that many are held by front end baby boomers
currently aged 35 to 48. For younger persons, a growing share who are obtaining post-secondary
education and who desire to work in professions in business, sciences and social sciences, the large size
of the baby boom age group already in these jobs who have education and experience is in a sense
blocking their entry. A byproduct of this increasingly competitive employment market for younger
people, has led a growing number to seek additional education, for example to enter Masters level
programs. For example, in some science and social science occupations where the normal entry
requirement used to be a Bachelor level degree and which is the educational level of the majority of
those working in the occupation, the standard educational level for most of those successfully entering
the occupation has risen to a Masters degree. Similarly, it is also true that a growing number of persons
who enter or complete university later enter college career and technical programs, presumably to gain
some or more employment-related skills. Has this upward creeping of credentials benefited such
occupations perhaps because it is needed to meet the expansion ofthe scope of practice, or is it solely a
function of an increasingly competitive labour market for such occupations? Is the resulting cost to
society for two, three or more post-secondary programs for one individual sustainable or efficient?
The second issue arises for occupational areas which are dominated by older workers, and where there
are presently few employment openings for young entrants. Examples include some particular skilled
trades, transportation occupations and manufacturing-related occupations. Given the eventual fact that
many of the older workers will be reaching retirement age, with relatively few persons currently being
trained or entering in these occupations, consideration must be given to a future situation where a
number of such occupations may face a shortage of available workers to meet a substantially larger
number of employment openings resulting from attrition.
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Importance of Linkages between Training and Employment
- Work Experience, Co-op and Apprenticeship
Much of whether training and vocational, applied and academic post-secondary education can improve
the outcomes of student completers turned job seekers, rests on the degree to which it is relevant and
valued to those employers looking for workers. A growing number of these employers are small
employers. A major challenge for relevance hinges on how well secondary and post-secondary work
experience, co-op and apprenticeship programs can tap into small employers. Training needs to mutually
work to satisfy both employer (small, medium or large) and student needs together. If we want to better
know what we should be training for, probably the most important place to increase our focus is to more
actively get direction from employers as to the areas where they are having the most trouble finding
workers, and partner with them in providing more experiential learning opportunities. This principle of
greater employer/training provider integration also applies to skills upgrading and further training of
employed workers.
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Changing Employment Demand and Skill Needs in British Columbia

Under-Employment, Rising Educational Attainment and Creeping Credentialism
When we look at the education/training attairunent of B.C.'s working age population, it is important to
note that it is rising and will continue to do so, because it is higher for younger age groups and lower for
older persons. Table 2 provides a ~napshot from the 1991 Census ofB.C.'s educational/training
attairunent of the working age population for a number of different age groups. What is striking is that
the training/educational attairunent of younger persons is significantly higher, but this implies a much
more competitive envirorunent for youth seeking employment regardless ofthe type of job. For youth
today without secondary completion, they are running up against other job applicants with significant
. amounts of post-secondary training and education in competing for jobs. Often employers use
education/training credentials as a first screening criterion, even for positions which in practice require
little specific amounts of training. In an earlier era where the share of the population with post-secondary·
training was much lower, this device was seldom used for lower skilled positions.

Table 2: Educational/Training Attainment by Share ofBC Population, for
Selected Age Groups, 1991
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This situation translates into the issue commonly referred to as under-employment, where individuals
with specific skills learned through post-secondary training and education are working in occupations
for which they are under-utilizing their skills and education. Under-employment in a very narrow sense
when looking at specific occupational and post-secondary areas can often be attributed to specific
structural or cyclical factors, or local community conditions. Taken together as an overall issue of an
aggregate rise in training/education which is perhaps faster than the rise in aggregate employment
opportunities which maximize the full utilization for such individuals, raises a significant policy
question. Yet there are a number of reasons to believe this may not be a problem so much as an
evolution in society which is demanding access and opportunity to post-secondary education and
training for reasons other than strictly employment, and is more an acute problem for particular fields
and occupations, not on aggregate.
Under-employment remains preferable to unemployment. The unemployment rate today is clearly
inversely correlated to the level of one's educational/training attairunent. For example, survey results on
the employment outcomes of graduates from B.C.'s career and technical post-secondary programs
indicate that the strong majority are workirig in positions which they feel are related to the skills
obtained from their programs. The definition of under-employment is very subjective in many instances.
Those with post-secondary training and education often find that their education allows them to get their
foot in the door of employers, and while they may at first be doing a job that is not completely utilizing
their skills, they are often learning the operation and functions of the business or organization which is a
first step to progressing and laddering to other positions.
A number of academic post-secondary education programs do not claim to be direct springboards to
specific occupational employment, but do provide a well rounded, quality universal education. There
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specific occupational employment, but do provide a well rounded, quality universal education. There
continues to be strong student demand for entering such programs both directly through university
enrollments and university-transfer enrollments. For many ofthese graduates, their employment
outcomes are very positive and they work across a wide variety of occupations. Yet for others, a
universal education with few marketable skills is resulting in less than optimal employment outcomes in
terms of their expectations and reality. The challenge emerging is one which needs to realistically inform
students, and their parents and counselors, about the facts and implications for making training and
education choices. For too many of them, there is little attention paid to employment demand
considerations before they embark on post-secondary paths. For some, consideration only begins when
they have nearly completed their programs. This should not be taken to mean that everyone be directed
into career, technical or vocational post-secondary programs, but that they be made aware of these
options as an alternative or complement to the more academic programs, and that more spaces be made
. available to take such alternatives. This is the more balanced direction being undertaken in B.C.
Finally, two other related issues relating to the demographic situation in B.C. bear consideration. The
first relates to professional occupations and the fact that many are held by front end baby boomers
currently aged 35 to 48. For younger persons, a growing share who are obtaining post-secondary
education and who desire to work in professions in business, sciences and social sciences, the large size
of the baby boom age group already in these jobs who have education and experience is in a sense
blocking their entry. A byproduct of this increasingly competitive employment market for younger
people, has led a growing number to seek additional education, for example to enter Masters level
programs. For example, in some science and social science occupations where the normal entry
requirement used to be a Bachelor level degree and which is the educational level ofthe majority of
those working in the occupation, the standard educational level for most of those successfully entering
the occupation has risen to a Masters degree. Similarly, it is also true that a growing number of persons
who enter or complete university later enter college career and technical programs, presumably to gain
some or more employment-related skills. Has this upward creeping of credentials benefited such
occupations perhaps because it is needed to meet the expansion ofthe scope of practice, or is it solely a
function of an increasingly competitive labour market for such occupations? Is the resulting cost to
society for two, three or more post-secondary programs for one individual sustainable or efficient?
The second issue arises for occupational areas which are dominated by older workers, and where there
are presently few employment openings for young entrants. Examples include some particular skilled
trades, transportation occupations and manufacturing-related occupations. Given the eventual fact that
many of the older workers will be reaching retirement age, with relatively few persons currently being
trained or entering in these occupations, consideration must be given to a future situation where a
number of such occupations may face a shortage of available workers to meet a substantially larger
number of employment openings resulting from attrition.
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Importance of Linkages between Training and Employment
- Work Experience, Co-op and Apprenticeship
Much of whether training and vocational, applied and academic post-secondary education can improve
the outcomes of student completers turned job seekers, rests on the degree to which it is relevant and
valued to those employers looking for workers. A growing number of these employers are small
employers. A major challenge for relevance hinges on how well secondary and post-secondary work
experience, co-op and apprenticeship programs can tap into small employers. Training needs to mutually
work to satisfy both employer (small, medium or large) and student needs together. If we want to better
know what we should be training for, probably the most important place to increase our focus is to more
actively get direction from employers as to the areas where they are having the most trouble finding
workers, and partner with them in providing more experiential learning opportunities. This principle of
greater employer/training provider integration also applies to skills upgrading and further training of
employed workers.
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Conclusions, Current Directions~ and Ongoing Challenges
Continued technological advances in all industrial sectors, as well as changing business practices,
growing consumer expectations and changing markets for products and services, means that future
employment will require continuous skills upgrading. Organizational structures will likely also continue
to change, requiring training and upgrading in new human resource development practices and
management techniques. Downsizing and restructuring by large organizations (both in the public and
private sector) reflected in continued outsourcing and flatter organizational structures, combined with
continued strong growth in the small business sector and self-employment, means that relevance of
training and retraining will increasingly hinge upon how well it connects to where the most new
employment opportunities will be (i.e. with smaller employers). For a.large number of those entering or
re-entering employment, training or retraining that does not meet the needs of small employers will
seriously jeopardize their ability to secure work. For those currently employed, training and continuous
learning will continue to grow in importance, both to meet the changing demands and skills required to
perform their "job" which often remains static only in its title, and to enable them to adjust to new and
different employment opportunities, whether voluntary (securing a better job) or involuntary (layoff).
Training and education are no longer a front end or reactive activity, lifelong learning in terms of skills
upgrading and gaining new and different skills has become an essential part of work and employment.
This paper has described changes taking place in the economy and the world of work, and noted the
rising need and importance of skills to meet future employment demand. There is a recognized need for
a new mindset by young people and adults to continually expect change and be prepared to adapt, to
learn and to actively undertake lifelong career planning.
Pessimists predict a future of continuing job dislocations (ignoring net employment increases), persistent
unemployment for which nothing can be done, and even social unrest. They continually look backward
and wish again for the time when the goods sector dominated employment and low skill work with good
wages was growing and unemployment was low. What they often fail to admit was that this also was a
time where half the population (women) were largely expected to remain outside of the labour force.
Optimists, on the other hand, see vast new markets opening up for services and goods that knowledge
workers can produce, with better jobs and higher pay.
The reality is that changes in the economy and labour market have taken place and will continue to
occur. The increasingly popular question of "training for what" is being asked by pessimists and
optimists alike. Yet the very meaning of this question is different for the pessimist (who believes there
are no jobs or not enough) compared to the optimist (who sees many employment opportunities going
unfilled). Perhaps the most appropriate rejoinder to "training for what" is to return the question: If
training and skills development efforts to equip individuals and workers with the flexibility and
versatility they need for available growing areas of employment opportunities won't help, will low and
outdated skills work any better? Does it make sense to continue to rely upon or emphasize primarily
passive measures to assist the unemployed? In an environment where global forces and pressures are
fundamentally changing our economy and with it the employment structure and requisite skill needs, is
not training and skills development more necessary than ever before?
One road to the future is to train and educate ourselves towards fuller employment, recognizing that the
path is not without obstacles. This path recognizes the importance of making changes and taking actions
which work toward ensuring that job training and skills development better aligns with skills needed for
available employment opportunities. In fact, the challenge of training for what the labour market is
demanding is a key direction of the current policy and program actions for skills development and
training in British Columbia.
The changes occurring to the labour market and the world of work are requiring society to reconsider the
individual's life cycle and how society's resources are applied: pre-school, grade school, secondary and
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post-secondary, school to work transitions, continuous training and skills development, workplace
training, work to work transitions and transitions from work to retirement. Recognition of this more
dynamic life cycle model with emphasis on improving and facilitating transitions is a major cornerstone
of the approach being taken with training and education by the Province. The previous linear path or
model, which concentrated nearly exclusively on initial education and training, and assumed life-time
employment and then retirement but dealt little with transitions is clearly outmoded. An essential
common denominator to enabling transitions is lifelong learning.
Outlined below are a number of selected examples of new Provincial initiatives and programs underway
which illustrate the more active approach and direction to labour market adjustment being taken in
British Columbia. This approach centres on the principles of improving the relevance of training to
changing labour market needs and increasing access within a context to the demand side of available
employment opportunities.
The Ministry of Education is cunently taking steps which will directly help students make better
connections between school and the world of work. Beginning in September, 1995 all secondary
students will be required to take a credit course on career and personal planning. In Grades 8 and 9,
students will learn how to plan for their career and personal goals. In Grades 11 and 12, the focus shifts
to career planning, with all students required to take 30 hours of work experience. The relevance of
secondary education will be strengthened as students wiil be able to transfer credits for high school
courses and work experience directly to apprenticeship, technology and university programs. Materials
and planning for these actions are being distributed to schools right now. Next year the career and
personal planning curriculum will extend to primary students. These actions will help instill planning
and thinking about transition from school to work as a matter of course, rather than by exception as is
now often the case.
More than 14,000 new student spaces are being added to B.C.'s public post-secondary training capacity.
Institutions are being provided incentives, through the Equipment Matching Program, to replace
obsolete equipment to allow students hands on training with technology that employers use in the world
ofwork. Labour market demand criteria is now central to the approval and development of new applied
career and technical post-secondary programs, with an emphasis upon actively consulting employers in
the development and running of these programs.
Recognizing the fact that local communities within the province have differing economic concentration
and employment composition in terms of industry and occupation, it is acknowledged that communities
and their local employers have their own particular structure of skills and training needs. To better define
and respond to employment skill needs within communities, a number of new initiatives have been
introduced. The Quick Response Program enables colleges to work with local partners when training is
needed for a new business start-up or when retraining is necessary due to a business shut-down. The
Community Outreach Partnerships Fund increases the capacity of local colleges to partner with
communities to develop and deliver training. Community Skills Centres opening in 20 communities in
1995 will provide the capacity for local training responses which bring together the needs of individuals
and employers. These Centres are being established by communities themselves and have received very
strong involvement by local business, labour and a wide range of community representatives.
To increase and improve career development planning, counseling and training decision making by
individuals and counselors, the Ministry of Skills, Training and Labour in partnership with the federal
government and others has undertaken an Enhanced Labour Market Information initiative to increase the
availability and quality of labour market information over the next three years. New publications for use
by career counselors are being distributed now, including separate lesson plans and curriculum material
for unemployed adults and youth. The popular B.C. Job Futures publication containing occupational
demand and training information is being updated with input from employer associations and others, and
targeted for release by the end of the year. The cunent B.C. Job Futures has been made available on-line
to schools in B.C., and will soon be available to all via the Internet. The products and materials from this
initiative will be marketed to a wide variety of users through schools, institutions, Community Skills
Centres and other venues including electronic media. Another important component of the Enhanced
Labour Market Information Initiative is the development of sub-provincial employment forecasting, and
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improvement of data quality and better understanding for projections on employment openings.
In line with the strong employment growth within small business and their growing and changing
training needs, the Small Business Training Partnership Program is enabling small businesses to work
together in addressing their training needs. Complementing this is the Sectoral Training Partnerships
Program which supports the establishment of collective industry partnerships among employers and
labour to identify and address common training needs arising in their sector. Together with the Quick
Response Program these initiatives are projected to develop 138 contracts affecting 1,836 businesses and
32,550 workers over a two year period. In a broader sense, these initiatives typify that B.C. employers
will invest in training their workers and actively take responsibility, recognizing that training is an
important business investment.
A common philosophy linking together the above examples is that they directly seek to iinlc the supply
side of enhancing the skills, abilities and adaptability of individuals and workers with the demand side of
the labour market where employment exists. In short, a major challenge of the whole "training for what"
question will be to continue to pursue, coordinate and bring together efforts which address the nexus or
intersection of better linldng training and skills development efforts to meet employment opportunities
and skills requirements. It is recognized that the challenge is far from trivial. There are no easy or quick
fix solutions. The direction being taken centres on efforts to better integrate workforce skills and
economic and community development efforts, to improve labour market and career information to
assist individuals in better linldng their education and training decisions to employment opportunities, to
link quality jobs with quality workers and to foster partnerships to catalyze such integration.
The close involvement of strategic partners is acknowledged as central to bringing skills and training
closer to the demand side of employment. The creation of the British Columbia Labour Force
·Development Board in 1994, which includes key economic and social partner representatives from
equity groups, training and education providers, labour and employers, is an important initiative to
directly provide strategic and tactical advice to the Minister of Skills, Training and Labour. As well as
advising Government, the Board is working to catalyze actions to directly address labour force
development, training and adjustment issues.
Another aspect of improving the linkage of skills and training operating on the supply side of the labour
market to the demand side, concerns larger economic development priorities like achieving more
value-added out of our existing resource base and increasing the province's export orientation of both
existing and emerging services and goods. Investments in skills and training are being brought together
with public investments in infrastructure and natural resources. Examples such as the Forest Renewal
Plan and BC 21 (making coordinated public infrastructure investments) are enabling public and private
sector employment opportunities which marry practical work experience and jobs with an emphasis on
skills and training.
The intent of this paper has been to stimulate discussion on employment demand, in relation to skills,
training and education. Clearly, there is still much to be done with better understanding employment
demand and applying it to efforts for continually seeking to improve the relevance of skills and training
to the labour market. It is intended that this paper will assist the important work of such efforts,
including the current activities of the B.C. Labour Force Development Board's Training for What
Committee.
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Appendix 1
Employment Projections and the Canadian Occupational Projection System
(COPS) Demand Model
Employment Projections and Forecasting
While predicting the future cannot be completely accurate, employment projections are useful and
necessary to assist in thinking about and making intelligent decisions concerning employment demand.
Great and unpredictable shifts and events will continue to occur, but many others are taking shape which
can be identified. Projections and forecasts, like statistics, can be useful indicators, when used with some
caution and recognition of their limitations. Viewed carefully, they can provide clues about the direction
and magnitude of changes, especially on the margins. The absolute levels of employment projections
should not be viewed as predictive, but as a range-type of indicator against which to examine other
indicators of what is occurring in particular occupations. Together these indicators can be used in
projecting a future view of employment demand and how it is changing.
There are 3 distinct approaches to projections of occupational demand. The first and oldest, is a
qualitative or Delphi approach that reviews all the available evidence and information, from which
intuitively are formed an outlook on various occupations. The second approach, which was more
academically-based, consisted of econometric simulation models using economic theory and large
amounts of historical data in projecting a forward view. The third approach, and that now used by the
COPS Demand Model in Canada and the U.S. Department of Labor in their biannual occupational
projections, evolved from the econometric approach but formally includes elements of first approach by
including qualitative judgements into forecasts.
·

Summary of the COPS Demand Model
The Canadian Occupational Projection Sy'stem (COPS) Demand Model was created by Human
Resources Development Canada (HRDC, formerly known as Employment and Immigration Canada).
One of a family of COPS models, the Demand Model is used by labour market analysts and planners in
the private and public sectors. The model provides projections, based on different scenarios, of the
demand for some 500 detailed occupational categories and 67 industry categories to the year 2005.
These projections are available at a national and provincial level (subprovincial regional estimates are
not yet available).
There are two choices for the occupational component of the Demand Model. The original model is
based on the Standard Occupational Classification (SOC) system; a new occupational variation is based
on the National Occupational Classification (NOC) system.
The Demand Model has several components. First, estimates of industry employment are produced
through simulation in a macroeconomic model and checked through a consultative process. National
census data provide the base time series data for the model; Labour Force Survey industry time series
data are used for inter-census periods. There is no occupational detail in this first step.
The second step involves producing industry employment estimates in detailed occupational categories.
This is done by estimating each occupation's share of a given industry's employment, using a coefficient
matrix. Rows represent occupations and columns represent industry.
There are two matrix approaches to choose from in the Demand Model: the fixed coefficient matrix and
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the variable or curvilinear coefficient matrix. The latter matrix is changed annually, based on a
projection of changing occupation mix among industries. Regardless of matrix used, the sum of all the
occupations by industry coefficients for each column equals one, to assure conformance with the first
step. While assuring model consistency, the resulting matrices are subject to "bottom up" amendments
through a consultative process which reviews the detailed occupational projections. This provides
qualitative and real world "ground truths" into the econometric and mechanical forecasts and
projections.
Once the demand level for each occupation is determined, the estimates for attrition by occupation are
needed. Attrition is the number of openings that arise due to people changing occupations, retiring,
dying or otherwise leaving the labour force. In some occupations, attrition is responsible for more job
openings than is job growth. The estimates of attrition are provided from an occupation and age
distribution modeL
The consultative process is essential to the success of the model. National HRD staff responsible for the
COPS models consult with industry, provincial governments and with HRDC's own regional offices.
The B.C. government, through the Policy, Planning and Research Branch of the Ministry of Skills,
Training and Labour, closely participates in these consultations.
The first round of consultations ensures that input numbers reflect a broad consensus on the economic
outlook. Once a macroeconomic scenario is set, a set of occupational projections is produced. At the
second round of consultations, participants can comment on the detailed occupational projections, and
adjustments may be made to the coefficient matrices.
==···=·······=·······'·"::.::::::::==:;::::::::;:::::."::;: ::::::.=."::::::::::.-:............- ............... )
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B.C. Employment Demand Factors and Future Jobs and Work, 1993/2005
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