National Business Survey: Career Development in
the Canadian Workplace

Regional Comparison: BRITISH COLUMBIA
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OBJECTIVES

National Business Survey: Career Development in the Canadian

Workplace taps into employers’ current views on:

® Recruitment and retention in wake of “The Great Reshuffle”
® Current skills and talent gaps in the labour market

® Hiring underrepresented groups as part of DEI strategies

® Career management in the context of remote and hybrid work,
and

® How employers perceive the services of career development

professionals.



DEMOGRAPHICRESPONDENT PROFILE
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DEMOGRAPHICBRESPONDENT PROFILE

Average Columbia
Service 24% 15% Chief Executive Officer (CEQ) / President 25%
Retail 139 89
L o 4 Owner 21%
Hospitalit 9% 14%
p V'
Construction 9% 12% General Manager 16%
Manufacturing 8% 8% Manager/administrator 11%
Non-profit 6% 2%
p
Health care 5% 99, Plant/office/operations manager 7%
1 [o) (o)
Educatl.on | 4% 3% Director 8%
Professional services 3% 8%
Transportation/Warehousing 3% 5% Chief Operating Officer (COO) 3%
Distribution 39 39 Human resources 3%
Agriculture 2% 4% Accounting/bookkeeping 1%
. . . . o 0
Automotive (including repair) 2% 1% Executive Vice President 19
Finance 29% 2% Vice President 1%
Technology 2% 2% Controller 1%
1 1 [o) (o)
Entertainment/Recreation 2% 1% SeniorVice President 1%
Natural resources 1% 2% Other 2% 4




CHALLENGES FOR CANADIAN

BUSINESSES




CHALLENGING| OVERALL
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W National Average Very or somewhat challenging

A shortage of skilled workers \ 63%
supply chainissues || G 76%
General state of the economy \ 55%
Finding young workers \ 67%
Regulation and red tape \ 58%
Employee mental health \ 38%
Loss of talented employees to other organizations \ 42%
Keeping up with technology \ 45%
Losing staff to life choices such as going freelance, starting... \ 38%

Finding talent from under-represented groups \ 30%

Accessing training ‘ 43%

Hybrid and flexible work models and expectations,...\ 22% 15%
Loss of senior employees to retirement ‘ 23%
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WORKFROMHOMEUPPORT TO EMPLOYEES

Do you provide career management supportto
employees who work from home?

I 5o
Yes

|
|
|
|
|
|
|
5 I : 61%
0,
' 38% | | 39%
| | |
! 5%
R : ! DK/NA s«
|
I - :
No 60% L e W Nationalaverage 11 British Columbia | _ _
e Do you provide mental health supportto
I employees who work from home?
1%
DK/NA | : 7%
2% I
|
: Yes
B National average British Columbia : 50%
|
|
1 No
| 47%
CERI C E»;;w : B National average British Columbia 7



RECRUITMENT & RETENTION




RECRUITING | DIFFICULTY
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Perception of difficulty
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RETENTION OF EMPLOYEES | IMPACT OF PANDEMIC

Compared to 2 years ago, before the pandemic, has retention of employees at your business become more difficult|tesdiffibere been no change? (BASE: n = 501)

No Change 56%

More difficult

Less difficult 8%

DK/NA KV 4%

32%

¥CERIC=-

M National Average British Columbia



RECRUITMENT & RETENTION| NEW PRACTICES

What recruitment/retention practices have you implemented/are you considering? (Base= 274)

Higher wages/better pay/raises

Work-life flexibility (e.g. flexible hours, ability to work from home)
Benefits/health benefit plan
Bonuses/commission

Better working conditions/positive work environment
Training

Incentives/perks (unspecified)

More online recruiting

Better hours/full-time hours

Mask or vaccination policy

Work with a third party to recruit

Offer time off/paid time off

More in-person recruiting

Less strict screening/hiring practices

More advertising for positions (general)
Changing recruitment practices (unspecified)
Pension/investments

Diversity efforts/initiatives

Opportunities for promotion/advancement
OTHER

DK/NA
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31%

18%

39%
14%

16% 25%

14% 25%
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RECRUITMENT EFFQRINDERREPRESENTED GROUPS

How much effort would you say your company puts into customizing the recruitment approach in order to reach and attrags ofamberrepresented groups such as
women, LGBTQS2+, Indigenous people, persons with disabilities, members of visible minorities, youth and/or older wSikgfs? [BAp n m 0

Not much effort 38%

Some effort 32% 23%

A lot of effort 18% 20%

DK/NA 19%

M National average British Columbia
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FINDING SKILLED EMPLOYEES

Has your business done any of the following in the pasy@ars in order to find skilled employees: YES

Employee referral 67 61%

Offered training and advancement for lower-level employees 63% 67%

Recruited through social media 59% 56%

Identified internal candidates 52% 55%

Marketed the advantages of working at your organization 46% 44%

Used community employment agencies 36% 33%

Hired from a co-op or internship program 30% 23%

Outsourced recruitment to search or personnel firms 24% 18%

Used automated resume software 17% 29%
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SKILLS GAP
&

SOFT SKILLS




SKILLS GAP |PERCEPTION OVER TIME

In the past five years, would you say that the skills gap in your industry has increased, decreased or stayed the sampg® (8giee there is a skills gap): n= 388)

Increased [ELTA 50%

Stayed the same [E:YA 36%

B National Average British Columbia
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SKILLS GAP |PERSPECTIVE ON CLOSING THE GAP

Which of the following statements is closer to your own opinion?

The best way to close the skills gap is for employers to offer more training

49%
for new employees.

The best way to close the skills gap is for prospective employees to better
prepare themselves for the labour market

36% 25%

Both/combination of the two 15% 17%

DK/NA I 9%
3%

B National Average British Columbia
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SOFT SKIUUSEVEL OF IMPORTANCE OVER TIME

What soft skills are most important to you in an employee? (BASE: n = 501)

Positive attitude 299, 33%
Communication skills 22% 26% I National average
Reliability/dependability 21%
British Columbia
Strong work ethic 18%

Teamwork skills 16%

Interpersonal/customer service skills 14%

Time management abilities 11% 11%

Willingness/ability to learn 10% 9%

Flexibility/adaptability 10% 12%
Honesty/integrity 9% 7%

Competence/diligence 9% 7%

Accountability 9% 8%
Dedication/passion 7% 8%
Problem-solving skills 5% 1%
Professionalism A 29
Presentation 4% 6%

Compassion/emotional intelligence  e1¥4904
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PROFESSIONAL/CAREER

DEVELOPMENT




PROFESSIONAL DEVELOAMENETMPL OYER®' S RESPONSI BI LI T

Employers have a responsibility to provide career management programs for their employees

Somewhat

agree
Strongl
agree
Somewhat
. 17% 17%
disagree

Strongly
. 6% 5%
disagree

B National average British Columbia

¥ CERIC=- 1



PROFESSIONAL DEVELOPRMEROGRAM OPPORTUNITIES

Does your organization have career management
programs for employees?
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PROFESSIONAL DEVELOPRMENAERIENCE WITH CDPs

Career development practitioners (CDPs), facilitate the ability of clients to take charge of their own career develoassstmgpythem in the process of identifying and accessing
resources, planning, and managing for their casgferdevelopment. This includes but is not limiieccareer practitionerscareer educators, career information specialists, career

management consultants, work experience coordinators, placement coordinators, career coaclhesatindal rehabilitation wokks. In your capacity as an employer, which of the
following best describes your experience with CDPs :

| was not aware of career development professionals before now 40%

| have heard of career development professionals but haven’t

0,
worked with any 39%

| was aware of and have worked with one or more career
development practitioners in the past

MW National average British Columbia
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ADDITIONAL RESOURCES FROM THE SURVEY

 National Business Survey Executive full report,

) ToRONTO STAR ¢ L
summary and infographic (in English and French) = = ™ ™ .07l Sl T T T
0 BC and other regional reports to be posted this month ﬁympaniesneedto invest in workers’ careers
* Inthe media: e
O Toronto Star
0 BNN Bloomberg
0 CBCRadio

e Webinar recordings: Building a bridge: How employers

and CDPs can collaborate to address workforce needs
in 2022

e Virtual Community Roundtables

Building a Bridge: How Employers and CDPs Can
Collaborate to Address Workforce Needs in 2022

fed U E0BE

RECORDINGS AVAILABLE!
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https://ceric.ca/surveys/career-development-in-the-canadian-workplace-national-business-survey-2021/
https://www.thestar.com/business/2022/02/01/businesses-face-shortage-of-skilled-workers-and-young-employees-report.html
https://www.bnnbloomberg.ca/video/how-employers-can-address-the-skilled-worker-shortage-with-young-talent~2376144.amp.html
https://www.cbc.ca/listen/live-radio/1-112-ontario-morning-from-cbc-radio/clip/15894355-ontario-morning-february-10-2022-pt-1
https://ceric.ca/ceric-events/webinars/building-a-bridge-how-employers-and-cdps-can-collaborate-to-address-workforce-needs-in-2022/
https://ceric.ca/2022/05/ceric-and-partners-to-host-virtual-community-roundtables-on-employer-engagement/

10 Ways Employers Can Partner with CDPs

#6

#1 ¥4} Work with CDPs to Tackle Your Use Creative Approaches for Selecting 'ﬁ-‘
=¥ Pain Points the Best Candidates ;3

See Beyond the Gaps for Skills & |Hﬁ
% By

(5 M Cmgls Jesair 10 WAYS b

EMPLOYERS CAN
ADDRESS THEIR
] 25 feimagaa e inplorsevaie IR e

Access Training & Development @ #8

#4 #95  Find Untapped Talent Through
@ Non-Traditional Hiring

Write Clear and Compelling Job Build Community Partnerships That Make [@] #10
Postings That Get Results Good Business Sense

AS FUTURE ROUNDTABLES ARE HELD ACROSS THE COUNTRY, THIS £ il A Ay ONTARIO ASSOCIATION OF
GRAPHIC MAY BE UPDATED TO INCORPORATE ADDITIONAL INSIGHTS ‘,’CERIC e LIA ?gC‘REFF‘MANAGEMENT

2 o BC Coarowr
THANK YOU ALSO TO BOCDA FOR SUPPORTING THIS INITIATIVE W -+

o ment
Assodlation

\ Get your free copy of the full employer toolkit at ceric.ca/nbs2021
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EMPLOYERS CAN ADDRESS
THEIR TALENT NEEDS

BY PARTNERING WITH CAREER
DEVELOPMENT PROFESSIONALS

v CERICE-

CERIC is a charitable organization that advances education and research in career counselling
and career development, in order to increass the economic and social well-being of Canadians.
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