






























































































Labour Market Development Strategy:  Background Report #3

archaeological sites, a world-class hiking trail, and the friendliest people you will 
find anywhere.

The impact of the Irish settlers on the Irish Loop remains visible in the cultural 
practices and daily life of the current population.  The dialect is significantly 
different from other areas of the Province as the people here are said to speak with 
a “thick Irish brogue”.  This form of speech becomes more prominent as you travel 
down the region.   With a current population of about 8,200 people (census 2001), 
the Irish Loop has experienced a significant out-migration over the past decade 
as many youth leave the Province or relocate to metro areas to find employment.  
However, the redevelopment of the region, in the areas of natural resource 
development, tourism, and technology is creating many prosperous opportunities 
for people. 

Regional Economic Development Boards (REDBs)

Zone 17:  Mariner Resource Opportunities Network

• Continue efforts with the Baccalieu Trail Tourism Association to develop a 
marketing strategy for tourism development and packaging of the Bay de 
Verde Peninsula.

• Follow through with the implementation of our 2002/2003 Marketing Strategy 
focussing on the region as a “5 Star Location for doing Business”.

• Seek funding to conduct a comprehensive skills inventory.

• Explore a partnership with the Donegal County Enterprise Ireland Board 
regarding an exchange of leadership and business development modules.

• Agriculture – Spruce Hill Farms Inc., a training facility that will utilize the 
existing farmland as a basis for awareness and training in the production of 
undergrown and specialty crops.

Zone 18:  Avalon Gateway

• Ensure the development of the Voisey’s Bay Nickel Company Refinery/
Smelter at the proposed Argentia Site.

• Develop and promote  a global tourism package for the cultural, historical, and 
natural products that exist within the Zone.

• Develop and promote access to global markets as a result of the ice free port in 
Argentia and the location between the two most affluent markets in the world 
- Europe and North America.
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• Promote awareness of the aquaculture industry by conducting a resource 
inventory of areas that have optimum conditions for the culture of species with 
known commercial potential.

• Provide opportunities to develop the underutilized species: the secondary 
processing of crab, sea urchins, lobster, and other species offering significant 
potential.

• Develop the capacity to diversify the economy in new areas such as Information 
Technology, and areas based on existing strengths and opportunities including 
non-resource based industries.

Zone 20:  Irish Loop

• Fishery/aquaculture:  products from fish waste by composting and crab shell 
operations; under-utilized species including a by-catch survey on sculpin; cod 
grow-out.

• Tourism development: tourism marketing plan.

• Information technology: regional web site and community bulletin board; 
summer technology camps for youth.

• Manufacturing: marine related; cabinetry.

Strategic Social Plan

The four key strategic directions for the Avalon region are:

• Community capacity building - assisting communities to enhance their ability 
to address issues and concerns faced in the community.  A critical element 
of community capacity building is the discovery of the assets and capacities 
of the community, the identification of the connections that exist between 
currently existing supports, and the enhancement of individual engagement 
and relationship building between supportive individuals and organizations.

• Human resource development  - the availability and qualifications of workers 
in various sectors as well as other human resource issues such as employee 
benefits and wages.

• Prevention and early intervention - responding to issues before they become 
problems.  Prevention and early intervention have been identified as critical to 
such social issues as poverty, child care, health, education and career training, 
juvenile crime, housing, family life, and the environment.

• Recreation for all - the need for recreation to be easily accessible by all citizens 
who desire it.
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General Issues and Trends

Recruiting health professionals to the region, especially in Placentia and the Irish 
Loop, is proving difficult.  The health facilities are in such close proximity to St. 
John’s that people commute for employment from all over the Avalon Peninsula.  
One participant observed that the regionalization of public structures, such as the 
health boards and school boards, encourage commuting since, even within the 
region, there may be a great deal of travel for one’s job.

There is a move toward “holistic development of a community” or the need to 
look at regions as a community, not just separate towns.  Many of the communities 
within the region have declined in population over the past 10 years.  It is believed 
that this trend is causing a breakdown in community loyalty where people feel 
less attachment to a community.  The stakeholders within the region are working 
together to find initiatives that would balance economic and social planning.  The 
objective is to have more people to live and work in the community. 

There was a suggestion that this same consultation be conducted with 
municipalities since there must be greater collaboration between adjoining 
communities if strategies for community development are to be successful.

Emerging Initiatives

Not surprising, the Avalon Gateway zonal board identified opportunities in 
mining as a result of development at Voisey’s Bay.

St. Mary’s Bay and Trepassey are exploring the development of an employment 
initiative, similar to Avalon Employment, where the person would have a “one-
stop shopping” approach to employment counseling.

Enterprise Education, a 10-hour tourism interpretation program, is being offered 
in 4 high schools (Irish Loop) with 120 youth.  This program educates youth on 
their region, its major industries, history, and opportunities.

The region is currently conducting a survey within Grades 7-12 concerning high 
school students’ perceptions about careers, and comparing those perceptions with 
those of their parents.

It is believed that there are opportunities for public-private partnerships, especially 
within adventure tourism.  This would provide capital to emerging businesses.

Recruitment and Retention

There will be an increased need for millwrights, machinists, welders, and 
other trades people, as well as various technicians and technologists including 
environmental.  For the Hydromet facility, chemical engineers, computer 
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processing technologists, instrumentation technologists, chemists, and other 
highly technical workers will be needed.

5.6 Northeast Avalon

The Northeast Avalon Peninsula is a prospering region serving as a major service 
center for the entire Province.  The Zone is strategically located on the most easterly 
tip of North America and serves as a “gateway to Europe”.  Geographically it is the 
smallest of the twenty economic zones encompassing 1,389 square km, however, 
the Zone is the most heavily populated with 181,871 residents (1996 stats) and 
contains 33% of the provincial population.  The Zone has 130.92 persons per 
square km, making it the most densely populated zone.   The population increased 
in the Zone by 0.8% over the 1991 to 1996 period, compared to provincial rate of 
decline of 2.9%. 

The Northeast Avalon is a major service center for the entire Province. Some 
of the major business generators are: international airport, port/transshipment 
facilities, provincial government, federal government infrastructure and it has a 
large population and business base.  The Zone has a number of important sectors 
including: oil and gas; marine and ocean technology; tourism; construction; 
advanced technology; and the service sector (health services - 13% of employment, 
government services - 12% of employment, education services - 10% of employment 
and business services - 5% of employment).

The Northeast Avalon region is also home to more than 20 post-secondary 
education institutions.

Regional Economic Development Board (REDB)

Zone 19: 

• Development of alternatives to address youth at risk/drop-outs.

• Assess the skills requirements of employers, compared to the skills currently 
available in youth, identify gaps, and develop action.

• Explore the types of business opportunities that will arise with the aging of the 
population.

• One-on-one advice, assistance and support to individuals, businesses, 
organizations, and municipalities.

• Continue to promote the economic and social benefits of the construction of the 
Cold Ocean Aquarium.

• Continue to advocate for the provision of appropriate career development 
services to address potential occupational shortages.
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• Facilitate the implementation of a tourism way finding system.

Strategic Social Plan

The Northeast Avalon Strategic Social Plan is currently focused on early childhood 
development.  The Committee has identified these objectives:

• Develop an early childhood development strategy for the Northeast Avalon 
within an evidence-based framework in order to better identify the needs of 
the 0-6 year-old population and their families and to monitor outcomes.

• Identify models of excellence that are inclusive and deal with barriers to 
participation.

• Encourage outcome-based evaluation of programs and services in order to 
know what is working and why.

• Coordinate programs/services to eliminate gaps and duplication.

General Issues and Trends

The region feels that businesses are being forced into East/West trade because of 
our relationship with the rest of the country when the rest of North America is 
trading North/South.

It is believed that too much of our natural resources are being shipped out and 
finished product in, with not enough processing being done in the Province.  The 
harvesting of resources is resulting in a positive economic picture, however, it is 
believed that the GDP is not a good measure of economic growth and the major 
projects are not translating into jobs and/or cash.

The Northeast Avalon is in a much different human resource environment than 
the rest of the Province.  While other regions have concern over retaining residents 
and its workforce, this region is seeing in-migration.  This creates a strain on the 
service resources available within the region. 

That being said, there is a perception that some people within communities are 
doing very well economically, while others are not.  Those within the community 
networks observed that the gap is widening between those experiencing economic 
and personal growth and those who are not. 

Recruitment and Retention

The focus for recruitment is ensuring that there is well-qualified workforce within 
the region.  It is believed that business development will come when an educated, 
skilled workforce is available.
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6.0 Union Consultation 

This section provides an overview of participants’ perceptions as they relate to the 
factors that are influencing the demand for labour within their respective union and 
its membership, and the future labour trends and challenges they anticipate as a 
consequence.  Feedback from the participants is presented as collated perceptions.  
As well, information from depth interviews is presented by participant/union 
representation.

6.1 General Themes

There were several trends and challenges expressed by participants that were 
consistent across unions.  

Provincial/Local Economies

The economic picture for Newfoundland and Labrador includes the best long-term 
projections in the country.   However, all of those who participated expressed the 
belief that the positive economic projections for the Province were geographically 
based and reflective of the economic picture of St. John’s and not of the rural 
regions of the Province.  As well, the participants believed that this economic 
growth is not being translating into more work for their membership.

Though the retail sector is doing well, as is construction in St. John’s, many large 
companies have downsized their operations and workforce.   Housing starts are 
up, though not to the levels of the 1970s and 1980s.

Challenges of the Labour Market

The Underground Economy:  One of the challenges within the labour market is 
getting an accurate picture of the “underground economy.”  This phenomenon 
creates problems for government (less tax revenue), employers (difficulty offering 
competitive salaries), potential employees (inability to qualify for trades papers), 
and unions (in gaining consistency for their membership).  It also results in an 
inability to get a skills inventory of the skills available within the Province.

Cultural Perceptions about Work:  Many people in rural Newfoundland have 
grown up with the realities of seasonal work.  Working in the trades is rarely 
full-time, year-round work and subsidizing income with EI is seen as the norm.  
As well, there is often the cultural belief that it is acceptable to top-up retirement 
income with a job, often on a cash-only basis.

Changing Employer Expectations:  Many organizations are still undergoing 
downsizing and restructuring, especially as a result of the introduction of 
technology.  There is a constant need to “work faster with new technology.”  These 
participants questioned whether some employers are raising the benchmarks too 
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high while others are lowering the entry requirements.  For example, in some 
workplaces new skills are being required to qualify for the work that is available, 
while other employers have been increasingly using unskilled workers instead of 
apprentices and journeypersons.

Introduction of Technology:  The introduction of technology is both a strength 
(improving our competitive edge within the global marketplace) and a challenge.  
Fewer people are needed within technologically advanced workplaces and those 
who remain are required to learn a different set of skills.  This can be difficult for 
older workers and workers with limited exposure to technology.

Migration Patterns of Union Membership:  According to the unions involved in 
construction and the trades, an increasing number of their members are seeking 
work outside of the Province.  The wages are higher in Nova Scotia and Alberta, so 
young people (who have debt, are mobile, and want longer working periods) do 
not mind going to where they will find work.  They often make the same amount 
of wages in a shorter working cycle or can make more money even if the season 
is the same length of time.  This results in lost tax revenue for the Province and a 
loss of skilled workers for the industry.  Within the Newfoundland and Labrador 
Regional Council of Carpenters, Millwrights, and Allied Workers union, each year 
350 of its registered members work in other provinces during the working season 
and return to the Province in the off season.

Lack of a Skills Inventory:  The participants believe there is a need for a skills 
inventory.  Labour market decisions are being made for the Province though there 
is limited information about the skills already available and the work opportunities 
available.   There is no baseline of skills so no benchmark against which to measure 
progress.

Employee/Employer Relationships

Work in the fishery, construction, and trades’ occupations is hard work, low 
paying, and often involves difficult working conditions.  For construction and 
some trades work, workers go from project to project, employer-to-employer, 
as work is available.  There is little job security and no long-term employment 
relationship with the developer/employer.

Though there is not a long-term employment relationship for many of these 
workers, both contractors/employers and employees must work together to 
ensure projects are completed on time, within budget, and with good quality.  To 
ensure this happens, employers need to take the time to explain the project’s time 
frame, budget requirements (to the extent necessary), and productivity issues 
around the project.

Yet, the same employer on the next project may not hire those workers.  To ensure 
they have kept their skills up-to-date, the cost of that continuing education then 
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becomes the full responsibility of the worker, something that is provided by the 
employer in most traditional employment relationships.  

Membership Demographic Trends

Newfoundland and Labrador faced a population decline of 7% from 1996 to 
2001, with the decline more pronounced in the rural areas of the Province.  Out-
migration, low in-migration and low birth rates have resulted in a population that 
is aging faster than that of Canada as a whole.

In line with this trend, the unions are also seeing an increased average age within 
their membership.  However, with the exception of the fishery, the representatives 
stated that their membership has remained stable in terms of numbers.  The 
discrepancy between the provincial demographic changes and the perception of 
shortages in the trades’ occupations with the unions’ stable membership may be 
explained by the changing nature of work trends.  An increasing number of union 
members are seeking work out of the Province.  Though they remain members 
of their union, they are not actually making their primary living within the 
Province.

Education Needs

There is a general belief that the better educated our workforce, the stronger will be 
our economy.  Therefore, all workers expect training as a reality within the world 
of work.  Workers need to understand why procedures are required and why work 
must be done in a particular way.  In addition, managers and supervisors need 
their own professional development to ensure they have appropriate supervisory 
skills.  

It is perceived that the post-secondary education sector is not consulting with 
those on the cutting edge of technology and, as such, is unaware of what industry 
requires.  Participants expressed the need for better liaison between colleges and 
the respective industries in the development of education/trades programs.

Literacy and basic communication skills continue to be a concern, particularly in 
industries that traditionally have had a lower education entry requirement, such 
as the fishery and construction.  This creates an even greater challenge in ensuring 
that the workforce is technology-literate and that the training is user-friendly.

Recruitment and Retention

In the previous labour market demand discussions with the private sector 
businesses and industry associations, and with the economic development boards, 
those participants voiced a belief that there is a shortage of skilled trades and 
technical workers within the Province.   According to the union participants, for 
some industries the shortage may be more perception than reality.
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The real shortage may be for lower wage, unskilled workers and less interest 
in the worker with higher-end (and higher salary) qualifications.  Even though 
construction employers voiced a concern over the lack of available electricians, 
the IBEW has 750 members (primarily electricians) on its list that are looking for 
work.  There may be reluctance on the part of some employers to hire through the 
union.

The Newfoundland and Labrador Regional Council of Carpenters, Millwrights 
and Allied Workers union believes the number of people finishing the trades 
programs is sufficient to meet the needs of the Province.  However, of those 
finishing programs, 30% will not be working in the trade 6 months from finishing 
and another 30% will leave the Province.  The key is to address why those workers 
are leaving and how to keep them for work within the Province.

People make decisions on where to live based on the lifestyle they want for 
themselves and their families.  These people will evaluate the options for them 
within the Province with that elsewhere.  Often, workers are comparing low pay 
and uncertain working conditions with high pay elsewhere, even if the working 
conditions are constant.    

There were comments that there are enough graduates from the trades programs, 
if they all stayed in the Province to work.   The most important factor is the loss of 
the educated young people from the Province.  Many of the younger (and some 
more seasoned) workforce find work outside of the Province after their education 
program and few return to employment within the Province.  

Women are represented in the processing side of the fishery.  However, given the 
nature of the work in the trades and construction occupations, it was believed that 
there would be little incentive for women to be attracted to the work.  Within the 
IBEW, 35% of members are women, though many of these are in clerical, IT, and 
administrative positions.

Perceptions about Government Programs

The structure of many HRDC programs is such that, when an individual is eligible 
to collect benefits, he or she must jeopardize receiving those benefits to attend 
training/skill development programs.  The participants felt that individuals should 
be able to use the time “off-season” to attend skill development programs.

There are federal programs, such as Work Sharing While Learning, that may 
address some of the needs within industry.

Career Planning

There is a belief that the current structure for career counseling in schools must be 
restructured.  The participants feel the education system is not promoting enough 
college and traditional trades programs.  It is believed that career education must 
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start in junior high school with a presentation of all of the options for career 
development.

Entering the construction and trades professions is often not a career choice for 
young people.   Construction work, the trades, and employment in the fishery can 
be hard work, involve long hours, be seasonal in nature, and have low pay.   In 
the case of construction and the trades, people often work for multiple employers.  
In the face of opposition from family and the educators, young people do not see 
these occupations as viable career choices.

Part of the concern is the drive to encourage all youth towards a university 
education.  This has resulted in a shortage in the trades and technology occupations 
when compared with graduates from university programs.   As with the private 
sector and the economic development boards, these participants felt the loss of 
industrial arts, prevocational, and trades courses from the schools has had a 
negative impact on the number of young people entering the trades.  

There were a number of suggestions as well about the need to educate parents 
about the opportunities available for young people that may not be through the 
university route.

 It is perceived that the education trades programs are inconsistent with the needs 
of industry.  Participants expressed a need for industry liaison to ensure that 
college graduates have the necessary skills when they reach the workforce.  
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7.0 Addressing the Challenges

There are several fundamental issues that emerged from this project.  Each of these 
affect the various industries to different degrees, however, they all have an impact 
regardless of industry.

Career Planning

The current structure for career counseling in schools must be reconsidered given 
the impact this has on the future workforce.  The participants felt the education 
system is not promoting enough college and traditional trades programs.  It is 
believed that career education must start in junior high school with a presentation 
of all of the options for career development.

Recruitment and Retention

The Province is facing an aging workforce.  The layoffs over the previous decade 
have resulted in a workforce with an average age in the 40s and 50s, depending on 
the industry.  There are few succession planning strategies in place and there is a 
fear there will not be enough people to satisfy future labour demands.

Recruitment and retention of public sector professionals is a concern for all regions, 
with the exception of the Northeast Avalon.

Non-Participation in the Workforce

There is a need to look at the non-participants in the workforce and investigate 
the reasons for non-participation, whether this is due to a skills gap, life situation, 
and/or economic reasons.

Government Strategies

All regions identified the need for “bold leadership” and prompt action.  There was 
a feeling that the politicians must have the will to make the right, not necessarily 
the most politically expedient decision.  While there has been progress in the social 
agenda in recent years, concern was expressed about some of the public messages 
coming from government departments and elected officials.  The participants felt 
a message that “our best and our brightest are leaving” is a deterrent to attraction 
of inward business development.  Rather, more business success stories must be 
presented.
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Stakeholder Consultation

The participants encouraged more collaboration between stakeholders in 
developing strategies for addressing labour market needs.  Strong leadership is 
needed to make the difficult decisions, however, all parties must be involved in 
the process.
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Appendix A:  List of Participants

Depth Interviews and/or Focus Group Participation:

Labrador:

• Alicia Sutton; Regional Planner, Labrador Strategic Social Plan Committee.
• Carol Best; Executive Director, Central Labrador Economic Development 

Corporation (Zone 3).
• Danielle Mathews; Researcher, Labrador Strategic Social Plan Committee.
• David Yetman; Executive Director, Labrador Straits Economic Development 

Corporation (Zone 5).
• Kimberley Williams; Economic Development Officer, Inukshuk Economic 

Development Corporation (Zone 1).
• Judy Pardy; Executive Director, Southeastern Aurora Development Corporation 

(Zone 4).
• Lori O’Brien; Strategic Opportunities Officer, Labrador Straits Economic 

Development Corporation (Zone 5).
• Michelle Watkins; Senior Analyst, Labrador & Aboriginal Affairs Labrador 

Strategic Social Plan Committee.
• Roxanne Notley; Southeastern Aurora Development Corporation (Zone 4).
• Sherrie Russell; Director, FINALY; Labrador Strategic Social Plan Committee.

Western Newfoundland:

• Beverley Kirby; Director, Community Education Network; Cormack-Grenfell 
Strategic Social Plan Committee.

• Beverly Myers; FINALY West.
• Brendan Doyle; Chair, Marine & Mountain Economic Development 

Corporation (Zone 10).
• Brent Howell; Vice President, Human Economic Development Corporation 

(Zone 8).
• Calvin White; Bay St. George Aboriginal Council; Long Range Economic 

Development Corporation (Zone 9).
• Dana Pittman; Western Regional Coordinator, FINALY; Cormack-Grenfell 

Strategic Social Plan Committee.
• Dennis Parsons; Executive Director, Cormack Trail School District; Cormack-

Grenfell Strategic Social Plan Committee.
• Doris Hancock; SSP Regional Planner, Cormack-Grenfell Strategic Social Plan.
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• Gerard Merrigan; Executive Director, Marine & Mountain Economic 
Development Corporation (Zone 10).

• Joe Arruda; Cormack Trail School District.
• Lorraine Sheehan; Executive Director, Bay St. George Status of Women; Long 

Range Economic Development (Zone 9).
• Tom Hutchings; Executive Director, Long Range Economic Development 

Corporation (Zone 9).
• Travis Gillard; Executive Director, Nordic Economic Development Corporation 

(Zone 6).

Central Newfoundland:

• Colin Forward; District Administrator, College of the North Atlantic; Central 
Region Strategic Social Plan Committee.

• David Curran; Executive Director, Exploits Valley Economic Development 
Corporation (Zone 12).

• Deborah Collier; Human Resource Planner, Coast of Bays Corporation (Zone 
13).

• Des Dillon; Chair, Central Region Strategic Social Plan Committee.
• Geoff Beaton; FINALY, Central Region Coordinator; Central Region Strategic 

Social Plan Committee.
• Heather Hillier; Strategic Social Regional Planner, Central SSP.
• Karen McGrath; Acting Executive Director, Health & Community Services, 

Central Region; Central Region Strategic Social Plan Committee.
• Linda Brett; Executive Director, Emerald Zone Economic Development 

Corporation (Zone 11); Vice-Chair, Central Region Strategic Social Plan 
Committee.

• Louise Pinsent Parsons; Chair, Kittiwake Economic Development Corporation 
(Zone 14); Tourism Representative.

• Paul Stride; Executive Director, Kittiwake Economic Development Corporation 
(Zone 14).

• Tracey Perry; Executive Director, Coast of Bays Corporation (Zone 13).

Eastern Newfoundland:

• Albert Trask; Executive Director, Vista School Board; Eastern Strategic Social 
Plan Committee.

• Angela Hooper; Schooner Economic Development Corporation (Zone 16).
• Bette Elliott; Area Manager, HRDC; Eastern Strategic Social Plan Committee.
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• Carson Littlejohn; Area Manager, HRDC; Eastern Strategic Social Plan 
Committee.

• Colin Holloway; Regional Planner, Eastern Strategic Social Plan Committee.
• Denis Sullivan; Regional Director, HRE; Eastern Strategic Social Plan 

Committee.
• Don Holloway; Premier’s Council on Social Development; Eastern Strategic 

Social Plan Committee.
• Herb Brett; Discovery Regional Development Board (Zone 15).
• Marilyn Coles-Hayley; District Administrator, College of the North Atlantic; 

Eastern Strategic Social Plan Committee.
• Roy Bennett; Eastern Strategic Social Plan Committee.

Avalon Peninsula (except Northeast Avalon):

• Calvin Manning; Executive Director, Avalon Gateway Economic Development 
Corporation (Zone 18).

• Don Morrissey; Mariner Resource Opportunities Network (Zone 17).
• Gerald O’Reilly; District Administrator, CONA; Chair, Avalon Gateway 

Economic Development Corporation (Zone 18); Avalon Strategic Social Plan 
Committee.

• Glenys Walsh; Quality/Risk Management Coordinator, Avalon Health Care 
Institutions Board; Avalon Strategic Social Plan Committee.

• Harold Mullowney; Irish Loop Economic Development Corporation.
• Jamilee Fitzpatrick; Regional Planner, Avalon Strategic Social Plan 

Committee.
• Kathi Stacey; Mariner Resource Opportunities Network (Zone 17).
• Lisa Stone; Mariner Resource Opportunities Network (Zone 17).
• Pat Curran; Executive Director, Irish Loop EDC; Avalon Strategic Social Plan 

Committee.
• Renee Williams; Marketing Manager, Mariner Resource Opportunities 

Network (Zone 17).

Northeast Avalon:

• Amy Percy; Economic Development Coordinator, Community Center 
Alliance.

• Angela Crockwell; Community Youth Network.
• Christine Snow; Executive Director, Capital Coast Development Alliance 

(Zone 19).
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• Gail Gosse; College of the North Atlantic; Northeast Avalon Strategic Social 
Plan Committee.

• Gillian Janes; Regional Planner, Northeast Avalon Strategic Social Plan 
Committee.

• Hilda Pollard; Pathways to Employment; Ireland Business Partnerships.
• Mike Buist; Avalon Convention & Visitors’ Bureau; Northeast Avalon Strategic 

Social Plan Committee.
• Sarah Mills; Chair, FINALY.
• Sean Wiltshire; Avalon Employment; Co-Chair, Capital Coast Development 

Alliance (Zone 19).
• Simone Kielley; Provincial Executive Director, FINALY.
• Wanda Burt; The Salvation Army; Northeast Avalon Strategic Social Plan 

Committee.

Union Consultations:

• Bill King, President, Local 597; Canadian Auto Workers – Canada.
• Bill Parsons, Executive Director; Newfoundland & Labrador Building and 

Construction Trades Council.
• Gus Doyle, Executive Secretary Treasurer; Newfoundland & Labrador 

Regional Council of Carpenters, Millwrights, and Allied Workers.
• Lana Payne, Communications and Research Officer; Fish, Food and Allied 

Workers.
• Michael Power, International Representative, First District Canada International 

Brotherhood of Electrical Workers.

A
p

p
e

n
d

ic
e

s

56



A
p

p
e

n
d

ic
e

s

A Consultation on Labour Market Issues

Appendix B:  Documents Reviewed

A Discussion Paper on Training, Recruitment and Retention in Labrador.  
(Labrador Region of the Strategic Social Plan, January 2003).

Analysis of gaps and issues related to labour supply & demand in offshore 
exploration and production in Newfoundland  (Petroleum Industry Human 
Resources Committee, 2001).

Central Youth Forum November 2000 (Central Region Steering Committee 
Strategic Social Plan), FINALY (Futures in Newfoundland and Labrador’s 
Youth, 2000).

Community Inclusion and Youth: Where are we now and what’s next?  (FINALY, 
2002).

Economy 2002. Economics and Statistics Branch (Economic Research and Analysis 
– Department of Finance).

Labour Market Strategy: A Change for Tomorrow.  Lower Trinity South Regional 
Development Association.  March 11, 2003.

Make Skills a National Priority.  Canadian Labour and Business Centre.  July 
2001.

National Roundtable on the Adult Labour Force.  Canadian Labour and Business 
Centre.  September 2002.

Recruitment and Retention Best Practices for Labrador.  (Department of Labrador 
and Aboriginal Affairs, 2002).

Regional Economic Development Board Documents
• Zone 1: Inukshuk Regional Economic Development Board 2002-2003 Work 

Plan.
• Zone 2: Hyron Regional Economic Development Corporation Workplan 2002-

2003.
• Zone 3: Central Labrador Economic Development Workplan 2003.
• Zone 4: Southeastern Aurora.
• Strategic Economic Plan 1997 – 2002.
• Integrated Workplan June 1, 2002 – May 31, 2003.
• Zone 5: Labrador Straits Development Corporation Workplan 2002-2003.
• Zone 6: Nordic Economic Development Corporation Integrated Workplan 

April 2002 – March 2003.
• Zone 7: Red Ochre.
• Zone 8: Humber Economic Development Board Workplan 2002-2003.
• Zone 9: Long Range Regional Economic Development Corporation Workplan, 

January 2003.
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• Zone 10: Marine & Mountain Zone Corporation Integrated Workplan, October 
1, 2002 – September 30, 2003.

• Zone 11: Emerald Zone Corporation; Phase 3, Year 1 Integrated Work Plan 
2002-2003.

• Zone 12: Exploits Valley Economic Development Corporation; Strategic 
Workplan 2002-2003.

• Zone 13: Coast of Bays Corporation Workplan July 1, 2001- June 30, 2002.
• Zone 14: Kittiwake Economic Development Corporation.
• Workplan 2003-03-23.
• What We Heard: Transcriptions from the KEDC’s Forum on the Future.
• Zone 15: Discovery Regional Development Board; Integrated Workplan 

August 1, 2001 – July 31, 2002.
• Zone 16: Schooner Regional Development Corporation Integrated Workplan 

2001 – 2002.
• Zone 17: Avalon Gateway.
• Zone 18: Mariner Resource Opportunities Network Inc. 2002-2003 Workplan: 

The Past, Present and Future.
• Zone 19: Capital Coast Development Alliance.
• Semi-Annual Report to Comprehensive Economic Development Agreement 

Implementation Committee December 31, 2001.
• Integrated Workplan 2003.
• Pre-budget submission 2003.
• Zone 20: Irish Loop Economic Development Corporation Workplan: Creating 

a Vision for the Irish Loop 2002-2003.
Renewal Strategy For Jobs and Growth, (Government of Newfoundland and 

Labrador, 2000).
Report on Skills Issues in the Manufacturing Sector.  Newfoundland & Labrador 

Division Canadian Manufacturers & Exporters.  February 2003.
Skills Shortages: Demographic Profile of the Natural Resources Sector.  Canadian 

Labour and Business Centre.  September 2001.
Strategic Social Plan
• Labrador Region SSP Workplan.
• Western Region.
• Cormack-Grenfell Regional Plan: People, Partners and Prosperity.
• Central Region.
• Central Region Profile: A Work in Progress June 2002.
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• Eastern Region.
• Report on the Eastern SSP Region: Social and Economic Development in Our 

Community, March 2003.
• Town Hall Forums Report, December 2002.
• Avalon Region SSP: Developing a Plan for Action, May 15, 2002.
• Northeast Avalon Region Workplan/Timeline: Early Childhood 

Development.
Taking Our Bearings: Situational Analysis of Canada’s Fish Harvesting Industry 

Summary Report.  Canadian Council of Fish Harvesters.  2002.
Teacher Demand, Supply and Retention in Newfoundland and Labrador (Dibbon 

& Sheppard, 2001).
Viewpoints ‘98: Planning for Demographic Change in the Workplace.  Analysis of 

the Business-Labour Survey and Case Study Research.  Canadian Labour and 
Business Centre.  March 1999.

Viewpoints 2002: Focus on the Health Care System.  Canadian Labour and 
Business Centre.  January 2003.

Viewpoints 2002: The Perspective of Business, Labour and Public Sector Leaders 
– Issues and Policy Decisions.  Canadian Labour and Business Centre.  Spring 
2002.

Viewpoints 2002: The Perspective of Business, Labour and Public Sector Leaders 
– Labour – Management Relations in Canada.  Canadian Labour and Business 
Centre.  Spring 2002.

Viewpoints 2002: The Perspective of Business, Labour and Public Sector Leaders 
– Skills and Skill Shortages.  Canadian Labour and Business Centre.  Spring 
2002.

Youth Representative: Strengthening the Voice of Youth (FINALY Futures in 
Newfoundland and Labrador’s Youth, 2001).

Where Did All the Workers Go?  The Challenges of the Aging Workforce: 
Analysis of the Viewpoints 2000 Leadership Survey.  Industry Training and 
Apprenticeship Commission.  April 2001.
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Appendix C:  Strategic Social Plan Regions
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Appendix D:  Regional Economic Development 
Board (REDB) Zones
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