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EXECUTIVE SUMMARY 
 
What do we want the British Columbia (BC) economy and labour market to look like in 2035? What human 
capital will workers need to possess in twenty years, and what will the over 44,000 babies born in BC in 2015 
need to possess twenty years later in 2035 in order to succeed and prosper, and to support a world-class BC 
economy and labour market? 
 
This report commissioned by the Business Council considers BC’s future – what its economic vision should 
be and what kind of human capital will be needed in the next two decades. It considers how public policy 
and other factors can support success and prosperity in this arena. This includes a high-level review of 
current relevant policies and programs – what needs to be changed, enhanced and expanded, and what new 
actions need to be considered. 
 
As part of its British Columbia 2035 initiative, the Business Council sponsored this report to determine if BC 
has an appropriately integrated human capital strategy to attract, retain, educate and develop the talent it 
will require to compete in the next twenty years and beyond. 
 
In addition to reviewing the latest literature and data, this report is informed by hearing from approximately 
sixty representatives of BC’s business, academic and government communities. This included several 
interviews, a Business Council roundtable and a meeting with the Minister of Jobs, Tourism and Skills 
Training and Minister Responsible for Labour, and a meeting with the Province’s Labour Market Priorities 
Board. These insights and suggestions on human capital gaps and strategies were collected over the last six 
months of 2016. 
 
Three key tenets of this report are:  
 

1. Human capital is a driver and not simply supportive of economic growth in BC; 
2. While the development of human capital is a critical determinant of economic success, policy-

makers, employers and institutions must also pay attention to the acquisition, utilization and 
retention of such talent, as reflected in Figure 1; and,  

3. Benchmarking, tracking/measuring and reporting on concrete public policy outputs and outcomes 
is critical to the desired impacts of human capital policies and programs. 

 
A key theme read and heard throughout the work on this report is that with regard to human capital policy 
and practice, there is no panacea, no single solution. In maximizing human capital in our province and in 
regions, sectors and organizations, all sources of talent must be considered.  
 
This report first considers the global context for human capital requirements, BC’s economic position and 
inputs from key BC thought-leaders. After providing a framework for considering human capital policy and 
programs, this report review the following policy areas: 
 

• K-12 Education 

• Apprenticeship and Industry Training 

• Labour Market Development 

• Post-Secondary Education including Public Post-Secondary Education, Private Career Training 
System and Aboriginal Post-Secondary Education and Training 

• Immigrant-Related Human Capital Initiatives in BC, including International Migration, Federal 
Immigration Policy and BC’s Role in Immigration 

• Employer-Sponsored Skills Development 
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As a result a review of literature and data, thought-leader input and a high-level policy/practice 
review, the following recommendations are provided. 
 
A Strategic Approach to Human Capital Policy and Programs 
These recommendations are about establishing a long-term province-wide strategy that is supported with 
clear metrics, tracking and reporting on outcomes. It is important to note that the BC Government has 
elements of such a strategy in place with the BC Jobs Plan, the BC Skills for Jobs Blueprint, the BC 2025 
Labour Market Outlook and ongoing federal-provincial labour market agreements. 
 
It is recommended that: 

1. The Government of BC develop a framework of human capital policy and program outputs and 
outcomes that clearly support and are directly linked to increasing innovation, productivity growth 
and international competitiveness. 

2. Consistent with the previous recommendation, each government policy and program area clearly 
identify how they will support increased innovation, productivity growth and international 
competitiveness. 

3. The Governments of Canada and BC, consistent with a Business Council recommendation, reflect 
innovation across departments in how human capital policies and programs are developed, 
implemented and measured and reported on. 

4. Consistent with the above recommendations, governments promote how human capital policies 
and programs support innovation, productivity and competitiveness, including public education and 
awareness directed at stakeholders, the general public and consumers of human capital programs 
and services. 

5. Consistent with the above recommendation, the Government of BC clearly and publicly benchmark 
human capital policy and program performance against global human capital, innovation, 
productivity and competitiveness outcomes. 

6. Government human capital policy and program success includes measurement of the utilization 
and retention of human capital, and not only the attraction and development of such talent. 

7. Governments make much better and overt use of the periodic evaluation and review of human 
capital policies and programs. 

 
Enhancing Effective and Innovative Education and Training Models 
These recommendations are about the outcomes of improving school-to-work transition, facilitating 
transition to labour market attachment and more solidly integrating school and work at the post-secondary 
level. The latter will strengthen the potential for employers to inform the content and delivery of education 
by institutions. Also, international education is very competitive and BC needs to work to maintain its brand 
and reputation as a good place for international students. 
 
It is recommended that: 
 

8. The Government of BC continue to enhance career awareness and development, experiential 
learning and world of work opportunities for middle and high school students in BC.  

9. The Government of BC consider and implement the human capital-related recommendations the 
Business Council in its Innovation and Jobs Report and its Report to the Standing Committee on 
Finance, particularly those related to post-secondary education and economic immigration streams. 

10. Governments explicitly brand and promote work-integrated learning (WIL), including implementing 
a major strategy on increasing the quantity, quality and access to WIL and providing capacity-
building support and encouragement to businesses to participate in such learning, and including 
special effort directed at supporting small and medium-sized enterprises to contribute to and 
benefit from WIL. 
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11. The Government of BC consider long-term, multi-year funding to post-secondary institutions for 
new, creative and strategic programming that directly increases innovation, productivity and 
international competitiveness. 

12. The Government of BC provide the Industry Training Authority with the direction and mandate to 
innovate and move out of the traditional trades training ‘box’ in order to respond to the human 
capital needs of a broader array of industries and employers in BC. 

13. Business and industry leaders promote the hiring and development of apprentices across industries 
in BC, including a major ongoing campaign on apprentice ‘sponsorship’ by all sizes of companies. 

14. The Government of BC and post-secondary institutions work together on reviewing programs and 
curriculum with a view to strengthening the transferable core competencies and soft skills of 
students and graduates to increase their success, productivity and retention with employers. 

15. The Government of BC continue to promote the growth of and careers in the technology sector and 
in technology jobs and careers, including the promotion of STEM education and careers. 

16. The Governments of Canada and BC jointly review and reform federal, provincial and federal-
provincial labour market development and employment programs with a view to increase their 
accessibility by unemployed and underemployed British Columbians and employers and more 
directly linking such programs to improving innovation, productivity and international 
competitiveness. 

17. The Governments of BC and Canada work together with industry sector groups to develop a 
comprehensive human capital strategy for promoting the attraction to and retention of skilled 
workers and professionals to/in BC, particularly in Metro Vancouver and in rural regions with tight 
labour markets; and that this include innovative housing and accommodation programs and other 
solutions. 

 
Strategically Tapping into Key Talent Pools 
These recommendations reflect the declining size of the traditional talent pools in Canada and BC and the 
need for industries, employers and institutions more systematically tap into Aboriginal, immigrant, persons 
with disabilities and other non-traditional talent pools. Further, with regard to Aboriginal peoples, employers 
and institutions need to genuinely embrace the principles and findings of The Truth and Reconciliation 
Commission Report.  
 
It is recommended that: 
 

18. The Governments of BC and Canada work together with First Nations groups to consolidate their 
human capital policies and programs directed at facilitating Aboriginal post-secondary education 
and labour market success to provide a clear performance framework and clear links to 
employment and employers. 

19. The Governments of Canada and BC work with schools, PSE institutions, employers and other 
stakeholders on a major initiative to promote the awareness of the critical importance of 
recognizing the residential school trauma and the need to address this as part of education, training 
and employment goals, as part of their response to the Truth and Reconciliation Commission 
Report. 

20. The Government of BC work with industry sectors, employers and stakeholders to develop clear 
pathways and connections between employers and talent pools of landed and new immigrants, 
persons with disabilities and Aboriginal peoples. 

21. The Governments of Canada and BC make a more concerted effort to compel regulators and 
professions to increase foreign qualification recognition efforts, including employer-based practical 
methods for assessing practical skills and knowledge and for acquiring Canadian workplace cultural 
knowledge. 

22. The Government of BC, in conjunction with the Government of Canada, develop and 
implementation a provincial immigration workforce strategy – including facilitating refugee 
employment - emphasizing pathways to permanence and more streamlined and timely entry and 
transition for immigrants and refugees. 



Growing the Province’s Economy and Potential through Talent 

Human Capital Policy + Practice in BC v 

23. The Governments of Canada and BC continue to promote and facilitate growth in international 
education and the transition of international students to permanent residency and full-time 
employment. 

 
Human Capital Policy Infrastructure 
BC and federal governments and the Business Council need to consider underlying supports that will facilitate 
the successful implementation of the aforementioned recommendations including a qualifications 
framework, a robust labour market information system and a standing Human Capital Roundtable. 
 
It is recommended that: 
 

24. The Governments of Canada and BC seriously consider developing and implementing a national 
qualification standards framework; and that, if this proves to complex doing in conjunction with 
other government, the Government of BC work on such a framework at the provincial level. 

25. The Governments of Canada and BC and the private sector invest more resources in better, more 
reliable, real-time and granular labour market information and make better use of this in human 
capital policy and program decisions. 

26. The BC Government ensure that any existing or new economic vision for the province includes at its 
centre a comprehensive human capital strategy with clear means and ends linked to innovation, 
productivity and international competitiveness outcomes. 

27. The Business Council of BC, in partnership with other major stakeholders, create a standing Human 
Capital Roundtable to promote human capital strategies that increase innovation, productivity and 
international competitiveness and to advise the business community, education and government 
on future human capital initiatives. The Roundtable’s first order of business should be to prioritize 
and follow up the recommendations of this report. 
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1. PURPOSE AND BACKGROUND 
 
What do we want the British Columbia (BC) economy and labour market to look like 
in 2035? What human capital will workers need to possess in twenty years, and what 
will the over 44,000 babies born in BC in 2015 need to possess twenty years later in 
2035 in order to succeed and prosper, and to support a world-class BC economy and 
innovation? 
 
According to a World Economic Forum (WEF) brief in October 2016, “65% of children 
entering primary school today will ultimately end up working in completely new job 
types that don’t yet exist.”1 Further, a Business Council of British Columbia (the 
“Business Council”) brief suggests that 42% of our current work could be automated 
using existing technology.2 
 
With changes in jobs and careers like this, how do we predict and prepare for the 
future and answer the above questions? How do we position our current and future 
human capital policies and practices for this future?  
 
There are many variables that will drive our province’s economic success in twenty 
years (e.g. trade, investment, innovation, technology disruption, competitiveness, 
etc.), but a huge one will be human capital and human capital public policies. Dr. 
Andrew Petter, President and Vice-Chancellor of Simon Fraser University, stated last 
fall that the BC post-secondary education system – our key talent developer – must 
not “merely respond to predetermined labour market needs.”3 Rather, as do our 
competitors around the globe, he asserts that investing in human capital and research 
must be a primary feature of a jurisdiction’s economic strategy. 
 
This report commissioned by the Business Council considers BC’s future – what its 
economic vision should be and what kind of human capital will be needed in the next 
two decades. It considers how public policy and other factors are positioned to 
support success and prosperity in this arena. This includes a high-level review of 
current policies and programs – what needs to be changed, enhanced and expanded, 
and what new actions need to be considered and introduced. 
 
As part of its British Columbia 2035 initiative, the Business Council sponsored this 
report to determine if BC has an appropriately integrated human capital strategy to 
attract, retain, educate and develop the talent it will require to compete in the next 
twenty years and beyond. It will also consider what role the Business Council can play 
to champion a strategy to fill gaps and anticipate change and innovation in the 
workplace by collaborating with educators, training institutions, and government. 
 

                                                        
1 Wells, Kelli, World Economic Forum. “To close the skills gap, we shouldn’t forget the need for soft 
skills.” WEF Agenda, October 7, 2016. www.weforum.org/agenda/2016. 
2 St-Laurent, Kristine. “Labour Market Adaptation in the Age of Automation.” Business Council of BC 
Human Capital Law and Policy. Volume 6, Issue 4, August 2016. 
3 Dr. Andrew Petter. Education: British Columbia’s Best Resource Driver, Presentation to the 
Vancouver and Burnaby Board of Trades. June 14, 2016. 

http://www.weforum.org/agenda/2016
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This report examines human capital policy and practice in more detail and explores 
those issues in BC 2035 in greater depth and with more analysis.  
 
In addition to reviewing the latest literature and data, this report is informed by 
hearing from approximately sixty representatives of BC’s business, academic and 
government communities. This included several interviews, a Business Council 
roundtable and a meeting with the Minister of Jobs, Tourism and Skills Training and 
Minister Responsible for Labour, and a meeting with the Province’s Labour Market 
Priorities Board. These insights and suggestions on human capital gaps and strategies 
were collected over the last six months of 2016. 
 
Before considering a human capital vision for the short- and long-term futures, this 
report highlights the strategic context and BC’s position in it. Then it considers current 
policies and practices, identifying gaps and challenges and areas that need to be 
enhanced and expanded and opportunities for action. The report ends with a 
conclusion and a short set of recommendations for action by governments, education 
and the private sector. 
 
Three key tenets of this report are:  
 

1. Human capital is a driver and not simply supportive of economic growth in 
BC; 
 

2. While the development of human capital is a critical determinant of economic 
success, policy-makers, employers and institutions must also pay attention to 
the acquisition, utilization and retention of such talent, as reflected in Figure 
1; and,  

 
3. Benchmarking, tracking/measuring and reporting on concrete public policy 

outputs and outcomes is critical to the desired impacts of human capital 
policies and programs. 

 
A key theme read and heard throughout the work on this report is that with regard to 
human capital policy and practice, there is no panacea, no single solution. In 
maximizing human capital in our province and in regions, sectors and organizations, 
all sources of talent must be considered. A comprehensive human capital plan must 
include all of the types of strategies in Figure 2, with varying roles for each 
constituency in a talent framework (business, education, government and the 
workforce). 
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Figure 1 
Employers Leveraging Talent – Four Components 

 

 
 
Figure 2 

Potential Sources of Net Talent Growth 
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2. STRATEGIC CONTEXT 
 
In order to understand the future in terms of economic growth and maximizing 
human capital, this section provides an overview of the strategic global context – as 
we know it now and what trends and future we can reasonably expect over the next 
two decades. This context includes globalization, technological disruption, transition 
to a low-carbon economy, competitiveness, demographic shifts, evolving labour 
markets, and political and policy trends. 
 
Indicative of this volatility and change is when research for this report started last 
year, there was no Brexit, no President Trump, no impending trade agreement with 
the European Union, no national carbon price plan and policy, no Kinder Morgan 
pipeline decision, etc. There will of course be many critical global and domestic 
developments over the next twenty years that cannot be predicted today. They will 
directly and indirectly shape the demand for and supply of talent in the coming years. 
 

Drivers of Change 
 
All major trends that are shaping our world and province point towards the 
same conclusion: human capital, or talent, and human capital policy has 
become arguably the key factor in increasing a jurisdiction’s innovation, 
productivity, competitiveness and prosperity.  
 
A recent McKinsey Global Institute (MGI) predicts slower economic growth 
over the next fifty years against a backdrop of political and social volatility; and 
that drops in employment growth driven by population ageing alone could 
reduce growth by 40%.4 The same MGI report emphasized the following: 
“…ideas and knowledge are replacing labour and capital as the foundations of 
economic strength…across the board, idea-intensive industries are expected to 
grow at the greatest speeds...”5 
 
At the BC Business Summit last fall, Kevin Lynch (BMO Financial Group Vice-
Chair) stated, “Global trends are fundamentally reshaping our world – 
affecting business, government, society. Change is the new constant, 
adaptation is the new necessity, short-termism is the new risk.”6 He pointed 
to:  

                                                        
4 Lin, Diaan-Yi, Sneader, Kevin, Tonby, Oliver, Woetzel, Jonathan and Kauffman, Duncan. Turbulence 
Ahead: Renewing Consensus Amidst Greater Volatility. McKinsey Global Institute. September 2016. 
5 Ibid. 
6 Lynch, Kevin. “A Transforming World: Implications for Canadian Business.” 2016 BC Business 
Summit. November 1, 2016. 
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• Growing governance and trust gaps; 

• Aging affecting simply everything; 

• Revolution in demand, supply and geopolitics around energy; 

• Disruptive technology changing everything; and, 

• A hyper-connected world. 
 
Put another way, Klaus Schwab outlines in the “Fourth Industrial Revolution” 
drivers of change are producing a global transformation involving:7 
 

• Slower economic growth; 

• Population aging and slower labour force growth; 

• Increased scope and pace of technological disruption; 

• Increased geopolitical volatility; 

• Increased globalization; and, 

• Governance and trust. 
 
In its Future of Jobs report this year, the World Economic Forum identified key 
demographic and socio-economic drivers for change, highlighted in Chart 1. 
 

Chart 1 
Demographic & Socio-Economic Drivers of Change 

 

 
World Economic Forum. Future of Jobs Survey. 2016. 

 

  

                                                        
7 Schwab, Klaus. The Fourth Industrial Revolution. wef.ch/4IRbook.  
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Technological Disruption 
 
As a Deloitte report suggests, “Disruption is not going to happen in some distant 
future. It is happening now. With one in three Canadian companies unprepared for 
disruption – and a mere 13% considered highly prepared for it – there is reason for 
concern over our ability to compete and our overall economic and societal well-
being.”8 
 
Mr. Lynch also warned of the “technology risk” as a key driver: “Technological change 
is at an inflexion point, with disruptions imminent in many sectors.”9 He added, 
“What is most amazing is the scale and scope of these disruptive technologies and the 
pace of adaptation.” He referred to the Internet of things, 3D printing, energy 
storage, autonomous vehicles, advanced robotics, artificial intelligence, next-gen 
genomics, etc. all representing a broad range of disruption. 
 
These technological advances have direct implications for human capital. According to 
Capasiti Consulting, this strategic context and its impact on skills availability and gaps 
means the following:10 
 

• The impacts of disruptive technologies and new business models; 
• The creation of new job roles by emerging technologies and business models; 
• The volatility of global markets brings change overnight; 
• Factors beyond governments’ and businesses’ immediate control; 
• Increasing technical requirements in existing roles; and, 
• Increasing levels of automation in all industries.  

 
This in turn brings “perpetual volatility” and disruptive forces everywhere affecting 
the nature of work and labour markets. A recent U.S. paper on workforce 
development lists some of these:11 
 

• Employment is taking increasingly varied forms; 
• Workers increasingly can be located anywhere and do their work at anytime; 
• Increased labour market volatility; 
• Workers’ employment success depends increasingly on attaining a post-

secondary credential and continuing to learn; and, 
• Technology is increasingly being used to aid and even drive hiring decisions. 

 
An overriding economic factor in BC and Canada to keep in mind in terms of potential 
impacts and opportunities is the transition to a low-carbon economy, particularly for 
resource and industrial sectors, employers and workers.  
 

  

                                                        
8 Deloitte. “Age of Disruption: Are Canadian Firms Prepared?” Deloitte Future of Canada Series. 2016. 
9 Lynch, op. cit. 
10 Capasiti Consulting Inc. Skills & Readiness in BC. June 2016. 
11 Carl Van Horn et al. Transforming U.S. Workforce Development Policies for the 21st Century. 2016. 
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Innovation and Competitiveness 
 
The WEF has been measuring competitiveness among countries for almost forty 
years. It defines competitiveness as “the set of institutions, policies and factors that 
determine the level of productivity of a country.”12 It asserts that a competitive 
economy is a productive one, and that productivity leads to growth, raising income 
levels and overall well-being. At least half of the WEF’s twelve competitive “pillars” 
are significantly dependent on human capital policy and practice: 
 

• Innovation; 

• Business sophistication; 

• Technological readiness; 

• Labour market efficiency; 

• Higher education and training; and, 

• Health and primary education. 
 
Innovation in business and human capital activities are strongly correlated to 
productivity and competitiveness of jurisdictions and companies throughout the 
world.  
 
Tables 1 and 2 compare Canada to Switzerland in competitiveness and innovation, 
respectively. The comparison is made here with Switzlerland because it is #1 – this 
provided in the spirit of aiming for greatness, not simply one or two steps up the 
ranking. A key theme among speakers at the BC Business Summit was the need for 
Canadian governments and companies to “go for #1”, “own the podium”, and as Mr. 
Lynch stated, “we have to go from ‘reasonably good’ to ‘globally great.”13 
 

Table 1 
2016-2017 Global Competitiveness Index: World Economic Forum 

Switzerland vs. Canada Human Capital-Related Gaps 
 

Indicator Ranking 
Switzerland Canada 

Overall 1st 15th 
   

Health and primary education 
overall 

8th 9th 

• Quality of primary 
education 

2nd 13th 

Higher education and training overall 4th 19th 

• Quality of education system 1st 15th 

• Quality of math and science 
education 

4th 13th 

• Quality of management 
schools 

1st 8th 

                                                        
12 World Economic Forum. The Global Competitiveness Report: 2016-2017. September 2016. 

 13 Kevin Lynch, op. cit. 
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• Local avail. of specialized 
trg. services 

1st 9th 

• Extent of staff training 1st 29th 

Labour market efficiency overall 1st 8th 

• Cooperation in labour- 
employer relations 

2nd 20th 

• Flexibility of wage 
determination 

10th 38th 

• Hiring and firing practices 1st 12th 

• Effect of taxation on 
incentives to work 

5th 32nd 

 
Indicator Ranking 

Switzerland Canada 

• Reliance on professional 
management 

8th 14th 

• Country capacity to retain 
talent 

1st 16th 

• Country capacity to attract 
talent 

1st 10th 

Technological readiness overall 1st 21st 

• Availability of latest 
technologies 

5th 15th 

• Firm-level technology 
absorption 

1st 31st 

• Fixed-broadband Internet 
subscriptions 

1st 13th 

Business sophistication overall 1st 24th 
   

Innovation overall 1st  24th 

• Capacity for innovation 1st 26th 

• Quality of scientific 
research institutions 

1st 17th 

• Company spending on R&D 1st 29th 

• University-industry 
collaboration on R&D 

1st 23rd 

• Availability of scientists and 
engineers 

6th 14th 

Source: World Economic Forum. The Global Competitiveness Report: 2016-2017. September 2016. 

 
This comparison is not to suggest that human capital policies and programs in BC are 
weak or ineffectual; it is more about how BC be great in human capital policy and 
how this will facilitate being a leader in innovation, productivity, competitiveness, etc. 
 
This approach is motivated by how BC and Canada move to a world-class ranking in 
human capital policy in order to support prosperity for British Columbians through 
peak performance in innovation, technology adoption, productivity, and 
competitiveness practice. Further, it reinforces the need for us to not become 
complacent in our human capital and prosperity strategies.   
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Table 2 
2016 Global Innovation Index: INSEAD 

Switzerland vs. Canada Human Capital-Related Gaps 
 

Indicator 
Ranking 

Switzerland Canada 
Overall 1st 15th 

   

Human capital overall 6th 22nd 

• Education 32nd 82nd  

• Research and 
development 

6th 14th 

 

Indicator 
Ranking 

Switzerland Canada 
Business sophistication overall 3rd 20th 

• Knowledge workers 3rd 26th 

• Innovation linkages 6th 21st 

• Knowledge absorption 9th 21st 

Knowledge & technology 
outputs overall 

1st 23rd 

• Knowledge creation 1st 19th 

• Knowledge impact 6th 35th 

• Knowledge diffusion 7th 35th 

Source: INSEAD. The 2016 Global Innovation Index: Winning with Global Innovation. 2016. 

 

3. BC’S POSITION 
 

The BC Economy 
 
In recent years, BC has been a growth leader and is positioned to remain one of the 
strongest economies in Canada. 
 
In a Business in Vancouver Outlook 2017, the Central 1 Credit Unit Chief Economist 
predicts a slowdown (3.5% growth in real GDP in 2016 and 2.5% in 2017), and warns 
of the “possibility of unexpected external shocks” as external negative developments 
often impacts the BC small economy.14 
 

                                                        
14 Korstrom, Glen. “Outlook 2017: BC economy headed for 2017 slowdown.” Business in Vancouver. 
January 2, 2107. 



Growing the Province’s Economy and Potential through Talent 

Human Capital Policy + Practice in BC 10 

In its PSE Skills report late in 2016, the Conference Board of Canada provided the 
following reasons for a strong economic outlook for BC:15 
 

• A stable and growing goods and services industry; 

• A strong manufacturing sector including Seaspan Shipyards; 

• Solid housing starts; and, 

• A relatively low Canadian dollar, bolstering BC’s export economy and 
strengthening the province’s tourism industry. 

 
In its Prosperity Index of several countries and provinces, the Institute of 
Competitiveness and Prosperity ranked BC second overall and ahead of such 
jurisdictions as Australia, Michigan, Netherlands, Ontario, Quebec, Sweden and 
Wisconsin.16 
 
BC led the country with a 3.2% job growth in 2016, adding 73,300 jobs last year.17 This 
has been fueled in part by a 2.9% employment increase in the technology sector, 
surpassing the overall provincial growth of 2.2% and national tech sector growth of 
1.1%.18 
 

Demographic Trends 
 

“The aging of Canada’s population will have a significant impact on 
Canada’s potential economic growth. Weaker labour force growth will 
have a negative impact on household spending, while a more slowly 
expanding economy will engender less investment spending…Higher 
immigration has the potential to increase the growth of Canada’s 
labour force over the long term and generate a higher economic 
growth.”19 (The Conference Board of Canada) 
 

According to BC Stats BC Population Projection 2016-204120, Table 4 summarizes 
some key population trends with implications for (among other impacts) the 
province’s workforce and talent availability.  

                                                        
15 The Conference Boad of Canada. PSE Skills for a Prosperous British Columbia, 2016 Edition. 2016. 
16 The Institute of Competitiveness and Prosperity. Looking Beyond GDP: Measuring Prosperity in 
Ontario. October 2016. 
17 St-Laurent, Kristine. BC Jobs Part 1: A Visual Summary of BC’s 2016 Job Performance within 
Canada. BC Business Matters: BCBC Blog. Posted February 27, 2017. http://www.bcbc.com/bcbc-
blog/2017/bc-job-performance-part-part-i-a-visual-summary-of-bcs-2016-job-performance-
within-canada. 
18 Ministry of Jobs, Tourism and Skills Training. “BC tech sector now employing more than 100,000 
people.” New Release. January 18, 2017. http://news.gov.bc.ca/releases/2017MTICS0003-000084. 
19 The Conference Board of Canada. A Long-Term View of Canada’s Changing Demographics: Are 
Higher Immigration Levels an Appropriate Response to Canada’s Aging Population? October 2016. 
20 BC Stats. BC Population Projection: 2016-2041. July 2016.  

http://www.bcbc.com/bcbc-blog/2017/bc-job-performance-part-part-i-a-visual-summary-of-bcs-2016-job-performance-within-canada
http://www.bcbc.com/bcbc-blog/2017/bc-job-performance-part-part-i-a-visual-summary-of-bcs-2016-job-performance-within-canada
http://www.bcbc.com/bcbc-blog/2017/bc-job-performance-part-part-i-a-visual-summary-of-bcs-2016-job-performance-within-canada
http://news.gov.bc.ca/releases/2017MTICS0003-000084
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Table 4 
BC Population Trends 

 

Selected BC 
Population Trend 

1996 
(20 yrs ago) 

 
2016 

2035 
(In 20 years) 

 
2041 

Median age 35.7 42.2 45.2 46.4 

Median age at 
death 

76.4 79.3 83.7 85.4 

Elderly 
dependency 

0.196% 0.280% 0.432% 0.435% 

65+ age cohort 486,400 853,400 1,448,000 1,525,100 

Birth/fertility rate 1.57 1.42 1.39 1.4 

Natural 
population 
increase 

19.9% 10.2% -9.8% -17.1% 

Percent 
population 
growth 

2.6% 1.2% 0.8% 0.6% 

Source: BC Stats. BC Population Projection 2016-2041. July 2016. 

 
The key trends include: 
 

• Continuing median age increase (10 percentage points between 1996 and 
2035); 

• Continuing lifespan increase (almost 10 percentage points between 1996 and 
2041); 

• Dramatic increase in the proportion of the populations 65 and older 
(traditional post-retirement), a 70% increase between 2016 and 2035; 

• A declining birth/fertility rate – 1.42 in 2016, the lowest in Canada and well 
below the roughly 2.0 replacement rate for industrialized countries; 

•  Natural population growth of over 10% in 2016 declining to almost -10% by 
2035;  

• Annual population growth declining from 2.6% in 1996 to 0.6% (23% decline) 
in 2041. 

 
Referring to Canada’s “second great demographic transition,” the Immigrant 
Employment Council of BC (IEC-BC) and Urban Futures Institute (UFI) emphasize the 
“aging of the Canadian population has, and will continue to, have significant 
implications for all aspects of Canadian economics and demographics as we move 
beyond 2017.”21 
 

                                                        
21 Immigrant Employment Council of BC (IEC-BC) and Urban Futures. National Conversation on 
Immigration: Joint Submission. August 2016. 
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Net interprovincial migration in BC has fluctuated up and down over the last two 
decades, and in 2015 it was at its highest at 21,471 persons since before 1996.22 In 
the second quarter of 2016, BC led Canada in net interprovincial migration at 8,071 
persons. 
 
Conversely, BC’s net international migration dropped to 12,148 persons in 2015, well 
below the levels of 24,000 to over 50,000 in the last two decades.23  
 
IEC-BC and UFI call for increasing Canada’s immigration rate from 0.75% of the 
Canadian population to 0.83% to 0.85% to enable the labour force to grow to support 
economic growth. Without this increase, they assert Canada’s labour force will not 
growth, the dependency ratio would increase, placing a larger financial burden on the 
future workforce: 

 
“Considering historical trends with respect to British Columbia’s share 
of national immigration, Canada’s immigration increasing into the 
range of 325,000 from 275,000 today would see between 35,000 (2015) 
and 64,000 (2036) immigrants call BC home annually in the coming 
years. As a point of comparison, since 1971 BC has welcomed an 
average of roughly 31,000 immigrants annually.”24 

 
According to this analysis in the absence of increasing immigration to BC its 
population would decline in absolute terms and as early as 2028. 
 

BC Labour Market Trends 
 
A recent Business Council blog highlights some key trends about BC’s labour market:25 
 

• Job growth strongest in BC; 

• BC’s unemployment rate is the lowest in the country; 

• Job growth is strongest in the private sector in BC; 

• Part-time employment growth has been stronger, but this does not diminish 
the health of the job market; 

• Employment growth is concentrated in the Southwest part of the province. 
 
There has been some recent consternation about the growth of part-time 
employment, however, in 2016, part-time jobs as a percentage of total employment 
has ranged from 12.7% to 14.5% and for the decade of 2006 through 2015, it 
averaged 13.1% - not much change in this regard.26 
 

                                                        
22 BC Stats. “Table 2: Quarterly components of population change in BC.” Quarterly Population 
Highlights. September 2016, Issue #16-02. 
23 Ibid. 
24IEC-BC and Urban Futures. Op. cit., p. 2. 
25 Peacock, Ken. “5 Points of Interest about BC’s Labour Market.” BC Business Matters: BCBC Blog. 
Posted November 8, 2016. 
26 BC Stats, Statistics Canada. Labour Force Survey: November 2016. December 2016, p. 6. 
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The Business Council states, “BC job market is very healthy and employment is 
growing at a robust pace.” Statistics Canada’s Labour Force Survey data underscores 
“the fact that BC stands outs in the federation on most key labour market metrics.”27 
For seventeen months straight, BC has led Canada in the monthly employment 
growth rate (%), averaging 2.85% employment growth rate over this period.28 
 
The current employment level of 2,393,100 in BC is higher than at anytime in the 
previous 10 years (2006-2015).29 It has had the lowest seasonally adjusted 
unemployment rate in Canada for the last six months, at 6.1% in November. 
 
Statistics Canada’s Labour Force Survey results for BC show the following trends:30 
 

• BC’s service employment continues to grow, representing 80.1% of total 
employment in the province, up from 78.9% in 2006. Changes in the structure 
of the employment over this decade were construction up to 8.7% of 
employment from 8.2%, health care up from 10.6% to 12.5% and 
professional/scientific/technical services up from 7.7% to 8.2% of total 
employment in 2015. 

• Occupational employment trends in BC over the last decade reinforce the 
knowledge-based economy with business/finance/administrative, natural and 
applied science, health, education et al. and arts and culture employment all 
up as a proportion of total employment in BC in 2015 from 2006. The biggest 
increase was in health (from 6% to 7.1%) and 
education/law/social/community/ government (9.6% to 10.8%). Natural 
resources employment declined from 2.8% of total to 2% of total 
employment and manufacturing and utilities dropped to 3.7% from 4.5% of 
total jobs over the last decade. Interestingly, management employment 
dropped from 10.2% to 9% of total over this period. 

• Overall, BC’s unemployment is the lowest in Canada, and most occupational 
categories are experiencing very low unemployment rates. Overall actual 
unemployment is 5.9% in BC in November 2016, the highest being natural 
resources and agriculture at 12.3%, manufacturing and utilities at 6.7% and 
trades and transport jobs at 5.9%. Health (1.1%), management (1.3%), 
business/finance (2.5%) and natural and applied sciences (2.5%) have been 
experiencing the lowest unemployment rates in BC. 

• Southwestern BC is currently experiencing the lowest unemployment rates 
with 5.2% in Vancouver Island/Coast and Lower Mainland and 5.1% in 
Vancouver and 4.8% in Victoria. BC’s Northeast region has the highest 
unemployment at 10.1% after having the lowest (< 5%) in the post-recession 
period of 2011-2014 before energy commodities tumbled. The other regions 
and major centres like Kelowna are in the middle in terms of unemployment 
rates (7% to 9%).  
 

                                                        
27 Peacock, op. cit., p. 1. 
28 Ibid., p. 2. 
29 Ibid, p. 3b. 
30 Ibid. pp. 7a, 7b, 8, 9. 
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BC Labour Market Outlook (LMO) to 202531 
 
In its most recent forecast of employment to 2025 – based on an annual GDP growth 
rate of 2.2% - the BC Government assumes a 1.2% annual employment growth. This 
forecast predicts 934,000 job openings over a ten-year period. The Province expects 
69% or 642,000 of the openings to be from replacement or attrition, and 31% or 
292,000 from economic growth (new jobs).  
 
After factoring in reduced unemployment over the next decade, this forecast assumes 
an overall balanced outlook based on a supply of workers from the following sources: 
 

• New entrants (430,000 or 46% of total supply); 

• Net international in-migration (248,000 or 27%); 

• Net interprovincial in-migration (75,000 or 8%); and, 

• Increased labour force participation (176,000 or 19%). 

 
The BCLMO expects supply to exceed demand by 32,000 workers halfway through the 
outlook period but ‘tightening’ towards 2025. This latest LMO does not include any 
impact of potential future LNG investments, including only major projects that are 
certain to proceed. 
 
A large majority of new jobs over the next decade will be highly skilled with more 
than 78% requiring some degree of post-secondary education and training.  
Over three-quarters (76%) of the total projected openings to 2025 are expected to be 
in the following five occupational categories: 
 

• Sales and service occupations (190,900) 

• Business, finance and administration occupations (154,900) 

• Management occupations (135,900) 

• Trades, transport and equipment operators and related occupations 
(122,700) 

• Educational, law, social, community and government occupations (107,900) 
 
From an industry perspective, almost three in five (58%) of total projected job 
openings over the outlook period are expected to be in the following five industry 
groups: 
 

• Health and social assistance (149,000); 

• Professional and scientific services (126,200); 

• Retail trade (107,400); 

• Arts, recreation, and hospitality (86,800); and, 

• Construction (73,000) 
83,40021,800 

                                                        
31 Ministry of Jobs, Tourism and Skills Training. BC 2025 Labour Market Outlook. 
https://www.workbc.ca/getmedia/00de3b15-0551-4f70-9e6b-
23ffb6c9cb86/LabourMarketOutlook.pdf.aspx. 

https://www.workbc.ca/getmedia/00de3b15-0551-4f70-9e6b-23ffb6c9cb86/LabourMarketOutlook.pdf.aspx
https://www.workbc.ca/getmedia/00de3b15-0551-4f70-9e6b-23ffb6c9cb86/LabourMarketOutlook.pdf.aspx
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According to the BCLMO, employment in technology and science occupations in BC in 
2016 was 163,581; and this is projected to produce 75,620 job openings by 2025. It is 
important to note that 45% of employment (or over 74,000 jobs) in these occupations 
is in non-technology industries, while the tech sector employs the balance of over 
89,000 jobs.32 
 
According to the BCLMO, about 44% (66,000) of job openings in the health and social 
assistance industry “will be due to expansion of the health system in response to the 
aging of the B.C. population.” 
 
A new aspect of the current BCLMO is adding a focus on future skills and core 
competencies in demand. Based on some of the key technology drivers in our 
economy, business groups are calling for a greater emphasis on such core 
competencies as the following identified by the World Economic Forum earlier this 
year:33 
 

1. Complex Problem Solving (1) 
2. Critical Thinking (4) 
3. Creativity (10) 
4. People Management (3) 
5. Coordinating With Others (2) 
6. Emotional Intelligence (new since 2015) 
7. Judgment And Decision-Making (8) 
8. Service Orientation (7) 
9. Negotiation (5) 
10. Cognitive Flexibility (new since 2015) 

 
The BC workforce will need to continue to develop developing its set of core 
competencies to maintain or increase the pace of innovation over the next few 
decades and beyond. In the same WEF survey, business leaders identified the skills 
that will change the most.34 Creativity, for example, rises from its 10th ranked 
position in 2015 to the top three by 2020. The BCLMO states, “We need to become 
more creative in order to fully take advantage of the benefits of new technologies.”35 
 
The same list of core skills shows a rise in emotional intelligence, moving from not 
being on the list for 2015 to be #6 on this list. Critical thinking and cognitive flexibility 
(a new competency) are also expected to move up the list of important core 
competencies. Interestingly, quality control and active listening moved off the top 10 
list since 2015. 
 
The BCLMO identifies the following key objectives for maintaining a labour 
supply/demand balance over the next ten years to 2025: 
 

                                                        
32 Ministry of Jobs, Tourism and Skills Training. BC 2025 Labour Market Outlook – WorkBC Labour 

Market Profile: Technology and Science Occupations. 2017. 
33 World Economic Forum. Jobs of the Future. January 2016. 
34 Ibid. 
35 Op cit., p. 15. 
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• Reducing the number of unemployed; 

• Efficiently providing information and resources to maximize the supply of new 
entrants; 

• Attracting immigrants from other countries;  

• Facilitating labour mobility with other provinces; and, 

• Increasing labour force participation. 
 
Part of the BC Skills for Jobs Blueprint was to implement a human capital strategy 
based on a better use of labour market data. The BCLMO 2025 is a good example of 
this and the creation of a Labour Market Information Office has paid off with better 
disaggregated LMI for planning and decision-making. Data-driven decision-making is a 
key part of the Province’s human capital policy direction and takes policy initiatives 
and programs beyond a simple construct of matching labour supply with labour 
demand. 
 

4. THEMES & PRINCIPLES FROM REPORTS AND 

THOUGHT-LEADERS 
 

“The key to success in this fast-moving environment is a workforce 
with both the technical and managerial skills to integrate the newest 
technologies into competitive products and services. Improving both 
the quantity of technology-savvy workers and the quality of their skills 
should thus be an urgent priority for employers, educators, and 
governments.”36 (Dave McKay, President and CEO of the Royal Bank of 
Canada, Business/Higher Education Roundtable). 

 
Key human capital policy themes that emerge from a review of literature and data 
and reflecting on thought-leaders’ insights are as follows. Many of these will come up 
in the next section, a high-level review of human capital policies in BC, and can be 
considered principles for action. 
 
Many of the jobs of tomorrow do not exist today. This reality suggests a need to 
educate and train people to think, be adaptive and possess key soft skills. It also 
means having strategies and programs in place that are accessible to people who 
need to update and/or retrain after being in the workforce, perhaps in different 
roles.   
 
Post-secondary education should be seen and treated as an economic driver in itself, 
for its talent development, research, innovation and commercialization ends. This 
may mean – in the context of skill and knowledge development – aiming for a broader 
array of competency outputs, not just today’s labour market. 
 

                                                        
36 Dave McKay, RBC. “An agile future through work-integrated learning.” (Speech). Business/Higher 
Education Roundtable. April 27, 2016. 
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Graduate students play an important role technology businesses, innovation and 
commercialization. They are intellectual property carriers transferring ideas from 
universities to industry. BC needs to better attract, train and retain the best and 
brightest graduate students in BC.  
 
BC's business leaders are calling for an expansion in BC's capacity to produce 
engineers, computer scientists and other STEM workers to better meet labour market 
needs and to better support a more innovative economy in BC.  
 
There is tension between and need to balance trades, technical and STEM education 
and training across the various parts of our human capital system. Finding an optimal 
mix to support by governments and institutions will be important for the future. 
 
BC currently leads Canada in economic growth but is a laggard in productivity, risking 
a decline in economic growth rates in the future. Part of boosting productivity growth 
will be educating and training a larger share of the workforce in competencies directly 
linked to improving an organization’s innovation and productivity. 
 
There is a tremendous amount of underutilization of talent in BC reflected in 
unemployment, underemployment and unrecognized foreign credentials. Reducing 
this underutilization of talent, particularly with regard to Aboriginal people, landed 
immigrants and persons with disabilities, should be a priority in human capital 
strategies. 
 
Attracting and retaining global talent is an essential requirement for BC companies 
and the province. The BC Government should continue to press the federal 
government for more Provincial Nominee Program entrants and advocate for BC to 
get a higher proportion of immigrants entering under the economic and business 
streams. 
 
Work-integrated learning should be expanded through private-public sector 
partnerships and talent clusters in key BC sectors. This should include the expansion 
of co-operative education programs, but one of the biggest challenges in this is the 
inadequate capacity of businesses to take on co-op students. This may be an area the 
Province can work to address (e.g. enrich incentives for business to have co-op 
positions, encourage business growth because larger businesses are generally better 
positioned to take on students). 
 
Labour migration and mobility will be increasingly important domestically and 
globally. Facilitating the movement and transfer of knowledge among workers across 
the country and from other countries and public policies that support this will be 
increasingly critical in order for BC and business competitiveness.  
 
Many employers – particularly smaller businesses – experience challenges in 
connecting with government delivery partners who are supporting the training and 
labour force attachment of targeted labour force groups. Companies know they must 
tap into such talents pools as Aboriginal youth, internationally trained professionals, 
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persons with disabilities and others. However, these resources are confusing/not 
friendly to businesses, particularly to without human resources staff. 
 
BC business leaders are also calling for expansion and strengthening of 
entrepreneurship programs in post-secondary education. These could also be started 
in high school and offered to existing workers to build on their subject matter 
expertise (e.g. trades). 
 
Accountability and metrics in human capital policies is critical. Such policies and 
programs need to be directly linked to supporting innovation, technology adoption, 
productivity improvement and business competitiveness. They also need to be 
informed by effective evaluation, benchmarking and measuring success, and 
exploiting big data. 
 
In summary, its just-released Inclusive Growth and Development Report, the WEF 
suggests for human capital policy the following: 
 

“Countries seeking to keep pace with the labor-market challenges 
accompanying the Fourth Industrial Revolution should set a discrete 
national investment target and public-private implementation strategy 
across the following five areas of human capital formation: 

 
1. Active labor-market policies 
2. Equity of access to quality basic education 
3. Gender parity  
4. Non-standard work benefits and protections  
5. Effective school-to-work transition 

 
PII data indicate that few, if any, of even the most advanced economies 
are well positioned for the change that is coming. A universal basic 
income is no substitute for these five crucial institutional underpinnings 
of a well-functioning labor market. It may serve as a useful complement 
at some point, but countries seeking to prepare their workforces for the 
Fourth Industrial Revolution would do well to invest in and level up 
performance across these areas. Here again, a systemic rather than 
silver-bullet approach is likely to be most effective.”37 

 
Moving forward in the BC economy (and Canadian and global economies) over 
coming decades, a big challenge will be equipping people with skills for specific tasks 
and occupations will need to be balanced with providing people with the skills to 
adapt to new jobs and changing circumstances. This could be one of the major 
strategic challenges ahead for our education and training systems – balancing these 
two approaches while finding ways to foster creativity and adaptability. 
 

                                                        
37 World Economic Forum. Insight Report: The Inclusive Growth and Development Report 2017. 
January 2017, p. xi. 
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5. A HIGH-LEVEL REVIEW OF HUMAN CAPITAL 

POLICY & PROGRAMS 
 
A high-level review of human capital policies needs be considered in the strategic 
context summarized earlier, and should respond to the following (illustrative nor 
exhaustive) questions: 
 

• How are our human capital policies and programs facilitating prosperity and 
positioning us to succeed in the transformation of the Fourth Industrial 
Revolution? 

• What will need to be the key human capital policies, programs and results 
going forward? 

• Are there direct and clear links between policies and desired outcomes? 
 
Human capital public policies typically focus on completion of skills training and on 
labour market attachment, while there are many other types of outcomes for human 
capital policy. Public polices can demonstrate direct links to desired outcomes, rather 
then strictly an emphasis on inputs and outputs. Such policies and programs can 
demonstrate direct links to firm and labour productivity and to innovation. A review 
of policies and programs should differentiate between the four most common 
components of a program logic model (see Table 3). 
 
 
 

Table 3 
Components of a Logic Model 

 
Inputs Activities Outputs Outcomes/impacts 

The resources that 
go into a program 

The activities the 
program undertakes 

What is produced 
through those 
activities 

The changes or 
benefits that result 
from the program 

e.g. money, staff, 
equipment 

e.g. development of 
materials, training 
programs 

e.g. number of 
booklets produced, 
workshops held, 
people trained 

e.g. increased skills/ 
knowledge/ 
confidence, leading in 
longer-term to 
promotion, new job, 
etc. 

 
Another subtlety is that policy results should not be focused exclusively on talent 
‘development’ – often the acquisition, utilization and retention of human capital are 
just as important for certain labour force participants and employers. 
 
Table 4 provides a high-level framework for considering these linkages and will be 
discussed further when discussing human capital policies in BC.  
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Table 4 
Framework for Human Capital Policy/Outcomes Links 

 

Policy & Proactive Inputs 
Policy & Practice 

Outputs and Shorter 
Term Outcomes 

Policy & Practice  
Longer Term Outcomes 

   

• Readiness 

• Attraction 

• Recruitment 

Talent acquisition  
 
❖ Increased firm 

capacity (e.g. for 
increased innovation 
and technology 
adoption) 
 

❖ Individual full/quality 
employment 

 
❖ Fewer skill 

gaps/shortages 
 
❖ INCREASED 

INNOVATION 
 
❖ INCREASED 

PRODUCTIVITY 

• Credential Recognition 

• Prior Learning 
Assessment & 
Recognition 

• Diversity 

• Mentorship, Coaching 

• Career Development 

Talent utilization 

• Education 

• Post-secondary 
Education 

• Apprenticeship Training 

• Employee Training 

• Other Skills 
Development 

Talent development  

• Rewards & Recognition 

• Upskilling 

• Career Development 

• Employer of Choice 

Talent retention and 
progression 

 

Table 5 reflects the principle of linking to policies and programs to key areas of 
economic prosperity (i.e. technology, innovation, productivity and other 
competitiveness factors).  
 
This could be a framework for conceiving and evaluation future human capital 
policies. Each cell of the table would indicate how innovation would be reflected in 
each human capital-related policy/program area. Some innovation indicators may not 
apply to certain policy areas, but the more policy-makers and program managers 
conceive policies and programs in terms of innovation and productivity enhancement, 
the more likely these outcomes will materialize.   
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Table 5 
Framework: Efficacy of Human Capital Policies and Programs 

 
 
 
 
Human Capital 
Policy Area 

Innovative Human Capital Policy and Program Outcomes  
– Facilitating Prosperity: 

Responding to 
Technological 
Disruption 

Innovation – 
Rethinking 
Business 
Models 

Productivity 
Improvement 

Increased 
Business  
Competitive-
ness 

Evaluation – 
Informed 
Policy 
Development 

Big Data – 
Tracking 
and 
Influencing 
Success 

High School – 
Completion and 
Career 
Programming 

 
 

     

Post-Secondary 
Education 

      

Apprenticeship       
Labour Market 
Development 

      

Other Employer-
Based Training 

      

First Nations 
Readiness and 
Employment  

      

Underemployed/U
nderutilized British 
Columbians 

      

Immigration       

 
Table 6 builds on the above and can be used for planning future human capital 
initiatives.  
 
Based on what is expected over the next twenty years to 2035, key outputs and 
outcomes for each human capital policy area can be mapped. While this logic model 
approach is used for individual programs, it is less apparent in broader policy 
initiatives. In some cases, government programs use logic models, but they are not 
necessarily explicitly communicated, tracked and monitored and reported on. This 
must be part of a new culture of accountability for human capital policy and 
programming. 
 
Combined, these kinds of frameworks are reflected (directly or indirectly) in the 
subsequent section of this report, a review of human capital policies and programs. 
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Table 6 

Framework: Key Human Capital Policies, Programs, Results Going Forward 
 

 
 
Human Capital Policy Area 

Human Capital Policy & Program Logic Model – 
Past, Present and Future Strategies & Targets: 

What 
will 
2035 
look 
like? 

Key 
Inputs 

Key 
Policy 
and 
Program 
Activity 

Key 
Outputs 

Key Short-
Term 
Outcomes 
(to 2020) 

Key Long-
Term 
Outcomes 
(to 2035) 

High School – Completion and 
Career Programming 

  
 

    

Post-Secondary Education       

Apprenticeship       

Labour Market Development       

Other Employer-Based 
Training 

      

First Nations Readiness and 
Employment  

      

Underemployed/Underutilized 
British Columbians 

      

Immigration       

 

Efficacy of Human Capital Policies & Practices in BC 
 
In April 2014, the BC Government introduced one of the most ambitious human 
capital strategies in the history of the province, the BC Skills for Jobs Blueprint: Re-
Engineering Education and Training.38   
 
On top of an existing investment of $7.5 billion at that time, the Province launched a 
strategy that would infuse almost $400 million annually by the fourth year of the 
Blueprint. At the time, the BC Government stated that over the “span of the 
Province’s 10 Year Plan, this represents about $3 billion redirected toward training for 
high-demand occupations.”39 
 
The BC Skills for Jobs Blueprint lays out a major shift to a data-driven system where 
training investments and programs are targeted at skills and jobs in demand. This new 
approach was also intended to be outcome-focused. It indicates that “success will be 
measured and funding and programs adjusted as the economy evolves.” 
 
The Blueprint sets out three broad objectives to maximize the potential of BC’s 
workforce: 
 

                                                        
38 Ministry of Jobs, Tourism and Skills Training. BC Skills for Jobs Blueprint: Re-Engineering Education 
and Training. 2014. 
39 Ibid. 
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1. A head-start to hands-on learning in our schools; 
2. A shift in education and training to better match jobs in demand; and, 
3. A stronger partnership with industry and labour to deliver training and 

apprenticeships. 
 
The initiative also prioritized the education and training needs of BC’s Aboriginal 
people in order to significantly increase their participation in the workforce.  
 
The key parts of the Blueprint include: 
 

• Refocusing the Industry Training Authority after a complete review and 29 
recommendations were submitted; 

• Expanding “choices and supports” for students in K-12 to be better prepared 
for finding meaningful jobs and careers; 

• Aligning funding to training for high-demand occupations in post-secondary 
education; 

• Aligning Blueprint activities with projected LNG-related labour demand; and, 

• Expanding the Aboriginal completion of education and training and workforce 
participation. 

 
An important post-secondary initiative in the Blueprint regarding funding was to shift 
targeted funding for training in high-demand occupations from 10% to 25% of the 
provincial operating grants by 2017/18, an increase of $270 million annually.  
 
In the most recently available progress report on the BC Skills for Jobs Blueprint in 
spring 2016, the Province identified a “top 10 successes” to date:40 
 

1. Almost $8 million in new youth trades funding; 
2. $130 million in funding realigned for in-demand education and job training; 
3. $21 million in funding for industry-standard training equipment at post-

secondary institutions; 
4. More than 1,000 participants in the first year of the $30 million for the 

Aboriginal Skills Development Fund; 
5. More than 58,000 youth and over 20,000 adults interacted with Find Your Fit 

in the last year; 
6. 2,526 participants in the Single Parent Employment Initiative; 
7. $650,000 to 27 school districts to increase recruitment capacity and skills 

training; 
8. More than 3,000 new critical trades seats; 
9. Almost 3,000 employers trained over 15,000 employees through the Canada 

Job Grant funding; and, 
10. All public projects over $15 million are required to hire and train apprentices. 

 
It is important to note, and a challenge to policy-makers and implementers, that the 
above successes are all either inputs (i.e. mainly funding and participation/seats) or 
immediate outputs (i.e. completion of a training or other program).  

                                                        
40 Ministry of Jobs, Tourism and Skills Training. Progress Report: BC Skills for Jobs Blueprint. 2016. 
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Human capital policy successes need to be conceived in terms of short- and long-term 
outcomes; or if they are defined through inputs and outputs, there should be an 
increasing connection to important innovation, productivity and competitiveness 
outcomes. 
 
Outcomes in the human capital policy arena could include labour market attachment, 
long-term employment, apprenticeship completion and certification, productivity 
improvements, self-employment, knowledge-creation, foreign credential recognition, 
etc. In some cases important outcomes are relative – acquisition of essential skills, 
high school completion, full-time employment, etc. are important stepping-stones for 
certain labour force groups. 
 
The intention here is not to formally ‘evaluate’ the implementation of the Blueprint, 
however these results to date along with other indications of results will be discussed 
in the context of each of the following human capital policy sectors: 
 

• K-12 education; 

• Industry training and apprenticeship; 

• Labour market development; 

• Post-secondary education (including Aboriginal education and training);  

• Immigration-related initiatives; and, 

• Employer-sponsored skills development. 
 
Also, in the context of the earlier discussion on connecting human capital policy to 
outcomes and particularly to innovation, productivity and competiveness outcomes, a 
few general observations will be made about the BC Skills for Jobs Blueprint metrics. 
 

5.1 K-12 Education 
 
According to the Ministry of Education’s current Service Plan, the purpose of the BC 
school system is “to enable the approximately 550,000 public and 80,000 
independent school students, and over 2,200 home-schooled children, enrolled each 
school year, to develop their individual potential, and to acquire the knowledge, skills 
and abilities needed to contribute to a healthy society and a prosperous and 
sustainable economy.”41 
 
The Ministry indicates it is committed to “expanding choices and supports for 
students in our K-12 system” because the better prepared they are, the more likely 
they will find meaningful work and careers. In the Blueprint, actions to support 
“Giving students a head-start to hands-on learning” include the following:42 
 

• Doubling the number of ACE-IT spaces to 5,000 over the next two years; 

• Expanding dual credits in our schools to get students trained quicker so they 
can move into post-secondary studies or the workplace faster; 

                                                        
41 Ministry of Education. 2016/17 – 2018/19 Service Plan. February 2016. 
42 Ibid. 
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• Reforming Grade 10-12 graduation requirements to allow personalized 
graduation plans so students have more options; 

• Applied Skills Curriculum in grades K-9 should excite and prepare students for 
the full range of career options they can pursue after school, with more 
information about skilled trades and improved school district capacity to 
support as well as deliver these programs; 

• More teachers qualified to teach skills foundation courses in high school 
through innovative ways to encourage teachers to upgrade their existing 
skills; 

• Informing students about the broadest range of career options from 
professional and management to skilled and semi-skilled technicians and 
trades; and, 

• Informing and engaging parents, teachers and counselors about training and 
labour market information so they can help students make the right career 
choices. 

 
Some of these actions are inputs and outputs but most reflect some important and 
fundamental changes or outcomes in our school system. While laudable goals, at the 
completion of this report, it is not known to what degree the above ends have been 
achieved. 
 
One of the indicators in the Ministry’s Service Plan is student satisfaction. Table 7 
shows Grades 10 and 12 students’ satisfaction with their education preparing them 
for a future job and for post-secondary education.  
 

Table 7 
Performance Measure 2: Percentage of Students Who are Prepared for a Job in the 

Future or for a Post-Secondary Education 
 

Performance Measure 
2013/14 
Baseline 

2015/16 
Forecast 

2016/17 
Target 

2017/18 
Target 

2018/19 
Target 

Percentage of Grade 10 students who 
report that they are satisfied that school 
is preparing them for a job in the future.  

37%  37%  38%  40%  42%  

Percentage of Grade 12 students who 
report that they are satisfied that school 
is preparing them for a job in the future.  

25%  25%  26%  28%  30%  

Percentage of Grade 10 students who 
report that they are satisfied that school 
is preparing them for a post-secondary 
education.  

48%  48%  50%  52%  54%  

Percentage of Grade 12 students who 
report that they are satisfied that school 
is preparing them for a post-secondary 
education.  

41%  41%  42%  44%  46%  

Data Source: Ministry of Education, Satisfaction Survey www.bced.gov.bc.ca/reporting   

 

http://www.bced.gov.bc.ca/reporting
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The proportion of students who report that school is preparing them for a future job 
and for post-secondary education has been dropping (a low in 2013/14), therefore 
the Ministry is taking action “to improve student preparedness for life after school 
through improvements to BC’s curriculum and graduation program.” 
 
Another key indicator in the education is high school completion rates. The six-year 
completion rate is the percent of Grade 8 students who graduate with a Certificate of 
Graduation in the next six years.43 Overall, the rate has increased in BC to 83.6% in 
2015/16 from 81.8% in 2011/12. This includes increases for Aboriginal (to 63.8% from 
56.4%), English language (to 87.1% from 83.3%) and Special Needs (to 67% from 
55.6%) students. However, there is still a large gap between Aboriginal and non-
Aboriginal rates. 
 
Further, a 2015 Conference Board of Canada report ranks BC first in education and 
skills including that 91% of its 25-64 population have a high school diploma.44 
 
Another indicator of the BC education system’s outcomes if PISA, the Program for 
International Student Assessment, which is an international study that measures 
trends in learning outcomes in science, reading and mathematics for students at age 
15. It has been completed every three years by the OECD since 2000 and involves 72 
countries including 20,000 students from 900 schools in Canada.45 
 
Overall, Canadian 15-year-old students achieved a mean score of 528 in overall 
science, 35 points  (or 7%) above the OECD average, and were only below students 
from three countries. Students in BC, Alberta and Quebec received higher average 
scores than the Canadian average, “placing them among the top-performing 
participants globally.”46 
 

5.2 Apprenticeship and Industry Training 
 
In the Blueprint two-year progress report, the Province, identified the following shifts 
in the trades training system to date: 
 

1. Ensuring a demand-driven system that will meet the needs of workers and 
employers; 

2. Unifying cross-government decision-making with funding allocated based on 
labour market information and workforce targets; 

3. The ITA board will be reconstituted as a strong leadership team to ensure 
stronger partnerships with industry and labour to deliver training and 
apprenticeships. The new board membership will be announced shortly; 

4. Holding the ITA and post-secondary institutions accountable for system 

                                                        
43 Ministry of Education. Six-Year Completion and Grade 12 Graduation Rates – 2015/16. November 
2016. 
44 The Conference Board of Canada. Skills for Success: Developing Skills for a Prosperous BC. February 
2015. 
45 Council of Ministers of Education Canada. Measuring up Canadian Results of the OECD Program 
for International Student Assessment (PISA) Study . 2016. 
46 Ibid. 
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results; 
5. Bringing the functions of Industry Training Organizations (ITOs) inside the ITA; 

and, 
6. Sector Advisory Councils established. 

 
Some of these are clear and important directional changes for the ITA and industry 
training system in BC.  
 
In reviewing the latest ITA performance indicators (February 28, 2017), the following 
observations can be made:47 
 

• Total registered employer sponsors have increased 7.9% over two years 
ending 2015/16, then at 10,298 and up from 9,548; 

• The number of credentials issued is up 8.2% to 7,640 in 2015/16. These 
exclude Foundation Certificate of Completions and when looking only at 
Certificate of Qualification apprentice completers, they are up 3.6% from 
5,845 in 2013/14 to 6,058 in 2015/16; 

• Total adult Apprenticeships are up 4.6% from 33,487 to 35,016. Youth 
apprenticeships are down but only because ACE IT students are no longer 
counted as part of this metric. However, combined Secondary School 
Apprenticeship and ACE IT students have increased by 16.3% over two years; 

• Satisfaction rates for employers and apprentices are in the 80-83% range, up 
or the same; 

• The number of Foundation program students has ramped up 31.2% in the 
two years ending 2015/16 to 4,656 students; 

• Continuation from Foundation programs to an Apprenticeship is down from 
54% in 2013/14 and 57% in 2014/15 to 53% in 2015/16; 

• 72% – the same over the last three years – of ITA-funded Foundation 
programs are in High Opportunity Trades, a list of thirteen Foundation 
programs in high-demand occupations; 

• Annual new Apprentice registrations dropped 14.5% in 2015/16 since two 
years earlier; 

• Capacity (post-secondary) seat utilization in Apprenticeship and Foundation 
programs has remained in the 90-91% range in recent years; 

• The Apprenticeship completion rate has jumped seven percentage points in 
2015/16 over the previous two years, to 40% completing their program and 
obtaining their Certificate of Qualification within six years of registration.  

 
A report released earlier this year on the 2015 Apprenticeship Student Outcomes 
Survey indicates a high degree of satisfaction among 2,211 former apprenticeship 
students in 2013/14.48 For example, 94% were very satisfied or satisfied with their in-
school training; and 93% were very satisfied or satisfied with their workplace training. 

                                                        
47 Industry Training Authority. ITA Performance Measurement Report: February 2016. 
http://www.itabc.ca/sites/default/files/docs/about-

ita/statistics/%282017Feb28%29%20ITA_Stats_February%202017_Final.pdf . 

48 BC Stats. 2015 Apprenticeship Student Outcomes Survey: Report of Findings. 2016.  

http://www.itabc.ca/sites/default/files/docs/about-ita/statistics/%282017Feb28%29%20ITA_Stats_February%202017_Final.pdf
http://www.itabc.ca/sites/default/files/docs/about-ita/statistics/%282017Feb28%29%20ITA_Stats_February%202017_Final.pdf
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Further, 88% had a trade-related job to return to after completing the program, 98% 
were working full-time, with a median wage of $31/hour. 
 
Another positive development has been a “refresh” of ITA Youth Trades Training 
programs. Announced last September, with an infusion of $7.8 million in new funding 
to expand youth trades programming through Integrated Youth Apprenticeship 
Programs.49 
 
All in all, on the basis on this latest report, ITA indicators are trending in a positive 
direction. Looking beyond these metrics, a few areas of concern need to be 
considered. 
 
Interprovincial Comparisons. Another way of considering BC’s apprenticeship 
performance is comparisons with other jurisdictions in Canada.50 The extent of the 
labour force’s and employers participation in apprenticeship in BC is lower than other 
western provinces.  For example, in terms of the number of registered apprentices in 
Red Seal trades – the ‘gold’ standard - in 2013 (latest numbers from the Council of 
Canadian Directors of Apprenticeship) BC’s ratio of such apprentices to total 
employment was 1.3%. Alberta’s was 2.8%, Saskatchewan’s was 1.6% and Manitoba’s 
ratio was 1.5%. In 2015/16 – based on each jurisdiction’s data, the registered 
apprentice (not only Red Seal) to labour force ratio was 1.6% for BC and 
Saskatchewan and 2.9% for Alberta. 
 
The extent of employer participation in apprenticeship is another indicator. In BC in 
2015/16 there were 10,298 ‘sponsors’ (which include not only employers but 
institutions and other agencies) and 15,000 employers in Alberta. Saskatchewan, with 
2,712 employers of apprentices was a little than BC’s number per labour force size. 
 
Further, in the 2015/16 period, Alberta reported an apprenticeship completion rate of 
72%, while Saskatchewan’s was 66.2%. In the same period, BC’s was 40% but these 
three jurisdictions use different definitions. 
 

                                                        
49 Ministry of Jobs, Tourism and Skills Training. “Youth trades training programs offer more options 
for B.C. students.” News Release. September 22, 2016. 
50 Alberta Apprenticeship and Industry Training. Statistical Profile 2015. 

https://tradesecrets.alberta.ca/sources/pdfs/board_publications/statistical_profiles/2015_STATIS
TICAL_REPORT.PDF. 
BC Stats. Labour Force Statistics Data: March 2017. April 2017.  
Canadian Council of Directors of Apprenticeship. 2015 Annual Review. www.red-
seal.ca/others/2015ccd.1_.1r_eng.html. 
Industry Training Authority of BC. 2015/16 Annual Service Plan Report. 
http://www.itabc.ca/sites/default/files/docs/about-ita/annual-reports/FINAL%20ITA%202015-
16%20Annual%20Report%20July%2011.pdf. 
Industry Training Authority of BC. ITA Performance Measurement Report: Updated to January 31, 
2016. http://www.itabc.ca/sites/default/files/docs/about-
ita/statistics/%282016Jan31%29%20ITA_Stats_January%202016_Final.pdf. 
Saskatchewan Apprenticeship and Trade Certification Commission. Annual Report of 2015/16. 
http://saskapprenticeship.ca/resources/plans-research-reports/annual-report/. 

 

https://tradesecrets.alberta.ca/sources/pdfs/board_publications/statistical_profiles/2015_STATISTICAL_REPORT.PDF
https://tradesecrets.alberta.ca/sources/pdfs/board_publications/statistical_profiles/2015_STATISTICAL_REPORT.PDF
http://www.red-seal.ca/others/2015ccd.1_.1r_eng.html
http://www.red-seal.ca/others/2015ccd.1_.1r_eng.html
http://www.itabc.ca/sites/default/files/docs/about-ita/annual-reports/FINAL%20ITA%202015-16%20Annual%20Report%20July%2011.pdf
http://www.itabc.ca/sites/default/files/docs/about-ita/annual-reports/FINAL%20ITA%202015-16%20Annual%20Report%20July%2011.pdf
http://www.itabc.ca/sites/default/files/docs/about-ita/statistics/%282016Jan31%29%20ITA_Stats_January%202016_Final.pdf
http://www.itabc.ca/sites/default/files/docs/about-ita/statistics/%282016Jan31%29%20ITA_Stats_January%202016_Final.pdf
http://saskapprenticeship.ca/resources/plans-research-reports/annual-report/
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In 2015, Alberta’s system produced 0.036 Red Seal endorsements per employment, 
while Saskatchewan’s achieved 0.031 and BC’s was at 0.022. 
 
Sponsors. While increases in employer sponsors have increased in recent years, they 
are not doing so in the numbers needed to increase apprenticeships in the numbers 
needed by BC employers. Partly for some of the reasons below, small (and some 
large) employers are not stepping up to increase apprenticeships or even maintain 
traditional levels.  
 
Completion Rate. While the completion rate of apprenticeships has increased in 
recent years, it is still at 40%, meaning less than half of apprentices complete and 
become certified in six years or less. This is a chronic problem in the Canadian 
apprenticeship system and industries, labour, ITA, government and training 
institutions need to make this more of a ‘project’ to benchmark and work on. 
 
Labour Mobility/Harmonization. As indicated earlier in this report, human capital 
mobility is becoming an increasingly important factor in our country and globally. 
Several reports in recent years have pointed to examples of employer, industries and 
apprentices being frustrating when moving across provincial borders to work and 
having one’s apprenticeship training or journeyperson credential recognized; not to 
mention foreign trained trades workers with international experience and credentials. 
Volatility domestically and globally along with trades agreements involving Canada, 
increase the demand for mobility and trades harmonization. 
 
There is recognition here that governments and apprenticeship authorities are 
starting to work on this. The Canadian Council of Directors of Apprenticeship (CCDA) 
is responsible for the Red Seal Program in Canada, which develops common 
interprovincial standards and exams. It is undertaking the Harmonization Initiative in 
30 Red Seal trades by 2020, and BC is a committed participant in this initiative. This is 
intended to significantly align provincial and territorial trades training systems by 
developing more common and consistent apprenticeship training standards and 
requirements the most important Red Seal trades. However, as with foreign 
credential recognition and professional regulators, governments need to increase the 
pace and tangible outcomes of this work. 
 
Occupational/Sector Scope. In the history of apprenticeship in BC, the scope of 
occupations and industries served by this training system continues to be narrow and 
within a traditional box, particularly serving resource sectors, manufacturing, 
construction and a few service sectors. Most industries in BC cannot participate in 
apprenticeship because their occupations and skills are not recognized and, as per 
below, the traditional lock-step, rigid training model and delivery does not work for 
them.  
 
Many commentators on skills training point to Germany and Australia as good 
examples of large numbers of young people and employers participating in 
apprenticeship. In addition to cultural and workplace differences, these systems 
recognize 300-400 occupations, many outside the traditional scope of Canadian 
apprenticeship and in technology, service and other knowledge-based industries. 
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These systems are also complemented by national qualification frameworks. By virtue 
of the scope of their systems, many more employers, job-seekers and sectors can 
access such training than in Canada. 
 
Training Model and Changing Nature of Work. Despite efforts to innovate in the 
design and delivery of trades training in BC by employers, training institutions, 
industry groups and labour, the traditional apprenticeship training model exists. A 
lack of flexibility in the scheduling, structure and location of such training reduces 
employer and student participation and completion; and it is not keeping up with the 
changing nature of work in Canada and globally. The millennial culture and 
expectations, the increased variability in work schedules, the increased amount of 
knowledge workers, ‘free-agents’ and self employed contractors all make traditional 
apprenticeship inaccessible. 
 
Also, the apprenticeship training model can be improved and made more accessible, 
flexible and efficient by exploiting the latest training technology, including online 
learning, simulation, virtual training, robotic-assisted training, video-streaming, etc. 
There are some positive examples among post-secondary institutions, industry groups 
and labour organizations, but need to be scaled up by apprenticeship partners. 
 
While apprenticeship will always respond to the needs of a relatively narrow band of 
employers and industries in BC, most sectors will increasingly rely on other methods 
of work-integrated learning to address their need for recruiting and developing 
workers through experiential models. That is, unless government, industry and 
apprenticeship leadership thinks and acts ‘out of the box’ about the future of this 
type of training. 
 

5.3 Labour Market Development 
 
BC’s labour market development programs largely consist of programs or streams 
funded through federal-provincial agreements and the BC Employment Program for 
individuals on income assistance and persons with disabilities, which is now melded 
with a federal-provincial agreement. The two largest agreements are the Canada-BC 
Job Fund and the Canada-BC Labour Market Development Agreement.  
 
Canada-BC Job Fund51  
This $65 million per year (to BC) agreement replaced the former Labour Market 
Agreement and provided for more flexibility around client eligibility but still focuses 
on the underemployed, unemployed and low-skilled workforce with three stream: the 
Canada-BC Job Grant (up to $15,000 per trainee for employer sponsored training); the 
Employer Sponsored Training (to be phased out); and the Employment Services and 
Supports Program. 
 

                                                        
51 Employment and Social Development Canada. Canada-BC Job Fund Agreement. 
https://www.canada.ca/en/employment-social-development/programs/training-
agreements/cjf/british-columbia.html. 

https://www.canada.ca/en/employment-social-development/programs/training-agreements/cjf/british-columbia.html
https://www.canada.ca/en/employment-social-development/programs/training-agreements/cjf/british-columbia.html
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The latter program provides a wide range of training, from job readiness and essential 
skills to entrepreneurial and trades training for unemployed, non-EI eligible 
individuals, including: youth, women, Aboriginal people, immigrants and those under-
represented in the trades.  
 
Canada-BC Labour Market Development Agreement/Employment Program of BC52 
This includes approximately $300 million in federal funding transferred annually 
under this agreement. The Employment Program of BC (EPBC) replaced the LMDA 
employment programs and services (for current and former EI recipients), and 
provincial employment programs for BC Employment Assistance (BCEA) 
recipients. The Ministry of Social Development and Social Innovation states, “EPBC 
integrates services from these former programs into a single, comprehensive 
employment program offering services such as self-serve job search services, as well 
as client needs assessment, case management and other employment service 
options, for those needing more individualized services, to prepare for, find and 
maintain sustainable employment.”53 Services are delivered through a network of 
over eighty WorkBC Employment Services Centres. 
 
In addition to services for current and former EI recipients and provincial income 
assistance recipients and other unemployed persons, EPBC funds a range of 
programming including: Skills Development; Self Employment; Targeted Wage 
Subsidies; Labour Market Partnerships; Job Creation Partnerships; Job Creation 
Partnerships; Research & Innovation; and Project-Based Labour Market Training. 
 
Other Programs 
Other labour market programs funded by the Province and/or the Federal 
Government include the Bladerunners Program, the Skills Connect for Immigrants 
Program, the Targeted Initiative for Older Workers Program (funded through an 
agreement with Canada), and others. 
 
The scope of this report does not allow for more than a high-level assessment of 
these labour market development initiatives in BC. Perhaps most instructive is a 
summary of feedback from over 100 stakeholder groups in BC earlier this year on the 
programs and services funded through Labour Market Transfer Agreements valued at 
over $500 million annually.54 In response to three policy questions, some of the key 
themes were:  

                                                        
52 Employment and Social Development Canada. Canada-BC Labour Market Development Agreement. 
https://www.canada.ca/en/employment-social-development/programs/training-
agreements/lma/bc-amending.html. 
53 Ministry of Social Development and Social Innovation. Employment Program of BC: Overview. 
http://www2.gov.bc.ca/gov/content/governments/policies-for-government/bcea-policy-and-
procedure-manual/eppe/employment-program-of-british-columbia. 
54 Ministry of Jobs, Tourism and Skills Training and Ministry of Social Development and Social 
Innovation. Labour Market Transfer Agreement Consultation Summary Report: Final. August 19, 
2016. 

https://www.canada.ca/en/employment-social-development/programs/training-agreements/lma/bc-amending.html
https://www.canada.ca/en/employment-social-development/programs/training-agreements/lma/bc-amending.html
http://www2.gov.bc.ca/gov/content/governments/policies-for-government/bcea-policy-and-procedure-manual/eppe/employment-program-of-british-columbia
http://www2.gov.bc.ca/gov/content/governments/policies-for-government/bcea-policy-and-procedure-manual/eppe/employment-program-of-british-columbia
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 Impact: Given varied and changing labour market conditions, what should 
employment and skills training programs be trying to achieve and for whom?  

• Agreements should ensure more British Columbians are able to access labour 
market programs by expanding and being more flexible in their eligibility 
requirements  

• Agreements should include financial supports and training that meets the 
specific needs of clients so they can develop skills that will be in demand in 
the long term and attractive to multiple employers  

• Programs should take better advantage of the skilled-labour immigrant and 
disability workforce  

• Programs should adapt and accommodate the differing needs in regions 
across BC  

• Agreements should adapt to and accommodate BC’s self-employment and 
entrepreneurial work culture  

 
 Innovate: Thinking to the future, what innovative approaches and partnerships 
could be used to address emerging issues and needs in the labour market?  

• Allow funding to be invested in local service providers to give them the 
resources to better serve the diverse needs of their communities  

• Design and implement new programs that are flexible and eligible to a 
broader base of clients  

• Coordinate and streamline access and delivery of programs to keep the focus 
on helping clients  

• Fund and expand wraparound services for clients dealing with barriers to 
employment to ensure positive employment outcomes  

• Proactively collaborate with employers and work with them to build their 
skills to ensure they are able to access BC’s diverse workforce  

• Implement entrepreneurial practices to test innovative models of supporting 
small business and identify impactful projects for sustainable success  

 
 Inform: What sorts of labour market information would increase understanding 
and inform better decision-making?  

• More localized and detailed labour market information 

• Expanded employer related information, including demand and training 
requirements  

• Peer jurisdiction information should be analyzed and learnings adapted for 
BC’s unique circumstances  

• Simple, regular, and transparent information should be provided to taxpayers 
on the value of program funding 
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5.4 Post-Secondary Education 
 
BC’s post-secondary education (PSE) system is composed of the following sources of 
skill development: 
 

• Twenty-five public institutions (research and teaching universities, colleges 
and specialized institutes); 

• Twenty private and out-of-province public degree-granting institutions; 

• Sixteen seminaries and theological colleges; 

• Approximately forty Aboriginal-controlled institutes; 

• Over 300 registered private career training institutions; and, 

• Approximately fifty private language schools. 
 
The BC Ministry of Advanced Education “provides leadership and direction for the 
leading-edge post-secondary education and training system in BC.”55 Its responsibility 
includes international education, student financial assistance and implementing 
several actions in the BC Skills for Jobs Blueprint. 
 
The BC PSE system serves approximately 300,000 full-time and part-time students per 
year with a total annual revenue of $5.5 billion of which only 35% ($1.9 billion) is 
provided by the Province.  
 
In the “shift in education and training to better match with jobs in demand” 
component of the Blueprint, post-secondary education funding saw fundamental 
change: 
 

“For the first time in more than a decade, funding for post-secondary 
training will be significantly overhauled. By 2017-18, twenty-five per 
cent of provincial operating grants to public post-secondary institutions 
($270M) will be aligned to training that matches with high-demand 
occupations and jobs.”56 

 
Examples of elements of the Blueprint related to PSE include the following: 
 
 Supporting students to study for jobs our economy needs: 

• Student financial assistance grant programs worth an estimated $40 million a 
year will be refocused to align with labour market priorities.  

• The BC Access Grant for Labour Market Priorities will be expanded to provide 
up-front money to cover the costs of relocation for training and tools for 
students who enrol in targeted priority programs at specific public post-
secondary institutions. 

• The BC Completion Grant will replace the Loan Reduction Program to better 
reflect the program’s purpose of rewarding students who complete a year of 

                                                        
55 Ministry of Advanced Education. 2017/18 – 2019/20 Service Plan. February 2017. 
http://www.bcbudget.gov.bc.ca/2017/sp/pdf/ministry/aved.pdf. 
56 Ministry of Jobs, Tourism and Skills Training. BC Skills for Jobs Blueprint. op. cit. 

http://www.bcbudget.gov.bc.ca/2017/sp/pdf/ministry/aved.pdf
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study in a program of two years or longer, with a focus on programs that are 
in high demand. 

• The Loan Forgiveness Program will also be refocused to make sure that it 
aligns with jobs that meet our economy needs.  

 
 Increasing trades training seats: 

• Through the Ministry of Advanced Education, government is providing an 
additional $6.6 million this year for critical trades seats - a 10% increase over 
the current Industry Training Authority funding to public institutions. This 
funding will significantly reduce wait lists by adding spaces starting 
September 2014 for the jobs needed in our economy such as: heavy 
equipment operators, heavy-duty equipment mechanics and electricians. 

• Providing better information on training space availability. 
 
 Investing in new and expanded trades training facilities and equipment: 

• Over the next three years, government will invest $185 million in trades and 
skills infrastructure and equipment projects.  

 
 Connecting Aboriginal people with post-secondary education and skills training: 

• Community-based skills training will focus on building partnerships between 
Aboriginal communities and public post-secondary institutions to increase 
access to employment-related training and education in Aboriginal 
communities.  

 
 Supporting persons with disabilities to access trades and technical training: 

• Persons with disabilities may encounter unique challenges in accessing 
technical and trades training.  

 
Given the strategic context for and importance of human capital strategies for BC’s 
future, perhaps a new paradigm is needed for conceiving long-term economic and 
human capital planning and priority-setting. In an address to local business 
organizations, Dr. Andrew Petter, President and Vice-Chancellor of Simon Fraser 
University, put it well: 
 

“To truly become a world-leader in knowledge and innovation, we must 
understand that tomorrow’s leaders will need to do more than simply 
react to economic change – they will need to shape the nature of that 
change. Our competitors recognize this. And it’s time we did the same.”57 

 
This mind-shift involves the BC PSE system not simply responding to labour market 
needs but rather conceiving education as a “core component” of an economic 
strategy. 
 
The Academic Forum recently released a “2016 Canadian Higher Education Year in 
Review” that capture many national and regional trends in post-secondary education, 
including BC. It identifies ten themes that most characterized the Canadian PSE 
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situation (important non-talent development ones are not included):58 
 

• Indigenization – e.g. Institutions working to implement Canada’s Truth and 
Reconciliation Commission recommendations from 2015 including large-scale 
indigenization initiatives, new programs and community consultations 
“designed to make schools more welcoming to and representative of 
Canada’s Indigenous peoples.” 

• Internationalization – e.g. a greater emphasis on the two-way nature of 
internationalization, with a growing emphasis on the need to encourage more 
Canadian students to study abroad, changes in federal policies impacting 
international students coming to Canada, Canadian institutions bringing in 
new programming to support Syrian refugees who wished to attend Canadian 
institutions, growing international education enrolments and debates about 
the impacts of this. 

• PSE Tuition Policy – e.g. Ontario and New Brunswick became the first 
provinces to offer free tuition to students from low-income families, and 
continuing debates in BC and elsewhere on the impacts of tuition policies 
including freezes or other limitations. 

• Work-Integrated Learning – e.g. continuing trend of more WIL opportunities 
in PSE in BC and Canada, and the call from business and industry groups (e.g. 
Business Council of BC, Canadian Chamber of Commerce, Business Higher 
Education Roundtable) 

• Learning Outcomes, Employability Concerns – e.g. a Statistics Canada report 
“showing that many post-secondary graduates had been considered 
“overqualified” for their jobs lacked basic skills in reading, writing, and 
numeracy.” This relates to a growing number of reports from business groups 
calling for greater emphasis on soft skills and other necessary core 
competencies among PSE graduates. The Conference Board of Canada issued 
a report that included “calling for a greater alignment of Canadian PSE and 
the demands of the labour market, beginning with the production and 
communication of better labour market data.”  

• College/University Co-operation – e.g. “2016 saw colleges and universities 
continue to deepen their connections through a number of pathway 
agreements, collaborations, and other initiatives.” These broader 
collaborations were complemented by dozens of new articulation 
agreements, guaranteed transfer agreements, and diploma-to-degree 
pathway agreements between Canada’s universities and colleges.  

 
As recognized by the Business Council in its Innovation and Jobs report,59 BC’s post-
secondary education (PSE) system has a reputation for excellence. For example, a 
number of our universities are ranked among the best in the country in their 
respective category. Evidence suggests they ‘punch above their weight’ in being 
ranked fourth in the production of scientific knowledge with only 0.5% of the world’s 
population. Universities conduct 40% of all research in the province. 
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59 Business Council of BC. Innovation for Jobs and Productivity. September 2016. 

https://forum.academica.ca/forum/2016-canadian-higher-education-year-in-review


Growing the Province’s Economy and Potential through Talent 

Human Capital Policy + Practice in BC 36 

 
Canada and BC stand above many other competing jurisdictions on education 
indicators.60 Almost nine out of ten people (89%) in Canada aged 25 to 64 completed 
at least high school in 2012; higher than the OECD average of 75%. BC and Ontario 
were the highest in this regard at 91%. The U.S., Czech Republic and Slovakia were at 
89%, 92% and 92%, respectively.  
 
At the national level, this above Statistics Canada report provides a further PSE 
comparison with other OECD countries, including the following: 
 

• In 2012, 65% of Canadians had completed a PSE credential – 28% possessed a 
university degree, eighth among OECD countries. 

• In 2012, the employment rate of adults 25-64 who had completed high school 
was 56%, compared to an OECD average of 55%.  In Canada that year, 82% of 
those with a college or university credential were employed. 

• Spending on education as percentage of GDP was 6.4% in Canada in 2010, 
6.1% in OECD, and 5.5% in Alberta and 9.9% Nunavut. 

 
According to the Ministry of Advanced Education’s Service Plan, total (full-time 
equivalent) student spaces in 2014/15 were 202,885.61 Interestingly, the target for 
2016/17 to 2018/19 is 200,153, as institutions “align programming with the top 100 
in-demand occupations. The Service Plan observes that the actual numbers in 
2016/17 and beyond will be higher as institutions “continue to deliver more student 
spaces due to current economic and enrolment trends.” For example, the Research 
Universities Council of BC indicated last fall that graduate student spaces of 16,000 
exceed the 11,000 funded spaces by 45%.62  
 
Two key areas of interest in the Ministry Service Plan show increases in PSE 
credentials awarded to Aboriginal student (projected to grow by 42% by 2020/21) and 
international student enrolment (projected to growth by 24% by 2016/17).63 
 
Key subject areas in the BC PSE system are: business and management; computer and 
information services; engineering and electronics, communications and sciences; and 
mechanical studies and social sciences. 
 
One issue consistently raised by PSE institutions is a $50 million reduction in annual 
provincial operating grants in the three-year period ending 2015/16. The RUCBC 
indicates this shortfall combined with new and complex types of student needs (e.g. 
mental health, sexual violence, etc.) risks adversely affecting the quality and 

                                                        
60 Statistics Canada. Education Indicators in Canada: An International Perpective: Highlights. 2016. 
http://www.statcan.goc.ca/pub/81-604-x/2016001/hl-fs-eng.htm. 
61 Ministry of Advanced Education. 2016/17-2018/19 Service Plan.  February 2016. 
http://www.bcbudget.gov.bc.ca/2016/sp/pdf/ministry/aved.pdf#page=5. 
62 Research Universities Council of BC. BC’s Research Universities Meet Labour Market Demand, 
Support Economic Diversification and Improve GDP Growth. November 2016. 
63 Ministry of Advanced Education. Op. cit. 
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accessibility of PSE programming. Institutions suggest that the Province compensate 
for this by investing $50 million in areas of greatest student needs.64 
 
A growing trend in PSE is the call for and increased programming in work-integrating 
learning. This includes: co-operative (co-op) education, internships, apprenticeships, 
practicums and clinical placements, community service, mentorship programs, work 
student, research assistantships, etc. For example, co-op placements in BC increased 
from approximately 10,000 in 2010/11 to 14,000 in 15/16 – a 40% increase.65 This 
growth was concentrated in engineering, computer science, business and science. 
System leaders maintain that this model and other WIL contribute to the success of 
employer and student outcomes. One challenge with WIL is that student demand is 
rapidly exceeding the supply of placements in the labour market.  
 
Some of the strengths of the BC PSE system are reflected in the following points: 
 

• BC is highly regarded for its PSE system of credit transfer and institutional 
articulation agreements, which RUCBC indicates enables “students to move 
seamlessly between different types of post-secondary institutions through 
program partnerships and transfer credit pathways.” Student mobility is 
critical in today’s ever-changing labour market and employer needs.66 

• Research universities are meeting BC Jobs Plan and Skills Blueprint labour 
market targets, shifting student enrolment growth to disciplines leading to 
high-demand occupations in such fields as health, business and management, 
engineering and computer science, social sciences and life and physical 
sciences.67 At the same time, data shows spaces in Arts and Humanities have 
been dropping. 

• Institutions have developed “Skills Gap Plans” to align with the Skills Blueprint 
and the BC Labour Market Outlook.68 There have been shifts within 
universities of over 5,700 FTEs in 2014/15 and 2015/16, including almost 
1,000 in high-demand occupations. 

• Student outcomes – According to a provincial report, “The 5-year longitudinal 
review shows that research university graduates are finding good jobs in their 
chosen fields and are earning competitive salaries, even in times of economic 
uncertainty.”69 

• The Ministry Service Plan shows 93% of PSE graduates were satisfied with 
their education in 2013/14 (latest year).70  

 
The case for PSE in BC and Canada has never been stronger. Several reports from both 
the academic and business communities substantiate this. 

                                                        
64 Research Universities Council of BC, BC Colleges, and BC Association of Institutes and Universities. 
Joint Submission to the Legislative Assembly of BC Select Standing Committee on Finance and 
Government Services: Supports for Students. October 11, 2016. 
65 Ibid. 
66 Ibid., p. 1. 
67 Ibid. 
68 Ibid. 
69 BC Stats. Baccalaureate Graduate Outcomes Survey: 2008-2012. June 2014. 
70 Ministry of Advanced Education. Op. cit. 
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The Conference Board of Canada completed a study last year showing that the 
proportion of jobs filled by PSE grads has dramatically increased from 50% in 1991 to 
77% in the next two years.71 The BC Labour Market Outlook forecasts this number will 
be 78%.72 Jobs requiring PSE rose by a rate of 1.75% annually since the early 1990s, 
while ‘low-skilled’ positions dropped by an annual 0.6%. Indicative of the importance 
of PSE credentials is that the number of people in BC possessing this tripled between 
1985 and 2015 (564,000 to more than 1.6 million).73 
The Canadian Chamber of Commerce reported late last year that PSE-educated 
workers accounted for 100% of the 217,000 new jobs created in BC between 2006 
and 2016 – adding 266,350 jobs filled by PSE graduates while shedding 41,750 jobs 
previously occupied by workers with high school or less education.74 
 
Employers corroborate this – 60% of those surveyed by the Conference Board 
indicated that they require workers with a university degree; and half this number of 
employers require PSE certificates and diplomas.75 
 
The Conference Board of Canada study forecasts that BC’s PSE system will produce 
421,000 workers in the next ten years, “leaving a potential shortfall of 514,000 skilled 
workers in BC.76 Further, the Board suggests this gap will not be addressed through 
immigration, which it indicates is down 20% to 36,000 from 45,000 annual 
immigrants. 
 
Policy reports also identify the economic impact of PSE and the impact of not 
addressing the PSE talent gap. For example, Colleges and Institutes Canada estimate 
that for every $1 a student invests in Canada’s colleges and institutes, they receive a 
cumulative $3.80 in higher future earnings over their working careers.77 
 
Another way of looking at the contribution of PSE is the consequences of not having 
the right skills and investments, such as the following:78 
 

• Productivity would decline; 

• Sales would diminish; 

• Loss of new business opportunities; 

• Reduced profitability; 

• Less innovation; and, 

• Increased costs. 

                                                        
71 The Conference Board of Canada. Skills for Success: Developing Skills for a Prosperous BC. February 
2015. 
72 Ministry of Jobs, Tourism and Skills Training. BC 2025 Labour Market Outlook. Summer 2016. 
73 The Conference Board of Canada. Op. cit. 
74 The Canadian Chamber of Commerce. Generation Innovation: The Talent Canada Needs for the New 
Economy. November 2016.  
75 The Conference Board of Canada. PSE Skills for a Prosperous British Columbia. December 2016. 
76 Ibid., p.1. 
77 EMSI and Colleges and Institutes Canada. Analysis of the Economic Impact of Education and Return 
on Investment: Demonstrating the Value of Canada’s Colleges and Institutes (Executive Summary). 
October 2016. 
78 The Conference Board of Canada. Op. cit., p.  
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Based on 2015 data compiled by the Conference Board, the skills deficit will cost BC 
$7.9 billion in foregone GDP and over $1.8 billion in lost tax receipts.79 
 

“However, many Canadians with post-secondary degrees are working 
in jobs that do not take advantage of their abilities and do not require 
a post-secondary education. This is what we call ‘mal-employment’ 
and it’s hitting two groups especially hard: immigrants and young 
people.”80 

As well as strengths, some qualitative and quantitative gaps are apparent in BC’s PSE 
system. 
 
Analyses by Statistics Canada and the Business Council raise concerns about PSE 
creating an “over-qualified” workforce. For example, a Statistics Canada report 
concluded that one in eight workers aged 25 to 64 with a university degree were 
identified as “overqualified for their job because they reported that their job required 
no more than a high school education.”81 These workers were more likely to have 
lower levels of literacy and numeracy than other PSE graduates. A Business Council 
blog refers to students obtaining the ‘right’ skills and work-integrated learning to 
“decrease the incidence of unemployment/underemployment among PSE graduates 
and contribute to stronger productivity growth.’82 This is not unique to Canada – a 
recent European study on the “overeducated yet underskilled” workforce found that 
“one in five young Europeans are employed in jobs that require a lower level of 
qualifications than the one possessed (the so-called overeducated).”83  
 
A key PSE gap involves technology competence and STEM programming. The “BC 
Technology Report Card” demonstrates that BC continues to trail the Canadian 
average in number of degrees, especially graduate degrees, achieved on a per capita 
basis.84 This is of particular concern with regard to such disciplines as engineering, 
mathematics, computer and information sciences, physical and life sciences, and 
some other advanced disciplines. 
 
Related to this, many reports call for more resources in PSE for programs that are 
critical to fostering innovation, especially in the STEM disciplines (“STEM-literate”) 
and other technological knowledge areas.85 This extends to K-12 education and the 
recruitment and preparation of teachers.  

                                                        
79 Ibid. 
80 Bountrogianni, Marie. “Overeducated and underpaid? How to address mal-employment.” The 
Globe and Mail. Posted September 7, 2106. www.theglobeandmail.com/report=on-business/careers. 
81 LaRochelle-Cote, Sebastien. “Study: Overqualification, skills and job satisfaction, 2012.” The Daily: 
Statistics Canada. September 14, 2016. 
82 St-Laurent, Kristine. “I have a master’s degree…but I’m serving sushi.” BC Business Matters: BCBC 
Blog. Posted August 23, 2106. http://www.bcbc-blog/2016/I-have-a-masters-degreebut-im-
serving-sushi. 
83 European Centre for the Development of Vocational Training. “EU workforce: overeducated yet 
underskilled?” #ESJsurvey INSIGHTS No. 7. 2016, p. 1. 
84 BC TECH Association and KPMG. 2016 BC Technology Report Card. October 2016. 
http://www.wearebctech.com/advocacy/publications/publication/industry-reports/2016-kpmg-
bc-tech-report-card. 
85 The Canadian Chamber of Commerce. November 2016. Op. cit. 
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As indicated, many business groups are calling for more work-integrated learning in 
BC PSE, including introducing new WIL measures and “creative approaches needed to 
encourage different types of placements across disciplines and address barriers that 
face employers, part. SMEs and NPOs – expanded outreach, grants and vouchers 
needed.”86 
 
While the education and employment outcomes of Aboriginal PSE students have 
improved, more work needs to be done.87 They continue to face challenges in 
accessing and completing PSE programs – not to mention a relatively low high school 
completion rate mentioned earlier. Programming and services that connect to culture 
and community are important in this regard. 
 
Another gap in our population’s education is that over 150,000 people in BC aged 25 
to 54 in 2011 had not graduated from high school.88 Further, according to Decoda, 
over one-quarter of the employed BC workforce (or 600,000 working-age British 
Columbians) do not possess “the minimum literacy and essential skills required to 
successfully participate in a knowledge economy.” A Business Council of BC blog 
indicates that Canada ranks 21st in literacy and numeracy skills among 16 to 24 years 
olds89. While to some extent this is a failure of our K-12 system, it represents a 
challenge for our PSE system to remediate. According to the international adult 
literacy survey, a 1% increase in a jurisdiction’s literacy score will increase labour 
productivity by over 2% and GDP per capita by 1.5%.90  
 
A key consideration with regard to the BC PSE system is what competencies do 
employers need; what competencies in PSE graduates will contribute to labour 
productivity, innovation and competencies. This discussion is more fundamental then 
the specific technical skills needed in the labour market.  
 
Given the changing nature of work and technology and the need for innovation and 
adaptability, employers increasingly interested in soft skills, a balance of technical and 
core competencies, and cross-disciplinary knowledge. According to the Conference 
Board research, employers in BC want a broader aptitude among workers rather than 
“a focus or specialization in one subject” – 60% of employers surveyed indicated a 
growing need among for workers to possess an “ability to work across multiple 
subjects.”91 Half of employers emphasized social intelligence, novel and adaptive 
thinking, new media literacy, cross-cultural competency, virtual collaboration, and 
computational thinking. 
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87 Research Universities Council of BC et al. October 11, 2016, op. cit. 
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Larger companies in particular are increasingly looking to recruit or develop 
employees with strong soft skills, particularly when trying to identify and develop 
future leaders. 
 
In its recent report on talent, the Canadian Chamber of Commerce stressed the need 
for skills for innovation, high-level STEM skills and a broader “STEM-literate society.”92 
Its report refers to “21st century skills”, and a blend of (technical and soft) skills vis-à-
vis ”a growing recognition that competencies that cross disciplines better indicate job 
knowledge and performance.” This framework includes sixteen skills required for the 
21st Century in the following categories: Foundational Literacies; Competencies; and 
Character Qualities. The report refers to “Innovation Skills 2.0” including the following 
competencies: 
 

• Creativity, problem-solving and continuous improvement skills; 

• Risk assessment and risk taking skills; 

• Relationship building and communication skills; and, 

• Implementation skills. 
 
An Institute for Research on Public Policy report of last June cited a Conference Board 
of Canada survey of employers that found 70% of respondents saw gaps in job 
candidates’ and recent hires’ critical thinking and problem-solving skills; and almost 
half of the employers cited insufficient oral communication and literacy skills.93 
 
In keeping with one of the themes of this report, it is important for PSE institutions 
and governments at both senior levels to report on system-wide PSE outcome 
indicators such as: 
 

• Retention rates; 

• Persistence rates; 

• Course completion rates; 

• Transfer out rate from institutions; 

• Graduation completion rates; 

• Number of degrees/credential completions; 

• Student loan borrowing; 

• Loan default or repayment rates; 

• Average number of years to complete degree/certificate; 

• Employment rates in field of study; 

• Unemployment rates; and, 

• Average salary for graduates. 
 
Even more importantly, such measures need to be publicized and awareness among 
the general public and employers needed to be raised.  
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Business and employer groups such as the BC Technology Industries Association, the 
Business Council of BC, the Canadian Chamber of Commerce and the Conference 
Board of Canada have called for enhancements in PSE in BC and Canada. 
 
The Business Council recommended in its “Innovation and Jobs” report placing a 
greater emphasis on graduate students, including a new scholarship program, 
enhanced internship programs, and attracting top graduate students from around the 
globe; and expanding capacity to produce more engineers and technological 
workers.94  
 
The Conference Board recommends the following regarding PSE:95 
 

• Improve student access and provide places in PSE programs for under-
represented and at-risk populations; 

• Expand co-op, internship, apprenticeship, and other workplace opportunities 
for students to acquire practical experience; and, 

• Create communication channels for empoyers to communicate skills needs to 
students and PSE institutions. 

 
The Canadian Chamber of Commerce provided recommendations for the key PSE 
partners:96 
 

To PSE institutions: 

• Expand work-integrated learning 

• Enhance curricula to integrate more experiential learning throughout K-12 
and PSE systems 

• Provide a single point of contact for industry 
 
To the business community: 

• Provide guidance to government and PSE on cutting-edge and daily skills to 
support world-leading innovation 

• Invest directly in training and workforce development with a focus on 
competency mapping and soft skills for innovation 

 
To governments: 

• Implement a federal business innovation talent development strategy 

• Support more effective LMI systems 

• Provide agile strategic supply-side funding programs with emphasis on WIL 
and industry collaborations with PSE  

 
Within the talent pillar of the #BCTECH Strategy developed last year, technology 
companies called for the following human capital strategies:97 
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• Industry-focused programs in the post-secondary system; 

• Timely and relevant labour-market information; 

• Applied learning and entrepreneur development; 

• Streamlined in-migration pathways after B.C. has maximized our local talent; 

• Dedicated [technology-related] programs in the K-12 education system; and, 

• Support student opportunities to learn coding in school and outside school 
through courses and special activities such as the Hour of Code. 

 
The Business/Higher Education Roundtable recently called for a national goal of 
ensuring that 100% of PSE students have access to some form of WIL.98 This includes 
recommending a national goal for work-integrated learning, a national campaign to 
promote the importance of WIL, and a series of WIL pilot project meeting regional 
and sectoral workforce needs and improving school-to-work transitions for youth. 
 
Post-secondary institutions themselves call for key changes in PSE policy and funding. 
In a joint submission to the Legislative Assembly of BC’s Select Standing Committee 
on Finance and Government Services, the three public PSE associations called for a re-
investment of $50 million by the Province in areas of greatest student needs, 
including:99 
 

• Work-integrating learning, particularly facilitating co-op education 
placements and other new, creative WIL models, and placements or students 
with disabilities; 

• Mental health supports for students; 

• Supports for issues of sexual violence; and, 

• Supports for Aboriginal students, including expansion of existing initiatives 
and new approaches for facilitating access and successful completion. 

 
It is important to note that there are examples across the PSE system of addressing 
the above gaps and reflecting necessary enhancements. The key point here is that 
innovation and effectiveness do not exist. As William Gibson said, “The future is 
already here – it’s just not very evenly distributed.” In a World Economic Forum brief, 
Paul Kruchoski of the U.S. Department of State suggests the following: 
 

“Yet many universities do not use these models [e.g. co-op education], 
while many others cannot or do not offer them to every student in every 
discipline. The task ahead is to make these learning experiences more 
universal and accessible…If we are going to make the most of the Fourth 
Industrial Revolution, we need everyone to reach their full 
potential…Many of these tools are already here. It’s on us to put them to 
good use.” 100 
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Private Career Training System 
 
It is important to acknowledge that BC has a significant private career training system. 
On a per capita basis, it is by far the largest one in Canada. According to the 
Conference Board of Canada and the Ministry of Advanced Education, there were 
over 51,000 students enrolled in such institutions in BC in 2015.101 This is only 
exceeded by Ontario with over 90,000 students.  
 
According to the BC Career Colleges Association, there are 327 career colleges in BC 
offering over 3,042 programs to over 57,000 students, including 20,872 international 
students.102 The Association indicates this represents $289.5 million in tuition and 
that 89% of graduates are participating in the labour force and 80% of these who are 
employed are working in sectors related to their training. 
 
The regulation of this system has just undergone transition from the Private Career 
Training Institutions Agency to the Ministry of Advanced Education in order to 
enhance quality assurance, streamline and harmonize administrative processes, lower 
student financial assistance default rates and increase public confidence. 
 
The Conference Board sums up the role of private career colleges:  
 

“…largely because of the convenience and flexibility they offer learners 
and their ability to train learners in a shorter period of time. On the other 
hand, tuition at PCCs is often more expensive to the student than at public 
colleges.”103 

 
In one of the very few recent studies of the private career college system in Canada, 
the Conference Board highlights some of the challenges in this type of PSE education: 
 

• Concerns about regulation of the system; 

• Quality concerns and absence of a cohesive quality assurance mechanism; 

• Student disadvantages relative to those in the public system; 

• Lack of integration with Canada’s broader PSE systems; 

• Weak connections to employers in some industries; 

• Financial precariousness because of vulnerability to markets. 
 
The Board provides a number of recommendations directed at governments, the 
sector, other PSE institutions, learners and employers. 
 
There is a relative lack of information on the private career college system in BC (and 
Canada) and an inability to address this topic sufficiently in this report. Many private 
career colleges in BC have a long history of providing quality, reliable programming to 
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students throughout BC and elsewhere and provide a viable option for students to 
achieve their learning aspirations. The following general points should be considered 
for future human capital policy related to the private training system: 
 

• Raising the profile of the private training system and its contribution to the 
province and economic development, including identifying ways for 
strengthening its role in relation to provincial PSE goals; 

• Achieving stronger connections and integration of the private system with the 
larger public PSE system; 

• Promoting stronger connections between private career colleges and relevant 
industry groups and employers; and, 

• Continuing to help employers tap into the talent of the over 20,000 
international students (in 2011/12) in private career colleges.104 

 
On the last point, it interesting to note that the Province’s International Education 
Strategy and The BC Jobs Plan set a target of increasing international student 
enrollment by 50% or 47,000 over a four-year period ending 2015/16.105 
 
Aboriginal Post-Secondary Education and Training 
 
Aboriginal youth are the fastest-growing population cohort in BC. It represents a large 
pool of talent, and governments work within Aboriginal organizations to significantly 
increase Aboriginal participation in the workforce.  
 
The BC Skills for Jobs Blueprint suggests gathering input from First Nations on 
“barriers and best practices to help in the development and delivery of skills training 
programs for Aboriginal people”; and that a “comprehensive listing of programs and 
support services will be developed.”106 
 
The Blueprint includes a goal of increasing Aboriginal student training completion and 
transition to the workplace, and aims have 15,000 more Aboriginal youth employed 
across BC. The Blueprint includes the following actions to reach these goals: 
 

• Supporting skills training for urban Aboriginal people through the Off Reserve 
Aboriginal Action Plan. 

• Establishing and supporting Aboriginal youth worker networks at the regional 
and provincial levels. 

• Supporting and engaging Aboriginal youth to advise government on skills 
training programs and policies. 

• Engaging the federal government to identify opportunities to partner and 
better align programs and services to support Aboriginal skills training. 

• Capitalizing on opportunities to facilitate and coordinate broad sector 

                                                        
104 BC Career Colleges Association. Op. cit. 
105 Ministry of Jobs, Tourism and Skills Training. The BC Jobs Plan: Five-Year Update. 
https://bcjobsplan.gov.bc.ca/app/uploads/sites/21/2017/03/3797_JobsPlan2016_Booklet_0303.p
df. 
106 Ministry of Jobs, Tourism and Skills Training. BC Skills for Jobs Blueprint. Op. cit. 

https://bcjobsplan.gov.bc.ca/app/uploads/sites/21/2017/03/3797_JobsPlan2016_Booklet_0303.pdf
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engagement on socio-economic opportunities that support the Plan. 

• Developing an approach to Aboriginal skills training in conjunction with 
provincial ministries, the federal government and Aboriginal partners. 

• Working on LNG agreements with First Nations, which includes gathering 
information from First Nations on barriers and best practices, to then be 
shared across government to help in the development and delivery of skills 
training programs to communities. 

 
In addition to increasing Aboriginal students completion of high school and 
participation and success in PSE, as a Research Universities’ Council of BC’s October 
2016 report states: 

“While education and employment outcomes have improved, more 
work needs to be done. Aboriginal learners continue to face challenges 
in accessing and completing post-secondary education, particularly in 
relation to undergraduate and graduate degree programs.”107 

 
After a comprehensive consultation with First Nations throughout the province, the 
Ministry of Aboriginal Relations and Reconciliation (MARR) identified the following 
education and training challenges for Aboriginal people:108 
 

1. More information about available training programs including provincial, 
federal and industry programs and how to access is needed; 

2. A more holistic approach to training is needed that takes into account the 
multiple needs of Aboriginal job-seekers, including the need for 
healing/empowerment, practical needs such as housing, transportation, 
healthcare and childcare; 

3. The need to bring education and skills training programs to the community; 
4. The need for foundational training supports including pre-employment 

training (e.g. life skills and basic employment readiness skills such as essential 
skills and literacy); 

5. Driver’s training, driver’s licenses and overall access to transportation to get 
to training and job sites is needed; 

6. The need for a clear path to create success from transitioning from high 
school directly into career opportunities; 

7. Career counselling should start earlier with access to career fairs, trade fairs, 
youth conferences, work experience, etc.; 

8. More adult education options are needed to assist adults in obtaining the 
necessary upgrading to move into skills training; 

9. Community members are looking for opportunities other than entry-level 
positions; and, 

10. Cultural Awareness training needed for employers. 

This work led to MARR launching its $30 million Aboriginal Skills Development Fund in 
Spring 2015. 
 

                                                        
107 Research Universities Council of BC et al. October 11, 2016. Op. cit. 
108 Ministry of Aboriginal Relations and Reconciliation. Summary of Initial Input from First Nations –

Skills and Training. May 2014. 
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Also, the Province published a vision for Aboriginal PSE, “Aboriginal Post-Secondary 
Education and Training Framework and Action Plan: 2020 Vision for the Future”, and 
included several laudable goals, targets and strategies for this period.109 These relate 
to: increasing high school completion and transition into PSE; increasing PSE 
participation, completion and credentials; improving literacy and numeracy; greater 
inclusion in decision-making, stronger labour market outcomes; and other 
enhancements. 
 
Lastly, the Truth and Reconciliation Commission of Canada (the "TRC") was 
established in 2008 and published its final report in 2015. The Commission proposed 
four principles as the basis for a renewed relationship with First Nations: recognition, 
respect, sharing and responsibility. The Commission advocated for self-government, 
economic development, education, training and the renegotiation of existing treaties.  
 
The TRC provides 94 calls to actions in order to “redress the legacy of residential 
schools and advance the process of Canadian reconciliation.” It was heard during the 
engagement of First Nations and stakeholders, about the critical importance of 
recognizing the residential school trauma and the need to address this as part of 
education, training and employment goals.  
 
The federal government has said it will adopt all of the recommendations of the Final 
Report of the TRC. This will impact employers, particularly those in natural resource 
sectors. They will need to ensure that employment, training and business 
opportunities are shared with First Nations communities. Employers will also be 
expected to have more cultural awareness of First Nations issues, be observant 
regarding racism, and be more cognizant of conflict resolution.  
 

5.5 Immigrant-Related Human Capital Initiatives in 
BC 

 

International Migration 
 
International migration to BC is not simply an issue of attracting permanent residents; 
it has multi-dimensional aspects. As mentioned earlier, given the aging of the BC 
population and workforce and a birthrate that does not replace the population we 
lose, international migration – both temporary and permanent – is an increasingly 
important human capital policy area for BC policy-makers and employers. In the 
BCLMO, the Province forecasts that 27% of the 934,000 new job openings to 2025 will 
be filled through international migration.110  
 
BC is in competition for skilled international talent, just as the rest of Canada and 
many other ‘greying’ countries around the world are. Many key industries in our 

                                                        
109 Ministry of Advanced Education. Aboriginal Post-Secondary Education and Training Framework 
aand Action Plan: 2020 Vision for the Future. http://www2.gov.bc.ca/gov/content/education-
training/post-secondary-education/aboriginal-education-training. 
110 Ministry of Jobs, Tourism and Skills Training. BC 2025 Labour Market Outlook. Op. cit. 

http://www2.gov.bc.ca/gov/content/education-training/post-secondary-education/aboriginal-education-training
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province (e.g. advanced manufacturing, culture, natural resources, technology, etc.) 
are in a ‘war for talent’, with critical skills shortages threatening their growth and 
viability. Yet an on-going discussion among many leading thinkers is “how much is 
enough”? In October 2016 the federal Advisory Council on Economic Growth 
recommended to federal Finance Minister that Canada gradually ramp up permanent 
immigration, over the next five years, to 450,000 people a year (2017 target is 
300,000) noting that this would result in more innovation and jobs, higher living 
standards and reduced strain on the pension system.111    
While the federal government has the primary responsibility for immigration policy, 
including setting annual targets, the Province has a key role in a number of policy and 
program areas specific to BC including: 
 

• Retention and utilization of landed immigrants already in BC; 

• Migration of economic immigrants to BC through the Provincial Nominee 
Program 

• BC refugee settlement and employment; 

• Temporary Foreign Worker Program and International Mobility Program; and, 

• Attraction and retention of international students, particularly those in post-
secondary education. 

 

Federal Immigration Policy 
 
In accordance with the Immigration and Refugee Protection Act (IRPA), Immigration, 
Refugees and Citizenship Canada releases an annual “Immigration Levels Plan” that 
sets targets for the upcoming year. This plan is included in the department’s yearly 
report to Parliament which reviews the statistics on immigration (permanent and 
temporary residents) achieved the previous year and outlines the bilateral 
agreements currently in place with provinces and territories. 
 
In its introduction to the 2017 Immigration Levels Plan, the government noted the 
following: 
 

“Immigration plays an important role in keeping Canada competitive in 
a global economy. It helps offset the impacts of an aging population 
and the fact that the number of people in Canada’s labour force will 
soon be in decline. In fact, immigration will soon account for all net 
labour force growth as the number of retirements outpaces the 
number of Canadian youth joining the labour market. For these 
reasons, the Government has established 300,000 as a new baseline for 
permanent resident admissions with the majority of these selected as 
economic immigrants.”112 

 
Canada breaks immigration into the following four classes: 

                                                        
111 Advisory Council on Economic Growth. Attracting the Talent Canada Needs through Immigration. 
October 20, 2016. 
112 Government of Canada. Key Highlights 2017 Immigration Levels Plan. 2016. 
http://news.gc.ca/web/article-en.do?nid=1145319. 
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1. Economic – Includes applicants and accompanying family members in federal 

programs in the Express Entry system; the Provincial Nominee Program; 
business immigrants; caregivers; and skilled workers and business immigrants 
selected by Quebec. 

2. Family – Includes sponsored spouses, partners and children and parents and 
grandparents 

3. Refugees and Protected Persons – Includes both resettled refugees 
(government assisted and privately sponsored) as well as protected persons 
who become permanent residents 

4. Humanitarian and Compassionate and Other – Includes persons selected on 
humanitarian and compassionate grounds, for reasons of public policy and in 
the Permit Holder Class. 

 
Targets for 2017 have shifted from those of 2016 as follows in Table 8. 
 

Table 8 
Canadian Immigration Targets by Class: 2016 and 2017 

 

Immigration Category 2017 Target 2016 Target 
% Difference 2016-

2017 

Economic Total 172,500 160,600 +7.41% 

Family Total 84,000 80,000 +5% 

Refugee and 
Humanitarian 

43,500 59,400 -26.77% 

Target range 280k–320k 280k–305k +4.92% (higher range) 

Target 300,000 300,000 No change 

Source: Government of Canada. 2017 Immigration Levels Plan. 2016. 

 
It is important to note that the significant decrease in numbers in the Refugee/ 
Humanitarian class (-26.77%) is due to the federal government’s very specific, 
significant target in 2016 of bringing in 25,000 Syrian refugees. The 2017 target is a 
more “normalized” number similar to pre-2016 targets. 

BC’s Role in Immigration 
 
BC’s participation in immigration is guided by the Canada-British Columbia 
Immigration Agreement. The Annexes to the Agreement outlines the roles and 
responsibilities of each party in relation to: 
 

• Provincial Nominees; 

• Foreign Workers (Temporary Foreign Worker and International Mobility 
Programs); 

• International Students; and, 

• Information Sharing. 
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The Province’s ability to actively nominate international workers to BC comes through 
the Provincial Nominee Program (BC PNP), which recruits through two streams: Skills 
Immigration and Express Entry BC. As noted above, the levels for BC PNP are set by 
the federal government in the Annual Immigration Levels Plan. BC’s level holds steady 
at 5,800 nominees for 2017, despite repeated attempts by BC to have provincial 
levels increased in order to recruit more workers fill specific skills shortages.113 
 
BC also delivers an individualized employment bridging program (Skills Connect for 
Immigrants) to immigrants who have already landed in BC, as well as delivers more 
general employment services through WorkBC Employment Centres. These program 
and services are designed to assist immigrants who may be having difficulty attaching 
to the labour market. 
 
While not a specific role in immigration per se, BC legislation outlines the roles and 
responsibilities of the regulated professions in BC. Access to these regulated 
professions by internationally trained workers has traditionally been challenging due 
to difficulties in assessing their foreign qualifications against the professions’ 
requirements for licensure and practice. To date, BC has played some role in working 
with regulators to streamline and simplify the access process for internationally 
trained workers; however, more needs to be done and work with employers on this 
needs to be enhanced. 
 
The table below (Table 9) from BC Stats shows decreasing international migrant 
numbers to BC, from a high of 49,435 in 2009 to a low of 22,621 in 2015, a disturbing 
low given our decreasing population and our skills and labour shortages.114  
 
The BC Jobs Plan, BC Skills for Jobs Blueprint and BC 2025 Labour Market Outlook all 
acknowledge the need for bringing in skilled workers from outside BC and Canada to 
meet the projected skill shortages.   
 
While BC has a both some ability to nominate immigrants, and some programs and 
services available to them on arrival, what appears to be missing is a clear, over-
arching strategy and plan for attracting and retaining the immigrant talent that BC 
needs for economic growth and prosperity. 
 
While the ultimate responsibility for immigration falls to the federal government, BC 
could develop a plan that: 
 

1. Complements the human capital strategies currently underway in BC; 
2. Promotes and leverage BC’s existing strengths for attracting immigrants such 

as the diversity of BC and economic opportunities especially in high-growth, 
high-need regions; 

                                                        
113 Ibid. 
114 BC Stats. Labour Force Estimates by Immigrant Status. 
http://www.bcstats.gov.bc.ca/StatisticsBySubject/LabourIncome/EmploymentUnemployment/Lab
ourForceStatisticsAnnual.aspx. 

http://www.bcstats.gov.bc.ca/StatisticsBySubject/LabourIncome/EmploymentUnemployment/LabourForceStatisticsAnnual.aspx
http://www.bcstats.gov.bc.ca/StatisticsBySubject/LabourIncome/EmploymentUnemployment/LabourForceStatisticsAnnual.aspx
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3. Engages employers and other key stakeholders to ensure the plan meets their 
workforce needs; 

4. Aligns tactics with the eligibility criteria for federal and provincial economic 
immigration streams; and, 

5. Emphasizes permanent immigration and nation building. 
 

Table 9 
Trends in Immigration to BC: 2004/05 – 2014/15 

 

Census International Migrants 

Year Immigration Emigration Net NPR1 Ret.Emig2 Net T.E.3 Net 

2004-2005 40,577 12,034 5,703 5,726 4,938 35,034 

2005-2006 43,846 11,523 4,859 6,632 4,941 38,873 

2006-2007 37,811 12,320 8,338 6,221 5,762 34,288 

2007-2008 43,220 11,290 11,129 5,767 5,761 43,065 

2008-2009 42,375 10,335 17,711 5,448 5,764 49,435 

2009-2010 43,871 10,555 11,263 5,876 5,762 44,693 

2010-2011 38,946 11,320 352 5,162 5,763 27,377 

2011-2012 36,246 12,426 11,104 5,387 5,762 34,549 

2012-2013 35,736 12,514 7,831 5,231 5,763 30,521 

2013-2014 37,471 12,660 11,258 5,231 5,763 35,537 

2014-2015 31,501 12,743 4,394 5,231 5,762 22,621 

1 Net NPR is the net change in the stock of non-permanent residents, which include persons residing temporarily in 
Canada who hold a student, work, or minister's permit, or who are refugee claimants. 
2 Returning Emigrants are Canadians who emigrated from Canada in the past, and who are returning with the 
intention of once again becoming permanent residents. 
3 Net T.E. is the net change in persons who are temporarily emigrated; that is, residents who have temporarily 
moved to another country, but have the intention of returning to live in Canada. 

 

5.6 Employer-Sponsored Skills Development 
 
In addition to earlier discussions in this report about businesses’ roles in signaling 
their needs to PSE institutions, expanding work-related learning and sponsoring more 
apprentices, the private sector do its part in playing a key role in investing in 
employee training. This type of investment in workers’ skills and knowledge pays off 
directly in increased business performance, productivity, innovation and 
competitiveness companies. It does not only include technical competencies but 
increasingly employers are seeing the pay-offs in terms of management skills and soft 
skills in an organization. 
 
One of the few sources of employer training data that compares Canada to other 
countries is the Global Competitiveness Report 2016-2017 ranks Canada 29th in 
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“extent of staff training.”115 The percentage of firms in Canada offering formal training 
was not available in the Global Innovation Index 2016.116  
A proxy for international comparisons on employer-sponsored training is OECD data 
from 2009. Only 31% of Canadians of working age participated in some form of ‘non-
formal job-related education.’ This was slightly higher than the OECD average of 28% 
but much lower than our key competitors such as Sweden (61%), Norway (47%), 
Finland (44%) and the U.S. (33%).117 Further, Canadian workers received 17% less 
hours of instruction per year than the OECD average (49 hours versus 59). 
 
There is relatively little information on employer investments in employee training in 
BC and in not much more nationally. The Conference Board of Canada has for many 
years tracked metrics on this in its annual Learning and Development Outlook, and 
concluded in 2014, “Canada’s record on employer-sponsored training is weak.”118 
Employer spending on workplace training declined 40% between 1993 and 2013, 
from $1,207 per employee to $705, causing the Board to conclude the following: 
 

“Employers make up a key part of Canada’s skills development system, but 
their collective performance in providing training is underwhelming…Although 
many of the challenges they face in providing training are real, employers need 
to take more responsibility for the training that, ultimately, produces great 
benefits for them.”119 

 
While the Conference Board’s subsequent research found an uptick in employer 
spending to $800 per employee in 2014/15, this is still two-thirds of what was spent 
in 1993.120 
 
However, a recent survey of ninety large Canadian private sector employers 
sponsored by the Business Council of Canada found that 46% of them invested an 
average of more than $1,000 per employee.121 Further, 40% of these employers 
expect to increase their investment in employee learning over the next two years. 
 
Is the employer training investment gap more of a smaller business issue – small and 
medium-sized enterprises (SMEs)? Conventional thinking has been that small 
businesses have less resources and incentives for sponsoring employee training. 
However, the Canadian Federation of Independent Business – based on a 2014 survey 
of almost 7,000 responding SMEs – estimates that they spent $19 billion on informal 
($9 billion) and formal ($5 billion) employee training.122 This calculation reflects 75 

                                                        
115 World Economic Forum. The Global Competitiveness Report 2016-2017.  September 2016. 
116 INSEAD. The 2016 Global Innovation Index: Winning with Global Innovation. 2016. 
117 The Conference Board of Canada. “Developing skills: Where are Canada’s employers?” Hot Topics 
in Education. Posted March 20, 2014. 
www.conferenceboard.ca/topics/education/commentaries/14-03-
20/developing_skills_where_are_canada_s_employers.aspx. 
118 The Conference Board of Canada. Op. cit., p. 2. 
119 Ibid., p. 4. 
120 The Canadian Chamber of Commerce. Op. cit. 
121 Business Council of Canada. 
122 Canadian Federation of Independent Business. Small Business, Big Investment: Improving 
Training for Tomorrow’s Workforce. 2016. 
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hours of training per employee or the equivalent of two weeks or $1,907 for informal 
and formal training per employee in 2014. 
 
As with some areas of human capital public policy, employer investments in training 
seems to be a metric that needs to be more regularly and consistently tracked by 
business and government. 
 
One last point here to acknowledge that organized labour and individual trade unions 
and individual workers and labour force participants themselves invest significant 
resources in workforce training and development. There is not time nor space here to 
address these parts of the human capital investment equation, but it should they 
should not be forgotten when considering solutions for human capital needs. 
 
Business organizations call for a number of potential human capital policy initiatives 
to promote increased employer investments in employee training and work-
integrated learning strategies. These include: 
 

• Employer training tax credits; 

• Other financial incentives for workplace training; 

• Increasing the accessibility of existing government programs (e.g. Canada-BC 
Job Grant); 

• Incentives to increase SME capacity for worker training; 

• Apprentice-related incentives and initiatives; and, 

• Encouragement of increased industry-education partnerships and innovative 
programs. 

 

6. CONCLUSION AND RECOMMENDATIONS: A 

VISION FOR HUMAN CAPITAL POLICY TO 2035 
 
The approach to recommendations in this report is not intended to be hugely 
comprehensive or exhaustive, but to rather focus on a smaller number of key 
strategic actions for consideration. 
 
Based on the global context, and the economy and world of work we should expect in 
the coming decades, the following recommendations are offered for consideration by 
policy makers, business and human capital developers. 
 
These recommendations are grouped into four main categories: 
 

1. A strategic approach to human capital policy and programs 

2. Enhancing effective and innovative education and training models 

3. Strategic tapping into key talent pools 

4. Human capital policy supports 
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1. A Strategic Approach to Human Capital Policy 
and Programs 

These recommendations are about establishing a long-term province-wide strategy 
that is supported with clear metrics, tracking and reporting on outcomes. It is 
important to note that the BC Government has elements of such a strategy in place 
with the BC Jobs Plan, the BC Skills for Jobs Blueprint, the BC 2025 Labour Market 
Outlook and ongoing federal-provincial labour market agreements. 
  
It is recommended that: 

1. The Government of BC develop a framework of human capital policy and 
program outputs and outcomes that clearly support and are directly linked to 
increasing innovation, productivity growth and international competitiveness. 

2. Consistent with the previous recommendation, each government policy and 
program area clearly identify how they will support increased innovation, 
productivity growth and international competitiveness. 

3. The Governments of Canada and BC, consistent with a Business Council 
recommendation, reflect innovation across departments in how human 
capital policies and programs are developed, implemented and measured and 
reported on. 

4. Consistent with the above recommendations, governments promote how 
human capital policies and programs support innovation, productivity and 
competitiveness, including public education and awareness directed at 
stakeholders, the general public and consumers of human capital programs 
and services. 

5. Consistent with the above recommendation, the Government of BC clearly 
and publicly benchmark human capital policy and program performance 
against global human capital, innovation, productivity and competitiveness 
outcomes. 

6. Government human capital policy and program success includes 
measurement of the utilization and retention of human capital, and not only 
the attraction and development of such talent. 

7. Governments make much better and overt use of the periodic evaluation and 
review of human capital policies and programs. 
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2. Enhancing Effective and Innovative Education 
and Training Models 

These recommendations are about the outcomes of improving school-to-work 
transition, facilitating transition to labour market attachment and more solidly 
integrating school and work at the post-secondary level. The latter will strengthen 
the potential for employers to inform the content and delivery of education by 
institutions. Also, international education is very competitive and BC needs to work 
to maintain its brand and reputation as a good place for international students. 

It is recommended that: 

8. The Government of BC continue to enhance career awareness and 
development, experiential learning and world of work opportunities for 
middle and high school students in BC.  

9. The Government of BC consider and implement the human capital-related 
recommendations the Business Council in its Innovation and Jobs Report and 
its Report to the Standing Committee on Finance, particularly those related to 
post-secondary education and economic immigration streams. 

10. Governments explicitly brand and promote work-integrated learning (WIL), 
including implementing a major strategy on increasing the quantity, quality 
and access to WIL and providing capacity-building support and 
encouragement to businesses to participate in such learning, and including 
special effort directed at supporting small and medium-sized enterprises to 
contribute to and benefit from WIL. 

11. The Government of BC consider long-term, multi-year funding to post-
secondary institutions for new, creative and strategic programming that 
directly increases innovation, productivity and international competitiveness. 

12. That the Government of BC provide the Industry Training Authority with the 
direction and mandate to innovate and move out of the traditional trades 
training ‘box’ in order to respond to the human capital needs of a broader 
array of industries and employers in BC. 

13. Business and industry leaders promote the hiring and development of 
apprentices across industries in BC, including a major ongoing campaign on 
apprentice ‘sponsorship’ by all sizes of companies. 

14. The Government of BC and post-secondary institutions work together on 
reviewing programs and curriculum with a view to strengthening the 
transferable core competencies and soft skills of students and graduates to 
increase their success, productivity and retention with employers. 
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15. The Government of BC continue to promote the growth of and careers in the 
technology sector and in technology jobs and careers, including the 
promotion of STEM education and careers. 

16. The Governments of Canada and BC jointly review and reform federal, 
provincial and federal-provincial labour market development and 
employment programs with a view to increase their accessibility by 
unemployed and underemployed British Columbians and employers and 
more directly linking such programs to improving innovation, productivity and 
international competitiveness. 

17. The Governments of BC and Canada work together with industry sector 
groups to develop a comprehensive human capital strategy for promoting the 
attraction to and retention of skilled workers and professionals to/in BC, 
particularly in Metro Vancouver and in rural regions with tight labour 
markets; and that this include innovative housing and accommodation 
programs and other solutions. 

3. Strategically Tapping into Key Talent Pools 

These recommendations reflect the declining size of the traditional talent pools in 
Canada and BC and the need for industries, employers and institutions more 
systematically tap into Aboriginal, immigrant, persons with disabilities and other 
non-traditional talent pools. Further, with regard to Aboriginal peoples, employers 
and institutions need to genuinely embrace the principles and findings of The Truth 
and Reconciliation Commission Report.  

It is recommended that: 

18. The Governments of BC and Canada work together with First Nations groups 
to consolidate their human capital policies and programs directed at 
facilitating Aboriginal post-secondary education and labour market success to 
provide a clear performance framework and clear links to employment and 
employers. 

19. The Governments of Canada and BC work with schools, PSE institutions, 
employers and other stakeholders on a major initiative to promote the 
awareness of the critical importance of recognizing the residential school 
trauma and the need to address this as part of education, training and 
employment goals, as part of their response to the Truth and Reconciliation 
Commission Report. 

20. The Government of BC work with industry sectors, employers and 
stakeholders to develop clear pathways and connections between employers 
and talent pools of landed and new immigrants, persons with disabilities and 
Aboriginal peoples. 
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21. The Governments of Canada and BC make a more concerted effort to compel 
regulators and professions to increase foreign qualification recognition 
efforts, including employer-based practical methods for assessing practical 
skills and knowledge and for acquiring Canadian workplace cultural 
knowledge. 

22. The Government of BC, in conjunction with the Government of Canada, 
develop and implementation a provincial immigration workforce strategy – 
including facilitating refugee employment - emphasizing pathways to 
permanence and more streamlined and timely entry and transition for 
immigrants and refugees. 

23. The Governments of Canada and BC continue to promote and facilitate 
growth in international education and the transition of international students 
to permanent residency and full-time employment. 

4. Human Capital Policy Supports 

BC and federal governments and the Business Council need to consider underlying 
supports that will facilitate the successful implementation of the aforementioned 
recommendations including a qualifications framework, a robust labour market 
information system and a standing Human Capital Roundtable. 

It is recommended that: 

24. The Governments of Canada and BC seriously consider developing and 
implementing a national qualification standards framework; and that, if this 
proves to complex doing in conjunction with other government, the 
Government of BC work on such a framework at the provincial level. 

25. The Governments of Canada and BC and the private sector invest more 
resources in better, more reliable, real-time and granular labour market 
information and make better use of this in human capital policy and program 
decisions. 

26. The BC Government ensure that any existing or new economic vision for the 
province includes at its centre a comprehensive human capital strategy with 
clear means and ends linked to innovation, productivity and international 
competitiveness outcomes. 

27. The Business Council of BC, in partnership with other major stakeholders, 
create a standing Human Capital Roundtable to promote human capital 
strategies that increase innovation, productivity and international 
competitiveness and to advise the business community, education and 
government on future human capital initiatives. The Roundtable’s first order 
of business should be to prioritize follow up the recommendations of this 
report.  
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