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Towards Workforce Prosperity
Towards Workforce Prosperity is the Valley Regional Enterprise Network (Valley REN) 2021 – 2025
Regional Workforce Development Strategy (RWDS). In a changing world of work, there is a need for a
deliberate and meaningful focus on building and sustaining a strong alignment between the
development, attraction, and retention of talent to meet the needs of local businesses. Towards
Workforce Prosperity reflects this focus and commitment across the Annapolis Valley. It has been
developed through a collaborative approach with the Valley REN and key community partners and
establishes the foundation, objectives, and targeted actions to achieve workforce alignment for the
Annapolis Valley Region.
Workforce Prosperity for the Valley REN is an enabling environment that ensures:


A strong supply of appropriately skilled, educated, and able workforce



Employers have access to skilled workers, and businesses can grow and thrive in the community



Residents have good jobs, an equal chance to prosper and can benefit from lifelong career
pathways.
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Valley Regional Enterprise Network
The Valley Regional Enterprise Network (Valley REN), incorporated in March 2014, is the regional
economic development organization for the Annapolis Valley Region. The organization supports the
economic development priorities of the following funding members: Glooscap First Nation, the
Municipality of the County of Kings, West Hants Regional Municipality, and the Towns of Berwick,
Kentville, and Middleton, and the Province of Nova Scotia.
For this Strategy, the geographic region is defined as West Hants, Kings and Annapolis Counties. All First
Nations and municipalities within the defined region are included and are detailed below:


(West) Hants County – West Hants Regional Municipality. The District of West Hants amalgamated
with the Town of Windsor on April 1, 2020



Kings County – Glooscap First Nation, Annapolis Valley First Nation, Municipality of the County of
Kings, Town of Berwick, Town of Kentville and Town of Wolfville



Annapolis County – Bear River First Nation, Municipality of the County of Annapolis, Town of
Annapolis Royal and Town of Middleton

The Valley REN catchment area (Green shaded)

Source: Metroeconomics
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Acronyms
Description

Acronyms

1

ACOA

Atlantic Canada Opportunities Agency

AEC

Acadia Entrepreneurship Centre

AHANS

Affordable Housing Association of Nova Scotia

AICLF

Atlantic Immigrant Career Loan Fund

AIPP

Atlantic Immigration Pilot Program

APTEC

Aboriginal Peoples Training & Employment Commission

AVCC

Annapolis Valley Chamber of Commerce

AVRCE

Annapolis Valley Regional Centre for Education

AVWC

Annapolis Valley Work Centre

BIDs

Business Improvement Districts

BIPOC

Black, Indigenous, and People of Color

BoT

Board of Trade

CASTL

Canadian Alliance for Skills and Training in Life Sciences

CEI

Centre for Employment Innovation

ESDC

Employment and Social Development Canada

GMFRC

Greenwood Military Family Resource Centre

LAE

Department of Labour and Advanced Education (Department of Labour Skills & Immigration 1)

LENS

Learn English Nova Scotia

LSI

Department of Labour, Skills and Immigration

ISANS

Immigrant Services Association of Nova Scotia

MNP

Municipal Nominee Program

NOW

New Opportunities for Work

RFP

Request for Proposals

RWDS

Regional Workforce Development Strategy

SAWP

Seasonal Agricultural Worker Program

TFW

Temporary Foreign Workers

TRC

Truth and Reconciliation Commission of Canada

TST

Talent Supply Table

VANSDA

Valley African Nova Scotian Development Association

VCLA

Valley Community Learning Association

WIPSI

Workplace Innovation and Productivity Skills Incentive

WDSC

Workforce Development Steering Committee

On Aug.31, 2021, provincial government dept. name changes occurred
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Acronyms

Description

Executive Summary
Located in the Western part of the Nova Scotia peninsula, the Annapolis Valley is a strong and
prosperous economic region defined by its tourism, agri-business, manufacturing, construction, and
healthcare sectors. The region is also a hub for internationally recognized post-secondary institutions,
including Acadia University and Nova Scotia Community College. Home to a strong workforce
development ecosystem, the region has recognized the importance of a coordinated effort towards
economic competitiveness and prosperity.
Under this premise, The Regional Enterprise Network for the Annapolis Valley, Valley REN, and its
partners recently embarked on creating a Workforce Strategy to address priority challenges influencing
and impacting workforce readiness and economic strength. At its core, the Strategy aims to advance the
Annapolis Valley closer towards Workforce Prosperity. Workforce Prosperity is defined as an enabling
environment that ensures:


A strong supply of appropriately skilled, educated, and able workforce



Employers have access to skilled workers, and businesses can grow and thrive in the community



Residents have good jobs, an equal chance to prosper and can benefit from lifelong career
pathways.

This workforce development strategy was written during a time of major global disruption and
uncertainty. The advent of COVID-19 has disrupted the global economy and how local workforces
interact and function. When combined with technological advances, increasing demand by employers
for workers with higher skill sets and education levels, and an ageing workforce, communities across
Canada are increasingly challenged in their ability to develop, attract, and retain talent.
This Strategy reflects a comprehensive focus on research, engagement, and strategy development with
regional partners and examines the link between businesses, education institutions, and other
stakeholders to strengthen creating a highly integrated workforce capable of meeting current and future
labour demand. Over the project’s lifecycle, over 700 individuals and organization representatives
contributed through the extensive consultation program (see Figure 2).
It is important to emphasize that while the Valley REN championed this Strategy, it was not designed to
be implemented in a vacuum. Rather, the Strategy outlines a detailed roadmap and action plan for all
partners within the Annapolis Valley's workforce ecosystem. To achieve workforce prosperity as defined
above will require the continued collaboration and commitment of local stakeholders. Valley REN is
well-positioned to facilitate this Strategy's implementation due to its neutral position as a leader in the
economic and workforce arenas and its strong connections with local employers and workforce
partners. Valley REN also has an important role in collecting and sharing Labour Market Information to
workforce partners on current and forecasted labour demands.
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In addition to considerations relevant to the COVID-19 pandemic, the increased focus on Diversity,
Equity, and Inclusion demand important consideration. To achieve workforce prosperity requires
creating equal and equitable access to employment and training for all, regardless of race, ethnicity, or
heritage. Across Canada, there is a growing expectation that a diversity, equity and inclusion lens be
included across all decision-making, whether at the program development or strategic level. This
Strategy incorporates an equity and inclusion lens to recognize the collective benefit to individuals, the
community, and the region.
Towards Workforce Prosperity presents four goals and corresponding objectives as outlined in the
following page’s figure.
Strategy development provides a roadmap to guide decision-making, influence, and leadership. The key
focus going forward must be directed at implementation and monitoring, for it is at this stage that the
Strategy comes to life. Partners, supporters, champions, and leaders are best positioned when working
collaboratively and collectively towards a common goal: Towards Workforce Prosperity. The combined
efforts will support the Annapolis Valley in establishing itself as an attractor of talent, a creator of a
strong, aligned talent pipeline, and a competitive economic environment that offers opportunity and
prosperity.
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Valley REN Workforce Development Strategic Goals and Objectives
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1. Background and Purpose
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The Annapolis Valley region’s labour force has been evolving, shaped by several interacting forces,
ranging from demographic challenges to economic, technological, and geopolitical trends. An ageing
workforce, a shrinking youth population, skills gaps, limited range of jobs and job growth, immigration
patterns and changing work preferences are some of the realities that need to be addressed to prepare
for the future of work. In addition, successive waves of technological advancements continue to
reconfigure the labour force, giving rise to new economic opportunities with each wave. The effective
integration of the current and future workforce into the labour force is central to leveraging these
opportunities.
The COVID-19 pandemic has added a layer of uncertainty to these ongoing trends, disrupting labour
markets at an unprecedented rate. Beyond government supports, including unemployment and safety
net assistance, there is a critical need to mobilize education and training and prepare the workforce for
ongoing education, retraining and capacity building.
As the region evolves, taking advantage of the massive changes in opportunities and employment
requires access to current and relevant labour market information. Providing training and retraining
opportunities and a flexible employment services system influenced by a shared future-focused vision
will strengthen an understanding of the changing future of work and support practical actions to
manage these changes.
The Valley REN’s 2021 – 2025 Regional Workforce Development Strategy (RWDS) is thus being prepared
at a critical stage. The strategy is a key objective of Workforce Development, one of the four Strategic
Pillars of Valley REN’s 2021 -2024 Strategic Plan.

Designing the Strategy
In the fall of 2019, the Valley REN began researching regional best practices in workforce development.
Engagement with the manufacturing sector and employers accessing service through their
BusinessNOW program made it clear that labour challenges impacted enterprises of all sizes across all
sectors. It was decided that a Workforce Development Strategy was needed for the region. The Regional
Workforce Development Strategy RFP was informed by a workforce strategy session in January 2020,
facilitated by the Acadia Entrepreneurship Centre (AEC).
As the COVID-19 pandemic hit, the Valley REN and regional stakeholders launched the Annapolis Valley
Regional Economic Recovery Taskforce to understand the high-level and immediate impacts of the
COVID-19 crisis on the business community in the Annapolis Valley region. Quickly emerging was the
recognition that a workforce strategy would be a key recovery tool to reenergize the region’s economy,
retain businesses, and support employers, job seekers and workers. MDB Insight was contracted in
January 2021 to create the Strategy.
The process for Towards Workforce Prosperity, the Valley REN’s 2021 – 2025 Regional Workforce
Development Strategy (RWDS), began with a clear focus – to research and develop recommendations
that address labour market trends and barriers to talent development, attraction, and retention in the
Annapolis Valley region.
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The objectives of the Strategy included:


Current labour market supply/inventory based on industry and occupation



Current and projected labour market needs and gaps between labour available and labour desired



Barriers to labour force participation among diverse and marginalized groups in the Valley



Enhanced cooperation and collaboration among businesses, local government, schools, and
economic development organizations



Role of partners to encourage, support, and facilitate human resource planning and labour market
adjustments for the Valley



Information to support and address the immediate individual business issues and opportunities
(labour market issues, attraction, and retention issues)



An accurate assessment of the labour market challenges and corresponding action plan

With these specific objectives in mind, MDB Insight developed a comprehensive methodology focused
on research and engagement, as detailed below.
Figure 1: Towards Workforce Prosperity RWDS Methodology Overview

Phase 1
Project Initiation

Phase 2
Background
Review/Situation
Analysis

Phase 3
Labour Market
Profile and Supply
and Demand
Analysis

Phase 4
Stakeholder
Engagement

Phase 5
Reporting

Phase 2 Background Review/Situation Analysis and Phase 3 Labour Market Profile and Supply and
Demand Analysis presented an initial evaluation of the current labour force trends and workforce
development programs in the Annapolis Valley region. It sought alignment between current strategies,
reports, and relevant documents to advance the region’s workforce development priorities. The results
were detailed in the Research & Analysis – Interim Report, which serves as Appendix A to this RWDS.
Phase 4 Stakeholder Engagement was key to the development of the RWDS as it ensured that the
Strategy is reflective of the Valley’s economic priorities. It also informed discussion and collaborative
action planning to encourage information sharing and knowledge exchange among employers,
educators, and intermediaries, all towards the common goal of labour supply and demand alignment.
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The results were detailed in the SOARR Assessment & Community Engagement Results, which serves as
Appendix B to this RWDS.
The consultation program for the Valley REN’s Regional Workforce Development Strategy (RWDS) was
designed to be a meaningful engagement process that captured the insights and perspectives of
stakeholders across the region’s workforce ecosystem, including those most directly impacted (local
businesses and major impact employers, high school and post-secondary students, jobseekers, and
employees) and those closest to talent supply (workforce organizations and intermediaries, employment
and training partners). Key consultations activities included one-on-one telephone interviews, online
student engagement, employee and job seeker surveys, telephone and online employer surveys, and
the Education/Training Sector Roundtable. The key activities, target audience and stakeholders engaged
through the process are illustrated below.
Figure 2: Towards Workforce Prosperity RWDS Consultation Program

42
12
particpants
engaged through
a Education and
Training Sector
Rountable

151
responses
through Employer
Survey Results

interviews with
Workforce
Supports, Key
Informants and
Employers

Valley REN
RWDS
Consultation
Program

143

76
responses
through High
School Student
Survey

235
responses
through PostSecondary
Student Survey

responses
through
Employed and
Job Seeker Survey
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Validation Session
MDB Insight and Valley REN hosted a strategy validation session on August 24th, 2021, to gather key
workforce partners' feedback on draft goals, objectives, and actions. More than 50 partners
representing the Valley REN Board, educational institutions and innovation centers, employers,
municipalities, employment services, training and support networks and provincial departments
provided input to the draft strategy. Through facilitated breakout sessions, participants were engaged in
a fulsome discussion, offering feedback on the emerging actions, potential leads and partners and
timing for implementation. Input obtained from the stakeholders was used to refine the Strategy to
ensure that community priorities are accurately reflected and positioned for achieving workforce
prosperity for the region.
A key success of the validation session was the buy-in inspired among the various participants, including
municipalities, educational institutions, and community organizations. While the Valley REN as the
neutral body and facilitator is envisioned at the center of this effort, strengthened partnerships with
municipalities, community partners, employers, training and employment services, education and
provincial government are critical to success. The session enabled the identification of potential roles for
all partners in successful strategy implementation.
Upon completing the validation session, the Strategy was refined, and performance metrics for
achieving outcomes were developed.
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2. Current State
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An essential part of the strategy development was understanding the current labour force trends,
including challenges and opportunities, barriers to labour force participation, the business inventory and
skills gaps, and the role of workforce partners. The Annapolis Valley region’s current state is discussed in
terms of people, professions, partnerships, and place. These form the major component of any
workforce system. Key high-level insights are presented here. Detailed analyses are in the Research &
Analysis – Interim Report (Appendix A) and SOARR Assessment & Community Engagement Results
(Appendix B) to this RWDS.

People
The Annapolis Valley has the elements for continued workforce success and economic growth. The
region is home to approximately 100,207 residents 2 and over 7,700 businesses 3 , and 1,000 farms 4. The
region also has a strong labour force of 49,886 people and a diverse economy of traditional and
technology-based operations in agriculture, manufacturing, defence, education, healthcare, tourism,
construction, and professional services.
Figure 3: Population, Annapolis Valley Region, 2011 to 2020
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Source: Manifold Data Mining 2020 | Statistics Canada, 2016 Census | Statistics Canada, NHS 2011

While these workforce advantages are vital to ensuring the continued growth of the Valley, a review of
current labour force conditions highlights some key challenges and barriers. The region’s labour force
growth has been affected by attrition (i.e., ageing workforce), automation needs and out-migration.
Local employers are often competing with larger and more attractive population centres for the limited
labour pool. Added to this are difficulties in recruiting and retaining talent that meet industry needs.
Considering the workforce ecosystem, gaps are observed in the technology component in jobs,
Manifold Data Mining 2020
Statistics Canada, Canadian Business Counts, June 2020
4 Census of Agriculture
2
3
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productivity and wages, training and skills development and promoting career opportunities and
pathways.
The 2019 Annapolis Valley Region Economic Review identified that the Valley has a lower population
working-age share than the larger urban centres such as Halifax and the average for Atlantic Canada.
This could place a constraint on economic growth, particularly if the Valley cannot attract a working-age
population with the skills to participate in the current labour force.
The continued success of the Annapolis Valley hinges on its ability to foster a steady supply of skilled
labour, including training support, talent attraction and retention and ensuring that all residents have
equal opportunity to participate and prosper in the labour market. A strong and committed workforce
will support the community’s growth and ensure continued workforce prosperity into the future.
International and inter-provincial immigration are essential avenues to support talent attraction
activities. Local settlement services and programs that augment existing immigration programs,
including the Atlantic Immigration Pilot Program (AIPP), would make the region more competitive and
attractive for new residents and boost immigrant retention rates. In understanding the challenges
associated with youth retention and participation to support a strong labour force pipeline, the Valley
REN, working with regional partners, has taken targeted steps to foster youth engagement. The Valley
Connector Program is key to improve youth retention and participation. The program is a formalized
networking process that supports newcomers, international and local graduates to gain professional
networking experience. Opportunities also exist to partner with Glooscap First Nation Economic
Development Corporation (Glooscap Ventures), Annapolis Valley First Nation, and Bear River First
Nation to facilitate economic development and increased labour force participation of First Nations.

Professions
The majority of Annapolis Valley region’s labour force is employed in occupations such as sales and
service (10,332 people or 20% of labour force); trades, transport and equipment operators and related
occupations (8,139 people or 16% of labour force); and occupations in education, law and social,
community and government services (7,079 people or 14% of labour force) 5.

Considering the projected employment growth and retirees, the Valley will
need an additional 6,570 workers by 2029 to meet demand.

In 2019, the region accounted for 35,888 jobs by place of work (Figure 4). While 2020 saw a dip in
occupations, likely due to the impact of COVID-19, long-term projections show continued job growth.
The slower pace of recovery in earlier years reflects the impacts of COVID-19 on employment declines in
2020. Looking out ten years to 2029, jobs in the region are projected to grow to more than 36,700. This
5

Manifold Data Mining, 2020. Total labour force 15 years and over by occupation
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translates to an additional need of 893 workers between 2019 to 2029. Based on current trends, it is
estimated that 5,677 workers will be retiring between 2019 and 2029. Considering the projected
employment growth and retirees, the Valley will need an additional 6,570 workers by 2029 to meet
demand.
Figure 4: Total Employment by Place-of-Work, Annapolis Valley Region, 2006 (Actual) to 2031 (Projected)
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Over the near term, from 2019 to 2024, the Valley will require 2,829 workers to meet demand. These
2,829 workers are required to undertake occupations in various industries and will require the
appropriate skills needed in the local labour market.
The top 15 occupations that show the highest demand from 2019 to 2024, along with its skills type or
level, 6 are listed below. The complete list of in-demand occupations and their corresponding skill levels
is presented in Appendix C – Occupation projections & Skill Levels accompanying this RWDS.


Elementary school and kindergarten teachers – 65 occupations (Skill Level A)



Real estate agents and salespersons – 48 occupations (Skill Level B)



Non-commissioned ranks of the Canadian Forces – 48 occupations (Skill Level B)



Secondary school teachers – 38 occupations (Skill Level A)



Elementary and secondary school teacher assistants – 38 occupations (Skill Level C)

The National Occupational Classification (NOC) system classifies jobs (occupations) based on the type of job duties and work a person does.
For immigration purposes, the main job groups are Skill Type 0 (zero), Skill Level A, Skill Level B, Skill Level C and Skill Level D.

6
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Hairstylists and barbers – 36 occupations (Skill Level B)



Registered nurses and registered psychiatric nurses – 35 occupations (Skill Level A)



Commissioned officers of the Canadian Forces – 20 occupations (Skill Type 0)



Automotive service technicians, truck and bus mechanics and mechanical repairers – 20 occupations
(Skill Level B)



General practitioners and family physicians – 18 occupations (Skill Level A)



Financial auditors and accountants – 18 occupations (Skill Level A)



Bus drivers, subway operators and other transit operators – 18 occupations (Skill Level C)



Early childhood educators and assistants – 18 occupations (Skill Level B)



Receptionists – 18 occupations (Skill Level C)



Janitors, caretakers and building superintendents – 17 occupations (Skill Level C)

Elementary school and kindergarten teachers are projected to be the top in-demand occupation, with
an additional 65 workers needed by 2024. This occupational classification is a Skill Level A professional
job that usually call for a degree from a university. Real estate agents and salespersons, noncommissioned ranks of the Canadian forces and hairstylists and barbers are also projected to be indemand occupations. These are Skill Level B technical jobs and skilled trades that usually call for a
college diploma or training as an apprentice. Skill Level C are intermediate jobs that usually call for high
school and/or job-specific training such as elementary and secondary school teacher assistants and bus
drivers, subway operators and other transit operators are also projected for growth. The Valley is also
projected to witness growth in management jobs (Skill Type 0), including commissioned officers of the
Canadian Forces.
As evidenced by the top 15 in-demand occupations, the region will continue to witness skills ranging
from managerial to high school, job-specific, and on-the-job training. This is an important consideration
for training and educational institutions as they design and implement program delivery.
“Real-time” labour market information (LMI) provides an additional layer of understanding to the
occupations that are in demand. According to the Vicinity Jobs report, in 2020, most job postings were
in sales and services, followed by health occupations and trades, transport and equipment operators
and related occupations.
The occupations that are projected to be in demand support Valley REN’s target industry sectors. The
growth industry sectors, and sub-sectors include:


Agri-business and related manufacturing with a focus on food and beverage manufacturing, bakeries
and tortilla manufacturing, meat product manufacturing, seafood product preparation and
packaging



Professional, scientific, technical support services focus on management, technical consulting
services, computer systems design and related services, and software publishers. These sectors are
critical to Clean technology, which is a key sector for the Valley.



Construction/sustainable construction with a focus on residential building construction and building
equipment contractors
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Retail trade with a focus on trade support including motor vehicle and parts dealers and personal
services including health and personal care stores



The education sector focused on universities and schools



The tourism sector focused on local assets and agri-tourism

The COVID-19 pandemic has affected select regional economic drivers, including farming, milk
producers, tourism operations, small businesses and food and beverage product manufacturing. While
some businesses and industries have been able to pivot their business models, create new products and
services, and/or take advantage of e-commerce, others have struggled with shifting demand, supply
chain issues, and decreased employment opportunities. As part of the strategy research, stakeholders
also identify that employer’s face several labour force challenges, including finding workers with the
right career experience and necessary employability skills. The employability skills that employers feel
most lack include poor work ethic, lack of critical skills, critical thinking and problem-solving,
communication, computer skills and certifications.
Understanding the projected occupational requirements in the region provides a window to support and
enhance training capabilities that will prepare the Annapolis Valley to meet labour needs. At the same
time, it also highlights the need to improve the business networks and cooperation between local
businesses, employment support organizations, and the government. There is evidence that the growth
of the projected occupation demand could be met by retaining graduates from local educational
institutions. Talent retention comes with its own set of requirements (quality of place, quality of jobs
and quality of life), which are central in the decision of potential workers to move or stay in a
community.
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Partnerships
The Annapolis Valley region has a strong workforce ecosystem base. As illustrated in Figure 5, the region
is a hub for educational institutions with both public and private schools and colleges. The region has
over 40 public primary and secondary schools and two world-class post-secondary institutions, namely,
Nova Scotia Community College and Acadia University. The ecosystem is also supported by several
community and governmental support agencies such as Nova Scotia Works via the Community Inclusion
Society, PeopleWorx and Valley African Nova Scotia Development Association. Valley REN serves as an
important connector of the regional ecosystem and is responsible for collaborating with other workforce
players and providing regional leadership on economic development priorities. Valley REN also works
closely with members of the Workforce Supports Response Team (part of the Regional Economic
Recovery Taskforce) and a workforce development steering committee/workforce alliance with
representation from Acadia University, Nova Scotia Community College (NSCC), Nova Scotia Works and
the Annapolis Valley Regional Centre for Education (AVRCE).
Roundtable discussions with workforce partners identified that the current workforce ecosystem has
significant strengths that can be leveraged, including the willingness and ability to connect and build
capacity, networking and encouraging participation and an appetite to work together to provide training
and enable people in the education continuum and create a pathway for them. In addition to leveraging
these strengths, some challenges need to be addressed to ensure a well-connected and influential
workforce ecosystem.
The current workforce system is primarily geared towards employees and job seekers (e.g., training,
networking, funding etc.). While this is effective from a talent readiness and attraction lens, it limits
opportunities to support employers. Noticeable gaps were services dedicated to managerial training,
employers’ ability to cater to current workforce demands such as more flexible working arrangements
and continual professional development opportunities. Employers were also unsure of what local
support services they could access. Partnerships at the university level are generally focused on co-op
placements, and there is a need to increase the promotion of trades and apprenticeships and develop
incentives for marginalized groups to gain on-the-job work experience. Partners felt that increased
networking is important as it creates opportunities to refer people to partner services and programs.
Opportunities exist for the Valley REN and its partners to continue building existing relationships and
fostering new alliances to inform strategic planning and program development. This could be through
the collection and broad sharing of current LMI information, sector and industry profiles, employee and
employer surveys, and understanding the needs and challenges of all partners. Programs that ensure job
quality and allow for capacity building, career advancement services and equitable participation should
be advanced and leveraged. Municipalities and Towns, including the Municipality of the County of Kings,
Windsor/ West Hants Municipality, Town of Berwick, Town of Kentville and the Town of Middleton, are
partners in workforce development and play critical roles in addressing workforce wrap-around
supports, including transit, infrastructure, housing, property taxation and quality of life considerations.
Opportunities exist to further engage and identify partnerships with municipalities and highlight
potential municipal roles. Industry partnerships should also be enhanced along with programs where
government, industry and education all collaborate to realize shared goals. Partnerships with First
Nations, immigrants, and other newcomer groups are central to realizing the workforce prosperity
vision.
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Figure 5: Annapolis Valley Regional Workforce Ecosystem
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Place
The Annapolis Valley region is an attractive rural destination for new residents. It provides a high quality
of life for residents and newcomers and offers the enjoyment of rural living along with a strong mix of
amenities that people expect in larger centres. It is also geographically close to the province’s capital city
of Halifax. Located along the majestic shores of the Bay of Fundy and the Minas Basin, the Valley has
community and natural beauty in abundance. The region is one of Atlantic Canada’s richest agricultural
regions and outside of Halifax is the province’s second-largest economic force.
Complementing quality of life indicators are the competitive advantages that can position the region as
an attractor. Compared to urban jurisdictions, the region offers a rich concentration of talent, postsecondary institutions and R&D services and a competitive business environment with low labour costs.
It has been certified as the world’s first “Smart and Sustainable Rural Region” by the World Council on
City Data. Median dwelling values at $214,924 are comparatively lower than the provincial average at
$223,116.
Similar to the other three components, gaps within place need to be addressed to ensure workforce
prosperity. There are strong opportunities to develop more diverse housing options to support
residential growth among youth, families, immigrants and retirees. Providing more affordable and
equitable access to housing is critical for the Valley to attract a diverse and skilled workforce and
support emerging industry sectors.
A significant place-based challenge is ensuring reliable internet service in all communities of the region.
The pandemic has highlighted the importance of equal access to internet services for all communities as
the nature of work, school, and pleasure switch to online environments. In addition to the smart
community status, significant investments are being made through the Internet for Nova Scotia Initiative
to provide high-speed internet coverage to 99% of Nova Scotian businesses by the end of 2023 7.
Through the Connected Kings initiative 8, the Municipality of the County of Kings is also taking steps to
broaden connection to their county. Connected Kings is funded jointly by the Municipality and the
Federal Connect to Innovate program. Five highspeed internet projects have been funded in
communities within the Annapolis Valley through the Municipal and Community Rural High-Speed
Internet Funding Program 9.
Due to its rural location, many residents depend on private vehicles for transportation and lack access to
affordable and reliable transport routes. This affects their ability to access employment and training
opportunities along with other essential services. Ensuring access to a family physician is also a
significant challenge, with new residents to the Annapolis Valley required to join long waitlists. Although
the province is committed to developing a coordinated effort to address this physician shortage, in the
short term, lengthy waitlists remain an impediment to successful resident attraction and retention
within the region and should be urgently addressed.

Internet for Nova Scotia Initiative, 2021
https://www.countyofkings.ca/residents/amenities/internet.aspx
9 https://beta.novascotia.ca/documents/municipal-and-community-rural-high-speed-internet-funding-program-projects
7
8
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3. Towards Workforce Prosperity Strategy
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To achieve workforce prosperity, four goals are being proposed in this Strategy. The goals are highly
interrelated and, if implemented effectively, will ensure a strong and sustainable local and regional
labour force and economy. A prosperous workforce system can be established by building the
foundation for workforce development, investing in people, and supporting local employers with a longterm vision of workforce prosperity.
The goals and the objectives of Towards Workforce Prosperity are detailed below:

Goal 1: Strengthen the Foundation
Objectives:



Ensure resources are in place for an efficient workforce service delivery



Support and enhance partnerships and collaboration between and among stakeholders

Goal 2: Invest in Human Capital
Objectives:



Establish an employer-driven, competency-based career pathway system for the region



Increase opportunities for youth, immigrant, BIPOC and persons with disabilities
participation in the labour market



Support for job quality and a favourable work environment for all

Goal 3: Enhance Employer Connections
Objectives:



Ensure local businesses have access to the talent and technology that they need



Engage with businesses to raise awareness and connect them to existing supports

Goal 4: Secure Workforce Prosperity Vision
Objectives:



Align with and build on the region’s economic development and innovation agenda



Refocus workforce support services towards long-term career advancement



Incorporate Reconciliation and Inclusion principles into the social and economic fabric of
the region
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Action Plan
The action plan details the activities, timeframe, leads, and internal/external partners to support
workforce development objectives. Actions are the directions that the Valley REN, its partners, and
stakeholders need to address the essential issues or opportunities that emerged through the research
and consultation.
The timeframe for initiating and/or implementing the recommended actions is 5 years. Priority timings
are either short term (S = 1-2 years), medium-term (M = 2-4 years) and long term (L = 4 years or longer).
The action plan also identifies leads and internal/external partners that can support workforce
development objectives.
The actions and corresponding implementation identified here represented the best possible and
priority steps that need to be undertaken to ensure successful implementation and realize workforce
prosperity. It is expected that the Valley REN will continue to assess the applicability and effectiveness of
the actions and adjust them based on current conditions as necessary. There may also be a need to add
new actions in response to changing market conditions and policy considerations.
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Goal 1: Strengthen the Foundation
A foundational goal is proposed to ensure that workforce priorities are met, and the region’s economic
stability is enhanced. Strengthening the workforce foundation includes placing appropriate resources for
efficient service delivery and focusing on partnerships and collaboration between and among
stakeholders.
The Valley REN is focused on addressing the region's economic and business development needs with
core activities that include networking, retention and expansion, export, marketing, and succession
planning. As the lead agency, the organization should continue to act as an intermediary or “convener”
for collaboration across organizations in workforce development. Focusing on a collaborative
governance model will enable knowledge exchange and encourage all stakeholders to share resources
and support talent development. An example of such a model is a Talent Supply Table (TST) – which
brings together educators, employers, regional economic development and workforce providers to
improve and align the talent pipeline for a strong labour market. The TST will ensure stronger
collaboration and trust between the school districts, employers, post-secondary and intermediaries.
Collaborative governance also requires that clear and defined messaging is disseminated appropriately
and effectively to all customers. Currently, local employers identify difficulties accessing workforce
support services and are unaware of existing support services and programs. Building on existing
business services and resources, opportunities exist to engage with businesses to address their labour
force needs, connect them to the appropriate service provider(s) based on their needs and understand
their satisfaction levels with the current labour force availability and readiness. Over the long term, the
service can collect information from local businesses regarding current and future vacancies and ensure
that businesses have access to an aligned talent pool.
This service could be positioned and promoted as part of the existing BusinessNow program, which
provides navigation to services on such topics as: start-up, expansion, finance and succession planning
support for entrepreneurs and businesses. The Valley REN Business Retention and Expansion Program,
which will be every two years, could also be utilized to collect and inform business satisfaction levels
related to availability and quality of labour. This information will be shared and utilized through
collaborative governance between and among all workforce partners to further refine priorities and
ensure ongoing success.
Given the strong business focus, budget considerations, and staff complement, establishing a dedicated
workforce coordinator position is recommended as a priority to ensure strategy success. The position
can be full-time or part-time and be responsible for a wide range of workforce development activities,
including developing relationships with local businesses and organizations, promoting vacancies, and
strengthening collaboration.
As a neutral ‘customer-centric facilitator of collaborative partnerships, the Valley REN is best positioned
to house this position. Successful strategy implementation will require a dedicated “facilitator” to
ensure the Strategy is moving forward, partners/champions/supporters are fulfilling their commitments,
and continued reporting to the community reflects the progression of the strategic priorities and
actions.
The implementation plans of the workforce coordinator and Talent Supply Table (TST) priority projects
are further detailed in Section 4.
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#
1

Objectives and Actions

Potential
Partners

Potential Lead

Ensure resources are in place for efficient workforce service delivery

1.1

Assign/Hire a part-time or full-time workforce
coordinator to support strategy implementation and
address workforce priorities.

1.2

Building on existing efforts such as the BusinessNOW
program, position and promote a service that focuses
on informing and responding to the regional labour
force needs.

Valley REN

EES/NS Works,
Chambers &
Business
Associations,
BIDs

1.3

Design and implement an LMI Dashboard on the Valley
REN website to showcase relevant workforce data and
performance measures.

Valley REN, LSI

NS Works

1.4

Continue to investigate new and appropriate funding
streams to meet workforce priorities and implement
priority projects in this Strategy.

Valley REN, LSI

2

Timing
S M L

Valley REN

Support and enhance partnerships and collaboration between and among stakeholders

2.1

Develop a communications plan to promote the
Workforce Strategy, its benefits to the stakeholders
and the broader community/region.

Valley REN

2.2

Establish a Talent Supply Table chaired by
representatives from employers, education,
intermediaries, and government to ensure ongoing
open dialogue, knowledge exchange, and workforce
strategy implementation and monitoring.

Valley REN

2.3


Promote the Connector Program through
targeted marketing and outreach to facilitate stronger
engagement and understanding of its value
proposition to both Connectors and Connectees.

2.4

Host workshops/round tables with labour force
support partners to identify opportunities for
collaboration, promote knowledge sharing to reduce
program duplication, and enhance service delivery

Valley REN

2.5

Provide an ecosystem database as a digital version on
the Valley REN website, with direct links to training
providers to increase access to information resources
and program offerings.

Valley REN

Valley REN
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#

Objectives and Actions


Potential Lead

Potential
Partners

Timing
S M L

This should be updated annually to reflect new
programs or program changes

Key Performance Indicators
# of businesses supported & labour force needs to be addressed through BusinessNOW and EESs services
# of website users and sessions
# of funding applications
# of partnerships committed to developing a top-quality workforce
# of Talent Supply Table meetings
# of Connectors and Connectees and # matched
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Goal 2: Invest in Human Capital
A workforce development strategy is essentially a human capital strategy. Thus, investing in people and
communities is of utmost importance with an understanding of barriers to participation and the overall
labour force needs of the region. Investing in human capital includes focusing on continual talent
development, increasing youth participation in the labour market, and advocating for job quality and a
favourable work environment for employees.
A business survey conducted as part of the strategy development identified that 25% of businesses are
‘very satisfied’ with the availability of qualified workers in the Annapolis Valley region. Poor work ethic,
lack of critical skills, critical thinking and problem-solving, communication, computer skills and
certifications, including red seal, are skills gaps identified by employers. On the other end of the
spectrum, job seekers and employees feel that the onus is placed on them to be employment or career
ready. However, they don’t have the necessary support for the same (this could also be related to a lack
of awareness of the existing services). In addition to these challenges, wrap-around support services,
including transportation, childcare, and affordable housing options, are inaccessible for individuals
seeking employment and skills training, especially for low- and moderate-income communities.
Given these considerations, investigating, and implementing career pathways is a priority project for
successful workforce development. Career pathways are essentially a map that lays out the starting
point or “origin” occupation, identifies potential endpoint “destination” occupations and traces out a
”path” between those two points, which might also include intermediate steps such as training or other
work experience 10. The Valley REN and partners can implement a workforce ecosystem that focuses on
job quality and ensures continual and appropriate talent development, attraction, and retention by
focusing on career pathways. Career Pathways will align education and training with specific
advancement opportunities for a broad range of jobseekers and allow workforce agencies to reorient
their services toward career progression in addition to job placement. This effort will include sectorfocused bridge programs, skills training, job-relevant curricula, and work-based learning opportunities.
“Career Pathways” is used by the Department of Education & Early Childhood Development and the
Community Sector Council of NS. Opportunities exist to work with these organizations to further define
and develop the pathways for the Annapolis Valley’s target sector and future sector and sub-sector
opportunities.
The implementation plan of the career pathways priority project is further detailed in Section 4.

10Brookfield Institute. 2020. Building Pathways to Navigate Mid-Career Transitions. Source: https://brookfieldinstitute.ca/wpcontent/uploads/BIIE-Job-Pathways-Playbook-FINAL.pdf
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#
3

Objectives and Actions

Potential
Lead

Potential
Partners

Timing
S M L

Establish an employer-driven, competency-based career pathways system for the region
Strengthen partnerships with education providers to
promote:

3.1



continuous experiential learning 11;



stackable and digital micro-credential
programming focused on attaining skill(s) or
competency(ies) based on industry needs;



bridge programming focused on growth sectors;
and



soft skills training programs

LSI, NSCC

Valley REN,
Acadia U,
VCLA, APTEC,
PeopleWorx,
Local Service
Providers

Public School
Districts, NSCC,
Acadia U

Valley REN,
Local
Employers

NSCC, LSI

Valley REN,
Apprenticeship
NS, NS Works,
Local
Employers

3.2

Create career pathway profiles for high-growth
occupations and target sectors.

3.3

Promote the Interprovincial Standards Red Seal
Program to bolster the local and regional supply of
skilled tradespeople.

4

Increase opportunities for youth, immigrant, BIPOC and persons with disabilities
participation in the labour market

4.1

As part of the communications plan (Action 2.1),
utilize a multi-channel communication strategy and
work with partners to promote equitable
programming, support services, and learning
opportunities among marginalized target groups.

4.2

Pilot an annual youth career awareness event to
increase youth access to employment, training, and
career resources and services.


4.3

Valley REN

Local Service
Providers

NS Works

VREN,
Chambers,
Local
Employers,
Municipalities

Valley REN

Chambers &
Business
Associations,
Local

This may be a virtual event influenced by COVID19 protocols.

Establish a “speakers bureau” that links local
employers with students in a school setting to share
success stories, describe workplace experiences, and
promote career exploration.

11 Continuous experiential learning could include job shadowing, placements, dual credit, and pre-apprenticeship, whereby participants receive
on-the-job experience and earn micro-credentials.
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#

Objectives and Actions

Potential
Lead

Potential
Partners
Employers,
BIDs

4.4

Continue to learn, partner, and promote initiatives
and programs that act as a catalyst for job creation
and equitable participation. E.g., Black Business
Initiative.

Valley REN

VANSDA, BBI,
& all Diversity,
Equity &
Inclusion
Advocacy Orgs.

4.5

Promote immigrant and newcomer support
programming, including the Atlantic Immigrant Career
Loan Fund (AICLF) 12, YREACH sites and language
learning.

ISANS, LENS,
VCLA

Valley REN

5

Support for job quality and a favourable work environment for all

5.1

Leverage and promote programs such as the NOW
Program 13 to increase labour force participation of
historically under-represented groups and enable
employers to access wage incentives and support
workplace diversity training.

5.2

Contribute to the systems in place for childcare,
transportation, and housing as it pertains to the
regional workforce. Continue to inform on available
supports for the regional labour force.

5.3

Engage local industry partners and unions in trades
and construction sectors to include Community
Benefit Agreements 14, 15 that ensure
developers/contractors include language that benefits
the local community.

CEI

Valley REN

Valley REN

Municipalities,
Local Service
Providers &
Workforce
Alliance

Municipalities

Timing
S M L

Chambers &
Business
Associations,
Industry
Organizations,
BoT, BIDs,
Valley REN

A micro-loan fund that allows newcomers to overcome financial barriers, upgrade their skills, and obtain their license or certification.
The purpose of the NOW Program is to increase the labour force participation, attachment, and integration of historically under-represented
groups through the development and delivery of a labour attachment program. Identified groups at the focus of this pilot include First Nations,
African Nova Scotians, racially visible persons, Nova Scotians on Employment Support, and Income Assistance (ESIA), persons with a disability,
and older workers (over 55 years of age). It also enables employers to access wage incentives (pay at least $15/hour with the potential to
obtain a maximum subsidy of $10.50/hour per participant over a two-year period) and supports workplace diversity training to assist in creating
a more meaningful employment relationship.
14 Community Benefit Agreements (CBA) have been used for years in real estate development, as a contract between the developer and
community groups to provide certain amenities or local improvements. https://halifaxchamber.com/business-voice/beyond-bricks-and-mortar/
15 CBAs can also help secure work, skills training, and fair wages to qualified residents and groups traditionally underrepresented in the skilled
trades sector, such as apprentices, Indigenous workers, and women.
12
13
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#

Objectives and Actions

Potential
Lead

Potential
Partners

Timing
S M L

Key Performance Indicators
# of education partnerships committed to developing a top-quality workforce
# of pathway education and training outcomes
# of prospects for pathway completers for gaining employment and increased wages
# of support activities to connect students to business
# of students connected through regional job fairs
# of support activities to connect youth, immigrant, BIPOC and persons with disabilities participation in the
labour market
# of Community Benefit Agreements
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Goal 3: Enhance Employer Connections
While Goal 2: Invest in Human Capital focuses on developing talent based on employer/industry needs,
enhancing employer connections recognizes the need to improve access to talent and technology,
strengthening communication and collaboration and providing opportunities for businesses to navigate
and access the services they need.
The region has several key sectors, including manufacturing, tourism, agri-business, construction, and
information, communications, and technology (ICT), and clean-tech. The Valley is also home to
innovation networks and research centres, which support advancements in agri-tech, smart building
design, data analytics, and remote sensing, among others. While the economy is diverse, with significant
employers in manufacturing and agriculture industries, education, wholesale/retail trade and health
care, there are several challenges that influence business growth and innovation, labour force
participation and job creation.
Stakeholders identify that entrepreneurship and technology adoption is limited in the region. Moreover,
there is limited focus among the business community to diversify their products and services. Businesses
that want to expand and adopt technology find it hard as the sector and supply chains are not as
advanced, and they don’t have the support infrastructure to expand. There is also a perception that jobs
in trades and primary industries, including manufacturing and agriculture, are ‘blue-collar’, low-paying
and offer limited career advancement.
The growth of the Annapolis Valley region is tied to the success of its businesses. Thus, ensuring
businesses are supported by removing barriers to growth and improving access to technology, training,
and talent is critical. There is a need to foster stronger relationships with businesses of all sizes and
from all sectors of the economy. Employment opportunities and industries related to traditional sectors
also need to be rebranded, focusing on the sophistication of the technologies they use and the quality of
the jobs they offer. The Valley REN and partners also need to address the region's issues from achieving
a more holistic and nurturing environment for business start-ups. These include fostering stronger
alignment among the diverse stakeholders supporting new business and social ventures and establishing
new support structures and programs that close gaps in the entrepreneurial ecosystem. With everincreasing competition for jobs, investment, and talent, there is an increasing need to develop business
sectors that possess the greatest potential to create new jobs, raise incomes, and elevate standards of
living.
Fostering sector partnerships is a priority project to achieve these aspirations. Sector partnerships allow
for rebranding employment industries and occupations, focusing on the sophistication of the
technologies and the quality of the jobs. These include highlighting success stories, demonstrating the
strength of career paths, and working with educational institutions across all levels to promote career
pathways. Related to this, reliable, accurate, and relevant labour market information is needed to
support the decision-making process. Maximizing dialogue with local businesses is of particular
importance, given the impact of the COVID-19 pandemic to support their continued operations and
future growth and expansion.
The implementation plan of the industry partnerships priority project is further detailed in Section 4.
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#

6

6.1

6.2

Objectives and Actions

Potential Lead

Expand and promote the Valley REN’s BRE survey to
understand business needs, job demand, occupation
vacancies, and labour market challenges.


Ensure follow-up, address concerns and requests
for information and report/implement for program
success.

Effectively use and disseminate LMI information among
the regional business community to inform decisionmaking.

Valley REN

NS Works EESs,
Business
Associations

Valley REN

Regional
Business
Supports
Ecosystem
Provincial
Departments,
NS Works,
Chambers &
Business
Associations

Create a centralized online information source to inform
employers on existing business support programs,
services, and grants on the Valley REN website.

Valley REN

6.4

Develop target sector strategies focusing on local or
regional workforce needs, education, training, assets
and supports.

Valley REN

Develop a business case that demonstrates the Return
on Investment of hiring, training, and retaining workers.

7

7.1

Timing
S

M

L

Ensure local businesses have access to the talent and technology that they need

6.3

6.5

Potential
Partners



This may focus on target populations including
youth, Indigenous Peoples, immigrants and
newcomers, persons with disabilities, etc.

NS Works

VREN,
Chambers,
Business
Associations,
Industry
Organizations,
BIDs, Mentor
Ability

Engage with businesses to raise awareness and connect them to existing supports
Promote and seek partnerships with the “Annapolis
Valley Back to Work and Skills Enhancement
Partnership”, a Back to Work Community Partnership
Initiative 16.

Community
Inc.,
PeopleWorx

Valley REN,
Local Service
Providers

The Back to Work Community Partnership initiative is a $10 million provincial funding to support 25 communities to plan and deliver shortterm programs aimed at helping people build skills and connect to the local workforce. Programs include Annapolis Valley Back to Work and
Skills Enhancement Partnership, Community Inclusion Society, NS Works - Community Inc. - $407,000.
16
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7.2

Educate and inform employers on features and benefits
of programming and incentives available to support
workforce development, including such initiatives as
Workplace Innovation and Productivity Skills Incentive
(WIPSI).

7.3

Design and implement a regional employer recognition
program to encourage, support and recognize those
employers who demonstrate participation in workforce
development efforts.

LSI, NS Works
EESs

Valley REN,
Local Service
Providers

NS Works

Chambers &
Business
associations,
BoT, Industry
Organizations

Key Performance Indicators
# of businesses connected & # supported
# of meetings with employers
# of activities to support employers
# of employer partnerships committed to developing a top-quality workforce
# of support activities to connect employers to employment and other training agencies
# of support activities to support connections of employers to newcomers
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Goal 4: Secure Workforce Prosperity Vision
Strategic plans that are set up with the best intentions often run the risk of failure, notably if the longterm vision is lacking or not well defined. For the Valley REN, Workforce Prosperity is the long-term
vision for workforce development. In addition to implementing the foundation, investing in people and
enhancing employer connections, the long-term Workforce Prosperity vision includes aligning economic
development and workforce development systems, pursuing an innovation agenda, focusing on job
quality support services and reconciliation and inclusion to propel the region into the next level of
success.
In general, several reasons exist as to why workforce and economic development efforts are often
misaligned. These include the lack of a lead entity or backbone organization, information and funding
gaps, and lack of critical support services. The Annapolis Valley region is fortunate to have all these
elements in place. Improved alignment between the economic and workforce development systems can
strengthen awareness of the importance of wrap-around support services, increase employees’ access
to advancement opportunities and encourage business growth and investment in the community.
One of the central tenets of workforce prosperity should be a greater focus on Reconciliation and
Inclusion. Across Canada, trends point to a more racially just and inclusive future with a significant
increase of diversity and inclusion–related job postings, a boom in support for Black-owned businesses,
and growing demand for Indigenous authored content. As a leader of change, opportunities exist for the
Valley REN to intertwine reconciliation, diversity and inclusion into its vision, mission and goals and
encourage its partners, supporters, and collaborators to consider the same. Communities that genuinely
reflect inclusion, diversity and belonging will be best positioned for talent attraction and retention.
Securing the long-term workforce prosperity vision will ensure that the Valley REN and its partners
invest in human capital and enhance employer connections.
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#
8

Objectives and Actions

Potential
Partners

Potential Lead

Timing
S M L

Align with and build on the region’s economic development and innovation agenda

8.1

Continually facilitate dialogue with a workforce
alliance committee to examine existing economic
development initiatives and their alignment with
workforce development actions.

Valley REN

8.2

Leverage the status of the Annapolis Valley Region as
an intelligent community to attract technology-based
firms looking for lower-cost jurisdictions and also
support local SMEs.

Valley REN

Develop a workforce marketing profile/program that
highlights the region’s assets, affordability and cultural
and recreational experiences. Engage local businesses
and success stories as part of the profile.

8.3

8.4

9



Increase the visibility of the
http://haveitallav.com/ site



Engage local students/influencers to highlight the
advantages of the region through their Instagram
stories.



A program similar to
http://www.yourlondoncalling.ca/ could also be
examined.

Work with post-secondary institutions to position and
promote them as innovation and entrepreneurship
hubs, to enable uptake and investment in technologybased manufacturing, digital and sustainable
technologies and value-added agribusiness.

Valley REN

Chambers &
business
associations,
municipalities

AEC, NSCC,
Acadia U

Valley REN,
AVRCE

Refocus workforce support services to long-term career advancement

9.1

Investigate a standardized performance metric system
to monitor progression of job quality and labour force
alignment.

WDSC/
Workforce
Alliance

9.2

Align employment services with other government
services, including social assistance, to address
employment barriers 17.

WDSC/
Workforce
Alliance

Local Service
Providers
Local Service
Providers

17 An example of an initiative would be the current collaboration between Provincial employment services (NS Works) and the Department of
Community Services, EDGE program and the Valley Stars group.

MDB Insight – Towards Workforce Prosperity: Valley Regional Enterprise Network RWDS

Page 38

10

10.1

10.2

Incorporate Reconciliation and Inclusion principles into the social and economic fabric of the
region

Connect with local First Nations representatives and
organizations to foster stronger relationships and have
open and meaningful conversations. As part of these
discussions, identify ways to address Canada’s TRC
recommendations.

Work with members of equity groups to raise
awareness and provide knowledge of diversity, equity,
and inclusion by sharing lived experiences, supporting
knowledge exchange, and education.

Valley REN

Annapolis
Valley First
Nation,
Gloocap First
Nation, Bear
River First
Nation, APTEC,
Ulnooweg

LSI

Valley REN,
VANSDA, BBI,
Community
INC,
PeopleWorx,
Supported
employment
Organizations,
ISANS, and &
All Diversity,
Equity &
Inclusion
Advocacy Orgs.

Key Performance Indicators
# of social media campaigns
# of entrepreneurs & # of start-ups
# of entrepreneurial related events and programs
# of connections & outcomes with First Nations representatives and organizations
# of connections & outcomes with equity groups
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4. Towards Workforce Prosperity Priority
Projects
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Building on the Towards Workforce Prosperity Strategy and accompanying action plan, priority projects
are detailed below. These are key actions that the Valley REN and its partners would implement to
ensure the Strategy's success. The implementation plan of each of the priority projects over the length
of the Strategy is provided. In addition, core focus areas, example/case studies and implementation
considerations are also discussed. It should be noted that the implementation plan, as suggested below,
is a proposal of goals and outcomes. It is expected that the Valley REN and its partners would adapt and
refine the timeline and focus areas depending on intended goals as it implements these projects.
The priority Workforce Prosperity projects include:

Action 1.1: Assign/Hire a part-time or full-time workforce coordinator to
support strategy implementation and address workforce priorities.
Action 2.2: Establish a Talent Supply Table chaired by representatives from
employers, education, intermediaries and government to ensure open dialogue,
knowledge exchange, and information sharing.
Action 3.2: Create career pathway profiles for high-growth occupations and
target sectors.
Action 6.4: Develop target sector strategies focusing on local or regional
workforce needs, education, training, assets and supports.
Implementing these priority projects would be essential to build on other actions suggested in the
Strategy.
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Workforce Coordinator
Short Term (1 – 2 years)


Part-time position

Medium Term (2 – 4 years)


Full-time position

Long Term (4 years or longer)


A workforce development
department, headed by a
Director of Workforce
Development and supported
by a workforce coordinator

Core Focus Areas








LMI dashboard
Mapping of the workforce ecosystem, employer and community surveys, connector program, career
pathways, sector-based partnerships
Research grant funding and applications
Work in coordination with EDO’s and EES’s
Research and support the implementation of the TST and Workforce Concierge service
Ensure effective progress of TST and other workforce programs
Ensure effective clients relations and business support through the concierge service

Implementation Considerations
Successful implementation requires that the incumbent is appropriately qualified, has previous experience,
training or knowledge about workforce development, and is versed in industry-speak’, including sales, industry,
and marketing. Clarity around roles and accountability and budget considerations, including salaries and
professional development, are important. As a neutral ‘customer-centric’ service provider and facilitator of
collaborative partnerships, the Valley REN is best positioned to house this position.

Talent Supply Table
Short Term (1 – 2 years)






Leverage the workforce
steering committee and host
workshops to identify the
‘common goal’ and confirm
members
Establish the mandate, vision,
reporting relationships and
metrics

Medium Term (2 – 4 years)




Formalize committees for the
TST

Strengthen partnerships with
education providers to
continue shifting the focus
from traditional processes to
continuous experiential
learning

Long Term (4 years or longer)


Ensure long term partnerships



Track progress and ensure the
success of the TST

Foster collaboration and
connections with education
partners and employers to
understand priorities and
create aligned planning and
programming.



MDB Insight – Towards Workforce Prosperity: Valley Regional Enterprise Network RWDS

Page 42

Short Term (1 – 2 years)

Medium Term (2 – 4 years)

Long Term (4 years or longer)

Core Focus Areas





Mapping of the workforce ecosystem to identify gaps, alignment, and services
Develop a single, unified workforce programming brand
Promote the brand on a provincial scale
Use insights to refine priorities further and ensure ongoing success

Example Case Studies
LVEDC’s Talent Supply Initiative
Ontario’s Workforce Strategy recommendations Planning and Partnership Table (PPT)
Implementation Considerations
Successful implementation requires that a strong Terms of Reference be in place. This includes a targeted vision,
mandate, guiding principles, reporting relationships, structure and membership and administration. The Valley
REN will act as the facilitator of the TST. A full-time Workforce Coordinator will be critical to the success of the
TST. The coordinator would be the main point of contact for all stakeholders and be responsible for
implementing action items.

Career Pathways
Short Term (1 – 2 years)


Connect with all workforce
agencies in the region to
determine their current
programming as part of the
workforce ecosystem mapping



Target sector strategies



Mandate of TST

Medium Term (2 – 4 years)


Host workshops and session
with workforce agencies to
impart the importance of
Career Pathways spectrum



Foster industry partnerships

Long Term (4 years or longer)


Ongoing measurement and
evaluation All workforce
agencies evaluate



Core Focus Areas







Identify the needs of all target populations
Mapping of the workforce ecosystem
Investigate new funding resources or where funds can be repurposed
Ensure that career pathways align with industry clusters
Ensure that workforce partners are on board and understand the benefits and ROI and what resources are
needed to reorient services
Ensure that supports are in place to enable individuals to move through a continuum of training and
education services

Examples/Case Studies
Brookfield Institute Career Pathways Playbook
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Short Term (1 – 2 years)

Medium Term (2 – 4 years)

Long Term (4 years or longer)

Utah State Board of Education (USBE) Career Pathways
Implementation Considerations
Successful implementation requires that the Valley REN and partners, including the TST members, gain a clear
understanding of the Career Pathways system and develop pathways that are in line with industry needs and
are flexible with considerations in place to address the barriers to participation. Undertake best practices study
to identify key challenges and outcomes. The career pathways system should be promoted across the region
and ensure that workforce partners are on board with the system. Support services should be focused on
capacity building and career advancement rather than job quantity.

Target Sector Strategies
Short Term (1 – 2 years)


Identify industry champions



Clarify target sectors and
identify key industry partners
by target sectors



LMI Dashboard



Mandate of TST

Medium Term (2 – 4 years)


Convene stakeholders
including key employers,
training providers and
education to set training and
programming and establish
accountability metrics

Long Term (4 years or longer)


Foster long-term industry
partnerships, track progress
and continually evolve to meet
needs

Core Focus Areas



Develop target sector strategies focussing on an industry’s local or regional workforce needs, education
development, training and the implementation and coordination of services.
Ensure real-time feedback loops are in place


Example Case Studies
Next Generation Sector Partnerships
Colorado Technology Recruiting Coalition

Implementation Considerations
Successful implementation requires that the sector strategies are industry-led and community-supported. The
Workforce Coordinator and Valley REN would be the facilitator. Industry opportunities should be clearly defined
and understood, and measures should be in place to ensure that partners work collaboratively toward mutually
beneficial goals.
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5. Rationale for Strategy
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The strategic action plan for Towards Workforce Prosperity was built based on the Strengths,
Opportunities, Aspirations, Risks and Results (SOARR) Assessment. The SOARR is a forward-looking
model that reflects on strategic planning. It assembles the research and consultation insights and serves
as the pivot between ‘what has been learned’ and ‘what needs to happen’ to address labour market
trends and support talent attraction and retention in the region. The key learnings uncovered to date
through the SOARR was used to explore and recommend strategic goals, objectives and actions for the
Towards Workforce Prosperity. A full SOARR assessment is provided in SOARR Assessment & Community
Engagement Results (Appendix B). The highlights of the SOARR are presented as infographics in the
following pages.
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