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2.0 EXECUTIVE SUMMARY

INTRODUCTION

Meat processing is an important part of the Canadian
economy, contributing about $6.5 billion to Canada’s
GDP and employing nearly 60,000 people across the
country — most of them in predictable, full-time jobs
in both rural and urban centres, with opportunities

to progress to higher skilled, higher paid jobs in the
industry.

It's also a significant exporter, sending products worth
more than $7.6 billion a year to the rest of the world.
That's a quarter of Canada’s total food and beverage
exports, with significant growth potential, especially in
markets such as Europe and Asia.

That means the sector is going to need a lot more work-
ers to keep up with existing demand and build capacity
to handle this growth — current forecasts suggest the
sector will need an additional 25,000 workers over the
next 12 years.

But that’s easier said than done.

Region Total
Labour Force

Employers in the meat processing sector have been
suffering from labour shortages for years. And, as this
study concludes, the situation is projected to worsen
under status quo conditions. The industry will need to
hire a net of nearly 2,275 additional new workers over
the next three years to meet expansion and workforce
retirements. Replacement demands (deaths and retire-
ments) alone are expected to total 5,500 between 2017
and 2030. Taking account of both replacement and ex-
pansion demands, the industry will likely need to hire
just over 10,400 new workers, or (77%) of the current
workforce over the next 13 years. Unfortunately, this re-
cruitment need will be occurring within the context of
very tight regional labour markets that are currently ex-
periencing labour shortages during peak seasons and
which are predicted to continue during this period.

Overall, the analysis indicated that eight of the fourteen
regions studied in-depth, were facing very tight labour
markets where the current or projected demand for
workers (total and lower skill level) from the regional
industries was higher than the existing local labour mar-
ket (see table below).

Lower Skill-Level
Labour Force

2018 2020 2025 2018 2020 2025

Brandon, Manitoba

Brooks, Alberta
Riviere-du-Loup, Quebec
Saint-Esprit, Quebec
Wynyard, Saskatchewan
Kings Country, Nova Scotia
Levis, Quebec

Chilliwack, British Columbia
Guelph, Ontario

High River, Alberta
Langley, British Columbia
Toronto, Ontario

Hamilton, Ontario

Winnipeg, Manitoba

e 2 | 3 [ 3 | 3 ]| 3
---!-- 2
2 ‘-_ 2

--- 2

1= Meat processing employment demand is less than 50% of regional labour force at annual average employment levels
2 = Meat processing employment demand is between 50 and 100% of regional labour force at annual average employment levels
3 = Meat processing employment demand is greater than 100% of regional labour force at annual average employment level
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Many smaller processors are looking for solutions that
are pragmatic and easy to implement, as they don’t nec-
essarily have the capacity to adapt complex solutions
to their specific situations. Fortunately, there are some

promising practices being tried across the industry that
could be investigated and adapted by meat processors
big and small to start attracting more people to work in
this important and growing sector.

WHAT IS CANADA'’S MEAT PROCESSING SECTOR?

The roughly 1,600 businesses in Canada’s meat pro-
cessing sector employed approximately 58,000 peo-
ple in 2017. Almost half (45%) of these businesses are
small, with 10 or fewer employees, and another 30 per-
cent have between 11 and 60 workers. Just 11 percent
have more than 200 employees, and the average “very
large” employer has 668 employees.

A significant share of Canadian meat products is
shipped internationally, with the largest firms focused
extensively on export markets in the United States and
internationally. Many meat processors with 60-120 em-
ployees are also active exporters.

This existing predisposition to export markets, even
among medium-sized businesses, is a good indicator of
the sector’s potential growth, most of which will come
from exports over the next decade. It’s also a positive
indicator for potential capacity to continue to develop
growing export markets, as these businesses already
have some export expertise.

Two recent trade agreements — the Canada-European
Union Comprehensive Economic and Trade Agreement
(CETA) and the Comprehensive and Progressive Agree-

ment for Trans-Pacific Partnership (CPTPP) — are ex-
pected to have a significant positive impact on demand
for Canadian meat products, with demand particularly
strong for beef products. And Canada’s meat industry
has the capacity to increase the amount of beef, poultry
and pork available as it is not limited by quotas or pro-
duction restrictions.

Therefore, the major limiter on taking advantage of
these export opportunities will be in processing the
meat, not producing it. And one of the key limiters on
processing meat is how many people are employed in
the industry.

Much of the value-added for meat products can be inthe
secondary processing, such as turning the raw product
into things like sausages, deli meats, and frozen nug-
gets, as well as specialty meats, such as specialty pork
for the Japanese market, and packaging of products for
retail sale, including boneless, skinless chicken breasts
in multi-portion styro trays. Halal processed meats are
also growing in demand. To address this value-added
component of meat processing, the sector will need in-
creased investments in technology and quality assur-
ance processes — and more workers.

WHAT KIND OF WORKERS WILL IT NEED?

Meat occupations are divided into three main areas:
meat and poultry slaughtering/abattoir occupations,
meat-cutting occupations and poultry processing occu-
pations. Each of these groupings consists of six main
levels, ranging from foundational occupations (such as
general packers and live receivers) to intermediate (in-
cluding industrial butchers and trimmers) to higher skill
jobs such as lead butcher and supervisory occupations.
There are also management positions and senior exec-
utive leadership occupations. (Another closely connect-
ed group of occupations deals with quality control and
quality assessment, with five main levels.)

The industry places a heavy reliance on on-the-job
raining, with three of the six occupational levels requir-
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ing no specific post-secondary training or education,
and two of the six not necessarily requiring high school
diplomas. As a result, entry into the sector is easy, and
there is room for career progression based on work ex-
perience rather than having to undergo formal training
or education.

Nevertheless, because the sector can be perceived as a
low-skill one with limited career progression opportuni-
ties, it can be challenging to recruit and retain workers.
In addition, there are significant physical requirements
for many of the jobs, and for meat slaughtering, it is im-
portant to find workers who can tolerate the slaughter
environment.



HOW MANY WORKERS WILL BE NEEDED?

Despite the sector’'s strong employment numbers,
more than half (55%) of Canada’s meat processors say
they cannot find enough people for all the available
jobs or experience chronic recruitment challenges.
It's estimated that that 7,300 positions went unfilled in
2016, affecting one in five (22%) of processors.

These staffing challenges are compounded by a high
annual turnover rate (41% overall) that, in effect, means
employers must hire approximately 1.4 people for every
job opening. Last year, that meant hiring an estimated
24,500 people. And they’re doing this in several tight
local labour markets while competing with other meat
processors for available labour and with employers in
other industries who may be able to offer higher wag-
es or better working conditions, or both.

An additional challenge is that almost half (46%) of
workers in meat processing are lower-skilled produc-
tion level workers who don’t require specialist qualifi-
cations, making them more mobile among various em-
ployers, jobs and industries. Despite recent increases
in wages, production labourers in the meat processing
sector appear to receive lower hourly wages than sim-
ilar labourers in other sectors. Meanwhile, the supply
of workers with lower levels of education is shrinking
relative to the overall labour force as youth achieve
rising levels of educational training over time.

It is in this difficult labour environment that the meat
processing will be trying to hire approximately 32,000
additional workers over the next 12 years to replace
workers who retire or die and to take advantage of

the sector’s growth opportunities. That means ap-
proximately 2,500 workers must be hired every year
between 2018 and 2030, not including those who are
needed to fill vacant positions or replace those who
leave after working for just a brief period.

There may be some limited opportunities for meat
processors to increase their hiring of workers avail-
able locally by offering substantial wage hikes and
improvements to working conditions, but in many re-
gions, there simply aren’t enough people to meet local
employment requirements in all sectors competing for
workers.

Processors also have limited opportunities to try to
bring in more workers from other places, either by re-
gional relocation or through the Temporary Foreign
Workers Program or to use technology and automa-
tion to lower their requirements for labour (although
this may not be a cost-effective option for the many
small processors employing 10 or fewer workers. A
more drastic option could be to try moving processing
plants closer to more readily available pools of labour,
but processors would still find themselves competing
with other sectors for those workers.

Taking all of this into account, meat processors con-
tinue to face substantial challenges in their attempts
to recruit enough workers to replace retirements, fill
ongoing vacancies and work to address turnover rates
while also trying to grow, remain competitive and in-
crease productivity.
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WHERE WILL IT FIND THEM?

Canada’s meat processing industry is characterized by
a large number of small to medium-sized plants, often in
rural or remote locations, particularly if the plant is asso-
ciated with a slaughter or abattoir facility. These plants
have small populations from which to draw enough
workers to operate, a situation made more difficult by
the continued demographic shift away from rural and
remote communities to urban centres.

Meat processors in urban or suburban locations have a
different challenge in finding enough workers, as they
often face considerable competition from other sectors
and industries for the available pool for labour.

Women: Men still dominate the meat processing indus-
try, making up two-thirds of the workforce in 2017. For
the industry to attract more women, it will need to con-
sider such things as child-care provision, school holi-
days and parental leave factors.

Older Workers: Similarly, in order to attract and retain
older workers, employers may need to adjust their cur-
rent working conditions by shortening the length of
shifts, providing time off for medical appointments, pro-
viding health benefits and helping employees transition
into semi-retirement stages.

Youth: Recruiting youth to work in meat processing is
becoming more difficult, with fewer youth as a propor-
tion of the overall Canadian population, declining youth
unemployment rates and the ongoing trend of young
people moving out of rural Canada (where many of the
larger meat processing plants are located) in favour of
larger urban areas. In addition, students often want to
match summer employment with their career interests
and tend to prefer working conditions that do not re-
quire physical labour.

Nevertheless, the sector may be seen by some youth
as an employer that can help them make a successful
transition into the labour market despite various per-
sonal barriers, such as lower levels of education, a lack
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of work experience or appearance and attitude issues.
Any initiatives to help youth facing these challenges
would need to be implemented with proper supports
and in coordination with community and training agen-
cies that assist at-risk youth.

Improving retention rates for younger employees could
be possible if processors adapt a “gaming environment”
at work, with ongoing performance feedback, adapting
the production line to allow music to be played, and by
providing “phone breaks” during shifts.

Unemployed: Most meat processing jobs in Canada
(80%) are permanent, full-time positions, so there is no
pool of unemployed workers already familiar with the
industry waiting to be called back for seasonal work.
Furthermore, much of the beef industry is located in the
western provinces, where recent lower rates of unem-
ployment reduced the number of people looking for
work, while competition for labour is also tight in South-
ern Ontario, which has a high proportion of meat pro-
Cessors.

New Canadians: New immigrants and refugees make
up one in 10 workers in the current meat processing
workforce, with a further three percent working in the
industry as temporary foreign workers. Clearly, new
Canadians represent a significant pool of potential em-
ployees for meat processors, but this is tempered by
the difficulty in finding enough established immigrants
willing to live and work in rural and remote communities
where many plants are located.

Indigenous Canadians: Indigenous Canadians appear
to be underrepresented in the meat processing sec-
tor, which could be due to a lack of knowledge among
processors of the local Indigenous communities as a
potential supply of workers. In order to increase the
engagement of local Indigenous communities in meat
processing, it will be important to understand the var-
ious factors that can detract or contribute to that en-
gagement.



WHAT DO POTENTIAL WORKERS THINK?

There appear to be low awareness levels among Cana-
dians about employment in the meat processing sector.
One of the most common perceptions, however, is that
jobs are located in rural locations, offered right out of
school and don’t always require specific training or ed-
ucation. Taken together with the most significant per-
ceptual challenges for potential employees — the Kkill-
ing of animals, the presence of strong odours and the
physical nature of the work — it’s clear meat processors
face considerable obstacles to finding enough workers
to meet the industry’s needs, now and in the future.

That said, research conducted as part of this study sug-
gests that providing people with factual information
about employment in the sector has a positive impact
on their willingness to consider working in it.

Specifically, the overall increase in the proportion of re-
spondents who said they would consider a job in the

sector after completing the Choicebook™ survey was
eight percentage points. Youth, Indigenous Canadi-
ans and the unemployed who completed the survey
showed similar increases in willingness, while among
new Canadians the rise was much higher, at 14 percent-
age points.

This combination of low awareness levels about em-
ployment in the sector and the relative open-mind-
edness about the topic suggests there is potential to
increase the available labour pool through increased
communications activities directed at all four target au-
diences, most notably new Canadians. Research sug-
gest that the information with the strongest positive im-
pact on someone’s willingness to work in the sector are
often offers of performance and retention bonuses, the
availability of predictable, full-time work, and transpor-
tation to and from work. For youth, key drivers are also
offers to cover the costs of tuition and school supplies.
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RECOMMENDATIONS

The meat processing industry hasn’t been sitting still
in the face of its recruitment and retention challenges
and has been trying many different things to try to deal
with those challenges. There is enough hard evidence
and much positive anecdotal results to suggest some
“promising practices” that could be further investigated
and adapted by employers and other stakeholders.

The following recommendations are drawn from the
LMI study results and implications. Several are aimed at
further stabilizing the sector’s labour market situation.
The expectation is that these will provide enough time
for the longer-term measures contained in the other
recommendations to produce impacts and, ultimately,
create labour market equilibrium in the meat process-
ing industry.

RECOMMENDATIONS THAT ARE EXPECTED TO

probpuck IMPAcTs ovER THE NEAR TERM

RECOMMENDATION: REGIONAL SOLUTIONS

The current labour market demand versus supply situa-
tion is tight and projected to persist until at least 2030.
With no single obvious solution to the labour shortage,
it is likely that progress can only come through incre-
mental improvements in a range of areas, including
within plants (e.g., shorter shifts for older workers), as
well as outside of them (e.g., rural economy develop-
ment). Government policies and programs can have a
significant positive impact on the industry’s success,
and concomitantly, on the success of the communities
that the plants call home.

Key Players

- Immigration, Refugees and Citizenship Canada
(IRCC)

« Agriculture and Agri-Food Canada (AAFC)

« Employment and Social Development Canada
(ESDC)

« Federal and provincial regional economic de-
velopment agencies

« Industry associations

« Labour unions

Initial Step

- Explore potential mechanisms and structures
for undertaking a coordinated review of pro-
grams and policies.

© Food Processing Skills Canada

It is recommended that Governments at all levels con-
duct a coordinated review of all relevant programs and
policies, including R&D funding, immigration policies, El
policies, employment-related training and rural devel-
opment.

Additionally, that communications between federal, pro-
vincial, and municipal governments as well as intra-de-
partmental discussions within government improve, to
ensure there is more collaboration and a clearer focus
on outcomes.

AARAARAA



RECOMMENDATION: ADDRESSING THE CRITICAL LABOUR SHORTAGE

The research has determined the sector is currently
facing, and is expected to continue to face, a signifi-
cant labour shortage. This situation has negative impli-
cations for the competitiveness of the sector and po-
tentially, for its survival. There is a need to implement
measures to help balance labour market supply and
demand relatively quickly. The following recommenda-
tions are aimed at achieving this.

The federal government should consider:
« Creating a special industrial meat cutter immi-
gration stream to alleviate the shortage in plants
large and small across the country.

« Lifting restrictions on the number of times a Tem-
porary Foreign Workers (TFW) can return to work
for sector employers.

« Removing the cap on the number of TFW a sector
employer can hire per year.

- Lowering the cost of applying to the TFW pro-
gram.

- Simplifying the LMIA process (e.g., by making
local level LMI data available to employers).

« Revive the Career Focus Wage Subsidy Program
for meat and poultry processors as it was an
effective recruiting tool for recent post secondary
graduates, with 90% of hires staying on.

Key Players Initial Step

« Immigration, Refugees and Citizenship Canada
(IRCC)

« Employment and Social Development Canada
(ESDC)

« Industry associations

« Labour unions

» Discuss the federal government views on the
above recommendations.

« Assess the impact of the above recommenda-
tions on the current meat processing labour
force.

RECOMMENDATION: FLEXIBLE WORKPLACES

It is recommended that employers should work with
unions and industry associations to consider adapting
their workplaces to meet the specific needs and pref-
erences of the workforce. Examples include:

« Shifts that correspond to worker needs and pref-
erences (e.g., shorter shifts where the workforce
has a lot of older employees, flexibility in schedul-
ing).

« Addressing youth preferences (e.g., phone
breaks, music while working, gaming consider-
ations in measuring performance).

« Transportation (e.g., bus transportation for com-
munities to the plant).

Given the diversity in the workforce, the traditional
wage and benefit package is less attractive to today’s
generation of workers than previous generations.

Employers should consider further tailoring compen-
sation packages to include aspects such as forgoing
health benefits for higher wages, education bursaries,
benefits for part-time workers, and leaves of absence
for various reasons (education, travel). Employees
could perhaps pick from a menu of benefits. In a sim-
ilar vein, employers could develop a recruitment and
retention rewards programs. Examples include em-
ployee referral bonuses, retention bonuses and tenure
milestone bonuses.

Key Players Initial Step

- Industry associations

« Industry members (including HR professionals)
« Food Processing Skills Canada (FPSC)

» Labour Unions

« Conduct a needs assessment to identify which
areas of HR are most in need of innovation/
change.
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RECOMMENDATIONS THAT ARE EXPECTED TO

probuck IMpAcTs overR THE MEDIUM TERM

RECOMMENDATION: SUPPORT MORE SKILLED MEAT CUTTERS TO
IMMIGRATE PERMANENTLY TO CANADA THROUGH CHANGES TO THE
NOC CODING SYSTEM

The industry is currently using the TFWP to bring in pations. The current occupational coding for industrial
skilled meat cutters needed to fill vacant positions. An meat cutters is at a level “C” (NOC 9462), which makes
emphasis on “temporary” is not useful for the industry it challenging for the higher skilled industrial meat

or the workers, given that these are permanent, full- cutters to be considered for many of the permanent
time positions for which there currently are not avail- pathways for immigration. The study suggests that a
able Canadians to fill them. level “C” underrates the actual level of skill required to

succeed as an industrial meat cutter (e.g., retail butch-
The federal government should consider changing the ering, classified as skill level B, is now occurring at the

NOC coding system to recognize high levels of skill plant level in response to increasing demand for case-
required for some of the industrial meat cutting occu- ready products).
Key Players Initial Step
« Immigration, Refugees and Citizenship Canada « Discuss the federal government views on the
(IRCC) above recommendations.
« Employment and Social Development Canada » Assess the impact of the above recommenda-
(ESDC) tions on the current meat processing labour
- Industry associations force.

. Labour unions

RECOMMENDATION: FOCUS ON PERMANENT PATHWAYS FOR IMMIGRATION

In many rural communities, there are not enough « Accord additional “points” for families willing to
people to support industry employment requirements remain in rural/semi-rural communities.
(including the meat processing sector). . Strike a better balance between filling skilled and
semi-skilled labour needs.
It is recommended that federal and provincial immi- « Develop express entry or other federal paths to
gration policies and programming should be reviewed permanent residency for positions in the meat
with the following in mind: processing industry.
« Provide advance standing in the permanent
« Focus on community development from multiple residency program based on a TFW'’s past perfor-
dimensions in addition to economic consider- mance.
ations.
- Immigration, Refugees and Citizenship Canada « Discuss the federal government views on the
(IRCC) above recommendations.
« Employment and Social Development Canada
(ESDC)

« Industry associations
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RECOMMENDATION: ENCOURAGE YOUNG FAMILIES TO REMAIN OR

RELOCATE TO RURAL COMMUNITIES

In addition to encouraging immigrants to settle per-
manently in processing plant communities, employers
and governments should develop an “all of communi-
ty” approach to encourage young families to remain
or relocate to rural communities. Potential approaches
include:

« A community focus on immigrant retention — joint
responsibility with support from all sectors (edu-
cation/training, faith communities, small business,
large industry, housing, banks, health)

« Analyze the fit between current community facil-
ities/priorities and young families’ needs (e.g., af-
fordable housing, child care, transportation, social
and recreational amenities).

» Develop employment opportunities taking into ac-
count family requirements (two parents employed,
benefit packages, day-care requirements, flexible
scheduling).

« Emphasize the benefits of rural community life-
style (e.g., enjoying the outdoors, quiet, safe,
great place to raise a family (and retire)).

Key Players Initial Step

« Immigration, Refugees and Citizenship Canada
(IRCC)

Industry associations

Local immigrant settlement agencies

Municipal governments

Federal and provincial regional economic de-
velopment agencies

+ Discuss the merits of the recommendation with
local immigrant settlement agencies, including
their capacity to become involved, potential
sources of funding, potential up-take from
immigrants.

RECOMMENDATION: ENGAGING EFFECTIVELY WITH GROUPS
EXPERIENCING LOW LABOUR MARKET PARTICIPATION

The industry has a prevalence of positions that
require neither a high school diploma nor previous
training. Despite decreasing levels of unemployment
in many of the regions studied, there remain groups
of individuals who for various reasons have challeng-
es finding and/or keeping a job.

It is recommended that the sector work with commu-
nity and training agencies, as well as provincial social
assistance programs, to provide essential skills and
employment readiness training to at-risk youth and
other groups with historically tenuous attachments to
the labour force. Potential approaches include:

- Adapting the working conditions and environ-
ment to meet the needs and priorities of the new
entrant (iterative onboarding, tailored training
to address learning challenges, shorter shifts,
combined essential skills training with on-the-job
training approaches).

« Developing and communicating multiple clear
milestones for the development and achievement
of new entrants, along with clear feedback mech-
anisms.

- Making allowances for new entrants to maintain
some of their government benefits (El, Social
Assistance) while integrating into the work envi-
ronment.

Key Players Initial Step

« Industry associations

+ Provincial ministries with responsibility for so-
cial assistance

. ESDC

» Service Canada

» Labour unions

« Community organizations working with social
assistance recipients and other segments fac-
ing employment challenges

« Food Processing Skills Canada (FPSC)

» Explore the feasibility of this recommendation
under current social assistance rules, regula-
tions and legislation, and estimate potential
uptake by SA and El recipients.

© Food Processing Skills Canada ﬂ



RECOMMENDATION: FIRST NATIONS PARTNERSHIPS

There were limited examples found during the study
of effective engagement of Indigenous workers by the
industry, even though there is a significant number of
Indigenous communities (e.g., First Nations reserve
lands; Indigenous urban populations) located within
commuting distance of meat processing plants.

It is recommended that consideration be given to the
following ways that plants could engage with this un-
derrepresented group:

« Investing in partnerships with Indigenous commu-
nities (e.g., training, transportation projects, work
placements)

« Gaining increased knowledge of the needs and
priorities of Indigenous communities regarding
employment, economic development, cultural
considerations, etc.

« Investing in an “Indigenous Partnerships Advisor”
in a similar way that many plants are now invest-
ing in immigration advisors and expertise con-
cerning immigration issues

Key Players

« Industry associations

- First Nations/Métis community leaders

« Local/regional economic development agen-
cies

« Service Canada

© Food Processing Skills Canada

- Working directly in partnership with Indigenous
community employment and training centres and
umbrella organizations (e.g., ASETS-holders) to
ensure that the meat processing industry is con-
sidered in career planning, training support, etc.

« Drawing connections between aspects of meat
processing and traditional Indigenous practices
and beliefs (e.g., minimizing waste and total use
of animal, feeding families, humane treatment of
animals).

As part of these efforts, local economic development
agencies and Service Canada offices should work with
local First Nations communities to better understand
how various factors can help or hinder First Nations
and Métis community members becoming part of the
industry’s labour force. These agencies and offices
could also serve as conduits or go-betweens for First
Nations and Métis communities and employers who
have had little or no contact with these communities in
the past.

Initial Step

« Explore the receptivity of Indigenous communi-
ties to implementing this recommendation.

%



RECOMMENDATION: SECTOR EMPLOYMENT OPPORTUNITIES

AWARENESS CAMPAICNS

The image of the industry ranges from neutral to pos-
itive for a large portion of the pubilic, including youth,
Indigenous Canadians and immigrants. It is recom-
mended that the industry capitalize on this relative
openness by providing labour market participants with
opportunities to enhance their awareness and knowl-
edge of jobs in the industry. Methods could include
open houses, organized tours, virtual tours (that youth,
employment counsellors, etc. could easily access on-
line) and video testimonials/profiles. Also:

- In more suburban-urban centres, temporary work-
ers recruited through temporary agencies can be
recruited for permanent positions after payment
to agencies (in essence, temporary agencies are
working as recruitment agencies for the plants).

« The implementation of more in-depth onboarding
(e.g., assignment of “coaches”) after someone is
hired has reduced the number of “fast quits” in
some companies.

« For newcomers to Canada, on-line pre-arrival
training is recommended (e.g., Pre-Arrival Food
Safety Management Training Program).

« The research also provides guidance for tailoring
outreach and awareness campaigns to various
segments. These include promoting the sector

within the spectrum of “farm to fork” and building
on the current attention being paid to “foodie
culture” and the increased desire by some groups
to learn more about their food.

Conveying the wide variety of skill requirements and
types of positions available could also help improve
the industry’s attractiveness, along with the idea that
working in the sector is more than just a job. Pre-
senting the demanding/physical nature of some jobs
as “working-class heroic” (e.g., the way oil and gas,
military and construction jobs can be portrayed) could
attract a segment of the labour market.

It is also recommended that the sector develop clos-
er ties with secondary and post-secondary schools

to help build awareness of employment possibilities
among students and to develop/expand experiential
learning programs and opportunities for the sector.
Participation in experiential learning programs (e.g.,
co-op, apprenticeship, pre-apprenticeship, work read-
iness, summer jobs) could provide sector employers
with several benefits, including conversion into perma-
nent employees, increased awareness of the indus-
try among youth and programs that more effectively
respond to employer needs.

Key Players Initial Step

« Service Canada offices

« Post-secondary institutions

« High schools

« Community organizations that work with youth
« Industry associations

« Industry members

« Labour unions

« Food Processing Skills Canada (FPSC)

« Explore the receptivity of schools to increase
awareness of career opportunities in the sector.

'd Processing Skills Canada



RECOMMENDATION: EXAMINE REASONS FOR THE LOW LEVELS OF
ENROLLMENT IN EXISTING TRAINING FOR MEAT CUTTING AND

BUTCHER PROGRAMS

Given the current acute shortage of highly skilled meat
cutters in many regions, there would need to be consid-
erable investment by governments and training institu-
tions to develop additional programs to meet industry
needs through education-facility-based training pro-

gram(s), even though current programs are undersub-
scribed. Before any further investment in programming
is made in this area. However, it is recommended that
governments, schools and industry should gain a better
understanding of current barriers to enroliment.

Key Players Initial Step

« Industry associations

« Provincial ministries with responsibility for train-
ing and education

« Community colleges

« Food Processing Skills Canada (FPSC)

» Labour unions

- Explore the merits of developing a research
project aimed at better understanding the driv-
ers of low enrollment in current and programs.

RECOMMENDATION: SUPPORT MORE SYSTEMATIC DEVELOPMENT OF
TRAINING MATERIALS, TOOLS AND PROGRAMS WITHIN THE INDUSTRY

TO ENHANCE ON-THE-JOB TRAINING

Currently, most of the training of industrial meat cut-
ters is provided by employers and is largely on-the-job
training, with the possibility of considerable duplica-
tion within industry with respect to curricula and train-
ing materials. Part of this duplication of effort may be
due to concerns about intellectual property, market in-

telligence and the need to customize training to plant
specifics. Notwithstanding these concerns, it is recom-
mended that industry associations, training groups and
employers should explore ways of coordinating training
initiatives (e.g., common training materials, joint pro-
grams).

Key Players Initial Step

« Industry associations
« Food Processing Skills Canada (FPSC)
« Labour unions

« Explore the merits and feasibility of coordinat-
ing some training activities.
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RECOMMENDATION: INDUSTRY LEARNING/DEVELOPMENT PROGRAMS
(INCLUDING SOME LEADING TO A CERTIFICATE)

The sector lacks clear pathways for employee advance-
ment and, relatedly, suffers from high turnover rates. It
is recommended that training/professional develop-
ment reflect the following:

« employment in the sector is more than “just a
job”;

- there are a variety of positions available; and

- there are pathways to high skilled, supervisory
and management positions.

Ways of achieving this could include cross-training and
lateral movement, promoting supervisors and identi-

fying trainers from the production line, engaging with
the education sector to develop training programs, and
developing a national certification system for the meat
processing industry. Supporting the acquisition of lan-
guage skills could also be part of training and profes-
sional development (e.g., offering ESL classes).

It is also recommended that the sector work with FPSC
to develop online and other training programs that lead
to a certificate. Certificates could help employees ad-
vance their careers, as well as count towards require-
ments for certification.

Key Players Initial Step

 Industry associations
« Food Processing Skills Canada (FPSC)
« Labour unions

|

R

. Convene to discuss best practices and the
merits and process for developing learning
programs that would provide graduates with a
certificate.

.
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RECOMMENDATIONS THAT ARE EXPECTED TO

probuck IMPAcTs oveER THE LONG TERM

RECOMMENDATION: INNOVATION PARTNERSHIPS

Advanced processing technologies and automation
are needed in order to compete in global markets.

To improve automation and productivity, it is recom-
mended that a partnership be developed between
government, the meat processing sector, technology
development and manufacturing firms and univer-
sities to: 1) Identify options to assist small and me-
dium-sized plants to adapt and take advantage of
available automation/technology that might currently
be cost-prohibitive for them, and 2) Reduce labour
requirements across the sector by helping processors
to adapt existing technology/automation to take into
account increased tailoring for value-added products.
Increased automation (e.g., packaging, box folding)
could also help retain workers by lessening the physi-
cality of some positions.

The core strategic priorities for the Protein Industries
Supercluster are to formulate a shared innovation
map to guide technology leadership projects and to

Key Players

« Universities

« Innovation, Sciences and Economic Develop-
ment Canada

» Protein Industries Supercluster

- AAFC

» Relevant provincial agencies

« Industry associations

« Labour unions

undertake a program of cluster building to enhance
the quality of collaborations while also extending their
benefits widely. The Innovation Partnership should
work with the Supercluster to ensure the needs of
meat processing companies are considered and ad-
dressed by their strategy. It is also recommended that
the Innovation Partnerships:

« help address the funding gap in prototype com-
mercialization;

« include an industry education component to raise
awareness of available technology that could be
adopted/adapted by processors; and

« include an avenue to communicate the most sig-
nificant technology gaps to governments.

Initial Step

« Form an industry committee to enter into part-
nership discussions with key players.

..'lo
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5.0 INTRODUCTION AND STUDY OVERVIEW

This technical report summarizes the main findings and
conclusions from various components of an extensive
labour market information study undertaken in 2017-18
for Canada’s meat processing industry entitled Secur-
ing Canada’s Meat Workforce: Real Challenges, Prac-
tical Solutions, Fresh Perspectives. This report builds
upon the various technical reports that were prepared
for each of the components, integrating key quantita-
tive evidence and qualitative examples according to
themes and areas.

The study was designed to identify the scope of human
resource challenges for the Canadian meat processing
sectors, and the human resource best practices that will
help employers meet their labour force needs.

The study was undertaken by Food Processing Skills
Canada (FPSC) in partnership with industry, federal and
provincial governments. The study was funded under
the Government of Canada’s Sector Initiative Program
via Employment and Social Development Canada.

An Advisory Group made up of industry and partners
assisted by refining the scope of the study, identifying
regional concerns, and providing oversight and key
input on selected methods, validating assumptions
and providing access to data sources and reports. In
addition to individual companies representing various
components of the sector participating on the Adviso-

-

n‘.

ry Group, partners also included the Canadian Meat
Council, Ontario Independent Meat Processors, Cana-
dian Poultry and Egg Processors Council, Conseil de la
transformation alimentaire du Québec, and the BC As-
sociation of Abattoirs.

A large consulting team from multiple research firms
supported the FPSC in undertaking the research.

For more details on study structure, please refer to Ap-
pendix A.

The structure of the present report includes an over-
view of the methods and key data sources consulted
for the study (Section 2), followed by an overview of the
meat processing sector (Section 3). Section 4 contains
a description of key occupations in the industry, while
Section 5 provides details on specific labour sources
for the sector. The main findings from the supply and
demand forecasting are provided at provincial levels in
Section 6. Section 7 presents an overview of the sur-
veys of the general population and target audiences on
their perceptions of working in the sector. An overview
of human resource challenges in the industry is pro-
vided in Section 8. The final section outlines promising
practices and solutions along with innovations that can
potentially be considered in addressing HR challenges
in the sector to contribute to a sustainable workforce.




4.0 METHODS AND KEY DATA SOURCES

One of the main objectives of undertaking a large, com-
plex and detailed labour market information study such
as the current study is to attempt to quantify many of the
issues and challenges with labour supply and demand
that employers give voice to through qualitative meth-
ods such as interviews. The current study endeavoured
to provide a balance of quantitative and qualitative
methods using both primary sources of data (collected
specifically for this study through industry surveys and
interviews) and secondary sources of data (collected
for previous studies or other purposes such as previous
industry reports, Statistics Canada data, and industry
statistics).

The main study components included the following:

1. Phone and online survey of meat processors
resulting in n=417 completions with firms that
covered an estimated 75% of the total workforce
in the sector;

2. Development of regional and provincial demand
models for current and future projections of
employment in the meat processing sector using
various sources of consumption, export and reve-
nue data;

3. Development of regional based supply models

for current and future projections of labour sup-
ply overall and lower-skill levels according to 14
different regions across Canada;

4. Surveys of the general population and key target
audiences (youth, Indigenous Canadians, new
Canadians, unemployed) to collect insights into
the perceptions, interests and motivations as they
relate to working in the meat processing industry;

5. Interviews and site visits with employers, workers,
unions, provincial government representatives,
and community groups involved with the meat
processing sector with a primary focus on the 14
identified regions across Canada;

6. A study of the key occupations and career pro-
gression (career ladders) characteristics of the
sector,

7. Case studies of Canada’s larger remotely located
meat processors; and,

8. A series of roundtables held with the meat pro-
cessing industry focusing on solutions to current
labour market issues and challenges.

For more detailed descriptions of methods and data
sources used for each of these components, please re-
fer to Appendix B.
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5.0 PROFILE OF THE MEAT PROCESSING SECTOR

5.1 SIZE OF SECTOR AND PROCESSING ACTIVITIES

SUMMARY
The sector directly employed approximately 58,000 workers in 2017 and contrib-
uted $6.43B to GDP. There are approximately 1,600 companies in the sector. The

value of Canadian meat processing exports in 2017 was estimated at $7.64B" which
accounts for 25% of Canada’s food and beverage exports.

CONSIDERATIONS

The sector is composed primarily of small busi-
nesses with nearly one-half of businesses (45%)
having 10 or fewer employees. Only 11% of the
business has more than 200 employees, with the
average “very large” employer with 668 employ-
ees. Solutions to HR challenges will need to be
very pragmatic and easy to implement as many
small businesses do not necessarily have the
capacity (financial; skills; time) to adapt complex
solutions to their specific situations.

The reliance on international markets can pres-
ent both opportunities and challenges for the
sector. The largest firms are most involved with
the USA and international markets, with many of
the largest firms having plants in other countries
in addition to Canada. While the largest firms are
focused extensively on export markets, there are
also significant proportions of the more medi-
um-sized firms (60 to 120 employees) that are also

The meat processing sector contributed approximately
$6.43B? to the 2017 GDP and employed approximately
58,000 workers in 2017. The listing of companies in the
sector used for the survey frame for the current study
indicated that there are approximately 16,00 companies
in the industry. According to the survey of firms, the

1. Trade Data Online - accessed: Oct. 12, 2018

focused on international markets (26-29%) and the
USA market (52-58%). This existing pre-disposition
to export markets even among the medium-sized
firms is a good indication of potential growth in the
sector given most of the growth will be coming
through exports over the next decade. This would
indicate that the sector’s numerous medium-sized
enterprises already have export expertise which is
a positive indicator for potential capacity to contin-
ue to develop growing export markets.

ASSOCIATED
RECOMMENDATIONS

» Regional solutions

“average” sized firm (mean) has 102 workers; however,
there is considerable diversity with the three-quarters
of the firms (75%) having less than 60 workers and near-
ly one-half (45%) being very small businesses with 10
employees or less (See Figure 1 on the next page).

2. Statistics Canada. Table 36-10-0402-01. Expressed in chained 2007 $CA

© Food Processing Skills Canada H



FIGURE 1: SIZE OF MEAT PROCESSING FACILITIES, SHARE (%) OF TOTAL
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Source: FPSC — LMI Survey of Canadian Meat Processing, 2017
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— 10 or less: 44.7 %

11 to 60: 30.6 %

The main activities undertaken by processors in the industry according to the survey of firms were meat cutting
(80%) and further processing (74%). Approximately one-half reported operating an abattoir or were involved in
slaughtering activities (47%) (see Figure 2).

TABLE 1: MAIN PROCESSING ACTIVITIES, SHARE (%) OF TOTAL

Abbatoirs/Slaughter 47%
Meat cutting 80%
Further processing 74%

Source: FPSC — LMI Survey of Canadian Meat Processing, 2017

The majority of firms responding to the survey reported that they process hogs (76%) (see Figure 2). Similar pro-
portions reported processing beef cattle (70%) and Chickens/Poultry (66%)

n © Food Processing Skills Canada



FIGURE 2: MEAT PROCESSOR SPECIES PROFILE, SHARE (%) OF TOTAL
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FIGURE 3: OVERVIEW OF EXPORT MARKET ACTIVITIES
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Source: FPSC — LMI Survey of Canadian
Meat Processing, 2017

The value of Canadian meat pro-
cessing exports in 2017 was esti-
mated at $7.64B2 which indicates
that the sector, particularly the
larger plants, are heavily reliant
on exports. This was confirmed
through survey of firms that report-
ed exports are highest among hog
processors (15% to the USA; 10%
to other countries), and among
the larger processors with those
with more than 200 employees
(58% export to USA; 69% export
to other countries) (see Figure 3).

Source: FPSC — LMI Survey of Canadian
Meat Processing, 2017

3. Trade Data Online - accessed:
October 12, 2018
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26

SUMMARY

5.2 CURRENT AND FUTURE ECONOMIC POSITIONING

Key determinants linked to the meat processing sector includes the demand factors of
global and Canadian economic environment, exchange rate, international exports, demo-

graphics. Recent trade agreements (CETA, TPP11) are expected to have significant posi-
tive impacts on the demand for Canadian meat products, with particularly strong demand
for beef products.

CONSIDERATIONS

The meat industry has the capacity to increase
the amount of raw product available (beef, poul-
try, pork), and is not currently limited by quotas
or production restrictions. The quality of the raw
product is contingent upon the producers, and
some of the larger processors of particularly pork
and poultry are involved extensively in the pro-
duction of the animals. As a result, for some pro-
ducers/processors, there is considerable control
over the supply chain in both quality, the timing
of supply, and actual supply (quite different from
fish and seafood).

Value-added for meat products can be in the sec-
ondary processing (e.g., sausages, deli meats,
frozen nuggets) as well as in the packaging of
products to be case-ready for retail sale (e.g.,
boneless/skinless chicken breasts in 6-packs sty-
ro-trays). More recently, there is increasing levels
of value-added being achieved through specific
demands from the marketplace. For example,
some of the Asian export markets (e.g., specialty
pork products in Japan) are demanding extreme-

ASSOCIATED
RECOMMENDATIONS

» Regional solutions
« Innovation partnerships

© Food Processing Skills Canada

ly specific products with very precise specifica-
tions, while some of the USA and domestic mar-
kets are demanding specific approaches to raising
of the animals (hormone-free beef, antibiotic-free
poultry). As well, there is an increased demand
in the domestic and export markets for Halal pro-
cessed meat. Addressing the value-added compo-
nent in the industry involves a combination of in-
creased labour requirements often combined with
increased investments in technology and quality
assurance processes.

I
i




A large number of determinants linked to the performance of the meat processing sector were examined during
the course of the project, particularly in the development of the demand forecasting models. The key determi-
nants reviewed included:

» Global Economic Environment — The global environment is important to many meat processors because
a significant share of Canadian products is shipped internationally. When considering the impact of the
global economic environment related to meat exports, there is a need to consider various assumptions
regarding the economic performance of key trading partners. According to US Congressional Budget Of-
fice, World Bank, IMF, OECD and UN outlooks, there is considerable uncertainty surrounding the world out-
look particularly given the policy stance of the US administration and the unknown impacts of Brexit. The
IMF outlook expects global growth to accelerate modestly from 3.1% to average 3.7% from 2017 to 2022.

« Canadian Economic Environment — Canadian provincial economic environments are linked to meat con-
sumption, interprovincial trade, interindustry sales and international exports via the value of the Canada/US
exchange rate. The overall Canadian economy is expected to expand on average by 2.1% over the 2017 to
2026 period and average 2.0% growth rate over the 2027 to 2030 period. As illustrated in Figure 4, the gains
will be led by Alberta, British Columbia and Ontario, all of which have growth above the national average.
New Brunswick and Newfoundland and Labrador are forecasted to average around 1% growth over the fore-
cast period. Nova Scotia and Manitoba are expected to average between 1.0% and 1.5% growth. PEI, Quebec
and Saskatchewan are expected to average between 1.5% and 2.0% growth.

FIGURE 4: REAL AVERAGE ANNUAL GDP GROWTH BY PROVINCE; 2017-2026 AND 2027-2030
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» Exchange Rate — The Canadian dollar is expected to recover steadily throughout the forecast period from
the significant declines associated with the earlier commodity price decline. The Canadian dollar is forecast-
ed to rise back toward fair value of around 84 cents, which reflects its purchasing power parity value. Given
the recent actions of the US administration, there is the risk of near-term turbulence in the exchange rate..

» Demographics — Canada’s age structure ensures that Canada’s natural increase (births less deaths) will
slowly diminish over the forecast horizon. The vast baby boom generation is in the years of rising death rates,
while the aggregate birth rate remains at a low ebb. As a counterweight, Canada’s immigration target has
increased from 260 thousand in 2010-2014 to 280 thousand in 2015 and 300 thousand in 2016. It is planned
to rise incrementally to 340 thousand by 2020. The outlook calls for the target to remain at that level over the
rest of the projection period. This combination of factors that influence population growth leads to total pop-
ulation growth slowing from slightly above 1.0% over 1997 to 2016, to slightly below 1.0% over 2017 to 2026

and around 0.9% over 2027 to 2030.
© Food Processing Skills Canada



FIGURE 5: POPULATION, AVERAGE ANNUAL GROWTH RATE (%) BY PROVINCE; 2017-2026 AND 2027-2030
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« International Exports — As previously noted, international exports of meat products are a key driver of
growth. In understanding the potential growth of international exports for the industry, a number of variables
were considered including the impact of various trade agreements (Canadian — European Comprehensive
Economic and Trade Agreement (CETA); Comprehensive and Progressive Agreement for Trans-Pacific Part-
nership (TPP11)). CETA is anticipated to have a significant impact on meat exports with Canadian producers
expected to experience significant gains by 2030 for specifically ruminant meats (35.1%), other meat (72.3%)
and processed foods more generally (61.5%) (see Table 2).

TABLE 2: MODELED IMPACT OF CETA ON MEAT RELATED TRADE

Product Area EU Exports to Canadian Ex- EU Exports to Canadian Ex-
Canada ports to EU Canada ports to EU
(Million euros) (Million euros) (%) (%)
Processed Food 199 498 13.9% 61.5%
Ruminant Meats 199 498 13.9% 61.5%
Other Meats 199 498 13.9% 61.5%

Source: European Commission’s Directorate-General for Trade (2017)

For the TPP11, it is anticipated that once the agreement enters into force, the vast majority of Canadian processed
meat products will benefit from duty-free access. The forecasted impact of the TPP11 on Canadian Meat Process-
ing exports for 2018 to 2035 is significant with most impact being demonstrated for beef products (see Table 3).

TABLE 3: MODELED IMPACT OF TPP11 ON MEAT RELATED TRADE

Product Area Total Domes- Exports | Imports
Imports | tic Ship- to TPP from
$ ments $ % TPP
%
Beef 578 543 28 232 775 59.01 -213 2.07
Pork & Poultry 208 1 177 30 79 256 12.48 0.55 118
Food Products 241 66 216 65 45 262 14.06 514 0.30

Source: Canada West Foundation (2017)
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6.0 MEAT PROCESSING OCCUPATIONS

One component of the current study was to gain a more thorough, detailed understanding of the various occu-
pations within the meat processing sector. Work was undertaken to define occupations and career paths by col-
lecting and analyzing job descriptions, advertisements, organizational charts and other occupational information
from a variety of processors, conducting interviews with processors, and reviewing the results with an industry-led
advisory group.




6.1 MEAT AND POULTRY PROCESSING OCCUPATIONS

SUMMARY

Meat processing occupations are divided into three main areas: meat and poultry slaughtering/
abattoir occupations; meat cutting occupations; and poultry processing occupations. Each of
these groupings consists of six main levels ranging from foundational occupations (e.g., general
packer, live receiver) to intermediate (e.g., eviscerator, industrial butcher, trimmer) to higher skill
(e.g., lead hand, lead butcher) and supervisory occupations (e.g., packing supervisor). In addition,
there are levels of management positions as well as senior executive leadership occupations
(e.g., VP Operations). The other closely connected group of occupations is related to quality con-
trol and quality assessment. There are five occupational levels ranging from foundational (e.g.,
quality control inspector) through to senior executive leadership occupations (e.g., senior quality
assurance manager).

Observations found to be related to the diversity of how occupational levels are represented in
firms included: 1) unionization has a significant impact on division of labour in facilities; 2) the size
of the facility has an impact on distinctions and difference between occupations; 3) there are sig-
nificant physical requirements for many of the positions; 4) for meat slaughtering it is important to
find employees with the personal characteristics that make them tolerant of the slaughter envi-
ronment; and 5) there are many different occupational titles at the foundational and intermediate
levels depending on the size of the processing facility.

CONSIDERATIONS

There is a heavy reliance in the meat processing occupations is that the sector can be perceived as

industry on on-the-job training with three out of
the six occupational levels requiring no specific
post-secondary training or education, and two
out of the six occupation categories not neces-
sarily requiring high school diplomas. This pres-
ents both opportunities and challenges for the
sector.

One key opportunity is that entry into the sector
is easy. There are very few educational or training
barriers in the way for lower-skill level workers
who have limited formal education to be consid-
ered for a job in the industry. Another opportunity
is that there is room for career progression with-
in the industry based on work experience rather
than upgrading or a return to formal training/ed-
ucation.

One challenge with respect to the lower educa-
tional and skill level requirements for many of the
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a low-skill sector with limited career progression
opportunities. This can make it challenging for re-
cruiting and retaining workers.

ASSOCIATED
RECOMMENDATIONS

Employing Temporary Foreign Workers
Support More Skilled Meat Cutters to Im-
migrate Permanently to Canada Through
Changes to the NOC Coding System
Engaging Effectively with Groups Experi-
encing Low Labour Market Participation
Sector Employment Opportunities
Awareness Campaigns

Support More Systematic Development
of Training Materials, Tools and Programs
Within the Industry to Enhance On-The-
Job Training



The career ladder for meat and poultry processing is based on six occupational levels ranging from the Foun-
dational Skill Level (typical entry-point into the industry) to the Senior Executive Leadership Skill Level (manage
corporate affairs and lead strategic direction of an organization). As illustrated in Table 4, the first three levels of
occupation do not usually require any post-secondary education, but instead, there is a heavy reliance on experi-
ence in the industry and on-the-job training.

TABLE 4: MEAT + POULTRY PROCESSING OCCUPATIONS

LEVEL SAMPLE TITLES EXPERIENCE/EDUCATION

Senior Executive
Leadership

Management

Supervisory

High Skill

Intermediate

Foundational

0016
0911

Director of Operations
VP of Operations

Yard and premises manager 0911
Kill floor manager

Cut production manager

Production manager

General foreperson

Kill floor supervisor 9213
Meat-packing supervisor

Production supervisor

Supervisor, Deboning

Senior Food Processing Su-

pervisor

Lead hand

Slaughtering and cutting jobs
that have a higher risk or are
with more challenging speci-
fications

Slaughter
Splitter/Carcass splitter

Eviscerator

Stunner

Meat Cutting
Industrial meat cutter
Industrial butcher
Production personnel
Poultry

Poultry cutter

Saw operator

Wing splitter

9213

9463

Slaughter 9618
Barn washer

Offal room packer
Kidney harvester
Meat Cutting

Meat assistant
General labourer
General knife labour
Poultry

Poultry packer

Live hanger
Production worker

Significant experience (e.g. 10+) years within the meat and
poultry processing industry, or within other food and bever-
age processing facilities. They are responsible for managing
corporate affairs and lead the strategic direction and vision
of the overall organization. Skills in organizational manage-
ment and business administration are critical.

A minimum of 5 years of supervisory experience within the
meat and poultry processing industry. Leadership experi-
ence is considered an asset. A post-secondary education
may be required or considered a strong asset. Additional
training in management is often required of job incumbents.

2-3 years of experience on the line of a meat and poultry
processing facility. Additional training in relation to produc-
tion management, supervising and employee management
may be required and provided by the company. A high
school diploma or equivalent is often required; additional
post-secondary education is an asset.

At least one year of experience (typically 1-3 years) in meat
and poultry processing and are able to perform the range of
tasks that are completed on the production/processing line.
A high school diploma is considered an asset.

Six months — 1 year of experience working in meat and
poultry processing facilities. A high school diploma is often
preferred, but may not be a requirement

No experience required; Some high school education may
be considered an asset

Source: FPSC (2017) — Climbing the Ladder: Understanding Career Paths in Meat Processing
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Some observations regarding meat and poultry processing occupations that were made during the study includ-
ed:

- Impact of Unionization on Occupational Levels — Unionization of workers (and collective agreements) have
a significant impact on the division of labour (tasks often classified by rate groups) as well as the degree of
worker mobility across functions and departments within a facility. Collective agreements tend to stipulate
the duties that workers in specific rate groups can perform. Non-unionized job positions and non-unionized
facilities appear to have more flexibility regarding cross-training workers and moving workers based on apti-
tudes, skills and personal competencies.

« Facility Size Impacts Occupational Levels and Titles — Job titles are dependent upon the size of the organi-
zation. In larger organizations, job titles reflect more sub-divided and specific processes/tasks. In small opera-
tions, the titles tend to be more generic/broad, and individuals perform numerous functions on an as-needed
basis.

« Physical Environment and Manual Labour Requirements are Significant — Meat and poultry processing re-
quires a high degree of manual labour (in addition to automation). In addition to the physicality of the jobs, the
environment is also a critical factor for these areas. Working with live product and the physical environment
(e.g. cold, hot, wet, odorous, etc.) adds another layer of complexity to these jobs.

« Tolerance of Environment - Interviewees indicated the importance of finding employees with the personal
characteristics that made them tolerant of the slaughter environment (e.g. comfortable with blood, viscera).

« Wide Range of Occupational Titles - There can be literally hundreds of occupational titles at the low- and
mid-skill level depending on the size and nature of the facility.

In addition to the meat and poultry specific occupations, other key occupations in the industry include those
under the areas of quality control and quality assurance (QA/QC). Each plant will have a number of workers in
these areas, and they often are integral to career progression for some of the workers. As outlined in Table 5, the
Foundational level occupations have no requirement for post-secondary education, but often do have industry
experience requirements. There are quality functions (in regard to inspecting and grading) that are performed by
processing workers who have received extra training to perform this specific function. They perform this quality
function on the line and most often report to a production/processing supervisor, not the QA department.

N ’




TABLE 5: QUALITY CONTROL AND QUALITY ASSURANCE OCCUPATIONS

LEVEL SAMPLE TITLES EXPERIENCE/EDUCATION

Senior Executive
Leadership

Management

Supervisory

Intermediate

Foundational

Senior quality assurance manager
Director, Corporate food safety
and quality

Quality Control

Quality control manager

Food safety and systems manager
Quality Assurance

Quality assurance manager

Food safety manager

Quality assurance program compli-
ance manager

Quality Control

Quiality control supervisor
Quality Assurance

Quiality assurance supervisor
HACCP co-ordinator

Quiality assurance trainer

Quality Control

Quality control technician

Quality Assurance

Quality assurance technician
Food safety and quality assurance
technician

HACCP technician

Quality assurance coordinator

Quiality Control

Quiality control inspector
Presenter/detector

HIP (HACCP Based Inspection Pro-
gram) technician

Quiality control checker
Product grader

Quiality Assurance

QA inspector

QA raw materials inspector
HACCP assistant

0016
09N

09N

9213

221

9465C
2222

Significant QA/QC experi-
ence (e.g. 10+ years) within
food and beverage process-
ing facilities; Graduate level
education and significant
leadership experience often
required

Bachelor of Science (mas-
ter’'s degree may be pre-
ferred); Minimum 5 years QA
experience

Bachelor’s degree in Food
Science and Technology or
related disciplines; 2-5 years
of experience in food pro-
cessing industry

Degree or diploma in Food
Science or related field; Ex-
perience in a food process-
ing facility an asset

High school diploma or
equivalent; 1 year of expe-
rience in food processing
and/or QA

Source: FPSC (2017) — Climbing the Ladder: Understanding Career Paths in Quality Control + Quality Assurance
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6.2 MEAT AND POULTRY PROCESSING CAREER PROGRESSION

SUMMARY

Within the meat processing sector, the usual path for career progression involves
starting at the foundational or intermediate level occupations and potentially mov-
ing up towards higher skill and possibly supervisory positions. Given that the clear
majority of jobs in the industry are at the foundational or intermediate levels, many
of the workers who remain in the industry will work at the foundational or interme-
diate levels, with a few moving into the higher skill, supervisory and management

levels.

The meat processing sector occupations do intersect with the QC/QA occupations
where workers in higher skill meat occupations could transition into a QC/QA oc-
cupation at the foundational level. However, further advancement in the QC/QA
stream would likely require additional educational requirements.

CONSIDERATIONS
The largest number of jobs in the industry are at  their coworkers. Another reason provided was that
the foundational and intermediate levels which  the amount of extra pay associated with superviso-
indicates that there will only be a proportion of ry positions did not sufficiently compensate for the
workers who advance their way into supervisory  amount of extra stress that they associated with the
positions. However, progression in the industry  job. This was noted particularly in the poultry pro-
does seem possible with low ratios of founda- cessing sector.

tional and intermediate workers to higher levels.
For example, in 2017 for every one supervisor
or manager position, there are approximately
five workers at the foundational or intermediate
levels. Similarly, for every one master butcher or
specialized cutter (higher levels), there were six ASSOCIATED
workers at the foundational or intermediate lev-

el. This would indicate that there is considerable RECOMMENDATIONS

likelihood of progression from foundational/inter-

mediate into some of the higher levels. » Support More Systematic De-
velopment of Training Materials,

In interviews with employers and employees, Tools and Programs Within the

it was noted that it could be challenging to fill Industry to Enhance On-The-Job

supervisory positions from the core staff. One Training

reason provided was that the workers who had Industry Learning/Development

considerable experience and return for multiple Programs (including some lead-

seasons were not necessarily motivated to work ing to a certificate)

in supervisory positions. They were generally Sector Employment Opportuni-

more comfortable in familiar jobs and positions ties Awareness Campaigns

and did not wish to be in a supervisory role with
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The research found that typical career progression within the meat and poultry processing sector follows the
sequential steps from Foundational Levels progressing to Intermediate and Higher Skill Levels with some then
potentially moving into supervisory and management levels (see Figure 6). From the interviews with plant man-
agers and workers and the survey of establishments, the vast majority of the workforce is generally at the Foun-
dational and Intermediate Levels, with many of the core workers in this group having remained in these positions
for decades. As a result, while this shows a potential career path, many workers entering the industry remain at a
Foundational/Intermediate Level; however, there is clearly considerable likelihood for progression into the higher
levels as demonstrated through the relatively low ratios of foundational/intermediate workers to higher levels of
occupations (e.g., 5:1 for supervisor/managers; 6:1 for master butcher/specialized cutter).

As the graphic illustrates (Figure 6), workers within High Skill Level occupations (such as Lead Hand) may move to
the Quality Control/Quality Assurance Department and assume a role of Quality Control Inspector. This position
is still a production/processing line position, but the Quality Control Inspector performs quality control tests and
inspections on the processing line.

The intersection between the career ladder for Meat and Poultry Processing Occupations and those found in
Quality Control/Quality Assurance is outlined in Figure 6. Those entering the QA/QC occupations directly from
industry are generally entering at a foundational level, while those entering with some relevant postsecondary
training in food science or related areas will enter generally starting at the Intermediate level.

FIGURE 6: CAREER PROGRESSION FOR MEAT + POULTRY PROCESSING OCCUPATIONS

SENIOR EXECUTIVE LEADERSHIP

Years of management experience food processing sector, ability to plan strategically,

create vision for organization
Titles include: General Manager, VP ‘
MANAGEMENT

Years of experience in the food processing industry and on the line, ability to manage
people, processes and budgets

Titles include: Operations Manager, Foreman

SUPERVISORY/MANAGEMENT

TYPICALLY NONUNION POSITIONS IN LARGER FACILITIES

SUPERVISORY

Years of experience in the meat industry and on the line,
ability to manage people

Titles include: Line Supervisor, Production Supervisor

HIGH SKILL

Years of experience in the meat industry and on the line TRANSITION
Job titles typically fallin highest Levels (4-6) in FROMHERE
unionized environments TOQA/QC
Titles include: Lead Hand

INTERMEDIATE

Experience in meat cutting/processing (1-3 years/certificate)

Can be hundreds of job titles, which are determined by the division of
tasks and products within an organization. This may be in the CBA.

FOUNDATIONAL

No experience, have language skills
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Source: FPSC (2017) — Climbing the Ladder: Understanding Career Paths in Quality Control + Quality Assurance
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FIGURE 7: CAREER PROGRESSION FOR QUALITY ASSURANCE AND QUALITY CONTROL OCCUPATIONS

SENIOR EXECUTIVE LEADERSHIP

Years of QA/QC experience in the food processing sector, ability to plan
strategically, create vision for organization

Titles include: Senior QA Manager; Senior QA Manager Operations; Director of
Corporate Food Safety and Quality

MANAGEMENT
Years of experience in QA/QC, ability to manage people, processes and budgets

Titles include: Quality Assurance Manager; Quality Control Manager

: SUPERVISORY

Years of experience in QA/QC, ability to manage people

Titles include: Quality Assurance Supervisor; HACCP Coordinator; Quality
Assurance Trainer; Quality Control Supervisor

INTERMEDIATE

ENTRY POINT
FORQA&QC
TRAINED
PERSONNEL

Minimum of Degree/Diploma in Food Science or related field;
experience in food processing facility considered an asset

Titles include: Quality Assurance Technician; Quality Control
Technician; Quality Assurance Coordinator; HACCP Technician

> » » »

FOUNDATIONAL

Experience as a high-skilled processing worker required; training in
inspecting/grading may be required

Titles include: Quality Assurance Inspector; HACCP Assistant; Quality
Control Inspector

Source: FPSC (2017) — Climbing the Ladder: Understanding Career Paths in Quality Control + Quality Assurance
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7.0 SOURCES OF POTENTIAL WORKERS

The study examined multiple sources of potential workers for the meat and poultry processing industry taking
into account various groups’ current representation in the sector’s workforce, their availability, as well as various
opportunities and challenges that have been identified in recruiting greater numbers from these groups into the
sector. The main groups of focus for the study included youth, unemployed workers, immigrants and temporary
foreign workers, and Indigenous Canadians. Many of these groups are noted as overlapping (e.g., unemployed
immigrant youth).




7.1 REGIONS’ LOCAL SOURCES OF LABOUR

SUMMARY
The industry is characterized by having a large number of small to medium-sized
plants. If they are associated with a slaughter/abattoir facility, the location of the
facility (particularly larger facilities) is often located in more rural or remote areas.
For the rural/remote located facilities, this results in particularly small populations

from which to draw an adequate labour force. For those facilities with more urban
or suburban locations, there is often considerable competition from other sectors
for the local labour pool. Reviewing the local regional sources of labour, it was not-
ed that men play a significant role in the industry making up 66% of the workers in

2017.

CONSIDERATIONS

The geographic placement and dispersion of the
numerous processing plants can produce chal-
lenges for obtaining an adequate local workforce
as many of the plants are located in small towns
in rural Canada. The continued demographic shift
towards more urbanized settings and the conse-
quential depopulation of parts of rural Canada
increases the challenges in finding an adequate
local workforce.

Employers expending the ongoing effort that is
needed to continue to recruit and retain local la-
bour forces should consider the specific needs
and preferences of the available groups. Employ-
ers who have workforces that consist of large
proportions of women may need to consider as-
pects such as childcare provision, school holidays
and parental leave factors. Workforces made up
of larger proportions of older workers may need
additional considerations such as length of shifts,
time off for medical appointments, provision of
health benefits and transition into semi-retire-
ment stages.

As noted in Section 3, the Canadian meat and poul-
try processing industry is characterized by having
a relatively large number of small to medium plants,
often located in more rural and semi-rural settings.
The geographic locations and dispersion of plants are
connected to the nature of the processing undertak-
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ASSOCIATED
RECOMMENDATIONS

Employing Temporary Foreign Workers
Flexible Workplaces

Support More Skilled Meat Cutters

to Immigrate Permanently to Canada
Through Changes to the NOC Coding
System

Focus on Permanent Pathways for
Immigration

Encourage Young Families to Remain
or Relocate to Rural Communities
First Nations Partnerships

Sector Employment Opportunities
Awareness Campaigns

Regional solutions

en with those plants involving slaughtering or abattoir
facilities generally further away from urban settings,
compared with processing plants undertaking more
secondary types of meat and poultry processing (e.g.,
sausage making, nuggets, cold cuts). In addition, the
larger facilities tend to be located in more remote ar-



eas. In only a few regions studied were there large
meat or poultry processing plants within a traditional
commute from a larger urban centre. As a result, many
of the sector’'s employers are located in regions that
are experiencing population declines, and consider-
able demographic shifts as youth and young families
are moving into more urban settings to pursue edu-
cational and employment opportunities. These ongo-
ing shifts and changes make it particularly relevant to
study the labour force at a relatively small, defined re-
gional level in order to understand the actual labour
sources available for local industry.

The detailed analysis of labour sources for the cur-
rent study occurred primarily at the regional levels as
specific supply and demand projections were devel-
oped for 14 regions across Canada. These results are
presented in separate regional reports prepared for
each region. In addition, through the survey of estab-
lishments and various interviews, some overall themes
and findings on current labour sources more broadly
emerged. These included:

» Reliance on older workers — One of the main labour
sources for the industry is older workers (age 55+)
who according to interviews with employers make
up a significant proportion of the workforce. From
interviews and site visits, most of the older workers
have worked in the industry for many years, often
with the same employer. There were many exam-
ples of workers well over the traditional retirement
age of 65 years working in the plants. Employers
noted in interviews that this group of older workers
is often their “core workforce” who are depend-
able, assist in training and integrating new employ-
ees, and have adapted to the various changes in
technology and processes that many of the plants
have undertaken during their tenure as employees.

- Traditional local sources of labour are no lon-
ger available — From interviews with employers
and workers during the site visits, they indicated
that in many regions the traditional local sources
of labour were no longer available and/or uninter-
ested in working at the meat processing plants.
With respect to local young men with more limited
education who would have normally filled these
types of positions 15 years ago, it was noted that
there are far fewer of them looking for work in part
due to lower unemployment rates, but also due to
many more of them having obtained some type
of post-secondary education. As a result, they are
looking for different opportunities, and many of
them have moved to more urban settings to pur-
sue different types of job opportunities. Many of
the workers interviewed indicated that they would
not like to see their children work at the process-
ing plant and would hope that their children would
continue with their education and find other lines
of work. This was despite them expressing rela-
tively high levels of work satisfaction themselves.

» Heavy reliance on internal sourcing of supervi-
sors and management - The source of workers
for higher skill levels occupations is observed as
matching very closely the career progression paths
outlined previously in Section 4. During interviews
and site visits, most of the supervisors and manag-
ers interviewed had “come up through the compa-
ny” starting out on the plant floor as a labourer or
on the processing line as a young employee. This
included a wide range of management positions
including human resources, marketing, operations
and quality assurance.
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7.2 YOUTH AS A LABOUR SOURCE

SUMMARY

The availability of youth as a labour source for the meat processing industry is
decreasing as the proportion of the Canadian population under 25 is declining
overall, youth unemployment rates continue to decline, youths’ participation in
post-secondary education increases and youth move out of rural Canada (where

many of the larger plants are located). Challenges identified in recruiting youth to
work in the sector include students wishing to match summer employment with
their career interests, their relatively limited knowledge and awareness of the sec-
tor, the working conditions that require physical labour, and increased employment

opportunities for the youth (as reflected in lower unemployment rates).

CONSIDERATIONS

Youth is continuing to be a challenging segment
of the labour force for the meat processing sec-
tor to successfully recruit and retain. Some of
these challenges are related to the trends of
greater participation in post-secondary educa-
tion by youth, along with an overall decrease in
the youth unemployment trends and increased
urbanization of youth as they move out of rural
Canada where many of the processing plants are
currently located.

Where there has been some success in the re-
cruitment and retainment of youth is by focusing
on youth who are having challenges making suc-
cessful transitions into the labour market due to
various barriers (e.g., lower levels of education,
lack of work experience, appearance/attitude is-
sues). In some examples, this is viewed by the
youth as an employer who is “willing to take a
chance on me.” They are provided with extra sup-
port and training, along with coaching, and there
are some examples where they are now working
in supervisory positions.

Other approaches that hold some promise in re-
taining youth are trying to adopt a “gaming envi-
ronment” to lines with an emphasis on ongoing
performance feedback, adapting the production
line to allow music to be played, and “phone
breaks.”

Given the lower barriers and entry requirements
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for the industry, the meat processing sector may be
a good fit for youth who are experiencing significant
employment barriers. This type of initiative would
need to be implemented with the proper supports
but could extend to community/training agencies
working with at-risk youth on essential skills and
employment-readiness training, which then transi-
tion into supported work placements with meat pro-
cessing employers. This would require the develop-
ment of partnerships between sector’'s employers
and youth-serving agencies to ensure ongoing sup-
port of youth as they transition between skills train-
ing and work placements in the industry.

ASSOCIATED
RECOMMENDATIONS

Regional Solutions

Engaging Effectively with Groups
Experiencing Low Labour Market
Participation

Support More Systematic De-
velopment of Training Materials,
Tools and Programs Within the
Industry to Enhance On-The-Job
Training

Industry Learning/Development
Programs (including some lead-
ing to a certificate)



7.241

processing workforce

Although not directly measured on the survey of es-
tablishments, the proportion of youth currently in the
industry appears to be somewhat variable according
to region and plant. Overall, the industry workforce is

Current representation of youth in the meat and poultry

aging with employers indicating greater challenges in
recruiting and retaining youth in the industry resulting
in proportionally fewer youth becoming engaged with
the industry.

7.2.2 Availability of youth as a labour source

Youth employment is challenging to generalize given
the various nuances and broad scope of issues com-
bined with the diversity of youth as they make various
transitions. Combined with the regional considerations
with labour market, the analysis of youth as a labour
source would be most accurate at the regional level for
the meat and poultry processing industry. That being
said, some of the main themes and issues regarding
youth availability highlighted by the study results in-
cluded:

« Declining youth unemployment rates — Recently
the Canada youth unemployment rate had reached
a 40-year low at 10.3% (December 20174 com-
pared with rates in the 1980s in the 20%+ range.
While still generally higher than for the working
age population overall, youth unemployment rates
have continued a relatively steady downward
trend. This indicates that for the meat and poultry
processing industry, hiring youth has become in-
creasingly competitive as employers from various
sectors are attempting to hire the same group.

« Increased education levels in youth cohort — Par-
ticipation rates in post-secondary education con-
tinue to increase among the youth cohort resulting

A

in higher education levels among youth compared
to other age groups. Given the occupational struc-
ture of the meat and poultry processing industry,
the majority of the positions are targeted towards
a lower-skill level with many positions not requiring
any specific educational requirements. This is a mis-
match with the increasing proportion of youth who
are pursuing post-secondary studies contributing
tothe challenge of identifying many within the youth
group as a viable labour source for the industry.

« Urbanization of youth — As noted previous-
ly, there is a continued trend towards youth and
young families leaving rural settings and moving
into more urban areas. Part of this is likely related
to the need to often move to urban settings to pur-
sue post-secondary settings, combined with the
availability of employment opportunities within se-
lected career paths, ease of school to work transi-
tions, and a generally more mobile generation with
greater opportunities for travel and networking
across geographical boundaries. As a result, there
are fewer youth in many of the rural communities
than previously, and those who do remain have
more choices regarding employment.

4. Statistics Canada (2017) The Daily — Labour Force Survey December 2017
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7.2.3 Opportunities for engaging youth as a labour source

According to interviews with employers, some of the
success they have had in recruiting local youth has
been related to their willingness to hire and support
youth who have experienced various challenges in
making successful attachments to the labour market.
These may include the more at-risk youth populations
who have had fewer opportunities than many other
youth to continue with their education, gain essential
skills, and learn about the world of work through mean-
ingful work experiences. There were various examples
in the case studies at either an individual level or more
organized group level where employers had made a
concerted effort to hire, connect with and support mar-
ginalized youth. When speaking with youth who had

benefitted from these types of supports, they noted
aspects such as “this was the first employer who took
a chance on me”, or an employer who “saw past my
exterior and gave me a chance to work”. In some cases,
these youth went on to develop into supervisory posi-
tions at the facilities.

Other opportunities that employers noted were avail-
able to engage youth with employment at the plants
were often through summer student positions. These
often were filled by regular employees’ children and rel-
atives, allowing them to be exposed to the nature of the
work at the plant and the diversity of jobs and careers
available.

7.2.4 Challenges in engaging youth as a labour source

Many of the challenges experienced by the meat and
poultry processing industry engaging with youth are
with respect to their decreasing availability for these
types of job opportunities. The declining number of
youth within the communities that are within commut-
ing distance of plants is a large challenge. Other chal-
lenges noted in interviews included:

« Matching summer employment with career inter-
ests — Many youth are working towards some sort
of post-secondary certification or degree. In most
cases, students are now viewing their summer em-
ployment as an opportunity to find career-related
work experience, even though it may pay less than
seasonal opportunities in other sectors. This focus
on résumé building very early in careers can pres-
ent challenges in the availability of a student work-
force for more lower-skill, labour intensive summer
work opportunities. As well, there are increasingly
more post-secondary programs that have “co-op”
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placements as employment portions of programs
which in turn decreases the number of students
that are looking for more traditional non-ca-
reer related summer employment opportunities.

» Increasing number of local opportunities for
youth — As youth become a smaller source of la-
bour, those who are locally available are often ex-
periencing an increasing number of opportunities
for employment, as evidenced by the decreasing
youth unemployment rate in many regions. Given
some of the challenges with perceptions of meat
and poultry processing along with other challeng-
es related to working conditions (environment, re-
petitiveness), employers participating in interviews
indicate that it is getting increasingly challenging
to identify local youth to hire and hopefully join
(and eventually replace) the aging “core group” of
employees.



7.3 UNEMPLOYED WORKERS AS A LABOUR SOURCE

SUMMARY

Most of the jobs in the industry (80%) are permanent full-time positions. Unlike seasonal
industries, there is not a pool of unemployed workers already aligned with the industry
(such as seafood processing), that are essentially unemployed while waiting to be called
back to work. Much of the beef industry is located in the western provinces, which have
recently experienced relatively lower rates of unemployment resulting in lower numbers
of unemployed workers as a labour source. The recent downturn in the oil and gas sector
reportedly did provide a larger potential source of unemployed workers, but challeng-
es in recruiting from this sector included the high level of wage disparity between the

two sectors (so wage expectations were
challenging to meet) and the large differ-
ences in the nature of the work. South-
ern Ontario also has a high proportion of
meat processors where the competition
for labour remains very high with lower
levels of unemployment.

CONSIDERATIONS
Unemployment levels are relatively low in the re-
gions where much of the sector is located. As a
result, unemployed workers as an overall source
may be challenging.

ASSOCIATED
RECOMMENDATIONS

First Nations Partnerships
Sector Employment Opportuni-
ties Awareness Campaigns
Support More Skilled Meat Cut-
ters to Immigrate Permanently to
Canada Through Changes to the
NOC Coding System

Focus on Permanent Pathways
for Immigration

Employing Temporary Foreign
Workers

7.34 Availability of unemployed workers as a labour source

As noted in the survey of meat and poultry processors, the vast majority of the jobs are permanent full-time posi-
tions with very little seasonality in employment levels. As a result, unemployed workers are not a key source for
meat and poultry processing sector compared with seasonal industries which often access large pools of reserve
labour to meet peak employment requirements in various sectors (e.g., seafood processing, construction, tourism,

agriculture).
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7.3.2 Challenges in engaging unemployed workers as a labour source

Employment Insurance (El) beneficiaries are commonly
cited as an available pool of labour for employers. It is
important to note that differences in seasonal demands
between sectors and of individual employers contribute
to the significant number of El beneficiaries over the
year. Recruiting workers receiving El benefits with es-
tablished patterns of seasonal work with individual em-
ployers poses significant challenges, especially if the

work pays higher wages such as construction or certain
service sector jobs. This pool also includes apprentices
in the skilled trades attending in-school apprenticeship
training who are not available to the labour force. In-
dividuals who receive special benefits to take time off
work due to specific life events (illness; pregnancy; car-
ing for a newborn or newly adopted child etc.) are also
not available.




7.4 IMMIGRANTS AND TEMPORARY FOREIGN WORKERS AS
A LABOUR SOURCE

SUMMARY

One in ten workers in the current workforce in meat processing in Canada is a new immigrant or
refugees (10%). This is significantly higher than the overall Canadian proportion of 3.5% in 2016.
Approximately 3.0% of the workforce are temporary foreign workers, and a similar proportion
(3.5% is involved with the Provincial Nominee Program). In 2016 and 2017, there were approxi-
mately 1,500 temporary foreign workers approved for employment with Canadian meat proces-

sors. Current challenges in engaging immigrants as a labour source for the sector have been
related to the willingness of established immigrants to live and work in the rural communities in
which plants are located. The challenges related to the Temporary Foreign Worker program have
been related primarily to the costs of applying to the program, challenges with developing the
required Labour Market Impact Assessments, and the limitations placed on the number of TFWs
allowed.

CONSIDERATIONS

Under the current immigration pathways avail-
able in many provinces, it can be challenging for
immigrants to come to Canada on a permanent
pathway as a meat or poultry processing worker
(and in particular the highly sought after industrial
meat cutters). This is largely due to the lower-skill
level classifications of the occupations involved.
Considerable discussion during interviews was
related to the challenges with NOC codes that
place industrial meat cutters in a “C” level (this is
the occupation for which there is a large demand
and considerable challenges in recruiting). This
code has the impact of eliminating many skilled
international meat cutters from entering Canada
on permanent pathways that support only skilled
occupations currently classified at A or B levels.
What was often cited as a challenge and unfair
was that retail butchers (vs. industrial butchers)
enjoy a higher level skill code, while the chang-

ing nature of the business is such that many of the
retail butchering tasks have moved into the plant
(and no longer exist at many retail outlets). So indus-
trial butchers are now responsible for preparation
of case-ready product which is actually prepared,
packed, sealed and labelled in the plant (rather than
the retail butcher).

ASSOCIATED
RECOMMENDATIONS

» Support More Skilled Meat Cut-

ters to Immigrate Permanently to
Canada Through Changes to the
NOC Coding System

» Focus on Permanent Pathways
for Immigration

2.41 Current representation of immigrants and temporary
* ™" foreign workers in the meat processing workforce

According to the survey of establishments, approxi-
mately 10% of their workforce is composed of new immi-
grants or refugees, which is proportionally higher than
the overall Canadian profile of 3.5% recent immigrants
and refugees. This indicates that the Canadian meat
and poultry industry has a substantial labour contribu-
tion from recent immigrants. In addition to immigrants
and refugees, employers reported that their workforce

consists of an additional 3.5% of workers who are cur-
rently associated with the Provincial Nominee Program
(PNP), and 3.0% of their workforce consists of Tempo-
rary Foreign Workers. According to data provided by
ESDC, there were approximately 1,500 positions ap-
proved for the meat processing industry across two

years (2016-2017).
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7.4.2 Availability of immigrants and temporary foreign workers

as a labour source

The availability of immigrants to work in the industry is
connected to overall immigration policy and decisions
on areas of priority for immigration. Similarly, the avail-
ability of TFWs is reliant upon the federal TFWP’s struc-
ture and policies. The potential supply of immigrants
and TFWs for the Canadian meat and poultry process-

ing sector is extremely high as based on the eagerness
with which many foreign workers apply to the limited
positions available in Canada. Accessing this supply is
then contingent on the priorities, programs and policies
put in place by federal and provincial governments.

7.4.3 Challenges in engaging immigrants and temporary foreign

workers as a labour source

Current challenges in engaging immigrants as a labour
source for the sector have been related to the willing-
ness of established immigrants to live and work in the
rural communities in which plants are located. The ser-
vices and supports for immigrants can be somewhat
less compared to what might be received in larger ur-
ban centres. As well, some employers seem to have

minimal connections between themselves and relevant
community organizations working with recent immi-
grants. In contrast, there are other employers who view
community organizations as key partners in identifying
new employees and supporting their current employ-
ees who are recent immigrants.




7.5 INDIGENOUS CANADIANS AS A LABOUR SOURCE

SUMMARY

From the data obtained, Indigenous Canadians appear to be underrepresented in the
meat and poultry processing sector with employers indicating approximately 1.3% of their
workforce identifying as Indigenous compared with an overall population in the 4.9%
range for Canada with considerable variation between provinces (2% to 18%).

While there are a few examples where industry has worked extensively and productively
with Indigenous communities to engage the leadership and individual community mem-
bers in partnerships in training programs and facilities and as employees, in general,
there appears to be a lack of knowledge among processors of the local Indigenous com-
munities as a potential supply of workers. Some attempts have been made to recruit In-
digenous workers with limited results.

CONSIDERATIONS

The extent to which Indigenous communities  tain to meat processing and potential support en-
will become more involved in meat and poultry  terprises, and the support required from both the
processing will depend on the communities and ~ community and employers to obtain positive results
their proximity to the existing plants. Developing  in the areas of training, recruitment, and retention of
an understanding of how various factors can de-  Indigenous employees.

tract or contribute to greater engagement of local
Indigenous communities as a labour source for
processing plants will need to continue. Some ar-
eas requiring further exploration are: understand- ASSOCIATED

ing the potential Indigenous local labour force RECOMMENDATIONS
available (e.g., labour market information and
skills inventories), economic and development
priorities of Indigenous communities as they per- - First Nations Partnerships

7.5 Current representation of Indigenous Canadians
*=*"  in the meat processing workforce

According to the survey of establishments, Indigenous is at approximately 4.9% overall with provinces ranging
Canadians make up approximately 1.3% of the meatand from 2% (PEI) to 18% (MB). Employers in interviews indi-
poultry processing workforce in Canada. This indicates cated that they generally do not track Indigenous iden-
that Indigenous Canadians are underrepresented inthe tity or status among their employees so that the survey
industry given that those who indicate having an Ab- result may be an underestimation.

original identify according to Census 2016 definitions
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7.5.2 Opportunities and challenges in engaging
=" Indigenous Canadians as a labour source

In some regions, there is ongoing collaboration between
meat and poultry processors and local Indigenous com-
munities to identify and support Indigenous workers
in the industry. For example, one plant indicated that
they work closely with a local Indigenous community
where they have been supportive of the community’s
efforts to develop a meat cutting training facility and
program. The plant communicates regularly with the
leadership and employment centre in the community to
help in identifying potential workers, provide feedback
where additional supports are needed for workers, and

O Courtesy Aboriginal'People in Trades Training

© Food Processing Skills Canada

explore other areas of potential collaboration and part-
nerships.

In interviews and site visits it was noted that some of
the challenges employers encounter in this area is a
lack of knowledge about local Indigenous communi-
ties and possible labour sources available along with
any required supports to assist in recruiting this group.
Overall, there was a lack of labour market information
on the Indigenous labour pool for most communities.
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8.0 CURRENT AND FUTURE LABOUR
DEMAND VS. SUPPLY

SUMMARY

Overall, the hiring requirements for workers in the Canadian meat processing in-
dustry is expected to amount to approximately 32,000 workers over the 2018 to
2030 period. This equates with approximately 55% of the current average work-
force of 58,000 (2017). This hiring requirement of approximately 2,500 workers
on average per year is due to the replacement of anticipated retirements over this
period while considering projected industry growth and labour productivity gains.

Unfortunately, this recruitment will be occurring within the context of very tight re-
gional labour markets that are currently experiencing labour shortages and which
are predicted to continue during this period. This tightness in the labour market is
contributing to the high number of current vacancies experienced by employers in
meat processing (estimated at 12% or 7,300 positions in 2016). And, to some de-
gree, the higher turnover rates in the industry as workers have more employment
opportunities from which to choose, particularly in the lower-skill level occupations
(estimated imputed turnover rate of 41% for Canada in meat processing industry).

All of these factors contribute to the substantial challenges facing Canadian meat
processors in their attempts to recruit enough workers to replace retirements, fill
ongoing vacancies, work to address turnover rates, while also trying to grow, re-
main competitive and increase productivity.
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CONSIDERATIONS

Many of the regions studies are operating in local
labour markets where the supply is insufficient to
meet local industry’s labour needs. While there
are opportunities perhaps to go more aggres-
sively after the local workers who are available
(e.g., substantial wage hikes, changes to working
conditions), this, in essence, will only serve to de-
velop shortages in other sectors in a particular
region. In many regions, there are just too few
people to meet the local employment require-
ments overall. Likely a multi-prong approach is
required in order to address these types of com-
plex, challenging issues.

With this type of situation, there are limited op-
tions available for employers. They can attempt
to bring in more workers (e.g., regional reloca-
tion, temporary foreign workers). They can try
to change processes to require less labour (e.g.,
automation, technology). Or they can choose to
move the processing plants closer to more read-
ily available labour sources.

For communities and local agencies, they also
have few options. They can work to develop
communities and hope to retain current residents
and attract new residents, thus maintaining or
potentially growing their population and labour
force. They can also support employers attempts
at bringing in workers on a temporary basis such
as regional relocations and temporary foreign
workers knowing that this type of activity helps to
maintain the employment opportunities for local

residents (avoidance of plant closures) and in some
cases may increase the population as temporary/
relocated workers consider more permanent stays
if possible.

Areas in which governments can potentially act in-
clude considering the impacts on labour availabil-
ity as a result of their choices in various areas in
which they support local industry and communities
on various levels. These include a wide breadth of
areas such as R&D funding, assistance with market-
ing exports, immigration policies, El policies, rural
development initiatives, post-secondary education
support, employment-related training, childcare
support, and many other areas.

ASSOCIATED
RECOMMENDATIONS

Employing Temporary Foreign Workers
Flexible Workplaces

Support More Skilled Meat Cutters to
Immigrate Permanently to Canada Through
Changes to the NOC Coding System
Focus on Permanent Pathways for Immi-
gration

Encourage Young Families to Remain or
Relocate to Rural Communities
Engaging Effectively with Groups Experi-
encing Low Labour Market Participation
First Nations Partnerships

EE& A primary focus of the current study was to assess
the current and future labour demand and supply
for the meat processing industry. This was com-
pleted for Canada overall, at the provincial level
and for 14 identified smaller regions. The models
used to estimate demand and supply took into ac-
count various factors outlined in Section 3 such as

trade agreements, economic outlooks, consump-
tion, exports and productivity.
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8.1 DEMAND FOR WORKERS IN THE CANADIAN MEAT
PROCESSING INDUSTRY

Overall, the hiring requirements for workers in the meat processing industry is expected to amount to approx-
imately 32,000 workers over the 2018 to 2030 period. This equates with approximately 55% of the currently
employed workforce of 58,000 (2017). This hiring requirement of approximately 2,460 workers on average
per year is due to the replacement of anticipated retirements over this period while considering projected
industry growth and labour productivity gains.

81441 Demand attributable to growth and productivity

Based on the global and domestic economic environ- pected to contribute to moderate average annual em-
ment and assumptions made about other key determi- ployment growth of approximately 1% per year between
nants, average annual meat processing employment is 2020 and 2030 (see Table 6).

expected to surpass 60,000 by 2020. Moderate growth

in domestic consumption, led by poultry and lamb prod-

ucts alongside robust international export growth, is ex-
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TABLE 6: TOTAL MEAT PROCESSING EMPLOYMENT, CANADA, BY KEY OCCUPATIONS (2018 TO 2030)

2018 - 2030
2020 | 2026 # %
TO TO
2025 | 2030

Total Employment 57160 57,962 58,435 59,378 60,169 61,910 64,862 8,094 14%

FOUNDATIONAL (NOC
9617)

Production Labourer (includ- 13,377 13,564 13,678 13,917 1411 14,547 15,300 2,046 15%
ing Processor, Packer, Barn
Worker)

Poultry Production Labourer 4,497 4,593 4,635 4,690 4,750 4,873 5,054 526 1%
(including Plant Production

Worker, Poultry Worker, Gen-

eral Labourer)

INTERMEDIATE (NOC

9462;9641)

General Meat Cutter or Knife 5,496 5,558 5,605 5,703 5,781 5,958 6,261 826 15%
Person/Poultry Cutter

Slaughter Person 2,437 2,494 2,522 2,582 2,629 2,741 2,933 521 21%
Machine Operator (including 3,050 3,088 3,106 3,143 3,176 3,237 3,346 301 10%

Saw Operator)
HIGH (NOC 9213)

Master Butcher, expertise 1,285 1,316 1,327 1,345 1,363 1,398 1,455 162 12%
in multiple cuts (includes

Butcher or Lead Hand of a

shift)

Specialized Cutter, expertise 3,524 3,569 3,606 3,693 3,757 3,913 4186 733 21%
in one cut (including Pull ten-

derloin, Drop (seam) Inside

Round, Lead Hand, Special-

ized Meat Cutter)

SUPERVISORY (NOC 9213)

Supervisors (including Kill 2,532 2,564 2,583 2,623 2,656 2,726 2,846 331 13%
Floor Supervisor, Abattoir

Supervisor, Production Su-

pervisor, Raw Room Super-

visor)

MANAGEMENT (NOC 0911)

Management (including 3,092 3,139 3,162 3,206 3,245 8525 3,460 375 12%
Plant Manager, Director

of Operations, Sales, Kill

Floor Manager, Food Safety

Managers)

OTHER
CATEGORIES
Quality Control Technician 434 437 439 444 449 458 472 41 9%

Maintenance (including 1,825 1,842 1,856 1,884 1,909 1,964 2,056 250 14%
Janitors, Sanitation Workers,
Cleaners)

Skilled Trades (including Mill- 4,871 4,941 4,981 5,060 5,128 5,275 5,525 686 14%
wright, Industrial Electrician,

Truck Driver)

Office Staff 4,543 4,588 4,618 4,681 4735 4,847 5,037 525 1%
Other Occupations* 6,196 6,269 6,317 6,405 6,482 6,648 6,926 772 1%

* this includes occupations in areas such as transport, logistics, material

. . handlers that do not fall within the main NOC codes identified above.
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8.4.2 Hiring requirements

Hiring requirements consider both industry growth as
well as demand for workers to replace workers who
have retired or died. As noticed in the previous section,
the net hiring requirements due to growth in the period
between 2018 and 2030 are estimated to be 32,273
workers (see Table 6). Of considerably greater magni-
tude is the hiring requirements attributable to replace-
ment demands (deaths and retirements). Given the
sector’s aging workforce, these requirements are sub-
stantial and are expected to total 24,178 over the 2018
to 2030 time period. In the short term, this includes a
pressing 5,114 between 2018 and 2020. Taking into ac-
count the requirements due to the expected growth, itis
estimated that the industry will need to replace 32,273
workers during the 2018 to 2030 period which is equiv-

alent to over one half (55%) of the current workforce.
As of 2020, this requirement will translate to approx-
imately 2,600 new hires on an annual basis (see Fig-
ure 8). It must be noted that these hiring requirements
do not include many of the new hires that are required
due to turnover or the attempts to fill current vacancies.
To provide some context, the imputed annual turnover
rate for Canadian meat processors was estimated at
approximately 41% based on the results from the survey
of establishments. In addition, the industry reported via
the survey that they are currently attempting to find a
sufficient number of workers to fill a large number of
current vacancies in the industry (estimated at approxi-
mately 12% of positions or the need for 7,300 workers).

FIGURE 8: ANNUAL HIRING REQUIREMENTS (EXCLUDING TURNOVER), CANADA
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8.2 SUPPLY OF WORKERS: THE CANADIAN WORKFORCE

To meet the anticipated hiring demands or requirements outlined in the previous section, meat processing
employers will need to compete with both other meat processors in addition to various employers in other
industries.

When examined within the context of Canada’s workforce, this task will be made more challenging given the an-
ticipated decline in the unemployment rate caused by the aging of Canada’s labour force and related declines in
workforce participation.

Employment growth is expected to average close to 0.8% per year between 2018 and 2030, slowing over the
latter part of the decade (see Figure 9). The labour force is expected to grow as a slightly slower pace of 0.7% per
year. This causes the anticipated average rate of unemployment for the overall workforce to decline from 6.5% in
2017 to just over 5.5% by 2030. Recruitment is also likely to become increasingly difficult due to the falling number
and proportion of young people (aged 35 and under) available to enter the workforce.

FIGURE 9: PROJECTED OVERALL LABOUR FORCE, EMPLOYMENT AND
UNEMPLOYMENT RATE (%) —-CANADA
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8.21 Canadian Meat and Poultry Processing Workforce

The share of the labour force available to meat and
poultry processors depends on numerous factors in-
cluding competing demands from other industries, pat-
terns of regional migration and the alignment between
skills and qualifications. Skills and qualifications are an
especially important determinant of available supply
for the sector. Lower skilled production level workers,
not requiring specialized qualifications, make up almost
half (46%) of the employed meat processing workforce.
This excludes the specialized meat cutters and master
butchers who hone specialized skills through experi-
ence and on the job training. With fewer skill or qual-
ification barriers for production level jobs, workers are
more mobile between various employers, jobs and in-

dustries in a particular region (or labour market) com-
pared to those with qualifications in a specific field (e.g.
electricians, accountants, nurses). The competition for
this lower skill pool of labour often comes down to wag-
es, working conditions and alignment between work
environment and worker preference. Individuals with
higher education qualifications tend to be less likely to
consider permanent lower-skill production level jobs
and may prefer temporary service sector jobs, even
at lower hourly wage rates. The availability of supply
for this category of workers, measured by rates of un-
employment, tends to be determined by overall labour
market conditions in a particular region rather than any
individual sector.

8.2.2 Evidence of labour market challenges

Insights from the survey of meat processors found that
over half (55%) of Canada’s meat processors report not
being able to fill positions or experience chronic re-
cruitment challenges (see Figure 10). One-in-five (22%)
reported not being able to fill positions, resulting in an
estimated 7,300 positions going unfilled over the pre-
vious year (2016). A further third (33%) of employers

Experiencing immediate and
persistent challenges recruiting
and retaining qualified workers,
vacant positions go unfilled

FIGURE 10: HIRING
CHALLENGES (EM-
PLOYERS %)

Experiencing ongoing challenges
recruiting or retaining qualified
workers

Source: FPSC — LMI Survey

of Meat Processing, 2017 Experiencing occasional or

seasonal challenges recruiting or
retaining qualified workers

Experiencing no significant
challenges in recruiting or
retaining qualified workers from
the local workforce

Don't Know/Didn't Answer

o

reported experiencing chronic, ongoing recruitment
challenges. Finally, an additional 21% reported experi-
encing some form of seasonal challenges recruiting or
retaining qualified workers. Recruitment of meat cutters
and butchers was cited in interviews and on the survey
as problematic across most regions of Canada.
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Low levels of retention and high turnover provide fur-
ther evidence of labour market challenges faced by
meat processors. Meat processors hired an estimated
24,500 workers over the past year according to the
survey of establishments. Compared to average annu-

turnover rate in the industry. In other words, on aver-
age, industry must hire 1.4 workers for every open po-
sition. The turnover rates are reported as highest for
poultry slaughterers (96%), machine operators (62%),
animal handlers (53%), and production labourers (53%)

al employment this represents an imputed 41% overall (see Figure 11).

FIGURE 11: TOP OCCUPATIONS BY IMPUTED TURNOVER RATE, MEAT PROCESSING
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Note: Imputed Turnover Rate = (total number of people hired in an occupation)/(average number of people employed in an occupation)
Source: FPSC — LMI Survey of Meat Processing, 2017

© Food Processing Skills Canada




8.2.3 Decreasing Supply of Lower Skill Level Workforce

Another challenge faced by meat processors is the
decreasing supply of workers with lower levels of ed-
ucational attainment. The meat processing industry
employs a broad spectrum of trades and occupations
with a broad range of skills and qualifications. However,
the industry employs a much higher proportion of pro-
duction level workers who do not tend to require spe-
cific education requirements compared to many other
industries. Figure 12 compares the share of the work-

force with a college, university or trades certificate in
the meat processing industry to the all-industry average
across individual provinces. Nationally, the proportion
of the meat processing workforce with an education
above secondary (high) school is 39%, compared to a
63% overall (all industry). Rising levels of educational
attainment among youth have caused this pool of work-
ers with no post-secondary qualifications to shrink rela-
tive to the overall labour force over time.

FIGURE 12: EDUCATION ATTAINMENT COMPARISON OF MEAT PRODUCTION INDUSTRY (NAICS 3116)

AND ALL INDUSTRY, CANADA
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Source: 2016 Census, Statistics Canada
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8.2.4 Competition from other sectors — wages

As the labour market tightens, competition for other
sectors increases. One factor among others that can in-
fluence the competition from other sectors are wages
in addition to various other factors including working
conditions, seasonality and perceptions of the industry.
Examining national-level data, it appears that despite
recent increases, production labourers in the meat pro-
cessing sector have lower hourly wages when com-
pared with labourers in other sectors (see Figure 13).
A comparison of average hourly wages at the national
level suggests food production labourers (NOC 9617)
with an average hourly wage of $13.90 tend to earn less

compared to other lower skill level occupation and other
industries in general. Industrial meat cutters and butch-
ers who work in meat processing and require training
and/or experience, earn more on average compared to
general labourers, but less than many other production
level occupations with low qualification requirements in
other segments of manufacturing and other industries.
This suggests regions with a high concentration of con-
struction, advanced manufacturing, mining, forestry or
oil and gas employment present particular sources of
competition for workers.
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FIGURE 13: AVERAGE OFFERED HOURLY WAGE (Q12017 TO Q1 2018), PRODUCTION LEVEL WORKERS
(NOC 7, 8, 9), CANADA

Mine service workers and operat... I 26.82
Oil and gas drilling, servicing an... NN 24.2
Logging and forestry workers (8... | IEEE— 22.68
Total, all occupations I 20.18

Machine operators - mineral and... I 17.89
Construction trades helpers and ... NN 17.87
Machine operators - pulp and pa... IS 16.97
Machine operators - chemical, pl... NS 16.44

Process control and machine ope... IIIIIEENENNNNNNNNNNN———— 16.18

Industrial butchers and meat cut... IIIIEEEEEGEGEGEGEGGEGGEGGEGGGGGGGGGGGGGGEGEGEGEGE 15.95

Landscaping and grounds maint... NN 15.79

Machine operators - food, bever... II——— 15.1

Labourers in food and beverage ... GGG 13.9

Machine operators - textile, fabr... NN 13.26

Agriculture and horticulture wor... IIIEEEEEGGGGNGNGGNGNGNGNNN 12.92

Retail Salesperson (642) IIIEEEGEGGGGGGGNGNGNGNGNGGEGE 12.64
Harvesting Labourers (8611) NN 12.05

0 5 10 15 20 25 30

@ Average Wage

Source: Statistics Canada

From the survey of establishments, the average hourly wages for meat and poultry processing labourers were
reported slightly higher with an average starting wage of $14.95 and top hourly average wage of $19.14 (see Figure
14).

FIGURE 14: AVERAGE STARTING AND TOP HOURLY WAGE RANGES ($) BY OCCUPATION
40
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Source: FPSC — LMI Survey of Meat Processing, 2017
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8.2.5 Summary of Measures of Meat Processing Workforce
*=*T  Availability - Regional Labour Market Tightness

The primary challenge of quantifying the supply of
workers available to meet the meat processing sector
demand is delineating the meat labour force from oth-
er industries. This is especially difficult for production
level workers with no tracked skills or qualifications to
attach them to a specific sector other than experience.
This makes it difficult to discern and measure any dif-
ferences between worker availability and labour market
conditions in one industry from another.

The method adopted in this analysis is a residual labour
supply approach, which estimates the potential labour
supply left for meat processors once demands of other
industries are met at their respective normal rates of un-
employment®. The interpretation of the analysis is that
if the potential residual labour supply meets estimated
meat processing demand requirements, then there is a
sufficient number of workers in the local labour to meet
meat processor demands. However, there is no guaran-
tee that meat processors are actually able to attract and
employ all of the workforce in this pool. Conversely, if
meat processing demands exceed the potential resid-
ual labour supply, this signals that to meet demands,
workers will likely have to be attracted from outside the
local labour market or from other industries drawing un-
employment below normal rates.

To account for the meat processing sector’s higher de-
pendence on lower-skilled production labour the resid-
ual labour supply estimates were adjusted for educa-
tional attainment. This analysis estimated current and
future employment requirements for workers with edu-
cational attainment of high school or below in compet-
ing industries to determine the residual labour supply.
This assumed a constant workforce education attain-
ment profile for individual industries. This estimated
lower-skill production workforce residual labour supply

was then compared to meat processing lower-skill pro-
duction worker employment requirements.

Given the analysis depends on local labour market data,
each analysis was conducted at the regional level (see
Regional Reports for specific details for each region).
Overall, the analysis indicated that eight of the four-
teen regions studied in-depth, were facing very tight
labour markets where the current or projected demand
for workers (total and lower skill level) from the region-
al industries was higher than the existing local labour
market (see Table 7). This would indicate that in these
regions studied, the meat processing employers were
faced with an insufficient local labour supply to meet all
of the region’s labour requirements (for all industries)
leaving an overall potential gap which increases during
peak periods. This trend for these regions continues all
the way through to 2030.

The common factor for those regions that were noted
as not being in a tight labour market was that they are
located in or near a large urban center (e.g., Vancouver,
Toronto, Winnipeg, Calgary).

Within this very tight, competitive labour market, it was
generally determined that the industry employers have
had some success recruiting as evidenced by employ-
ers be able to recruit in numbers that exceeded the
residual labour force. This means that the meat pro-
cessing industry was likely recruiting workers from oth-
er industries, while potentially also recruiting workers
from outside the local region. While the industry did ex-
perience vacancies, these would likely have been sub-
stantially higher had it not been successful in recruiting
labour external to the region, and/or competing with
other industries in recruiting workers.

5. Normal rate of unemployment refers to the 5-year annual average rate of unemployment based on the LFS.

"""




TABLE 7: SUMMARY OF REGIONAL LABOUR TIGHTNESS ANALYSES

Total Lower Skill-Level
Labour Force Labour Force

Chilliwack, British Columbia 2 2 2 _— 2
EEEEEN

1= Meat processing employment demand is less than 50% of regional labour force at annual average employment levels
2 = Meat processing employment demand is between 50 and 100% of regional labour force at annual average employment levels
3 = Meat processing employment demand is greater than 100% of regional labour force at annual average employment level

Brandon, Manitoba

Saint-Esprit, Quebec

Wynyard, Saskatchewan

Guelph, Ontario
High River, Alberta

Langley, British Columbia

Winnipeg, Manitoba

Provincial level overviews of supply and demand are presented in Appendix C to Appendix J.
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9.0 PERCEPTIONS OF WORKING IN MEAT &
POULTRY PROCESSING

SUMMARY

According to the Choicebook™ survey, the audiences identified as targets are significantly
more open than members of the general public to consider working in the meat and sea-
food processing sector. This is especially true of new Canadians; the keenest of the four
segments.

Among the most common perceptions of employment in meat and seafood processing
are that jobs are located in rural locations, offered right out of school and do not always
require specific education. The most significant perceptual challenges are the seasonal
nature of the jobs, the killing of animals, the presence of strong odours and the physical
nature of the work.

The most compelling result of the Choicebook™ survey is the significant increase in the
proportion of respondents who say they would consider a job in the sector by end of
the survey (as compared to when they began it). For the general public, the increase is
8 percentage points. The corresponding increases for youth, Indigenous Canadians and
the unemployed are essentially the same at between 7 to 9 percentage points. For new
Canadians, however, the increase reaches 14 percentage points.

CONSIDERATIONS
The research suggests that providing people ASSOCIATED

with factual information about employment in the RECOMMENDATIONS

sector has a positive impact in their willingness to
consider working in it.
Sector Employment Opportuni-
The combination of low awareness levels about ties Awareness Campaigns
employment in the sector and relative open-mind- Examine Reasons for the Low
edness about topic suggests that there is poten- Levels of Enroliment in Existing
tial to increase the labour pool through commu- Training for Meat Cutting and
nications across all four targeted audiences, but Butcher Programs
most notably among new Canadians. Support More Systematic De-
velopment of Training Materials,
In terms of inducements and messaging, anal- Tools and Programs Within the
ysis reveals that the information with the stron- Industry to Enhance On-The-Job
gest positive impact on one willingness to work Training
in the sector are offers of: performance bonus- Industry Learning/Development
es, retention bonuses, predictable full-time work, Programs (including some lead-
transportation to and from work. For the youth ing to a certificate)
segment, offering to cover tuition and school
supplies is also a key driver.
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According to interviews with plant managers, employ-
ees and other industry stakeholders, the significant
challenges employers have been facing with respect to
recruiting a sufficient workforce for the meat and poultry
processing industry is in part related to the current per-
ceptions of industry among the general public as well
as target audiences for recruitment efforts (e.g., youth,
Indigenous people, new Canadians, unemployed work-
ers). One component of the current study was to ex-
amine in detail the actual perceptions of these groups
focusing on areas such as awareness of the industry,
including employment advantages and challenges, and
gauging level of willingness to consider employment
opportunities in the sector.

Choicebook™ was the method used to gain a better
understanding of perceptions of the industry, which in-
volves audience input based on in-depth consideration
and engaging experiences. This method measures
deep-rooted perspectives by providing participants
with key information before posing questions, including
background, facts, scenarios and data. Choicebook™
insights provide actionable data about how to move
forward with initiatives, and how audiences can be best
informed to increase alignment, participation and col-
laboration.

EE& Overall, 1,248 participated from the general public
and an additional 2,089 from the four target audi-
ences: 972 from the youth audience, 506 from the
Indigenous Canadian audience, 500 new Canadi-
ans and 1,205 of the unemployed audience. Due

to the nature of these audiences, there was some

overlap between them.

An overview of the findings is provided in this section, according to overall awareness of the meat and sea-
food processing sector, the advantages and challenges of working in the sector and the likelihood of applying
to work in the sector.




9.1. FAMILIARITY AND IMPRESSIONS OF MEAT AND

SEAFOOD PROCESSING SECTOR

Overall, there tended to be higher levels of familiarity with the broader food and beverage manufacturing sector
when compared to the more specific meat and seafood manufacturing sector® (see Table 8). As well, most of the
target audiences were more likely to indicate higher levels of familiarity with the sectors when compared with
the general public. Among the target audiences, there is approximately one-quarter that report relatively high
familiarity with the meat and seafood manufacturing sectors (23% to 26%). This would indicate that there is some
potential room for developing higher levels of familiarity with the sectors among not only the general public but

also among the target audiences.

TABLE 8: HOW FAMILIAR ARE YOU WITH THE SECTOR?

FOOD AND BEVERAGE
MANUFACTURING SECTOR

“very familiar” higher
(5 RATING) familiarity
5&4
RATINGS)
General Public 8% 24%
Youth 13% 36%
Indigenous 17% 37%
New Canadians 14% 33%
Unemployed 15% 35%

Scale 1to 5: 5. Very familiar — 1. Not at all familiar
Source: Labour Market Information: Key Audience Choicebook™

A AN
aa AL

MEAT AND SEAFOOD
MANUFACTURINTG SECTOR

“very familiar” higher
(5 RATING) familiarity
5&4
RATINGS)
4% 16%
8% 26%
12% 26%
6% 23%
10% 26%

6. The meat and seafood manufacturing sectors were combined in the Choicebook™ exercise for some of the overall perception areas,

but broken out for other areas such as specific occupations, locations, etc.
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When participants were asked if they had a more positive or negative impression of jobs in the sectors, the most
frequent ratings among all groups was neutral (3 on a 5-point scale ranging from very negative (1) to very positive
(5)). This may be linked to the lower levels of familiarity with the sectors as outlined above. Overall, among all
groups, the impressions of jobs in the sector were more positive than negative (see Table 9) once the larger neu-
tral responses were considered. This pattern of positive impressions was also demonstrated when participants
were asked to select various characteristics to describe the sectors. More positive descriptors (e.g., happy work-
force, innovative, high pay) were more frequently selected than the countering negative descriptors (e.g., unhap-
py workforce, not innovative, low pay). There was a trend among the target audiences to report more frequently
positive impressions of jobs in the sectors (both food and beverage manufacturing and meat and seafood) (see
Table 9).

TABLE 9: DO YOU HAVE A POSITIVE OR NEGATIVE IMPRESSION OF JOBS IN THE SECTOR?

FOOD AND BEVERAGE MEAT AND SEAFOOD
MANUFACTURING SECTOR MANUFACTURINTG SECTOR
“very familiar” higher “very familiar” higher
(5 RATING) familiarity (5 RATING) familiarity
5&4 5&4
RATINGS) RATINGS)
General Public 8% 31% 9% 28%
Youth 1% 34% 10% 30%
Indigenous 16% 38% 14% 34%
New Canadians 1% 37% 1% 31%
Unemployed 16% 39% 13% 34%

Scale 1to 5: 5. Very familiar — 1. Not at all familiar
Source: Labour Market Information: Key Audience Choicebook™

P
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9.2 ADVANTAGES AND CHALLENGES IN THE SECTOR

One main component of the Choicebook™ exercise
was to understand how aware participants were of spe-
cific advantages and challenges of jobs in the meat and
seafood manufacturing sectors, as well as how import-
ant these selected advantages and challenges were
when they are considering employment opportunities
in the sectors. In addition, participants were asked to
rate the believability of the information about specific
advantages.

The eight job advantages selected to highlight in-
clude:

» Jobs are located in rural locations across the coun-
try, including near a number of reserves

« The sector offers jobs right out of school

« The jobs do not always require specific education/
post-secondary education

« Jobs are currently available across the country

- The sectors offer a wide range of jobs (e.g., engi-
neers, manager, plant workers)

« The sectors offer opportunities for skills training

» Jobs allow for career progression

« The sectors offer competitive pay and benefits

The seven job challenges selected to highlight in-
clude:

+ Meat and seafood manufacturing involves animals
being killed

+ Some of these jobs involve working in environ-
ments with strong odours

« Some of these jobs require physical work

« Seafood manufacturing jobs are seasonal and do
not always offer employment year-round

- Jobs are often located outside cities or near rural
communities

« Seafood manufacturing jobs are mostly located in
Eastern Canada

« Seafood manufacturing jobs can be unpredictable
and require short notice

9.24 Youth Perspectives on Job Advantages and Challenges

Considerable efforts are required when reviewing the
results from the perspective of youth on the advantages
and challenges characteristic of the meat and seafood
manufacturing sector (see Table 7 & 8). The pattern of
results overall indicates the following:

- Awareness of challenges tends to be higher than
awareness of advantages. Only one-third to one-
half (34% to 47%) of youth indicate high awareness
of the advantages of jobs in the sectors. This would
indicate that the sector would need to focus on
getting the word out more clearly on the potential
benefits of working in the industry, in part to help in
balancing the relatively better-known challenges.

- Importance of advantages tends to be higher
than importance of challenges. This is key to fo-
cusing on the positives of working in the sector —
the benefits or advantages are less well-known,
but of considerably greaterimportance when youth
are deciding where they would consider working.

« Low awareness and credibility of information in
the areas of greatest importance. The areas of
highest awareness and believability or credibility

(green-shaded areas in table) of advantages are
actually counter to those that they indicate are
most important for them regarding interest in work-
ing in the sector. This type of finding can help iden-
tify areas of focus for efforts into developing and
providing relevant, reliable and accessible infor-
mation to better engage with this target audience.

« Awareness of the seafood industry is lower.
Awareness of potential geographic and seasonali-
ty challenges of working in seafood manufacturing
tends to be lower among youth compared to some
of the other work environment challenges.

« Unpredictability of employment is an important
challenge for youth. The seasonality and level of
unpredictability of jobs in seafood manufacturing
are important top challenges cited by youth when
considering working in the sector.

« Association with killing animals is challenging.
The challenge of working in a sector involving an-
imals being killed is of high awareness and impor-
tance for youth in considering employment in the

sector.
© Food Processing Skills Canada ﬂ



TABLE 10: YOUTH PERCEPTIONS ON JOB ADVANTAGES IN MEAT AND SEAFOOD MANUFACTURING

| AWARENESS | IMPORTANCE BELIEVABILITY

JOB “very higher “very higher “very higher
ADVAN- aware” awareness important” importance believable” believable
TAGE (5 rating) (5+4 (5 rating) (5+4 (5 rating) (5+4

rating) rating) rating

No specific

. 1 22% 47% 8 20% 42% 1 29% 55%
education

Available

across 20% 47% 5  22% 48% T2 28% 54%
country

20% 46% 6 24% 45% T2 = 28% 54%
tions

Right out of 19% 46% 7 21% 45% 4  25% 54%
school

Wide range

. 16% 43% 4 24% 51% 5 23% 51%
of jobs
Skills train-
ing avail- 14% 38% 3 26% 51% 3 20% 48%
able
Career pro- 12% 34% 2 29% 54% 7 15% 39%
greSS|On
Compet-
itive pay/ 12% 34% 1 32% 55% 8 14% 39%

benefits

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING

TABLE 11: YOUTH PERCEPTIONS ON JOB CHALLENGES IN MEAT AND SEAFOOD MANUFACTURING

| AWARENESS IMPORTANCE

JOB “very higher “very higher
CHALLENGE aware” awareness important” importance
(5 rating) (5+4 (5 rating) (5+4
rating) rating)

Involves animal being killed
Environments with strong odours

42% 64% 73 26% 48%
41% 58% S 22% 44%
26% 52% 6 21% 43%
22% 47% 7 21% 41%
23% 46% T3 26% 48%
18% 40% 1 24% 49%

N O o0 N W N =

Seafood jobs can be unpredictable

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING
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9.2.2 Indigenous Canadians’ Perspectives on Job

Advantages and Challenges

When examining Indigenous Canadians’ views on the
various job advantages and challenges of the meat and
seafood manufacturing sector (see Table 12 & 13), there
are areas that stand out as more advantageous in ad-
dressing this segment. The pattern of results overall in-
dicates the following:

- Awareness of challenges tends to be higher
than awareness of advantages. Only one ad-
vantage (jobs being available right out of school)
recorded awareness of more than half (51%) com-
pared to all but two challenges. Only a third of
Indigenous respondents were aware of some
of the more attractive advantages (in terms of
importance ratings), such as competitive pay
and benefits (35%), career progression (35%)
and skills training opportunities (35%). As with
youth, there is a need for the sector to focus on
communicating information about advantages.

- Importance of advantages tends to be higher
than importance of challenges. Specifically, for
the aforementioned advantages in pay and ben-
efits (58%), career progression (57%), and skills’
training opportunities (56%). These outweigh
the top three disadvantages; the top-ranked of
which is mentioned as important by 50% as a
comparison (malodorous working environments).

« Some awareness and credibility of information

in the areas of greatest importance. The areas
of highest awareness and credibility (green-shad-
ed areas in table 8) of advantages indicate that
respondents are more likely to place credibility in
ideas that they are aware of — making awareness
key to creating a preferential perception of the sec-
tor. The research points to seemingly more intuitive
ideas, such as variety in jobs and available skills’
training, being more credible despite lower aware-
ness, thus making them important advantages to
communicating. Especially so as these are also
ranked highly on the list of important advantages.

Awareness of the seafood industry is low-
er. As with youth, awareness of potential geo-
graphic and seasonality challenges of work-
ing in seafood manufacturing tends to be
lower among Indigenous respondents com-
pared to the other work environment challenges.

Unpredictability, seasonality, and physical chal-
lenges deter Indigenous Canadians. These three
challenges rank in a virtual tie (rounded to 50%) as
the top most important. Location and the potential
of killing animals rank as less important.



TABLE 12: INDIGENOUS CANADIANS’ PERCEPTIONS OF JOB ADVANTAGES IN MEAT
AND SEAFOOD MANUFACTURING

| AWARENESS | IMPORTANCE BELIEVABILITY

“very higher “very higher “very higher
aware” awareness important” importance believable” believable
(5 rating) (5+4 (5 rating) (5+4 (5 rating) (5+4
rating) rating) rating

Available

across

country

Right out of

school

Z:ui':‘:i‘g:“ 3 20% 42% 8 23% 48% 2 27% 50%
‘:;'j‘i'i;ange 4 20% 43% 4 29% 53% 1 28% 54%
:;':_' loca- s 17% 39% 5 26% 45% 5 24% 50%

Compet-
itive pay/ 6 15% 35% 1 39% 58% 8 18% 42%
benefits

gression

Skills train-
ing avail- 8 14% 35% 2 33% 56% 6 23% 53%
able

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING

TABLE 13: INDIGENOUS CANADIANS’ PERCEPTIONS ON JOB CHALLENGES IN MEAT
AND SEAFOOD MANUFACTURING

| AWARENESS IMPORTANCE

JOB “very higher “very higher

CHALLENGE aware” awareness important” importance
(5 rating) (5+4 (5 rating) (5+4
\ilgle)] rating)
Involves animals being killed 1 54% 69% 4 28% 45%
Requires physical work 2 50% 73% 3 29% 50%
Environments with strong odours 3 47% 65% 1 32% 50%
Seafood jobs are seasonal 4 32% 53% 2 30% 50%
Jobs located outside cities 5 26% 51% 7 20% 41%
Seafood jobs can be unpredictable 6 23% 43% 5 28% 50%
Seafood jobs located in Eastern Can 7 22% 48% 6 25% 44%

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING
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9.2.3 New Canadians’ Perspectives on Job

Advantages and Challenges

New Canadians present a similar set of challenges (see
table 14 and 15) in terms of how to effectively commu-
nicate the advantages of working in the meat and sea-
food manufacturing sector. The pattern of results over-
all indicates the following:

- Awareness of challenges tends to be higher than
awareness of advantages. Particularly, in very
high awareness of the top three challenges: ani-
mals being killed, physical work and malodorous
working environments (45% or more very aware for
each of these challenges). The top challenges by
awareness also closely correlate to the top import-
ant challenges, while this relationship is somewhat
inversed for advantages. One important excep-
tion is the advantage of varied jobs, where a com-
parably larger proportion of new Canadians are
aware (46%) and also likely place a high amount
of importance (58% - ranked 3rd) in the advantage.

« Low awareness and credibility of information in
the areas of greatest importance. Except for the
advantage of a wide range of jobs being available

(3rd in awareness, importance and believability),
the topmost important advantages are also in the
bottom of the most credible advantages. Overall,
believability is higherthan awareness (measured by
collapsed 4+5ratings), indicating that some new Ca-
nadians are susceptible to a change in perception.

Awareness and importance of challenges are
closely aligned. As noted by the green colouring as
well as rank indicator, the top challenges by aware-
ness are also higherupinimportance. Thisindicates
that challenges are more top of mind among new
Canadians and serve as a barrier to parts of this seg-
ment viewing employment in the sector favourably.

Awareness of the seafood industry is lower. As
with youth and Indigenous Canadians, awareness
of potential geographic and seasonality challenges
of working in seafood manufacturing tends to be
lower among new Canadians compared to some
of the other work environment challenges.

CANADA

Keep exploring
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TABLE 14: NEW CANADIANS’ PERCEPTIONS OF JOB ADVANTAGES IN MEAT
AND SEAFOOD MANUFACTURING

| AWARENESS | IMPORTANCE BELIEVABILITY

JOB “very higher “very higher “very higher
ADVAN- aware” awareness important” importance believable” believable

TAGE (5 rating) (5+4 (5 rating) (5+4 (5 rating) (5+4
rating) rating) rating

1 31% 50% 7 25% 56% 8 13% 63%
No specific
education 2 24% 46% 8 21% 44% 1 28% 54%

Wide range
of jobs

20% 46% & 34% 58% & 23% 54%

Available
across 4 20% 46% 5] 27% 53% 2 28% 55%
country

Skills train-

ing avail- 5 17% 41% 4 33% 58% 5 19% 49%
able

Right out of 6 17% 42% G 26% 49% 4 21% 48%
school

Compet-
itive pay/ 7 14% 32% 1 39% 62% 6 13% 37%
benefits

gression

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING

TABLE 15: NEW CANADIANS’ PERCEPTIONS OF JOB CHALLENGES IN MEAT
AND SEAFOOD MANUFACTURING

| AWARENESS IMPORTANCE

JOB “very higher “very higher
CHALLENGE aware” awareness important” importance
(5 rating) (5+4 (5 rating) (5+4
rating) rating)

1 5% 0% . 2 28% 49%
2 46% 74% 4 28% 52%
3 45%  e8% 1 30% 54%
Jobs located outside cities 4 30% 58% 5 27% 53%
5 24% 4% 3] 28% 52%
6 18% 40% 6 26% 50%
7 15% 35% 7 20% 44%

Source: Labour Market Information: Key Audience Choicebook™

R = RANKING
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9.2.4 Unemployed Workers’ Perspectives on Job

Advantages and Challenges

Similar trends exist when considering unemployed
workers (see Table 16 & 17) and it is clear that similar
efforts will have to be applied to overcome some of the
obstacles to changing perceptions among this segment.
The pattern of results overall indicates the following:

- Awareness of challenges tends to be higher than
awareness of advantages. Less than half of unem-
ployed respondents were aware of each of the list-
ed advantages, and awareness was particularly low
for those advantages deemed most important. On
the other hand, only two challenges (unpredictable
jobs and locations in Eastern Canada) recorded less
than 50% awareness among unemployed respon-
dents. The most important challenges are also the
ones unemployed respondents are most aware of.

- Importance of advantages tends to be high-
er than importance of challenges. In partic-
ular for advantages in pay (59%) and career
development (56%). In fact, all the top four im-
portant advantages are rated important by a
larger proportion of respondents than the top
challenge (physical work requirements — 52%).

« Lower awareness and credibility of information

in the areas of greatest importance. Particularly,
in the top two important advantages, competitive
pay (36% awareness/ 41% believability) and career
progression (34%/ 42%). It is noteworthy that be-
lievability in these advantages is somewhat higher
than awareness (five points for competitive pay and
eight for career progression), indicating the possi-
bility of a successful communications campaign.

Awareness of the seafood industry is lower. Again,
awareness of the challenges specific to the seafood
industry is lower, particularly when looking at 4+5
ratings combined. Simultaneously, unpredictability
and seasonality of seafood jobs are deemed to be
in the top four ranked challenges by importance.

There is a group within respondents that are very
challenged by the killing of animals. While this
subsegment (29%) rates the challenge of potential-
ly killing animals as highly important, the challenge
is not among the top four by 4+5 ratings combined.
This indicates that while close to a third of unem-
ployed respondents are strongly challenged by
the proposition of killing animals, this is not among
the most important challenges for the group as a
whole.

© Food Processing Skills Canada



TABLE 16: UNEMPLOYED WORKERS’ PERCEPTIONS OF JOB ADVANTAGES
IN MEAT AND SEAFOOD MANUFACTURING

| AWARENESS | IMPORTANCE BELIEVABILITY

JOB “very higher “very higher “very higher
ADVAN- aware” awareness important” importance believable” believable
TAGE (5 rating) (5+4 (5 rating) (5+4 (5 rating) (5+4

rating) rating) rating

Zc‘l’usc':ii':c 1 26% 47% 7 24% a6% 2 30% 56%
Rural loca-
e 2 22% 45% 6  25% 45% 3 28% 51%

Available
across 3 22% 45% 5 27% 50% 1 31% 58%
country

Right out of 4 19% 46% 8 23% 47% 4 27% 53%
school

5 19% 44% 4 30% 53% 5 26% 54%

Wide range
of jobs

Skills’ train-

ing avail- 6 15% 36% 3 30% 54% 6 21% 50%
able

Compet-

itive pay/ 7 14% 36% 1 38% 59% 7 17% 41%
benefits

gression

Source: Labour Market Information: Key Audience Choicebook™
R = RANKING

TABLE 17: UNEMPLOYED WORKERS’ PERCEPTIONS OF JOB CHALLENGES
IN MEAT AND SEAFOOD MANUFACTURING

| AWARENESS | IMPORTANCE
JOB “very higher “very higher
CHALLENGE aware” awareness important” importance
(5 rating) (5+4 (5 rating) (5+4
rating) rating)

10 49% | 6% 1 29% 47%
2 48%  72% 4 28% 52%
3 4% 67% 3 28% 51%
4 28%  50% 2 29% 50%
5 27%  56% | 7| 24% 47%
6 22%  45% 5  26% 48%
7 2% 48% 6 25% 44%

Source: Labour Market Information: Key Audience Choicebook™

R = RANKING
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9.3. PERCEPTIONS ON SPECIFIC OCCUPATIONS

Overall, there is a sizeable segment within each target
audience that considers themselves qualified for each
of the example jobs. Naturally, the subset of interested
applicants is lower than the pool of qualified candidates
for most of the positions. The operations manager job
stands out as the exception amongst the examples of-
fered, both in terms of the general interest in applying,
which sometimes outsizes the proportion of qualified
candidates, and in terms of reasons for and against ap-
plying to the position.

Generally, the reasons most likely to be given as to why
respondents are interested in applying to the job are
opportunities in pay and benefits and interest in the
work. This is true within each target audience.

The job opportunity examples included:
« Fish filleter
« Industrial butcher/ industrial meat cutter
« Lobster processor
- Operations manager

9.31 Youth Perspectives on Specific Occupation

There is a gap between qualified candidates and like-
ly applicants. For all but one job example (operations
manager), youth are more likely to think they are quali-
fied than they are to apply. A sizeable segment of young
Canadians respondents considers themselves qualified
for the job examples. Of the jobs considered, respon-
dents are most likely to say they are qualified for the
fish filleter job (54%), followed by the lobster proces-
sor (49%). Only one in three (30%) consider themselves
qualified for the operations manager position. Despite
ranking last in terms of qualified respondents, the oper-
ations manager position is the one most likely to draw
applicants (30%).

The combination of pay and benefits is generally the
most likely selected reason for why youth respon-
dents would want to apply to the jobs presented.
Interest is a close second in most cases and for the
lobster processor example the top reason (selected by

54%). Interest (or the lack of) is, on the other hand, by
far the top reason why youth respondents are unwilling
to apply to all but the operations manager job. Notably,
pay and advancement opportunities are not likely barri-
ers to interest in applying for any of the jobs. Viewed in
terms of the most important advantages discovered in
the previous section, this indicates that those interest-
ed in applying make a connection between the job and
advantages in compensation and career advancement
opportunities.

The operations manager job stands out as the most
attractive job in terms of potential applicants. Poten-
tial applicants are more likely to believe this job comes
with advancement opportunities compared to those in-
terested in applying to the other job examples. Those
deterred from applying are more likely to say a lack of
experience is the reason why.

TABLE 18: YOUTH RESPONDENTS’ QUALIFICATIONS AND WILLINGNESS TO APPLY TO
SPECIFIC JOB EXAMPLES

QUALIFIED APPLY

JOB
Fish Filleter 54%
Industrial Butcher / 38%
Industrial Meat Cutter
Lobster Processor 49%
Operations Manager 30%

Qualified Unqualified Would Not

30% 27% 57%
44% 22% 61%
34% 25% 57%
53% 32% 56%
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TABLE 19: YOUTH RESPONDENTS’ REASONS FOR APPLYING AND NOT APPLYING TO
SPECIFIC JOB EXAMPLES

FISH FILLETER INDUSTRIAL BUTCHER / LOBSTER PROCESSOR OPERATIONS MANAGER
IND MEAT CUTTER
(sl (= ][w]le]lw e ool =[]l ][] ]
1

60% 2 25% 1 56% 3 18% 2 53% 2 33% 1 63% 3 12%

Pay and
benefits

Interest 2 60% 1 58% 2 53% 1 50% 1 51% 1 55% 2 56% 2 35%

Neces- 4 31% 3 22% 4 33% 2 34% 4 34% 3 21% 4 28% 1 65%
sary ex-
perience

Advance- 3 39% 4 17% 3 36% 4 15% 3 40% 4 19% 3 51% 4 9%
ment

opportu-

nities

R = RANKING WA=WHY APPLY WN=WHY NOT




9.3.2

There is a gap between qualified candidates and like-
ly applicants. Indigenous respondents are more likely
to think they are qualified than to be willing to apply for
all positions with the exception of operations manager,
where they are equally likely. Approximately half of In-
digenous respondents say they are qualified for the fish
filleter and the lobster processor jobs, whereas only a
third or less say they would apply. Industrial butcher/
meat cutter and operations manager are both jobs with
a lower likelihood of qualified candidates. Notably, the
fish filleter is the most likely job for Indigenous respon-
dent applicants (32%), unlike the other three groups
where the operations manager was the most likely po-
sition.

The combination of pay and benefits is the most like-
ly selected reason for why Indigenous respondents

Indigenous Canadians’ Perspectives on Specific Occupations

would want to apply to the jobs presented. Of those
that would apply, interestis a close second likely reason
selected, whereas for those that are not willing to apply,
interest is the most likely reason for not applying for all
but the operations manager position. Notably, pay and
advancement opportunities are not likely barriers to in-
terest in applying for any of the jobs. This suggests that
advantages in compensation and career advancement
opportunities are recognized by those that are interest-
ed in applying for these positions.

The operations manager job stands out. Again, like
among youth respondents, this position attracts the
most potential applicants. Those deterred from apply-
ing are more likely to say a lack of experience is the
reason why.

TABLE 20: INDIGENOUS RESPONDENTS’ QUALIFICATIONS AND WILLINGNESS
TO APPLY TO SPECIFIC JOB EXAMPLES

QUALIFIED APPLY

Qualified Unqualified Would Not

Fish Filleter 52%
Industrial Butcher / 36%
Industrial Meat Cutter

Lobster Processor 49%
Operations Manager 28%

27% 32% 52%
46% 24% 61%
34% 28% 57%
58% 28% 56%
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TABLE 21: INDIGENOUS RESPONDENTS’ REASONS FOR APPLYING AND NOT APPLYING
TO SPECIFIC JOB EXAMPLES

FISH FILLETER INDUSTRIAL BUTCHER / LOBSTER PROCESSOR OPERATIONS MANAGER

IND MEAT CUTTER

ﬂﬂﬂﬂﬂﬂﬂﬂ

Pay and 60% 27% 57% 15% 59% 30% 64% 8%
benefits

Interest 2 55% 1 38% 2 52% 1 38% 2 51% 1 38% 2 56% 2 22%

Neces- 4 30% 3 20% 4 40% 2 34% 4 37% 3 20% 4 29% 1 61%
sary ex-
perience

Advance- 3 41% 4 14% 3 48% 4 9% 3 46% 4 18% 3 44% 3 11%
ment

opportu-

nities

R = RANKING WA=WHY APPLY WN=WHY NOT




9.3.3 New Canadians’ Perspectives on Specific Occupations

There is a gap between qualified candidates and
likely applicants. In the same way as the previous two
groups, a sizeable group of new Canadian respondents
are confident in being qualified for the job examples,
particularly the fish filleter and lobster processor posi-
tions. In the same way, they are also less likely to say
they would apply than that they are qualified with the
exception of the operations manager position, where
more say they would apply (37%) than are qualified
(34%).

Pay and benefits and interest in the position are the
most likely selected reasons for why new Canadian
respondents would want to apply to the jobs pre-
sented. Notably, interest is the top reason given for po-
tential applicants for the top jobs ranked by qualified
applicants (fish filleter and lobster processor), edging

out pay and benefits, while for industrial butcher/meat
cutter and operations manager this relationship is in-
verted. Those that would not apply are most likely to
give a lack of interest as the reason with the exception
of the operations manager position, where a lack of ex-
perience sits at the top.

The operations manager job stands out. New Canadi-
an respondents are 10 percentage points more likely to
say they would apply to this position than the runner-up,
fish filleter (37% would apply for operations manager
and only 27% for fish filleter). Those that would apply
are more likely to believe this job comes with advance-
ment opportunities compared to those interested in ap-
plying to the other job examples. Those deterred from
applying are more likely to say a lack of experience is
the reason why.

TABLE 22: NEW CANADIAN RESPONDENTS’ QUALIFICATIONS AND WILLINGNESS
TO APPLY TO SPECIFIC JOB EXAMPLES

QUALIFIED APPLY

Qualified Unqualified Would Not

Fish Filleter 50%
Industrial Butcher / 35%
Industrial Meat Cutter

Lobster Processor 45%
Operations Manager 34%

31% 27% 54%
47% 21% 61%
39% 25% 60%
48% 37% 45%
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TABLE 23: NEW CANADIAN RESPONDENTS’ REASONS FOR APPLYING AND NOT APPLYING
TO SPECIFIC JOB EXAMPLES

FISH FILLETER INDUSTRIAL BUTCHER / LOBSTER PROCESSOR OPERATIONS MANAGER

IND MEAT CUTTER

ﬂﬂﬂﬂﬂﬂﬂﬂ

Pay and 58% 26% 59% 18% 57% 33% 69% 13%
benefits

REASON

Interest 1 66% 1 57% 2 57% 1 50% 1 60% 1 56% 2 60% 2 29%

Neces- 4 17% 4 26% 4 23% 2 38% 4 19% 3 31% 4 25% 1 67%
sary ex-
perience

Advance- 3 35% 2 28% 3 44% 3 19% 3 38% 4 21% 3 59% 4 7%
ment

opportu-

nities

R = RANKING WA=WHY APPLY WN=WHY NOT




9.3.4 Unemployed Workers’ Perspectives on Specific Occupations

There is a gap between qualified candidates and like-
ly applicants. Both the fish filleter and the lobster pro-
cessor jobs are likely to be viewed as within the skillset
of a sizeable portion of unemployed respondents. The
example of industrial butcher/ meat cutter is slightly
less likely to be in this category, while only a quarter
of unemployed respondents feel qualified for the oper-
ations manager position. As with the previous groups,
the proportion of unemployed respondents that say
they would apply for the job examples is lower than
the proportion that is qualified for all but the operations
manager position.

Interest in the position is generally the most likely
selected reasons for why unemployed respondents
would want to apply to the jobs presented. The differ-
ence between interest and the second-ranked reason,

pay and benefits, is minimal however and these should
be considered side by side when considering these re-
sults. For those that would not apply, a lack of interest is
the clear likely reason given.

The operations manager job stands out. The differ-
ences between this and the other jobs are less pro-
nounced, however, than what was true for the other
groups. For example, unemployed respondents are
similarly likely to apply for both the fish filleter and lob-
ster processor jobs, as for the operations manager job.
Again, the notable difference is in the perception of the
required qualification. This is shown in the low number
of qualified respondents as well as by those deterred
from applying being more likely to say a lack of expe-
rience is the reason why than those deterred from the
other positions.

TABLE 24: UNEMPLOYED RESPONDENTS’ QUALIFICATIONS AND WILLINGNESS
TO APPLY TO SPECIFIC JOB EXAMPLES

QUALIFIED APPLY

Qualified Unqualified Would Not

Fish Filleter 48%
Industrial Butcher / 32%
Industrial Meat Cutter

Lobster Processor 45%
Operations Manager 27%

32% 27% 55%
49% 20% 63%
36% 25% 59%
56% 28% 55%

© Food Processing Skills Canada




TABLE 25: UNEMPLOYED RESPONDENTS’ REASONS FOR APPLYING AND NOT APPLYING
TO SPECIFIC JOB EXAMPLES

FISH FILLETER INDUSTRIAL BUTCHER / LOBSTER PROCESSOR OPERATIONS MANAGER

IND MEAT CUTTER

ﬂﬂﬂﬂﬂﬂﬂﬂ

Pay and 57% 26% 56% 14% 57% 32% 61% 9%
benefits

Interest 1 58% 1 47% 1 57% 1 43% 2 54% 1 49% 1 63% 2 25%

Neces- 4 26% 3 24% 4 31% 2 36% 4 30% 3 22% 4 28% 1 64%
sary ex-
perience

Advance- 3 37% 4 18% 3 39% 3 14% 3 39% 4 20% 3 47% 4 7%
ment

opportu-

nities

R = RANKING WA=WHY APPLY WN=WHY NOT




9.4 LIKELIHOOD OF CONSIDERING EMPLOYMENT
OPPORTUNITIES IN THE SECTOR

The most compelling result when examining the likeli-
hood of considering employment opportunities in the
sector is the increase in the proportion of likely appli-
cants as a result of information gleaned throughout the
ChoiceBook™, which amounted to eight percentage
points in difference. Each target audience saw an in-
crease to the proportion of respondents willing to apply
for a job in the meat and seafood manufacturing sector
and, in particular, the new Canadian respondents (28%
at the start of the study to 37% after absorbing the in-
formation).

Overall, the potential of bonuses — both for perfor-
mance and retention — were the most likely perquisites
to positively influence the likelihood of respondents
to consider employment opportunities in the sector.
In general, the more tangible offers, such as bonuses,
transportation and predictable full-time work attracted
the highest proportion of respondents within each of
the segments studied.

The potential perquisites included:
Would you be more or less willing to work in the meat
and seafood sector if employers:

« Covered the costs of childcare during work hours
« Have facilities near a school
« Offer bonuses based on performance

Offer bonuses based on retention (e.g. bonus if
stay six months)

Offer co-op credits for work

Offer jobs concentrated in select months of the
year, allowing for extended time off

Offer opportunities for language training

Offer part-time work, allowing for more flexibility
Offer predictable full-time work

Offer to cover costs of tuition and school supplies
Prepare meals for staff

Provide a path to citizenship

Provide financial literacy training

Provide immigration legal support

Provided fitness facilities on-site/paid for access to
facilities nearby

Take care of transport for employees living on re-
serve

Take care of transport to and from work




9.41 Youth Perspectives on Considering Employment Opportunities

Young respondents are motivated by available bonus-
es. Bonuses based on performance and retention are
the most likely potential offers to be selected by youth
to improve their willingness to work. However, there is
a virtual tie among the top five employer actions to im-
prove the attractiveness of jobs. This tie includes the of-
fer of covering tuition and school supply costs, unique
to this segment. Notably, the results tail off with three
less tangible actions, namely financial literacy training,
co-op credits and proximity to schools.

Information works. Following learning about the sec-
tor as part of the process of the ChoiceBook™, young
respondents are nine percentage points more likely to
say they would apply to a nearby job in the meat and
seafood sector, increasing to almost one in three would
be applicants. One in five says they would move for
such an opportunity.

TABLE 26: YOUTH RESPONDENTS LIKELIHOOD TO CHANGE IN WILLINGNESS TO WORK IN THE SECTOR

Change to willingness to work

Employer Offer

Offer bonuses based on performance

Offer bonuses based on retention (e.g. bonus if stay six months)

Offer to cover costs of tuition and school supplies
Take care of transport to and from work

Offer predictable full-time work

Prepare meals for staff

Offer part-time work, allowing for more flexibility

Covered the costs of childcare during work hours

Offer jobs concentrated in select mos. of the year, allowing for ext. time off

Provided fitness facilities on-site/paid for access to facilities nearby

Provide financial literacy training

Offer co-op credits for work

Have facilities near a school

More Less
(4-5 combined) (1-2 combined)
56% 10%
55% 9%
55% 9%
55% 10%
55% 10%
51% 1%
50% 1%
50% 10%
50% 12%
48% 12%
43% 1%
43% 12%
43% 12%

*Some rows have been removed due to being asked only of a small subset
of the group that overlapped with other pertinent groups to that category.

TABLE 27: YOUTH RESPONDENT’S LIKELIHOOD TO APPLY TO JOBS IN THE SECTOR

Change to willingness to work

Proximity to Job More Less
(4-5 combined) (1-2 combined)
If a meat and seafood manufacturing job was located near you, would you 20% 47%
apply?
Now that you have learned more about it, if a meat and seafood manufac- 29% (+9) 38%
turing job was located near you, would you apply?
And if one was not located near you, would you move to work there? 20% 51%
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9.4.2

Indigenous Canadians’ Perspectives on

Considering Employment Opportunities

Indigenous respondents are motivated by available
bonuses. Bonuses based on performance and reten-
tion are the most likely potential offers to be selected
closely followed by predictable full-time work. The offer
unique to this group, taking care of transport for em-
ployees living on reserve, was among the bottom three
options, and notably nine percentage points lower than
the top five (less specific) option of providing transport
to and from work.

Information works. After reviewing the information
found in the ChoiceBook™, Indigenous respondents
are seven percentage points more likely to say they
would apply to a nearby job in the meat and seafood
sector. As with youth, one in five say they would move
for such an opportunity.

TABLE 28: INDIGENOUS RESPONDENTS’ LIKELIHOOD TO CHANGE IN WILLINGNESS

TO WORK IN THE SECTOR

Employer Offer

Offer bonuses based on performance

Offer bonuses based on retention (e.g. bonus if stay six months)

Offer predictable full-time work
Take care of transport to and from work
Prepare meals for staff

Offer part-time work, allowing for more flexibility

Offer jobs concentrated in select mos. of the year, allowing for ext. time off

Provided fitness facilities on-site/paid for access to facilities nearby

Covered the costs of childcare during work hours
Take care of transport for employees living on reserve
Provide financial literacy training

Have facilities near a school

Change to willingness to work

More Less
(4-5 combined) (1-2 combined)
57% 9%
55% 9%
53% 10%
50% 13%
49% 1%
47% 1%
46% 13%
46% 12%
42% 13%
41% 10%
40% 14%
35% 14%

*Some rows have been removed due to being asked only of a small subset
of the group that overlapped with other pertinent groups to that category.

TABLE 29: INDIGENOUS RESPONDENTS’ LIKELIHOOD TO APPLY TO JOBS IN THE SECTOR

Proximity to Job

Change to willingness to work

If a meat and seafood manufacturing job was located near you, would you

apply?

Now that you have learned more about it, if a meat and seafood manufac-

turing job was located near you, would you apply?

And if one was not located near you, would you move to work there?

More Less

(4-5 combined) (1-2 combined)
22% 45%
29% (+9) 37%
22% 50%

© Food Processing Skills Canada




9.4.3 New Canadians’ Perspectives on Considering

Employment Opportunities

New Canadians are more likely than the other seg-
ments to be inspired to work. With the exception of
proximity to school facilities, all the offered perquisites
attracted a majority of new Canadian respondents to say
they would be influenced to be more likely to work in
the sector. Bonuses based on performance is the most
likely potential offer to be selected, closely followed by
transportation and bonuses based on retention. A path
to citizenship, immigration legal support and language
training, are unique to this segment and are all part of
the lower half of the list.

Information works. After reviewing the information
found in the ChoiceBook™, New Canadian respondents
are 13 percentage points more likely to say they would
apply to a nearby job in the meat and seafood sector.
The proportion of new Canadian respondents that say
they would apply is the highest among the segments at
41%. As with the previous groups, one in five say they
would move for such an opportunity.

TABLE 30: NEW CANADIAN RESPONDENTS’ LIKELIHOOD TO CHANGE

IN WILLINGNESS TO WORK IN THE SECTOR

Employer Offer

Change to willingness to work

Offer bonuses based on performance

Take care of transport to and from work

Offer bonuses based on retention (e.g. bonus if stay six months)

Offer predictable full-time work
Prepare meals for staff
Covered the costs of childcare during work hours

Offer part-time work, allowing for more flexibility

Provided fitness facilities on-site / paid for access to facilities nearby

Provide financial literacy training
Provide a path to citizenship

Provide immigration legal support

Offer jobs concentrated in select mos. of the year, allowing for ext. time off

Offer opportunities for language training

Have facilities near a school

More Less
(4-5 combined) (1-2 combined)
65% 10%
64% 10%
64% 9%
62% 9%
58% 12%
57% 1%
56% 1%
55% 12%
54% 1%
53% 12%
53% 12%
51% 14%
51% 14%
49% 12%

*Some rows have been removed due to being asked only of a small subset
of the group that overlapped with other pertinent groups to that category.

TABLE 31: NEW CANADIAN RESPONDENTS’ LIKELIHOOD TO APPLY TO JOBS IN THE SECTOR

Change to willingness to work

Proximity to Job More Less
(4-5 combined) (1-2 combined)
If a meat seafood manufacturing job was located near you, would you 28% 39%
apply?
Now that you have learned more about it, if a meat and seafood manufac- 41% (+13) 27%
turing job was located near you, would you apply?
And if one was not located near you, would you move to work there? 22% 43%
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9.4.4 Unemployed Workers’ Perspectives on Considering

Employment Opportunities

Unemployed respondents are motivated by bonus-
es. The results point to three tiers of perquisites, with
performance and retention bonuses, transportation and
predictable work in the top tier. There is a middle tier
that includes meals provided, extended time-off, flex-
ible part-time work and fitness facilities. Finally, there
is a bottom tier that includes financial literacy training,
childcare costs and school proximity.

Information works. The information provided in the
ChoiceBook™ sways seven per cent of unemployed re-
spondents to say they would apply to a job in the meat
and seafood manufacturing industry increasing the pro-
portion of the group that would benefit from one in four
to one in three. As with the previous groups, one in five
say they would move for such an opportunity.

TABLE 32: UNEMPLOYED RESPONDENTS’ LIKELIHOOD TO CHANGE IN WILLINGNESS

Change to willingness to work

TO WORK IN THE SECTOR

Employer Offer

Offer bonuses based on performance

Offer bonuses based on retention (e.g. bonus if stay six months)

Take care of transport to and from work
Offer predictable full-time work

Prepare meals for staff

Offer jobs concentrated in select mos. of the year, allowing for ext. time off

Offer part-time work, allowing for more flexibility

Provided fitness facilities on-site / paid for access to facilities nearby

Provide financial literacy training
Covered the costs of childcare during work hours

Have facilities near a school

More Less
(4-5 combined) (1-2 combined)
59% 9%
58% 7%
58% 8%
57% 8%
52% 1%
50% 1%
50% 9%
47% 10%
43% 10%
43% 10%
37% 12%

*Some rows have been removed due to being asked only of a small subset
of the group that overlapped with other pertinent groups to that category.

TABLE 33: UNEMPLOYED RESPONDENTS LIKELIHOOD TO APPLY TO JOBS IN THE SECTOR

Change to willingness to work

Proximity to Job

If a meat seafood manufacturing job was located near you, would you

apply?

Now that you have learned more about it, if a meat and seafood manufac-

turing job was located near you, would you apply?

And if one was not located near you, would you move to work there?

More Less
(4-5 combined) | (1-2 combined)
25% 40%
32% (+7) 34%
21% 50%
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10.0 HUMAN RESOURCE ISSUES, PROMISING
PRACTICES AND CONSIDERATIONS

Human resource issues in the industry are the manifestation of various factors outlined in the previous sections.
The study examined the specific challenges that align with these issues, in addition to some areas of opportuni-
ties that could arise from the challenges being encountered. Through interviews, reviewing reports, conducting
roundtable discussions, site visits and examining other sectors with similar challenges, some promising practices
were identified for the sector to consider as it moves forward in attempting to address many of these issues.

While many of the ideas presented in this section have not been formally tested and evaluated to the extent
that they could be considered “best practices”, they have had some positive anecdotal results which indicate
that there may be “promising practices” that could be further investigated and adapted by employers and other
stakeholders. This would be an advantage over the simple ongoing trial and error that can be expensive and time
consuming for employers when attempting to address HR issues.

10.1 RECRUITMENT AND RETENTION

SUMMARY

Challenges in recruitment and retention were viewed as the result of multiple, intercon-
nected factors rather than having a single or primary cause. Some of the key interrelated
factors identified included the sector’s working conditions and in particular, the working
environment which includes temperature challenges (some areas quite warm while other
areas are cold), dampness, strong odours, and contact with blood and offal. The other
challenges noted with recruitment and retention was related to the physical requirements
of many of the jobs, and the issues this presented for the Canadian workforce who are
less likely to be working in physical labour occupations compared to when there was
more rural labour supply from which the plants could recruit.

Another main area of challenge strongly related to recruitment was regarding current
perceptions and an overall lack of awareness of the meat processing industry in Canada.

This was usually connected to how people are in general less aware of how food is pro-
duced compared to 20 years ago, and the general disconnect that most Canadians have
with where their food comes from, and how the pathways for the food products (including
meat) that make their way into supermarkets or restaurants. Careers in food processing
and meat processing, in particular, may not be on the career radar for many individuals
unless there is a pre-existing connection to the industry (e.g., live close to a plant; friends/
relatives work in the industry).

The other main issues with recruitment were noted as closely related to the decreas-
ing supply of lower-level skilled labour near plants which is in turn related to increased
post-secondary participation rates among youth and the continued movement to urban
centres by youth and young families. This contributes to labour shortages overall in rural
areas, and overall greater competition for labour from various sectors in both urban and
rural settings.
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CONSIDERATIONS

Some of the considerations outlined by the study
included improving the awareness and percep-
tions of the industry by promoting the sector
within the spectrum of “farm to fork”, and build-
ing on the current attention being paid to “foodie
culture”, the increased desire by some groups to
learn more about the origins and content of their
food products, and ongoing celebrity chef popu-
larity to promote the industry.

Recruitment challenges were often addressed
effectively by having employee referral programs
with current staff which included substantial cash
compensation for successful referrals who stay
with the company for various milestones. Other
recruitment approaches in more suburban-ur-
ban centres included working through temporary
agencies where there were temporary place-
ments of workers in the plant who are then re-
cruited for permanent positions after payment to
agencies (in essence, temporary agencies are
working as recruitment agencies for the plants).
The benefits of these two types of recruitment
are that the potential recruits are often more
aware of the challenging working conditions and
working environment by already knowing peo-
ple working at the plant, or having worked some
shifts in the plant. This tends to decrease the
number of “fast quits” who only remain for 1 or 2
shifts before leaving.

Other factors that appear to have had some suc-
cess with improving retention rates and making
the positions more appealing thus helping with
recruitment are aspects such as rapid increases
in pay after short probationary periods, flexibility
in scheduling, and opportunities to apply for and
change positions within the plant.

The development and implementation of on-
boarding activities beyond a 1-2 hour orientation
session appear to be of significant importance to
retention. Companies that have invested heavily
in this area generally report lower levels of turn-
over, and longer retention (very few “fast quits”).
Onboarding activities can be quite involved, are
often structured and involve skills training, physi-
cal training and exercises, monitoring of learning,
performance assessments and clearly defined
progression milestones. In some instances new
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workers are assigned coaches or mentors who
closely track the adjustment and integration of the
new entrant, calling in additional resources and sup-
ports as required.

Retention also seems related to training provided
by the employer. Some companies (particularly larg-
er companies) are investing considerable amounts
in developing training materials, tools and curricula
along with learning assessments. Challenges with
literacy and English as a second language are over-
come to some extent through the development of
videos and demonstration techniques that are large-
ly visually based. Also, some companies are going
far beyond the “pair someone new with some who
knows the job” type of on-the-job training to instead
identifying and developing training staff who work
alongside the new workers on the various lines but
are designated trainers with specific goals, tasks
and milestones for their “students”.

One consideration in examining training, onboard-
ing and other investments in retention is that many
of these best practices are being developed and
implemented by the largest processing companies.
The challenge is that most of the companies in the
industry are actually quite small with less than 60
employees (vs. 700-1000). Within the small business
context, developing and implementing programs
like those described above can be daunting if not
impossible. One area for possible recommendation
is to develop a more coordinated sector-specific ap-
proach to supporting the small medium enterprises
by development of common training materials, core
designs for onboarding programs, and online train-
ing delivery (so training does not have to be done
all on-site).

ASSOCIATED RECOMMENDATIONS
Regional solutions
Flexible Workplaces
Sector Employment Opportunities Aware-
ness Campaigns
Examine Reasons for the Low Levels of En-
rollment in Existing Training for Meat Cutting

and Butcher Programs

Support More Systematic Development

of Training Materials, Tools and Programs
Within the Industry to Enhance On-The-Job
Training

Industry Learning/Development Programs
(including some leading to a certificate)




104141 Challenges with recruitment and retention

Through interviews and site visits, the challenges with
recruitment and retention identified by employers were
often indications of numerous connected factors and not
one single cause. The connections identified included
having a decreasing supply of lower-level skilled labour
pools near plants resulting from an aging workforce, in-
creased post-secondary education participation rates
and urbanization trends. Combined these contributed to
the situation of having many employers attempting to at-
tract a shrinking number of workers to return to the sec-
tor or try the sector as a new entrant. Challenges with
perceptions of the industry and lack of awareness were
identified as contributing to issues recruiting new sourc-
es of labour into the sector.

While turnover rates tended to vary somewhat from re-
gion to region and between plants, the overall sector
turnover rate imputed from the survey of establishments
was within the 40% range. Turnover and issues of worker
retention of this magnitude can be challenging to disen-
tangle and attribute cause to a single few factors. Issues
identified with employers, unions and workers included:

« Industry image - Several issues were identified re-
garding the industry image and its negative impact on
the recruitment and retention of workers. In general,
jobs in the meat processing industry are assumed to
be low skill and low pay, lacking appropriate com-
pensation for the physical demands the job requires.
The work environment is not thought to be ideal,
given hot/cold temperature conditions, task repeti-
tiveness, and the smells and blood associated with
meat processing. These negative attributes have led
to a stigma surrounding the industry. These percep-
tions, however, do not reflect the full reality of meat
processing plants. Individuals are not often aware of
the variety and number of work opportunities avail-
able, the supportive working conditions, or many of
the benefits offered including employment stability
and competitive benefits packages. Moreover, the
industry does not appear to effectively advertise
these positive aspects of the work environment.

Quality of current job candidates — Given the la-
bour shortages in many regions, many employers
indicated that they are now hiring workers who they
would not have considered hiring a decade ago.
While this offers opportunities for individuals who
would previously have been unemployed, it can cre-
ate challenges within processing teams and lines in
which experienced, job-ready workers are having to
accommodate team members who are less focused,

not putting in as much effort, and overall not perform-
ing to the average team level. This can be particu-
larly challenging in environments where everyone
is paid a similar wage. The other challenge is that
these individuals are much more likely to quit which
then puts additional pressures on the workforce and
contributes significantly to higher turnover rates.

Career expectations and pathways - There is in-
creased competition from other industries and sec-
tors (e.g., oil in the West, retail, and the service indus-
try in all regions), which makes it increasingly difficult
for the meat processing industry to recruit workers.
For instance, according to interviews, wages in the
service industry (once tips are included) often ex-
ceed wages in the meat processing industry in sev-
eral regions. This issue is exacerbated when some
population segments, such as Millennials, expect a
career and promotions straightaway. Meat process-
ing industry jobs are often assumed by those being
targeted for recruitment to be short-term, temporary
and with little consideration given to benefit pack-
ages. There is also an assumption that there will be
only limited wage increases after a certain level of
seniority is attained. Once an individual joins this in-
dustry, there are no clearly defined career paths that
are explicitly stated. Given that no certification or
essential skills have been identified, and that posi-
tions are assumed to be lower skill, interview respon-
dents indicated that potential recruits often feel that
they will be limited to one occupation or skill area,
with few opportunities for cross-training. In that re-
gard, this concern is also coupled with the assump-
tion that there will be no opportunities for mentor-
ship or coaching conducive to career advancement.

Increase in local job opportunities — As demonstrat-
ed through the regional labour market tightness anal-
yses, many regions studied have challenges meeting
all industries’ employment requirements, particularly
during peak seasons. This situation has resulted in
considerably more local job opportunities for low-
er-skilled workers which would not have been avail-
able in previous periods. Given lower-skill workers
often have a highly transferable skill set and experi-
ence, they can be much more mobile across sectors
compared to those workers with higher credentials or
specific technical skill sets. Retaining workers within
this type of labour market then becomes often more
challenging as it becomes much easier for workers
to “try on” a job and then move to another if not an
optimal fit.
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101.2 Promising practices and considerations with

recruitment and retention

As recruitment and retention continue to be challenging,
employers are attempting various approaches to address
related issues. Some of the promising practices identified
included:

« Open house and tours — Employers noted where
they had invested in open houses including plant
tours, they felt it was not only good for community
relations but also increased the number of applica-
tions to the plant thus assisting in recruitment. As
well, the open house/tours gave potential applicants
a chance to see the diversity of jobs as well as a re-
alistic assessment of the working conditions before
they applied, which employers believed assisted in
decreasing the number of immediate departures
that can happen within one week of being hired.

« Connections with community agencies — Employ-
ers who had made efforts to develop linkages with
local community agencies who were associated
with a specific target group (e.g., youth, immigrants)
or were involved in assisting people with employ-
ment needs indicated positive results. It was not-
ed that often these efforts would not necessari-
ly result immediately in new entrants or improve
recruitment, but after a period they would be a
source of new employees if efforts were continued.

+ Rewarding referrals from current employees —
This did not appear to be as frequent in the sea-
food processing sector as in other sectors where
current employees can receive referral bonuses for
recommending friends or family members who are
retained over certain periods of time. While there
was mention of family/friends often being a good re-
cruitment source, there was little indication that this
is financially rewarded by the employer. This meth-
od has been cited as quite effective in other tight
labour markets in other labour-intensive sectors.

« Working with other seasonal employers — A po-
tential practice that was presented as a possibility
in a few interviews but does not yet appear to have
been put in place anywhere consistently is improved
co-operation between regional employers from dif-
ferent sectors as opposed to competition for an in-
creasingly scarce labour supply. It was suggested
that it might be worth exploring if it would be possible
to work at a community level with employees to de-
termine if there could be optimal “employee sharing”
(as opposed to “job sharing”) across employers that
is co-ordinated and allows workers living in seasonal
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employment areas to work with more than one em-
ployer in a scheduled manner to develop a longer
term, multi-occupation job. For example, combining
seafood processing with construction labour and ag-
riculture work. Often workers are doing this on their
own, with employers essentially competing with one
another to retain an employee. An approach that
consists of “work terms” across different community
employers or is perhaps combined with support for
micro-business ventures with employees might be
appealing to some and assist with the challenges
involved in “peak” seasons in a number of sectors.

Improving the meat processing industry’s image —
There were various promising practices identified in
addressing the current challenges related to industry
image. Some of these included:

- Emphasizing the high-level and diversity of skills -
there is an opportunity to emphasize the high-lev-
el and diversity of skills required in the industry.
There are a wide variety of jobs available that
span a wide spectrum of skills that often require
balancing physical and technical abilities with
knowledge. Marketing strategies for the sector
can portray employees as athletes and artists
that do hard, but challenging, work. Videos can
be used to showcase the technicality of the work
and the challenging tasks required at higher-level
positions

- Promoting benefits associated with the industry
- the reality of the work involved should be bal-
anced with the benefits offered to employees.
Learning how other sectors with challenging work-
ing condition (e.g., Canadian Forces, construction,
oil and gas, farming and welding) are marketed
can help determine if there are lessons that can
be learned for the meat industry. While there are
certainly challenges with the working environ-
ment (e.g., temperature, blood, noise, smells, task
repetition), there are also many positive aspects
that can be emphasized such as the complex
and diverse skills required (e.g., speed, accuracy,
athletic and technical excellence), the access to
predictable working schedules (contributing to
a home-work balance) and the supportive work
environment (e.g., teamwork). Furthermore, com-
panies offer support to help individuals succeed
(e.g., training, health and safety teams). These can
be tough jobs, but they are also jobs of achieve-
ment that make a direct contribution to the Ca-
nadian economy as part of an important sector.



- Changing vocabulary - There is also an opportu-
nity to consider changes to the terms and vocab-
ulary used on the job; for instance, from “kill floor”
to “harvest floor”, from “slaughterhouse” to “meat
processing facility” and to provide more specific
job titles instead of simply “general labour”.

- Highlighting industry’s linkages to the food pro-
duction system - a potential solution is to highlight
the industry’s linkages to the system of food pro-
duction by developing an industry marketing cam-
paign featuring the whole spectrum from farm to
table and capitalizing on society’s current interest
in food preparation, celebrity chefs, and an ideal-
ization of farming and primary producers. It would
be possible to increase awareness about the sec-
tor if we could move away from a focus on primary
producers (farmers) and food preparation (chefs,
cooking shows) to be inclusive of all aspects of
the system when presenting to the Canadian
population (e.g., showcasing butchery at cook-
ing shows, including meat processing in culinary
programs, advertising career potential to students
interested in culinary school). There is also the
potential to capitalize on the concept of “Canada
feeds the world,” emphasizing how meat proces-
sors play a key role in keeping jobs in Canada and
in transforming the primary product to specialized,
high-quality food products sought after interna-
tionally. The economic contribution by the indus-
try, also demonstrated in terms of the amount and
diversity of export products, could be recognized.

« Highlighting career opportunities — There is a gen-
eral perception that the industry offers short-term
jobs rather than career opportunities for people with
all different types of background, training and work
experience. Some areas that were identified as prom-
ising practices to highlight that may address some of
the recruitment and retention issues included:

- Emphasizing rural communities and engagement
- there is an opportunity to emphasize to poten-
tial recruits the community and the potential so-
cial and economic benefits from living in smaller
towns and rural locations. Marketing the industry’s
community partnership and community engage-
ment will help to demonstrate the importance of
the industry as a whole, the value that these in-
dividual companies place on the holistic wellbe-
ing of the worker and their objective in being an
employer of choice. Some companies working in
smaller towns are choosing to emphasize commu-
nity and are strongly marketing the rural location
of the plant as a positive factor. These marketing
strategies highlight the various immigration ser-
vices and supports available, the high level of cor-
porate community engagement, schools and ed-
ucation opportunities, employment opportunities

for family members, health services, faith commu-
nities and the positives of living in vibrant, grow-
ing, small communities where home ownership is
a possibility.

Targeting promotion according to life stages
and population segments — The study identified
promising practices related to how consideration
should be given to various life stages and popu-
lation segments when targeting the promotion of
the sector. It is important not to assume that there
is a one-size-fits-all approach for industry promo-
tion given that each target group or segment is
looking for different things at different times.
Emphasizing that working in the sector is more
than “just a job” - It is key to emphasize that work-
ing in the sector is more than just a job, it can be a
career. For this purpose career paths within com-
panies should be developed so that more skilled
positions and management positions are hired in-
ternally. Several companies noted that hiring from
“the floor” is common practice but there is likely
an opportunity to create and display career lad-
ders to increase awareness of future possibilities
among workers. For the hiring from “the floor” ap-
proach to become routine, companies would have
to provide support and resources for re-training
and education, opportunities for assessment and
coaching and mentorship for employees. These
efforts could place greater pressure on smaller
plants, which would need to be creative with ca-
reer development strategies.

Emphasizing the sector stability - Efforts to in-
crease awareness of the sector’s job stability
would help attract potential workers who might
be exploring career opportunities across sectors,
particularly those who have experienced employ-
ment in less stable industries (oil/gas, retail, man-
ufacturing).

Understanding trends in employment duration -
The industry might also be called to re-evaluate
their expectations regarding employment dura-
tion to reconsider a shorter time frame for employ-
ees (e.g., two years vs ten years). Although there
are still many instances in the sector’s current
workforce of extended employment tenures (e.g.,
15-20 years), the duration of employment with
one employer or within a specific sector is likely
to be considerably shorter following the trends
observed in other industries that are starting to
impact the meat processing sector.

© Food Processing Skills Canada




10.2 AGING WORKFORCE

SUMMARY
The aging workforce in the meat processing industry presents both opportunities
and challenges. Opportunities include access to experience workers often with
good work ethic, awareness of job requirements and dependability. Challenges

include adapting to physical requirements, more limited endurance for long shifts,
attraction to other sectors heavily recruiting from this group, and the future sustain-
ability of the workforce when this group currently makes up the “core” workforce

for many employers.

CONSIDERATIONS

Employers are currently making various consider-
ations in developing approaches to both recruit
and retain an aging workforce. Some of these in-

ical aspects of processing jobs, designing tailored
pay and benefits packages, and recognizing experi-
ence and seniority within the workforce.

clude: increasing the flexibility in scheduling tak-
ing into account shorter shifts and additional days
off, increased automation and use of technology
that assist in alleviating some of the more phys-

ASSOCIATED
RECOMMENDATIONS

» Flexible Workplaces

10.241 Challenges with the aging workforce

While there were a number of benefits outlined with the
currently aging workforce such as experienced work-
ers, good work ethic, aware of the job requirements,
and dependability, there were also some challenges
identified. These included:

« Physical requirements — Many of the plant jobs
have significant physical requirements of Ilift-
ing, standing for long periods and manipulation
of materials in a repetitive manner. This can be
challenging for an aging workforce, particular-
ly when there are age-related health issues that
are exacerbated by the working conditions such
as arthritis and other musculoskeletal conditions.

« Endurance for long shifts — As noted previously, in
some plants workers may be required to work very
long shifts with limited days off for extended peri-
ods. This was noted by employers and employees
as challenging for older employees as their levels
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of endurance are not as substantial as when they
were younger.

Attraction to other sectors — Many other sec-
tors (e.g., retail, food service, tourism) are ac-
tively and aggressively recruiting older work-
ers given all the positives this group provides in
a tight labour market with limited new entrants.
As a result, some employers are experiencing
shifts of workers from their “core workforce” who
may have been with the company for many sea-
sons not returning as they access other employ-
ment opportunities with perhaps greater predict-
ability, flexibility and easier working conditions.

Future sustainability — By relying on aging work-
ers to make up their “core workforce,” employers
are keenly aware that they are vulnerable in the
very near future and will have ongoing challenges
with sustainability as this group continues to retire
and need to be replaced.



10.2.2

recruitment and retention

Given the advancing age of many in their workforce,
employers are attempting various approaches to ad-
dress related issues. Some of the promising practices
identified from both within the sector and from other
sectors included:

Flexibility in scheduling — Similar to other target
groups, increased flexibility in scheduling has been
demonstrated to assist with retention issues. Old-
er workers may need shorter shifts, more flexibility
to schedule around appointments and prefer ad-
ditional days off. The way many processing plants
are currently organized, this type of flexibility is
viewed as not possible. Innovative thinking of how
processes can be adjusted may allow some organi-
zations to view developing this type of flexibility as
a necessary option if they are to retain a sufficient
workforce — as is the case in some other sectors.

Increased automation and technology — Some
of the current challenges that confront older
workers are due to processes that have not yet
been automated, or there is not available tech-
nology (or it has not been yet adopted) to allevi-
ate some of the more physical aspects of pro-
cessing jobs. Employers and employees did note
that there have been some changes put in place
(e.g., cooking processes, meat extraction) that
have lessened physical requirements of some
jobs. Increased development and adoption of
automation may not only improve productivi-
ty but also make it much more possible for older
workers to work longer at plants before retiring.

Promising practices and considerations with

« Designing tailored pay and benefit packages —

While this was not highlighted by employers in
the seafood processing sector, other sectors have
begun exploring greater tailoring of pay and ben-
efits packages according to individual workers’
preferences. For example, the benefit of health
insurance may be increasingly important for old-
er workers (compared to many youth), while they
may be less interested in contributions to retire-
ment funds. While this may incur extra costs to
employers, it may make a significant difference
in how easily older workers can be retained as
the competition for this labour source increases.

Recognizing experience and seniority — Depend-
ing on the plant, there can sometimes be little or
no difference between the starting wage com-
pared with someone who has been working in the
industry for 20 years. Employers and employees
noted that this can be discouraging for workers
who have considerable experience and seniority
as plant workers but do not have it recognized in
financial terms. This was noted among some as be-
coming increasingly an issue as the “hire anybody”
approach to recruiting has brought in workers who
are not job-ready but are standing in the process-
ing line making the similar or identical wages to
the worker who has returned to the same company
consistently for ten years and performed well.
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10.3 INDUSTRY WORKING WITH INDIGENOUS COMMUNITIES

Various challenges in accessing the supply of Indig-
enous workers were outlined previously in section
5.5. Numerous companies described approaches they
have attempted in an effort to attract and retain Indig-
enous workers, such as working with Band Councils,
providing bus services and offering additional training.
Given that the approaches used to date have proven
to be limited in their success, many employers dis-
cussed how collaborations between industry, educa-
tional facilities, and government divisions working with
Indigenous groups must “think outside the box” when
developing new solutions. It was suggested in some
meetings to examine industries where successful re-
cruitment and retention of Indigenous workers has
been successful (e.g., natural resource development)
and determine if there are lessons to be learned or
practices that could be adapted for the meat process-
ing sector.

Other possible strategies that were identified during
interviews include:

. offering a work share environment (e.g., 12 weeks
on four weeks off),

+ being creative in supporting employment within
Indigenous communities (e.g., obtaining services

from Indigenous owned business, working with
HR professionals on-reserve, further processing of
some products),

» engaging in activities and active partnerships that
provide opportunities to build trust and rapport
with the community and Elder(s),

« creating employment pods of 6-8 workers so small
teams are supported,

« allowing workers to bring back products to the
community to increase their pride in their work,
providing financial support and developing part-
nerships with Indigenous communities to develop
job readiness and essential skills programming
that are directly linked to the meat processing in-
dustry.

Among some interviews, it was highlighted that there
is limited information on existing organizations or pro-
cesses that would facilitate collaboration or partner-
ships with Indigenous communities; more information
in that regard is needed. It was also suggested that
Indigenous experts be hired to assist with recruitment
and retention, like how many companies are investing
in hiring immigration specialists to assist them in hir-
ing and retaining temporary foreign workers or recent
newcomers.

10.4 ATTRACTING YOUTH TO THE INDUSTRY

Various challenges in accessing the supply of youth
workers were outlined previously in section 5.3. Giv-
en the different expectations of potential youth re-
cruits, and considering the possible strategy of adjust-
ing the expected duration of employment, promising
approaches to attract younger employees include
increasing job flexibility, such as offering contracts
instead of emphasizing a long-term commitment; pro-
viding options for job sharing and split shifts; allowing
workers to choose work shifts using an online system;
providing access to diverse tasks or work station rota-
tion and offering different start times to fit with school
obligations and other commitments.

Marketing efforts directed at youth can use a variety
of social media platforms. One recommendation is to
increase the industry’s social media presence and to
recruit “key influencers” to advertise for companies on
social media. Promoting the industry on social media
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could also be expected to have an impact on high-
lighting career opportunities for population segments
other than youth. In addition, there could be a plan to
target parents who could be directly or indirectly influ-
encing their children’s career paths.

Recognition is also identified as a key factor in attract-
ing and retaining youth, as it helps keep these workers
motivated. Recognition may take the form of bonus-
es (e.g., for attendance), access to technology-based
activities that have a gaming aspect integrated (e.g.,
gaming room for breaks, gamification of training and
achievement recognition), requesting feedback from
employees every three months, offering educational
opportunities (including scholarships), or offering re-
tention bonuses for working all summer. Other incen-
tives that might be attractive to youth include offering
transportation and/or accommodation.



10.5 TRAINING AND EDUCATIONAL INSTITUTIONS

SUMMARY
The current role of training and educational institutions with the meat processing sector is less
clear than for other sectors. This appears to be in large part due to sector’s foundational, inter-
mediate and many of the higher skill occupations being largely experience-based with training
being primarily on-the-job. This presents challenges with respect to the sector missing out on the
“validation” role that training institutions often play, and that career planning for youth, in partic-

ular, is often started by selecting a post-secondary training or education program. While there
are some training programs in post-secondary institutions related to meat processing (industri-
al meat cutting), these appear to be under-subscribed by students with limited enroliment and

graduation of small cohorts.

CONSIDERATIONS
Potential suggestions for the sector include
developing closer connections to both sec-
ondary and post-secondary programming. This
may result in changes such as highlighting sec-
tors within existing programs, developing work
placements and work terms within the sector
for current programming, considering a path in
meat processing that could benefit from exter-
nal training programs, and combining job-ready
development with tailored sector experience.

ASSOCIATED
RECOMMENDATIONS

« Examine Reasons for the Low Levels
of Enrollment in Existing Training for
Meat Cutting and Butcher Programs
Support More Systematic Devel-
opment of Training Materials, Tools

and Programs Within the Industry to
Enhance On-The-Job Training
Industry Learning/Development Pro-
grams (including some leading to a
certificate

10.541 Challenges with training and educational institutions

The current role of training and educational institutions
with the processing sector is less clear than for other
sectors. This appears to be in large part due to sector’s
foundational, intermediate and higher skill occupations
being largely experience-based with training being pri-
marily on-the-job. Some of the challenges this presents
include:

« Sector misses the “validation” role from training
institutions — Given that many occupations require
some sort of training or certification from an ed-
ucational institution, there is a role that post-sec-
ondary educational institutions play for some sec-
tors by legitimizing or validating many of their key
occupations. This can be achieved by having edu-
cational institutions’ “programs” directly associat-
ed or linked to an occupation or field (e.g., trades,
nursing, security). The majority of jobs in the sea-

food processing sector do not have any education-
al requirements, which makes the link between the
sector and educational institutions quite tenuous.

Career planning often conducted by choosing a
training or educational program — For most youth
and those re-entering the labour force, the choice
of an educational program is the first step in devel-
oping career interests or making career selection
decisions. Given there are no specific “seafood
processing” programs, the sector is likely often
overlooked as an option for the many who choose
this approach to career selection. This is confirmed
to some extent by the relatively low level of aware-
ness of the sector among many of the target au-
diences surveyed through the Choicebook™ ap-
proach.
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10.5.2 Promising practices and considerations with
training and educational institutions

« Highlighting sector within existing programs — One
approach that could be considered that may help in
developing awareness among those in career choice
stages is to highlight the seafood processing sec-
tor within existing programs. For example, diploma or
certificate programs in food technology may be en-
couraged to have substantial components focused on
the seafood processing sector encouraging students
to explore the industry as a viable career choice. This
would require industry working with regional educa-
tional institutions to help develop their curriculum.

Work with educational institutions to position sector
work placements and work terms within current pro-
gramming — Closely related to highlighting existing pro-
grams within the current curriculum is for the industry to
consider working with educational institutions to offer
and hopefully integrate work placements and work terms
in the sector with the various applicable programming.

Consider a path in meat processing that would bene-
fit from external training programs — Most of the foun-
dational and intermediate occupations do not currently
have educational requirements with all of the training
occurring as on-the-job. One consideration may be to
examine the different jobs to determine if there would
be any benefit to having some external training as ei-
ther a pre-requisite or to accompany the on-the-job
training that occurs. While not wanting to establish a
barrier to employment, this type of training could “val-
idate” the job choice and potentially be rewarded with
financial incentives (e.g., small raise in hourly wage)
when the individual completes the external training or
comes to the organization with the training completed.

Combine job-ready development with tailored sector
experience — With the sector offering many jobs that
do not require extensive educational requirements or
years of previous experience, it could be positioned as
an interesting sector to be paired with programs that
aim to develop job-readiness among participants. One
example of this is Succeeding at Work, which is focused
on preparing participants to work in the food process-
ing industry. While this program has a specific focus
on food processing, there may be other more general
job-readiness programming that could also be more
closely linked to the industry. Employers participating
in these programs may need to adapt the timing and
working conditions to integrate these participants into
their workforce, but this can often be achieved through
the development of work placements and shorter
work terms as an introduction to full-time employment.
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- Establishing a national certification system - Having a

national certification system would signal to those con-
sidering careers and actively undertaking career explo-
ration that there are skilled opportunities in the sector.
National certification would allow for the movement of
skilled employees across plants, regions and provinces.
Although increased mobility may present some challeng-
es for the industry, it is also a chance for workers to rec-
ognize that it is a career in an industry and not just a job.

Continue development of internal and on-site training
programs - An important part of the training for posi-
tions in meat processing is currently conducted on-site
using internal training programs. Given the call for stan-
dards and national certification, it is possible that train-
ing may shift so that at least some of it is completed
outside meat processing plants, either at education fa-
cilities, online or through other platforms. Nonetheless,
even with increased standardization and certification,
there will always be a strong need for internal and on-
site training programs to match skills with the facility’s
specific needs according to their lines of production and
their processes. In that regard, there was discussion
regarding what types of training could be developed
and collectively delivered to support both internal train-
ing needs and the need to develop process manuals.

Providing accessible training - Providing training online
can be less challenging than organizing training off-site,
as the latter requires dealing with logistic or operational
considerations such as replacing workers on the line or
offering transportation to off-site training. Online training
can often be included pre or post shift, similar to ESL
training programs. In addition, training should be holis-
tic and include technical skills (e.g., knife skills), physi-
cal preparation training (e.g., getting the body adapted
to physical work; stretching programs, OT, ergonomics)
and soft skills (e.g., communication, problem-solving).
Some companies have had success with trainers that
work consistently with trainees on each line in full-time
trainer positions. Another idea to consider is matching
training and salary, so individuals are enticed to com-
plete additional training programs. Another theme that
was addressed was the important role that supervisors
and lead hands play in supporting workers and ensuring
that the culture of the company is maintained which in
turn supports efforts in retention. Some companies indi-
cated that they are putting more effort into training and
developing those in supervisory positions to better sup-
port HR principles on the floor.



10.6 WAGES AND BENEFITS

SUMMARY

While wage levels are similar to those of many other lower-skill level positions and slightly low-
er than many other production worker positions in Canada, this appears to vary considerably
according to regions, size of the plant, type of processing, skills required, and animal being
processed (e.g., poultry vs. beef). According to interviews with plant managers and employees,
there may be challenges as to whether the current wage levels compensate sufficiently given
the working conditions of the industry and the increasing competition from other sectors. For ex-
ample, if forklift operating in a cold, damp odorous environment is paying less than forklift oper-
ating in a dry warehouse environment, it is challenging to retain workers in the meat processing
environment.

The draw of traditional benefits packages (health benefits, pension contributions) for youth ap-
pears to be limited according to the interviews conducted with young workers and students. In
contrast, the benefits packages were of high importance for recent immigrants, young parents,

and older workers.

CONSIDERATIONS
Some suggestions or considerations for possible
improvements include: working at more flexibility
with benefit packages avoiding a “one-size-fits-all”
approach, implementing pay structures that reflect
rewards for experience and performance, and de-
veloping positioning of the industry that elevates
meat processors as an employer of choice.

ASSOCIATED
RECOMMENDATIONS

« Regional Solutions

- Flexible workplaces

10.61 Challenges with wages and benefits

Issues regarding wages and benefit structures are mul-
tidimensional and include considerations of compara-
tive compensation within the meat processing industry
and in relation to the compensation offered in other
industries. There are also issues regarding the com-
pensation expectations of potential recruits. Being an
industry that is often unionized, top wages in a given
position can be reached quite quickly and can result in
many workers lacking wage progression. While there
were many examples where unions and companies
were working together to address recruitment and re-
tention, the nature of the unionized environment can
also result in challenges when trying to rapidly adjust
wage and incentive policies. In some regions, it is chal-
lenging to compete with the wages that are offered in

other industries (e.g., oil and gas sector in the West).
There is also a concern that raising minimum wages
will have a negative impact on the attractiveness of
wage rates in the meat processing sector. According
to interviews, benefit packages offered in this sector
are often attractive but not very well known and are
not often considered when calculating the wages for
the industry, even though compensation packages can
be quite costly. Despite this being a positive aspect of
compensation in the industry, there can be discrepan-
cies in the compensation packages offered by small
plants compared to larger plants. Potential youth re-
cruits and Millennials may not be as interested in ben-
efit packages as they are with wages.
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- Building on existing benefit packages - It is possi-
ble to build on existing benefit packages to include
creative and diversified incentives, and benefits
that target different population groups or that help
differentiate smaller plants. For example, what
might be an incentive for a parent with a young
family of newcomers might be quite different from
the perspective of a single high-school graduate
exploring careers. Smaller plants may have to de-
velop and offer creative incentives to offset poten-
tial wage discrepancies (e.g. free meals, transpor-
tation, bonuses). Incentives that have been tested
by some companies include referral bonuses for
employees, on-site ESL classes, 24-7 medical/
health team, attendance bonuses, retention bo-
nuses (after three to six months) for employees and
for supervisors, onsite gym facilities or discount-
ed access to community gym, cafeteria facilities,
childcare on site, transportation, training opportu-
nities and routine feedback from staff regarding
existing policies. Some of these have been more
successful than others depending on the target
audience, location, and the needs of workers.

Emphasizing positive aspects of benefit packag-
es in marketing initiatives - There was consensus
among the roundtable participants that the bene-
fit packages available in the industry are not often
well known or understood by potential job seekers.
While benefits do range considerably according to

10.6.2 Promising practices and considerations with wages and benefits

employer size, region and location, overall there are
some significant packages that are being offered.
For example, some plants offer health benefits,
family days, and contributions to retirement plans.

Pay structure that reflects reward for experience
and performance — As identified above, in some
plantsthereisverylittleifany difference betweenthe
wage level of new employees with no experience
and experienced, high performing workers. The
sector may want to consider examining pay struc-
tures among the foundational, intermediate and
higher skill level occupations to determine if there
are alternative structures that would better serve
their employees and assist with both attracting new
employees and yet retaining those who often make
up the core workforce of experienced employees.

Positioning required to be an employer of choice
vs employer of last resort — Given the tight region-
al labour markets resulting in competition for local
workers and needing to recruit workers from other
regions, the meat processing sector will need to
continue to work at positioning itself as an employ-
er of choice rather than an employer of last resort.
There is a multitude of factors that can contribute
to this positioning, but wages and benefits will
always likely remain key in combination with the
many other factors described in this report.
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10.7 ATTRACTING RECENT IMMIGRANTS

Various challenges in accessing the supply of recent
immigrants were outlined previously in section 5.4.
Many recent immigrants and refugees choose to relo-
cate in large urban areas. Companies identified that ru-
ral relocation requires extensive collaboration with the
community to ensure that there are sufficient supports
in place and settlement services that can be accessed.
This often requires companies to be directly involved
in the design and implementation of these services.
The community must be welcoming and responsive to
the needs of the workers, in particular, those with dif-
ferent cultural backgrounds and practices. As well, it
was expressed during interviews with employers that
“rural” in Canada might be quite different from immi-
grants’ countries of origins. For example, services in
rural areas in Canada may be much more extensive
than in home countries. Similarly, travel expressed in
kilometres may seem daunting vs. travel expressed in
the time required given infrastructure and transporta-
tion speeds generally available in Canada.

In some regions, employers indicated that there is lim-
ited information available regarding how to reach out
to refugees and newcomers for recruitment purposes.
One possible solution is to involve the industry in the
immigration process early on so that a connection can
be established and the possibility of employment can
be offered as an option. Similarly, it was suggested that
extra effort be made with regional immigration offic-
es so that they are aware of the labour shortages and
potential employment opportunities available in the in-
dustry for their clients. Participants in different regions
agreed that it would be beneficial to consider provid-
ing more structured incentives. For instance, programs
could offer the opportunity to expedite permanent res-
idency for refugees and/or newcomers if they move
to a rural community and work in the food processing
sector. Programs could also provide employment op-
portunities for spouses. In these instances, permanent
relocation is preferred as temporary placements from
urban areas are often unsuccessful.




10.8 USE OF TEMPORARY FOREIGN WORKERS

SUMMARY

The main challenges outlined for the use of temporary foreign workers included
application challenges such as costs, length of time for approvals, and the lack of
opportunities to follow a clearly delineated path towards permanency for TFWs.
Overall, the “temporary” in the TFW Program is challenging as the sector looks to
recruit for full-time, skilled positions to be filled by experienced workers who want
to immigrate and settle with their families.

ASSOCIATED
CONSIDERATIONS RECOMMENDATIONS

Suggestions and considerations included
making adjustments to the current immigra-
tion pathways so that there are more oppor-
tunities for the meat processing sector to
facilitate the immigration of skilled meat cut-
ters and their families to Canada.

« Support More Skilled Meat Cutters to Im-
migrate Permanently to Canada Through
Changes to the NOC Coding System

« Focus on Permanent Pathways for Immi-
gration

« Regional solutions




10.81 Challenges with temporary foreign workers

One main issue surrounding the TFWP is that it is not be-
ing used as atemporary solution; those within the industry
often aim to keep these TFWs working in the industry and
obtain permanent residency. However, there is a greater
need for permanent residents than there are permanent
residence positions and the process for renewing Labour
Market Impact Assessments (LMIA) is costly. There are
also barriers to obtaining permanent residency, such as a
required ESL Level 4 qualification or the required level of
fluency in French to obtain permanent residency in Que-
bec. Overall, the immigration process seems to prioritize
education levels rather than skills that the industry needs,
resulting in unmatched industry needs.

« TFWP application challenges — Employers noted
that there were some challenges associated with

the application process. The main concerns high-
lighted in interviews included the costs associated
with the program application, the length of time for
processing applications, and the costs and time in-
volved in producing adequate labour market impact
assessments.

Following a path to permanency — Among employ-
ers and temporary foreign workers there is the pref-
erence to have a pathway to permanent residence
status. This can be challenging given many of the
immigration pathways require employment in occu-
pations that are classified at skill levels A or B. Most
of the demand for employees are for occupations
that are classified at skill levels C. (see previous dis-
cussion on NOC codes for industrial vs. retail butch-
ers).

10.8.2 Promising practices and considerations with

temporary foreign workers

Promising practices and considerations in working with
TFWs include the following:

« Develop strategies to attract TFWs who will be-
come permanent — In most cases, the intention is
to recruit and bring workers to Canada who are like-
ly to be retained as full-time permanent employees
who will be assisted in applying for their permanent
residency and become fully integrated into the com-
pany and the community. Examples of good collab-
oration between immigration, ESDC, and companies
were highlighted in some regions. These were op-
portunities for ensuring that TFWs would be good
candidates for permanent residency (e.g., govern-
ment officials travelling with companies for out-of-
country interviews).

« Supporting TFWs through partnerships — Ensuring
that TFWs will be successful and obtain their per-
manent residency requires ongoing collaboration
between unions, the company and the community.
In some regions, there is funding available to munic-
ipalities to create settlement websites and outreach
initiatives. Communities and companies need to be
prepared to welcome these workers by working
with various programs and institutions, such as:

« schools and immigrant-serving organizations to
assist with language interpretation and settle-
ment,

« municipal services,

« housing services,

- financial institutions,

- medical services,

- language training,

- landlords,

. community and events services (including reli-
gious organizations) and

« local police.

« Adjustments to immigration pathways -There

were various suggestions as to what adjustments
could be made to the immigration pathways so that
temporary foreign workers could be accommodat-
ed. Many of these involved adjusting immigration
pathways so there does not need to be the “tem-
porary” component involved given that the desire is
to have permanent immigration into full-time perma-
nent jobs that would allow newcomers to contribute
fully to the local communities.

Assistance with housing and transportation sup-
ports — Employers working with TFWs noted that of
key importance in ensuring that TFWs are integrated
and comfortable in their work is to make certain that
their housing is adequate and that there is trans-
portation supports available within the community.
Many of the employers are also actively working
with the TFWs to assist them in accessing perma-
nent immigration streams.
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10.9 TECHNOLOGY AND AUTOMATION

SUMMARY

The larger plants in the industry are heavily automated and make considerable use
of technology, however this depends to some extent on the animals being pro-
cessed (e.g., poultry vs. beef), the type of processing, the size of the plant, technol-
ogy availability, and the level of human skill/jludgement required for specific tasks
or quality control. Within larger plants, there remain areas that are less automated

or specific processes that are challenging to cost-effectively automate, particularly
for some value-added specialized products that require client provided specifica-
tions (e.g., specialized pork cuts for export to Japan). These remain labour-inten-
sive areas for the plants involved. For smaller and medium-sized plants, it can be
challenging to adapt the technology/automation developed for large plants to ac-
commodate their scale and needs.

CONSIDERATIONS
Adapting technology/automation to scale and to make it affordable to the many small-medium plants may
be an area worth further consideration, and one that could potentially assist in alleviating the pressure
for manual labour. One example that was apparent in many plants was box folding where there would be
manual box folding teams to prepare the boxes needed on an ongoing basis. While there is technology
available for these types of tasks, one plant owner who had approximately 80 employees (4-5 on box
folding tasks; 2-3 on taping and sorting onto pallets) noted that box folding technology he would need
would be a huge financial investment (cost prohibitive) and on the current throughput, would have the
number of boxes needed for one day folded within about 15 minutes at which point the machine would
sit idle for 24 hours. As well, he would then have

to develop additional storage facilities to handle
assembled boxes (vs. the box folding team who
could work in a just-in-time fashion).

ASSOCIATED
RECOMMENDATIONS

« Innovation parternships

While the larger plants are heavily automated, the study
found that the smaller- and medium-sized firms re-
mained much less so. In interviews with these smaller
plants, the main reasons for not being more automated
was the capital investment required in addition to the
lack of scaling to their facilities. Much of the technology
and automation is focused on large facilities, while the
majority of the meat processing facilities in Canada are
relatively small.

Another challenge with increasing automation and tech-
nology in meat processing facilities is that one major

© Food Processing Skills Canada

area of growth is regarding much more tailored prod-
uct that is developed and produced according to client
specifications which are noted as becoming increasing-
ly detailed and challenging to automate. This presents a
dilemma to many plants that are attempting to increase
the value-added products, but the labour requirements
are intense, and the contribution that technology/auto-
mation can make is challenging given the size of many
of the facilities.
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APPENDIX A: STUDY STRUCTURE

The overall study structure consists of the Food Processing Skills Canada (FPSC — formerly the Food Processing
Human Resources Council or FPHRC) having received funding from the Government of Canada via the Sectoral
Initiatives under Employment and Social Development Canada. The FPSC (FPHRC) is working with a National Ad-
visory Committee along with Partners and Government to conduct the study with research participants with the
assistance of a group of consulting firms.

GOVERNMENT OF CANADA - ESDC - FUNDING

NATIONAL PARTNERS
ADVISORY AND
COMMITTEE GOVERNMENT

RESEARCH
PARTICIPANTS

The National Advisory Committee is made up of both industry and partners including processors from each of the
Atlantic provinces along with a research institute, and processing associations and sector council.

NATIONAL ADVISORY COMMITTEE
MEAT PROCESSING MEMBERS

INDUSTRY PARTNERS

Aliments ASTA (QC)
Black Angus Fine Meats & Game (ON)
Cargill Limited (AB) Canadian Meat Council

Cemesiogs WIEEt FRe e (Hih (eI Canadian Poultry and Egg Processors
Country Ribbon Inc. (NL) Council

Eeelel Lige (o) Counseil de la transformation alimentaire
Exceldor Coopérative (QC) du Quebec

Hylife Foods LP (MB)

BC Association of Abattoirs

JBS Food Canada Inc (AB) Ontario Independent Meat Processors

Johnston Packers LTD (BC)
Newmarket Meat Packers LTD (ON)
Olymel Société en Commandite LP (QC)

v
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APPENDIX B: DETAILED METHODS AND
DATA SOURCES BY COMPONENT

Survey of Meat Processing Establishments

The survey of meat processing establishments was conducted to provide key information for the description of
the current labour force along with contributing to the estimates for current and future demand requirements
from the industry. Characteristics of the survey included:

« In total, n=417 meat processing employers participated in the survey administered by Ipsos.

« Data collection was conducted via a telephone (n=299) and online (n=118) surveys.

« The survey was fielded between December 30th, 2017 and April 23rd, 2018.

« The margin of error for a sample of n=417 is +/- 4.7%, nineteen times out of twenty. The margin of error will be
greater for sub-groups depending on sample sizes.

« The average length of the survey was 21 minutes via telephone and 33 minutes online.

« Respondents were screened to ensure that only those individuals who had detailed information about the
people employed within the organization and the types of skills and qualifications required by the organiza-
tion participated in the survey.

- The survey was conducted in both English and French, depending upon the preference of the respondent.

« Respondent contact information for the survey was provided by FPSC.

Supply and Demand Projections

The objective of this component of the study was to undertake a comprehensive labour market information study
of the seafood processing sector to collect information on the following topics and areas:
« Top occupations and practice areas in the seafood sector
« Knowledge, skills and experience required by employers
« Current and future workforce demands and how they are likely to change?
- Expansion Demand (change in employment)
« Replacement Demands (deaths and retirements)
« Compensation and benefits for key occupations
Supply of workers
Measures of current and future labour market conditions to identify the specific sectors, regions or key prac-
tice areas likely to experience hiring difficulties.

The overall approach for the labour market model development included multiple quantitative data sources such
as the survey of establishments (IPSOS Employer Survey), Statscan Census and other industry and labour force
data, and provincial macroeconomic and population projections (C4SE Projections).
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Statscan Census IPSOS Employer Industry Rest of the World
and other data Survey Interviews Assumptions

Community and LABOUR Technology C4SE Provi.ncial Mac-
Population MARKET ro Economic & Popu-
Demographics MODEL lation Projections

Policy Module

Deliverable 1: Survey Deliverable 2: Demand Deliverable 3: Reports
Summary Reports (Em- Projection Reports (Hir- on Demand/Supply & La-
ployment Profile) ing Requirments) bour Market Conditions

INDUSTRY VALIDATION

Qualitative Methods for Site Visits and Interviews

The two primary objectives of the Site Visits and Interview component of the study was to collect qualitative infor-
mation that would:
» describe the Canadian meat processing sector, the labour force, demand and supply conditions, and HR
challenges for recruiting, retention, and skills training; and
« provide additional in-depth information on the sources of workers available to meat processing employers.

DESCRIBE INDENTIFY

Employers and Workers Sources of Potential Workers

Communities and Stakeholders Local/International

Working Conditions Challenges and Opportunities

Local Labour Market (supply, demand)

UNDERSTAND COLLECT

Recruiting Practices Success Stories and promising practices in attracting
Skill Requirements and gaps and retaining workers

Training Opportunities

Economic Impacts of Labour Shortages
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The main methods used included site visits and interviews with plant managers and employees focused in 14
regions, along with interviews with government representatives, associations, training institutions, researchers,
union representatives, and community groups. Overall, 286 interviews were conducted with individuals for this
component of the study.

Roundtable Discussions with the Meat Processing Industry

Four regional roundtables with attendance from industry, associations, unions, provincial governments, training
organizations and federal government departments were organized (104 participants). The roundtables were held
in Calgary, Winnipeg, Toronto and Montreal in September and October 2017. The day-long roundtables each fol-
lowed a similar format. The day started with brief introductory presentations from ESDC, Agriculture and Agri-Food
Canada (AAFC) and FPSC. Most of the day involved discussions in facilitated breakout sessions (tables of 8-10
participants), with subsequent reporting back to the entire group at various points throughout the day. The discus-
sions were facilitated to focus on specific areas, themes and questions that aligned with the roundtable goals and
the LMI project. The day closed with a Q&A session with ESDC and other government representatives. Notetakers
and facilitators recorded key themes from the discussions throughout the day.

Review of Career Paths in Meat Processing
The methods utilized in this component of the study included:

« Collecting and analyzing job descriptions, job advertisements, organizational charts and other occupational
information from a variety of meat processing facilities,

« Conducting telephone interviews with meat processors, and

« Reviewing and validating the career ladder with an industry-led advisory group.

Choicebook™ Survey

To complement Food Processing Skills Canada’s (FPSC) ongoing Labour Market Information study, an online
Choicebook™ survey conducted to gain a better understanding of perceptions of the industry among key target
audiences and the general public more broadly:

- The views of the general public, including four target audiences, were obtained by having respondents con-
sider a range of information before answering questions, including: background, sector employment facts,
scenarios and data.

« Overall, 1,248 participated from the general public and an additional 2,089 from the four target audiences:
972 from the youth audience, 506 from the Indigenous Canadian audience, 500 new Canadians and 1,205
of the unemployed audience. Due to the nature of these audiences, there was some overlap between them.

« This Choicebook™ survey data was collected between August 10 and September 24, 2018.
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APPENDIX C: SUPPLY AND DEMAND -
BRITISH COLUMBIA

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand at a relatively quick pace of
3.2% on average over 2018-21, then moderate to average 2.4% over 2022-26 and 2.0% over 2027-30. Growth will be
sustained by some small increases in overall processed meat consumption from 0.7% on average over 2018-21to 1.0%
over 2022-26 10 1.2% over 2027-30 as chicken consumption continues to boost overall meat consumption. Internation-
al exports are forecast to expand at a strong rate over the projection period, averaging 4.3% over 2022-26, and 3.6%
over 2022-30. There are broad-based gains in beef and veal, pork and poultry products. Meat of all types will benefit
from the implementation of the Canada-EU CETA and the TPP with ten other Pacific Rim nations. BC’s exports to other
provinces will gain from the overall rise in meat consumption in those provinces, with interprovincial exports expanding
at a modest rate by 1.2% over 2018-21 and 1.4% over 2022-30. Interindustry demand is reliant on the demand for meat
products by other industries, it is forecast to average a robust 3.1% over 2018-21, and 1.8% over 2022-26, then slow to
1.6% over 2027-30.

FIGURE C1- BRITISH COLUMBIA, MEAT END MARKET GROWTH (ANNUAL AVERAGE PERCENT CHANGE)

|____EndMarkets | 201317 mm 2027-30

Consumption -01

International Exports 9.6 43 3.6 3.6
Interprovincial Exports 1.0 1.2 14 1.4
Interindustry Demand 35 31 1.8 1.6
Imports 0.8 11 1.2 1.3
Total End Market Demand 47 3.2 24 2.0

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is helped by population
gains, particularly for poultry and lamb. Chicken consumption is expected to be moderately strong, averaging over 2.5%
growth in each sub-period. In contrast, beef, veal, and offal are forecast to decline as the drop in per capita consumption
is greater than the gains from population growth. Overall meat products consumption is forecast to rise on average by
0.7% in 2018-2021, then by 1.0% in 2022-2026 before posting 1.2% growth during 2027-2030.

International Exports

Economic conditions are generally supportive of BC’s meat product exports. External demand is moderately strong,
and the implementation of the TPP and the CETA will provide a boost to BC’s meat exports. Overall meat product ex-
ports are forecast to expand at a strong rate, averaging 4.3% over 2022-26, and 3.6% over 2022-26 and 2027-30. Pork
product exports are forecast to average 3.8% over 2018-21 and 3.0% over 2022-30. Most prepared pork products are
forecast to experience slower export growth than pork exports generally. The reverse is true for beef product exports,
with most prepared beef products forecast to experience stronger growth than beef products generally. Total beef
exports are forecast to average 5.2% in 2018-21 and slow to around 4.5% through 2030. The situation for poultry prod-
ucts is between those for pork and beef, with prepared poultry products growing around the median of poultry product
exports. Total poultry product exports are forecast to average 4.0% over 2018-21 and slow to average 3.3% or better
through to 2030.

Meat Processing Employment Outlook
Meat processing employment is expected to rise by 9% between 2017 and 2020, or by close to 500 jobs from 5,200.
Total employment is expected to approach 7,000 by 2030.

Meat processing real GDP is forecast to expand at a strong pace over the forecast by 3.6% over the 2018-21 period,
2.8% over 2022-26 and 2.4% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by 0.8%
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on average over the projection period. This means that the needed total hours of work will rise at a strong pace of 2.8%
on average over 2018-30, 2.0% over 2022-26 and 1.6% over 2027-30. Average hours worked per employee is forecast
to fall slightly over the projection period, which leads to the total number of jobs rising by 2.9% over 2018-21, 2.0% over
2022-26 and 1.7% over 2027-30.

Figure C2, below shows projected employment growth by occupation rising from 5,200 to 6,900 by 2030. Production
labour (including General Meat cutters) constitute nearly 5-in-10 (46%) jobs.

FIGURE C2- MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, BRITISH COLUMBIA

Occupation 2017 2026 to | Change 2018 to
i 2030 2030

Total Employment 4,715 5,203 5,349 5,490 5,670 6,098 6,668 1,685
Production Labourer 780 860 885 908 938 1,008 1103 279
Poultry Production Labourer (includ- 1,032 1139 171 1,202 1,242 1,335 1,460 369
ing Plant Production Worker)

Process Control and Machine Oper- 185 204 210 216 223 240 262 66
ator

General Meat Cutter or Knife Person 358 395 406 417 431 463 506 128
Master Butcher, expertise in multiple 220 243 250 256 265 285 31 79
cuts

Specialized Cutter, expertise in one 93 103 106 108 12 120 132 38
cut

Slaughter Person 255 281 289 296 306 329 360 91
Supervisors 145 160 165 169 175 188 205 52
Maintenance (included Janitors, Sani- 151 166 17 176 181 195 213 54
tation Workers, Cleaners)

Skilled Trades (including Millwright, 409 451 464 476 492 529 578 146
Industrial Electrician, Truck Driver)

Quiality Control Technician 25 28 28 29 30 32 35 9
Management 287 317 326 334 345 37 406 103
Other Office 297 328 337 346 357 384 420 106
Other 478 528 543 557 575 619 676 171

FIGURE C3-ANNUAL MEAT PROCESSING HIRING REQUIRE-

Hiring requirement
MENTS (EXCLUDING TURNOVER), BC

It is projected the industry will need to

hire a net of nearly 1,000 additional new 365
workers over the next three years to meet 323 322

expansion and workforce retirements. Re-

placement demands (deaths and retire-

ments) are expected to total nearly 2,700

between 2018 and 2030. Taking account %

229

181 185 180 1%
of both replacement and expansion de- 147 1a1 136
mands, the industry will likely need to 108
need to hire just over 4,350 new workers, oo
or (80%) of the current workforce over the
next 13 years. These hiring requirements
are net numbers of new workers and do o

2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030

332 336

not include annual hiring requirements

due to turnover. @ Replacement (Deaths & Retirements)
® Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE C4- SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, BRITISH COLUMBIA

Hiring requirements 2018 to 2020 to 2026 to Total 2018
2020 2025 plokle] to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. Employment
growth is robust across the private service indus-
tries. Employment growth slows over the remain-
der of the medium term, averaging 1.6%. Over the
long term, growth in public services employment
will help offset weaker growth in private services
and goods-producing industries. Overall, employ-
ment will average growth of 0.7% in the long term
as general economic growth slows.

Strong employment growth in the front end of the
forecast leads to significant reductions in the un-
employment rate. Despite high levels of migration
to the province, employment growth continues to
outpace labour force growth through the medium
term, leading to further declines in the unemploy-
ment rate. The unemployment rate is expected to
continue its downward trend and reach close to 4%
in the second half of the forecast as the participa-
tion rate continues to fall despite higher levels of
migration.

Meat processors compete with other industries to
meet their demands within local, or regional, la-
bour markets. As the overall availability of workers
declines with falling rates of unemployment, meat
processors will experience increase hiring Labour
market conditions are assessed at the sub-provin-
cial (regional) level.
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1,144 2,668
468 678 538 1,685
1,010 1,661 1,682 4,353

FIGURE C5- PROJECTED OVERALL LABOUR FORCE,
EMPLOYMENT AND UNEMPLOYMENT RATE (%), BC
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FIGURE C6- EDUCATION ATTAINMENT BY INDUSTRY,
BRITISH COLUMBIA

University certificate, diploma or
degree at bachelor level or above

University certificate or diploma
below bachelor level

College, CEGEP or other non-
university certificate or diploma

Apprenticeship or trades
certificate or diploma

Secondary (high) school diploma
or equivalency certificate

No certificate, diploma or degree

@ All Industries @ Meat Processina



APPENDIX D: SUPPLY AND DEMAND - ALBERTA

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand by 2.7% on average over
2018-21, then moderate to 2.0% over 2022-26 and 2.3% over 2027-30. Growth will be helped by some increases in
meat consumption from 1.2% on average over 2018-21to 1.8% over 2022-26, and 1.5% over 2027-30 as chicken and
lamb consumption boosts overall meat consumption. International exports are forecast to expand at a moderately
strong rate over the projection period, averaging 2.9% over 2022-26, and 2.2% over 2022-26 and 2.1% over 2027-30.
There are broad-based gains in beef, veal, pork and poultry product exports. Meat of all types will benefit the implemen-
tation of the CETA and the TPP. Alberta’s exports to other provinces will gain from the overall rise in meat consumption
in those provinces; interprovincial exports are forecast to expand at a modest rate by 1.0% over each of the sub-periods.
Interindustry demand is forecast to average 1.7% over 2018-21, and 2.8% over 2022-30.

FIGURE D1- ALBERTA, MEAT END MARKET GROWTH (ANNUAL AVERAGE PERCENT CHANGE)

|____EndMarkets | _2013.17 zm—m 2027-30

Consumption

International Exports 50 2.9 2.2 21
Interprovincial Exports 0.6 1.0 1.0 1.0
Interindustry Demand 2.2 1.7 2.8 2.8
Imports 17 16 21 1.8
Total End Market Demand 4.9 27 2.0 2.3

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is helped by population
gains. Chicken consumption is expected to be strong, averaging over 3.0% growth in each sub-period. Lamb consump-
tion is also expected to rise by more than 2.0% in each sub-period. In contrast, veal and offal are forecast to decline as
the drop in per capita consumption is greater than the gains from population growth. Overall meat products consump-
tion is forecast to rise on average by 1.2% in 2018-2021, then by 1.8% in 2022-2026 before posting 1.5% growth during
2027-2030.

International Exports

Global economic conditions are supportive of Alberta’s meat product exports. External demand is moderately strong,
and the implementation of the TPP and the CETA will provide benefit to Alberta’s meat exports. Overall meat product
exports are forecast to expand at a strong rate over the projection period, averaging 2.9% over 2022-26, and 2.2% over
2022-26 and 2.1% over 2027-30. There is a mix of outcomes when examining the details of export growth. Pork prod-
uct exports are forecast to average 2.7% over 2018-21 and 1.9% over 2022-30. Some prepared pork products will grow
faster than pork products in general, while others will grow slower. Total beef exports are forecast to average 3.0% in
2018-21 and slow to around 2.3% over 2022-26 and 2.2% over 2027-30. Prepared beef products will experience faster
export growth than beef exports generally, however. Total poultry product exports are forecast to average 3.2% over
2018-21 and slow to average 2.4% through to 2030. Prepared poultry products forecast to experience weaker growth
than overall poultry product exports.

Meat Processing Employment Outlook
Meat processing employment is expected to rise by 9.1% between 2017 and 2020, or by close to 1,200 jobs from 13,250.
Total employment is expected to surpass 18,000 by 2030.

Meat processing real GDP is forecast to expand at a strong pace over the forecast by 3.2% over the 2018-21 period,
2.5% over 2022-26 and 2.7% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by 0.5%
on average over the projection period. This means that the needed total hours of work will rise at a strong pace of 2.7%
on average over 2018-30, 2.0% over 2022-26 and 2.2% over 2027-30. Average hours worked per employee is forecast
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to fall by 0.2% on average over the projection period, which leads to the total number of jobs rising by 2.9% per year
over 2018-21, 2.2% over 2022-26 and 2.4% over 2027-30.

Figure D2 below shows projected employment growth by occupation rising from 13,250 to 18,200 by 2030. Production
labour (including General Meat cutters) constitute nearly 4-in-10 (40%) jobs.

FIGURE D2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, ALBERTA

Occupation 2017 2021to 2026 to | Change 2018 to
P 2025 2030 2030

Total Employment 12,875 13,252 13,463 14,055 14,458 15,464 17,325 4,912
Production Labourer 3,554 3,658 3,716 3,879 3,99 4,268 47782 1,356
Poultry Production Labourer (includ- 203 208 212 221 227 243 273 77
ing Plant Production Worker)

Process Control and Machine Oper- 482 496 504 526 541 579 648 184
ator

General Meat Cutter or Knife Person 1,405 1,446 1,469 1,534 1,578 1,687 1,890 536
Master Butcher, expertise in multiple 214 220 224 234 240 257 288 82
cuts

Specialized Cutter, expertise in one 1,490 1,534 1,558 1,627 1,673 1,790 2,005 568
cut

Slaughter Person 961 989 1,005 1,049 1,079 1154 1,293 367
Supervisors 536 551 560 584 601 643 720 204
Maintenance (included Janitors, Sani- 367 378 384 401 412 441 494 140
tation Workers, Cleaners)

Skilled Trades (including Millwright, 1,086 118 1,136 1,186 1,220 1,305 1,462 414
Industrial Electrician, Truck Driver)

Quality Control Technician 46 47 48 50 51 55 62 18
Management 536 552 560 585 602 644 721 204
Other Office 822 846 860 897 923 987 1,106 314
Other 1174 1,210 1,229 1,282 1,318 1,41 1,581 448

Hiring requirement

It is projected the industry will need to FIGURE D3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-
hire a net of nearly 2,275 additional new MENTS (EXCLUDING TURNOVER), ALBERTA

workers over the next three years to

meet expansion and workforce retire-

ments. Replacement demands (deaths

and retirements) alone are expected 000 953 896
to total 5,500 between 2017 and 2030. V73
Taking account of both replacement 750 734

and expansion demands, the industry
will likely need to need to hire just over
10,400 new workers, or (77%) of the cur-

592
492
360 370 403 397 404
rent workforce over the next 13 years. 340 337
These hiring requirements are net num- 250 210
bers of new workers and do not include I
annual hiring requirements due to turn- 0

over. 2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030

550
500

@ Replacement (Deaths & Retirements)
@ Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE D4- SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, ALBERTA

Hiring requirements 2018 to 2020 to 2026 to Total 2018
2020 2025 plokle] to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. The fall in ener-
gy prices in 2015-16 and the resulting contraction in
the Alberta economy was unfavourable for jobs cul-
minating in a 1.6% decline in employment in 2016.
Employment rebounded in 2017 and is expected to
continue to increase over the medium term, with
growth averaging 1.8% per year. During 2022-26,
employment growth slows to 1.6%, largely due to
the other primary industry’s employment shrink-
ing 0.5% per year. However, this is offset by strong
growth in public service employment, as expanding
demand for public services increases employment.
Over the 2027-30 interval, employment grows by
1.2% on average.

With growth in employment stronger than growth
in the labour force over most of the forecast pe-
riod, the unemployment rate is expected to fall to
around 5.1% by 2020. The unemployment rate av-
erages 6.2% over 2017-21 and falls to around 5% on
average over 2022-30.

Meat processors compete with other industries to
meet their demands within local, or regional, la-
bour markets. As the overall availability of workers
declines with falling rates of unemployment, meat
processors will experience increase hiring Labour
market conditions are assessed at the sub-provin-
cial (regional) level.

1,070 1,984 2,460 5,514
1,205 1,685 2,022 4,912
2,275 3,669 4,482 10,426

FIGURE D5- PROJECTED OVERALL LABOUR FORCE,
EMPLOYMENT AND UNEMPLOYMENT RATE (%),
ALBERTA
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FIGURE D6 - EDUCATION ATTAINMENT BY INDUSTRY,
ALBERTA
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APPENDIX E: SUPPLY AND DEMAND -
SASKATCHEWAN

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand at a moderate pace of 1.8% on
average over 2018-21, then moderate to average 1.6% over 2022-26 and 1.5% over 2027-30. Growth will be sustained
by some increases in overall processed meat consumption from 0.7% on average over 2018-211to 1.2% over 2022-26,
and 1.2% over 2027-30 as poultry and lamb consumption boosts overall meat consumption. International exports are
forecast to expand at a moderate pace over the projection period, averaging 1.0% over 2018-21, and 2.2% over 2022-
30. There are broad-based gains in beef, veal, pork and poultry product exports. Meat of all types will benefit the im-
plementation of the Canada-EU CETA and the TPP with ten other Pacific Rim nations. Saskatchewan’s exports to other
provinces will gain from the overall rise in meat consumption in those provinces, with interprovincial exports forecast to
expand at a moderate rate of 1.4% over 2018-21 and 1.8% over the 2022-27, and 1.6% on average over 2027-30. Interin-
dustry demand is reliant on the demand for meat products by other industries, particularly food processing, it is forecast
to average 3.4% over 2018-21, and 1.5% over 2022-27 and 1.3% over 2027-30.

FIGURE E1- SASKATCHEWAN, MEAT END MARKET GROWTH (ANNUAL AVERAGE PERCENT CHANGE)

| EndMarkets | _2013.17 zm-m 2027-30

Consumption

International Exports -16.2 1.0 2.2 2.2
Interprovincial Exports 14 14 1.8 16
Interindustry Demand 4.3 3.4 1.5 1.3
Imports 1.0 1.0 1.4 1.3
Total End Market Demand 1.4 1.8 1.6 1.5

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is helped by population
gains. Chicken consumption is expected to be strong, averaging over 2.5% growth in each sub-period. Lamb consump-
tion is also expected to rise quickly by more than 1.5% in each sub-period. In contrast, beef, veal and offal are forecast
to decline as the drop in per capita consumption is greater than the gains from population growth. Overall meat prod-
ucts consumption is forecast to rise on average by 0.7% in 2018-2021, then by 1.2% in 2022-2026 before posting 1.2%
growth during 2027-2030.

International Exports

Economic conditions are supportive of Saskatchewan’s meat product exports. External demand is moderately strong,
and the implementation of the TPP and the CETA will provide benefit to Saskatchewan’s meat exports. Overall meat
product exports are forecast to expand at a moderate rate over the projection period, averaging 1.0% over 2018-21, and
2.2% over 2022-30. There is a mix of outcomes when examining the details of export growth. Pork product exports are
forecast to average 3.2% over 2018-21 and 2.5% over 2022-26 and 2.4% over 2027-30. Total beef exports are forecast
to average 3.0% in 2018-21 and slow to around 2.2% over 2022-30. Prepared beef products will experience faster
export growth than beef exports generally, however. Total poultry product exports are forecast to average 3.3% over
2018-21 and slow to average 2.6% over 2022-26, and 2.5% over 2027-30.

Meat Processing Employment Outlook
Meat processing employment is expected to rise by 2.7% between 2017 and 2020, an increase of 50 jobs from 1,990.

Total employment is expected to surpass 2,400 by 2030.

Meat processing real GDP is forecast to expand on average by 1.7% over the 2018-21 period, 1.5% over 2022-26 and
1.4% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by 0.6% on average over the
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projection period. This means that the needed total hours of work will rise at a modest pace of 1.0% on average over
2018-30, 0.9% over 2022-26 and 0.8% over 2027-30. Average hours worked per employee is forecast to fall slightly
over the projection period, which leads to the total number of jobs rising by 11% over 2018-21, 0.9% over 2022-26 and
0.8% over 2027-30.

Figure E2, below shows projected employment growth by occupation rising from 1,987 to 2,440 by 2030. Production
labour (including General Meat cutters) constitute nearly 4-in-10 (37%) jobs.

FIGURE E2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, SASKATCHEWAN

Occupation 2017 2026 to | Change 2018 to
. 2030 2030

Total Employment 1,935 1,987 2,000 2,017 2,041 2115 2,207

Production Labourer 594 610 613 619 626 649 678 78

Poultry Production Labourer (includ- 34 35 35 35 36 37 39 4

ing Plant Production Worker)

Process Control and Machine Oper- 133 137 138 139 140 146 152 17

ator

General Meat Cutter or Knife Person 95 98 98 99 100 104 108 12

Master Butcher, expertise in multiple 14 15 15 15 15 16 16 2

cuts

Specialized Cutter, expertise in one 101 103 104 105 106 10 15 13

cut

Slaughter Person 65 67 67 68 69 71 74 8

Supervisors 16 19 120 122 123 127 133 15

Maintenance (included Janitors, Sani- 88 90 91 92 93 96 100 12

tation Workers, Cleaners)

Skilled Trades (including Millwright, 193 198 199 201 203 21 220 25

Industrial Electrician, Truck Driver)

Quality Control Technician 30 31 31 31 32 33 34 4

Management 130 133 134 135 137 142 148 17

Other Office 134 138 139 140 141 147 153 18

Other 208 214 216 217 219 228 238 28
Hiring requirement FIGURE E3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-

MENTS (EXCLUDING TURNOVER), SASKATCHEWAN
It is projected the industry will need to
hire a net of nearly 220 additional new

workers over the next three years to g6

meet expansion and workforce retire- 79 80

ments. Replacement demands (deaths 75 72

and retirements) are expected to total & >
nearly 800 between 2017 and 2030. 54

Taking account of both replacement 50

and expansion demands, the industry

will likely need to need to hire just over

1,050 new workers, or (53%) of the cur- 25 24 23

rent workforce over the next 13 years. 13 17 1
These hiring requirements are net num- . I I
bers of new workers and do not include 0

annual hlrlng requirements due to turn- 2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030
over. ® Replacement (Deaths & Retirements)

@ Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE E4- SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, SASKATCHEWAN

Hiring requirements 2018 to 2020 to 2026 to Total 2018
2020 2025 plokle] to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)
Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. Employment
declined in 2016 and marginally in 2017, as big de-
clines in the agriculture, other primary, and finance
industries weaken overall growth. Employment is
anticipated to return to growth and accelerate over
the remainder 2017-21 period the economy recov-
ers an average 1.1% growth per year over the 2022-
26 period and 1.0% over the 2027-30 interval.

Labour force growth will be outpaced by employ-
ment growth over most of the forecast as the econ-
omy gradually reduces the excess unemployment.
The unemployment rate reached 6.3% in 2016 and
will stay elevated in the near term which will place
downward pressure on the participation rate as
workers are discouraged from seeking employ-
ment. In the long run, the labour force participation
rate declines because of the aging population. The
lower participation rate will be offset somewhat
by population growth. As a consequence, the un-
employment rate is forecast to improve over the
medium term as the labour market rebalances. In
the long run, the unemployment rate will continue
to trend down to a more normal level, averaging
around 5.2% over both the 2022-26 and 2027-30
sub-periods.

Meat processors compete with other industries to
meet their demands within local, or regional, la-
bour markets. As the overall availability of workers
declines with falling rates of unemployment, meat
processors will experience increase hiring Labour
market conditions are assessed at the sub-provin-
cial (regional) level.
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FIGURE E5 - PROJECTED OVERALL LABOUR FORCE,
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FIGURE E6 - EDUCATION ATTAINMENT BY INDUSTRY,

SASKATCHEWAN
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APPENDIX F: SUPPLY AND DEMAND - MANITOBA

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand at a moderate pace of 1.6%
on average over 2018-21, 1.5% over 2022-26 and then 1.4% over 2027-30. Growth will be helped by the increases in
overall processed meat consumption that is forecast to average 1.0% over 2018-21t0 1.0% over 2022-26, and 1.1% over
2027-30 as poultry and lamb consumption boosts overall meat consumption. International exports are forecast to ex-
pand at a moderately strong rate over the projection period, averaging 2.8% over 2018-21, and 2.1% over both 2022-26
and 2027-30. There are broad-based gains in beef, veal, pork and poultry product exports. Meat of all types will benefit
the implementation of the CETA and TPP. Manitoba’s exports to other provinces will gain from the overall rise in meat
consumption in those provinces; interprovincial exports are forecast to expand at a modest rate by 1.2% over each of
the sub-periods. Interindustry demand is reliant on the demand for meat products by other industries, particularly other
food processing industries, it is forecast to average 4.7% over 2018-21, and 2.6% over 2022-25 and 2.7% over 2026-30.

FIGURE F1- MANITOBA, MEAT END MARKET GROWTH (ANNUAL AVERAGE PERCENT CHANGE)

| EndMarkets | _2013.17 mz-m 2027-30

Consumption

International Exports 74 2.8 21 21
Interprovincial Exports 0.9 1.2 1.2 1.2
Interindustry Demand -1.2 41 26 27
Imports 1.0 1.4 1.2 1.2
Total End Market Demand 1.5 1.6 1.5 1.4

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is helped by population
gains. Chicken consumption is expected to be strong, averaging just under 3.0% growth in each sub-period. Lamb con-
sumption is also expected to rise relatively quickly by 1.9% in 2018-21,1.7% in 2022-26, and 1.6% in 2027-30. In contrast,
beef, veal and offal are forecast to decline as the drop in per capita consumption is greater than the gains from popu-
lation growth. Overall meat products consumption is forecast to rise on average by 1.0% in 2018-2021, then by 1.0% in
2022-2026 before posting 11% growth during 2027-2030.

International Exports

Economic conditions are generally supportive of Manitoba’s meat product exports. External demand is moderately
strong, and the implementation of the TPP and the CETA will provide benefit to Manitoba’s meat exports. Overall meat
product exports are forecast to expand at a moderately strong rate over the projection period, averaging 2.8% over
2018-21, and 2.1% over both 2022-26 and 2027-30. There is a mix of outcomes when examining the details of export
growth. Pork product exports are forecast to average 2.9% over 2018-21 and 2.1% over 2022-30. Some prepared pork
products will grow slower than pork products in general, while others will grow at a similar pace as overall pork exports.
Total beef exports are forecast to average 3.2% in 2018-21 and slow to around 2.2% over 2022-26 and 2.2% over 2027-
30. Total poultry product exports are forecast to average 3.6% over 2018-21 and slow to average 2.9% over 2022-26,
and 2.8% over 2027-30. Prepared poultry products forecast to experience stronger growth than overall poultry product
exports.

Meat Processing Employment Outlook

Meat processing employment is expected to rise by 2.4% between 2017 and 2020, an increase of 150 jobs from 6,236.
Total employment is expected to approach 6,800 by 2030.

Meat processing real GDP is forecast to expand on average by 1.7% over the 2018-21 period, 1.6% over 2022-26 and

1.5% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by 0.9% on average over the
projection period. This means that the needed total hours of work will rise at a modest pace of 0.8% on average over
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2018-30, 0.6% over 2022-26 and 0.6% over 2027-30. Average hours worked per employee is forecast to increase
slightly over the projection period, which leads to the total number of jobs rising by 0.8% over 2018-21, 0.6% over 2022-
26 and 0.5% over 2027-30.

Figure F2, below shows projected employment growth by occupation rising from 6,236 to 6,770 by 2030. Production
labour (including General Meat cutters) constitute 4-in-10 (42%) jobs.

FIGURE F2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, MANITOBA

Occupation 2017 2026 to | Change 2018 to
e 2030 2030

Total Employment 6,125 6,236 6,281 6,338 6,386 6,508 6,698

Production Labourer 1,856 1,890 1,903 1,921 1,936 1,973 2,030 162

Poultry Production Labourer (includ- 106 108 108 109 10 12 16 9

ing Plant Production Worker)

Process Control and Machine Oper- 241 246 247 249 251 256 264 21

ator

General Meat Cutter or Knife Person 639 650 655 661 666 678 698 56

Master Butcher, expertise in multiple 97 99 100 101 101 103 106 8

cuts

Specialized Cutter, expertise in one 677 690 695 701 706 720 741 59

cut

Slaughter Person 437 445 448 452 455 464 478 38

Supervisors 247 251 253 255 257 262 270 22

Maintenance (included Janitors, Sani- 173 176 178 179 181 184 190 15

tation Workers, Cleaners)

Skilled Trades (including Millwright, 428 436 439 443 446 455 468 37

Industrial Electrician, Truck Driver)

Quality Control Technician 22 23 23 23 23 24 24 2

Management 255 259 261 263 265 270 278 22

Other Office 428 436 439 443 446 455 468 37

Other 519 528 533 538 542 552 568 46
Hiring requirement FIGURE F3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-

MENTS (EXCLUDING TURNOVER), MANITOBA
It is projected the industry will need to
hire just over 600 additional new workers
over the next three years to meet growth 200 212 203
and workforce retirement demands. Re-
placement demands (deaths and retire-

221

154

ments) are expected to total just over 920 o,

between 2017 and 2030. Taking account

of both replacement and expansion de-

mands, the industry will likely need to 0

need to hire just over 2,700 new workers, 57

or (44%) of the current workforce over the 5o 46 - 40 37
next 13 years. These hiring requirements I I I l l
are net numbers of new workers and do

not include annual hiring requirements 2018 2019 2020 Avg 2021 to 2025  Avg 2026 to 2030

due to turnover. ® Replacement (Deaths & Retirements)

@ Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE F4 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, MANITOBA

Hiring requirements 2018 to 2020 to 2026 to Total 2018
2020 2025 plokle] to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

Employment rebounded from a disappointing year
in 2016, with 1.7% growth in 2017. Job growth in the
service sectors will more than offset jobs losses
in goods-producing sectors. Employment growth
is expected to average 1.2% over 2017-21, before
slowing in the long term to around 0.5%. Labour
force growth is expected to remain around 1.1% for
the medium term, and slow to 0.6% on average
over 2022-26 and 0.5% over 2027-30, as popula-
tion growth moderates and the participation rate
declines, caused by the aging population.

The unemployment rate fell to 5.4% in 2017, largely
due to the growth in employment. Following the
job jolt in 2017, the unemployment rate improves
slightly through the medium term. The downward
trend is stalled at the start of the long term due to
major projects construction coming to completion,
which slows employment growth. The unemploy-
ment rate is expected to average just over 6.0%
over the long term. Meat processors compete
with other industries to meet their demands within
local, or regional, labour markets. As the overall
availability of workers declines with falling rates of
unemployment, meat processors will experience
increase hiring Labour market conditions are as-
sessed at the sub-provincial (regional) level.

2178
151 202 183 535
615 992 1,107 2,713

FIGURE F5- PROJECTED OVERALL LABOUR FORCE,
EMPLOYMENT AND UNEMPLOYMENT RATE (%),
MANITOBA
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APPENDIX G: SUPPLY AND DEMAND - ONTARIO

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand at a moderate pace of 1.6% on
average over 2018-30. Growth will be helped by the increases in overall meat consumption that is forecast to average
0.8% over 2018-21t0 0.7% over 2022-26, and 0.8% over 2027-30 as poultry and lamb consumption boosts overall meat
consumption. International exports are forecast to expand at a moderate rate over the projection period, averaging
2.9% over 2022-26, and 2.1% over both 2022-26 and 2027-30. There are broad-based gains in beef, veal, pork and
poultry product exports. Meat of all types will benefit the implementation of the CETA and the TPP. Ontario’s exports to
other provinces will gain from the overall rise in meat consumption in those provinces; interprovincial exports are fore-
cast to expand at a modest rate of 1.3% over 2018-21, 1.0% over 2022-26 and 2027-30. Interindustry demand is forecast
to average 2.5% over 2018-21, and 3.0% over 2022-25 and 2.9% over 2026-30.

FIGURE G1- ONTARIO, MEAT END MARKET GROWTH (ANNUAL AVERAGE PERCENT CHANGE)

| EndMarkets | _2013.17 mm-m 2027-30

Consumption -0.2

International Exports 16 2.9 21 21
Interprovincial Exports 0.9 11 13 1.2
Interindustry Demand 3.2 25 3.0 29
Imports 0.8 1.3 1.0 1.0
Total End Market Demand 1.3 1.6 1.6 1.6

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is helped by population
gains, particularly for poultry and lamb. Chicken consumption is expected to be strong, averaging 2.8% growth in
2018-21, 2.5% in 2022-26 and 2.4% in 2027-30. Lamb consumption is also expected to rise relatively quickly by 1.8% in
2018-21,1.5% in 2022-26, and 1.4% in 2027-30. In contrast, beef, veal and offal are forecast to decline as the drop in per
capita consumption is greater than the gains from population growth. Overall meat products consumption is forecast
to rise on average by 0.8% in 2018-2021, then by 0.7% in 2022-2026 before posting 0.8% growth during 2027-2030.

International Exports

Global economic conditions are supportive of Ontario’s meat product exports. External demand is relatively strong, and
the implementation of the TPP and the CETA will provide benefit Ontario’s meat exports. Overall meat product exports
are forecast to expand at a moderately strong pace over the projection period, averaging 2.9% over 2022-26, and
2.1% over both 2022-26 and 2027-30. There is a mix of outcomes when examining the details of export growth. Pork
product exports are forecast to average 2.9% over 2018-21 and 2.2% over 2022-26, and 2.1% over 2027-30. Prepared
pork products are forecast to grow slower than pork products in general. Total beef exports are forecast to average
2.9% in 2018-21and slow to around 2.1% over 2022-30. Prepared beef products are forecast to expand at a similar pace
as overall beef exports. Total poultry product exports are forecast to average 3.1% over 2018-21 and slow to average
2.3% through to 2030. Prepared poultry product exports are forecast to experience slightly weaker growth than overall
poultry product exports.

Meat Processing Employment Outlook
Meat processing employment is expected to hover around 13,350 between 2017 and 2020 and fall below 15,000 over
the following decade despite modest growth in output.

Meat processing real GDP is forecast to expand on average by 1.6% over the 2018-21 period, 2022-26 and 2027-30.

Labour productivity (GDP per hour worked) is forecast to increase by 1.9% on average over the projection period. This
means that the needed total hours of work will fall modestly by 0.3% on average over 2018-30, 0.3% over 2022-26 and
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0.4% over 2027-30. Average hours worked per employee is forecast to fall by 0.1% on average over the projection pe-
riod, which leads to the total number of jobs falling by 0.2% over 2018-21, 0.2% over 2022-26 and 0.3% over 2027-30.

Figure G2 below shows projected employment by occupation declining from 15,346 to 14,920 by 2030. Production
labour (including General Meat cutters) constitute nearly 4-in-10 (37%) jobs.

FIGURE G2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, ONTARIO

Ocelnation 2017 2026 to | Change 2018 to
P 2030 2030

Total Employment 15,255
Production Labourer 318
Poultry Production Labourer (includ- 1,516
ing Plant Production Worker)

Process Control and Machine Oper- 1,275
ator

General Meat Cutter or Knife Person 958
Master Butcher, expertise in multiple 622
cuts

Specialized Cutter, expertise in one 178
cut

Slaughter Person 388
Supervisors 715
Maintenance (included Janitors, Sani- 399
tation Workers, Cleaners)

Skilled Trades (including Millwright, 1,386
Industrial Electrician, Truck Driver)

Quality Control Technician 140
Management 1,076
Other Office 1,446
Other 2,037

Hiring requirement

Despite modest employment declines, it
is projected the industry will need to hire
just over 1,500 additional new workers
over the next three years to meet expan-
sion and workforce retirements. Replace-
ment demands (deaths and retirements)
are expected to total 6,780 between 2017
and 2030. Taking account of both replace-
ment and expansion demands, the indus-
try will likely need to need to hire just over
6,350 new workers, or (41%) of the current
workforce over the next 13 years. These
hiring requirements are net numbers of
new workers and do not include annual
hiring requirements due to turnover.

15,346 15328 15327 15350 15178 15,003 (420)
3137 3133 3133 3138 3103 3,067 (86)
1,525 1523 1523 1525 1,508 1,491 (42)
1,283 1,281 1,281 1,283 1,269 1,254 (35)

963 962 962 963 953 942 (26)
626 625 625 626 619 612 (17)
180 179 179 180 178 176 (5)
390 390 390 391 386 382 (1)
720 719 719 720 712 704 (20)
402 401 401 402 397 393 (M)
1,395 1393 1393 1395 1,379 1,364 (38)
141 141 141 141 139 138 )
1,082 1,081 1,081 1,083 1,070 1,058 (30)
1454 1453 1452 1455 1,438 1,422 (40)
2,049 2047 2047 2,050 2,027 2,004 (56)

FIGURE G3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-
MENTS (EXCLUDING TURNOVER), ONTARIO

510 511 510
400
200
23
0 — [ ]
-18 -1

200

499
-

550,

-45 -40

2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030
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FIGURE G4 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, ONTARIO

Hiring requirements 2018 to 2020 to 2026 to Total 2018
ploply 2025 2030 to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)
Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. Ontario’s econ-
omy has continued to create jobs a decent clip in
2017, rising by 1.7%, with construction, manufac-
turing and public services, boosting employment
growth. Public services will continue to lead em-
ployment growth, largely a result of strong gains
in health services, as the aging population de-
mands increased services. Over the medium term,
the construction industry sees solid 1.7% annual
growth, boosted by both residential and infrastruc-
ture investment. Total employment growth averag-
es 1.0% over 2017-21, then slows to average 0.6%
over both the 2022-26 and the 2027-30 periods.

Labour force growth is anticipated to match em-
ployment growth over the medium term, a result
of relatively stable participation rates and strong
in-migration. Labour force growth weakens in the
long run, averaging 0.5% a year. The aging of the
population is largely responsible for the slower la-
bour force growth, as it places downward pressure
on the participation rate. As a result, the partici-
pation rate will fall from 65% in 2016 to 63.5% in
2026.

Employment gains resulted in the unemployment
rate improving to 6.0% in 2017. It will then rise as
the economy struggles to absorb the higher levels
of net-in migration. In the long run, the unemploy-
ment rate will trend down as labour force pres-
sures and employment growth result in improved
labour market conditions. It will average 5.4% over
2027-30.

Meat processors compete with other industries to
meet their demands within local, or regional, la-
bour markets. As the overall availability of workers
declines with falling rates of unemployment, meat
processors will experience increase hiring Labour
market conditions are assessed at the sub-provin-
cial (regional) level.
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1,531 2,497 2,748 6,776
4 (226) (198) (420)
1,535 2,271 2,549 6,355

FIGURE G5 - PROJECTED OVERALL LABOUR FORCE,
EMPLOYMENT AND UNEMPLOYMENT RATE (%),
ONTARIO
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FIGURE G6 - EDUCATION ATTAINMENT BY INDUSTRY,
ONTARIO
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APPENDIX H: SUPPLY AND DEMAND - QUEBEC

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand at a moderate pace of 1.4% on
average over 2018-21, 1.3% over 2022-26 and 1.4% over 2027-30. Growth will be helped slightly by increases in overall
meat consumption that is forecast to average 0.4% over 2018-21to 0.5% over 2022-26, and 0.6% over 2027-30 as poul-
try and lamb consumption boosts overall meat consumption. International exports are forecast to expand at a modest
pace over the projection period, averaging 1.6% over 2022-26, and 1.5% over 2022-26 and 1.6% over 2027-30. There
are broad-based gains in beef, veal, pork and poultry product exports. Meat of all types will benefit the implementation
of the Canada-EU CETA and the TPP with ten other Pacific Rim nations. Quebec’s exports to other provinces will gain
from the overall rise in meat consumption in those provinces; interprovincial exports are forecast to expand at a modest
rate of 1.1% over 2018-21, 1.2% over 2022-26 and 11% over 2027-30. Interindustry demand is reliant on the demand for
meat products by other industries, particularly other food processing industries, it is forecast to average 1.6% over 2018-
21, and 1.5% over 2022-25 and 1.6% over 2026-30.

FIGURE H1 - QUEBEC, MEAT END MARKET GROWTH, (ANNUAL AVERAGE PERCENT CHANGE)

|____EndMarkets | _2013.7 mm-m 2027-30

Consumption -0.5

International Exports -0.3 1.6 1.5 16
Interprovincial Exports 0.8 11 1.2 11
Interindustry Demand 31 1.6 1.5 1.6
Imports 0.4 0.8 0.8 0.8
Total End Market Demand 11 1.4 1.3 1.4

Consumption

Meat consumption is expected to rise for several categories as rising per capita consumption is boosted by population
gains, particularly for poultry and lamb. Chicken consumption is expected to be strong, averaging 2.3% growth over
2018-21, 2.2% over 2022-30. Lamb consumption is also expected to rise relatively quickly by 1.3% over 2018-21, 1.2%
over 2022-30. In contrast, beef, veal, pork and offal are forecast to decline as the drop in per capita consumption is
greater than the gains from population growth. Overall meat products consumption is forecast to rise on average by
0.4% in 2018-2021, then by 0.5% in 2022-2026 before posting 0.6% growth during 2027-2030

International Exports

Economic conditions are moderately supportive of Quebec’s meat product exports. External demand is modest, while
the implementation of the TPP and the CETA will provide benefit to Quebec’s meat exports. Overall meat product
exports are forecast average 1.6% over 2022-26, and 1.5% over 2022-26 and 1.6% over 2027-30. There is a mix of out-
comes when examining the details of export growth. Pork product exports are forecast to average 1.5% over 2018-30.
In general, prepared pork products will grow slightly slower than overall pork product exports. Total beef exports are
forecast to average 2.2% in 2018-21 and slow to around 2.0% over 2022-30. Prepared beef products will experience
slower export growth than beef exports generally, however. Total poultry product exports are forecast to average 1.5%
over 2018-21 and slow to average 1.3% over 2022-26, and 1.4% over 2027-30. Prepared poultry products forecast to
experience similar growth as total poultry product exports.

Meat Processing Employment Outlook
Meat processing employment is expected to rise by a moderate by 1.8% between 2017 and 2020, an increase of 250
jobs from 14,250. Total employment is expected to surpass 15,000 by 2030.

Meat processing real GDP is forecast to expand on average by 1.4% over the 2018-21 period, then 1.3% annually on av-
erage between 2022 and 2030. Labour productivity (GDP per hour worked) is forecast to increase by 1.2% on average
over the projection period. This means that the needed total hours of work will rise modestly by 0.2% on average over
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2018-21, 0.1% over 2022-26 and 0.2% over 2027-30. Average hours worked per employee is forecast to fall by 0.4%
on average over the projection period, which leads to the total number of jobs rising by 0.6% over 2018-21, 0.5% over
2022-26 and 0.2% over 2027-30.

Figure H2, below shows projected employment by occupation rising from 14,248 to 15,065 by 2030. Production labour
(including General Meat cutters) constitute 4-in-10 (45%) jobs.

FIGURE H2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, QUEBEC

Occupation 2017 2026 to | Change 2018 to
i 2030 2030

Total Employment 14,465 14,248 14,305 14,417 14,503 14,708 15,004

Production Labourer 3,077 3,031 3,043 3,067 3,085 329 37192 174
Poultry Production Labourer (includ- 1,496 1,473 1,479 1,491 1,500 1,521 1,551 84
ing Plant Production Worker)

Process Control and Machine Oper- 697 687 690 695 699 709 723 39
ator

General Meat Cutter or Knife Person 1,970 1,940 1,948 1,963 1,975 2,003 2,043 M
Master Butcher, expertise in multiple 86 85 85 86 87 88 90 5

cuts

Specialized Cutter, expertise in one 848 835 839 845 850 862 880 48
cut

Slaughter Person 232 228 229 231 232 236 240 13
Supervisors 689 679 681 687 691 701 715 39
Maintenance (included Janitors, Sani- 557 549 551 556 559 567 578 31

tation Workers, Cleaners)

Skilled Trades (including Millwright, 1,226 1,207 1,212 1,221 1,229 1,246 1,271 69
Industrial Electrician, Truck Driver)

Quality Control Technician 159 156 157 158 159 161 165 9

Management 704 693 696 701 706 715 730 40
Other Office 1,269 1,250 1,255 1,265 1,272 1,290 1,316 72
Other 1,456 1,434 1,439 1,451 1,459 1,480 1,510 82

Hiring requirement
FIGURE H3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-

In addition to moderate employment MENTS (EXCLUDING TURNOVER), QUEBEC

growth, it is projected the industry will

need to hire a net of nearly 1,465 addi- 516 11
tional new workers over the next three o 457 =

years to meet expansion and workforce

410
retirements. Replacement demands 00 - — -
(deaths and retirements) are expected to
total 5,600 between 2017 and 2030. Tak- %
ing account of both replacement and ex-
pansion demands, the industry will likely
need to need to hire just over 6,420 new 112
workers, or (45%) of the current work- @ 57 I - 70 i
force over the next 13 years. These hir- . . l . m

Ing reqUIrements are_ net numbers Of .n_eW 2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030
workers and do not include annual hiring

requirements due to turnover. ® Replacement (Deaths & Retirements)
@ Expansion (Change in Employment)

Total Hiring Requirement (Job Openings)
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FIGURE H4 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, QUEBEC

Hiring requirements 2018 to 2020 to 2026 to Total 2018
ploply 2025 2030 to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. Employment
growth spiked in 2017, increasing by 2.2%, part-
ly from a boost via major construction projects.
Over 2017-21, growth averages 0.7% per year, as
losses in goods-producing industries are offset
by gains in service industries. Over the long term,
with hourly labour productivity increasing and real
GDP growth slowing to 1.5% annually, employment
growth averages only 0.1% per year over 2022-26
and 0.2% over 2027-30. Employment growth re-
mains slightly positive in the long run due to large
gains in public service employment, particularly in
health and welfare services, which grows 2.5% an-
nually over the period.

Over the medium term, employment growth ex-
ceeds growth in the labour force, due in large
part to the decline in the participation rate from
the province’s aging population. As this situation
continues into the long term, the participation rate
continues to fall.

The spike in employment during 2017, resulted in
the unemployment rate falling from 71% in 2016 to
6.1% in 2017. Over the remainder of the forecast,
the unemployment rate remains around this lev-
el, averaging 6.1% through 2026 and then slowly
sliding to average 5.8% by 2030 as the relentless
aging of society causes downward pressure on
labour force participation and the unemployment
rate. Meat processors compete with other indus-
tries to meet their demands within local, or re-
gional, labour markets. As the overall availability
of workers declines with falling rates of unemploy-
ment, meat processors will experience increase
hiring Labour market conditions are assessed at
the sub-provincial (regional) level.

1,209 2,050 2,343 5,603
255 352 209 817
1,464 2,403 2,553 6,420

FIGURE H5- PROJECTED OVERALL LABOUR FORCE,
EMPLOYMENT AND UNEMPLOYMENT RATE (%),
QUEBEC
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APPENDIX I: SUPPLY AND DEMAND -
NOVA SCOTIA

Meat Product Outlooks

Total real gross output (or end-market demand) for meat processing is forecast to expand 3.1% on average over
2018-21, 2.3% over 2022-26 and 2.4% over 2027-30. Overall meat consumption, however, is forecast to average
-0.1% over 2018-21to 0.0% over 2022-26, and 0.1% over 2027-30. International exports are forecast to expand at a
slight pace over the projection period, averaging -0.3% over 2018-21, 1.6% over 2022-26 and 1.6% over 2027-30.
Meat of all types will benefit from the implementation of the Canada-EU CETA and the TPP with ten other Pacific
Rim nations. Nova Scotia’s exports to other provinces will gain from the overall rise in meat consumption in those
provinces; interprovincial exports are forecast to expand at a modest rate of 0.5% over 2018-30. Provincial output
will benefit from the forecasted slow pace of import growth, which leads to a growing real trade balance. Interin-
dustry demand is reliant on the demand for meat products by other industries, particularly other food processing
industries, it is forecast to average 2.9% over 2018-21, and 2.0% over 2022-25 and 2.1% over 2026-30.

FIGURE 11 — NOVA SCOTIA, MEAT END MARKET GROWTH, (ANNUAL AVERAGE PERCENT CHANGE)

| EndMarkets | _2013.17 zm-m 2027-30

Consumption -1.0 -01

International Exports 28.9 -0.3 1.6 1.6
Interprovincial Exports 0.0 0.5 0.5 0.5
Interindustry Demand 0.9 2.9 2.0 21
Imports -0.2 0.2 0.2 0.2
Total End Market Demand 34 31 23 24

Meat Processing Employment Outlook

Meat processing employment is expected to rise by 5.9% between 2017 and 2020, an increase of roughly 40 jobs
from 680. Total employment is expected to approach 800 by 2030.

Meat processing real GDP is forecast to expand by 3.0% on average over the 2018-21 period, then 2.2% on aver-
age over 2022-26 and 2.3% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by
around 1.2% on average over the projection period. This means that the needed total hours of work will rise by
1.8% on average over 2018-21, 0.9% over 2022-26 and 1.0% over 2027-30. Average hours worked per employee
is forecast to decline slightly over the projection period, which leads to the total number of jobs rising by 1.8% over
2018-21, and then by 1.0% over 2022-26 and 1.1% over 2027-30.

Figure 12, below shows projected employment growth by occupation rising from 680 to 800 by 2030. Production
labour (including General Meat cutters) constitute over one in four (28%) jobs.
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FIGURE 12 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, NOVA SCOTIA

Occupation 2017 2026 to | Change 2018 to
P 2030 2030
680 690 707 720 743 782 19

Total Employment 670

Production Labourer 122 124 126 129 131 135 143 22
Poultry Production Labourer (includ- 34 35 35 36 37 38 40 6
ing Plant Production Worker)

Process Control and Machine Oper- 18 19 19 19 20 20 21 3
ator

General Meat Cutter or Knife Person 26 26 26 27 27 29 30 4
Master Butcher, expertise in multiple 1" il 1" 12 12 12 13 2
cuts

Specialized Cutter, expertise in one 49 50 50 51 52 54 57 8
cut

Slaughter Person 43 44 43 45 45 48 50 7
Supervisors 55) 56 57 58 59 61 64 10
Maintenance (included Janitors, Sani- 17 17 17 18 18 19 20 3
tation Workers, Cleaners)

Skilled Trades (including Millwright, 34 34 35 36 36 38 40 6

Industrial Electrician, Truck Driver)

Quality Control Technician - - - - - - - _

Management 68 69 70 72 73 75 79 12
Other Office 59 60 61 63 64 66 69 "
Other 134 135 140 142 145 148 157 25

Hiring requirement

It is projected the industry will need to hire a net of nearly 100 additional new workers over the next three years to
keep up with growth and replace retiring workers. Replacement demands (deaths and retirements) are expected
to total 272 between 2017 and 2030. Taking account of both replacement and expansion demands, the industry
will likely need to need to hire nearly 400 new workers, or (57%) of the current workforce over the next 13 years.
These hiring requirements are net numbers of new workers and do not include annual hiring requirements due
to turnover.

FIGURE I3 -ANNUAL MEAT PRO- 35
CESSING HIRING REQUIREMENTS 31
(EXCLUDING TURNOVER), NOVA 0 28 27

8

SCOTIA
18 19
13
i ki

2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030

33

@ Replacement (Deaths & Retirements)
@ Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE 14 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, NOVA SCOTIA

Hiring requirements 2018 to 2020 to 2026 to Total 2018
ploply 2025 2030 to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

Steady levels of employment alongside a declin-
ing labour force is expected to result in declin-
ing average rates of unemployment, from about
8.3 % in 2017 to below 6 % by 2030. This means
employers across all industries will need to meet
demands with fewer workers. Figure 23 shows
projections for labour force, employment and un-
employment rate (%) for Nova Scotia.

Employment bounced back in 2017, growing by
0.6% after falling in three of the previous four
years. Employment growth will slow through
the medium term to an annual average of 0.2%.
Weakness in the goods-producing industries is
offset by employment growth in private services.
Average employment growth is 0.1% over the
2022-26 period, and zero growth over the 2027-
30 period.

The labour force grew by 0.7% in 2017, after fall-
ing in each of the previous four years. There will
be continued downward pressure on the labour
force over most of the forecast period due to the
participation rate falling as Nova Scotia’s popula-
tion continues to age quickly. The proportion of
the population aged 65 and older is expected to
grow to over 25% by 2026 compared with 20% in
2017, a significant change over ten years. Falling
labour force growth will place downward pres-
sure on the unemployment rate.

The unemployment rate was 8.4% in 2017 com-
pared with 91% four years before. The downward
trend is expected to continue over most of the
forecast period. This is largely due to a declining
labour force, as the participation rate falls and the
population begins to shrink. As the labour market
tightens in the long term, the unemployment rate
is expected to average 6.5% over 2022-26 and
5.6% over 2027-30. Meat processors compete
with other industries to meet their demands with-
in local, or regional, labour markets.
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APPENDIX J: SUPPLY AND DEMAND -
NEW BRUNSWICK

Meat Product Outlooks

Meat processing real gross output (or end-market demand) in New Brunswick is expected to grow at a moderate
pace over the forecast period averaging between 3.1 % and 3.3% in each sub-period. Overall consumption growth
is expected to see a reversal from an outright decline over 2013-17 to increasingly positive albeit slow growth as
the importance of fresh fish consumption increases and population expands slightly. Moreover, international ex-
ports are expected to rise throughout the forecast period, particularly over the 2022-26 period.

FIGURE J1— NEW BRUNSWICK, MEAT END MARKET GROWTH, (ANNUAL AVERAGE PERCENT CHANGE)

_____EndMarkets | _2013.17 m-m 2027-30

Consumption -11 -01

International Exports 10.8 1.3 13 1.3
Interprovincial Exports 0.3 0.8 0.7 0.7
Interindustry Demand 2.0 1.0 1.2 11
Imports -0.3 0.3 0.3 0.3
Total End Market Demand 18.4 31 33 31

Consumption

Meat consumption is expected to decline for most categories as falling per capita consumption combined with
small gains in population lead to stagnant or declining demand for most fish categories. Freshwater fish consump-
tion is expected to be strong, averaging over 5.5% growth in each sub-period. Overall meat products consumption
is forecast to rise on average by 0.1% in 2018-2021, then by 0.4% in 2022-2026 before posting 0.6% growth during
2027-2030

International Exports

In general, most finfish categories are expected to experience growth ranging from outright decline to modest
growth as supply constraints inhibit exports. However, the modest growth is anticipated for Salmon and trout
reflects production gains in fish farming. Several shellfish categories are forecast to experience strong growth,
particularly Oyster, Scallops, Shrimp and Lobster. Prepared meat products are expected to experience modest
growth over the forecast period.

Meat Processing Employment Outlook

Meat processing employment is expected to rise by 6.6% between 2017 and 2020, an increase of roughly 40 jobs
from 620. Total employment is expected to surpass 800 by 2030.

Meat processing real GDP is forecast to expand by 2.7% on average over the 2018-21 period, then 2.9% on aver-
age over 2022-26 and 2.7% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by
0.6% on average over the projection period. This means that the needed total hours of work will rise by 2.1% on
average over 2018-21, 2.3% over 2022-26 and 2.1% over 2027-30. Average hours worked per employee is fore-
cast to rise slightly over the projection period, which leads to the total number of jobs falling by 0.3% over 2018-21,
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and then rise by 0.5% over 2022-26 and 2027-30.

Figure J2, below shows projected employment growth by occupation rising from 622 to 820 by 2030. Production
labour (including General Meat cutters) constitute 4-in-10 (42%) jobs.

FIGURE J2 — NEW BRUNSWICK, MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION

2017 2026 to | Change 2018 to
2030 2030
622 639 650 663 714 791 200

“

Total Employment 650
Production Labourer 202
Poultry Production Labourer (includ- 56
ing Plant Production Worker)

Process Control and Machine Oper- 18
ator

General Meat Cutter or Knife Person 15
Master Butcher, expertise in multiple 7
cuts

Specialized Cutter, expertise in one 29
cut

Slaughter Person 25
Supervisors 29
Maintenance (included Janitors, Sani- 23

tation Workers, Cleaners)

Skilled Trades (including Millwright, 85
Industrial Electrician, Truck Driver)

Quality Control Technician 12
Management 23
Other Office 28
Other 99

Hiring requirement

It is projected the industry will need to
hire a net of nearly 100 additional new
workers over the next three years to
keep up with growth and replace re-
tiring workers. Replacement demands
(deaths and retirements) are expected
to total nearly 270 between 2017 and
2030. Taking account of both replace-
ment and expansion demands, the in-
dustry will likely need to need to hire
nearly 470 new workers, or (73%) of
the current workforce over the next 13
years. These hiring requirements are
net numbers of new workers and do
not include annual hiring requirements
due to turnover.
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FIGURE J3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-
MENTS (EXCLUDING TURNOVER), NEW BRUNSWICK
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FIGURE J4 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, NEW BRUNSWICK

Hiring requirements 2018 to 2020 to 2026 to Total 2018
ploply 2025 2030 to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

To meet these demands employers will need to
compete with other meat processors and employ-
ment demands in other industries. Steady levels
of employment alongside a declining labour force
is expected to result in declining average rates of
unemployment, from about 8% in 2017 to below 6
% by 2030. This means employers across all indus-
tries will need to meet demands with fewer work-
ers. Figure 16 shows projections for labour force,
employment and unemployment rate (%) for New
Brunswick

After several years of decline, employment edged
higher by 0.4% in 2017. This can be attributed to
a pickup in government current spending, partic-
ularly in the health and welfare services industry.
Private investment is expected to help to offset de-
clining government investment over the remainder
the period through 2021, resulting in slightly posi-
tive employment growth of 0.3% over the period.
Over the long term, the ramping-up of construction
on the Mactaquac hydro dam replacement project
will help to sustain modest employment growth of
0.3% over 2022-27 and then no growth over the
2027-30 period.

The province’s declining participation rate — a re-
sult of an aging population — combined with slight
population growth, results in a contracting labour
force over the forecast. Even with modest growth
in employment over the 2022-27 period, there will
be downward pressure on the unemployment rate.
These levels are significantly lower than the histor-
ical norm in the province.
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FIGURE J6 - EDUCATION ATTAINMENT BY INDUSTRY,
NEW BRUNSWICK
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APPENDIX K: SUPPLY AND DEMAND -
NEWFOUNDLAND AND LABRADOR

Meat Product Outlooks

Meat processing total real gross output (or end-market demand) in Newfoundland and Labrador is forecast to expand at
a strong rate of 2.8% on average over 2018-21, 4.3% over 2022-26 and 3.4% over 2027-30. Growth will not be helped
by overall meat consumption, which is forecast to average -1.0% over 2018-21, -0.6% over 2022-26, and -0.4% over
2027-30 as shrinking population exacerbates the trend toward less per capita red meat consumption. International ex-
ports are forecast to expand at a modest pace over the projection period, averaging 1.2% over each sub-period. Meat
of all types will benefit from the implementation of the Canada-EU CETA and the TPP with ten other Pacific Rim nations.
Newfoundland’s exports to other provinces will gain from the overall rise in meat consumption in those provinces; in-
terprovincial exports are forecast to expand at a modest rate of 1.0% over 2018-21, 0.9% over 2022-26 and 0.9% over
2027-30. Newfoundland is extremely reliant on meat imports. Provincial output will benefit from the forecasted decline
of imports, which leads to a growing real trade balance and helps to boost real gross output. Interindustry demand is
reliant on the demand for meat products by other industries, particularly other food processing industries, it is forecast
to average 0.1% over 2018-21, and 1.7% over 2022-25 and 1.5% over 2026-30.

FIGURE K1- NEWFOUNDLAND AND LABRADOR MEAT END MARKET GROWTH (ANNUAL
AVERAGE PERCENT CHANGE)

|____EndMarkets ] 201317 _[201821 | 202226 | 2027-30

Consumption -1.3 -1.0 -0.6 -0.4
International Exports -34 12 12 1.2
Interprovincial Exports 0.6 1.0 0.9 0.9
Interindustry Demand -0.7 01 1.7 1.5
Imports -0.3 -0.4 -01 0.0
Total End Market Demand 14.0 2.8 4.3 34

Consumption

Meat consumption is expected to rise for a couple of categories despite falling population because of rising per capita
consumption. Chicken consumption is expected to be relatively strong, averaging around 1.1% growth over 2018-21,
1.3% growth over 2022-26, and 1.4% growth over 2027-30. Lamb consumption is also expected to rise by around 0.1%
over 2018-21, 0.3% over 2022-26 and 0.4% over 2027-30. In contrast, beef, veal, pork and offal are forecast to decline
because of the drop in per capita consumption is exacerbated by falling population. Overall meat product consump-
tion is forecast to decline, falling on average by 1.0% in 2018-2021, then falling by 0.6% in 2022-2026 and 0.4% during
2027-2030.

International Exports

Global economic conditions are somewhat supportive of Newfoundland’s meat product exports. External demand is
modest while the implementation of the TPP and the CETA will provide benefit to Newfoundland’s meat exports. Overall
meat product exports are forecast to expand at a modest pace over the projection period, averaging 1.2% over 2018-30.
There is a mix of outcomes when examining the details of export growth. Pork product exports are forecast to average
0.6% over 2018-21 and 0.5% over 2022-26 and 0.6% on average over 2027-30. Prepared pork products grow close
to that average. Total beef exports are forecast to average 0.6% over 2018-30. Similarly, total poultry product exports
are forecast to average 0.6% over 2018-30. Other meat, however, is forecast to grow more quickly than pork, beef and
chicken.

Meat Processing Employment Outlook

Meat processing employment is expected to recede by -4.2% between 2017 and 2020, a decline of about ten jobs from
246. Total employment is expected to remain near current levels over the decade. Due to small numbers estimates and
projections should be interpreted with caution.

Meat processing real GDP is forecast to expand by 1.6% on average over the 2018-21 period, then 3.1% on average over
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2022-26 and 2.2% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by 2.8% on average
over the projection period. In order to produce the forecasted output, total hours of work is forecast to fall by -1.2% on
average over 2018-21, and then increase by 0.1% and 0.0% on average over 2022-26 and 2027-30 respectively. Aver-
age hours worked per employee is forecast to fall by 0.2% over the projection period, which leads to the total number
of jobs falling by -1.0% over 2018-21, and then rising by 0.6% over 2022-26 and fall by 0.4% over 2027-30.

Figure K2 below shows projected employment occupation. Production labour (including General Meat cutters) consti-

tute over one in four (25%) jobs.

FIGURE K2- MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, NEWFOUNDLAND AND LABRADOR

Occupation 2017 2026 to | Change 2018 to
e 2030 2030

Total Employment
Production Labourer 52

Poultry Production Labourer (includ- 15
ing Plant Production Worker)

Process Control and Machine Oper- -

ator

General Meat Cutter or Knife Person 8
Master Butcher, expertise in multiple 3
cuts

Specialized Cutter, expertise in one 14
cut

Slaughter Person 13

Supervisors -

Maintenance (included Janitors, Sani- 38
tation Workers, Cleaners)
Skilled Trades (including Millwright, 19

Industrial Electrician, Truck Driver)

Quality Control Technician -

Management 1
Other Office 46
Other 75

Hiring requirement

Despite modest declines in employment, it
is projected the industry will need to hire
a net of about ten additional new workers
over the next three years due to rising re-
tirements. Replacement demands (deaths
and retirements) are expected to total
close to 80 between 2017 and 2030. This
represents the need to replace 30% of the
current workforce over the next 13 years.
These hiring requirements are net numbers
of new workers and do not include annual
hiring requirements due to turnover, which
can add significantly to annual new hires
needed to sustain employment require-
ments.

43 42 42 42 43 43 (1)
12 12 12 12 12 12 0)
6 6 6 6 6 6 0)

3 (0)
12 12 12 12 12 12 0)
10 10 10 10 10 10 0)
32 31 31 31 31 31 (1)
16 15 15 15 16 16 0)
10 9 9 9 9 9 )
38 37 37 37 38 38 (1)
64 61 60 60 62 62 2)

FIGURE K3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-
MENTS (EXCLUDING TURNOVER), NEWFOUNDLAND AND
LABRADOR

-6 6 6

[0}
[

10

2018 2019 2020 Avg 2021 to 2025 Avg 2026 to 2030

® Replacement (Deaths & Retirements)

@ Expansion (Change in Employment)
Total Hiring Requirement (Job Openings)
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FIGURE K4 - SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS,

NEWFOUNDLAND AND LABRADOR

Hiring requirements 2018 to 2020 to 2026 to Total 2018
2020 2025 plokc]o) to 2030

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

Newfoundland and Labrador has the oldest popu-
lation age profile in Canada, and both population
and labour force are expected to contract over
the coming decade. This results in declining aver-
age rates of unemployment. This means employ-
ers will need to meet demands with fewer work-
ers, requiring an increase in productivity.

The province lost around 8,500 jobs in 2017
Losses continue into the medium term. In the
long term, total employment growth averages
0.4% per year over 2021-26 and 0.2% over 2027-
30, with overall gains in service-based industries
being moderated by losses in goods-producing
industries. As the population ages and employ-
ment declines more workers are discouraged and
drop out of the labour force and the participation
rate falls sharply over the first half of the forecast.
This results in the labour force declining at an an-
nual average of 1.2% over the 2017-21 period. In
the long term, declines in the labour force slow,
averaging 0.2% over both the 2022-26 and the
2027-30 periods.

The unemployment rate in Newfoundland and
Labrador remains the highest in Atlantic Cana-
da, due in part to the higher degree of seasonal
employment across many industries. Aging de-
mographics and a contraction of the population
and labour force are expected to lead the aver-
age unemployment rate steadily lower across the
coming decade from an average rate of 15% in
2017 to below 10% by 2026. The projected level
of employment, labour force and unemployment
rate are shown in the table below.

Meat processors compete with other industries
to meet their demands within local, or regional,
labour markets. As the overall availability of work-
ers declines with falling rates of unemployment,
meat processors will experience increase hiring
Labour market conditions which are assessed at
the sub-provincial (regional) level.

ﬂ © Food Processing Skills Canada
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APPENDIX L: SUPPLY AND DEMAND -
PRINCE EDWARD ISLAND

Meat Product Outlooks

Meat processing real gross output (or end-market demand) is expected at a modest rate of 11% on average over 2018-
30. Growth will be helped by overall meat consumption, which is forecast to average 1.2% over 2018-21 to 1.3% over
2022-26, and 1.4% over 2027-30. International exports are forecast to expand at a modest pace over the projection
period, averaging 1.3% or slightly above for each sub-period. Meat of all types will benefit from the implementation of
the Canada-EU CETA and the TPP with ten other Pacific Rim nations. PEI’s exports to other provinces will gain from the
overall rise in meat consumption in those provinces; interprovincial exports are forecast to expand at a modest rate of
0.6% over 2018-30. PEl is extremely reliant on meat imports. The forecasted pace of import growth will reduce provin-
cial output compared with exports, which leads to a shrinking real trade balance. Interindustry demand is reliant on the
demand for meat products by other industries, particularly other food processing industries, it is forecast to average
2.0% over 2018-30.

FIGURE L1 - PRINCE EDWARD ISLAND, MEAT END MARKET GROWTH,
(ANNUAL AVERAGE PERCENT CHANGE)

| EndMarkets | _2013.7 mz-m 2027-30

Consumption -0.5

International Exports -6.7 14 1.3 13
Interprovincial Exports 0.2 0.6 0.6 0.6
Interindustry Demand 2.8 2.0 2.0 2.0
Imports 0.4 1.5 1.5 1.5
Total End Market Demand 3.2 11 11 11

Consumption

Meat consumption is expected to rise quickly for several categories as rising per capita consumption is helped by pop-
ulation gains, particularly for poultry and lamb. Chicken consumption is expected to be strong, averaging around 3.0%
growth in each sub-period. Lamb consumption is also expected to rise relatively quickly by around 2.0% growth in each
sub-period. In contrast, beef and pork are forecast to have slight growth as the drop in per capita consumption is more
than offset by the gains from population growth. However, the decline in per capita consumption results in declining
demand for veal and offal despite population gains. Overall meat products consumption is forecast to rise on average
by 1.2% in 2018-2021, then by 1.3% in 2022-2026 and 1.4% during 2027-2030.

International Exports

Global economic conditions are somewhat supportive of PEI's meat product exports. External demand is moderate,
while the implementation of the TPP and the CETA will provide benefit PEI's meat exports. Overall meat product exports
are forecast to expand at a modest rate over the projection period, averaging 0.6% over 2018-30. There is a mix of
outcomes when examining the details of export growth. Pork product exports are forecast to average 1.3% over 2018-
21and 1.2% over 2022-30. Total beef and veal exports are forecast to average 1.2% in 2018-21 and slow to around 1.0%
over 2022-26 and 1.1% over 2027-30. Total poultry product exports are forecast to average 1.3% over 2018-21 and 1.5%
over 2022-26, then slow to 1.4% over 2027-2030. Other meat product exports are expected to be weaker than for pork,
beef or poultry.

Meat Processing Employment Outlook
Meat processing employment is small in PEIl, and expected remain steady around 150 over the next decade. Due to
small numbers estimates and projections should be interpreted with caution.

Meat processing real GDP is forecast to expand by 1.5% on average over the 2018-21 period, then 1.4% on average over
2022-26 and 1.4% over 2027-30. Labour productivity (GDP per hour worked) is forecast to increase by around 1.8% on

average over the projection period. This means that the needed total hours of work will fall by -0.3% on average over
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2018-21, as well as 2022-26 and 2027-30. Average hours worked per employee is forecast to decline slightly over
the projection period, which leads to the total number of jobs rising by 0.3% over 2018-21, and then rising by 1.1% over
2022-26 and 1.2% over 2027-30.

Figure L2 below shows projected employment by occupation. Production labour (including General Meat cutters) con-
stitutes 30% of total jobs.

FIGURE L2 - MEAT PROCESSING EMPLOYMENT, BY KEY OCCUPATION, PRINCE EDWARD ISLAND

Occupation 2017 2026 to | Change 2018 to
P 2030 2030

Total Employment
Production Labourer 23 19 18 18 19 18 18 (0)

Poultry Production Labourer (includ- 6 5 5 5 5 5 5 (0)
ing Plant Production Worker)

Process Control and Machine Oper- - - - - - - - -

ator

General Meat Cutter or Knife Person 23 19 19 19 19 19 19 (0)
Master Butcher, expertise in multiple 10 8 8 8 8 8 8 (0)
cuts

Specialized Cutter, expertise in one 44 36 36 36 36 36 35 (1)
cut

Slaughter Person 19 16 16 16 16 16 15 (0)
Supervisors - - - - - - - -

Maintenance (included Janitors, Sani- M 9 9 9 9 9 9 (0)
tation Workers, Cleaners)

Skilled Trades (including Millwright, 6 5 5 5 5 5 5 (0)

Industrial Electrician, Truck Driver)

Quality Control Technician - - - - - - - -

Management 3 3 3 3 3 3 3 (0)

Other Office 14 1l 1l 1 1l 1l 1 (0)

Other 14 12 12 1l il 12 12 1
Hiring requirement FIGURE L3 -ANNUAL MEAT PROCESSING HIRING REQUIRE-

MENTS (EXCLUDING TURNOVER), PRINCE EDWARD ISLAND
Despite flat employment growth, it is pro-
jected the industry will need to hire less
than ten additional new workers over the

2 2 22 2 2 2 2 2 2

next three years to meet expansion and

workforce retirements. Replacement de-

mands (deaths and retirements) are ex- -

pected to total around 30 between 2017

and 2030. Taking account of both re-

placement and expansion demands, the

industry will likely need to need to hire

just over 20 to 30 new workers, or (18%) -

of the current workforce over the next 13 . o o o

0

years. These hiring requirements are net

[v]
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. 2018 2019 2020 Avg 2021 2025 Avg 2026 to 2030
numbers of new workers and do not in- Vo 2betto Vo 20t to
clude annual hiring requirements due to @ Replacement (Deaths & Retirements)
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FIGURE L4- SUMMARY OF ANNUAL AVERAGE HIRING REQUIREMENTS, PRINCE EDWARD ISLAND

Replacement (deaths and Retirements)
Expansion (Change in Employment)

Total Hiring requirement (job openings)

Available supply

To meet these demands employers will need to
compete with other meat processors and em-
ployment demands in other industries. Follow-
ing a decline in 2016, employment rebounded
by 3.2% in 2017. Over the medium term, growth
in employment averages 1.6% per year, boost-
ed mostly by construction, which averages 5%
annual growth. In the 2022-26 period, employ-
ment growth averages 1.5%, as a rebound in
professional, scientific and managerial services
employment to 1.9% growth helps to offset the
slowdown in construction employment, which
only averages 0.7%. Over 2027-30 total employ-
ment growth averages 1.4%.

The unemployment rate fell from 10.7% in 2016
t0 9.8% in 2017. Over the medium term, employ-
ment and labour force growth track close to one
another, leading the unemployment rate to av-
erage close to 10% during both the 2017-21 and
2022-26 periods. Then the unemployment rate
is forecast to slide to 8.5% on average during
the 2027-30 period as the gains in employment
exceed the gains in the labour force. Figure L5
shows projections for labour force, employment
and unemployment rate (%) for Prince Edward
Island. Meat processors compete with other in-
dustries to meet their demands within local, or
regional, labour markets. As the overall availabil-
ity of workers declines with falling rates of un-
employment, meat processors will experience
increase hiring Labour market conditions which
are assessed at the sub-provincial (regional) lev-
el.
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FIGURE L5 - PROJECTED OVERALL LABOUR FORCE,
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SECURING CANADA'S
MEAT WORKFORCE

Real Challenges. Practical Solutions.
Fresh Perspectives.



