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The Policy Quarterly was first published in fall 2008. It is our
hope that this publication has been and will continue to be
instrumental in providing timely and relevant information

to mining industry stakeholders. We would appreciate your
feedback and comments on the Policy Quarterly publication.
A feedback form can be accessed online at:
http://www.mihr.ca/en/publications/pgsurvey.asp.

Provincial Budgets and New Priorities for Labour
Markets

Providing support to workers to facilitate their adjustment to short-
term shocks and longerterm trends in employment requires
coordination between education/training institutions, industry and
governments. Most provincial/territorial governments tabled their
budgets between February and April of this year. As a result, a number
of provincial/territorial departments will be engaged in consultations
with stakeholders to evaluate current programs and develop new
priorities for education and training and labour market developments.
Changes will be reflected in annual departmental work plans.

The work plans developed for 2009-2010 will have a significant
impact on the level of support industry can expect from government
during the downturn. They will partly determine the ability of industry
stakeholders to collaborate on advancing the skills of the mining
workforce. As a result, the plans will also shape industry’s access to
a highly skilled and mobile mining workforce during the next period of
industry growth and renewed investment. For this reason, identifying
potential areas of focus for training and labour force development
at the provincial/territorial level is important for improving training
outcomes. Part | of the Employment Insurance Act, which provides
temporary financial assistance to unemployed Canadians, falls under
federal jurisdiction and is administered through Service Canada. Part
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Il of the Act consists of programs that deliver assistance to individuals
who are temporarily unemployed. In most cases, administration of
these programs has been fully transferred to provincial/territorial
governments through Labour Market Development Agreements
(LMDAs). This is consistent with the fact that responsibility for the
design of policies and programs in the area of education and training
falls within provincial/territorial jurisdiction.

Programs funded through LMDAs are only accessible to El eligible
candidates. Generally, such individuals possess workplace essential
skills but require specific training to fill a knowledge gap. For those
who are not El eligible and therefore do not qualify for LMDA programs
there are additional opportunities for support through programs
provided under Labour Market Agreements (LMAs). These programs
are targeted towards individuals who lack workplace essential skills
or have a low attachment to the labour force. The objective is to
decrease the number of individuals dependent on LMA-type programs
by providing opportunities in the labour market that increase their
employability prospects.

A 1998 study by David Leadbeater of Laurentian University, entitled
Training, Mass Layoffs, and Single-Industry Communities: Lessons
from Elliot Lake, examined the effectiveness of training programs
in improving employment outcomes following a mine closure. It
concluded that it is important for governments to align labour market
and training programs with local economic development strategies.

Individual companies are well placed to identify the
local priorities that will help focus labour market and
training programs.

The development of such strategies usually falls within the purview
of municipal governments. Individual companies are well placed
to identify the local priorities that will help focus labour market and
training programs. In turn, provincial mining associations are well
positioned to represent their member companies in consultations at
the provincial/territorial level. The latter can address issues relating
to priorities for LMDAs and LMAs.
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The following are examples of recurring themes and priorities that
governments have identified to date for funding channelled through
the LMA mechanism:

*  Gathering labour market information

* Improving access and affordability of post-secondary education
*  Workplace essential skills development programs

* Aboriginal Peoples inclusion strategies to improve education and
employment outcomes

*  Further funding for education and training through community-
based-organizations

*  Enhancement of Provincial Nominee Programs (PNP)

*  Support for recent immigrants in entering the workplace

Given the importance of mining to many local and regjonal
economies, governments at all levels would be well served to
seek the council of mining industry stakeholders.

It remains to be seen how these priorities will be transformed into
programs and implemented in practice so as to reflect the needs
of communities. Given the importance of mining to many local and
regional economies, governments at all levels would be well served to
seek the council of mining industry stakeholders. This would provide
an opportunity for provincial/territorial governments to disseminate
further information on existing programs to address the labour market
adjustment of workers.

Provinces and territories are currently in the process of
reviewing their legislation so that it complies with the
terms of the agreement.

The International Council on Mining and Metals’ Community
Development Toolkit is a resource that assists companies and
governments to identify the role that mining can play in community
development strategies. It provides guidance that could be used
during consultations on training and labour market development
initiatives. The toolkit provides examples of the various roles that
industry and governments could potentially play in the process.
The toolkit can be accessed online at the following website:
www.icmm.com/library.
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Labour Mobility and the Impact of Non-Regulatory
Factors

In mid-January of this year the First Ministers of Canada endorsed
changes to Chapter 7 of the Agreement on Internal Trade, which
governs the ability of provincial/territorial governments to impose
additional requirements on workers from other jurisdictions. Chapter
7 was revised in 2008 in order to improve labour mobility for
professional and trades related occupations. Provinces and territories
are currently in the process of reviewing their legislation so that it
complies with the terms of the agreement.

These changes will facilitate the movement of workers in fly-in/fly-out
work arrangements that cross interprovincial borders (e.g.: northern
Manitoba and Saskatchewan) by improving the inter-jurisdictional
recognition of certified workers’ qualifications. Greater regulatory
flexibility will encourage interprovincial labour mobility. However, there
are other non-regulatory factors that impact the ability and willingness
of labour to relocate, such as housing, access to community services,
and educational resources. As part of the community development
planning process municipal governments should engage companies
in identifying solutions to the challenges of attracting skilled workers
to rural and remote municipalities.

Aboriginal Consultation and Training Programs

Consultation provides the basis for negotiating impact and benefit
agreements (IBAs). It enables governments and industry to share
information and establish linkages to programming available for
increasing Aboriginal participation in mining. Training is the critical
path in preparing communities to participate in the employment
opportunities of mining. The development of training and employment
strategies for Aboriginal workers is the primary responsibility of the
Aboriginal Human Resource Development Agreement (AHRDA)

Consultation provides the basis for negotiating impact
and benefit agreements (IBAs). It enables governments
and industry to share information and establish
linkages to programming available for increasing
Aboriginal participation in mining.
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holders. However, all interest groups should have a mutual

understanding of timeframes and assumptions tied to future planning
for mine developments.

Among other things, one’'s employment prospects in mining depend
upon the ability to anticipate job requirements and acquire appropriate
training. Care also needs to be taken to avoid time lags between
training and actual employment. Given the geographical remoteness
of much of the mining industry, government funded programming
provided through AHRDAs should focus on the transferability of skills
regardless of which AHRDA provides the programming and where the
eventual job placements occur.

Employment opportunities exist in all phases of the mining cycle. Akey
assumption implied in training and employment strategies for mining
is that mine developments will advance with sufficient timeframes for
sequential planning. Communities become heavily invested in mining
when funding is allocated to workforce training. The timing and type
of mine development relative to the requirements for training local
people presents an issue for stakeholders who must decide when to
implement training programs. The nature and structure of training
programs should reflect factors such as the likelihood of activities
progressing to the next phase of the mining cycle, the time required
to make the training programs accessible, and the time required
for individuals to receive the training. Early consultations are an
appropriate venue for transparency, identification of government
support mechanisms, and clarification of expectations about
employment opportunities throughout the life of a mine.

The next Canadian Aboriginal Minerals Association
(CAMA) conference will consider issues relating to the
education and training of Aboriginal youth.

The next Canadian Aboriginal Minerals Association (CAMA) conference
will consider issues relating to the education and training of Aboriginal
youth. It will take place November 1-3, 2009. The conference will be a
good opportunity to discuss the ability of communities to prepare for
current and future employment opportunities in mining.
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Mining Supply Companies and their Human
Resource Issues

According to Jon Baird, Managing Director of the Canadian Association
of Mining Equipment and Services for Export (CAMESE), many
companies that provide supplies and services to the mining industry
are small and medium sized enterprises (SMEs), with an average
of 25-50 full-time employees. Among these employees, roughly a
quarter possess skills sets that are very difficult to replace and would
therefore represent the core staff of the SMEs that supply the mining
industry. It would be important to retain these skilled and experienced
people during an economic downturn such as the current one.

Very few SMEs have a human resource practitioner fully dedicated
to training and talent development. Such functions would be likely
assumed by senior management. Therefore it is necessary that such
managers have access to tools and resources that allow them to
optimize their decision-making capabilities.

Very few SMEs have a human resource practitioner
fully dedicated to training and talent development.

A study by Industry Canada released in October 2008, entitled Small
Business Financing Profiles: Rural-Based Entrepreneurs, showed that
by 2004 nearly one-third of rural SMEs operated in primary industries
such as mining. The study also indicated that “the new reality for rural
Canada’s resource industries is one of technologically dynamic firms
striving to compete globally, which have a greater need for specialized
skills among workers”.

According to Facts & Figures 2008, a publication of the Mining
Association of Canada, more than 3000 companies supply the mining
industry with equipment and professional expertise. This segment
accounts for a significant proportion of the overall mining labour force.
As governments at the federal, provincial/territorial, and municipal
level begin to channel funding through the Community Development
Trust Fund, it will be important that rural SMEs are given a voice as
cornerstones of local community economic development.
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Geomapping Capacity in the North: Build it and
they will Come

The federal government has a five-year plan (2008-2013) to invest
$100 million in the Geomapping for Energy and Mineral (GEM)
program in Canada’s north. The initiative will be split into two streams:
energy and minerals. The GEM program will require significant human
resources from Canadian colleges and universities. It is estimated
that the second and third year (2009 to 2010) of the program will
each require 100 students to participate in field work and research.
The program has a mandate to hire in the north, which provides an
opportunity for the future mining workforce originating from those
regions. Of the 100 students, roughly 30 research positions will need
to be filled by master’s and PhD students. The remaining field work
positions will require approximately 70 undergrad field assistants.
The fourth and fifth year of the program (2011 to 2012) will likely
generate fewer positions; however, demand will be determined by
progress with work on the ground.

The students who participate in the GEM program
over the next four years will likely be the catalysts
for merging government research with industry
opportunities in exploration.

The Prospectors and Developers Association of Canada (PDAC)
estimates that for every dollar spent on public geoscience, industry
invests an additional $5 on exploration. The students who participate
in the GEM program over the next four years will likely be the catalysts
for merging government research with industry opportunities in
exploration. Natural Resources Canada is currently engaging industry
through provincial/territorial technical liaison committees as well as
through presentations at major industry events. Engaging industry
assures an efficient and effective transition from government
consultation and partnerships with Aboriginal groups in the north to
potential industry partnerships.
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Involving industry from the early stages builds capacity among industry
stakeholders to anticipate human resources needs. It also helps in
the development of plans to address constraints of existing and future
exploration and mine development projects; for example, the need for
fly-in/fly-out work arrangements and the labour market development
needs of the local population. It would also provide Aboriginal groups
and industry with an additional venue for discussions on human
resources development in the context of existing and potential impact
and benefit agreements (IBAs). Likewise, early engagement provides
the necessary timeframes for acquiring an appreciation of the
differences in the governance structures used by local communities
and mining companies. For further information on the GEM program
please contact John Percival, Interim Geomapping Program Manager
with responsibility for the Minerals Geological Survey of Canada. John
Percival can be reach by email at joperciv@NRCan.gc.ca.

Involving industry from the early stages builds capacity
among industry stakeholders to anticipate human
resources needs. It also helps in the development

of plans to address constraints of existing and future
exploration and mine development projects; for
example, the need for fly-in/fly-out work arrangements
and the labour market development needs of the local
population.
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Policy Quarterly Online Review and Feedback

The Policy Quarterly was first published in fall 2008. Itis our hope that this publication has been and will continue to be instrumental in providing timely
and relevant information to mining industry stakeholders. We would appreciate your feedback and comments on the Policy Quarterly publication.

Please take the time to review the list of previous Policy Quarterly articles. We also encourage you to provide suggestions for future articles and

research. The feedback form can be accessed online at: http:;//www.mihr.ca/en/publications/pgsurvey.asp

Importance of Occupational
Standards and Skills Credentials

The Advantage Canada Strategy

Engagement through the Aboriginal
Human Resource Development
Strategy

The Future of Employability in Canada:
Standing Committee Report

Tax Incentives for Fly-in Fly-Out Work
Arrangements

Mining for Foreign Skills

Developing a Skilled Labour Force still
a Priority

Transitioning Workers from Forestry to
Mining

Agreement on Internal Trade and
Labour Mobility

Labour Productivity: Growth or Decline

Human Resources Challenges for 2009

The Impact of Governance on
Engagement with Aboriginal
Communities

Diagnosing Lack of Diversity as Cause
or Symptom

Providing Reference Points through
Labour Market Information

A New Federal Government Framework
for Aboriginal Economic Development

Responding to a Call for Proposals for
ASEP Funding

Innovation amidst Uncertainty

Avoiding Temporary Layoffs: The Work-
Sharing Program

A Career in Mining beyond Retirement

Federal Budget 2009

We encourage you to provide comment, questions and/or feedback about this publication. We also invite you to suggest
topics for future articles that reflect the concerns and challenges of your organization. To do so please contact:

Jean Pierre Chabot
Manager of Research and Policy Analysis

Directeur de la recherche et de I'analyse des politiques

MiHR COUNCIL | CONSEIL RHiM

260 Hearst Way, Suite 102
Kanata, ON K2L 3H1

telephone: 613.270.9696 ext 45

e-mail: JPChabot@mihr.ca

fax: 613.270.9399

www.mihr.ca | www.conseilrhim.ca





