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Disclaimer 
 
 

 
This report has been prepared in conjunction with Aerospace and Defence – Human 
Resource Partnership (HRP), on a best-effort basis and reflects the conditions 
prevailing at the time of the analysis completed on 30 November 2005. 
 
The projections, recommendations, and conclusions contained in this report are, to 
some degree, based on opinions and assumptions that are subject to variation 
depending upon evolving events.  Therefore, we cannot represent them as results 
that will necessarily be achieved but only as those that could be attained provided the 
opinions and assumptions relied upon remain valid. 
 
 
Saint Mary’s University Business Development Centre 
 

30 November 2005 
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Executive Summary 
 
 

The Aerospace and Defence Industries Association of Nova Scotia (ADIANS), in 

cooperation with the Province of Nova Scotia, has created the Aerospace and 

Defence - Human Resources Partnership (HRP) with the mandate to address the 

human resource needs of the industry now and for the future.  A principal initiative 

has been to define the current and future needs of the industry in the skilled trades 

and technical occupation.  Ultimately, the HRP, through the collection and analysis of 

specific data, intends to accurately reflect the Aerospace and Defence HR needs 

within the province of Nova Scotia.  Using this information, recommendations were 

made to better match HR supply to demand.  This includes initiatives and 

cooperation with educational institutions. 

 

A survey and report of the aerospace industry in Nova Scotia was an initial step in 

data collection in the industry.  The remaining area of data collection focuses on 

those private firms and public service employees delivering skilled trade and 

technical support to the Defence sector. 

 

Primary and secondary research was used to define the current and projected need 

for skilled trades and technical occupations in the defence sector of this industry.  

Analysis of the private sector survey results was weak due to the low response rate, 

only 5 of 28 potential responses representing 15% of the total applicable workforce.  

The results, however, do indicate the following: 

·  There is a low level of association (ADIANS) awareness and thus, 

participation, 

·  The private sector is not overly concerned with the future skills gap and don’t 

indicate any major difficulty hiring personnel currently nor in the future, 

·  Women are underrepresented in all sectors of the technical work force,  

·  Employee turnover has and will continue to be significant in the industry, and  
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·  Mean age within the industry overall is 42 years old and increasing. 

 

DND HR requirements and demographics were considered secondary research as 

reports and statistics currently exist.  When these areas are combined, the evidence 

strongly suggests: 

·  The federal public service is well aware of anticipated shortages in the skilled 

trades and technician sectors, mainly due to anticipated retirements, 

·  Demographics indicate that fewer young people are entering the work force 

relative to those expected to exit in the coming 5 to 15 years, 

·  The mean age of skilled trades and technicians is approximately 46, and is 

trending upwards, and  

·  Decisive measures must be taken to address industry personnel shortages 

before they are upon us. 

 

Based on the primary and secondary research conducted it is possible to make 

the following general conclusions and recommendations regarding the current 

state of the Defence industry in Nova Scotia. 

 

In general, although the public sector, both provincially and federally is taking an 

active role in planning for and managing an anticipated labour shortage in the 

skilled trades and technicians, private industry is neither actively nor passively 

planning for these future labour shortages.  In general, there are no specific 

complaints regarding the administration of trades training within Nova Scotia 

toward either the Community College system or the Department of Education. 

 

There is potential to increase the supply of skilled labour from traditionally 

underrepresented groups, with the greatest potential to increase the number of 

women who are employed in technical and trades categories.  Existing programs 

to encourage girls and young women to participate in technical fields should 

continue to be developed and expanded. Programs to promote technical 
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programs to other equity groups should also be developed, but lower numbers of 

Aboriginals and visible minorities mean that the overall potential is much lower.   

 

Finally, it was found that name recognition of ADIANS amongst surveyed 

organizations was sporadic, but that organizations were or would be open to learning 

more about such an organization.  It is recommended that ADIANS develop and 

embark on a marketing and recruiting campaign to increase the involvement of small 

to medium sized organizations within Nova Scotia. 
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1.  Company Profile 
 
The Aerospace and Defence – Human Resources Partnership (HRP) is an 

incorporated, non-profit, private sector association created by the Aerospace and 

Defence Industries Association of Nova Scotia (ADIANS) and the Province of Nova 

Scotia through its agency Skills Nova Scotia and The Office of Economic 

Development with funding from the Federal Department of Human Resource and 

Skills Development Canada. The mission of HRP is: 

 
 “to address the human resource needs of the Nova Scotia aerospace and 

defence sector by bringing together in a synergistic and formal collaborative 
relationship all those organizations and individuals directly or indirectly 
contributing to the province’s economic prosperity in this sector”1 

 

The client is represented by Mr. David Cogdon, Executive Director, HRP.  The 

Aerospace and Defence Industries Association of Nova Scotia (ADIANS) was 

incorporated in 1995 to assist in the pursuit of aerospace and defence industry growth 

and development opportunities. ADIANS supports a growing and diversified aerospace 

and defence industry base, employing approximately 6,000 skilled and experienced 

workers, generating approximately $600 million in revenues, and operating in both the 

defence and commercial markets.2 

 
Skills Nova Scotia is a program under the Apprenticeship Training and Skills 

Development Division of the Nova Scotia Department of Education designed to 

meet the technical and skilled trades needs of the province now and into the future.  

The program has been launched to meet the following labour market challenges: 

·  Nova Scotia©s population is aging  
·  Most of Nova Scotia©s future workforce is already in the labour market  
·  Rural Nova Scotia faces skills challenges because of an aging population 

and out-migration and  
·  The level of education required to work at most jobs is increasing3 

An acronym glossary is included at Appendix “S.”

                                            
1 HRP mission statement, located at  http://www.hrpartnership.adians.ca/default.asp?mn=1.24.  
2 ADIANS website homepage, located at http://www.adians.ca/. 
3 Located at http://skillsnovascotia.ednet.ns.ca/framework.shtml.  
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2. Project Background  
 

Recognizing the national concern for skilled tradespersons and technical 

occupations in the near future due to the demographic shifts in the Canadian 

population and the trend for students away from skilled trades training, the HRP has 

undertaken to survey the Aerospace and Defence Industry in an effort to better 

define the current and future HR needs of the sector.  With funding support from the 

government partner, a detailed report has been previously completed on the 

aerospace sector.  The client has contracted SMUBDC to undertake a similar 

analysis of the remaining portion of the industry, namely firms in Nova Scotia 

providing non-aerospace technical services to the Defence Industry as well as the 

non-uniformed public servants within the Department of National Defence (DND).  

Primary and secondary research was used to define the current and projected need 

for skilled trades and technical occupations in the defence sector of this industry.  

While the scope of this report is significantly less than the contracted aerospace 

report, the client sought confirmation of findings and conclusions of the aerospace 

report for those firms not previously surveyed as well as the federal civilian 

workforce within DND, the non-uniformed public servants.   A complete description 

of the project scope is described in the Letter of Understanding, Appendix ªCº. 

 

A secondary element of this project was to recommend measures to reduce the skills 

gaps for this industry with regard for potential future sources of skilled trades and 

technicians.  Specifically, HRP requested that solutions address the potential 

cooperative avenues available through immigration, targeting of under-represented 

social groups within the industrial skilled trades sectors, and/or aboriginal population 

opportunities. 
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3. Industry Analysis 
 
The Defence industry in Nova Scotia serves a range of military bases, units and 

stations, the largest portion comprised of services delivered to Maritime Forces 

Atlantic (MARLANT) – the Navy.  MARLANT is headquartered in Halifax, Nova 

Scotia with units located as far away as St. John’s, NL.  In addition to these units, 

there are also Air Force and Army units within the province.  The defence industry is 

comprised of businesses ranging from the delivery of products, services and skilled 

trade labour such as machinists, welders, etc. to the high-tech sector providing 

advanced simulations and data processing for weapons platforms.  Firms range in 

size from five to several hundred employees.  The membership in ADIANS is 

reflective of this diverse industry.   

 

The second portion of the target population includes non-uniformed public servants 

working in Nova Scotia.  There are a significant number of such trades and 

occupations supporting the Army, Navy and Air Force.   

 

The defence industry, similar to many other sectors of the economy, is concerned 

that the aging population in Canada, and in particular Nova Scotia, coupled with the 

declining birth-rate in the province, and a trend for youth away from trades and 

technician training, will lead to skills shortages in the near future.  A further 

description of these concerns is provided later in the Secondary Research portion of 

the paper.  Skills shortages will be a detriment to the industry and potentially lead to 

growth stagnation relative to other areas of Canada.  In order to address this, the 

industry, through its Association and HRP, seek to define and address this issue. 

 

Currently the industry is described as ªhighly motivated firms, backed by a skilled 

workforce . . . constitute a significant and growing factor in this sectorº.4  

Represented by its association, it seeks to be proactive for the future in order to 

strengthen and enhance its prosperity. 

                                            
4 Background to ADIANS mission, located at http://www.adians.ca/. 
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The aerospace and defence industry in Nova Scotia is estimated to consist of over 250 

businesses employing over 6000 employees and generating in excess of $600 million in 

revenues.   

 

Due to the specialized field of aerospace technology, the majority of firms in this sector 

of the industry tend to provide services to both defence and commercial aerospace 

clients.  In the same fashion, firms delivering services to the naval element of the 

defence sector provide services to commercial sector as well, inclusive in many cases 

to the offshore oil and gas industry.   
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4. Research Methodology 
 

4.1 Secondary Research 
 
Existing information which aided in the completion of this project was collected from 

the following agencies: 

 
·  Skills Nova Scotia, The Apprenticeship Training and Skills Development 

Division of the Nova Scotia Department of Education 
·  Statistics Canada 
·  The Federal Department of Human Resources and Skills Development 
·  Government of Nova Scotia, Immigration and Employment 
·  DND - Maritime Forces Atlantic.   

 
Where existing reports and analysis have already been completed by government 

agencies, such information was collected and synthesized with the primary 

research.   

 

As was previously mentioned, the non-uniformed federal public service employees 

within the defence sector in Nova Scotia comprise an additional and significant element 

of the skilled trades and technicians.  DND, and specifically MARLANT in Halifax, has 

already studied the current and future trades needs for federal employment.  Therefore, 

existing reports and expertise existed which were used in this report, attributed 

accordingly.  MARLANT reports, coupled with available demographic and industry 

information from the above-listed sources formed the backbone of the secondary 

research. 

4.2 Primary Research  
 
Primary research involved the development and execution of a human resource 

survey of defence industry firms that were identified.  In order to develop a complete 

list of firms delivering technical services to DND in Nova Scotia, several lists of firms 

were cross-referenced.  A list of firms in the industry sector in Nova Scotia was 

provided by HRP.  This, along with a list of firms that had done business with DND 

in 2003, was used to develop a list of over 200 firms who were potential participants 
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in the survey.  However, on close examination of this consolidated list, many of the 

firms were either providers of services and products not technical in nature such as 

chandlery services, logistical supplies, etc., or they were firms which provided 

technical services but had already been canvassed in the previous aerospace 

study.  Keeping in mind that the objective of the project was to define skilled trades 

and technician requirements, non-technical firms were removed from the list.  As 

well, previous respondents to the aerospace sector survey were removed for data 

integrity reasons; these organizations are detailed in Appendix ªDº.  At this point 

there remained only 37 firms suitable for the primary research.  It was therefore 

decided to do a complete census of all firms listed.  A complete list of firms is 

attached at Appendix ªBº.  Each firm was contacted a minimum of three times in an 

effort to seek their participation in the survey.   

 

The survey tool used was structured similar to that originally used for the aerospace 

sector with amendment and consolidation as appropriate.  A copy of the survey is 

attached at Appendix ªAº.  In all cases it was mailed electronically to individual firms 

for completion and return by means of email or facsimile. 
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5. Secondary Research 
 
In order to allow the information gathered by the primary research to be analyzed in 

context, a data search and analysis has been conducted regarding the existing 

labour market and provincial demographics. 

5.1 Nova Scotia present labour market 

·  Population: 908,0075  
·  56% of total population residing in urban areas 6   
·  The segment of the population 15 years old and over counts for 756,900 

people, 48.3% of which is male. 
·  Overall, Nova Scotia’s labour force consists of 484,300 people7 with 441,600 

men and women employed in 2004, which represents approximately 91% of 
total labour.   

The participation of the labour force by age and gender is expected to increase.  

However, labour force growth overall will slow down due to an aging population and low 

birth rate among Nova Scotia’s current population.  In fact, labour force growth is 

expected to drop to zero by the end of the decade.   For additional labour market 

demographic information refer to Appendix ªR.º 

5.2  Demographics 
 
Given the requirement to analyze the current status and potential of both the NS 

education and training system, as well as that of a number of specific groups, the 

following demographic information is provided as a reference point. 

5.2.1 Gender  

·  Women represent 230,400 of those 484,300 currently employed labour 
force.8  There are more men employed than women.  

·  However the unemployment rate for women is lower than the unemployment 
rate of men in the labour force. 

·  The number of women not involved in labour force represents 161,500 (49,500 
higher then the total number of men. (Refer to Appendix ªQº). 

  

                                            
5 http://www40.statcan.ca/l01/cst01/demo62d.htm 
6 Ibid 
7 http://www40.statcan.ca/l01/cst01/labor07a.htm 
8 Ibid 
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5.2.2 Age9 
 

Due to declining birth rates and migration out of the province over time, there has been 

a noticeable impact of the age of Nova Scotia's population, specifically in the HRM 

municipality.   

·  In Halifax the population of people between 45 and 64 increased by 102.6% 
over the past fifteen years. The same trend in population growth has been 
observed throughout Nova Scotia.   

·  Approximately 14% of total population throughout Nova Scotia is over 65 years 
old and the percentage of the population over 65 is projected to increase as 
baby boomers continue to age. (See Appendix ªQº) 

 

5.2.3  Education10  
 
As this study aims to gathering information on the status of skilled tradesmen in 

Nova Scotia, the primary means of entry into the workforce is through the provincial 

training system.  The education background of the NS population is; 

 
·  37.27% of population over 15 years old does not hold any university degree, 

certificate, or diploma. 
·  14% of total population over 15 years holds trades certificates.  
·  Slightly more than 9 % earned bachelor degree form universities.  
·  Only 2.38% and 0.5 % of population in Nova Scotia have master's and doctorate 

degrees. 
 
 

Typically, those entering the skilled trades and technician certification programs are high 

school graduates.  These certification programs compete with the job market and 

universities for enrolment.  Figure 1 below indicates that there is an expected 14.6% 

decrease in high school graduates by 2019.   

 

 
 
 
 
 
 

                                            
9 http://www40.statcan.ca/l01/cst01/demo62d.htm, accessed 7 Nov, 2005 
10 http://www40.statcan.ca/l01/cst01/labor07a.htm, accessed 7 Nov, 2005 
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Figure 1 – Projected Decline in High School Graduates (2004-2019)11 
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5.2.4 Employment  
 

The employment rate has grown steadily in the last few years, with growth in 

Canada similar to that in the United States (+1.7%).12 In 2004, the employment rate 

in NS was 58.3 %, less than the overall Canadian employment rate. The 

employment growth rate is projected to grow 0.6% annually between 2004 and 

2009,13 with an expected substantial increase in full time employment.  Over the 

past 12 months, all of the increase in employment has come from full-time work 

(+242,000 or 1.9%).  In August 2005 full-time employment increased by 36,000, and 

in the following two months full-time employment increased substantially, whereas 

part-time employment actually declined.  

Five years ago, provincial unemployment hovered around 10%. However, over the 

last few years Nova Scotia has enjoyed low unemployment rates given historical 

trends. In 2004 the unemployment rate reached 8.8%. Although this was slightly 

                                            
11 NS Department of Education, Student Information Retrieved from 
http://www.ednet.ns.ca/pdfdocs/reports/2003MinReport.pdf  
12 http://www.statcan.ca/Daily/English/050909/d050909a.htm 
13 Labour Market Outlook, 2004 edition, volume 1 
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higher than the average Canadian unemployment rate of 7.2%14, Halifax's 

unemployment rate was only 5.3% at that time, reflecting Nova Scotia's centralized 

industry and services. The unemployment rate is projected to decrease even further 

and reach 8.0% provincially in 2009, which would be the lowest rate the province 

has experienced since 1976.  

4.3 Analysis of Current Labour Force 
 

In recent years the key industries in Nova Scotia, as well as the occupations that serve 

these fields, have undergone major changes that has resulted in a new set of skill 

requirements. 

  

·  The new industries such as gas and oil will require skill sets different from those 

previously required by other industries.  

·  Rapid technological change has also raised the question of new skill 

requirements and whether the supply of labour can meet these requirements. 

·  An aging population and slowing population growth rate have increased concerns 

about a skilled labour shortage.  

·  Despite of gradual decrease in population growth the employment rate is 

consistent, meaning there will be increased pressure on the labour force as a 

larger portion of the population reaches retirement age. 

·  There has been steady migration of younger people out of Nova Scotia.  This 

combined with the fact that many people moving into Nova Scotia are actually 

coming to retire and a potential labour force crisis quickly becomes evident.  

 

The rising employment rate, slow population growth, aging population, technological 

changes, and new set of occupations with different skills requirements results in an 

imbalance in labour supply and demand. There is fear that future demand for 

employees with certain skills will exceed the number of employees available on the 

labour market. Some industries, especially health care, social assistance, forestry, 

fishing, mining, oil, gas, education, and public administration, are expected to 

experience employee shortages in the future.  Therefore, it is crucial to address labour 
                                            
14 http://www40.statcan.ca/l01/cst01/labor07a.htm 
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problems prior to emerging shortages, so that the supply of skilled workers will meet 

demand. 

5.4 Status of DND Civilian Tradesmen and Technicians in Nova Scotia 
 

Maritime Forces Atlantic (MARLANT) Command has, for some time, identified that there 

is an approaching Human Resources shortage in both uniformed and non-uniformed 

personnel and have invested significant time and effort into developing an HR plan to 

allow them to minimize the impact on the Armed Forces operational capabilities in Nova 

Scotia. 

 

MARLANT employs just fewer than 2000 non-uniform personnel in almost all non-

operational aspects of their workforce.  Overall, within MARLANT, Scientific 

(professional) and technical trades make up 12.8% of the total population15, or about 

250 people.  The primary employer of civilian technicians and skilled tradesmen is the 

Fleet Maintenance Facility Cape Scott (FMFCS), whose workforce is 84% civilians.16  

FMFCS is responsible for second line maintenance and repairs to the east coast 

operational and auxiliary fleet. The second largest employer of non-uniformed 

technicians and tradesmen within MARLANT is the Formation Construction Engineers 

(FCE) who are responsible for professional architectural, engineering and development 

service in support of MARLANT's infrastructure.17  Although FCE is expecting to 

experience significant employee turnover in the next 4-6 years, civilian human resource 

shortages in this portion of the labour force are much less likely to affect the operational 

mission of the Canadian Forces and therefore haven't received the same degree of 

attention as ship repair trades by MARLANT Command. 

 

There is significant demand from the fleet for maintenance support due to increased 

operational requirements, however, MARLANT expects a number of factors to add 

to the challenges that are facing FMFCS over the next decade.  The arrival of the 

VICTORIA Class submarines has proven to be much more expensive in terms of 

workload and materials than was anticipated, and is only expected to increase 

                                            
15 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
16 FMF Cape Scott Civilian Human Resource Planning Functional Plan 2005/2006 
17 http://hfxweb04.marlant.halifax.dnd.ca/, retrieved 7 Nov 2005 
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further.  This has resulted in an unexpected increase in demand for a number of 

‘heavy marine'18 trades that were expected to be phased out with the elimination of 

the Oberon Class Submarines and steamer class DDHs.  To add to the challenge 

FMFCS has identified that a significant portion of its workforce will soon be reaching 

the point at which they are eligible for pension as illustrated in Figure 2. The median 

age for a number of critical ship repair trades (mechanical, electrical and electronic) 

is in the 50s19 and are experiencing the greatest challenges with an overall average 

age of 46 as illustrated in Figure 3.  The crucial fact in this situation is that public 

service employees are eligible for pension at age 55 if they have 35 years of 

service.  Capability gaps are expected in almost all trade groups within the next 4-6 

years as over 250 individuals at FMFCS retire.20  Greater detail is provided in 

Appendices ªKº and ªL.º 

 

Figure 2 – MARLANT Civilian Workforce Retirement Forecast21 

MARLANT Civilian Workforce Retirement Forcasts
31 March 2005
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Figure 3 – FMFCS Technical Employees Average Age22 

                                            
18 FMF Cape Scott Civilian Human Resource Planning Functional Plan 2005/2006 
19 Ibid 
20 ACOS NEM Capability Plan FY 2005-2006 
21 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
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As of July 2004 there are 72 vacant positions at FMFCS considered essential to fulfill 

the current mandate23.  This is expected to grow in the short term as projections 

estimate an attrition of 29% of the current workforce (approx. 257 pers) by 2009.  The 

mechanical, electrical and electronic trade groups are currently encountering the most 

critical manning challenges24.  Specifically, there are currently shortages of electricians 

and Stationary Engineers (also referred to as Riggers).25 Figure 4 details expected 

retirements in each technical occupation employed within MARLANT.  Additionally, 60% 

of the 68 Technical Services Supervisors (TSS) are expected to retire within five years.  

Although these positions are generally filled by internal succession26, there remains the 

need to fill the position vacated by the promotion.  In the current competitive 

environment it is expected that FMFCS will be required to hire 51 individuals per year on 

average over the next five years.  Over the last two years FMFCS has not achieved 

targets for number of new hires.  Engineers remain difficult to recruit and retain given an 

ongoing competitive environment.  Additionally applicants are not inclined to accept 

                                                                                                                                       
22 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
23 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 ± 2004 Report Card 
24 Ibid 
25 LCdr H. Budden, FMFCS Technical Services Manager 1, 8 Nov, 2005. 
26 Kemp, Norm. MARLANT Forecasted Retirements (Draft), 9 Nov, 2005. 



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

 14 

casual work on a non-permanent basis. Complicating matters further, DND requires that 

security clearances be conducted for all personnel further hampering their ability to hire 

new staff as required, specifically for immigrants who've been in Canada for less then 

ten years.27  

 

Figure 4 ± MARLANT Forecasted Retirements (35 Years of Service)28 
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5.5 MARLANT Workforce Renewal Program/ Initiatives 
 

The purpose of the MARLANT Civilian Workforce Renewal Working Group is to 

establish strategic partnerships with the Nova Scotia Community College (NSCC) 

Training System and the Department of Education (DOE.)  One of the primary goals of 

this partnership is to identify employment opportunities within MARLANT and to co-

ordinate appropriate training programs.  This can be summed up in the following slogan: 

ªYou train, we hire.º29  During the 2004/2005 Fiscal Year, a significant amount of time 

and effort went into a series of workforce renewal efforts.  The most significant in terms 

of this report were the renewed apprenticeship programs under which, to date over 

                                            
27 Ibid. 
28 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
29 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 ± 2004 Report Card 
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$500,000 has been committed by DND30.  Since 2003, ninety-nine ship's repair 

apprentices have been recruited under the program, concentrating on the critical 

electrical, electronic and mechanical trades.  Currently ninety-eight of the ninety-nine 

are still employed within MARLANT.31  The apprenticeship program at FMFCS will 

continue to focus on electrical, electronic and mechanical trades, as these remain the 

most critical groups facing retirement shortages.  The intention is that this program will 

remain at the current level for the next three years, at which point it will be re-evaluated 

based on new projections.  Future plans for this year (FY 2005/2006) are an expansion 

of the Red Seal apprenticeship program within MARLANT, with additional research to 

establish specific recruiting targets for each trade group32.  The Red Seal allows 

tradesmen to retain accreditation across provincial boundaries without recertifying.  

 

MARLANT Command has spent significant time and effort developing an HR 

strategy that they believe has positioned them as an employer of choice for skilled 

trades in Nova Scotia and they believe that they will be able to recruit the number of 

new employees that they need over the coming years to fill gaps caused by 

retirements33.  Certainly they have established partnerships with the provincial 

government and educational institutions in the province, and should they not meet 

targets for recruitment they have far greater ability than private business to increase 

promotion of the DND brand in the community.  One area in which they remain 

week is in implementing a plan to ensure that the significant corporate knowledge is 

retained as experienced and senior personnel retire at an accelerated pace.  The 

hardest part about finding a qualified replacement for an engineer who has worked 

on the waterfront for 35 yrs isn't the technical education, it's the knowledge that 

comes from experience.  With this in mind, MARLANT has begun to develop a 

mentorship/ succession program that will ensure that the Formation is able to retain 

an adequate level of experience as over a quarter of the workforce retires over the 

next four years.  The development of co-op programs is being investigated as an 

effective method of succession planning.  It would familiarize students to DND and 

allow managers to assess top candidates for future vacancies. 
                                            
30 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 ± 2004 Report Card 
31 Kemp, Norm. MARLANT Workforce Renewal Analyst, Nov 7, 2005 
32 Ibid. 
33 Ibid. 
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6. Primary Research – Industry Census Survey 
 

6.1 Methodology 
 
With 37 individual firms identified, a census rather than a sampling was considered 

achievable.  All firms were contacted by telephone and introduced to the project, 

confirmed that the organization fit the requirements of the survey, identified the 

objectives of the project and sought the firm’s participation.   

 

Firms had to meet the following criteria in order to be surveyed: 

Mandatory; 

·  Registered as an operating business in Nova Scotia, 

·  Employing skilled trades (as defined by Skills Nova Scotia in Appendix 

“M”), technicians or professional engineers, and 

·  Have done work for DND within the last 2 years. 

Recommended; 

·  Initially, a minimum of 20 employees was required in order to improve 

sample accuracy.  However, due to the decision to do a census of the 

37 firms, this requirement was waived. 

 

In many cases, smaller firms had gone out of business, did not employ skilled 

trades and/or technicians, or no longer did a significant amount of business for the 

defence sector.  At least three attempts were made to contact each firm before 

determining that contact was unsuccessful.  In several cases, primarily for the larger 

employers, where the organization was unwilling to participate, HRP representative, 

Mr. David Cogdon, was solicited to make an additional attempt to garner 

cooperation.  However, through the survey process 9 of the companies did not fit 

the established survey requirements, leaving 28 as the real population size as 

detailed in Figure 5. 
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Figure 5 - Survey Results by Organization Response 

Survey Results by Company Response

0 2 4 6 8 10

Agreed, Received Response

Agreed, Did not Return Response

Refused, Against Policy

No response, Repeated Attempts

No Tradesmen, Technicians

Out of Business, Acquired

Duplicate on List

 

In the end, 5 actual surveys were completed and returned out of the potential 28 as 

illustrated in Figures 5 and 6.  This represented a response percentage of 18% 

 

Figure 6 ± Response Rate by Number of Organizations 

 

 

A more accurate measure of participation is determined by the actual number of 

technical personnel canvassed in comparison to the approximate number of 

personnel in the total population.  A mean average was used to approximate the 

total number of personnel in each firm.  This total for all 28 companies, adjusted for 

firms no longer in business, those with no tradesmen and assuming an 

Respondents 
5 of 28 (18%) 

Total Population: 28 
Companies 



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

 19 

administrative personnel component, was determined to be approximately 725 

personnel, as displayed in Figure 7.  The number of skilled trade and technical staff 

in total between the 5 respondents was 108, or 15%.  Given the small response rate 

of a finite population size, the data is considered to be accurate within 8.7% 

nineteen times out of twenty. 

 

Figure 7 ± Response Rate by Number of Personnel 

 

6.2 The Survey Tool 
 
A copy of the distributed survey is attached at Appendix ªAº.  It included general  

information, data descriptors and an opportunity free flow text.  Survey respondents 

were targeted to be a senior member of the HR/Personnel department or firm 

manager for smaller firms.  A moderate level of knowledge regarding the specific 

profiles of employees was required.  The time required for the survey depended 

upon the number of employees and the variety of classifications those employees 

fell into.   

6.3 Awareness of Industry Association and Survey Cooperation 
 

Of the 28 firms, only 4 were actually members of ADIANS and the vast majority 

were not aware of the Association or the HRP.  Of the 5 firms which completed the 

survey, only one firm indicated that they were aware of ADIANS.  More surprisingly, 

it was later discovered that one of the firms that claimed they weren't aware of 

ADIANS is actually a member.   While many of the firms appeared supportive of the 

Population 
Surveyed 108 (15%) 

Total 
Population 
Estimate 725 
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goals of ADIANS and the objectives of HRP, there was an overall impression that 

participation in the survey was not beneficial to them nor was it a priority to 

complete.  Several of the very large firms in the sector are members of ADIANS, but 

they were not willing to complete the survey or provide the workforce detail sought 

as detailed in Figure 5.  Ultimately, this makes the survey results suspect due to the 

limited sample size.  There were however, several who agreed with the need for 

assessment of potential skills shortages in the future and were pleased that the 

questions are being asked.  One respondent stated: 

 
ª. . . so I am very happy to hear that this survey is being conducted to 
proactively identify the future gaps so that kids can enter lucrative 
unsaturated fields while at the same time, allowing the Nova Scotia economy 
(especially the construction sector) to move forward without coming to a 
screeching halt.º34 
 

6.4 Employee Stability, Turnover and Hirings 
 

Smaller firms ± less than 15 technical staff, had a stable workforce over the past 3 

years and very few contract or casual employees.  Medium size firms ± 16 to 70 

personnel, of which only two responded to the survey, tended to utilize casual 

workers more (one firm 50%, the second did not indicate) and the size of the 

workforce fluctuated by 10-15%, trending upwards since 2002.  This is consistent 

with improvements in the economy since that time.   

 

Projected hiring for the coming 5 years for all reasons was significant.  Figure 8 

summarizes the survey results: 

 

Figure 8 ± Projected Employee Hirings in Technical Fields 

Category Number of 
Personnel 
(current) 

Projected 
Hiring 

Percentage 
increase 

required (%) 

Annualized % 
for 5-year 

period 
Prof/Sci 12 6 50 10% 

Technical 23 10 43.5 8.7% 
Skilled Trade 70 29 41.4 8.3% 

Total 105 45 42.8 8.6% 

                                            
34 Respondent identified as No. 31. 
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Employee turnover was very limited in smaller firms, less than 20% over the coming 

5 years or 4% per year, and was moderate for medium size firms, approximately 

43% over the coming 5 years or 8.6% per year.   

 

Regarding the reasons for new hirings, respondents indicated the following, detailed 

in Figure 9: 

 

Figure 9 ± Reasons for New Hires 

Reason for New Hirings Frequency of Response (%) 
1 - growth in business 30% 
2 ± normal turnover (not retirement) 45% 
3 ± retirement 0% 
4 ± new skills/technology used 25% 
5 - other 0% 

 

The reason for hiring of personnel in the coming 5 years indicates that typical growth 

and turnover are the most prevalent reasons while retirement was not listed at all as 

a reason for the 5 respondents.  This may be indicative of two factors; 

·  Increased retirement rates are not appearing in the next 5 year window, 

and/or  

·  The error rate with such a small sample size has hidden the effect of 

retirements. 

Even with only 5 respondents, there were over 100 employees in the category.  It 

would be expected that at least some retirements will be occurring.  In addition, the 

question asked for a single reason for hiring in each segment, not necessarily all 

reasons.   

 

The rate indicated for employees leaving their firm for work outside of Nova Scotia 

was slightly higher than the rate for employees joining their firm from outside Nova 

Scotia.  The small response rate did not permit breakdown of this indicator into work 

force segments.  Survey Respondents,  when asked as to the reason for this trend 

indicated that there were higher paying jobs and greater opportunities in other parts 
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of Canada. This opinion is supported by wage trends and information supplied in 

Appendix ªH.º 

6.5 Hiring Difficulty 
 

Figure 10 summarizes the responses to the question regarding hiring difficulty for 

each of the occupations surveyed. 

 

Figure 10 ±Estimation of Hiring Difficulty (Trade Specific) 

Professional /Scientific:   Trades:   
  Junior Senior  Junior Senior 

Quality Assurance 0 3 Machinists - Numerical Control 0 4 
Electrical Engineer 2 2 Operators ± Others 2 1 
Design 0 4 Mechanics 3 2 
Architect  (incl. Nav Arch) 0 2 Electrician 0 3 
Comp Sci/Engineering 0 3 Sheet Metal Workers 0 3 
Production Engineers 3 3 Electro Plating/ Refurbishing 0 5 
Metallurgical/chemical 0 4 Structural Repair Technician 0 2 
Composite Material 0 2 Tool and Die Makers 0 3 
Pneumatics ± Hydraulics 0 3 Welders 0 2 
Mechanical Engineer 0 2 Millwrights 0 3 
Acoustics 0 5 Platers 0 3 
    Refrig and A/C technician 0 2 
Technical:   Pipe/ Mechanical Fitter 0 3 

  Junior  Senior Assemblers - Unspecified 3 3 
Gas Turbine R & O Technician 5 5    
Component/Accessory Tech 3 3    

Non-destructive Insp Tech 2 4 Legend    
Metallurgical Process Tech 2 4 1 = easy   
Composite Manufg Tech 3 3 2 = relatively easy   
Mechanical Technician 3 2 3 = neither easy nor difficult   
Diesel Inspector 0 4 4 = difficult   
ICE Technician             0 4 5 = very difficult   
Naval Constructor 0 3 0 = no indication of difficulty    

Boiler Inspector 0 4    
Hydraulic Technician 0 3    
CAD/ CAM Technician 3 3    
Electronic Control Technician 3 5    
Pneumatic Control Technician 0 4    
Acoustics  Technician 0 5    
RADAR Technician 0 5    
Haz Mat Handling Technician 0 4    
            

 

A score of ª0º indicates that respondents did not identify any score for this 

occupation.  In addition, higher scores in the ªseniorº column are reflective of the 

expectation for hiring a senior employee with the necessary experience and training.  

Because the ultimate purpose of this analysis is to identify supply gaps for the 
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industry, the score for the Junior employees is more relevant.   It should also be 

kept in mind that the individual scores above are from one, perhaps two 

respondents at the most.   

 

For the professional/science segment of the work force, respondents indicated that 

it would not be difficult to hire new personnel.  Exceptions were for design, 

production and acoustical engineers which were classed as relatively difficult by at 

least one respondent.   For technicians, there were a number of responses 

indicating relatively difficult or very difficult for hiring of gas turbine, Non-Destructive 

techs, diesel and ICE, acoustical, radar and HazMat handling technicians at the 

senior level, but only the gas turbine technician was considered very difficult at the 

junior level.  For skilled trades, there was very limited concern for hiring new 

personnel in the next 2-5 years at the junior level.  Only machinists and electro-

plating trades were identified as relatively difficult or very difficult at the Senior level. 

 

The conclusion overall for hiring difficulty, based on the survey feedback, is that 

there is relatively little concern as yet for any of the work force segments identified.  

Both the professional/science and the technicians were considered to be more 

difficult than skilled trades hiring in the coming 2 to 5 years. 

 

 It might be interesting to note a response from one of the smaller firms employing 

several electronics technicians.  In past years, the shortage of electronics 

technicians has been a concern amongst most industrial segments.  Government 

and educational institutions responded by increasing training and apprenticeship 

opportunities for this group in an effort to limit or reduce the supply/demand gap.  

The respondent noted: 

 

ªWhereas there was a shortage of potential candidates in the past with the 
required education due to saturation in other sectors i.e. computer 
technology, there has been a noticeable increase in the numbers of students 
registering for the electronic/electric technologist/technician diplomas which  
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[our company] has been using as the hiring minimum for our [business field] 
Technician.  As an aside, all reports indicate that as plumbers, bricklayers, 
carpenters, etc. retire, there will be no one to fill their shoesº35 

 

 

This appears to indicate that when a concerted effort is made to address personnel 

shortages by government and educational agencies, solutions can have a dramatic 

impact.  Recognition and action must lead change.  

 

6.6 Employment Equity and Women in the Work Force 
 

For the five respondents, women were only present in one firm within the technician 

segment where women accounted for 33%.  There was no presence in the 

professional/science and skilled trades segments.  Obviously this must be viewed 

with some skepticism.  Needless to say, there remains significant potential to tap 

into this pool of resources in the future. 

 
No respondents indicated that they used any Employment Equity initiatives. 

 

6.7 Workforce Age Distribution 
 
Figure 11 summarizes the age distribution of the respondent workforce.  It provides 

the percentage of employees in each age grouping for the professional/science, 

technician and skilled trades segments.  For practical reasons the survey did not 

ask the specific age on each employee, therefore the mean age has been 

calculated using the mean of each age group range, e.g. 15-24 age group taken to 

be a mean age of 19.5. 

 
 
 
 
 
 
 

                                            
35 Respondent identified as No. 31. 
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Figure 11 ± Private Workforce Age Distribution 
Professional/Science Technician Skilled Trades 

Age 
Total # % of work  

group 
Total # % of work  

group 
Total # % of work  

group 
15-24 0 0 2 9% 1 1.4% 
25-34 2 17% 7 30% 2 3% 
35-44 4 33% 6 26% 34 48.6% 
45-54 6 50% 7 30% 32 45.6% 
55-64 0 0 0 0 1 1.4% 
65+ 0 0 0 0 0 0 

Mean Age  43 yrs old 38 yrs old 44 yrs old 
Workforce 
Mean Age 42.4 yrs old 

 
 
For the respondents to the survey, the mean age was approximately 42 years old.  

Technicians were the youngest group with a mean age of 38 years while skilled 

trades were the oldest at 44 years.  This is considered accurate within 8.8 years 

nineteen times out of twenty. 

 

Age is the most significant factor in determining retirement forecasts.  But it is not 

the only factor.  To better understand the retirement issue facing the private sector 

within the defence industry, Figure 12 shows the age distribution noted above. 

 

Figure 12 ± Age Distribution by Grouping 
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The vast majority of employees fall within 35 and 54 years of age.  Yet, the survey 

results indicated that none of the firms anticipate any retirements within the next 2 to 

5 years.  This can be explained as a result of the impact of a generally non-

unionized workforce with lower pension contributions and benefits than their DND 

counterparts.  These factors tend to result in the employee working longer than the 

typical public service employee.  It is due to this, along with the age profile 

identified, that increased retirement in the private sector is at least 10 years behind 

the public service sector.  This finding supports the previous results indicating that 

retirement is not yet perceived as a significant factor for employee turnover.  The 

private sector firms can anticipate an increase in retirement in 10-15 years rather 

than 2-5 years as is the case for MARLANT. 

 

Overall, the primary research provided indicators for the industry, but the response 

rate was sufficiently low to question the statistical relevance of the data collected.  

The results have been incorporated into the Conclusions and Recommendations. 
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7 Investigation of Labour Supply Alternatives  

7.1  Status of NS Education Programs for Skilled Tradesmen 
 

There are three primary organizations responsible for the instruction and management 

of the training programs for skilled tradesmen in Nova Scotia, the Nova Scotia 

Community College (NSCC), the University College of Cape Breton (UCCB – newly 

renamed Cape Breton University) School of Technology and the NS Department of 

Education (DOE) Apprenticeship Training Division.  The mandate of the DOE is to 

manage Apprenticeship training goals, principles and strategies to develop a skilled 

workforce and to meet the needs of businesses.  The existing apprenticeship program 

relies heavily on partnership and integration of many different elements. There is very 

strong interdependence between the pre-employment programs such as NSCC/ UCCB 

and apprenticeship training program. 36 

 

Although NSCC does not provide a range of programs specifically tailored to the 

Defence industry’s needs (Appendix “M”), they have done an effective job of liaising 

with the significant players in the defense sector and have the potential to provide 

customizable training to meet the specific needs of an enterprise.  To date, MARLANT 

has been satisfied with the cooperation and product produced by NSCC and do not 

anticipate a future in which NSCC is unable to react for DND employment needs in 

NS37. 

 

One trend identified that throughout the 1980s and 90s is that the number of new 

apprentices entering the workforce has declined as the number of students pursuing 

university degrees has increased.  The need of the new apprenticeship program was 

addressed in the Government of Nova Scotia working paper Skills Nova Scotia: Strong 

Workforce, Bright Future released by the Premier.38  The paper recognizes the need to 

                                            
36 Apprenticeship. Achieving excellence through partnership. Report of the Co-Chairs of the 
Apprenticeship Public Consultants to the Nova Scotia Provincial Apprenticeship Board. December 
2002 
37 Norm Kemp, MARLANT Civilian Workforce Renewal Analyst, 7 Nov, 2005 
38 Apprenticeship. Achieving excellence through partnership. Report of the Co-Chairs of the 
Apprenticeship Public Consultants to the Nova Scotia Provincial Apprenticeship Board. December 
2002 
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enhance the apprenticeship system in Nova Scotia through the NSCC. Increased 

requirements starting in 2007 has resulted in a need to increase target throughput to 

1400 participants by 2007.39  However, the initiative combined with renewed 

infrastructure investment appears to have significantly encouraged enrolment as well. 

Full-time student enrolment at the NSCC for the 2005/2006 class year is now 8978, a 

5.7% increase over the 2004/2005 year.40  Additionally there are currently 4800 active 

apprentices with registration of 1000 per year distributed amongst 3300 employers.41  In 

2002-2003, 1975 apprentices participated in technical training42.  Field staff in charge of 

management and supervision currently have a caseload of approximately 400, each 

with a current goal of 250 per staff member, indicating that there is currently a lack of 

infrastructure to properly manage the program.  Appendix ªGº displays the most recent 

statistical data for apprenticeship academic training at NSCC and UCCB.  There are 

also small private schools that train apprentices; however the effect on availability of 

relevant apprentices is minimal.  

 

7.2 Women in Defense Industry Skilled Trades 
 

Currently, of the 66,100 Nova Scotians employed in ªtrades, transport and equipment 

operators and related occupations,º within the province, less than 5% are women43.  

Given that women actually make up more that 51% of the Nova Scotia Population there 

is a great potential for improvement.  Demographic research indicates that generally, 

the number of women in advanced education programs is now equal to or exceeding 

the number of men in almost every category except for trade certificates.44  This would 

indicate that opportunities are available but that women are not pursuing skilled trades 

for other reasons.  One potential reason may be the lack of role models that are 

available to young women to highlight opportunities and to encourage them to pursue 

technical training. 

                                            
39 Apprenticeship Report of the Co-chairs to the NS Apprenticeship Board, Accessed 8 Nov 05. 
40 http://www.nscc.ca/News_Events/Media/2005/October4.asp, retrieved 7 Nov, 2005 
41 2002-2003 Apprenticeship Training Annual Report, Accessed 7 Nov 05 from 
http://www.apprenticeship.ednet.ns.ca 
42 Ibid  
43 http://www12.statscan.ca, retrieved 4 Nov, 05 
44 Ibid 
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The Nova Scotia Community College (NSCC) in partnership with Women in Trades and 

Technology Nova Scotia (WITT NS) and the NS Department of Education have 

developed a not-for-profit initiative to increase the number or women working in science, 

trades and technology related occupations called Techsploration.45  The program 

attempts to interest teenage students in the sciences by providing female role models 

who are involved in these sectors.  The students and role models participate in events 

and activities that are designed to raise both awareness and interest in technical and 

scientific occupations among young women.  In addition to the government (including 

the Canadian Forces) there are a number of associations and private business' in NS 

that are involved in sponsoring this program. 

 

Figure 13 ± Overall MARLANT Gender Profile 

MARLANT Gender Profile

Female
18%

Male
82%

 

 

Although women currently make up 18% of MARLANT's current population as illustrated 

in Figure 13, the number of women in skilled trade and technologist positions across 

MARLANT is hovering below 6% (See Appendix E.) In response to this fact, MARLANT 

has investigated the potential of partnerships with existing programs such as 

Techsploration to develop and support the interest of girls and young women in 

scientific and technical categories of employment.  As the project is currently 

envisioned, DND will absorb the cost of supplying the relevant female employees to act 

                                            
45 Robertson, Tricia, Techsploration Information Pamphlet. 
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as mentors on several occasions per year to work with female students in junior high 

and high school across the province.  The most promising of the older students would 

then have the opportunity to take part in work terms and co-op programs with the 

mentors over the summer period outside of school.  NSCC and NSDOE will also be 

involved to ensure that students receive billeting and accreditation support for their 

efforts.  Although more of a long range goal, this initiative is predicted to help resolve 

the potential shortage of skilled entry level candidates and represents a significant 

attempt to bridge Employment Equity gaps. 

 

7.3 Employment Equity in the Defense Industry 
 

The most populace groups from which employment equity programs can draw, based 

on the 2001 census are Aboriginals (17,015), African Canadian's (9,655), Chinese 

(3,675), and East Indian (2,860).  Aboriginals make up approximately 3% of Nova 

Scotia's population while in total all other visible minorities make up only slightly more 

than an additional 3%.46  Given the small size of these communities the question of 

whether targeting these communities for specific programs is cost effective.  Given the 

number of Aboriginals between the ages of 15 and 24 (see Appendix F), the program 

would only target a potential pool of slightly under 2,000 individuals. 

 

Recent attempts by DND at recruiting potential Employment Equity members have 

proven difficult in all job classifications (Appendix ªEº).  For those who have applied to 

apprenticeship programs, few have met the necessary qualifications.  These 

qualifications include a need to have been residents of Canada for a minimum of 10 

years47,  which rules out recent immigrants who often represent designated groups.  

Additionally, civilian HR recruiters have informally observed that Employment Equity 

eligible students do not seem to be studying the skill sets that are required48. To combat 

this, MARLANT has attempted to develop its own solution.  During the 04-05 FY a 

number of students that would specifically qualify for an employment equity program 

were hired under a youth program in various occupations in which MARLANT is 

                                            
46 www12.statscan.ca, accessed 4 Nov, 05 
47 Kemp, Norm. MARLANT Forecasted Retirements (Draft), 9 Nov, 2005. 
48 Kemp, Norm. MARLANT Civ-HR Workforce Renewal Analyst, 20 Oct 2005 
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planning to hire.  March Break saw the implementation of the now annual 

YOUTHFORCE program in which 60 students from 15 high schools were oriented to the 

east coast navy over a four day period; the feedback from this initiative from the school 

administrations involved was extremely positive.49  The next step is to expand the 

summer student employment program and investigate the possibility of developing a 

limited high school co-operative program.  No funding for this initiative currently exists. 

 

7.4 Provincial Strategic Immigration Plan 
 

Adding to the difficulty in targeting qualified potential Employment Equity employees 

is that Nova Scotia has not attracted a significant pool of immigrants that normally 

increase the percentage of the population from visible minorities that normally 

represent a large portion of the equity groups.  Between 1995 and 2003 the 

immigration to Nova Scotia dropped by nearly 60%. In 2003, only 1,474 immigrants 

arrived to Nova Scotia, and in 2004 there was only 1,705, representing only 0.7 % 

of total number of immigrants landed in Canada. (Appendices ªOº and ªPº give 

greater detail regarding NS ethnic make-up.)  The retention rate for these 

immigrants is a relatively poor at 40%.50  Under a 2002 Immigrant protection 

program, Nova Scotia has the opportunity to nominate skilled immigrants51  from a 

National Classification System (Appendix ªNº) of transferable skills, taking into 

consideration the skills that will contribute to economic and industrial 

development.52  Although the new Nova Scotia Nominee Program expects to 

generate an additional 1,200 individuals in 2005,53 to date it has concentrated 

specifically at management level professionals that requires an investment of 

$100,000 and guaranteeing management placement.54   

The Nova Scotia Office of Immigration plans to increase immigration to NS to 3,600 

by 2010, with a retention rate of 70% representing significant increases over current 

                                            
49 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 ± 2004 Report Card 
50 The Nova Scotia Nominee Program Status Report, September 2005 
51 http://www.cic.gc.ca/english/irpa/c11-overview.html 
52 http://www.gov.ns.ca/econ/strategyatwork/PNP.asp 
53 Ibid. 
54 Ibid. 
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levels.55  In addition to the NS Nominee Program, the Office of Immigration intends 

to take an active role in promoting NS as an attractive immigrant destination both to 

communities within and outside of Nova Scotia by providing funds and working with 

existing organizations that provide support in integrating immigrants to Canadian 

society.  Finally they plan to educate the public regarding the importance of 

immigration to Nova Scotia.56  This is particularly important as Mr. Brian Crowley, 

President of AIMS has stated in speaking to ADIANS in 2003, ªThat Nova Scotians 

are actually quite resistant to change, because they believe it always works against 

them, never in their favor… that opportunity is a zero sum game,º  and that jobs 

should be reserved for the locals.57  Only when immigrants see Nova Scotia as an 

attractive destination, are able to find opportunities upon their arrival and feel 

welcome will immigration be a significant method of increasing the province's labour 

force. 

Would increased immigration really be a short term solution to resolve shortages in 

skilled trades throughout Nova Scotia?    If skilled immigrants exist, it is likely that there 

will be significant difficulty in having their qualifications recognized by the DOE. It's only 

with the development of the Red Seal Program in Canada that tradesmen with 

Journeyman qualifications are now recognized inter-provincially let alone internationally.  

The Office of Immigration does intend to begin addressing this issue by encouraging 

regulatory bodies and business to identify skill shortages and to recognize foreign 

qualifications, but the likelihood of progress being made in the vast majority of 

qualifications is remote at this point as there are very few skills that organizations are in 

that desperate a need (unlike Medical Practitioners, one of the only groups in which 

action has actually been taken.) When you factor in that most immigrants arrive in a 

familial unit of at least 4 people, the number of individuals who are of working age is 

likely halved, and in many cases only one member of the family intends to work outside 

the home.  Provincially the goal of 3600 new immigrants in reality represents less than 

                                            
55 Office of Immigration Business Plan, 26 Apr, 2005 
56 Ibid. 

57 Crowley, Brian, Dartmouth, 30 April 2003. Accessed from http://www.aims.ca/library/adians.pdf on 
7 Nov, 2005 
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1200 new potential employees.  Although a larger population base will likely help in the 

long term as the children of new immigrants attend post secondary education and 

assume skilled trade positions, in the short term this will not likely be a significant 

addition to a renewed labour force. 
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8 Conclusions and Recommendations 
 
Based on the research conducted, it is possible to make some general statements 

regarding the current state of the skilled employment in the Defence industry in 

Nova Scotia.   

 

·  Although analysis of Nova Scotia's demographics and of MARLANT's 

workforce renewal data clearly indicates that the next 5-10 years will be a 

period of significant turnover of employees in the Defence industry there is 

little indication the private enterprise has taken any notice.  Those that have 

an appreciation that the workforce is aging significantly have done little to 

strategically plan for replacement skills. 

·  Organizations surveyed predict growth in the near term and expect that their 

demand for technicians and tradesmen will increase at 8.7 and 8.3 percent. 

·  Organizations surveyed have clearly indicated that they believe that the 

supply of labour currently outstrips demand in Nova Scotia and that demand 

and salaries for skilled trades and technicians will remain below the national 

average.  This despite the ever increasing average age of their workforce (42 

in the private sector, 46 in DND), average annual turnover of 8.6 percent and 

some indication that more workers in technical sectors are leaving the 

province than migrating into it.   

·  Both the professional/science and the technicians were considered to be 

more difficult than skilled trades hiring in the coming 2 to 5 years. 

·  Employers do not, in general, plan for HR turnover in advance of a significant 

change.   

 

Although in recent years DND has not recruited 100% of their targets, it is not likely  

in danger of not being able to meet civilian HR recruiting targets to the degree that it 

begins to affect operations, however it is possible that there will be increased 

pressure on the overall industry's ability to recruit due to the number of people 
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required by DND. From MARLANT's perspective the trades that are currently in the 

most precarious position are: 

 

o Electricians and Electronic Technicians; 

o Mechanical Riggers. 

 

MARLANT does feel that NSCC will continue to successfully supply the required 

apprenticeships to MARLANT and does not intend to alter its current program.  

NSCC for its part has been very proactive in attempting to meet the needs of skilled 

trades in Nova Scotia in general. 

 

The Nova Scotia Department of Education (NSDOE), local community colleges 

along with the Department of National Defence (DND) in Nova Scotia, have 

identified that increased pressure on the labour force to supply an increased 

number of new skilled trade and technicians is rapidly approaching.  The NSDOE as 

well as NSCC seem to have identified the challenges they will be facing, have 

begun preparing for them and seem to be maintaining effective communications 

with stakeholders to react to any changes in priorities.  The NSDOE has formed a 

series of partnerships with public stakeholders to address the shortage issue.  

 

An investigation of the potential to increase the numbers of people from designated 

groups in Nova Scotia participating in Defence industry skilled trades has produced 

the following recommendations: 

 

·  Given the number of women that are in the labour force and attending post 

secondary education compared to the percentage involved in skilled trades in 

Nova Scotia, there is potential to significantly increase the number of women 

involved in the defence industry as skilled tradesmen and technicians.  

Increasing the percentage of women in the industry by just 1% in the target 

population would result in over 650 apprentices.  The Techsploration initiative 

exposes young women to the opportunities and possibilities of a skilled trade 
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and should be supported whenever the opportunity arises to allow it to begin 

producing results. 

 

·  Although there also exists potential to increase the percentage of tradesmen 

from employment equity groups, the relatively small size of these groups 

makes it more difficult to target them specifically and the potential pay-off that 

much less.  The Aboriginal community in Nova Scotia currently has less then 

3,000 in the target age range of 15-24.  Current and potentially new 

sponsorship programs to attract visible minorities, while improving 

employment equity, will have limited impact in addressing upcoming labour 

shortages in the defence industry. 

 

·  The status of immigration in Nova Scotia is poor.  Although the NS Office of 

Immigration has just opened and programs are being put in place to increase 

the number of immigrants to Nova Scotia, it will take years to properly recruit, 

administer and reap the benefits.  Unfortunately the current strategy does not 

address the skilled trades involved in the NS Defence Industry. 

 

Overall, it appears as though awareness of ADIANS and the Aerospace and 

Defence Industry Human Resource Partnership amongst businesses involved in the 

non-aerospace portion of the industry is relatively low.  Of those companies that 

were contacted for the survey, less than 10% had heard of ADIANS and none had 

any understanding of the associations Mission or Vision.  There was interest, even 

amongst companies that did not complete the survey to learn more about what 

services ADIANS can offer.  It is recommended that the organization actively 

attempt to contact and solicit the primarily marine oriented companies in Nova 

Scotia. 



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

 37 

 

9 Appendices 
 

 

 

 

 

 

 

 

 

 

Appendix “ A”  - Defence Industry Survey 
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Saint Mary’s University  
Business Development Center  

1546 Barrington Street 
 

TELEPHONE/ E-MAIL SURVEY OF ESTABLISHMENTS IN THE  
ADIANS AND RELATED SECTORS IN NOVA SCOTIA 

 

Confidential  
 

SMUBDC is completing an industry HR survey on behalf of Defence and Defence HR 
Partnership (HRP). The goal of this survey is determine the present and future demand and 
supply of human resources and the provincial ability to meet HR demand specific to skilled 
trades and technicians in Nova Scotia.  The results from this survey will be assessed and 

used to support improvements in Nova Scotia’s supply of skilled labour. 
 

NOTE: The information collected in this survey will be held CONFIDENTIAL by Saint 
Mary’s University Business Development Center. Your responses will not be released 

publicly, but will be used in the sector analysis where the individual sources cannot be 
identified. 

 
 
 
 
 

1 Person Completing Survey: _________________________________________ 
 
2 Position:  _________________________________________ 
 
3 Street Address: _________________________________________ 
 

4 Telephone:  ( •• •) • • •- •• • • 

5 Fax:   ( •• •) • • •- •• • • 

 
6 E-mail:  _________________________________________ 
 

7 Number of Establishments in Nova Scotia: • • • 

 
8 Location of Head Office:

 __________________________________________________________________________ 
 
9 Describe defence industry related products and services: 
 
_____________________________________________________________________________ 
 

General Questions about you and your  company 
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10 Total Number Employed in NS: Full (10a)_____________ Part-time (10b)___________  
 
 
11 Looking specifically at technical aspects of your labour force, indicate the number 

employed during each period: 
 

Time Period Professional/ 
Scientific 

Technicians Skilled Trades 

Current (11a)    
2004 (11b)    
2003 (11c)    
2002 (11d)    

 
12 What is the percentage of technical workforce that is Contract / Casual? 
 
Professional / Scientific (a): ________ Technician (b): ________ Skilled Trades (c): _________ 
 
13 Age Breakdown of Your Workforce (% or actual number): 
 
Occupation Group 15-24 25-34 35-44 45-54 55-64 65+ 
Professional/Scientific       
Technical        
Trades        

 
14 Sex Breakdown (% or actual number): Female  Male 

Professional / Scientific    • • •   • • • 

Technical      • • •   • • • 

Trades       • • •   • • • 

 
15 Do you have any employees specifically employed under an equity employment 

program?  
 
Yes: ______________ No: ____________ 
 
If Yes, Please Describe: ________________________________________________________ 
_____________________________________________________________________________

_______________________________________________________________________________ 
 
16 Unionised (%):     Which Union(s)? 

Professional / Scientific ___________ _________________ 

General Questions about your company's labour 
situation 
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Technical   ___________ __________________ 
 

Trades    ___________ __________________ 
 
 
17 How Paid? (%):   % by Salary % Hourly 

17a  Professional / Scientific • • •  • • • 

17b  Technical   • • •  • • • 

17c  Trades   • • •  • • • 

 
18 According to your experience are the salaries/ hourly wages in NS, on average, lower, about 

the same or higher than in other Canadian provinces. 

   Lower  The Same  Higher  If lower or higher, by what %? 

 Prof'/Sci. •   •    •   • • • 

 Technical •   •    •   • • • 

 Trades •   •    •   • • • 

 
19 If you feel that salaries are higher or lower, to what do you attribute this difference? 
  

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 
__________________________________________________________________________ 

 
 
 
 
 
20 Number employed in NS, by occupation: 
 
Professional /Scientific:   # junior/intermediate        # senior 

Quality Assurance/ Testing    • • • • •   • • • • • 

Electrical Engineer     • • • • •   • • • • • 

Design       • • • • •   • • • • • 

Specific Questions about your  company’s labour situation 
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Architect (including Naval Architect)   • • • • •   • • • • • 

Computer Science/Engineering   • • • • •   • • • • • 

Production Engineers     • • • • •   • • • • • 

Metallurgical/chemical     • • • • •   • • • • • 

Composite Material     • • • • •   • • • • • 

Pneumatics ± Hydraulics    • • • • •   • • • • • 

Mechanical Engineer     • • • • •   • • • • • 

Acoustics      • • • • •   • • • • • 

Safety systems      • • • • •   • • • • • 

 
Technical:      # junior/intermediate.      # senior 

Gas Turbine Repair and Overhaul Technician • • • • •   • • • • • 

Component/Accessory Technician   • • • • •   • • • • • 

Non-destructive Inspection Technician  • • • • •   • • • • • 

Metallurgical Processes Technician   • • • • •   • • • • • 

Composite Manufacturing Technician  • • • • •   • • • • • 

Mechanical Technician    • • • • •   • • • • • 

Diesel Inspector     • • • • •   • • • • • 

ICE Technician                      • • • • •   • • • • • 

Naval Constructor     • • • • •   • • • • • 

Boiler Inspector      • • • • •   • • • • • 

Hydraulic Technician     • • • • •   • • • • • 

CAD/ CAM Technician (Drafter)   • • • • •   • • • • • 

Electronic Control Technician   • • • • •   • • • • • 
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Pneumatic Control Technician   • • • • •   • • • • • 
Acoustics  Technician     • • • • •   • • • • • 

RADAR Technician     • • • • •   • • • • • 

Hazardous Material Handling Technician  • • • • •   • • • • • 

 
 
Trades:       # junior/intermediate.      # senior 

Machinists      • • • • •   • • • • • 

Operators ± Others     • • • • •   • • • • • 

Mechanics      • • • • •   • • • • • 

Electrician      • • • • •   • • • • • 
Sheet Metal Workers     • • • • •   • • • • • 
Electro Plating/ Refurbishing    • • • • •   • • • • • 

Structural Repair Technician    • • • • •   • • • • • 

Tool and Die Makers     • • • • •   • • • • • 

Welders       • • • • •   • • • • • 

Millwrights      • • • • •   • • • • • 

Platers       • • • • •   • • • • • 

Refrigeration and A/C technician   • • • • •   • • • • • 

Pipe/ Mechanical Fitter    • • • • •   • • • • • 

Assemblers - Others or Unspecified   • • • • •   • • • • • 

 
 
21. Other Occupations (not including those reported in Questions 20): 
        # junior/intermediate.     # senior 

Fire Fighting and Prevention (Safety) Workers • • • • •   • • • • • 
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Printing Workers     • • • • •   • • • • • 

Woodworkers      • • • • •   • • • • • 

 
Other Occupations: 

(provide name)_________________________ • • • • •   • • • • • 

(provide name)_________________________ • • • • •   • • • • • 

(provide name)_________________________ • • • • •   • • • • • 

 
 
 
 
 
 
22. How difficult would it be to hire more of the following occupations and experience 

levels over the next 24 months and next 25 to 60 months: 
 

(1 = easy, 2 = relatively easy, 3 = neither easy nor difficult, 4 relatively difficult, 5= very 
difficult) 

 
Professional /Scientific:   junior/intermediate.   senior 
      0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo. 25 ± 60 mo. 
Quality Assurance   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Electrical Engineer   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Design     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Architect (including Naval Architect) 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Computer Science/Engineering 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Production Engineers   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Metallurgical/chemical   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Testing     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Composite Material   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Pneumatics ± Hydraulics  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Mechanical Engineer   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Industrial Hygiene   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Acoustics    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Safety systems    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

 

Regarding hiring new labour in the future 
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Technical:     junior/intermediate.   senior 

       0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo. 25 ± 60 mo. 

Gas Turbine Repair and Overhaul Technician1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Component/Accessory Technician  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Non-destructive Inspection Technician 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Metallurgical Processes Technician  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Composite Manufacturing Technician 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Mechanical Technician   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Diesel Inspector    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

ICE Technician                     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Naval Constructor    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Boiler Inspector     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Hydraulic Technician    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

CAD/ CAM Technician   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Electronic Control Technician  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Pneumatic Control Technician  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 
Acoustics  Technician    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

RADAR Technician    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Hazardous Material Handling Technician 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

 

Trades:      junior/intermediate.   senior 

       0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo. 25 ± 60 mo. 

Machinists - Numerical Control  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Machinists - Conventional Machines 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Operators ± Others    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Assemblers ± Mechanical   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Mechanics     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Assemblers ± Composite   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Electrician     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 
Sheet Metal Workers    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 
Electro Plating/ Refurbishing   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Structural Repair Technician   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 
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Tool and Die Makers    1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Welders      1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Millwrights     1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Platers      1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Refrigeration and A/C technician  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Pipe/ Mechanical Fitter   1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

Assemblers - Others or Unspecified  1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 1  2  3  4  5 

 

 
23 For the occupations that are relatively or very difficult to hire, what are the reasons:  

For example: cannot offer high enough wage, none available in NS, will not move to NS for 
reasons other than wage, other. 

 
Professional /Scientific:      
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
Technical:       
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
Trades: 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 

24 Number expect to hire / attempt to hire, in the next 0 – 24 mo. and 25 – 60 mo. 
 
Professional /Scientific:   # junior/intermediate.   # senior 
       0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo. 25 ± 60 mo 

Quality Assurance    • • •  • • •  • • •  • • • 
Electrical Engineer    • • •  • • •  • • •  • • • 

Design      • • •  • • •  • • •  • • • 

Computer Science/Engineering  • • •  • • •  • • •  • • • 

Architect (including Naval Architect)  • • •  • • •  • • •  • • • 
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Production Engineers    • • •  • • •  • • •  • • • 

Metallurgical/chemical    • • •  • • •  • • •  • • • 

Testing      • • •  • • •  • • •  • • • 

Composite Material    • • •  • • •  • • •  • • • 

Pneumatics ± Hydraulics   • • •  • • •  • • •  • • • 
Industrial Hygiene    • • •  • • •  • • •  • • • 

Acoustics     • • •  • • •  • • •  • • • 

Safety systems     • • •  • • •  • • •  • • • 

 
Technical:      # junior/intermediate.  # senior 

0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo.   25 ± 60 mo 

Gas Turbine Repair and Overhaul Technician• • •  • • •  • • •  • • • 

Component/Accessory Technician      •• •  • • •  • • •  • • • 

Non-destructive Inspection Technician      •• •  • • •  • • •  • • • 

Metallurgical Processes Technician       •• •  • • •  • • •  • • • 

Composite Manufacturing Technician      •• •  • • •  • • •  • • • 

Mechanical Technician        •• •  • • •  • • •  • • • 

Diesel Inspector         •• •  • • •  • • •  • • • 

ICE Technician                          •• •  • • •  • • •  • • • 

Naval Constructor         •• •  • • •  • • •  • • • 

Boiler Inspector          •• •  • • •  • • •  • • • 

Hydraulic Technician         •• •  • • •  • • •  • • • 

CAD/ CAM Technician        •• •  • • •  • • •  • • • 

Electronic Control Technician       •• •  • • •  • • •  • • • 
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Pneumatic Control Technician       •• •  • • •  • • •  • • • 
Acoustics Technician         •• •  • • •  • • •  • • • 

RADAR Technician         •• •  • • •  • • •  • • • 

Hazardous Material Handling Technician      •• •  • • •  • • •  • • • 

 
 
Trades:       # junior/intermediate.  # senior 

0 – 24 mo. 25 – 60 mo. 0 – 24 mo. 25 – 60 mo 

Machinists - Numerical Control       •• •  • • •  • • •  • • • 

Machinists - Conventional Machines      •• •  • • •  • • •  • • • 

Operators – Others         •• •  • • •  • • •  • • • 

Assemblers – Mechanical        •• •  • • •  • • •  • • • 

Mechanics          •• •  • • •  • • •  • • • 

Assemblers – Composite        •• •  • • •  • • •  • • • 

Electrician          •• •  • • •  • • •  • • • 
Sheet Metal Workers         •• •  • • •  • • •  • • • 
Electro Plating/ Refurbishing        •• •  • • •  • • •  • • • 

Assemblers - Others or Unspecified       •• •  • • •  • • •  • • • 

Structural Repair Technician        •• •  • • •  • • •  • • • 

Tool and Die Makers         •• •  • • •  • • •  • • • 

Welders           •• •  • • •  • • •  • • • 

Millwrights          •• •  • • •  • • •  • • • 

Platers           •• •  • • •  • • •  • • • 

Refrigeration and A/C technician       •• •  • • •  • • •  • • • 

Pipe/ Mechanical Fitter        •• •  • • •  • • •  • • • 
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Assemblers - Others or Unspecified        •• •  • • •  • • •  • • • 

 

25 Number ªotherº occupations expect to hire / attempt to hire, in the next 0 ± 24 mo. and 25 ± 
60 mo.) 

# junior/intermediate.   # senior 
       0 ± 24 mo. 25 ± 60 mo. 0 ± 24 mo. 25 ± 60 mo. 

Fire Fighting and Prevention (Safety) Workers •• •  • • •  • • •  • • • 

Printing Workers    • • •  • • •  • • •  • • • 

Woodworkers     • • •  • • •  • • •  • • • 

 
Other Occupations: 

(provide name)____________________ • • •  • • •  • • •  • • • 

(provide name)____________________ • • •  • • •  • • •  • • • 

(provide name)____________________ • • •  • • •  • • •  • • • 

 
 
26 What will be the reasons for hiring (as % of total hires in next 24 months): 
 
(1 = growth, 2 = normal turnover (not retirement), 3 = retirement, 4 = new skills/technology 

being used, 5 = other [describe]) 
junior/intermediate.   senior 

Professional / Scientific     •     • 

 If junior/intermediate is ªother,º then describe:  
 
_______________________________________________________ 
 
 If intermediate/senior is ªother,º then describe:  
 
______________________________________________________ 
 

Technical       •     • 

 If junior/intermediate is ªother,º then describe:  
 
_______________________________________________________ 
 
 If intermediate/senior is ªother,º then describe:  
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______________________________________________________ 
 

Trades        •     • 

 If junior/intermediate is ªother,º then describe:  
 
_______________________________________________________ 
 
 If intermediate/senior is ªother,º then describe:  
 
______________________________________________________ 
 
27 Over the last 24 months, what % of your employees: 
 
 Prof./Sci         Tech.   Trades 
 
o moved to a higher level of responsibility within the organization? 

  • • •    •• •  • • • 

o remained their current occupation but have additional duties that require new skills? 

 • • •    •• •  • • • 

o moved on to other employment opportunities within NS industry? 

 • • •       • • •  • • • 

o moved on to other employment opportunities within the industry outside NS? 

 • • •      • • •  • • • 

o came from other industrial organizations in NS? 

  • • •      • • •  • • • 

 
o came from industrial organizations outside of NS?  

         • • •   •• •    •• • 

 
28. What % of the job openings within occupation clusters has been filled through internal 
promotion over the last 24 months? 

Professional / Scientific • • • 

Technical   • • • 
Trades    • • •
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29 How important are the following traits in deciding on a new hire: 
 
(1 = not impor tant, 2 = relatively unimportant, 3 = neither  unimportant or  important, 4 = relatively 

important, 5 = very important) 
 
Professional / Scientific     junior/intermediate.  senior 
  

Formal education (not training or trades training) 1  2  3  4  5        1  2  3  4  5  
Training       1  2  3  4  5        1  2  3  4  5  

 
 Experience in the defence sector: 1 ± 3 years work experience1  2  3  4  5        1  2  3  4  5  
      4+ years work experience   1  2  3  4  5        1  2  3  4  5  
  
    other re: junior/intermediate (describe) 
 

___________________________________________________________ 
 
other re: senior (describe)  
 
___________________________________________________________ 

 
Technical       junior/intermediate.  senior 
 
 Formal education (not training or trades training) 1  2  3  4  5        1  2  3  4  5 

 Training       1  2  3  4  5        1  2  3  4  5  
 
  
Experience in the defence sector:  1 ± 3 years work experience 1  2  3  4  5       1  2  3  4  5  
      4+ years work experience    1  2  3  4  5       1  2  3  4  5  
 
 other re: junior/intermediate (describe)  

 
___________________________________________________________ 
 
 other re: senior (describe)  
 
___________________________________________________________ 
 
 
Trades        junior/intermediate.  senior 
  
Formal education (not training or trades training)  1  2  3  4  5       1  2  3  4  5  
 Training       1  2  3  4  5       1  2  3  4  5  
 

Regarding labour skills and traits 
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 Experience in the defence sector:  
 1 ± 3 years work experience 1  2  3  4  5      1  2  3  4  5  

    4+ years work experience  1  2  3  4  5      1  2  3  4  5  
 
 other re: junior/intermediate (describe) 

___________________________________________________________ 
 
 other re: senior (describe) 

___________________________________________________________ 
 

30 What additional skills will be important in the next 10 years for each occupation type.  
Why will they be important? 

 
Professional / Scientific 
 
 
 
 
Technical 
 
 
 
 
 
Trades 
 
 
 
 
 
 
 
 

 
31 Do you feel that there are (will be) any gaps in the education system (public, industry 
internal) that will restrict your ability to compete in this industry?  What are these skills 
gaps? 

 
Professional / Scientific 
 
 
 
 
Technical 
 
 

Regarding labour training and education 
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Trades 
 
 
 
 

32 What was your investment in Human Resources Development in the last 12 months, as a 
% of payroll costs: 

junior/intermediate.  senior 

Professional / Scientific          •• •    • • • 

Technical            •• •    • • • 

Trades             •• •    • • • 

 
33 What will your investment in HRD be in the next 24 months, as a % of payroll costs: 

junior/intermediate.  senior 

Professional / Scientific          •• •    • • • 

Technical            •• •    • • • 

Trades             •• •    • • • 

 
 

34 How important are each of the following forms of education and training in your HRD 
plans: 
 

(1 = not impor tant, 2 = relatively unimportant, 3 = neither  unimportant or  important, 4 = relatively 
important, 5 = very important) 

 
        junior/intermediate.           senior 
 Formal education          1  2  3  4  5          1  2  3  4  5  

 Management training         1  2  3  4  5       1  2  3  4  5  

 Technical training ± via community college      1  2  3  4  5          1  2  3  4  5  

 Technical training ± via apprenticeship       1  2  3  4  5          1  2  3  4  5  

 Trades training ± via community college       1  2  3  4  5          1  2  3  4  5  

 Trades training ± via apprenticeship       1  2  3  4  5       1  2  3  4  5  

 In-house training          1  2  3  4  5          1  2  3  4  5  

 On-the-job training          1  2  3  4  5       1  2  3  4  5  

  



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

 4 

Other (describe) 

 
 
 
 
 
 
 

35 What, in order  of significance, are the most impor tant human resource related issues in your  
company? (up to five) 

 1: ________________________________________________________________ 
 
 2: ________________________________________________________________ 
 
 3: ________________________________________________________________ 
 
 4: ________________________________________________________________ 
 
 5: ________________________________________________________________ 
 
 
 
 
36 Are you a member of ADIANS? (Aerospace & Defence Industry Association of NS)  
 

(Y/N) _______ 
 

37 Are you aware of the “ HR Partnership” ?  
 
(Y/N)_______ 
 

38 If yes, what expectations do you have of the HR Partnership? 

 
 
 
 

39 If yes, what do you need the HR Partnership to do? 

 
 
 
 

 

Other Human Resources Issues 

About the HR Partnership 
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40 Are there additional comments you would like to make? 

 
 
 
 
 
 
 
 
 
  

 

 
 

 

We thank you for your assistance and cooperation with the completion of the 
survey. We appreciate your time and support of the HR Partnership. 
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Appendix “ B”  - Businesses Polled as Members of the Defence Industry 
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Cablecom Limited Steel and Engine Products Ltd. 
Helical Systems DSS Marine Incorporated 
Hyperspectral Data International Ltd. Armament Technology 
OEA Technologies Incorporated Sentry Sprinkler Limited 
Martec Limited C T H Instruments Ltd 
Omnitech Electronics Incorporated Peacock Inc 
Halifax Shipyard Nova Magnetics Burgmann Limited 
Canadian Maritime Engineering Ltd Banc Metals Industries 
Uniacke Mechanical Contractors Limited Open Seas Instrumentation Inc. 
Lunenburg Foundry & Engineering Limited Wartsila Canada Inc 
Larsen Contracting Services Inc D & L Engineering Sales Limited 
Pelham electric & refrigeration ltd ADM Systems Engineering Ltd. 
Waterworks Construction Limited Associated Marine 
A F Theriault & Son Ltd Seatech Investigation Services (1980) Ltd 
Carmichael Engineering Ltd Remote Inspections Limited 
Nova Millwrights Contracting Ltd Fleetway Inc 
All-Tech Environmental Services Limited Orion Emma Associates 
Wesco Distribution Canada - Inc. 
Paul R Conrad H V Ac Limited 
SIPPICAN Incorporated 

 



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

 3 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix “ C” - Client/BDC Letter of Understanding 
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Saint Mary's University Business Development Centre 

A & D ± HRP N.S. Defense Industry Survey and Analysis 
 

Letter of Understanding 
 
Project Client: Mr. David Cogdon 
   Mr. Hal Davies 
 
Project Team: Derek Cann 
   Aaron Malek 
   Oyunchimeg Bagmid 
 
This document outlines the work that we intend to undertake and the deliverables 
to be provided based on the original Statement of Work, Discussions with Mr. 
Davies and Mr. Cogdon on 14 September, 2005 and further discussion of the work 
that can realistically be carried out over the next two and a half months.  We 
welcome any concerns, advise or general feedback that you wish to provide and 
I'm sure we will speak often over the following months. 
 
Project Summary  
 
The SMUBDC will develop, administer and analyze a survey of all non-aerospace 
defense industry companies that provide technical/ skilled trade services to DND.  
The study will also investigate non-uniformed DND employed tradesmen in Nova 
Scotia.  The study is designed to identify present and future employee number and 
skill requirements, and NS industry's current ability to meet that demand. 
 
The list of companies to be surveyed has been developed using existing databases 
provided by ADIANS-HRP and the following parameters: 
 
·  Services provided to DND are primarily technical/ engineering in nature. 
·  No companies surveyed during ADIANS- HRP Project 04/01 Industry and 

Demographics Baseline Survey of the Nova Scotia Aerospace Sector will be 
re-surveyed. 

·  Companies will have greater than ten employees. 
·  There will be no analysis of management, or logistical requirements. 
·  There will be no review or analysis of uniformed DND personnel. 
 
The SMUBDC will also investigate the following subjects: 
 
·  Demographic trends affecting the availability of skilled tradesmen in Nova 

Scotia. 
·  The potential current and future sources of skilled labour, including: 
 

o Underrepresented groups. 
o Immigration. 
o Retention of current employees past normal retirement age. 
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·  Status of training and accreditation programs for skilled tradesmen within 

N.S. and potential for improvement in meeting industry requirements. 
·  Existence of programs to encourage participation in the defense industry 

centre. 
 
This is the list of organizations that meet the current parameters that we intend to 
contact as part of this project and survey.  Additionally we will contact DND 
employers of civilian skilled trade personnel. 
 
Cablecom Limited Steel and Engine Products Ltd. 
Helical Systems DSS Marine Incorporated 
Hyperspectral Data International Ltd. Armament Technology 
OEA Technologies Incorporated Sentry Sprinkler Limited 
Martec Limited C T H Instruments Ltd 
Omnitech Electronics Incorporated Peacock Inc 
Halifax Shipyard Nova Magnetics Burgmann Limited 
Canadian Maritime Engineering Ltd Banc Metals Industries 
Uniacke Mechanical Contractors Limited Open Seas Instrumentation Inc. 
Lunenburg Foundry & Engineering Limited Wartsila Canada Inc 
Larsen Contracting Services Inc D & L Engineering Sales Limited 
Pelham electric & refrigeration ltd ADM Systems Engineering Ltd. 
Waterworks Construction Limited Associated Marine 
A F Theriault & Son Ltd Seatech Investigation Services (1980) Ltd 
Carmichael Engineering Ltd Remote Inspections Limited 
Nova Millwrights Contracting Ltd Fleetway Inc 
All-Tech Environmental Services Limited Orion Emma Associates 
Wesco Distribution Canada ± Inc. 
Paul R Conrad H V Ac Limited 
SIPPICAN Incorporated 
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Appendix “D” - Aerospace and Related Firms in Nova Scotia 
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Advanced Precision Machining and 
Fabrication Ltd. 
Aerotec Engines Ltd. 
Airmic Flight Centre 
Allendale Electronics 
Amherst Auto Supply 
Amherst Machining Limited 
AMIRIX Systems Inc. 
Anixter International 
Apex Industrial Supplies 
Atlantic Aero Marine Supply and 
Manufacturing Ltd. 
Atlantic Avionics 
Atlantic CNC 
Atlantic Hardchrome Limited 
Atlas Compliance Packaging 
Bartlett Plastics and Precision Machining 
Bradeans Tool & Die Ltd 
Bridgeport Wire Rope and Chain 
Brooke Ocean Technology 
Cmc Electronics Inc. 
Coastal Aviation 
Coluza Technical Services  
Composites Atlantic Group EADS 
Cougar Helicopters Inc 
C-Vision Limited 
Esso Avitat Halifax 
Fabco Industries Limited 
Focal Technologies 
Greenwood Flight Centre 
Halifax International Airport Authority 
HSRS Aviation Services 
IMP Aerospace Avionics Division 
IMP Aerospace Components 
IMP Aerospace Machining Division 
IMP Group Limited 
Internav 
MacDonald, Dettwiler & Associates Ltd 
Mariner Forge 
Maritime Air (Maritime Air Charter Ltd.) 
Metocean Data Systems Limited 
Mil-Aero Electronics Atlantic Inc. 
Nautel 
Navitrak Engineering Inc. 
Northrop Grumman Canada Corporation 
NSCC Aviation Institution 
Ocean Case Company Limited 
Orenda Recip. Inc. 
Pivotal Power Inc 
Pratt & Whitney Canada 
Provincial Airlines Limited 
Pylon Atlantic 
R.P. Hawboldt Machining 
Rolls-Royce Canada Ltd 
Romac 
Russel Metals 

Satlantic Inc. 
Seimac Limited 
Sgitheach Air Service 
Shearwater Flight Centre 
Shell Aerocentre (IMP) 
SNC-Lavalin Inc 
Survival Systems Industrial Ltd 
Tecsult Eduplus Inc 
Turbo Wing Development Canada Ltd. 
Ultra Electronics Maritime Systems 
Wire Rope Industries 
Xwave Solutions Inc 
Yarmouth Airport Commission Association 
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Appendix “ E”  - MARLANT Employment Equity Status/ Targets 
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% 
Representation Women Visible Minorities Person's With Disabilities Aboriginals 

  2002 2003 2004 2002 2003 2004 2002 2003 2004 2002 2003 2004 
Scientific & 
Professional 32.7% 25.5% 26.3% 7.3% 8.5% 8.8% 1.8% 2.1% 3.5% 0.0% 0.0% 0.0% 

Technical 4.2% 4.1% 5.5% 0.9% 1.3% 1.8% 3.7% 3.7% 4.6% 1.4% 0.9% 0.9% 
Percentage of 
MARLANT 
Workforce     17.0%     4.1%     6.8%     1.3% 

                       

Women Visible Minorities Person's With Disabilities Aboriginals 
EE Hiring Goals 
2002-2006  Departures Promoted Hired 

Hiring 
Goals Departures Promoted Hired 

Hiring 
Goals Departures Promoted Hired Hiring Goals Departures Promoted Hired Hiring Goals 

Scientific & 
Professional 3 1 1 0 <5 <5 <5 2 <5 <5 <5 2 <5 <5 <5 0 

Technical 0 4 1 5 0 0 2 4 0 3 0 0 0 0 1 0 

Figure 1 -  MARLANT Employment Equity Employment Targets58 

                                            
58 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 – 2004 Report Card 
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59 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
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Appendix “ F”  - Nova Scotia Aboriginal Population by Age 
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 Canada Nova Scotia 

Total 976,305 17,015 

0-4 years 102,610 1,800 

5-9 years 113,075 1,880 

10-14 years 108,270 1,730 

15-19 years 92,985 1,570 

20-24 years 76,080 1,425 

25-34 years 148,550 2,730 

35-44 years 145,855 2,455 

45-54 years 96,365 1,915 

55-64 years 52,830 835 

65 years and over 39,680 675 

Figure 1 - Population reporting an Aboriginal identity, by age group, by provinces and 
territories (2001 Census)60 

 

                                            
60 http://www40.statcan.ca/l01/cst01/demo40a.htm?sdi=aboriginals%20nova%20scotia, 
Retrieved 7 Nov, 2005 
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Appendix “ G”  - New Apprenticeship Registrations (2002-2003) 
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Although Automotive Service Technician and Construction Electrician made up 
over 28% of new registrations in 2002-2003 the following are the numbers of 
new registrations in Defence related Nova Scotian trades.  The total population 
was 1049: 
 
Trade Actual % of Total Male Female Avg. Age 
Boilermaker 8 0.8% 8 0 23.3 
Industrial Electrician 32 3.1% 31 3 27 
Industrial Instrument 
Mechanic 

16 3.1% 15 1 29 

Industrial Mechanic 
(Millwright) 

51 1.5% 50 1 28.1 

Machinist 29 2.8% 28 1 27.7 
Power Engineer 42 4.0% 40 2 26.5 
Refrigeration and 
A/C/ Mechanic 

23 2.2% 23 0 36.2 

Sheet Metal Worker 10 1.0% 10 10 22 
Steamfitter- Pipe 
fitter 

43 4.1% 43 43 22.8 

Welder 43 4.1% 42 1 25.7 
Figure 1 ± New Apprenticeship Registrations in Nova Scotia (2002-2003)61 

 
 

                                            
61 http://www40.statcan.ca/l01/cst01/labr69e.htm, retrieved 7 Nov, 2005 
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Appendix “ H”  - Canadian Tradespeople Hourly Salary (By Province) 
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 October 2004 October 2005  

Province Number of 
employees 

(thousands) 

Average hourly 
salary 

($) 

Number of 
employees 

(thousands) 

Average hourly 
salary 

($) 

% Change in 
hourly wage 

(%) 

NS 61.6 15.86 57.6 16.75 5.6 

Quebec 460.0 17.55 474.0 17.90 2.0 

Ontario 736.9 18.97 770.2 19.53 3.0 

Manitoba 71.5 16.98 69.2 17.61 3.7 

Saskatchewa
n 67.1 17.36 60.9 17.32 -0.2 

Alberta 251.8 19.38 269.6 19.92 2.8 

BC 262.4 20.43 258.9 20.40 -0.1 

Newfoundlan
d 30.4 15.64 32.8 16.45 5.2 

PEI 10.6 14.84 9.9 14.07 -5.2 

New 
Brunswick 52.1 15.13 49.3 15.27 0.9 

Figure 1 ± Number of Employees in Trade, Transport and Equipment 
Operators by Province and Average Hourly Salary62 
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Figure 2 ± Average Salaries of Trade, Transport and Equipment Operators by 

Province 

                                            
62 http://www40.statcan.ca/l01/cst01/labr69e.htm, Accessed 7 Nov, 2005 



Aerospace and Defence – Human Resources Partnership 
Industry Human Resource Analysis 
 

17  
 
 

 
 

 

 

 

 

 

 

 

 

 

 

Appendix “ J” - Employment by major industry groups, NS 
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  October 
2004 

September 
2005 

October 
2005 

September 
2005 to October 

2005 

October 2004 
to October 

2005 

  employment (thousands) % change 

Nova Scotia - All 
industries 443.3 440.5 445.2 1.1 0.4 

Goods-producing sector 95.2 88.7 92.0 3.7 -3.4 

Agriculture 5.2 5.7 5.6 -1.8 7.7 

Forestry, fishing, 
mining, oil and gas 14.0 15.9 16.5 3.8 17.9 

Utilities 2.6 2.4 1.9 -20.8 -26.9 

Construction 29.2 25.4 28.6 12.6 -2.1 

Manufacturing 44.2 39.2 39.4 0.5 -10.9 

Services-producing 
sector 348.2 351.9 353.2 0.4 1.4 

Trade 74.4 75.3 79.3 5.3 6.6 

Transportation and 
warehousing 21.9 20.3 19.3 -4.9 -11.9 

Finance, insurance, 
real estate and leasing 22.6 20.7 22.0 6.3 -2.7 

Professional, scientific 
and technical services 19.8 20.1 20.6 2.5 4.0 

Business, building and 
other support services1 24.7 26.0 24.9 -4.2 0.8 

Educational services 36.4 35.5 36.5 2.8 0.3 

Health care and social 
assistance 52.7 57.1 56.6 -0.9 7.4 

Information, culture 
and recreation 15.8 15.9 15.2 -4.4 -3.8 

Accommodation and 
food services 31.7 31.5 30.2 -4.1 -4.7 

Other services 20.5 20.3 20.4 0.5 -0.5 

Public administration 27.6 29.1 28.2 -3.1 2.2 
Figure 1 - Employment by major industry groups, seasonally adjusted, Nova Scotia63 

                                            
63 http://www40.statcan.ca/l01/cst01/other/lfs/lfsintro.htm, retrieved 9 Nov, 2005 
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Appendix “ K” - MARLANT Forecasted Civilian Retirements Technical 
Trades 
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Trade (Group) 2003-2008 2009-2014 Total 
Technical (specialized) 27 28 55 
Electronics 15 16 31 
Engineers 6 6 12 
Firefighters 21 21 42 
Construction Inspector 3 9 12 
Domestic Electrician 7 16 23 
Maintenance Mechanic 7 6 13 
Welder 1 0 1 
Machine Operator 17 13 30 
Painter 5 4 9 
Pipefitter 6 18 24 
Vehicle and Heavy 5 6 11 
Carpenter 8 12 20 
Heating Plant Operator 15 18 33 
Ship's Crew 9 19 28 
Ship's Officer 24 10 34 
Boiler & Plate Tech 6 15 21 
Line Supervisor (TSS) 31 22 53 
Electrical Systems Tech 12 6 18 
Electronic Systems Tech 30 33 63 
Marine Mechanical Technician 19 19 38 
Mechanical Instr. Systems Tech 9 6 15 
Machinist 9 9 18 
Precision Tool & Dye Maker 2 3 5 
Maintenance Mechanic (Refrigeration) 5 0 5 
Maintenance Mechanic 1 1 2 
Marine Insulator 0 1 1 
Combination Welder 2 1 3 
Combination Welder (HP) 0 3 3 
Stationary Engineer (Hoisting and Forklift) 4 5 9 
Marine Pipefitter 15 14 29 
Planner - Estimator 7 6 13 
Stationary Engineer (Rigging) 3 18 21 
Sheet Metal Technician 3 4 7 
Chemical Treatment Tech 1 12 13 
Shipwright (Supervisor) 4 12 16 
Computer Systems 14 12 26 
Drafting 3 4 7 

Figure 1 ± Forecasted Retirements between 2003-201464 
 
 

                                            
64 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 
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Appendix “ L”  - Census of Technical Trades within MARLANT 
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Trade Name Employee  

Classification 
Count Average  

Age 
Avg. Pensionable  

TOS 
Computer Systems CS01 5 38 13 
Computer Systems CS02 3 47 8 
Computer Systems CS03 1 53 34 
Data Entry DAPRO04 1 41 19 
Drafting DD06 1 54 31 
Drafting DD07 1 51 30 
Technician (specialized) EG02 6 51 26 
Mechanical Technologist EG03 6 53 21 
Mechanical Technologist EG04 6 45 17 
Mechanical Technologist EG05 18 51 27 
Mechanical Technologist EG06 34 50 26 
Mechanical Technologist EG07 3 49 27 
Electronics Technologist EL06 17 49 27 
Engineers (Specialized) ENENG03 8 42 13 
Engineers (Specialized) ENENG04 10 49 19 
Engineers (Specialized) ENENG05 3 51 33 
Firefighter FI02 1 44 17 
Firefighter FI03 1 48 24 
General Technical GT03 3 4733 11 
General Technical GT06 1 44 21 
General Technical GT07 5 51 29 
General Technical GT08 1 58 28 
Apprentice  SRAPP04 16 28 0 
Apprentice  SRAPP05 2 28 1 
Apprentice  SRAPP05 22 31 2 
Apprentice  SRAPP07 2 38 2 
Boiler & Plate Tech SRSPP08 24 27 2 
Boiler & Plate Tech SRBOB09 44 47 20 
Line Supervisor (TSS) SRCPS01 60 52 29 
Electrical Systems Tech SREEW10 63 43 17 
Electronic/Electrical Systems Tech SREEW11 104 48 24 
Trades Helper SRELE02 7 36 2 
Marine Mechanical Technician SREME10 83 46 21 
Mechanical Instr. Systems Tech SRINM11 26 47 25 
Machinist SRMAC09 25 49 26 
Precision Tool & Dye Maker SRMAC11 6 49 28 
Maintenance Mechanic (Refrigeration) SRMAM09 9 50 21 
Maintenance Mechanic SRMAM10 13 47 17 
Marin Insulator SRMAN06 6 50 18 
Combination Welder SRMAN07 7 50 20 
Combination Welder (HP) SRMAN08 12 45 20 
Stationary Engineer (Hoisting & Forklift) SRMDO05 11 51 25 
Stationary Engineer SRMDO06 6 55 24 
Marine Pipefitter SRPIP08 36 50 26 
Planner - Estimator SRPLE10 19 49 27 
Marine Survival Tech SRPRW06 6 49 23 
Rigging SRPRW08 52 48 21 
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Quality Control/ Dimension Inspection SRQCW11 1 53 31 
Sheet Metal Technician SRSMW08 22 49 15 
Chemical Treatment Tech SRSPS06 29 49 19 
Metal Finishing Technician SRSPS07 3 42 18 
Shipwright (Supervisor) SRWOW08 30 48 22 
 TOTAL 884   

Figure 1 ± Census of HR-CIV Technical Positions within MARLANT (2004)65 
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Figure 2 ± Number of MARLANT Employees per specification (2004) 

 
 
 
 

                                            
65 MARLANT Five-Year Civilian Strategic HR Plan 2003-2008 ± 2004 Report Card 
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Appendix “M” - Tradesmen Training Offered in NS and DOE Registered 
Trades 
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The following Defence Related Programs are currently offered through the 
Nova Scotia Community College School of Trades & Technology66: 
  
Aircraft Maintenance Engineer Heating Services Professional 
Appliance Service Heating, Ventilation and Refrigeration 
Architectural Engineering Technician Industrial Instrumentation Technician 
Basic Marine Engineering Industrial Mechanic 
Basic Marine Navigation Machinist 
Diesel Repair ± Industrial & Marine Machinist ± Computer Numerical 

Control 
Drafting - Mechanical Manufacturing Engineering Technician 
Electrical ± Construction & Industrial Manufacturing Engineering 

Technology 
Electrical Engineering Technology Metal Fabricating & Plating 
Electro Mechanical Technician Steamfitting/Pipefitting 
Electronic Engineering Technician Welding 
Electronic Engineering Technology  
 
The following Defence related programs are currently offered through the 
University College of Cape Breton School of Science and Technology 
(Trades)67: 
 
Heavy Duty Equipment Repair Basic Welding 
Millwright/ Industrial Mechanic Welding High Pressure Pipe 

Professional 
Machinist ± Computer Numerical 
Control Professional 

 

 
The following are Nova Scotia's Defence industry related designated trades in 
accordance with the report to the NS Apprenticeship Board by the co-chairs 
dated December, 2002. 
 
Alarm and Security Technician Marine Fitter 
Appliance Service Technician Metal Fabricator (Fitter) 
Boilermaker Mobile Crane Operator 
Electric Motor System Technician Power Engineer 
Heavy Duty Equipment Technician Refrigeration and A/C Mechanic 
Industrial Electrician Sheet Metal Worker 
Industrial Mechanic (Millwright) Steamfitter ± Pipefitter 
Insulator/ Asbestos Removal Tool & Die Maker 
Machinist Welder 

                                            
66 NCSS Program Openings 2006-2007 Academic Year, 8 November, 2005 
67 www.capebretonu.ca/trades/trades/trades_apprenticeship.html , Retrieved 8 Nov 05 
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Appendix “ N” -  Skilled Workers National Occupation Classification List.68 
 

                                            
68 CIC Canada  Skilled Workers National Occupation Classification List 
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Aerospace Engineers 
Air Traffic Control and Related Occupations  
Air Pilots,  
Flight Engineers and Aircraft Instrument 
Electrical and Avionics Mechanics  
Technicians and Inspectors Flying Instructors 
Aircraft Mechanics and Aircraft Inspectors 
Automotive Service Technicians 
Truck Mechanics and Mechanical Repairers 
Cable Television Service and Maintenance Technicians 
Central Control and Process Operators 
Mineral and Metal Processing 
Contractors and Supervisors 
Heavy Construction Equipment Crews 
Contractors and Supervisors 
Pipefitting Trades 
Contractors and Supervisors 
Other Construction Trades 
Installers, Repairers 
Drafting Technologists and Technicians 
Drillers and Blasters D Surface Mining 
Quarrying and Construction 
Electric Appliance Services and Repairers 
Electrical and Electronics Engineering Technologists and Technicians 
Electrical and Electronics Engineers 
Electrical Mechanics 
Machinists and Machining and Tooling Inspectors 
Mechanical Engineering Technologists and Technicians 
Motor Vehicle Body Repairers 
Motorcycle and Other Related Mechanics 
Plumbers 
Professional Engineers 
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Appendix “ O”  - Demographic Information (Ethnic Origin) 
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  Total responses Single responses Multiple responses Percentage of 

Respondents 
Total population 897,565 496,075 401,495  
Ethnic origin   
Canadian 425,880 251,350 174,530 47.45% 
Scottish 263,060 60,910 202,150 29.31% 
English 252,470 65,875 186,595 19.90% 
Irish 178,585 23,445 155,145 19.90% 
French 149,785 24,370 125,415 16.69% 
German 89,460 16,350 73,110 9.97% 
Dutch (Netherlands) 35,035 6,095 28,935 3.90% 
North American 
Indian 28,560 9,035 19,525 3.18% 
Welsh 12,245 1,085 11,165 1.36% 
Italian 11,240 2,150 9,085 1.25% 
Acadian 11,180 2,790 8,385 1.25% 
Polish 8,760 1,865 6,895 0.98% 
Lebanese 6,565 3,500 3,065 0.73% 
African (Black), not 
included elsewhere 6,405 1,545 4,855 0.71% 
Ukrainian 6,305 1,220 5,080 0.70% 
Métis 4,395 510 3,885 0.49% 
American (USA) 4,385 405 3,980 0.49% 
Jewish 3,900 1,055 2,845 0.43% 
Chinese 3,675 2,580 1,095 0.41% 
British, not included 
elsewhere 3,440 1,505 1,940 0.38% 
Black 3,250 2,115 1,130 0.36% 
Norwegian 3,205 340 2,870 0.36% 
Danish 3,010 465 2,550 0.34% 
Spanish 3,010 395 2,615 0.34% 
East Indian 2,860 1,920 945 0.32% 
Swedish 2,840 255 2,585 0.32% 
Greek 2,725 1,410 1,315 0.30% 
Russian 2,500 340 2,165 0.28% 
Portuguese 2,380 490 1,890 0.27% 

Figure 1 -  Nova Scotia Population by selected ethnic origins (2001 Census) 
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Figure 2 - Nova Scotia Population by selected ethnic 
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Appendix “ P”  - Demographic Information (Percentage of Foreign Born 
Residents) 
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  1991 1996 2001 
  % 

Canada 
16.1 17.4 18.4 

Newfoundland and Labrador
1.5 1.6 1.6 

Prince Edward Island 
3.2 3.3 3.1 

Nova Scotia 
4.4 4.7 4.6 

New Brunswick 
3.3 3.3 3.1 

Quebec 
8.7 9.4 9.9 

Ontario 
23.7 25.6 26.8 

Manitoba 
12.8 12.4 12.1 

Saskatchewan 
5.9 5.4 5 

Alberta 
15.1 15.2 14.9 

British Columbia 
22.3 24.5 26.1 

Yukon 
10.7 10.4 10.6 

Northwest Territories 
4.9 4.8 6.4 

Nunavut 
… … 1.7 

Figure 1 - Proportion of foreign-born population, by provinces and territories 
(1991 to 2001 Censuses) 
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Figure 2 ± Nova Scotia Proportion of Foreign Born Residents 
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Appendix “ Q”  - Demographic Information (Age and Gender) 
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Figure 1 - Population by sex and age group, by provinces and territories, 200469 

 All ages 0-14 ages 15-64 ages 65 and over ages 

  Both sexes (thousands) 

Canada 31,946.30 5,728.20 22,077.10 4,141.0 
Newfoundland and 
Labrador 517 82.5 368 66.5 
Prince Edward Island 137.9 25 93.7 19.2 
Nova Scotia 937 155.6 649.5 131.8 
New Brunswick 751.4 124.2 524 103.3 
Quebec 7,542.80 1,273.60 5,247.10 1,022.10 
Ontario 12,392.70 2,286.80 8,525.40 1,580.50 
Manitoba 1,170.30 233.6 778.3 158.4 
Saskatchewan 995.4 198.7 649.3 147.5 
Alberta 3,201.90 621.8 2,247.20 332.9 
British Columbia 4,196.40 699.4 2,922.60 574.4 
Yukon Territory 31.2 6.1 23.1 2 
Northwest Territories 42.8 10.7 30.3 1.8 
Nunavut 29.6 10.3 18.6 0.7 

 
 

Figure 2 ± Halifax Population Demographic Trends70 

 
 
 
 

                                            
69 Source: Statistics Canada, CANSIM, table (for fee) 051-0001. Last modified: 2005-08

 
70 Nova Scotia 2005 Annual Labour market Perspectives. Halifax Regional Municipality. 
Human Resource and Skills Development Canada.   
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Figure 3 - Nova Scotia Population by Age 
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Figure 4 - Labour force 2004, employed and unemployed, numbers and rates 

  Canada N.L. P.E.I. N.S. N.B. 

  thousands 

Population, 15 years and over 

Both sexes 25,432.7 429.7 110.9 756.9 607.4 

Men 12,510.8 209.8 53.5 365.5 296.3 

Women 12,921.8 219.9 57.5 391.4 311.0 

Labour force 

Both sexes 17,183.4 255.0 75.2 484.3 388.3 

Men 9,164.4 135.6 38.3 254.0 202.7 

Women 8,019.0 119.4 36.9 230.4 185.6 

Employed 

Both sexes 15,949.7 215.2 66.7 441.6 350.4 

Men 8,479.6 112.6 33.7 229.6 180.1 

Women 7,470.1 102.6 33.0 212.0 170.3 

Unemployed 

Both sexes 1,233.7 39.8 8.5 42.7 37.9 

Men 684.8 23.0 4.6 24.4 22.7 

Women 548.9 16.9 3.9 18.4 15.3 

Not in the labour force 

Both sexes 8,249.3 174.7 35.7 272.6 219.1 

Men 3,346.4 74.2 15.2 111.5 93.6 

Women 4,902.8 100.5 20.6 161.0 125.4 

Participation rate  

Both sexes 67.6 59.3 67.8 64.0 63.9 

Men 73.3 64.6 71.6 69.5 68.4 

Women 62.1 54.3 64.2 58.9 59.7 

Unemployment rate  

Both sexes 7.2 15.6 11.3 8.8 9.8 

Men 7.5 17.0 12.0 9.6 11.2 

Women 6.8 14.2 10.6 8.0 8.2 

Employment rate 

Both sexes 62.7 50.1 60.1 58.3 57.7 

Men 67.8 53.7 63.0 62.8 60.8 

Women 57.8 46.7 57.4 54.2 54.8 
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Appendix “ R”  - Additional Demographic Information 
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Figure 1 ± Nova Scotia Average hourly wages of employees by selected 
characteristics and profession, unadjusted data, (monthly) 71 

 Aug-04 Aug-05 
August 2004 to 
August 2005 

 
number of 
employees 
(thousands) 

average 
hourly 

wage ($) 

number of 
employees1 
(thousands) 

average 
hourly wage 
($) 

% change in 
hourly wage 

15 years and over 395.7 15.51 401.1 16.08 3.7 

15 to 24 years 79 8.74 78.6 8.98 2.7 

25 to 54 years 278.5 17.2 277.5 17.66 2.7 

55 years and over 38.3 17.24 45 18.72 8.6 

Men 198.3 16.86 203 17.02 0.9 

Women 197.4 14.16 198.1 15.11 6.7 

Full-time 341.4 16.35 343.2 16.79 2.7 

Part-time 54.3 10.23 57.9 11.84 15.7 

Union coverage2 107.1 20.41 110 20.83 2.1 

No union coverage3 288.6 13.7 291.1 14.28 4.2 

Permanent job4 310.6 16.61 328.5 16.89 1.7 

Temporary job5 85.1 11.51 72.7 12.42 7.9 

Management  
occupations 

23.6 25.8 23.7 24.91 -3.4 

Business, finance and 
administrative 
occupations 

75 14.71 73.1 15.16 3.1 

Natural and applied 
sciences and related 
occupations 

20.8 21.46 21.9 21.79 1.5 

Health occupations 23 20.82 32.7 20.95 0.6 

Occupations in social 
science, education, 
government service  
and religion 

35.3 22.51 31.6 23.63 5 

Occupations in art, 
culture, recreation and 
sport 

9.3 12.87 9.8 15.2 18.1 

Sales and service 
occupations 

109.3 10.32 110.6 11.02 6.8 

Trades, transport and 
equipment operators  
and related  
occupations 

60.8 15.99 63.1 16.11 0.8 

Occupations unique  
to primary industry 

12.1 11.34 12 11.44 0.9 

Occupations unique to 
processing, 
manufacturing and 
utilities 

26.5 13.2 22.6 1  

                                            
71 Statistics Canada, CANSIM tables (for fee) 282-0069 and 282-0073, Last modified: 2005-09-
08. 
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Appendix “ S”  - Glossary of Acronyms 
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ADIANS - Aerospace and Defence Industries Association of Nova Scotia 
 
AD-HRP - Aerospace and Defence - Human Resources Partnership 
 
AIMS ± Atlantic Institute for Marketing Studies 
 
DND ± Department of National Defence 
 
DOE ± Department of Education 
 
FCE ± Formation Construction Engineers 
 
FMFCS ± Fleet Maintenance Facility Cape Scott 
 
HAZMAT ± Hazardous Materials 
 
HR ± Human Resources 
 
ICE ± Internal Combustion Engine 
 
MARLANT ± Maritime Forces Atlantic 
 
NSCC ± Nova Scotia Community College 
 
SMUBDC ± Saint Mary's University Business Development Center 
 
TSS ± Technical Service Supervisor 
 
UCCB ± University College of Cape Breton (now Cape Breton University) 
 
WITT  - Women in Trades and Technology  
 


