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EXECUTIVE SUMMARY 
 

Purpose of the Study 
 
There is currently little information available on the size, characteristics and specific challenges faced by 
the co-operative sector in British Columbia. The BC Co-operative Association has received funding 
provided through the Canada-British Columbia Labour Market Development Agreement to conduct an 
environmental scan of the co-operative sector labour market in British Columbia. More specifically, the 
purpose of the study is to report on key characteristics of the co-operative sector including: size (number 
of organizations, membership, revenues, employment); ownership structure; industry sector; geographical 
distribution; characteristics of the work force (age, breakdown between full-time and part-time, educational 
attainment, professional designations and certifications); labour issues (retention levels, staff shortages 
and other challenges); role of post-secondary recruitment to the sector; constraints to development of the 
organizations; and, key trends affecting the co-operative sector in British Columbia. 

 
 

 
 
 

Method of the Study 
 
This study relied on three primary sources of information to generate findings about the co-operative 
sector in British Columbia: 
 
Database and Survey of Co-operative Organizations 
 
A database of co-operative organizations in BC was developed with information obtained from the BC 
Registry along with information held by the BC Co-operative Association. An extensive internet search was 
used to obtain contact information and to help inform the classification of organizations in the database by 
type of co-op (i.e. consumer, producer, worker, multi-stakeholder or federation) and sector of operations. 
The final database contains 699 active organizations, with contact information (email or telephone) for 
59%.  
 
Email invitations were sent to all organizations with a valid email address in the database, and telephone 
calls were made to those for which the only available contact information was a telephone number. The 
invitations informed recipients of the purpose of the study and included a unique link for access to the 
online survey, as well as a description of other ways of completing the questionnaire. Of the 371 
organizations that were invited to participate in the survey, 132 completed or substantially completed the 
survey, which represents a margin of error of 7.6%, 19 times out of 20. Surveys were completed between 
February 2016 and May 2016. The median respondent took about 23 minutes to complete the survey. 
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Extrapolation of Survey Results 
 
Survey findings were extrapolated to the database of co-operative organizations in British Columbia in 
order to estimate the size of the co-op sector in British Columbia in terms of its employment and gross 
revenues. Based on the data provided by respondents, estimates were generated for low- and high- 
employment and low- and high-revenue scenarios for organizations in the database that did not respond 
to the survey, or had responded to the survey but omitted responses to the relevant questions. In order to 
ensure the most robust estimates, additional data was sought where possible. A key example of this is the 
use of annual reports and financial statements for credit unions in BC, which are published online. In other 
cases, organizations (particularly large co-ops) were contacted to obtain their annual revenues for the 
purpose of developing appropriate estimates. The findings of this report with respect to the estimates of 
total employment and sector revenue represent an average of the low and high scenarios developed 
during the extrapolation process. 
 
Key Informant Interviews 

 
Key Informant interviews were undertaken with a total of 11 experts on human resources and issues 
affecting the co-operative sector. The individuals interviewed represented large retail and financial co-
operatives, as well as emerging co-op sectors, and included academics, professionals, and co-op 
developers.  

 
Key Findings 

 
Size of the Co-op Sector in British Columbia 
 
 The co-operative sector in British Columbia includes 699 organizations and employs an estimated 

16,900 workers, including 14,550 that will receive a T4 and 2,350 contract staff. This is equal to an 
average of 20 regular employees (15 full time and 5 part-time) and 3 contractors per organization. 
Financial co-operatives (i.e. credit unions) are responsible for the largest share of employment in the 
sector, accounting for approximately 12,000 of the 16,900 positions, or an average of 266 workers per 
financial co-operative. Non-financial co-operatives average 7.5 workers per organization for a total of 
4,900 positions. The co-operative sector accounts for approximately 0.7% of total provincial 
employment. 
 

 Employment at co-operative organizations has grown by an estimated 22% over the last 5 years, from 
13,850 workers in 2011 to 16,900 in 2016. Representatives of co-operatives in BC expect employment 
to increase by an additional 14% (2,360 positions) by 2019, for a total of 19,260 workers.  
 

 Total aggregate revenues generated by co-operatives in British Columbia are estimated to be $2.7 
billion for 2015, or 1.1% of the provincial economy. As with employment, Credit unions are the single 
largest contributor to total revenues, accounting for $1.9 billion, or $42.7 million per credit union. Non-
financial co-ops averaged $1.2 million in gross revenues per organization during 2015, for a total of 
approximately $810 million. 

 
Characteristics of Co-operative Organizations in BC 

 
 Most co-operatives in BC are consumer co-ops (78%) followed by producer (12%), worker (5%) and 

multi-stakeholder (3%) co-ops. Federations make up 1% of all co-ops. On average, these organizations 
have been operating for the past 26 years; however, many (20%) reported being formed in the past 5 
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years. Co-ops are based in all regions of the province, with those responding to the survey most often 
operating on Vancouver Island/Coast (33%), the Mainland/Southwest (30%), the Kootenays (12%), and 
in the Thompson/Okanagan region (11%). A plurality (45%) of co-ops in BC are in the real estate and 
rental and leasing sector (i.e. housing co-ops), with agriculture, forestry, fishing and hunting (10%), arts, 
entertainment and recreation (9%), retail trade (8%), finance and insurance (7%) the next most 
common sectors. 
 

 Over three-quarters (77%) of all co-ops surveyed indicated that they are employers with either regular 
T4 employees, contractors, or both; 55% indicated they employ people on a regular basis (i.e. they will 
be issued a T4 slip) and 48% indicated they employ people on a contract basis. Volunteer labour 
appears important to the sector, with 59% of organizations indicating they had regularly used 
volunteers in their operations in the past year. 

 

 Consumer co-ops reported the highest average membership (3,081 per organization) followed by multi-
stakeholder co-ops (215), federations (101), producer co-ops (63), and worker co-ops (6).  
 

 Over half of surveyed organizations reported annual revenues of less than $500,000, including 20% 
that reported less than $25,000 in revenues for 2015. Twenty percent reported revenue of over 
$1,000,000, including 7% that reported 2015 revenues of $10 million or more. 
 

 Most (54%) organizations surveyed reported that they are at least somewhat involved with the co-op 
sector at large. These organizations described their involvement as resulting from their membership in 
a federation or an association (58%), or from networks and formal or informal connections they had 
formed to support or receive assistance from other co-ops (49%). Others (23%) had collaborated with 
another co-op(s) in order to promote the sector, and 19% had a board member or staff member that 
was active in another co-op (19%). 
 

 Most co-ops support financial sector co-ops: 92% reported using a credit union for day-to-day financial 
needs, and 90% use a credit union for some or all of their long term financial needs. 

 
Characteristics of the Sector’s Labour Force 

 
 Most (75%) employees in the sector work full-time. About one-fifth (22%) of regular employees were 

reported to be working in a temporary (i.e. with a fixed end date) position. 
 

 Approximately half (56%) of all employees reported by representatives of co-op organizations were 
female, 15%-17% had a university education, 16% were under the age of 25 and 20% or were over the 
age of 55.  However, removing one large employer from the results reveals that for most organizations 
in the sector, female employees make up a larger share of the workforce (69%), university education is 
more common (20% to 23%), and fewer staff are under 25 (16%) or over 55 (18%). 
 

 Notwithstanding one large employer with a high proportion of unskilled or semi-skilled positions, 
employees in the sector were reported to be most often involved with delivering services to clients 
(32%), producing products for clients (26%), skilled support functions such as accounting, IT, planning, 
administration (16%), semi-skilled or unskilled support positions such as general labour (11%), 
management of the operation (7%), and sales, marketing or fundraising positions (6%). 
 

 Contractors working in the co-operative sector are most often tasked with delivering services for clients 
(47%), sales, marketing or fundraising (18%), producing products for clients (13%), or are in skilled 
support roles (11%). Employers in the sector typically utilize contractors rather than hiring regular staff 
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because the position or the work is part-time or temporary (65%), because the total cost is less (20%), 
or because contractors were not willing or able to join the organization as an employee (11%). 
 

 Volunteer labour is important to the sector. Most (59%) co-ops reported that they regularly used 
volunteers over the past year, with the average organization reporting the use of 18 volunteers in 2015. 
Organizations use volunteers for a variety of positions, including board positions, committee members, 
or other management positions and responsibilities; gardening, labour and maintenance; event 
planning, marketing, fundraising, and member outreach; delivering or producing products and services 
for clients; and accounting and finance roles. 

 
Strengths and Weaknesses of the Co-op Labour Market  

 
 Overall, employers reported a turnover rate of 28% in 2015. However, 34% of employers reported zero 

turnover for the past year; 22% reported less than 10% turnover; 14% reported between 10% and 30%; 
28% reported turnover of over 30%. Employers were most likely to indicate that retirement or employee 
health issues were a reason for staff turnover (41% indicating it was a major reason or somewhat of a 
reason), followed by the nature of operating a seasonal business (37%), workers leaving for family 
reasons (36%), or to pursue educational opportunities (33%). Nearly one-third (30%) of employers 
indicated that a cause of turnover was competition for workers with employers in the private sector, 
including 12% who said it was a major reason they had lost staff. 
 

 The co-op sector is most likely to hire individuals entering into the workforce as well as those working 
for private sector companies. During the last year, each co-operative hired an average of 6.6 workers to 
fill new positions or to replace staff members who had left the organization. An estimated 32% of these 
new employees were entering or re-entering the workforce, 20% were unemployed and 18% were 
working for an employer in the private sector. Just 3% of the new hires were reported to be coming 
from another employer in the co-op sector. 
 

 When attracting and retaining qualified employees, the major competitive strengths of co-operative 
organizations include the positive work environment, the importance of the work performed, and the 
opportunity to interact with members and the public. Co-ops attract staff that want to work in a value-
based environment or who want to support their community, and those who want to work alongside 
people with a shared world-view. Because the organizations are locally owned and responsible to their 
membership, experts in the sector say that the relationship between staff and management is more 
equitable than in other businesses, and staff can see the impact that results from their efforts. 
 

 The major weaknesses of the sector in recruiting and retaining qualified staff include a perception that 
positions in the sector are subject to lower wages, benefits and salaries; the opportunities for 
advancement opportunities provided for staff members; and, the level of job security provided to 
employees is less than that provided by other employers. Co-ops may also have difficulty recruiting 
employees if they do not adequately convey the positive narrative of the co-operative movement or they 
are not operating according to the co-op values. These challenges lead representatives of 
organizations as well as experts on the sector to expect difficulty when hiring for managers responsible 
for the delivery of services, programs or products, administration and other skilled support positions, 
and front line staff such as cashiers, clerks and labourers. 
 

 To address shortages employers in the co-op sector most commonly plan to expand the amount of 
internal or informal training or mentoring provided to employees, increase wages or benefits, more 
aggressively promote job openings, or restructure the work. Key informants confirmed these 
approaches as being underway by some in the sector, with large co-ops increasingly offering in-house 
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training programs or more actively promoting opportunities and the value-proposition of co-ops by 
engaging in college and university recruitment. 
 

 Representatives of co-operative organizations are optimistic about future growth potential of their 
organizations and the sector. Fifty-four percent expect the number of people they employ to increase 
over the next three years, 32% expect the number of employees to stay the same, and just 13% expect 
a decrease. The average number of workers per organization is projected to increase by 14% over the 
next three years.  

 
Challenges and Constraints Facing the Sector and Recommended Actions 

 
 Key Informants noted that there is energy, creativity and innovation in the co-op sector in BC, exampled 

by pockets of growth and the expansion of the co-op model into new areas of the economy.  Some of 
this growth and energy is attributable to a growing interest in values-based employment and recognition 
that the co-op model can satisfy many career goals. 

 
 However, the co-operative sector, according to key informants, is facing an increasing need to educate 

the public, employees and members about the co-op value proposition and how their organizations 
differs from other businesses (an increasing number of which also claim to operate against a triple 
bottom line). Meanwhile, supports aimed at the co-op sector have decreased and the integration of the 
co-op model into various institutions including general business courses and among business 
development sector professionals (banks, accountants, chambers of commerce) has been inadequate 
to date. Additionally, there is a perceived lack of support and attention paid to the sector by provincial 
and federal levels of government.  

 

 Meanwhile, many co-operatives operate in a highly competitive environment (retail and finance in 
particular) where margin pressures will continue to influence the rate of amalgamation of smaller co-ops 
and place continued growth and expansion requirement on larger entities. These pressures will test the 
skill of boards and management, as well as members, to maintain focus on the co-op values while 
navigating the economic and business conditions which prevail in the provincial economy.  

 

 Representatives of co-operative organizations are most concerned that inadequate management 
resources and capabilities including the ability to recruit and retain management, as well as market and 
marketing-related issues and access to government funding, will constrain further growth for their 
organizations and the sector overall. This is confirmed by subject matter experts who while expressing 
optimism that increasing numbers of people want to work for organizations like co-ops, indicated that it 
remains difficult to attract senior management with excellent business acumen and a desire to operate 
according to co-op values and levels of remuneration. Of course, key informants also note that the 
sector is highly influenced by the general economy and will be affected negatively by current and 
expected labour shortages related to natural resources, technology and construction trades. 

 

 Subject matter experts and representatives of co-operative organizations made several 
recommendations for action that government, industry, academia, and co-ops themselves should 
consider taking in order to strengthen to sector in British Columbia, including: 

 

o All actors in the co-op space including the government, educational institutions, and co-ops 
themselves need to do more to promote the sector and to effectively convey the value-
proposition offered by co-operative organizations to prospective employees, members, and the 
general public. 
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o Post-secondary institutions and others need to develop more programming that develops 
workers directly for the co-op sector and should introduce and discuss the co-op model 
alongside other forms of enterprise in high schools, universities and colleges.  

o The provincial government should increase its support for the sector by moving the 
responsibility for co-operatives to a more prominent position within the provincial government, 
increasing the use of co-ops for government procurement, providing enhanced information 
about the co-op model when supporting small businesses and other enterprise development, 
by creating regulation for the co-op sector that is appropriate for the sector rather than equal to 
that in a similar private sector organization, by preparing to provide subsidies to housing co-op 
residents that are at risk of losing their CMHC subsidies, and supporting the building of new 
co-op housing units. 
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I.    INTRODUCTION 
 

A.    Purpose of the Study 
 
There is currently little information available on the size, characteristics and specific challenges faced by 
the co-operative sector in British Columbia. The BC Co-operative Association has received funding from 
the Government of British Columbia, through the Labour Market Partnerships Program, to conduct an 
environmental scan of the co-operative sector labour market in British Columbia. More specifically, the 
purpose of the study is to report on key characteristics of the co-operative sector including: 

 

 Size (number of organizations, membership, revenues, employment); 

 Organizational structure (ownership structure); 

 Industry sector; 

 Geographical distribution; 

 Characteristics of the work force (age, breakdown between full-time and part-time, educational 
attainment, professional designations and certifications); 

 Labour issues (retention levels, staff shortages and other challenges); 

 Role of post-secondary recruitment to the sector; 

 Constraints to development of the organizations; and 

 Key trends affecting the co-operative sector in British Columbia. 
 

The study results are intended to be available for use by government in developing policies and programs, 
by educational institutions and other supporters in creating training and education programs, by financial 
institutions in providing capital and services to the sector, and by researchers and co-operative 
organizations themselves.  The results provide a baseline against which the future growth and 
development of the sector can be measured. 

 

B.    Method of Study 
 
This study relied on three primary sources of information to generate findings about the co-operative 
sector in British Columbia: 
 
1. Database and Survey of Co-operative Organizations 
 
A database of co-operative organizations in BC was developed with information obtained from the BC 
Registry along with information held by the BC Co-operative Association. The compiled organizations were 
reviewed for duplicate entries and for organizations that had dissolved or had amalgamated with another 
organization; such organizations were removed from the list. Next, an extensive internet search was used 
to obtain contact information (email or telephone number), and to help inform the classification of 
organizations in the database by type of co-op (i.e. consumer, producer, worker, multi-stakeholder or 
federation) and sector of operations. As described in table on the following page, the final database 
contains 699 co-operative organizations operating in British Columbia, with contact information (email or 
telephone) available for 409 or 59%.  
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TABLE 1: DATABASE AND CONTACT INFORMATION  

Type of Co-op 
Total 

# % 

Total active organizations identified 699 100% 

Email address 389 56% 

Telephone number 336 48% 

Any contact Information 409 59% 

Neither email or telephone 296 42% 

 

Once the questionnaire was field tested, email invitations were sent to all organizations with a valid email 
address in the database. The invitations informed recipients of the purpose of the study and included a 
unique link for access to the online survey, as well as a description of other ways of completing the 
questionnaire including by telephone with a representative of Ference and Company. Organizations that 
had a valid telephone number but no email address were contacted and informed of the project and given 
options for completing the survey. Each organization received multiple email and telephone reminders. As 
described in the following table, of the 371 organizations that were invited to participate in the survey, 187 
visited the website. Of those 187, 132 completed or substantially completed the survey (the respondent 
may have skipped several questions or a section which he/she perceived as not particularly relevant to 
their operation or for which they did not have data readily accessible). The 132 respondents completing or 
substantially completing the survey represent a margin of error of 7.6%, 19 times out of 20. Surveys were 
completed between February 2016 and May 2016. The median respondent took about 23 minutes to 
complete the survey. 

 
TABLE 2:  CALCULATION OF SURVEY RESPONSE RATE  

Province Total 

Organizations in the database 699 

Number without contact information 296 

Number that could not be contacted (e.g. email bounced back or 
out of office during the term of the project) 

32 

Maximum number of organizations contacted 371 

Response # % 

Total completed/substantially completed  132 36% 

Margin of Error (95% confidence level) +/-  7.6% 

Begun but not substantially completed  55 15% 

Total Number of Respondents 187 50% 

 

 
2. Extrapolation of Survey Results 
 
Survey findings were extrapolated to the entire population of co-operative organizations in British 
Columbia in order to estimate the size of the co-op sector in British Columbia in terms of its employment 
and gross revenues. 
  
Survey results were first cleaned and coded, and assessed for consistent internal logic among respondent 
answers (e.g. when workers from a given organization are allocated by the respondent across sub-
categories the sum should match the reported total employment of that organization). Based on the data 
provided by respondents, estimates were generated for low- and high- employment and low- and high-



 
       FERENCE & COMPANY                             

  

 

 

INTRODUCTION 

BC Co-operative Sector Labour Market Study                       Page 3 

revenue scenarios for organizations in the database that did not respond to the survey, or had responded 
to the survey but omitted responses to the relevant questions. The findings of this report with respect to 
the estimates of total employment and sector revenue represent an average of the low and high scenarios 
developed during the extrapolation process. 
 
In order to ensure the most robust estimates possible, additional data was sought where possible. A key 
example of this is the use of annual reports and financial statements for BC credit unions, which are 
published online. The information contained in those documents was used to supplement the survey 
responses by providing the annual gross revenues for credit unions that did not complete the survey and 
for those which completed the survey but did not provide their annual revenues. In a few cases, the 
documents provided a rationale for correcting respondent error to reflect gross rather than net revenue. In 
other cases, organizations (particularly large co-ops) were contacted to obtain their annual revenues for 
the purpose of developing appropriate estimates. 
 
3. Key Informant Interviews 

 
Key Informant interviews were undertaken with a total of 11 experts on human resources and issues 
affecting the co-operative sector. The individuals interviewed represented large retail and financial co-
operatives, as well as emerging co-op sectors, and included academics, professionals, and co-op 
developers. The interviews provide an additional line of evidence for understanding the sector in BC, and 
allow for greater understanding of the findings of the survey of co-operative organizations. 
 

C.    Challenges and Limitations 
 
Some of the challenges faced and the mitigation strategies we employed to address them are as follows: 
 

 There was no existing database containing names, contact information, and data on the 
organizations active in the sector. We constructed a database by bringing together data held by 
the BC Co-operatives Association and data from the BC registry. Duplicate entries were merged into 
unique records for each organization, eliminating those which had dissolved or had amalgamated 
with another organization.  

 

 Some contact information in the combined database was out-dated or missing.  Where 
possible, we updated the contact information (e.g. telephone numbers and email addresses) in the 
database of co-operative organizations. This included an online search for contact information and, 
when necessary, direct contact with the organizations and listed representatives.  

 

 It is often difficult to obtain a high response rate to surveys. The response rate among 
representatives of the co-operative sector is impacted by their heavy workload or an under 
appreciation of the importance of labour market information. To encourage a strong response rate, 
we distributed an email explaining the importance of the survey; provided organizations with several 
ways to complete the survey including online, email, fax, and mail; offered to provide each 
organization that participates with a summary of the results; and followed up regularly with 
prospective respondents by email and telephone. We also sent multiple reminders to representatives 
requesting their participation in the survey and made several follow-up phone calls.   

 

 Limitations associated with key informant interviews. Due to their busy schedules, some 
potential key informants identified for interviews declined the option to participate in the study. To 
address this limitation, we provided a flexible timeframe to participate in the interviews and offered 
alternative methods of participation (completing a questionnaire in writing).  
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 Lower participation by the co-op housing sector. Co-op housing organizations are unique among 
co-operatives in that they are unlikely to maintain a website or provide publically accessible contact 
information other than a mailing address. The reason is that demand for co-operative housing is 
high, the turnover of units is low, and full-time staffing is nearly absent. Co-op housing organizations 
provide their mailing address online through the BC Co-op Housing Federation for prospective 
members to submit an application for housing, but otherwise do not generally provide email or 
telephone information. The result is that housing co-operatives were invited but completed the 
survey at a lower rate than other segments of the co-op sector. However, the study was successful 
at obtaining survey responses for many housing co-ops (as there was contact information available 
for some) and the results indicated that the sector is quite homogenous in its makeup – there is little 
staff and a relatively narrow range in the ratio of membership to revenues. Therefore, despite the 
under-representation of housing co-ops in the final survey sample, the estimates derived from this 
group are considered to be fairly reflective of all housing co-operatives in the province. 

 

D.  Structure of the Report 
 

This report is divided into six chapters. The next chapter provides a profile of surveyed organizations in 
terms of their ownership structure; duration and region of operations; use of employees, contractors, and 
volunteers; level of membership; level of revenues, and the level of interaction among organizations within 
the sector. Chapter III describes the current staffing of the surveyed organizations in terms of the number 
of employees, contractors, and volunteers; the positions of those workers; their distribution in terms of 
gender and other characteristics; the level and reasons for staff turnover; recent and future hiring 
intentions; the source of new employees; and expenditures on employee training. Chapter IV describes 
the medium and long term outlook of the sector in terms of the factors that will determine future 
employment demand; the competitive advantages and disadvantages of the sector; existing difficulties and 
contributing factors in filling employment positions; and expected skills shortages and strategies to mitigate 
those challenges. Chapter V describes the trends, key issues and challenges facing the sector going 
forward and potential actions for government, industry and educators to take in response. Chapter VI 
summarizes the study findings and conclusions. The appendices include cross tabulations of survey 
results by type of co-op, region of operations, sector of operations, and level of revenue. 
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II.   PROFILE OF CO-OPERATIVE ORGANIZATIONS 
 

This chapter describes the profile of surveyed organizations in the co-operative sector in terms of their 
ownership type and size of membership; their age, region and sector of operations; their rate of use of 
employees, contractors, and volunteers; the level of gross annual revenues; and the level of interaction within 
the co-operative sector.  

 

A.  KEY ORGANIZATIONAL ATTRIBUTES 

 
1.  Distribution by Type of Co-op 
 
Of the 132 organizations that completed the survey, the majority (61%) consider themselves consumer co-
ops, followed by producer co-ops (15%), multi-stakeholder co-ops (13%), worker co-ops (9%) and 
federations (2%). As described in the following table, the distribution approximates the estimated distribution 
of all co-ops in the province, with a potential over-representation of multi-stakeholder co-ops among those 
that completed the survey. It is also possible that some organizations that are classified as consumer co-ops 
in the database of BC Co-ops developed for this project are in fact multi-stakeholder co-ops; or, some survey 
respondents characterised their organization as multi-stakeholder when in fact it is a consumer co-op.  

 
TABLE 3: TYPE OF CO-OPERATIVE  

Type of Co-op 
Survey Sample All BC Co-ops 

# % # % 

Consumer  80 61% 546 78% 

Producer 20 15% 87 12% 

Multi-stakeholder 17 13% 21 3% 

Worker 12 9% 37 5% 

Federation 3 2% 8 1% 

Total 132 100% 699 100% 

 
2.  Duration of Operation 

 
Co-ops in the province appear to be quite well established. The average length of operation reported by 
representatives of co-ops was 26 years. However, new co-ops are being formed as well: 20% indicated that 
they had been in operation for 5 years or less. 

 
TABLE 4:  DURATION OF OPERATION  

Length of Operation  
Total 

# % 

Less than 2 years 7 5% 

2 to 5 years 20 15% 

6 to 9 years 19 14% 

10 to 14 years 14 11% 

15 to 20 years 11 8% 

Over 20 years 61 46% 

Total 132 100% 

Average 26 Years 

Median 18 Years 
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3.  Region of Operations 
 
Co-operatives participating in the survey were most often operating on Vancouver Island/Coast (33%), in the 
Mainland/Southwest (30%), and in the Kootenays (12%). As described in the following table, 12% of 
organizations indicated that they operate across the whole province, and 8% have activities outside of BC in 
addition to their BC operations. 

 
TABLE 5:  REGION OF OPERATION 

Region of Operations 
Total 

# % 

All of BC 16 12% 

Vancouver Island/Coast 44 33% 

Mainland/Southwest 39 30% 

Thompson/Okanagan 15 11% 

Kootenay 16 12% 

Cariboo 3 2% 

North Coast 4 3% 

Nechako 1 1% 

Northeast 2 2% 

Outside of BC 10 8% 

Total 132 100% 

 
 
4.  Type of Employment 
 
Over three-quarters (77%) of all co-ops surveyed indicated that they are employers with either regular T4 
employees, contractors, or both. As described in the following table, 55% indicated they employ people on a 
regular basis (i.e. they will be issued a T4 slip) and 48% indicated they employ people on a contract basis. 
Volunteer labour appears important to the sector, with 59% of organizations indicating they had regularly 
used volunteers in their operations in the past year. 
 

TABLE 6: TYPE OF EMPLOYMENT 

Type of Workforce 
Total 

# % 

Total Surveyed Organizations 132 100% 

Any Workers (i.e. employees, contractors, or both) 101 77% 

Employees (i.e. workers are issued a T4 slip) 72 55% 

Contractors (paid workers or contractors not receiving a T4 slip) 64 48% 

Volunteers 78 59% 

None of the above 8 6% 

 
5.  Membership 
 
Co-operatives exist to serve their members. Consumer co-operatives tend to have the highest levels of 
membership, and this is true of co-ops in British Columbia as well. Comprising 61% of the organizations 
responding to the survey, consumer co-ops nevertheless report 98% of the total membership, as described in 
the table on the following page. The average consumer co-op reported 3,081 members, multi-stakeholder co-
ops reported an average of 215 members per organization, producer co-ops averaged 63 members, 
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federations reported an average of 101 member organizations and worker co-ops reported an average of 6 
members. Overall the 132 organizations surveyed reported over 250,000 members 

  

 TABLE 7:  MEMBERSHIP OF CO-OPERATIVE ORGANIZATIONS 

Co-op Type 

Number 
of Co-ops 

% 
Total 

Reported 
Membership 

% of 
Total 

Average # 
per 

organization 

     

Consumer  80 61% 246,473 97.9% 3,081 

Producer 20 15% 1,262 0.5% 63 

Multi-stakeholder 17 13% 3,661 1.5% 215 

Worker 12 9% 76 0.03% 6 

Federation 3 2% 303 0.1% 101 

All 132 100% 251,775 100% 1,907 

 
 
6.  Sector of Operations 
  

Co-operatives operate in most sectors of the BC economy. Organizations completing the survey were 
most often engaged in Real Estate and Rental and Leasing (25%), Arts, Entertainment and Recreation 
(12%), Retail Trade (11%), Agriculture, Forestry, Fishing and Hunting (11%), and Finance and Insurance 
(8%). As described in the following table, this generally approximates the distribution of all co-ops in the 
province, with the exception of Real estate and Rental and Leasing (i.e. housing co-ops), which represent 
approximately 45% of all co-ops in the province. 

 

TABLE 8:  SECTOR OF OPERATION 

Economic Sector 
Survey Sample All BC Co-ops 

# %   

Real estate and rental and leasing 33 25% 315 45% 

Arts, entertainment and recreation 16 12% 61 9% 

Retail trade 15 11% 58 8% 

Agriculture, forestry fishing and hunting 14 11% 73 10% 

Finance and Insurance 11 8% 51 7% 

Health care and social assistance 9 7% 29 4% 

Transportation and Warehousing 9 7% 25 4% 

Educational services 5 4% 14 2% 

Other services 5 4% 18 3% 

Professional, scientific and technical services 5 4% 23 3% 

Accommodation and food services 3 2% 5 1% 

Utilities 3 2% 6 1% 

Information and cultural industries 2 2% 8 1% 

Manufacturing 2 2% 9 1% 

Total 132 100% 699 100% 
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7. Gross Revenues 
 
Most co-ops in BC are relatively small entities. Over half (53%) of organizations included in this report 
indicated having annual revenues of $499,999 or less, with one-fifth (20%) generating under $25,000 
annually. However, co-ops can also become large organizations with significant revenues. Twenty percent 
reported revenue of over $1,000,000 annually, including 7% that generated $10 million or more. As 
described in the following table, the average revenue of organizations completing the survey is estimated 
(using a midpoint method) to be just over $2,000,000 in 2015. 

 

TABLE 9:  REVENUES OF CO-OPERATIVE ORGANIZATIONS 

Level of Revenues 
Total 

# % 

Less than $25,000  26 20% 

$25,000 to $49,999 10 8% 

$50,000 to $99,999  7 5% 

$100,000 to $249,999  15 11% 

$250,000 to $499,999  12 9% 

$500,000 to $999,999  11 8% 

$1,000,000 to $2,499,999  8 6% 

$2,500,000 to $4,999,999 4 3% 

$5,000,000 to $9,999,999  5 4% 

$10,000,000 or more  9 7% 

No Answer 25 19% 

Total 132 100% 

Average (Based on Midpoints) $2,034,000 

Median (Based on Midpoints) $175,000 

 

B.  INTERACTION WITHIN THE SECTOR  
 

1.  Interaction Within the Co-op Sector 
 

A majority of organizations (54%) indicated that they are at least somewhat involved with overall co-op 
sector in BC. As described in the following table, the average level of involvement was rated 2.94 on a 5 
point scale (where 1 is not at all involved and a rating of 5 is very involved), including 13% of organizations 
that described themselves as being very involved with the sector. 

 
TABLE 10:  LEVEL OF INVOLVEMENT WITH OVERALL CO-OP SECTOR 

Level of Involvement  
Total 

# % 

5 – Very Involved 17 13% 

4 19 14% 

3 – Somewhat Involved 35 27% 

2 28 21% 

1 – Not at all Involved 16 12% 

No Answer 17 13% 

Total 132 100% 

Average Rating  2.94 
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Representatives that indicated their organization was at least somewhat involved with the sector were 
asked to describe the interaction. As indicated in the following table, the engagement was often described 
by indicating that the co-op is a member of an association or federation (58%) and therefore derive 
benefits and interaction from that membership; that they network informally or formally with other co-ops to 
provide and receive support from one another (49%); that they had collaborated with other co-ops to 
promote their co-ops or the sector at large through public events (23%); or, that their board members or 
staff are directly involved in other co-ops and federations and their boards (19%). 

 

TABLE 11:  INVOLVEMENT WITH OVERALL CO-OP SECTOR 

Type of Involvement 
Total 

# % 

Member of federation, association, etc. 31 58% 

Network, informal and formal connections; Provide/receive 
support to/from other co-ops; 'Work together' 

26 49% 

Collaborate to promote co-op(s) or sector 12 23% 

Board member/staff active on another co-op or association 10 19% 

Other 1 2% 

Total Answering 53 100% 

 
Most organizations surveyed indicated being members of the BC Co-operative Association (74%). Some 
were members of an industry or trade association (32%), their local Chamber of Commerce (30%), or the 
Co-operative Housing Federation of BC (10%). 
 

TABLE 12:  ASSOCIATION MEMBERSHIP 

Associations  
Total 

# % 

BC Co-operative Association 71 74% 

Industry/trade association  31 32% 

Local Chamber of Commerce  29 30% 

Co-operative Housing Federation of BC 7 7% 

BC Trade Council 2 2% 

Other 16 17% 

Total Answering 96 100% 

 
Representatives also indicated membership in a wide variety of industry or trade associations or other 
organizations, including: the Federation of Canadian Carshare Co-ops; Co-operative Grocers Network; 
Canadian Worker Co-op Federation; BC Shellfish Growers Association; BC Community Forest 
Association; Credit Union Central of Canada; LOCO BC; the Upper Columbia Co-op Council; and 
Federated Co-op Ltd. 
 
2.  Information Sources 
 
As described in the table on the following page, most co-ops surveyed indicated that the leading sources 
of support and key advice for their organization were internal capacity and resources (72%), their peer 
group and similar organizations (65%), outside consultants (52%), and their federation or other business 
association (42%). A few (6%) organizations mentioned other sources, including information from lawyers 
or accountants (4 mentions) and from within the co-op’s own membership (3 mentions). 
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TABLE 13: SOURCES OF ADVICE 

Sources of Support and Key Advice  
Total 

# % 

Internal capacity/resources 79 72% 

Peer group/organizations similar to ours 71 65% 

Outside consultants 57 52% 

Federation/business association 46 42% 

Other 7 6% 

Total Answering 110 100% 

 
3.  Use of Financial Co-ops 

 
Most co-ops support financial sector co-ops, both on a day-to-day and a longer term basis. As indicated 
below, 92% of organizations use a credit union exclusively or alongside a commercial bank for day-to-day 
financial needs, and 90% use a credit union for some or all of their long term financial needs (e.g. loans, 
investments).  

 
TABLE 14: USE OF FINANCIAL INSTITUTIONS  

Financial Institution Type 
Day to Day Use Longer Term Needs 

# % # % 

Credit Union 98 86% 65 77% 

Commercial Bank 9 8% 8 10% 

Both 7 6% 11 13% 

Total Answering 114 100% 84 100% 
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III. CURRENT LABOUR MARKET 
 
This chapter presents the results of the survey regarding labour market conditions in BC’s co-operative 
sector, including the use and level of employees, contractors and volunteers and the distribution of 
employment by function; the composition of the workforce by selected characteristics; the rate and cause of 
employee turnover; recent and expected growth in the number of workers; and, expenditures on and 
methods of training and skills development. 

 
A.  SIZE AND COMPOSITION OF THE WORKFORCE 

 
1. Use of Employees, Contractors and Volunteers   

 
Over half (55%) of co-ops indicated that they employ staff on a regular basis (i.e. staff that will receive a 
T4). As described below, approximately one-quarter (25%) of co-ops reported fewer than 10 regular 
employees, 21% reported 10 to 50 employees, and 10% reported 50 or more employees. 

 
TABLE 15:  NUMBER OF EMPLOYEES 

Number of Employees 
Total 

# % 

1 to 4 21 16% 

5 to 9 12 9% 

10 to 14 6 5% 

15 to 19 6 5% 

20 to 24 2 2% 

25 to 49 12 9% 

50 to 99 8 6% 

100+ 5 4% 

No T4 employees 60 45% 

Total 132 100% 

 
Most (75%) employees in the sector work full-time, with 25% of employees reported to be working in part-
time positions (i.e. fewer than 30 hours per week). About one-fifth (22%) of regular employees were 
employed in a temporary (i.e. with a fixed end-date) position. As described in the table below, the average 
co-op reported 23 T4 employees and 4 contractors. 
 

TABLE 16:  LEVEL OF EMPLOYMENT  

Type of Employment 
Total 

# % 

Organizations Reporting Employees 72 

Number of Full Time Employees 2,287 75% 

Number of Part Time Employees 766 25% 

Total Number of Employees 3,053 100% 

Temporary Employees (Among total) 663 22% 

Organizations Reporting Contractors 64 

Total Contract Workers 493 

Total Workers (Employees & Contractors)  3,546 
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Type of Employment Total 

Average # of Employees1 23.1 

Average # of Contractors1 3.7 

 
2. Use of Volunteers     
 
Most (59%) co-ops reported that they regularly use volunteers in their operations. As described below, the 
132 organizations reported that 2,383 people supported them with volunteer labour over the past year, for 
an average of 18 per organization. 
 

TABLE 17:  LEVEL OF VOLUNTEERISM 

Number of Volunteers 
Total 

# % 

1 - 9 19 14% 

10 - 24 29 22% 

25 - 49 14 11% 

50 - 99 13 10% 

100 - 249 3 2% 

No Volunteers 54 41% 

Total  132 100% 

Total Volunteers Reported 2,383 

Average Number of Volunteers Per Organization 18.1 

 
 
Co-operative organizations reported wide ranging volunteer roles, including board positions, committee 
members and other management positions or responsibilities (59%); gardening, maintenance and general 
labour (37%); event planning, marketing, fundraising and member outreach (36%), delivery or production 
of products and services on behalf of the co-op (21%); and accounting or other finance roles (15%). 
 

TABLE 18:  FUNCTION OF VOLUNTEERS 

Function 
Total 

# % 

Board Positions, committee Members, other management 
positions or responsibilities 

44 59% 

Gardening, labour, maintenance 28 37% 

Event planning, marketing, grant  writing/fundraising, member 
outreach 

27 36% 

Delivering/producing products or services 16 21% 

Finance, accounting 11 15% 

Total Answering 75 100% 

 

 
 
 
 

                                                 
1 Averages include organizations not reporting employees or contractors. 
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B.  CHARACTERISTICS OF STAFF MEMBERS  
 
1. Employment by Function   
 
A plurality of T4 employees (36%) are primarily engaged with either delivering services or producing 
products for clients, programs or projects. Approximately the same share (35%) are involved primarily with 
semi-skilled or unskilled support functions, 18% are fulfilling a skilled support function, 6% are tasked 
primarily with managing the organization, and 4% are in sales, marketing or fundraising positions. 
However, removing one very large employer (with mostly semi-skilled or unskilled positions reported) 
reveals that for the rest of the sector it is more common to have positions dedicated to delivering services 
(32%) or producing products (26%). 

 
TABLE 19: EMPLOYMENT BY FUNCTION 

Distribution of Workforce 
T4 Staff 

# % % 

Total Number of T4 Employers 72 100% Outlier 
removed* Total Providing Breakdown by Function 69 96% 

Semi-skilled or unskilled support functions (E.g. labourers, 
cleaners, etc.) 

937* 35% 11% 

Delivering services for your clients, programs or projects 541 20% 32% 

Skilled support functions (E.g. positions such as accounting, 
bookkeeping, finance, human resources, information 
technology, legal/paralegal, communications, planning and 
policy, and administrative support) 

473 18% 16% 

Producing products for your clients (E.g. positions such as 
managers and staff involved in producing services, support, 
projects, or products for your clients) 

434 16% 26% 

Managing the operation  (E.g. Executive Director, CEO, 
President, Chief Operating Officer, Principal) 

154 6% 7% 

Sales, marketing or fundraising positions directly involved in 
generating revenues or funding for your organization (E.g. 
through activities such as marketing, fundraising, or 
membership sales 

117 4% 6% 

Other types of positions 44 2% 3% 

Total Positions Reported 2,700 100% 100% 
*Note: A single employer reported 750 of the 937 semi-skilled or unskilled positions described above.  

 
2. Distribution of Contractors by Function 
 
Nearly half of all contractors reported were primarily engaged with delivering services for clients, programs 
or projects (47%). Contractors were also reported to be active in sales, marketing or fundraising positions 
(18%), the production of products for clients (13%), skilled support functions including accounting (11%), 
management of the operation (6%), and semi-skilled or unskilled support functions (5%). 
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TABLE 20:  CONTRACT STAFF BY FUNCTION 

Distribution of Workforce 
Contractors 

% % 

Total Organizations Reporting Contractors 64 100% 

Total Providing Breakdown by Function 53 83% 

Delivering services for clients, programs or projects 170 47% 

Sales, marketing or fundraising positions directly involved in generating 
revenues or funding for the organization (e.g. through activities such as 
marketing, fundraising, or membership sales) 

66 18% 

Producing products for clients (e.g. positions such as managers and staff 
involved in producing services, support, projects, or products for your 
clients) 

46 13% 

Skilled support functions (e.g. positions such as accounting, bookkeeping, 
finance, human resources, information technology, legal/paralegal, 
communications, planning and policy, and administrative support) 

40 11% 

Managing the operation (e.g. Executive Director, CEO, President, Chief 
Operating Officer, Principal) 

20 6% 

Semi-skilled or unskilled support functions (e.g. labourers, cleaners, etc.) 17 5% 

Other types of positions 1 0% 

Total Positions Reported 359 100% 

 
3. Rationale for Using Contractors   
 
As described below, the most common explanation for why a co-op hires contract staff rather than a 
regular employee is that the position or work is part-time or temporary (65%). Some respondents also 
noted that the cost of hiring a contractor is less than the cost of hiring a regular employee (20%), or that 
the contractor was unwilling or unable to join the organization as a regular employee (11%). Very few (3%) 
indicated that they would prefer a regular employee but were unable to find a suitable candidate. 

 
TABLE 21: RATIONALE FOR USING CONTRACT STAFF 

Reasons for Employing Contractors 
Total 

# % 

The position or work is only part-time or temporary 42 65% 

The cost of hiring a contractor is less than hiring a regular 
employee 

13 20% 

The contractor was not willing or able to join the 
organization as an employee 

7 11% 

Lack the internal capacity to be an employer 4 6% 

Contractor had the best available skillset 4 6% 

Grant funded temporary position 2 3% 

We could not find a suitable candidate 2 3% 

Easier to hire contractor at worker co-op 1 2% 

Do not know 5 8% 

Total answering 65 100% 
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4. Composition of Workforce by Selected Characteristics  

 
The labour force reported by representatives of co-operative organizations is relatively balanced in terms 
of the gender of workers: 54% of T4 employees and 55% of contractors were reported to be female, with 
46% of the total workforce being male. However, removing one very large employer from the responses 
reveals that across most of the sector the workforce is predominantly female (72% of T4 staff). The same 
large employer appears to distort the overall engagement of younger workers (i.e. under the age of 25) in 
the sector by themselves employing many people under that age. Including the outlier organization, 18% 
of the T4 workforce was reported to be younger than 25 years old, but without that employer, just 10% of 
T4 employees were reported to be under 25. Other dimensions of the workforce are described in the 
following table. 
 

TABLE 22:  COMPOSITION OF THE WORK FORCE BY SELECTED CHARACTERISTICS 

Characteristics 

T4 Contractor Total 

# % 
Outlier 

Removed 
% 

# % # % 
Outlier 

Removed 
% 

Female 1,428 54% 72% 129 55% 1,557 54% 69% 

Male 1,219 46% 28% 106 45% 1,325 46% 31% 

University educated 361 13% 18% 114 32% 475 15% 20% 

University educated 
specifically to co-op 
sector  

37 1% 2% 21 6% 58 2% 3% 

Professionally 
credentialed 

257 9% 12% 107 30% 364 12% 15% 

Under the age of 25 485 18% 10% 17 5% 502 16% 10% 

55 years of age or older 533 19% 16% 89 25% 622 20% 18% 

Hired in the past 2 years 759 27% 26% 89 25% 848 27% 26% 

Aboriginal 55 2% 3% 7 2% 62 2% 3% 

Recent immigrants to 
Canada in the last 5 
years 

65 2% 1% 2 1% 67 2% 1% 

 
 
C.  STAFF RETENTION RATES 
 
1. Level and Reasons for Staff Turnover   
 
Overall, employers reported a turnover rate of 28% in 2015. For many co-ops, the rate was much lower. In 
fact, 34% of representatives reported that their co-op had no employee turnover in 2015, and another 22% 
reported less than 10% turnover. As described in the table on the following page, others experienced rates 
higher than the sector average, with 28% reporting a turnover rate of over 30%. 
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TABLE 23:  ANNUAL TURNOVER RATE 

Annual Turnover Rate 
Total 

# % 

0%  34 34% 

1% to 5% 11 11% 

6% to 10% 11 11% 

11% to 15% 6 6% 

16% to 20% 6 6% 

21% to 25% 1 1% 

26% to 30% 1 1% 

31% to 50% 14 14% 

Over 50% 14 14% 

Unsure/No response 3 3% 

Total Employers 101 100% 

Weighted Average 28% 

 
Employers were most likely to indicate that retirement or employee health issues were a reason for staff 
turnover (41% indicating it was a major reason or somewhat of a reason for staff leaving the organization 
over the past year), followed by the nature of operating a seasonal business (37%), workers leaving for 
family reasons (36%), or to pursue educational opportunities (33%). Nearly one-third (30%) of employers 
indicated that a cause of turnover was the competition for workers with employers in the private sector, 
including 12% who said it was a major reason they had lost staff. The following table describes remaining 
reasons that led to staff turnover at their organization. 

 

TABLE 24:  REASONS FOR STAFF TURNOVER 

Reasons 
Major 

Reason 

Somewhat 
of a 

Reason 

Not a 
Reason 

Total 
% 

Somewhat
/ Major 

Retirement or employee health issues 14% 26% 59% 100% 41% 

The seasonal nature of our work 19% 18% 63% 100% 37% 

Workers leaving for family reasons 12% 24% 64% 100% 36% 

Workers leaving to pursue educational 
opportunities 

12% 22% 67% 100% 33% 

Competition for workers from other 
employers in the private sector 

12% 18% 70% 100% 30% 

Poor work performance resulting in 
terminations 

5% 23% 72% 100% 28% 

Non-seasonal fluctuations in the 
volume of work 

5% 11% 84% 100% 16% 

Competition for workers from  
employers in government 

4% 8% 88% 100% 12% 

Competition from other employers in 
the non-profit sector 

1% 7% 92% 100% 8% 

Competition for workers from other 
employers in the co-op sector 

1% 5% 93% 100% 7% 

Labour disruptions  1% 1% 97% 100% 3% 

Other reasons  13% 15% 71% 100% 29% 

 



 
       FERENCE & COMPANY                             

  

 

 

CURRENT LABOUR MARKET 

BC Co-operative Sector Labour Market Study                       Page 17 

D.  CHANGE IN EMPLOYMENT 
 

1. Recent Growth in Employment and Contractor Levels   
 
Most organizations surveyed indicated that their employment has either increased over the past five years 
(62%), or has stayed the same (21%); only 14% reported a decrease in the level of employment at their 
organization.  

 

TABLE 25:  CHANGE IN NUMBER OF WORKERS 

Change in Number of Workers 
Total 

# % 

Less than it was five years ago 14 14% 

The same as it was five years ago 21 21% 

Higher than it was five years ago 63 62% 

Don’t know/Not sure 3 3% 

Total Answering 101 100% 
 Note:  Number of workers in the above table includes the number of employees and the number of contractors. 

 

A total of 104 organizations reported their current employment as well as the employment level five years 
ago (i.e. in 2011). These organizations reported employing 948 workers (employees and contractors) in 
2011 and 1,160 in 2016, for a total of 22% growth over the five year period.  

 

TABLE 26:  GROWTH IN EMPLOYMENT OVER PAST 5 YEARS 

Response 
 

Total  

Number of organizations reporting current employment and employment 
5 years ago 

104 

Total employment 5 years ago among those reporting 948 

Total current employment  among those reporting 1,160 

 % Growth  +22% 
 Note:  Number of workers in the above table includes the number of employees and the number of contractors. 

 
2. Recent Hiring 
 
Over the past year, surveyed organizations reported hiring 868 employees to new positions or to replace 
staff that had left their employ. Employees new to the labour force made up the largest share of new hires 
(29%). Other sources of new employees reported by representatives of co-operative organizations 
included previously unemployed workers (20%), employees that had been previously working in the 
private sector (18%), and those entering the workforce after a period away (3%). Very few representatives 
indicated that their newly hired staff had come directly from another employer in the non-profit (3%) or co-
op (1%) sectors. As described in the table on the following page, one-quarter (25%) indicated that the 
source was other or unknown. 
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TABLE 27:  VOLUME AND SOURCE OF HIRES OVER PAST YEAR 

Response 
 

# % 

Total number of employees 3,546 100% 

Total reported new replacements 868 24% 

Average # of new hires per organization 6.6 

Source of Hire # % 

Total employees hired in the past 12 months 868 100% 

Just entering the work force 250 29% 

Unemployed 174 20% 

Working for an employer in the private sector 160 18% 

Re-entering the work force after a period away 29 3% 

Working for an employer in the non-profit sector  22 3% 

Working for an employer in the co-op sector 6 1% 

Entering directly from a co-operative sectors related 
education program 

2 0% 

Working for an employer in government 2 0% 

Other/Unsure 218 25% 

Not accounted for 5 1% 

 
3. Anticipated Growth in Employment   

 
The majority of co-ops surveyed (54%) expect to employ more people three years from now and another 
32% expect employment to stay level. Only 13% of co-ops expect their employment to decrease over the 
next three years.  

 
TABLE 28: ANTICIPATED CHANGE IN EMPLOYMENT OVER NEXT 3 YEARS 

Change in Number of Workers 
Total 

# % 

Increase from today 55 54% 

The same 32 32% 

Decrease from today 13 13% 

Unsure/No Response 1 1% 

Total Answering 101 100% 

 

As described in the table on the following page, a total of 100 organizations provided their level of 
employment at the time of the survey (2016) and what they expect the total employment to be in three 
years (i.e. 2019). These organizations reported a total of 2,854 workers in at the time of the survey and on 
average expect employment to increase by 14% to 3,260 workers in 2019.  
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TABLE 29:  LEVEL OF EMPLOYMENT GROWTH EXPECTED OVER NEXT 3 YEARS 

Response 
Total 

#  

Number of organizations reporting current employment and expected 
employment in 3 years 

100 

Total current employment  among those reporting 2,854 

Anticipated employment in 3 years 3,260 

 % Growth  +14% 
 Note:  Number of workers in the above table includes the number of employees and the number of contractors. 

 
E.  TRAINING AND SKILLS DEVELOPMENT 
 
1. Training and Skills Development 

 
Co-operative organizations are most likely to offer their staff ‘on-the-job” training (78%), and mentoring for 
new workers (66%). As described below, fewer organizations indicated that they offer formal training 
through their organization (34%) or fund training from external sources for the benefit of employees (34%). 

 
TABLE 30:  TRAINING AND SKILLS DEVELOPMENT  

Skills Development  
 

# % 

“On-the-job” training 79 78% 

Mentoring for newer workers 67 66% 

Formal training delivered directly through our 
organization 

34 34% 

Funding for training taken by employees from outside 
sources  

34 34% 

Other 13 13% 

No Answer 8 8% 

Total 101 100% 

 
One-third (33%) indicate that they spend less than 1% of their annual revenues on training. Just a single 
co-op surveyed indicated spending over 5% of revenues on training. 

 

TABLE 31: EXPENDITURES ON EMPLOYEE TRAINING 

Expenditures on Training (% of annual revenues)  
 

# % 

Less than 1% 33 33% 

1%-3% 21 21% 

4%-5% 6 6% 

Over 5% 1 1% 

Unable to estimate 29 29% 

No Answer 11 11% 

Total 101 100% 
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IV.   FUTURE LABOUR MARKET CHARACTERISTICS 

 
This chapter summarizes the findings from survey results and interviews with subject matter experts with 
respect to the factors that will determine future demand in the co-operative sector, the competitive position 
of co-operative organizations, expected labour shortages and factors which lead to shortages, and 
strategies to counter potential labour shortages. 

 

A. FACTORS THAT WILL DETERMINE FUTURE DEMAND 
 
Subject matter experts were asked to comment on the key success factors of co-operative organizations 
and the major factors that will drive the size of the sector in BC going forward. Their responses included 
factors that are internal to co-operative organizations and those which are external to any given 
organization and are summarized below (number of responses in parenthesis): 
 

 Operating a successful, profitable business that serves its members. (5) The ability of a 
co-op to manage its operations in a way that generates profit and value for members while also 
allowing it to give to the greater community is central to the success of co-operative 
organizations and the sector at large. This includes having a very good business plan, knowing 
the market, having a competent and engaged board, and having competent management that 
can inspire and lead staff. 
 

 Ability to continue to serve members in the face of growth and/or amalgamation (4). 
Some experts warned that if co-operative organizations lose sight of the central responsibility of 
serving their membership then they render themselves obsolete and the entire sector will suffer.  
 

 Self-promotion of the sector (3). Some key informants expressed concern that existing co-ops 
do not do enough to promote and highlight the way in which they are different, or even that they 
are a co-operative at all. The success of the sector will depend, in part, on the ability of co-
operatives to tell a compelling and relevant story to the public vis-à-vis their value proposition. 
An expert noted that most major firms in Canada now tell their customer base that they have 
great values and are a positive effect on society. Co-ops risk losing market share to other 
companies if the public cannot differentiate between the claims made by corporations and the 
values inherent to co-ops. 
 

 The degree of collaboration between co-operative organizations (2). The more often 
multiple co-ops work together to promote the sector or themselves the stronger the outlook is for 
the sector, according to a key informant. Through collaboration, they present a unified view of 
the sector and have a more compelling argument about the benefit of the co-op model. This 
includes harnessing the skills and interest of members as well. 
 

 Ability to apply the co-op model to new sectors of the economy (1). One expert noted that 
some sectors of the economy are changing rapidly and the future of co-operatives includes their 
ability to capitalize and serve those new sectors as they emerge.  
 

 The degree of support for the sector from government (1). One expert noted that a factor 

that will drive the level of future demand is the support and status given to the sector by the 

provincial government. 
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B.  COMPETITIVE POSITION OF CO-OPERATIVE ORGANIZATIONS 
 
1. Competitive Advantages and Disadvantages 
 
Key Informants were asked what factors lead a person to seek employment in the co-op sector and to 
build a career there. The most common perspective (5 mentions) is that people who seek out employment 
at a co-op do so often because they have a personal desire to do good for society and to work in a value- 
based company. Beyond that, people are attracted to co-ops with a good reputation and are known for 
facilitating a good working environment (3 mentions). This includes people who find a ‘culture fit’ between 
themselves and the given co-op, and those who are responding to a strong company brand. Of course, 
experts noted that many of the factors are those included in the calculus each prospective employee 
carries out when deciding to apply for any job regardless of the enterprise structure. These include factors 
related to adequate pay, commuting distance, a match with between skills and job requirements, etc.  
 
As described in the following table, representatives of co-operative organizations generally agree with the 
key informants, as they were most likely to indicate that the positive work environment (69%), the 
importance of the work performed (61%), and the opportunity to interact with members or the general 
public (50%) are the major strengths of their organization in terms of attracting and retaining staff. The 
areas perceived as less of a strength are the wages and benefits offered relative to other employers (32% 
indicated not a strength), the opportunities for advancement (28%), and, the level of job security (23%). 
 

TABLE 32:  COMPETITIVE STRENGTHS OF CO-OPERATIVE ORGANIZATIONS 

Component 
Not a 

Strength 
Minor 
Strength 

Major 
Strength 

Not 
Applicable 

 
Total 

 

The positive work environment 3% 19% 69% 9% 100% 

The importance of the work we 
perform 4% 26% 61% 9% 100% 

The opportunities to interact with 
clients or the general public 7% 32% 50% 11% 100% 

The opportunity to work part-
time/seasonally or job share 9% 43% 35% 14% 100% 

The level of job security 23% 36% 28% 13% 100% 

The wages and benefits relative 
to those offered by other 
employers 32% 31% 25% 12% 100% 

The opportunities for further 
professional development 16% 40% 24% 19% 100% 

The opportunities for 
advancement 28% 33% 19% 19% 100% 
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Major competitive strengths of the co-op sector with respect to being able to attract and retain workers 
identified by key informants included (number of responses in parenthesis): 

 
 Social value and return to community (5). Some key informants noted that because serving 

the needs of the membership is the primary aim, co-ops attract staff that want to work in a 
values-based environment or who want to support their community. This includes the benefit 
that staff can derive from working alongside people with a shared worldview. 
 

 Locally owned organizations means decisions are made locally (4). Experts perceived this 
as a unique strength of co-operative organizations. The fact that decisions are generally made 
locally for local benefit and not dictated by corporate shareholders is an attractive premise for 
many workers. These experts indicated that this dynamic even affects the type of relationships 
between co-workers and between staff and managers as they are based on fairness and equity. 
 

 Staff can see the impact they have on the organization (2). Experts characterized many co-
ops as small organizations in which staff can see the impact they are having on the organization 
by working there and through their efforts. Even larger co-ops, as they are based in a 
democratic notion of ‘one-member, one-vote’ tend to allow greater input and impact by staff, 
according to these experts. 
 

 More equitable pay (1). Co-ops tend to have less discrepancy in pay between the top and the 
bottom levels of the organization when compared to a standard corporate entity. 

Key informants were also able to identify certain aspects of the co-op sector that are weaknesses in terms 
of attracting and retaining workers, including: 

 
 A reputation that co-ops are not competitive when it comes to salary (2). The experts did 

not believe this was the case, but said that there is still a perception that co-ops do not pay as 
well as other businesses. The experts acknowledged that at the most senior levels, co-ops 
cannot compete with corporate businesses as paying salaries of millions of dollars is not aligned 
with serving member need or other values held by most co-ops.  
 

 Co-ops have struggled to move past the narrative and language of the past (2). One 
expert noted that the co-op brand has been somewhat demeaned by the age of corporatism and 
profit seeking that we are living in. They said that the sector has not done a great job at 
reinvigorating the value-proposition to make it relevant to today. Another noted that the sector is 
viewed by some as being ‘stale’. 
 

 The sector has not done a good job in conveying its value-proposition to prospective 
employees (1). 
 

 The obligation to serve the membership and a board is unattractive to some potential 
candidates for senior management positions (1). 
 

 No weaknesses or issues recruiting and retaining staff (2). 
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2. Competitive Position Relative to Other Organizations 

 
On average, the co-op organizations included in this report do not perceive their organizations to be at a 
competitive disadvantage to other employers. As described in the following table, one-third (30%) 
indicated that their organization is at a competitive disadvantage to employers in the government, and 
28% perceive a disadvantage relative to private sector employers, but the majority indicated that relative to 
all other employers they have neither an advantage nor a disadvantage, or just simply do not compete 
with these other employers. 

 
TABLE 33: COMPETITIVE POSITION RELATIVE TO OTHER TYPES OF ORGANIZATIONS 

Compared With 
Have a 

competitive 
advantage 

Neither 
Are at a 

competitive 
disadvantage 

Do not 
compete with 

Total 

Employers in the non-profit 
sector 

27% 32% 7% 34% 100% 

Employers in the co-
operative sector 

15% 45% 7% 33% 100% 

Employers in the private 
sector 

20% 32% 28% 19% 100% 

Employers in government 3% 26% 30% 40% 100% 

 
3. Provision of Employee Benefits 
 
Most co-ops reported that they do not offer their staff extended benefits. As described in the following 
table, 39% offer a health plan to employees (with 75% of employees on average accessing this benefit), 
20% offer a pension plan (70% coverage), and 14% of organizations indicated that they offer contributions 
to individual RRSP accounts (59% coverage at those organizations). 

 
TABLE 34:  PROVISION OF EXTENDED BENEFITS 

Benefit Type 

Total 

% of 
Employers 
with benefit 

% of Staff 
Covered by 

Plan  

Health Plan 39% 75% 

Pension Plan 20% 70% 

Contributions to Individual RRSP 14% 59% 

 
C. EXPECTED LABOUR SHORTAGES AND CONTRIBUTING FACTORS 
 
1. Expected Skills Shortages – Positions Difficult to Hire 

 
Co-op organizations are most concerned, on average, with the prospect of having to recruit and hire 
managers to oversee the delivery of services, programs, or projects (14% indicating it will be very difficult 
to fill these positions). As described in the table on the following page, for other positions the level of 
concern is relatively low, with most respondents indicating that they are either not planning on filling a 
given position or that it will be not at all difficult to do so. 
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TABLE 35:  EXPECTED DIFFICULTY FILLING POSITIONS 

Positions 
Not at All 
Difficult 

Somewhat 
Difficult 

Very 
Difficult 

Not 
Planning 

to Fill 

 
Total 

Managers overseeing the 
delivery of services, programs, or 
projects or production of products 

13% 24% 14% 49% 100% 

 Staff involved primarily in the 
delivery of services, programs, or 
projects or production of products 

28% 31% 6% 35% 100% 

 Sales, marketing or fundraising 
positions 

16% 20% 4% 60% 100% 

 Support functions (i.e. positions 
such as accounting, 
bookkeeping, finance, HR, IT, 
legal/paralegal, communications, 
planning and policy) 

30% 24% 3% 43% 100% 

 
Survey respondents were asked to name specific positions that they expect will be difficult to fill with a 
suitable candidate. As described in the following table, the most common response related to 
management of the operations (48%), followed by administrative support, coordinators, and marketing and 
sales positions (32%), front line staff (cashiers, labourers, non-skilled labour) (29%), accountants, 
bookkeepers, and other financial positions (27%), senior management including executive directors and 
CEOs (21%), skilled trades and other skilled positions (17%), information technology (11%), project 
managers (8%), and healthcare professionals (3%). 
 

TABLE 36: EXPECTED HIRING DIFFICULTIES – SPECIFIC POSITIONS 

Position  
Total 

# % 

Managers (unspecified) operations management 36 48% 

Admin, coordinators, marketing, sales 24 32% 

Front line staff and support (cashiers, clerks, labourers) 22 29% 

Accountant, Financial positions 20 27% 

Senior management, CEO, Executive Director 16 21% 

Skilled trades, other skilled labour 13 17% 

IT, technology positions 8 11% 

Project manager, Consultant 6 8% 

Healthcare professionals 2 3% 

Total Responding 75 100% 

 
Overall, Key Informants held the opinion that skills shortages that may be faced by the co-op sector are 
not unique to, or driven primarily by, the co-op model; rather, shortages are a result of the dynamics within 
the economic sector in which a given co-op operates or by the broader provincial economy (8 mentions). 
For example, in a scenario where the natural resources sector is in a boom cycle, it would be difficult for 
co-ops as well as other businesses to compete for labour, and workers in lower paid sectors (e.g. retail) 
may be drawn away by wages available in the booming sector. However, some experts indicated that 
shortages at the senior management level can arise from an inability to find people with the right blend of 
business skills and governance knowledge and a desire to operate according to co-operative values, and 
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therefore can be unique to the co-op sector (3 mentions). 
 
2. Factors Contributing to Labour Shortages 
 
The perception that compensation in the sector is lower than is paid by other employers is considered by 
representatives of co-operative organizations as the leading cause of labour shortages, with 68% 
indicating that it is a somewhat of a reason or a major reason for shortages. As described in the following 
table, these organizations also indicated that there are typically people with the skills available but it is 
difficult to attract them to their operation (62%), or that the skills and experience of the available 
candidates do not transfer well to the operation (60%). 
 

TABLE 37: FACTORS CONTRIBUTING TO LABOUR SHORTAGES 

Factors 
Not a 

Reason 

Somewhat 
of a 

Reason 

Major 
Reason 

Total 
% 

Somewhat 
/Major 

Potential workers are not interested in 
filling these positions because the 
compensation is lower than for other 
types of positions  

32% 40% 28% 100% 68% 

While there are people with these skills 
available, it is difficult to attract them to 
our operation 

38% 37% 24% 100% 62% 

The skills and experience of the 
available candidates do not transfer 
well to our type of operation 

40% 47% 13% 100% 60% 

Education and training relevant to the 
position are not available, not effective 
or too expensive 

54% 31% 15% 100% 46% 

Many of the skilled workers in these 
positions are nearing retirement 

57% 29% 14% 100% 43% 

There is a lack of educational 
programming specific to the needs of 
the co-op sector 

58% 28% 13% 100% 42% 

There is a general shortage of workers 
available 

67% 24% 9% 100% 33% 

Workers from outside of BC have the 
necessary skills but have difficulty 
getting those skills recognized 

76% 20% 3% 100% 24% 

Other factors 67% 22% 10% 100% 33% 

 
Key Informants highlighted several factors that contribute to the current and projected shortages facing co-
operative organizations in BC: 

 
 Awareness of the co-op sector and its unique value proposition among the general 

public and thusly among job seekers (4). These experts noted that while there is evidence 
that an increasing proportion of workers (particularly younger people) are motivated by values-
based businesses and want to work in them, there is a lack of awareness among the general 
public to the general alignment of co-operative organizations with those values.  
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 Components of the broader economy (4). Some experts identified the major factors that can 
or do lead to shortages for the co-op sector are, in essence, the same as those which can affect 
any other business or sector. This includes the general boom-bust cycle of the economy, high 
competition in certain sectors such as technology and skilled trades, and the high cost of living 
in certain areas of the province that can make it difficult to find workers for positions at the lower 
end of the pay scale. 
 

 Recruitment of less than ideal candidates for board positions (1). One expert indicated that 
owing to a general constraint on individual’s time and/or a lack of interest, it can be difficult to 
recruit members to stand for and serve as board members. This can lead to the recruitment of 
less than perfect candidates and therefore causes a shortage of knowledge and governance 
experience on co-op boards. 

Several key informants also identified aspects related to the provision, or lack thereof, of education 
focused on the co-op sector that contributesto the current and projected shortages in the co-op sector: 

 
 Educational system does not teach the co-op model in the same way that it teaches 

about other enterprise models (7). Several experts noted that there is a lack of attention paid 
to the co-op model in business schools, other relevant university programs, and within high 
school. The impact is fewer prospective entrepreneurs that include the co-op model as a 
potential form for a new business, fewer professionals (lawyers, accountants, property 
managers, financial executives) that are aware of the needs of the co-op sector and who 
possess the skills required to excel in a co-op organisation, and fewer graduates that are aware 
of co-operative organizations as a potential sector in which to build a career. While some of the 
experts did make positive note of the few dedicated programs operating in Canada, the 
dominant opinion was that the education about co-ops should be infused into existing studies 
and not made insular by creating stand-alone courses about co-operative organizations. They 
perceive that a greater impact would arise from including co-ops in MBA programs and 
presented alongside other forms of enterprise to business students and others. 
 

 Many organizations offer in-house education and training programs, reducing or 
eliminating the need for specific education at the post-secondary level (4). While 
acknowledging the general lack of attention paid to co-ops by the education system, some 
experts indicated that this is compensated for by large co-ops and federations that develop and 
deliver their own training programs that introduce necessary aspects and dynamics inherent to 
operating a co-operative organization, and therefore, the general lack of education available in 
post-secondary institutions is not a barrier for co-ops in BC. 
 

 A lack of module-based and just-in-time education resources (2). A few experts noted that 
most people that would be involved in starting or managing a co-operative may not have the 
time and resources to return to a formal academic institution for a lengthy degree. Similarly, they 
expressed that the best way to introduce the co-op model in the education system is to 
compensate co-op developers to deliver modules and spark awareness and inspiration around 
the co-op model in high schools and universities.  
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D.  STRATEGIES TO MEET LABOUR REQUIREMENTS 
 
1. Responses to Skills Shortages 

 
In response to skills shortages, co-op organizations were most likely to indicate that they would expand 
the amount of internal or informal training or mentoring provided to employees (48%), increase wages or 
benefits (32%), promote their job openings more aggressively (30%), restructure their work (30%), hire 
more casual or contract workers (27%), or outsource certain functions or work (26%). 

 
TABLE 38:  EXPECTED RESPONSES TO SKILLS SHORTAGES 

Response 
Total 

# % 

Expand the amount of internal or informal training or 
mentoring provided to employees 

45 48% 

Increase the wages or benefits you pay to make our 
positions more attractive to candidates 

30 32% 

More aggressively promote our job openings 28 30% 

Restructure the work 28 30% 

Hire more casual workers or workers on a contract 
basis 

25 27% 

Outsource certain functions or work 24 26% 

Increase your investment in formal or external training 21 22% 

Introduce or expand job sharing programs 19 20% 

Increase your investment in equipment or technology to 
reduce labour requirements 

15 16% 

Slow the rate of growth or reduce the size of our 
organization 

8 9% 

Increase the amount of overtime worked by our 
employees 

4 4% 

Other strategies or actions  19 20% 

Total answering 94 100% 

 
Key informants were also asked to comment on the strategies that are being undertaken in the sector in 
response to the current and projected skills shortages. These experts noted that many co-ops have 
promoted their organizations as a good place to work that operates based on a set of positive values (3 
mentions). Others noted that co-ops that are members of federations have access to internal training 
programs that offer high-caliber training specific to their operation (3). Large co-ops, according to 2 key 
informants, have embraced career days at schools and universities and use those opportunities to 
promote openings and labour needs. One key informant, a Director of Human Resources, indicated that 
the strategy at her organization is to hire young people and help them grow as a strategy to ensure low 
turnover and dedicated staff. Another key informant noted that the British Columbia Co-operative 
Association has been facilitating co-op education in schools as a way to address future needs. 

 
2. Methods of Promoting Employment Opportunities 

 
As described in the  table on the following page, the most common methods of promoting employment 
opportunities executed by the surveyed co-op organizations include the organizational website (52%), 
social media (48%), free online job positing sites (47%), and recruitment through existing employees 
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(43%) or  friends or family (39%).  
 

TABLE 39:  METHODS OF PROMOTING EMPLOYMENT OPPORTUNTIES 

Method 

Total 

% Reporting 
Use 

Average 
Rating of 

Effectiveness 

Organizational website 52% 3.3 

Social media 48% 3.3 

Free online job posting site (e.g. Indeed) 47% 3.5 

Recruitment through existing employees 43% 3.5 

Recruitment through friends or family 39% 3.6 

Print advertising 35% 3.0 

Other fee-based online posting sites 19% 3.9 

Educational institution job posting service (e.g. UBC, 
SFU) 16% 3.3 

Participation in job fairs or other events 9% 3.6 

 
 
3. College and University Recruitment 
 
Organizations were asked directly about their use of college and university recruitment. Most (83%) 
organizations said that they are not at all involved with college and university recruitment. Those that had 
used this method of recruitment were relatively satisfied, rating the experience an average 3.4 on a 5-point 
scale described in the following table. 

 

TABLE 40:  COLLEGE AND UNIVERSITY RECRUITMENT 

Extent of involvement 
Total 

# % 

5 – Very Involved 0 0% 

4 5 4% 

3 – Somewhat Involved 10 8% 

2 6 5% 

1 – Not at all Involved 101 83% 

Total 122 100% 

Average Success Rating (Among 3 or Higher) 3.4 

 
Key informants generally supported the impression given by representatives of co-operative organizations 
with respect to the low level of engagement between co-ops in BC and colleges and universities. In 
summary (with the number of mentions in parenthesis) the experts expressed that: 
 

 Co-ops do approach colleges and universities if they are larger in size, but it is an 
uncommon practice for the sector overall (6). If a large co-op needs to fill a particular position 
such as those in the technology or accounting fields, they will often include university recruitment 
efforts along with other methods. This was said to be particularly true among the credit unions, 
large co-ops, and federations, and those with internalized programming for interns or for existing 
staff that have returned to post-secondary studies.  
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 There is currently little to no involvement at many co-ops (3), particularly among smaller 

employers. 
 

 There has been a loss in support and infrastructure for co-op education (2). Experts noted 
that a recent change of focus at the UVIC Centre for Co-operatives and Community Based 
Economy has weakened the connection between the co-op sector in BC and post-secondary 
education institutions. Another recalled a former program administered by the British Columbia 
Co-operative Association and funded by the federal government that provided wage support to co-
ops that hired new graduates and suggested that the cancelation of this program was a significant 
loss for the sector in terms of building direct linkages between co-ops and post-secondary 
institutions. 
 

 At a minimum, several co-ops do participate in college career fairs (2). 
 

 Many co-ops do not understand or perceive a need for co-op specific education or 
recruitment from post-secondary institutions (2). Some experts expressed concern that many 
co-ops do not seem to care if there is education in co-op specific management and principles. 
Many large co-ops are satisfied with MBAs for executive positions rather than findings someone 
with co-op position education. 
 

 On a positive note, there are some efforts being made to connect co-ops to high schools 
and universities (1). This expert noted the BCCA program and was optimistic it would improve 
the connectivity between the co-op sector and educational institutions. 
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V.   KEY ISSUES AND CHALLENGES FACING THE SECTOR 

 
This chapter describes the key issues and challenges facing the sector as expressed by survey 
respondents and key informants in terms of past trends in the co-op sector, changes in skills shortages, 
constraints to further development of the sector, and recommendations made by survey respondents and  
Key Informants for action that government, industry and academia can take to support the future growth 
and viability of the sector.  

 
A.  KEY CHALLENGES GOING FORWARD 

 
1. Trends in the Co-op Sector 
 
One way of understanding the challenges going forward is to consider the past trends that have affected 
the sector. Key Informants were asked of their impressions of the major trends in the sector over the past 
5 or 10 years. The following summarizes their comments: 
 

 Energy, creativity and innovation in the co-op sector (5). Experts noted that besides the 
overall growth in the sector, there has been a great deal of energy and development in the co-op 
sector. This includes recent increases in co-op development or potential development in Haida 
Gwaii and other geographic pockets of BC, as well as expansion of the co-op model into new 
sectors, such as the health sector through the formation of successful health co-ops. The creativity 
has also been evident in financial co-ops who have responded to the desire of their members for 
‘impact investment’. One expert views the rise of so-called ‘grassroots’ co-ops, in particular the 
workers co-ops, as a trend responding to the recognition that there are social needs that can be 
served well by the co-op model. 
 

 Co-op sector trends mimic the broader economy (3). Some key informants described the 
trends in the co-op sector over the past 5 or 10 years as being the same as the trends in the 
broader economy. They had not observed any changes to the type of work performed by co-ops 
and perceive employment trends as affected primarily by new technology and/or other factors in 
the economy such as a shortage of skilled workers. 
 

 Increased recognition that co-ops offer values-based employment options (2). Key 
informants noted that over the past 5 to 10 years, there has been an increase in the number of 
workers that are seeking employment that aligns with their social values or otherwise delivers of a 
social good.  

 

 Increased need to educate the public, employees and members about the co-op value 
proposition (2).  Some experts indicated that many people still are unaware of the key ways the 
co-op model differs from other enterprise models. According to these experts, this is particularly 
true among young people, who may be aware of co-ops but not understand how they differ and 
the set of values they offer. 
 

 A loss of supports aimed at the co-op sector (2). Key informants indicated that certain supports 
or pieces of infrastructure benefitting the sector have been lost over the past 5 or 10 years. This 
includes the loss of government ministries focused on the sector, and the refocusing of UVIC’s 
Centre for Co-operatives and Community Based Economy towards community economic 
development in general away from a focus on co-op advancement. 
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 Amalgamations among co-operative organizations (2). A few experts noted that a major trend 
in the sector is an increasingly very competitive market for retail and financial services. Margin 
pressures have led to smaller organizations amalgamating with larger ones. While this has led to 
strengthened organizations in many cases, the experts noted that it can be more difficult to serve 
a large and diverse membership than it is to serve a smaller membership. The pressure to grow 
has also introduced a situation where there are co-ops (particularity credit unions) that are now 
competing with other co-ops, which was much less true in the past. 

 

 Recognition of the need for increased board competence (1). According to one expert, co-ops 
have become more strategic in their recruitment of board members and place a greater 
importance on a high level of knowledge regarding board governance and co-op operations. 

 
2.  Changes in Skills Shortages Over Time 
 
Key informants were asked to speculate on the evolution of skills shortages in the co-op sector over the 
next five to ten years. The most common expectation (6 mentions) is that the demand for workers and the 
ensuing skills shortages will be driven by economic sectors of the economy or by a given skill type and will 
not be directly related to the co-op model. These experts noted that certain sectors will continue to be 
negatively affected by shortages in labour, including natural resources, technology and construction 
trades. Co-ops operating within these spaces, they note, will struggle for workers, but not any more so 
then they would if they operated as a conventional business. Three key informants noted that the current 
difficulty in finding management staff with sufficient business acumen as well as a desire to live and reflect 
the co-op values will continue to be an issue going forward; however, the same number of experts (3) 
expressed optimism that there is an increasing desire in the general public to secure a more meaningful 
and mutual relationship with their employer and that this is highly compatible with the need of co-op 
organizations. Other experts noted that like the economy at large, the accelerating rate of retirement 
among the baby boomer generation will result in lost institutional knowledge and create many difficult to fill 
positions. Another expert felt that the changes over the upcoming decade will be significant but difficult to 
identify at the present date owing to the period of rapid technological change in which we presently find 
ourselves.  
 
3.  Major Constraints to Organizational Development 

 
Representatives of co-operative organizations were asked to indicate which items they considered to be 
major, somewhat, or not at all a constraint facing the further development of the co-operative sector in 
British Columbia. As described in the table on the following page, three-quarters of co-op representatives 
(75%) indicated that management resources and capabilities were either somewhat of a constraint or a 
major constraint to the development of the sector, followed next by market and marketing-related issues 
(70%), and the ability to recruit and retain needed managers and staff (61%). Access to government 
funding (30%) was perceived as a major constraint by co-op representatives more than any other single 
potential challenge or constraint. 
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TABLE 41:  CHALLENGES TO FURTHER DEVELOPMENT 

Major challenges or constraints to 
future development 

A Major 
Constraint 

Somewhat 
of a 

Constraint 

Not a 
Constraint 

Total 
% Somewhat 

/Major 

Management resources and 
capabilities (e.g. internal expertise or 
leadership to drive further 
development of the business 
operations) 

17% 58% 25% 100% 75% 

Market and marketing-related issues 22% 48% 30% 100% 70% 

Our ability to recruit and retain 
needed managers and staff 

15% 46% 39% 100% 61% 

Access to government funding 30% 28% 42% 100% 58% 

Willingness of our organization to 
take on business risk 

15% 43% 43% 100% 58% 

Legal barriers or regulatory issues 16% 35% 49% 100% 51% 

Difficulties in balancing the 
underlying principles and values of 
co-ops with business realities 

10% 40% 50% 100% 50% 

Lack of formal education specific to 
the co-operative sector 

9% 24% 67% 100% 33% 

Other challenges 17% 25% 58% 100% 42% 

 
Subject matter experts were asked to comment on factors and key issues beyond skills shortages that are 
significantly affecting the co-op sector. The following is a summary of their perspectives (number of 
mentions in parenthesis): 

 
 The need to promote the co-op model and live the co-op values (5). The most common concern 

expressed by key informants is that the general public does not understand the unique value 
proposition offered by co-ops, and therefore it is absolutely imperative that co-ops of all types make a 
greater effort to truly operate according to the co-op values (e.g. existing to serve the membership first 
and foremost). Efforts to raise awareness will prevent the co-op sector from being overlooked by a 
public that is increasingly interested in values-based business but may not understand what a co-op is 
and how it differs from other business forms.  

 
 Inadequate integration of the co-op model into various institutions (4). This includes the lack of 

education related to the co-op model in general business courses, a lack of support and knowledge in 
the business development sector (banks, accountants, chambers of commerce) who may often view 
co-ops as lesser than other business types, issues related to the way in which co-ops are capitalized 
differently than other business types, and the fact that no new co-op housing is being built despite the 
high cost and inadequate supply of housing in many parts of British Columbia.  

 
 A lack of support from provincial and federal governments (3). Key informants expressed that the 

provincial government could be more proactive about supporting the sector, including through the 
greater use of social procurement. These experts noted that BC is behind other provinces with respect 
to ethical or social procurement practices, and if strengthened, could create demand for products and 
services delivered by co-operative organizations. They also note that the federal government has 
become much less involved in the co-op sector and the lack of national leadership is also a barrier 
negatively affecting the sector. 
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 A highly competitive retail market (2). Competition, especially in the retail sector, is a major issue 
although as these key informants note, not unique to the co-op sector. However, they indicated that it 
can be more difficult for co-ops to reflect the co-op values when operating with significant margin 
pressures.  

 
 The upcoming wave of co-op housing mortgage completions (1).  Many co-op housing 

organizations are expected to finish paying their mortgages in the next few years. This will mean they 
are no longer eligible to participate in certain subsidy programs through the Canadian Mortgage and 
Housing Corporation (CMHC). The result will be a dramatic increase in rent for many tenants including 
those without the financial resources to pay the higher cost of living.  

 
 A lack of support for smaller co-ops from among the larger co-ops (1). This key informant noted 

that while there is a new program being executed by Federated Co-ops Ltd, and ongoing programming 
by entities such as VanCity, there is a lack of mentoring and assistance for the sector by its more 
successful members.  

 

B. ACTIONS FOR GOVERNMENT, INDUSTRY AND EDUCATORS 
 

1. Actions Recommended by Subject Matter Experts  
 
 All actors in the co-op space including the government, educational institutions, and co-ops 

themselves need to do more to promote the sector, particularly to promote the value 
proposition to younger people (6). In the words of one expert, “if we can promote how socially 
responsible we are, the fact we are involved in our community and locally run, then that would really 
help to increase the profile of co-ops among the younger generation”. Experts called for greater 
collaboration among co-operative organizations both within and between economic sectors in order to 
best promote the co-op model and value proposition. This includes the need for co-ops and co-op 
developers to be innovative and imaginative in promoting the use of the co-op model in new and 
emerging sectors of the economy. 

 
 Post-secondary institutions and others need to develop more programming that develops 

workers directly for the co-op sector (4). This includes introducing dedicated research and education 
for the co-op sector as well as adding modules focused on the sector to existing training for finance, 
business, law, accounting, property management, etc. One expert called for the re-creation of a 
dedicated academic department focused on research about the sector. 

 

 Education related to firm creation and the economy currently provided at high schools and 
universities should be systematically revised to include the co-op model along other forms of 
enterprise discussion (3). This is not meant to necessarily provide the suite of skills necessary to 
manage or initiate a co-op, but it will present the co-op sector on an equivalent field as other types of 
firm creation and economic development. 

 

 Likewise, efforts should be made to promote the co-op model at the provincial level when new 
businesses are being registered (2) or information is being sought by potential entrepreneurs, 
including as a mechanism to revitalize economic activity among urban First Nations. 
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 The provincial government should develop a program to support and incentivize the formation 
of new co-operative organizations (2), as well as provide support to existing co-ops. This could 
include moving the responsibility for co-operatives to a more prominent position within the provincial 
government. 

 

 Government needs to focus on creating regulation for the co-op sector that is appropriate for 
the sector rather than equal to that in a similar private sector organization. (2) One expert noted 
that it is not appropriate to regulate a housing co-op the same way you would a for-profit landlord, or to 
apply labour legislation to a workers co-op that has been designed for a typical business based on the 
payment of rents on labour by employers. Another indicated that co-ops are often overlooked as 
potential service delivery agents by provincial department that are mandated to partner with non-profit 
organizations. 

 
 The provincial government needs to prepare to provide subsidies to housing co-op residents 

that are at risk of losing their CMHC subsidies as mortgages are paid off over the next few years 
(1). 

 

 Reduce business regulation in general (1) as this would also make operating a co-op more efficient 
and less administratively burdensome. 

 

 Increase the collaboration among the sector in order to present a united front to government 
regarding necessary changes and introduction of new supports (1). This expert suggested that the 
BCCA is in the best position to organize this kind of action.  

 

 Encourage the re-formation of a national co-operative association with connected and inter-
reliant provincial arms (1). The expert expressed concern that the current system of provincial 
associations results in a duplication of efforts and, potentially, a waste of scarce resources.  

 
2. Actions Recommended by Survey Participants 

 
Representatives of co-operative organizations provided several recommendations for government, 
industry, academic institutions, and co-operatives themselves to take in order to strengthen the co-
operative sector in BC. As described in the table on the following page, the most common 
recommendations related to placing an increased focus on co-op housing (24% of those providing a 
recommendation) including continuing and/or developing subsidies to compensate for the upcoming loss 
of CMHC provided subsidies; increasing the availability of education focused on co-ops (21%) including 
the integration of co-op education into schools, universities and the community at large; a call for all 
interested actors to increase the overall promotion of the sector (21%); an increased focus and provision 
of support for the sector from the provincial government, including the establishment of a Ministry of Co-
operatives (16%); increasing the support and promotion given to community services co-ops (13%); 
increase the level of member engagement and education within co-ops (11%), and promote the use of co-
ops for procurement of goods and services in order to achieve social impact (11%).  
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TABLE 42:  RECOMMENDATIONS MADE BY CO-OP ORGANIZATIONS 

Recommended Action 
Total 

# % 

Focus on and Support Co-op Housing 
Continue/ develop subsidies for co-op housing to prepare for the loss of 
CMHC subsidies. Strengthen the rights of co-op housing. Build more co-op 
housing 

9 24% 

Increase the availability of education focused on co-ops  
(e.g. in schools, universities, the community) 

8 21% 

Increase the promotion of the sector  8 21% 

Establish a Ministry of Co-operatives 
Or provide other support for the sector from within government 

6 16% 

Support Community Services Co-ops 
Including funding opportunities and better promotion  

5 13% 

Increase focus on member education and engagement within co-ops 4 11% 

Use co-ops for social procurement/government procurement 4 11% 

Provide a financing tool for co-ops to raise capital 
(e.g. The CED tax credit program offered in Manitoba) 

2 5% 

Provide resources and support co-ops in rural BC 1 3% 

Providing support for business succession planning that includes co-
operative options  
(e.g. requiring business owners to offer staff the first right of refusal to 
purchase a business when the owners are looking to sell/retire) 

1 3% 

Provide preferential tax treatment for credit unions 1 3% 

Support co-op developers working outside of the BCCA 1 3% 

Return to the provincial tax credit for credit unions 
(i.e. on the capital and liquidity held for regulatory requirements) 

1 3% 

Complete the Financial Institutions Act review  1 3% 

Encourage biodiesel use 
(e.g. remove carbon tax, lower fuel taxes for biodiesel) 

1 3% 

Total Answering 38 100% 
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VI.   CONCLUSIONS 
 

This chapter summarizes the data collected from secondary sources, the survey of co-operative 
organizations and interviews with subject matter experts. 
 
Size of the Co-op Sector in British Columbia 
 
 The co-operative sector in British Columbia includes 699 organizations and employs an estimated 

16,900 workers, including 14,550 that will receive a T4 and 2,350 contract staff. This is equal to an 
average of 20 regular employees (15 full time and 5 part-time) and 3 contractors per organization. 
Financial co-operatives (i.e. credit unions) are responsible for the largest share of employment in the 
sector, accounting for approximately 12,000 of the 16,900 positions, or an average of 266 workers per 
financial co-operative. Non-financial co-operatives average 7.5 workers per organization for a total of 
4,900 positions. The co-operative sector accounts for approximately 0.7% of total provincial 
employment. 
 

 Employment at co-operative organizations has grown by an estimated 22% over the last 5 years, from 
13,850 workers in 2011 to 16,900 in 2016. Representatives of co-operatives in BC expect employment 
to increase by an additional 14% (2,360 positions) by 2019, for a total of 19,260 workers.  
 

 Total aggregate revenues generated by co-operatives in British Columbia are estimated to be $2.7 
billion for 2015, or 1.1% of the provincial economy. As with employment, Credit unions are the single 
largest contributor to total revenues, accounting for $1.9 billion, or $42.7 million per credit union. Non-
financial co-ops averaged $1.2 million in gross revenues per organization during 2015, for a total of 
approximately $810 million. 

 
Characteristics of Co-operative Organizations in BC 

 
 Most co-operatives in BC are consumer co-ops (78%) followed by producer (12%), worker (5%) and 

multi-stakeholder (3%) co-ops. Federations make up 1% of all co-ops. On average, these organizations 
have been operating for the past 26 years; however, many (20%) reported being formed in the past 5 
years. Co-ops are based in all regions of the province, with those responding to the survey most often 
operating on Vancouver Island/Coast (33%), the Mainland/Southwest (30%), the Kootenays (12%), and 
in the Thompson/Okanagan region (11%). A plurality (45%) of co-ops in BC are in the real estate and 
rental and leasing sector (i.e. housing co-ops), with agriculture, forestry, fishing and hunting (10%), arts, 
entertainment and recreation (9%), retail trade (8%), finance and insurance (7%) the next most 
common sectors. 
 

 Over three-quarters (77%) of all co-ops surveyed indicated that they are employers with either regular 
T4 employees, contractors, or both; 55% indicated they employ people on a regular basis (i.e. they will 
be issued a T4 slip) and 48% indicated they employ people on a contract basis. Volunteer labour 
appears important to the sector, with 59% of organizations indicating they had regularly used 
volunteers in their operations in the past year. 

 

 Consumer co-ops reported the highest average membership (3,081 per organization) followed by multi-
stakeholder co-ops (215), federations (101), producer co-ops (63), and worker co-ops (6).  
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 Over half of surveyed organizations reported annual revenues of less than $500,000, including 20% 
that reported less than $25,000 in revenues for 2015. Twenty percent reported revenue of over 
$1,000,000, including 7% that reported 2015 revenues of $10 million or more. 
 

 Most (54%) organizations surveyed reported that they are at least somewhat involved with the co-op 
sector at large. These organizations described their involvement as resulting from their membership in 
a federation or an association (58%), or from networks and formal or informal connections they had 
formed to support or receive assistance from other co-ops (49%). Others (23%) had collaborated with 
another co-op(s) in order to promote the sector, and 19% had a board member or staff member that 
was active in another co-op (19%). 
 

 Most co-ops support financial sector co-ops: 92% reported using a credit union for day-to-day financial 
needs, and 90% use a credit union for some or all of their long term financial needs. 

 
Characteristics of the Sector’s Labour Force 

 
 Most (75%) employees in the sector work full-time. About one-fifth (22%) of regular employees were 

reported to be working in a temporary (i.e. with a fixed end date) positions. 
 

 Approximately half (56%) of all employees reported by representatives of co-op organizations were 
female, 15%-17% had a university education, 16% were under the age of 25 and 20% or were over the 
age of 55.  However, removing one large employer from the results reveals that for most organizations 
in the sector, female employees make up a larger share of the workforce (69%), university education is 
more common (20% to 23%), and fewer staff are under 25 (16%) or over 55 (18%). 
 

 Notwithstanding one large employer with a high proportion of unskilled or semi-skilled positions, 
employees in the sector were reported to be most often involved with delivering services to clients 
(32%), producing products for clients (26%), skilled support functions such as accounting, IT, planning, 
administration (16%), semi-skilled or unskilled support positions such as general labour (11%), 
management of the operation (7%), and sales, marketing or fundraising positions (6%). 
 

 Contractors working in the co-operative sector are most often tasked with delivering services for clients 
(47%), sales, marketing or fundraising (18%), producing products for clients (13%), or are in skilled 
support roles (11%). Employers in the sector typically utilize contractors rather than hiring regular staff 
because the position or the work is part-time or temporary (65%), because the total cost is less (20%), 
or because contractors were not willing or able to join the organization as an employee (11%). 
 

 Volunteer labour is important to the sector. Most (59%) co-ops reported that they regularly used 
volunteers over the past year, with the average organization reporting the use of 18 volunteers in 2015. 
Organizations use volunteers for a variety of positions, including board positions, committee members, 
or other management positions and responsibilities; gardening, labour and maintenance; event 
planning, marketing, fundraising, and member outreach; delivering or producing products and services 
for clients; and accounting and finance roles. 

 
Strengths and Weaknesses of the Co-op Labour Market  

 
 Overall, employers reported a turnover rate of 28% in 2015. However, 34% of employers reported zero 

turnover for the past year; 22% reported less than 10% turnover; 14% reported between 10% and 30%; 
28% reported turnover of over 30%. Employers were most likely to indicate that retirement or employee 
health issues were a reason for staff turnover (41% indicating it was a major reason or somewhat of a 
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reason), followed by the nature of operating a seasonal business (37%), workers leaving for family 
reasons (36%), or to pursue educational opportunities (33%). Nearly one-third (30%) of employers 
indicated that a cause of turnover was competition for workers with employers in the private sector, 
including 12% who said it was a major reason they had lost staff. 
 

 The co-op sector is most likely to hire individuals entering into the workforce as well as those working 
for private sector companies. During the last year, each co-operative hired an average of 6.6 workers to 
fill new positions or to replace staff members who had left the organization. An estimated 32% of these 
new employees were entering or re-entering the workforce, 20% were unemployed and 18% were 
working for an employer in the private sector. Just 3% of the new hires were reported to be coming 
from another employer in the co-op sector. 
 

 When attracting and retaining qualified employees, the major competitive strengths of co-operative 
organizations include the positive work environment, the importance of the work performed, and the 
opportunity to interact with members and the public. Co-ops attract staff that want to work in a value-
based environment or who want to support their community, and those who want to work alongside 
people with a shared world-view. Because the organizations are locally owned and responsible to their 
membership, experts in the sector say that the relationship between staff and management is more 
equitable than in other businesses, and staff can see the impact that results from their efforts. 
 

 The major weaknesses of the sector in recruiting and retaining qualified staff include a perception that 
positions in the sector are subject to lower wages, benefits and salaries; the opportunities for 
advancement opportunities provided for staff members; and, the level of job security provided to 
employees is less than that provided by other employers. Co-ops may also have difficulty recruiting 
employees if they do not adequately convey the positive narrative of the co-operative movement or they 
are not operating according to the co-op values. These challenges lead representatives of 
organizations as well as experts on the sector to expect difficulty when hiring for managers responsible 
for the delivery of services, programs or products, administration and other skilled support positions, 
and front line staff such as cashiers, clerks and labourers. 
 

 To address shortages employers in the co-op sector most commonly plan to expand the amount of 
internal or informal training or mentoring provided to employees, increase wages or benefits, more 
aggressively promote job openings, or restructure the work. Key informants confirmed these 
approaches as being underway by some in the sector, with large co-ops increasingly offering in-house 
training programs or more actively promoting opportunities and the value-proposition of co-ops by 
engaging in college and university recruitment. 
 

 Representatives of co-operative organizations are optimistic about future growth potential of their 
organizations and the sector. Fifty-four percent expect the number of people they employ to increase 
over the next three years, 32% expect the number of employees to stay the same, and just 13% expect 
a decrease. The average number of workers per organization is projected to increase by 14% over the 
next three years.  

 
Challenges and Constraints Facing the Sector and Recommended Actions 

 
 Key Informants noted that there is energy, creativity and innovation in the co-op sector in BC, exampled 

by pockets of growth and the expansion of the co-op model into new areas of the economy.  Some of 
this growth and energy is attributable to a growing interest in values-based employment and recognition 
that the co-op model can satisfy many career goals. 
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 However, the co-operative sector, according to key informants, is facing an increasing need to educate 
the public, employees and members about the co-op value proposition and how their organizations 
differs from other businesses (an increasing number of which also claim to operate against a triple 
bottom line). Meanwhile, supports aimed at the co-op sector have decreased and the integration of the 
co-op model into various institutions including general business courses and among business 
development sector professionals (banks, accountants, chambers of commerce) has been inadequate 
to date. Additionally, there is a perceived lack of support and attention paid to the sector by provincial 
and federal levels of government.  

 

 Meanwhile, many co-operatives operate in a highly competitive environment (retail and finance in 
particular) where margin pressures will continue to influence the rate of amalgamation of smaller co-ops 
and place continued growth and expansion requirement on larger entities. These pressures will test the 
skill of boards and management, as well as members, to maintain focus on the co-op values while 
navigating the economic and business conditions which prevail in the provincial economy.  

 

 Representatives of co-operative organizations are most concerned that inadequate management 
resources and capabilities including the ability to recruit and retain management, as well as market and 
marketing-related issues and access to government funding, will constrain further growth for their 
organizations and the sector overall. This is confirmed by subject matter experts who while expressing 
optimism that increasing numbers of people want to work for organizations like co-ops, indicated that it 
remains difficult to attract senior management with excellent business acumen and a desire to operate 
according to co-op values and levels of remuneration. Of course, key informants also note that the 
sector is highly influenced by the general economy and will be affected negatively by current and 
expected labour shortages related to natural resources, technology and construction trades. 

 

 Subject matter experts and representatives of co-operative organizations made several 
recommendations for action that government, industry, academia, and co-ops themselves should 
consider taking in order to strengthen to sector in British Columbia, including: 

 

o All actors in the co-op space including the government, educational institutions, and co-ops 
themselves need to do more to promote the sector and to effectively convey the value-
proposition offered by co-operative organizations to prospective employees, members, and the 
general public. 

o Post-secondary institutions and others need to develop more programming that develops 
workers directly for the co-op sector and should introduce and discuss the co-op model 
alongside other forms of enterprise in high schools, universities and colleges.  

o The provincial government should increase its support for the sector by moving the 
responsibility for co-operatives to a more prominent position within the provincial government, 
increasing the use of co-ops for government procurement, providing enhanced information 
about the co-op model when supporting small businesses and other enterprise development, 
by creating regulation for the co-op sector that is appropriate for the sector rather than equal to 
that in a similar private sector organization, by preparing to provide subsidies to housing co-op 
residents that are at risk of losing their CMHC subsidies, and supporting the building of new 
co-op housing units. 
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APPENDIX I: CROSS TABULATION OF SURVEY RESULTS  

BY REGION OF CO-OPERATIVE ORGANIZATION 
 

TABLE A-1:  CROSS TABULATIONS OF SURVEY RESULTS BY REGION 

Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

N= 44 39 29 9 19 

Type of Co-op 

Consumer 61% 69% 62% 56% 26% 

Producer 14% 13% 14% 33% 16% 

Multi-Stakeholder 14% 8% 17% 0% 26% 

Worker 11% 8% 7% 11% 21% 

Federation 0% 3% 0% 0% 11% 

Length of operations – Years 

Average 22.0 24.7 35.3 32.3 17.3 

Region of operations 

All of BC 5% 3% 0% 0% 84% 

Vancouver Island/Coast 100% 8% 0% 0% 16% 

Mainland/Southwest 7% 100% 0% 0% 11% 

Thompson/Okanagan 0% 0% 52% 0% 0% 

Kootenay 0% 0% 55% 0% 0% 

Cariboo 0% 0% 0% 33% 0% 

North Coast 0% 0% 0% 44% 0% 

Nechako 0% 0% 0% 11% 0% 

Northeast 0% 0% 0% 22% 0% 

Outside of BC 5% 3% 0% 0% 53% 

Sector of operations 

Real estate and rental and leasing 20% 54% 7% 13% 21% 

Retail trade 22% 0% 18% 13% 0% 

Accommodation and food services 5% 0% 4% 0% 0% 

Agriculture, forestry fishing and hunting 12% 5% 14% 13% 14% 

Educational services 5% 3% 4% 0% 14% 

Transportation and Warehousing 10% 8% 14% 0% 0% 

Arts, entertainment and recreation 15% 13% 7% 25% 7% 

Health care and social assistance 5% 10% 7% 13% 7% 

Finance and Insurance 2% 3% 21% 25% 7% 

Professional, scientific and technical services 2% 3% 4% 0% 29% 

Information and cultural industries 2% 3% 0% 0% 0% 

Organizational Revenues 

Average (Based on midpoints) $1,563,333 $1,357,419 $3,942,717 $3,023,124 $771,176 

Membership      

Average # of members 2159 670 3921 3325 121 

Engagement with co-op sector      

Average rating (5-point scale) 2.62 3.12 3.23 2.50 3.24 

Financial Institution – Day-to-day transactions 

Credit Union 85% 84% 85% 88% 100% 

Commercial Bank 8% 6% 12% 13% 0% 
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Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

Both 8% 9% 4% 0% 0% 

Financial Institution – Long-term financial needs 

Credit Union 81% 77% 78% 60% 91% 

Commercial Bank 11% 7% 11% 20% 0% 

Both 7% 17% 11% 20% 9% 

Association Membership 

BC Trade Council 0% 3% 5% 0% 0% 

Local Chamber of Commerce  37% 7% 59% 43% 14% 

BC Co-operative Association 63% 79% 86% 43% 86% 

Industry/trade association 33% 34% 36% 29% 29% 

Other 20% 17% 36% 14% 21% 

Information Sources 

Outside consultants 39% 59% 57% 63% 53% 

Internal capacity/resources 63% 75% 78% 50% 82% 

Your federation/business association 29% 56% 52% 38% 24% 

Your peer group/organizations similar to yours 53% 72% 74% 50% 82% 

Other  21% 13% 9% 25% 6% 

Use of Employees, Contractors, and Volunteers  

Employs T4 employees 45% 38% 72% 89% 58% 

Employs Contractors 36% 64% 45% 11% 68% 

Uses volunteers regularly 59% 74% 45% 44% 58% 

Number of employees, contractors, and volunteers (Averages include organizations not reporting) 

Total employees reported 402 181 1817 236 463 

Average number of employees 9.1 4.6 62.6 26.2 24.4 

Total contractors reported 197 88 25 2 212 

Average number of contractors 4.5 2.3 0.9 0.2 11.2 

Total volunteers reported 683 1287 270 41 357 

Average number of volunteers 15.5 33.0 9.3 4.6 18.8 

% of T4 employees working in positions related to: 

Managing the operation 7% 14% 4% 10% 9% 

Producing products for your clients 19% 6% 15% 32% 10% 

Delivering services for your clients, programs 
or projects 33% 44% 10% 35% 63% 

Sales, marketing or fundraising 7% 5% 4% 2% 7% 

Skilled support functions  11% 23% 20% 6% 12% 

Semi-skilled or unskilled support functions 10% 7% 47% 15% 0% 

Other  11% 0% 0% 0% 0% 

% of contractors working in positions related to: 

Managing the operation 5% 7% 10% 0% 7% 

Producing products for your clients 19% 6% 10% 0% 8% 

Delivering services for your clients, programs 
or projects 70% 33% 25% 0% 21% 

Sales, marketing or fundraising 1% 1% 10% 0% 58% 

Skilled support functions  1% 40% 30% 100% 3% 

Semi-skilled or unskilled support functions 4% 10% 15% 0% 2% 

Other  0% 1% 0% 0% 0% 

Rationale for using contract staff 

We could not find a suitable candidate 0% 0% 8% 50% 0% 
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Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

The position or work is only part-time or 
temporary 53% 68% 69% 100% 67% 

The cost of hiring a contractor is less than 
hiring a regular employee 18% 20% 23% 0% 25% 

The contractor was not willing or able to join 
the organization as an employee 6% 4% 23% 0% 17% 

Other 18% 28% 15% 0% 17% 

% of T4 employees that are: 

Female 60% 70% 48% 80% 52% 

Male 40% 30% 52% 20% 48% 

University Educated 16% 36% 10% 12% 33% 

University – Co-op specific program 0% 13% 0% 2% 5% 

Professionally credentialed 9% 23% 8% 11% 14% 

Under the age of 25 13% 7% 20% 9% 22% 

55 years of age or older 16% 15% 22% 11% 13% 

Hired in the past 2 years 29% 27% 29% 19% 29% 

Aboriginal 10% 1% 0% 2% 1% 

Recent immigrants who moved to Canada in 
the past 5 years 1% 4% 3% 0% 1% 

Level of Turnover 

Average 20% 24% 27% 15% 19% 

Reasons for Staff Turnover (% answering Major Reason) 

The seasonal nature of your work 17% 14% 10% 57% 30% 

Non-seasonal fluctuations in the volume of 
your work 4% 5% 0% 0% 30% 

Competition for workers from other employers 
in the Co-op sector 0% 0% 5% 0% 0% 

Competition for workers from other employers 
in government 4% 5% 5% 0% 10% 

Competition from other employers in the non-
profit sector 0% 5% 0% 0% 10% 

Competition for workers from other employers 
in the private sector 8% 5% 24% 0% 30% 

Workers leaving for family reasons 8% 5% 19% 43% 0% 

Workers leaving to pursue educational 
opportunities 4% 5% 19% 29% 20% 

Retirement or employee health issues 17% 18% 19% 0% 0% 

Poor work performance resulting in 
termination 0% 5% 5% 14% 10% 

Labour disruptions in your company or others 0% 0% 5% 0% 0% 

Change in the number of employees – Current employment is: 

Less than 5 years ago 23% 15% 28% 0% 0% 

The same as 5 years ago 13% 37% 16% 13% 19% 

Higher than 5 years ago 63% 48% 56% 88% 81% 

Expected future hiring: Employment will be: 

Be higher in 3 Years 55% 36% 73% 29% 69% 

Be the same as now 41% 46% 8% 57% 19% 

Be lower in 3 years 3% 18% 19% 14% 13% 
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Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

Training and Skills Development 

“On-the-job” training 83% 70% 96% 100% 88% 

Mentoring for new workers 70% 48% 87% 86% 82% 

Formal training delivered directly through your 
organization 30% 39% 52% 57% 18% 

Funding for training taken by employees from 
outside sources 23% 35% 52% 43% 47% 

Other 13% 22% 9% 14% 12% 

Extended Benefits – Health Plan 

% of organizations offering benefit 34% 26% 41% 57% 29% 

Average % of employees receiving benefits at 
organizations with plans 72% 72% 74% 81% 81% 

Extended Benefits – Pension Plan 

% of organizations offering benefit 20% 6% 31% 29% 6% 

Average % of employees receiving benefits at 
organizations with plans 46% 100% 76% 70% 75% 

Extended Benefits – Contributions to individual RRSP 

% of organizations offering benefit 3% 9% 19% 43% 12% 

Average % of employees receiving benefits at 
organizations with plans 80% 87% 47% 50% 43% 

Factors contributing to Labour Shortages (% answering ‘major reason’) 

Many of the skilled workers in these positions 
are nearing retirement 9% 15% 8% 50% 0% 

Education and training relevant to this position 
is not available, not effective or too expensive 13% 19% 4% 25% 38% 

The skills and experience of the available 
candidates do not transfer well to our type of 
operation 9% 19% 8% 25% 23% 

Potential workers are not interested in filling 
these positions because the compensation is 
lower than for other types of positions  31% 26% 28% 13% 38% 

Workers from outside of BC have the 
necessary skills but have difficulty getting 
those skills recognized 3% 4% 4% 0% 0% 

There is a general shortage of workers 
available 9% 4% 12% 13% 8% 

While there are people with these skills 
available, it is difficult to attract them to our 
operation 22% 15% 28% 25% 38% 

There is a lack of educational programming 
specific to the needs of the co-op sector 6% 15% 16% 13% 31% 

Competitive strengths (% a major strength) 

The importance of the work we perform 59% 52% 54% 71% 100% 

The opportunities for advancement 22% 6% 25% 43% 20% 

The opportunities for further professional 
development 19% 10% 33% 43% 40% 

The opportunities to interact with clients or the 
general public 50% 42% 58% 71% 40% 
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Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

The positive work environment 66% 58% 79% 57% 93% 

The wages and benefits relative to those 
offered by other employers 22% 16% 29% 43% 20% 

The level of job security 25% 23% 33% 43% 13% 

The opportunity to work part-time/seasonally 
or job share 41% 23% 42% 43% 27% 

Positions expected to be difficult to fill (% answering very difficult) 

Managers overseeing the delivery of services, 
programs or projects, or the production of 
products 10% 6% 22% 38% 12% 

Staff involved primarily in the delivery of 
services, programs, or projects or production 
of products 5% 3% 7% 13% 6% 

Sales, marketing or fundraising positions 2% 3% 4% 13% 6% 

Support functions (i.e. positions such as 
accounting, bookkeeping, finance, HR, IT, 
legal/paralegal, communications, planning 
and policy)  5% 0% 4% 0% 0% 

Strategies Against Skills Shortages 

Increase your investment in formal or external 
training 13% 20% 36% 43% 8% 

Expand the amount of internal or informal 
training or mentoring provided to employees 48% 24% 56% 57% 62% 

Increase the wages or benefits you pay to 
make your positions more attractive to 
candidates 23% 32% 44% 43% 23% 

Slow the rate of growth or reduce the size of 
your organization 10% 12% 4% 14% 15% 

Increase the amount of overtime worked by 
your employees 3% 8% 0% 0% 8% 

Outsource certain functions or work 16% 20% 32% 43% 23% 

Hire more casual workers or workers on a 
contract basis 23% 28% 32% 14% 31% 

More aggressively promote your job openings 29% 24% 36% 43% 46% 

Increase your investment in equipment or 
technology to reduce labour requirements 16% 20% 12% 14% 23% 

Introduce or expand job sharing programs 19% 12% 20% 43% 23% 

Restructure the work 26% 28% 44% 0% 38% 

Methods of Promoting Employment Opportunities - % of Employers Using in the Past Year 

Print advertising 36% 5% 57% 100% 0% 

Organizational website 50% 53% 62% 33% 62% 

Free online job posting site (e.g. Indeed) 55% 26% 57% 33% 62% 

Educational institution job positing service 
(e.g. UBC, SFU) 14% 26% 14% 33% 8% 

Other fee-based online position sites 18% 21% 19% 17% 38% 

Social media 50% 53% 57% 33% 46% 

Participation in job fairs or other events 5% 5% 10% 50% 0% 

Recruitment through existing employees 45% 26% 52% 83% 31% 

Recruitment through friends or family 32% 32% 52% 67% 23% 
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Summary of Key Survey Responses 

Region of Operations 

Vancouver 
Island/Coast 

Mainland/ 
Southwest 

Thompson  
Okanagan/ 
Kootenays 

Cariboo/ 
N. Coast/ 

Northeast/ 
Nechako 

All of BC/ 
Outside 

BC 

Methods of Promoting Employment Opportunities – Average rating among organizations using method 

Print advertising 3.0 4.0 2.7 3.5 NA 

Organizational website 3.0 3.2 3.3 4.0 3.5 

Free online job posting site (e.g. Indeed) 3.3 2.8 3.6 4.0 3.5 

Educational institution job positing service 
(e.g. UBC, SFU) 

3.0 3.0 3.0 4.0 3.0 

Other fee-based online position sites 4.0 3.5 3.8 4.0 4.2 

Social media 3.5 3.3 2.8 3.5 3.8 

Participation in job fairs or other events 4.0 4.0 4.5 2.7 NA 

Recruitment through existing employees 3.7 3.6 3.4 3.0 4.3 

Recruitment through friends or family 3.6 3.8 3.5 2.8 4.3 

Extent of College and University Recruitment participation 

Average extent rating 1.3 1.4 1.4 1.6 1.6 

Average success rating (Among those using) 3.3 3.5 3.0 5.0 3.3 

Major Constraints to Development of Organization (% answering  Major Constraint) 

Management resources and capabilities 9% 14% 17% 25% 40% 

Willingness to take on business risk 6% 21% 22% 13% 13% 

Difficulties balancing the underlying principles 
and values of a co-op with business realities 17% 11% 0% 13% 7% 

Your ability to recruit and retain needed 
managers and staff 14% 14% 17% 25% 13% 

Market and marketing-related issues 23% 14% 17% 25% 47% 

Access to government funding 34% 39% 17% 25% 33% 

Legal barriers or regulatory issues 29% 0% 17% 25% 13% 

Lack of formal education specific to the co-
operative sector 6% 14% 4% 13% 20% 
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APPENDIX II : CROSS TABULATION OF SURVEY RESULTS  
BY GROSS REVENUE OF CO-OPERATIVE ORGANIZATION 

 
TABLE A-2:  CROSS TABULATIONS OF SURVEY RESULTS BY REVENUE 

Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

N= 26 32 23 26 

Type of Co-op 

Consumer 54% 59% 61% 77% 

Producer 19% 19% 13% 12% 

Multi-Stakeholder 15% 19% 9% 0% 

Worker 12% 3% 17% 4% 

Federation 0% 0% 0% 8% 

Length of operations – Years 

Average 13.2 14.9 31.9 47.3 

Region of operations 

All of BC 19% 9% 13% 12% 

Vancouver Island/Coast 54% 31% 22% 27% 

Mainland/Southwest 15% 25% 52% 27% 

Thompson/Okanagan 8% 13% 9% 15% 

Kootenay 12% 13% 4% 19% 

Cariboo 0% 3% 0% 4% 

North Coast 0% 6% 4% 4% 

Nechako 0% 0% 0% 4% 

Northeast 0% 3% 4% 0% 

Outside of BC 12% 9% 9% 4% 

Sector of operations 

Real estate and rental and leasing 8% 19% 50% 20% 

Retail trade 8% 4% 5% 40% 

Accommodation and food services 0% 4% 0% 4% 

Agriculture, forestry fishing and hunting 25% 11% 9% 4% 

Educational services 8% 7% 5% 0% 

Transportation and Warehousing 8% 22% 0% 4% 

Arts, entertainment and recreation 25% 7% 14% 4% 

Health care and social assistance 8% 7% 0% 8% 

Finance and Insurance 0% 4% 14% 16% 

Professional, scientific and technical services 8% 7% 5% 0% 

Information and cultural industries 0% 7% 0% 0% 

Organizational Revenues 

Average (Based on midpoints) $12,500 $109,374 $538,042 $7,749,999 

Membership 

Average # of members 93 169 1158 7034 

Engagement with co-op sector 

Average rating (5-point scale) 2.24 2.75 3.13 3.58 

Financial Institution – Day-to-day transactions 

Credit Union 88% 97% 87% 69% 

Commercial Bank 8% 3% 9% 15% 

Both 4% 0% 4% 15% 

Financial Institution – Long-term financial 
needs 
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Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

Credit Union 82% 95% 67% 70% 

Commercial Bank 9% 5% 10% 17% 

Both 9% 0% 24% 13% 

Association Membership 

BC Trade Council 0% 0% 0% 8% 

Local Chamber of Commerce  14% 21% 19% 58% 

BC Co-operative Association 86% 71% 71% 77% 

Industry/trade association 36% 25% 33% 38% 

Other 14% 29% 14% 27% 

Information Sources 

Outside consultants 35% 38% 73% 73% 

Internal capacity/resources 78% 63% 68% 81% 

Your federation/business association 22% 28% 50% 62% 

Your peer group/organizations similar to yours 61% 63% 64% 73% 

Other  17% 19% 18% 8% 

Use of Employees, Contractors, and Volunteers  

Employs T4 employees 8% 56% 65% 92% 

Employs Contractors 38% 56% 74% 42% 

Uses volunteers regularly 69% 75% 61% 35% 

Number of employees, contractors, and volunteers (Averages include organizations not reporting) 

Total employees reported 13 123 254 1953 

Average number of employees 0.5 3.84 11.0 75.1 

Total contractors reported 37 55 51 226 

Average number of contractors 1.4 1.7 2.2 8.7 

Total volunteers reported 394 540 847 215 

Average number of volunteers 15.2 16.9 36.8 8.3 

% of T4 employees working in positions related to: 

Managing the operation 0% 12% 14% 5% 

Producing products for your clients 0% 23% 43% 8% 

Delivering services for your clients, programs or 
projects 92% 41% 17% 15% 

Sales, marketing or fundraising 8% 7% 0% 5% 

Skilled support functions  0% 14% 12% 19% 

Semi-skilled or unskilled support functions 0% 2% 15% 47% 

Other  0% 1% 0% 1% 

% of contractors working in positions related to: 

Managing the operation 16% 18% 9% 1% 

Producing products for your clients 11% 3% 21% 13% 

Delivering services for your clients, programs or 
projects 23% 50% 23% 54% 

Sales, marketing or fundraising 1% 3% 6% 28% 

Skilled support functions  41% 18% 28% 1% 

Semi-skilled or unskilled support functions 8% 6% 13% 2% 

Other  0% 3% 0% 0% 

Rationale for using contract staff 

We could not find a suitable candidate 0% 6% 6% 0% 

The position or work is only part-time or 
temporary 55% 83% 76% 50% 

The cost of hiring a contractor is less than 
hiring a regular employee 27% 33% 12% 17% 
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Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

The contractor was not willing or able to join the 
organization as an employee 0% 6% 12% 25% 

Other 18% 28% 12% 8% 

% of T4 employees that are: 

Female 8% 79% 72% 48% 

Male 92% 21% 28% 52% 

University Educated 8% 41% 21% 10% 

University – Co-op specific program 0% 0% 2% 1% 

Professionally credentialed 0% 20% 26% 6% 

Under the age of 25 0% 4% 6% 20% 

55 years of age or older 54% 22% 27% 20% 

Hired in the past 2 years 23% 32% 28% 28% 

Aboriginal 0% 1% 1% 2% 

Recent immigrants who moved to Canada in 
the past 5 years 0% 9% 0% 3% 

Level of Turnover 

Average 26% 28% 22% 14% 

Reasons for Staff Turnover 

The seasonal nature of your work 25% 21% 29% 13% 

Non-seasonal fluctuations in the volume of your 
work 25% 0% 6% 9% 

Competition for workers from other employers 
in the Co-op sector 0% 0% 0% 4% 

Competition for workers from other employers 
in government 8% 0% 6% 4% 

Competition from other employers in the non-
profit sector 8% 0% 0% 0% 

Competition for workers from other employers 
in the private sector 25% 5% 6% 13% 

Workers leaving for family reasons 0% 16% 12% 17% 

Workers leaving to pursue educational 
opportunities 17% 26% 12% 9% 

Retirement or employee health issues 0% 5% 12% 26% 

Poor work performance resulting in termination 8% 5% 6% 4% 

Labour disruptions in your company or others 0% 0% 0% 4% 

Change in the number of employees 

Less than 5 years ago 21% 11% 10% 32% 

The same as 5 years ago 43% 21% 35% 0% 

Higher than 5 years ago 36% 68% 55% 68% 

Expected future hiring 

Be higher in 3 Years 61% 46% 50% 60% 

Be the same as now 28% 43% 45% 12% 

Be lower in 3 years 11% 11% 5% 28% 

Training and Skills Development 

“On-the-job” training 63% 96% 82% 96% 

Mentoring for new workers 74% 70% 65% 84% 

Formal training delivered directly through your 
organization 32% 22% 29% 56% 

Funding for training taken by employees from 
outside sources 5% 43% 35% 56% 
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Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

Other 11% 17% 12% 12% 

Extended Benefits – Health Plan 

% of organizations offering benefit 5% 20% 39% 76% 

Average % of employees receiving benefits at 
organizations with plans 50% 50% 76% 79% 

Extended Benefits – Pension Plan 

% of organizations offering benefit 5% 3% 9% 54% 

Average % of employees receiving benefits at 
organizations with plans 50% 50% 70% 68% 

Extended Benefits – Contributions to individual RRSP 

% of organizations offering benefit 0% 7% 13% 29% 

Average % of employees receiving benefits at 
organizations with plans NA 41% 25% 59% 

Factors contributing to Labour Shortages (% answering ‘major reason’) 

Many of the skilled workers in these positions 
are nearing retirement 6% 4% 24% 24% 

Education and training relevant to this position 
is not available, not effective or too expensive 18% 8% 33% 4% 

The skills and experience of the available 
candidates do not transfer well to our type of 
operation 12% 17% 14% 12% 

Potential workers are not interested in filling 
these positions because the compensation is 
lower than for other types of positions  29% 33% 19% 24% 

Workers from outside of BC have the 
necessary skills but have difficulty getting those 
skills recognized 0% 4% 5% 0% 

There is a general shortage of workers 
available 0% 4% 10% 16% 

While there are people with these skills 
available, it is difficult to attract them to our 
operation 18% 21% 29% 28% 

There is a lack of educational programming 
specific to the needs of the co-op sector 6% 17% 19% 4% 

Competitive strengths (% a major strength) 

The importance of the work we perform 82% 57% 55% 56% 

The opportunities for advancement 18% 4% 18% 28% 

The opportunities for further professional 
development 29% 25% 23% 20% 

The opportunities to interact with clients or the 
general public 35% 61% 41% 56% 

The positive work environment 59% 71% 59% 84% 

The wages and benefits relative to those 
offered by other employers 6% 14% 27% 44% 

The level of job security 12% 14% 32% 40% 

The opportunity to work part-time/seasonally or 
job share 35% 54% 23% 24% 

Positions expected to be difficult to fill (% answering very difficult) 

Managers overseeing the delivery of services, 
programs or projects, or the production of 
products 0% 7% 14% 32% 
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Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

Staff involved primarily in the delivery of 
services, programs, or projects or production of 
products 4% 0% 5% 12% 

Sales, marketing or fundraising positions 0% 0% 14% 4% 

Support functions (i.e. positions such as 
accounting, bookkeeping, finance, HR, IT, 
legal/paralegal, communications, planning and 
policy)  4% 0% 5% 4% 

Strategies Against Skills Shortages 

Increase your investment in formal or external 
training 6% 22% 25% 38% 

Expand the amount of internal or informal 
training or mentoring provided to employees 44% 52% 40% 58% 

Increase the wages or benefits you pay to 
make your positions more attractive to 
candidates 25% 39% 30% 33% 

Slow the rate of growth or reduce the size of 
your organization 19% 9% 10% 0% 

Increase the amount of overtime worked by 
your employees 0% 4% 10% 4% 

Outsource certain functions or work 6% 35% 30% 33% 

Hire more casual workers or workers on a 
contract basis 38% 30% 30% 17% 

More aggressively promote your job openings 31% 13% 35% 50% 

Increase your investment in equipment or 
technology to reduce labour requirements 13% 4% 15% 38% 

Introduce or expand job sharing programs 13% 17% 25% 17% 

Restructure the work 31% 30% 30% 29% 

Methods of Promoting Employment Opportunities - % of Employers Using in the Past Year 

Print advertising 17% 21% 20% 61% 

Organizational website 42% 47% 60% 70% 

Free online job posting site (e.g. Indeed) 33% 32% 40% 65% 

Educational institution job positing service (e.g. 
UBC, SFU) 8% 5% 20% 17% 

Other fee-based online position sites 8% 11% 27% 30% 

Social media 58% 37% 53% 48% 

Participation in job fairs or other events 0% 0% 13% 17% 

Recruitment through existing employees 25% 32% 33% 61% 

Recruitment through friends or family 33% 42% 40% 35% 

Methods of Promoting Employment Opportunities – Average rating among organizations using method 

Print advertising 3.0 3.5 3.0 2.9 

Organizational website 3.4 3.2 3.2 3.4 

Free online job posting site (e.g. Indeed) 3.8 3.8 3.2 3.5 

Educational institution job positing service (e.g. 
UBC, SFU) 

2.0 3.0 3.7 3.0 

Other fee-based online position sites 4.0 2.5 4.3 4.0 

Social media 3.6 3.3 3.0 3.3 

Participation in job fairs or other events NA NA 2.5 3.8 

Recruitment through existing employees 3.3 3.7 2.6 3.6 

Recruitment through friends or family 3.8 4.1 3.0 3.1 

Extent of College and University Recruitment participation 
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Summary of Key Survey Responses 

Gross Revenue (2015) 

Less than 
$25,000 

$25,000 - 
$249,999 

$250,000 - 
$999,999 

$1M + 

Average extent rating 1.1 1.2 1.5 1.5 

Average success rating 5.0 2.0 3.6 3.4 

Major Constraints to Development of Organization 

Management resources and capabilities 20% 14% 14% 24% 

Willingness to take on business risk 15% 25% 9% 8% 

Difficulties balancing the underlying principles 
and values of a co-op with business realities 10% 11% 18% 0% 

Your ability to recruit and retain needed 
managers and staff 10% 7% 18% 20% 

Market and marketing-related issues 25% 25% 18% 12% 

Access to government funding 35% 54% 27% 8% 

Legal barriers or regulatory issues 15% 14% 18% 20% 

Lack of formal education specific to the co-
operative sector 5% 0% 27% 4% 
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APPENDIX III : CROSS TABULATION OF SURVEY RESULTS  
BY SECTOR OF CO-OPERATIVE ORGANIZATION 

 
TABLE A-3:  CROSS TABULATIONS OF SURVEY RESULTS BY SECTOR 

Summary of Key Survey Responses Sector of Operations 

 

Real Estate 
and rental 

and Leasing 
 

Arts, 
Information, 

Culture, 
Transporting 

 

Retail, Food 
Service, 
Other 

Service 
 

Agriculture, 
Manufacturin

g, Utilities 
 

Heath, 
Social 

Assistance, 
Professional 

Services, 
Education 

 

Credit 
Unions/ 

Financial 
Services 

 

N= 33 27 23 19 19 11 

Type of Co-op 

Consumer 82% 59% 78% 5% 42% 45% 

Producer 0% 33% 0% 53% 5% 0% 

Multi-Stakeholder 9% 4% 13% 26% 26% 50% 

Worker 3% 4% 9% 16% 26% 0% 

Federation 6% 0% 0% 0% 0% 5% 

Length of operations - Years 

Average 29.6 16.7 38.5 16.8 7.1 67.6 

Region of Operations 

All of BC 6% 4% 13% 16% 32% 9% 

Vancouver Island/Coast 24% 41% 52% 37% 26% 9% 

Mainland/Southwest 64% 33% 0% 11% 32% 9% 

Thompson/Okanagan 3% 15% 9% 11% 16% 27% 

Kootenay 3% 11% 22% 11% 5% 36% 

Cariboo 3% 0% 0% 5% 5% 0% 

North Coast 0% 7% 4% 0% 0% 9% 

Nechako 0% 0% 0% 0% 0% 9% 

Northeast 0% 0% 0% 5% 0% 9% 

Outside of BC 6% 0% 13% 5% 16% 9% 

Sector of operations 

Real estate and rental and leasing 100% 0% 0% 0% 0% 0% 

Retail trade 0% 0% 83% 0% 0% 0% 

Accommodation and food services 0% 0% 17% 0% 0% 0% 

Agriculture, forestry fishing and hunting 0% 0% 0% 100% 0% 0% 

Educational services 0% 0% 0% 0% 26% 0% 

Transportation and Warehousing 0% 33% 0% 0% 0% 0% 

Arts, entertainment and recreation 0% 59% 0% 0% 0% 0% 

Health care and social assistance 0% 0% 0% 0% 47% 0% 

Finance and Insurance 0% 0% 0% 0% 0% 100% 

Professional, scientific and technical 
services 0% 0% 0% 0% 26% 0% 

Information and cultural industries 0% 7% 0% 0% 0% 0% 

Organizational Revenues 

Average (Based on midpoints) $752,608 $504,565 $4,952,857 $1,080,000 $811,249 $6,818,749 

Membership 

Average # of members 80 693 4784 121 133 10507 

Engagement with co-op sector 

Average rating (5-point scale) 3.44 2.25 3.27 2.44 2.94 3.56 

Financial Institution – Day-to-day transactions 

Credit Union 77% 92% 82% 88% 94% 89% 
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Commercial Bank 8% 8% 9% 13% 6% 0% 

Both 15% 0% 9% 0% 0% 11% 

Financial Institution – Long-term financial needs 

Credit Union 68% 88% 71% 75% 83% 88% 

Commercial Bank 12% 6% 14% 13% 8% 0% 

Both 20% 6% 14% 13% 8% 13% 

Association Membership 

BC Trade Council 4% 0% 0% 8% 0% 0% 

Local Chamber of Commerce  8% 31% 45% 8% 27% 100% 

BC Co-operative Association 67% 81% 75% 77% 87% 50% 

Industry/trade association 13% 44% 25% 54% 27% 63% 

Other 38% 6% 25% 8% 27% 25% 

Information Sources 

Outside consultants 54% 36% 52% 63% 41% 88% 

Internal capacity/resources 65% 64% 62% 88% 82% 88% 

Your federation/business association 77% 18% 43% 19% 24% 75% 

Your peer group/organizations similar to 
yours 54% 68% 62% 63% 65% 100% 

Other  27% 14% 14% 13% 6% 0% 

Use of Employees, Contractors, and Volunteers  

Employs T4 employees 30% 37% 78% 63% 58% 100% 

Employs Contractors 52% 48% 39% 47% 68% 27% 

Uses volunteers regularly 79% 67% 43% 68% 58% 0% 

Number of employees, contractors, and volunteers (Averages include organizations not reporting) 

Total employees reported 41 68 574 1155 154 1061 

Average number of employees 1.2 2.5 24.9 60.8 8.1 96.5 

Total contractors reported 71 86 161 17 55 103 

Average number of contractors 2.2 3.2 7.0 0.9 2.9 9.4 

Total volunteers reported 1178 671 138 154 242 0 

Average number of volunteers 35.7 24.9 6.0 8.1 12.7 0 

% of T4 employees working in positions related to: 

Managing the operation 7% 20% 7% 4% 11% 6% 

Producing products for your clients 12% 3% 24% 1% 7% 36% 

Delivering services for your clients, 
programs or projects 29% 22% 18% 9% 60% 32% 

Sales, marketing or fundraising 2% 30% 7% 2% 1% 3% 

Skilled support functions  34% 14% 8% 19% 21% 22% 

Semi-skilled or unskilled support 
functions 15% 12% 29% 66% 0% 0% 

Other  0% 0% 8% 0% 0% 0% 

% of contractors working in positions related to: 

Managing the operation 7% 5% 3% 21% 10% 0% 

Producing products for your clients 9% 4% 18% 29% 12% 0% 

Delivering services for your clients, 
programs or projects 16% 6% 75% 18% 71% 0% 

Sales, marketing or fundraising 4% 77% 1% 4% 0% 0% 
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Skilled support functions  47% 5% 2% 21% 6% 33% 

Semi-skilled or unskilled support 
functions 16% 4% 1% 0% 2% 67% 

Other  0% 0% 0% 7% 0% 0% 

Rationale for using contract staff 

We could not find a suitable candidate 0% 8% 10% 0% 0% 0% 

The position or work is only part-time or 
temporary 65% 77% 50% 44% 71% 100% 

The cost of hiring a contractor is less 
than hiring a regular employee 24% 23% 10% 33% 14% 0% 

The contractor was not willing or able to 
join the organization as an employee 0% 15% 20% 22% 0% 50% 

Other 24% 15% 10% 11% 29% 0% 

% of T4 employees that are: 

Female 56% 63% 64% 28% 79% 82% 

Male 44% 37% 36% 72% 21% 18% 

University Educated 44% 49% 9% 7% 33% 15% 

University – Co-op specific program 0% 13% 0% 0% 14% 1% 

Professionally credentialed 5% 17% 6% 5% 22% 15% 

Under the age of 25 10% 14% 14% 29% 5% 7% 

55 years of age or older 29% 12% 12% 25% 8% 20% 

Hired in the past 2 years 32% 41% 35% 30% 36% 15% 

Aboriginal 5% 1% 7% 0% 2% 0% 

Recent immigrants who moved to 
Canada in the past 5 years 0% 3% 1% 4% 4% 0% 

Level of Turnover 

Average 19% 47% 16% 26% 14% 9% 

Reasons for Staff Turnover 

The seasonal nature of your work 21% 19% 22% 31% 9% 0% 

Non-seasonal fluctuations in the volume 
of your work 0% 0% 11% 8% 9% 0% 

Competition for workers from other 
employers in the Co-op sector 0% 0% 0% 0% 0% 11% 

Competition for workers from other 
employers in government 0% 0% 6% 0% 18% 0% 

Competition from other employers in the 
non-profit sector 0% 0% 0% 0% 9% 0% 

Competition for workers from other 
employers in the private sector 7% 6% 11% 8% 27% 11% 

Workers leaving for family reasons 0% 19% 11% 0% 18% 22% 

Workers leaving to pursue educational 
opportunities 7% 19% 6% 15% 9% 11% 

Retirement or employee health issues 14% 13% 17% 0% 9% 33% 

Poor work performance resulting in 
termination 0% 13% 0% 0% 9% 11% 

Labour disruptions in your company or 0% 0% 6% 0% 0% 0% 
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others 

Change in the number of employees 

Less than 5 years ago 15% 13% 19% 6% 6% 60% 

The same as 5 years ago 40% 38% 10% 18% 12% 0% 

Higher than 5 years ago 45% 50% 71% 76% 82% 40% 

Expected future hiring 

Be higher in 3 Years 39% 56% 84% 65% 47% 22% 

Be the same as now 56% 39% 5% 35% 32% 22% 

Be lower in 3 years 6% 6% 11% 0% 21% 56% 

Training and Skills Development 

“On-the-job” training 67% 84% 94% 93% 76% 100% 

Mentoring for new workers 53% 68% 83% 87% 71% 67% 

Formal training delivered directly 
through your organization 27% 26% 39% 33% 41% 67% 

Funding for training taken by employees 
from outside sources 40% 16% 39% 27% 41% 78% 

Other 40% 16% 6% 7% 12% 0% 

Extended Benefits – Health Plan 

% of organizations offering benefit 13% 17% 60% 22% 39% 100% 

Average % of employees receiving 
benefits at organizations with plans 90% 75% 67% 74% 61% 

90% 

Extended Benefits – Pension Plan 

% of organizations offering benefit 9% 0% 50% 11% 6% 63% 

Average % of employees receiving 
benefits at organizations with plans 100% NA 49% 65% 100% 

87% 

Extended Benefits – Contributions to individual RRSP 

% of organizations offering benefit 13% 0% 19% 0% 17% 56% 

Average % of employees receiving 
benefits at organizations with plans 65% NA 37% NA 93% 

45% 

Factors contributing to Labour Shortages (% answering ‘major reason’) 

Many of the skilled workers in these 
positions are nearing retirement 5% 5% 18% 25% 13% 22% 

Education and training relevant to this 
position is not available, not effective or 
too expensive 25% 0% 6% 13% 31% 11% 

The skills and experience of the 
available candidates do not transfer well 
to our type of operation 20% 10% 6% 6% 13% 22% 

Potential workers are not interested in 
filling these positions because the 
compensation is lower than for other 
types of positions  15% 38% 18% 25% 38% 22% 

Workers from outside of BC have the 
necessary skills but have difficulty 
getting those skills recognized 0% 0% 0% 0% 13% 11% 

There is a general shortage of workers 0% 5% 24% 6% 6% 11% 
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available 

While there are people with these skills 
available, it is difficult to attract them to 
our operation 15% 24% 29% 19% 13% 44% 

There is a lack of educational 
programming specific to the needs of 
the co-op sector 30% 10% 0% 0% 25% 0% 

Competitive strengths (% a major strength) 

The importance of the work we perform 41% 58% 47% 88% 82% 44% 

The opportunities for advancement 5% 0% 37% 18% 12% 67% 

The opportunities for further 
professional development 5% 21% 32% 12% 29% 67% 

The opportunities to interact with clients 
or the general public 27% 58% 58% 47% 47% 78% 

The positive work environment 55% 68% 84% 65% 82% 44% 

The wages and benefits relative to 
those offered by other employers 23% 5% 37% 18% 12% 78% 

The level of job security 27% 16% 37% 24% 6% 78% 

The opportunity to work part-
time/seasonally or job share 18% 42% 37% 41% 47% 11% 

Positions expected to be difficult to fill (% answering very difficult) 

Managers overseeing the delivery of 
services, programs or projects, or the 
production of products 8% 9% 18% 11% 11% 44% 

Staff involved primarily in the delivery of 
services, programs, or projects or 
production of products 0% 0% 14% 6% 16% 0% 

Sales, marketing or fundraising 
positions 8% 0% 9% 0% 0% 0% 

Support functions (i.e. positions such as 
accounting, bookkeeping, finance, HR, 
IT, legal/paralegal, communications, 
planning and policy)  0% 0% 5% 6% 0% 11% 

Strategies Against Skills Shortages 

Increase your investment in formal or 
external training 11% 20% 38% 6% 33% 33% 

Expand the amount of internal or 
informal training or mentoring provided 
to employees 22% 40% 75% 56% 53% 44% 

Increase the wages or benefits you pay 
to make your positions more attractive 
to candidates 17% 40% 38% 38% 47% 0% 

Slow the rate of growth or reduce the 
size of your organization 6% 5% 0% 19% 13% 11% 

Increase the amount of overtime worked 
by your employees 6% 0% 0% 13% 7% 0% 
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Outsource certain functions or work 28% 25% 19% 19% 20% 56% 

Hire more casual workers or workers on 
a contract basis 22% 30% 31% 25% 20% 33% 

More aggressively promote your job 
openings 11% 25% 44% 38% 27% 44% 

Increase your investment in equipment 
or technology to reduce labour 
requirements 11% 15% 25% 19% 13% 11% 

Introduce or expand job sharing 
programs 22% 15% 19% 25% 20% 22% 

Restructure the work 11% 35% 19% 31% 33% 67% 

Methods of Promoting Employment Opportunities - % of Employers Using in the Past Year 

Print advertising 0% 24% 65% 17% 38% 56% 

Organizational website 33% 59% 53% 33% 46% 89% 

Free online job posting site (e.g. 
Indeed) 44% 29% 76% 42% 46% 33% 

Educational institution job positing 
service (e.g. UBC, SFU) 0% 18% 6% 17% 23% 33% 

Other fee-based online position sites 22% 24% 6% 17% 23% 33% 

Social media 33% 53% 71% 17% 54% 44% 

Participation in job fairs or other events 0% 0% 12% 8% 15% 22% 

Recruitment through existing employees 11% 29% 53% 58% 38% 67% 

Recruitment through friends or family 22% 47% 41% 58% 23% 33% 

Methods of Promoting Employment Opportunities – Average rating among organizations using method 

Print advertising NA 2.5 2.7 4.0 3.2 3.4 

Organizational website 3.0 3.2 3.2 3.0 3.5 3.6 

Free online job posting site (e.g. 
Indeed) 

3.5 3.6 3.5 3.2 3.5 4.0 

Educational institution job positing 
service (e.g. UBC, SFU) NA 

3.0 3.0 3.0 3.0 4.0 

Other fee-based online position sites 4.5 3.3 3.0 4.0 4.0 4.3 

Social media 3.0 3.2 3.6 3.0 3.1 3.3 

Participation in job fairs or other events NA NA 3.5 4.0 4.5 2.5 

Recruitment through existing employees 5.0 3.4 3.6 3.6 3.2 3.5 

Recruitment through friends or family 5.0 3.8 3.6 3.7 3.0 2.3 

Extent of College and University Recruitment participation 

Average extent rating 1.2 1.2 1.1 1.3 1.7 1.9 

Average success rating 4.0 3.0 3.0 3.5 2.8 4.5 

Major Constraints to Development of Organization 

Management resources and capabilities 10% 9% 12% 31% 24% 22% 

Willingness to take on business risk 15% 14% 6% 25% 18% 11% 

Difficulties balancing the underlying 
principles and values of a co-op with 
business realities 20% 14% 6% 13% 0% 0% 

Your ability to recruit and retain needed 
managers and staff 10% 9% 24% 13% 18% 22% 
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Market and marketing-related issues 15% 27% 18% 38% 12% 22% 

Access to government funding 50% 36% 12% 25% 41% 0% 

Legal barriers or regulatory issues 15% 9% 18% 13% 0% 67% 

Lack of formal education specific to the 
co-operative sector 20% 0% 0% 13% 12% 11% 
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APPENDIX IV: CROSS TABULATION OF SURVEY RESULTS  
BY TYPE OF CO-OPERATIVE ORGANIZATION 

 
TABLE A-4:  CROSS TABULATIONS OF SURVEY RESULTS BY TYPE 

Summary of Key Survey Responses 

Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

N= 80 20 12 17 

Type of Co-op 

Consumer 100% 0% 0% 0% 

Producer 0% 100% 0% 0% 

Multi-Stakeholder 0% 0% 0% 100% 

Worker 0% 0% 100% 0% 

Federation 0% 0% 0% 0% 

Length of operations - Years 

Average 33.8 16.8 9.4 13.1 

Region of operations 

All of BC 6% 15% 25% 18% 

Vancouver Island/Coast 34% 30% 42% 35% 

Mainland/Southwest 34% 25% 25% 18% 

Thompson/Okanagan 14% 10% 8% 6% 

Kootenay 11% 10% 8% 24% 

Cariboo 1% 5% 8% 0% 

North Coast 3% 10% 0% 0% 

Nechako 1% 0% 0% 0% 

Northeast 3% 0% 0% 0% 

Outside of BC 3% 0% 17% 29% 

Sector of operations 

Real estate and rental and leasing 36% 0% 10% 20% 

Retail trade 19% 0% 0% 7% 

Accommodation and food services 0% 0% 20% 7% 

Agriculture, forestry fishing and hunting 0% 47% 10% 27% 

Educational services 3% 0% 10% 13% 

Transportation and Warehousing 11% 5% 0% 0% 

Arts, entertainment and recreation 8% 42% 10% 7% 

Health care and social assistance 5% 5% 10% 20% 

Finance and Insurance 13% 0% 0% 0% 

Professional, scientific and technical services 3% 0% 30% 0% 

Information and cultural industries 3% 0% 0% 0% 

Organizational Revenues 

Average (Based on midpoints) $2,781,193 $1,343,088 $426,000 $99,166 

Membership 

Average # of members 3080 63 6 215 

Engagement with co-op sector 

Average rating (5-point scale) 3.13 2.22 3.20 2.57 

Financial Institution – Day-to-day transactions 

Credit Union 85% 83% 100% 92% 

Commercial Bank 7% 17% 0% 8% 

Both 8% 0% 0% 0% 

Financial Institution – Long-term financial needs 

Credit Union 74% 82% 100% 78% 



 
       FERENCE & COMPANY                             

  

 

 

BC Co-operative Sector Labour Market Study                                 Page A-21 

APPENDICES 

Summary of Key Survey Responses 

Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

Commercial Bank 11% 9% 0% 11% 

Both 16% 9% 0% 11% 

Association Membership 

BC Trade Council 2% 7% 0% 0% 

Local Chamber of Commerce  33% 29% 13% 33% 

BC Co-operative Association 73% 86% 75% 58% 

Industry/trade association 30% 36% 50% 33% 

Other 20% 14% 38% 42% 

Information Sources 

Outside consultants 49% 56% 56% 50% 

Internal capacity/resources 67% 81% 78% 79% 

Your federation/business association 51% 6% 22% 43% 

Your peer group/organizations similar to yours 61% 63% 67% 79% 

Other  16% 13% 22% 0% 

Use of Employees, Contractors, and Volunteers  

Employs T4 employees 51% 55% 67% 53% 

Employs Contractors 48% 40% 50% 59% 

Uses volunteers regularly 59% 60% 25% 88% 

Number of employees, contractors, and volunteers (Averages include organizations not reporting) 

Total employees reported 1363 1156 81 136 

Average number of employees 17.0 57.8 6.8 8.0 

Total contractors reported 259 71 22 38 

Average number of contractors 3.2 3.6 1.8 2.2 

Total volunteers reported 1564 138 22 639 

Average number of volunteers 19.6 6.9 1.8 37.6 

% of T4 employees working in positions related to: 

Managing the operation 7% 4% 16% 4% 

Producing products for your clients 27% 0% 28% 35% 

Delivering services for your clients, programs or 
projects 27% 8% 28% 46% 

Sales, marketing or fundraising 5% 3% 3% 1% 

Skilled support functions  17% 20% 5% 10% 

Semi-skilled or unskilled support functions 13% 65% 19% 3% 

Other  3% 0% 1% 0% 

% of contractors working in positions related to: 

Managing the operation 3% 6% 11% 17% 

Producing products for your clients 12% 0% 26% 33% 

Delivering services for your clients, programs or 
projects 63% 6% 63% 21% 

Sales, marketing or fundraising 1% 85% 0% 10% 

Skilled support functions  14% 4% 0% 11% 

Semi-skilled or unskilled support functions 6% 0% 0% 6% 

Other  0% 0% 0% 3% 

Rationale for using contract staff 

We could not find a suitable candidate 5% 0% 0% 0% 

The position or work is only part-time or 
temporary 68% 50% 67% 70% 

The cost of hiring a contractor is less than 
hiring a regular employee 20% 25% 17% 10% 

The contractor was not willing or able to join the 10% 13% 17% 10% 
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Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

organization as an employee 

Other 18% 0% 33% 30% 

% of T4 employees that are: 

Female 74% 30% 51% 63% 

Male 26% 70% 49% 37% 
University Educated 16% 6% 44% 23% 

University – Co-op specific program 0% 2% 0% 9% 

Professionally credentialed 13% 5% 15% 10% 

Under the age of 25 9% 29% 21% 6% 

55 years of age or older 17% 23% 15% 15% 

Hired in the past 2 years 25% 30% 44% 27% 

Aboriginal 4% 0% 0% 1% 

Recent immigrants who moved to Canada in 
the past 5 years 1% 4% 2% 0% 

Level of Turnover 

Average 23% 29% 13% 22% 

Reasons for Staff Turnover 

The seasonal nature of your work 13% 33% 38% 17% 

Non-seasonal fluctuations in the volume of your 
work 4% 0% 25% 0% 

Competition for workers from other employers 
in the Co-op sector 2% 0% 0% 0% 

Competition for workers from other employers 
in government 2% 0% 13% 8% 

Competition from other employers in the non-
profit sector 0% 0% 13% 0% 

Competition for workers from other employers 
in the private sector 10% 0% 13% 25% 

Workers leaving for family reasons 19% 0% 0% 0% 

Workers leaving to pursue educational 
opportunities 10% 17% 13% 8% 

Retirement or employee health issues 23% 0% 0% 0% 

Poor work performance resulting in termination 6% 8% 0% 0% 

Labour disruptions in your company or others 2% 0% 0% 0% 

Change in the number of employees 

Less than 5 years ago 22% 0% 18% 7% 

The same as 5 years ago 20% 29% 27% 13% 

Higher than 5 years ago 58% 71% 55% 80% 

Expected future hiring 

Be higher in 3 Years 56% 43% 60% 60% 

Be the same as now 29% 50% 30% 33% 

Be lower in 3 years 15% 7% 10% 7% 

Training and Skills Development 

“On-the-job” training 81% 92% 100% 83% 

Mentoring for new workers 64% 83% 90% 83% 

Formal training delivered directly through your 
organization 40% 33% 20% 42% 

Funding for training taken by employees from 
outside sources 41% 8% 30% 42% 

Other 17% 8% 0% 17% 
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Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

Extended Benefits – Health Plan 

% of organizations offering benefit 40% 25% 30% 20% 

Average % of employees receiving benefits at 
organizations with plans 75% 67% 73% 83% 

Extended Benefits – Pension Plan 

% of organizations offering benefit 23% 6% 0% 20% 

Average % of employees receiving benefits at 
organizations with plans 66% 80% NA 83% 

Extended Benefits – Contributions to individual RRSP 

% of organizations offering benefit 17% 0% 0% 13% 

Average % of employees receiving benefits at 
organizations with plans 55% NA NA 100% 

Factors contributing to Labour Shortages (% answering ‘major reason’) 

Many of the skilled workers in these positions 
are nearing retirement 11% 21% 13% 17% 

Education and training relevant to this position 
is not available, not effective or too expensive 14% 0% 25% 25% 

The skills and experience of the available 
candidates do not transfer well to our type of 
operation 13% 14% 0% 17% 

Potential workers are not interested in filling 
these positions because the compensation is 
lower than for other types of positions  25% 29% 25% 33% 

Workers from outside of BC have the 
necessary skills but have difficulty getting those 
skills recognized 5% 0% 0% 0% 

There is a general shortage of workers 
available 9% 0% 13% 8% 

While there are people with these skills 
available, it is difficult to attract them to our 
operation 22% 29% 13% 25% 

There is a lack of educational programming 
specific to the needs of the co-op sector 11% 0% 13% 33% 

Competitive strengths (% a major strength) 

The importance of the work we perform 49% 64% 78% 93% 

The opportunities for advancement 22% 0% 33% 14% 

The opportunities for further professional 
development 26% 0% 11% 43% 

The opportunities to interact with clients or the 
general public 49% 50% 56% 50% 

The positive work environment 63% 64% 100% 71% 

The wages and benefits relative to those 
offered by other employers 29% 7% 22% 14% 

The level of job security 31% 7% 11% 36% 

The opportunity to work part-time/seasonally or 
job share 28% 43% 44% 50% 

Positions expected to be difficult to fill (% answering very difficult) 

Managers overseeing the delivery of services, 
programs or projects, or the production of 
products 14% 13% 9% 19% 

Staff involved primarily in the delivery of 5% 13% 0% 6% 
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Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

services, programs, or projects or production of 
products 

Sales, marketing or fundraising positions 4% 0% 0% 6% 

Support functions (i.e. positions such as 
accounting, bookkeeping, finance, HR, IT, 
legal/paralegal, communications, planning and 
policy)  3% 0% 0% 6% 

Strategies Against Skills Shortages 

Increase your investment in formal or external 
training 29% 7% 29% 8% 

Expand the amount of internal or informal 
training or mentoring provided to employees 44% 36% 57% 69% 

Increase the wages or benefits you pay to 
make your positions more attractive to 
candidates 27% 43% 43% 38% 

Slow the rate of growth or reduce the size of 
your organization 5% 7% 43% 8% 

Increase the amount of overtime worked by 
your employees 2% 14% 14% 0% 

Outsource certain functions or work 36% 7% 29% 0% 

Hire more casual workers or workers on a 
contract basis 25% 29% 29% 31% 

More aggressively promote your job openings 25% 43% 57% 23% 

Increase your investment in equipment or 
technology to reduce labour requirements 15% 29% 14% 0% 

Introduce or expand job sharing programs 22% 14% 14% 23% 

Restructure the work 25% 36% 29% 46% 

Methods of Promoting Employment Opportunities - % of Employers Using in the Past Year 

Print advertising 41% 45% 13% 20% 

Organizational website 54% 36% 63% 40% 

Free online job posting site (e.g. Indeed) 48% 45% 38% 50% 

Educational institution job positing service (e.g. 
UBC, SFU) 13% 27% 25% 10% 

Other fee-based online position sites 15% 18% 25% 30% 

Social media 57% 18% 63% 40% 

Participation in job fairs or other events 9% 18% 0% 10% 

Recruitment through existing employees 46% 64% 50% 10% 

Recruitment through friends or family 33% 64% 50% 40% 

Methods of Promoting Employment Opportunities – Average rating among organizations using method 

Print advertising 2.9 3.4 2.0 3.0 

Organizational website 3.3 3.5 2.8 3.8 

Free online job posting site (e.g. Indeed) 3.6 3.6 2.7 3.0 

Educational institution job positing service (e.g. 
UBC, SFU) 

3.5 2.7 3.0 4.0 

Other fee-based online position sites 3.4 4.0 4.5 4.0 

Social media 3.4 2.7 3.0 3.3 

Participation in job fairs or other events 3.0 4.0 NA 5.0 

Recruitment through existing employees 3.5 3.6 3.3 4.0 

Recruitment through friends or family 3.5 3.9 3.5 3.7 

Extent of College and University Recruitment participation 
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Summary of Key Survey Responses 

Type Of Co-operative 

Consumer Producer Worker 
Multi-

Stakeholder 

Average extent rating 1.3 1.4 1.6 1.6 

Average success rating 3.5 3.3 3.0 3.7 

Major Constraints to Development of Organization 

Management resources and capabilities 10% 27% 33% 31% 

Willingness to take on business risk 8% 40% 11% 23% 

Difficulties balancing the underlying principles 
and values of a co-op with business realities 10% 13% 11% 8% 

Your ability to recruit and retain needed 
managers and staff 17% 13% 0% 15% 

Market and marketing-related issues 17% 40% 22% 23% 

Access to government funding 35% 27% 0% 38% 

Legal barriers or regulatory issues 19% 13% 0% 15% 

Lack of formal education specific to the co-
operative sector 10% 0% 22% 8% 
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APPENDIX V: SURVEY QUESTIONNAIRE  
 

Note: [Red Text] represents programming instructions. It is included here to illustrate the logic and skip 
patterns in the survey. It is not be seen by survey participants at any time. 

 

SECTION I – ORGANIZATION PROFILE 

1 

[Single select] 
 
Which of the following best describes your organization?   

 

 A consumer co-op (Owned by member-customers, existing to provide services for them. 
E.g. retail, housing, credit unions) 

 A producer co-op (A collection of otherwise independent entities, such as farmers, 
artists, or businesses) 

 A workers co-op (An organization owned by its employees) 

 A multi-stakeholder co-op (Ownership encompasses multiple entities from above) 

 A federation (Your members themselves are co-operative organizations) 

[Page Break] 

2 

 
Approximately what year did your organization begin operations in BC? 
 
[Numeric text box] 
 
[Page Break] 

3a 

[Multiple Select] 
 
Where does your organization operate? 
 

 All of British Columbia 

 Vancouver Island/Coast 

 Mainland/Southwest (e.g. Metro Vancouver) 

 Thompson/Okanagan 

 Kootenay 

 Cariboo 

 North Coast 

 Nechako 

 Northeast 

 Outside of BC (e.g. other provinces, countries) 

[Page Break] 

3b 

[SHOW IF Q3a includes “Outside of BC”] 
 
You mentioned that you operate outside of BC. Note: this study is focused on the Co-op 
sector in British Columbia.  
 
You will be asked questions about your membership and your employees. Please answer for 
your British Columbia operations only, to the best of your ability. 
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Thanks! 
 
[Page Break] 

4a 

[Ask if Q1 =  Consumer or Multi-Stakeholder] 
 
Approximately how many members does your organization currently have in BC? 
 
[Numeric text box] 
 
[Page Break] 

4b 

[Ask if Q1 = Producer] 
 
Approximately how many producers or individual entities currently comprise your co-
op in BC?  
 
[Numeric text box] 
 
[Page Break] 

4c 

[Ask if Q1 = Worker] 
 
Approximately how many worker-owners comprise your co-op in BC? 
 
[Numeric text box] 
 
[Page Break] 

4d 

[Ask if Q1 =  Federation] 
 
Approximately how many organizations do you currently have as members in BC? 
 
[Numeric text box] 
 
[Page Break] 

SECTION II - CHARACTERISTICS OF YOUR CURRENT WORK FORCE 

5 

 
We would like to understand the size of your workforce. Please indicate below how 
many employees, contractors, and volunteers you currently use in your BC operations. 
 
[If Q1= Producer] NOTE: Please do not count the [Pipe in Q4b response] members you 
indicated comprise your co-op or employees of those entities. We are interested in how 
many individuals your organization itself employs. 
 

  Workforce composition Number 

i 
Regular or temporary employees 
(Those that will be issued a T4 slip) 

[Prefill 0] 

ii 
Contract staff  
(paid individuals that will not receive a T4) 

[Prefill 0] 

iii 
Volunteers  
(Total over the past year) 

[Prefill 0] 
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None of the Above (Our organization has no employees, contractors, or volunteers)  
[Exclusive check box] 
 
[Page Break] 

6a 

[Ask if Q5i >0] 
 
How many of your [pipe in Q5i response] employees that will receive a T4 work part-
time (less than 30 hours per week)? 
 
[Numeric text box] 
 
[Page Break] 

6b 

[Ask if Q5i >0] 
 
And, how many of your [pipe in Q5i response] employees that will receive a T4 are in 
temporary positions (i.e. positions with a fixed end date) 
 
[Numeric text box] 
 
[Page Break] 

Q7 

[Ask if Q5i >0 OR Q5ii >0] 
 
Of the [pipe in Q5i answer] employees that will be issued a T4, and the [pipe in Q5ii 
answer] contract staff, how many are involved primarily in each of the following types 
of positions? 
 
(Note: the total should add up to the number of worker reported above. For your workers that 
fall into multiple categories, please allocate them to the position they are most often involved)  
 

Function T4 Contractor 
Managing the operation (e.g. Executive Director, Chief 
Executive Officer, President, Chief Operating Officer or 
Principal) 

[Prefill 0] [Prefill 0] 

Producing products for your clients (e.g. positions such 
as managers and staff involved in producing services, 
support, projects, or products for your clients 

[Prefill 0] [Prefill 0] 

Delivering services for your clients, programs or 
projects  

[Prefill 0] [Prefill 0] 

Sales, marketing or fundraising positions directly 
involved in generating revenues or funding for your 
organization through activities such as marketing, 
fundraising, or membership sales 

[Prefill 0] [Prefill 0] 

Skilled support functions (e.g. positions such as 
accounting, bookkeeping, finance, human resources, 
information technology, legal/paralegal, communications, 
planning and policy, and administrative support) 

[Prefill 0] [Prefill 0] 

Semi-skilled or unskilled support functions (labourers, 
cleaners, etc.)                       

[Prefill 0] [Prefill 0] 

Other types of positions [Prefill 0] [Prefill 0] 
Total [Count] [Count] 
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[Page Break] 
 

Q8 

[Single Select]  
 
What is the primary reason or reasons why you employ contractors rather than hire 
permanent or temporary employees? 
 

 We could not find a suitable candidate 

 The position or work is only part-time or temporary 

 The cost of hiring a contractor is less than hiring an employee 

 The contractor was not willing or able to join the organization as an employee 

 Other  (specify) 

 Not sure or don’t know 

 
[Page Break] 

Q9 

[Ask if Q5i >0 OR Q5ii >0] 
 
Approximately how many of your employees and/or contractors are: 

 

Gender of Employees T4 Contractors 

Female [Prefill 0] [Prefill 0] 

Male [Prefill 0] [Prefill 0] 

Transgender [Prefill 0] [Prefill 0] 

TOTAL [Prefill 0] [Prefill 0] 

 
[Page Break] 

Q10 

[Ask if Q5i >0 OR Q5ii >0] 
 
Approximately how many of your employees and/or contractors are: 
 
(Note: If you are unsure of exact numbers please provide your best estimates) 
 

 T4 Contractors 

University Educated [Prefill 0] [Prefill 0] 

University Educated in a program focused 
specifically on the co-operative sector or 
management of co-operative organizations 

[Prefill 0] [Prefill 0] 

Professionally Credentialed [Prefill 0] [Prefill 0] 

Under the age of 25 [Prefill 0] [Prefill 0] 

55 years or older [Prefill 0] [Prefill 0] 

Hired in the past 2 years [Prefill 0] [Prefill 0] 

Aboriginal persons [Prefill 0] [Prefill 0] 

Recent immigrants who moved to Canada 
in the past 5 years 

[Prefill 0] [Prefill 0] 

 
[Page Break] 

Q11 
[Ask if Q5iii >0] 
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Please describe what your volunteers do for the organization (e.g. the type of work 
carried out, the positions held)? 
 
[Open text box] 
 
[Page break] 

SECTION III – RECENT HIRINGS 

Q12 

[Ask if Q2 = 5 or more years] 
 
You indicated that you currently employ a total of [sum of Q5i,Q5ii] workers ([pipe in 
Q5i] that will receive a T4, and [pipe in Q5ii] contractors).  
 
Approximately how many total workers did your organization employ 5 years ago? 

 
[Numeric Text Box] 

 
[Exclusive text box] Unable to estimate, but there were fewer workers 5 years ago 
[Exclusive text box] Unable to estimate, but there were more workers 5 years ago 
 
[Page Break] 

Q13 

[Ask if Q5i >0 OR Q5ii >0] 
 
We would like to understand the rate of staff turnover you have experienced over the 
past year.  
 
Do you know the rate of staff turnover, or should we ask a few more questions to 
calculate it? 
 
[Single Select] 

 I know our rate of turnover for the past year 

 I’m unsure of our rate of turnover for the past year 
 
[If ‘I know’ selected, show:] 
 
What was your rate of turnover? 
 
[Numeric text box] 
 
[If ‘Unsure’ selected, show] 
 
An organization’s turnover is defined as the total number of people who left, we laid 
off, or were terminated in the past year divided by the maximum number of people 
employed at any one time that year. 
 
At any time over the past year, has your organization had more than the [sum of 
Q5i,Q5ii] workers you reported having now? 
 
[Single Select] 
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 No, that is the highest number over the past year 

 Yes, the maximum over the past year was [Open box] 
 
And, how many people have left your employ, were laid off or terminated in the past 
year? 
 
[Numeric Text Box] 
 
Thanks, we will calculate your turnover rate. 
 
[Page Break] 

Q14 

Over the past year, to what extent did the following factors contribute to the level of 
staff turnover? 
 

Reason Not a 
Reason 

Somewhat 
of a Reason 

A Major 
Reason 

The seasonal nature of your work    

Non-seasonal fluctuations in the volume 
of your work 

 
  

Competition for workers from other 
employers in the Co-op sector 

 
  

Competition for workers from other 
employers in government 

 
  

Competition from other employers in the 
non-profit sector 

 
  

Competition for workers from other 
employers in the private sector 

 
  

Workers leaving for family reasons    

Workers leaving to pursue educational 
opportunities 

 
  

Retirement or employee health issues    

Poor work performance resulting in 
termination 

 
  

Labour disruptions in your company or 
others 

 
  

Other reasons     

 
[If ‘other’ = major, show] 
  
What other reasons contributed to the level of staff turnover? 
 
[Open Text Box] 
 
[Page Break] 

Q15 

 
Over the past 12 months, approximately how many new employees did you hire to fill 
new positions or to replace staff members who left?   
 
[Numeric text box] 



 
       FERENCE & COMPANY                             

  

 

 

BC Co-operative Sector Labour Market Study                                 Page A-32 

APPENDICES 

 
[Page Break] 

Q16 

[Ask if Q15>0] 

 
At the time you hired these [pipe in Q15 answer] new employees, how many do you 
estimate were: 
 

 
Prior Employment Status of Your New Employees # 

Just entering the work force  

Re-entering the work force after a period away  

Entering directly from a co-operative sectors related education 
program 

 

Working for an employer in the co-op sector  

Working for an employer in the non-profit sector   

Working for an employer in government  

Working for an employer in the private sector  

Unemployed  

Other  

Total [Q15] 

 
[Page Break] 

 

Q17a 

[Multiple Select] 
 
What mechanisms have you used in the past year to promote employment 
opportunities at your organization? 
 

 Print advertising 

 Organizational website 

 Free online job posting site (e.g. Indeed) 

 Educational institution job positing service (e.g. UBC, SFU) 

 Other fee-based online position sites 

 Social media 

 Participation in job fairs or other events 

 Recruitment through existing employees 

 Recruitment through friends or family 

 Other 
 

Q17b 

How effective were each of the mechanisms you used? 
 
 

Reason 1 – 
Not at 

all 
effecti

ve 

2 3 – 
Some
what 

effecti
ve 

4 5 – 
Very 

effecti
ve 

[Pipe in those selected above]      

…      
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…      

 
[Page break] 

Q17c 

To what extent has your organization been involved in university and college 
recruitment? 
 
1 – Not at all 
2 
3 – Some involvement 
4 
5 – Significant involvement 
 
[Page Break] 
 

Q17d 

[Ask if Q17c >=3] 
 
How would you rate the success of your university and college recruitment? 
 
1 – Not at all successful 
2 
3 – Somewhat successful 
4 
5 – Very successful 
 
[Page break] 

Q17e 

Why is that your rating for level of success? 
 
[Open text box] 
 
[Page break] 

SECTION IV – PROJECTED FUTURE HIRINGS 

Q18 

 
You indicated that you currently employ a total of [sum of Q5i,Q5ii] workers ([pipe in 
Q5i] that will receive a T4, and [pipe in Q5ii] contractors).  
 
What do you expect will be the total number of workers 3 years from today? 
 
[Numeric text box] 
 
[Page break] 

Q19 

 
If you are expecting to fill any of the following positions over the next three years 
(through hiring or promoting existing employees), how difficult do you anticipate it 
will be to find good candidates with the skills and experience needed? 
 

Type of Position Not 
Planning 

Not at 
All 

Somewh
at 

Very 
Difficult 
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to Hire Difficult Difficult 

Managers overseeing the delivery of 
services, programs, or projects or 
production of products 

   
 

Staff involved primarily in the delivery 
of services, programs, or projects or 
production of products 

   
 

Sales, marketing or fundraising 
positions 

   
 

Support functions (i.e. positions such 
as accounting, bookkeeping, finance, 
HR, IT, legal/paralegal, 
communications, planning and policy) 

   

 

 
[Page Break] 

Q20 

For which specific positions (job titles) do you anticipate it will be most difficult to 
find candidates with the skills and experience needed?  
 
Please list the three specific positions in order of their anticipated difficulty to fill. 
 
First most difficult: [Open text box] 
Next most: [Open text box] 
Next most: [Open text box] 
 
[Page Break] 

Q21 

To what extent are the following factors likely to contribute to future shortages for 
these positions? 
 

Reason Not a 
Reason 

Somewha
t of a 

Reason 

A Major 
Reason 

Many of the skilled workers in these positions 
are nearing retirement 

   

Education and training relevant to this position is 
not available, not effective or too expensive 

   

The skills and experience of the available 
candidates do not transfer well to our type of 
operation 

   

Potential workers are not interested in filling 
these positions because the compensation is 
lower than for other types of positions 

   

Workers from outside of BC have the necessary 
skills but have difficulty getting those skills 
recognized 

   

There is a general shortage of workers available    

While there are people with these skills 
available, it is difficult to attract them to our 
operation 

   

There is a lack of educational programming 
specific to the needs of the co-op sector 

   



 
       FERENCE & COMPANY                             

  

 

 

BC Co-operative Sector Labour Market Study                                 Page A-35 

APPENDICES 

Other factors    

 
[Ask if ‘other’ selected]  
 
What, if any, other factors are likely to be a major contributor to the shortages? 
 
[Open text box] 
 
[Ask if ‘lack of educational programming’ selected] 
 
Please describe the type of skills or education specific to the co-op sector that would 
help address current or future labour shortages. 
 
[Open text box]   
 
[Page break] 

Q22 

[Multiple Select] 
 
What, if any, strategies or actions is your organization most likely to undertake in 
response to these skills shortages? 

 

 Increase your investment in formal or external training 

 Expand the amount of internal or informal training or mentoring provided to 
employees 

 Increase the wages or benefits you pay to make your positions more attractive to 
candidates 

 Slow the rate of growth or reduce the size of your organization 

 Increase the amount of overtime worked by your employees 

 Outsource certain functions or work 

 Hire more casual workers or workers on a contract basis 

 More aggressively promote your job openings 

 Increase your investment in equipment or technology to reduce labour requirements 

 Introduce or expand job sharing programs 

 Restructure the work 

 Other strategies or actions (Please specify) [Open text box] 
 

[Page Break] 

Q23 

 
What can industry, government, educators, or others do individually or together to 
address skills shortages affecting the co-op sector? 
 
[Open Text Box] 
Page Break] 
 
 

Q24 
What actions, if any, should be undertaken to enhance university and college 
recruitment by the co-operative sector in BC? 
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[Open Text Box] 
 
[Page Break] 

  

SECTION V: COMPETITIVE STRENGTHS AND WEAKNESSES 

Q25 

 
What do you see as the major competitive strengths of your organization in terms of 
being able to attract good candidates to apply for any job openings you have? 
 

Potential Competitive Strength 

Not 
A 

Stre
ngth 

Mino
r 

Stre
ngth 

Majo
r 

Stre
ngth 

Not 
Appl
icabl

e 

The importance of the work we perform     

The opportunities for advancement     

The opportunities for further professional development     

The opportunities to interact with clients or the general 
public 

    

The positive work environment     

The wages and benefits relative to those offered by 
other employers 

    

The level of job security     

The opportunity to work part-time/seasonally or job 
share 

    

 
[Page Break] 

Q26 

Does your organization offer employees any of the following types of benefits? If yes, 
approximately what percent of your employees receive that benefit? 
 

Type of Benefits Yes/No % of 
employees 
receiving 

Health Plan   

Pension Plan   

Contributions to Individual RRSP   

 
[Page Break] 

Q27 

We’d like to find out more about what your organization does to encourage or support 
further development of the skills of your employees.  Do you provide: 
 

 “On-the-job” training 

 Mentoring for newer workers 

 Formal training delivered directly through your organization 

 Funding for training taken by employees from outside sources (please specify) 
[Open Text box] 

 Other (please specify) [Open text box] 
 
[Page Break] 
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Q28 

Over the past year, what percent of your revenues did your organization spend on 
employee training? 

 

 Less than 1% 

 1% - 3% 

 4% - 5% 

 6% - 10% 

 Over 10% 

 Unable to estimate the amount 

[Page Break] 

Q29 

Do you believe that your organization is most commonly at a competitive advantage 
or disadvantage when competing for workers with: 
 

Competing with: Do not 
compete 

with 

We have 
a 

competiti
ve 

advantag
e 

Neither We are at 
a 

competiti
ve 

disadvan
tage 

Employers in the non-profit sector     

Employers in the co-operative sector     

Employers in the private sector      

Employers in government      

 
[Page Break] 

Q30 

What do you see as the major challenges or constraints to the further development 
for your organization over the next few years? 
 

Reason Not a 
Constrain

t 

Somewha
t of a 

constrain
t  

A Major 
Constrain

t 

Management resources and capabilities (e.g. 
internal expertise or leadership to drive further 
development of the business operations) 

   

Willingness of your organization to take on 
business risk 

   

Difficulties in balancing the underlying principles 
and values of co-ops with business realities 

   

Your ability to recruit and retain needed 
managers and staff 

   

Market and marketing-related issues    

Access to government funding    

Legal barriers or regulatory issues    

Lack of formal education specific to the co-
operative sector 

   

Other (please specify ) [Open text box]    
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[Page Break] 

Q31 

How would you rate your level of engagement with the co-op sector at large? 
 
1 – Not at all engaged 
2 
3 – Some engagement 
4 
5 – Very engaged 
 
 

Q32 

[If Q31 >=3] 
 
Can you please describe the engagement or interaction between your organization 
and the co-op sector? 
 
[Open text box] 
 
[Page break] 

Q33 

[Multiple Select] 
 
Does your organization hold membership with any of the following federation or 
business groups? 
 

 BC Trade Council 

 Local Chamber of Commerce 

 BC Co-operative Association 

 Industry/trade Association (specify) 

 Other (specify) 
 
[Page break] 

Q34 

[Multiple select] 
 
Who does your organization rely on for support and/or key advice? 
 

 Outside consultants 

 Internal capacity/resources 

 Your federation/business association 

 Your peer group/organizations similar to yours 

 Other (specify) 
 
[Page break] 

Q35 

Does your organization use a commercial bank or a credit union for day-to-day 
banking purposes? 
 

 Commercial bank 

 Credit union 

 Both 
 
[Page break] 
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Q36 

Does your organization use a commercial bank or a credit union for longer term 
financial purposes (e.g. investments, loans)? 
 

 Commercial bank 

 Credit union 

 Both 
 
[Page break] 

Q37 

What economic sector/NAICS code best describes your organization? 

 Agriculture, forestry fishing and hunting 

 Mining, quarrying, and oil and gas extraction 

 Utilities 

 Construction 

 Manufacturing 

 Wholesale trade 

 Retail trade 

 Transportation and Warehousing 

 Information and cultural industries 

 Finance and Insurance 

 Real estate and rental and leasing 

 Professional, scientific and technical services 

 Administration and support, waste management and remediation services 

 Educational services 

 Health care and social assistance 

 Arts, entertainment and recreation 

 Accommodation and food services 

 Other services 

[Page Break] 

Q38 

[Single Select]  
 
For your latest fiscal year, were the revenues of your organization: 
 

 Less $25,000 

 $25,000 to $49,999 

 $50,000 to $99,999 

 $100,000 to $249,999 

 $250,000 to $499,999 

 $500,000 to $999,999 

 $1,000,000 to $2,499,999 

 $2,500,000 to $4,999,999 

 $5,000,000 to $9,999,999 

 $10,000,000 or more 

 
[Page Break] 

Q39 
Do you have any final recommendations for action that government, industry, 
academia, training organizations and others could take to strengthen the co-operative 
sector in BC? 
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[Open text box] 
 
[Page Break] 
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APPENDIX VI: KEY INFORMANT INTERVIEW GUIDE 
 

 What have been the major trends over the past 5 or 10 years with respect to characteristics of the co-

operative sector in BC (e.g. changes in the nature of work performed, changes in the types of co-ops, 

legislative changes affecting the sector, etc.)? 

 What have been the major trends over the past 5 or 10 years with respect to the demand for workers 

or the particular skills required? 

 How significant of a constraint are skills shortages to the operation of co-operative organizations in 

the province? Are these unique to the sector? Why or why not? 

 To what extent have co-operative organizations been involved in university and college recruitment?  

(Have these efforts been successful? Have co-operative organizations experienced any difficulties in 

university and college recruitment?) 

 Besides skills shortages, what other factors or key issues are significantly affecting the sector? 

 How are skills shortages likely to evolve or change over the next five to ten years?  For what specific 

types of positions do you see the greatest potential for shortages or having the greatest impact going 

forward? 

 What are the major factors that contribute to the current and projected shortages? 

 [If not addressed above] – To what extent does the availability or lack of availability of post-secondary 

education focused on the co-operative sector or the management of co-operative organizations 

contribute to the shortages? Why type of education is needed? Who is the best positioned to provide 

it? 

 What strategies are being undertaken in response to the current and projected skills shortages? 

 What are the key factors that determine whether people decide to work in the co-operative sector and 

build a career there? 

 What do you see as the major competitive strengths of the co-operative sector with respect to being 

able to attract and retain workers (relative to, for example, the for profit sector or government)?   

 What do you see as the major weaknesses? What issues does the sector face with respect to 

attracting, developing, and retaining qualified staff? 

 What are the major factors that will drive the size of the sector and therefore the demand for workers 

going forward?   What tends to be the key success factors for a co-operative?  What most commonly 

determines how successful they are? 

 Given the various challenges or constraints to development, what recommendations do you have 

regarding the actions that government, industry, academia, training organizations and others should 

take to promote further development of the co-operative sector in BC?  Do you have any specific 

recommendations regarding actions to enhance university and college recruitment by the co-

operative sector in BC? 

 

 


