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Forestry has traditionally 
been a major sector 
of Newfoundland and 
Labrador’s economy. 
Presently valued at $380 
million and supporting 
more than 5,000 direct 
and indirect jobs, it 
remains a mainstay of 
rural communities and 
the provincial economy.

EXECUTIVE SUMMARY
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Forestry has traditionally been a major sector of Newfoundland and Labrador’s economy. 
Presently valued at $380 million and supporting more than 5,000 direct and indirect jobs, it 
remains a mainstay of rural communities and the provincial economy. In addition, over 30,000 
Newfoundlanders and Labradorians access the forest to harvest firewood for personal use, 
continuing a tradition that is interwoven into the fabric of the province.

The industry, however, is faced with workforce challenges. The average age of forestry workers 
now exceeds 55, and it is projected that almost 34% of Newfoundland and Labrador’s 
population will be over 65 years of age by 2038. An aging workforce, combined with concerns 
over the public image of forestry along with competition for workers from other sectors, will 
continue to create challenges in sustaining a competitive workforce. In fact, the Newfoundland 
and Labrador Forest Industry Association (NLFIA) estimates that upwards of 975 new workers 
will be needed over the next five years.

Recognizing these challenges, NLFIA with the support of the Newfoundland and Labrador 
Department of Immigration, Population Growth and Skills have developed this Attraction and 
Retention Strategy for the Newfoundland and Labrador Forestry Sector.

Based on a foundation of data and interviews from employers, workers, students, and
key stakeholders, the strategy has identified a number of key opportunities to help foster a 
healthy, sustainable, and competitive workforce in the Newfoundland and Labrador Forestry 
Sector.

One key to success is increasing the pool of available talent. Boosting the profile of forestry 
through public outreach and engagement will be critical, as will raising awareness amongst 
youth and younger workers making career decisions regarding the breadth of opportunities 
that exist in the sector. From highly skilled equipment operators to forest managers, to 
research scientists, and more – the forestry sector truly offers something for everyone.

Additionally, the sector needs to expand efforts to attract traditionally  underrepresented 
groups including First Nations, women, and differently-abled workers. Similarly, international 
workers and refugees present a significant opportunity to engage new Canadians. Focusing on 
attracting these new sources of talent will not only bring new skillsets and diversity, but 
ultimately increase the resilience of the workforce.

A focus on worker retention is also important. Our research identified several innovative -
workforce approaches, including an annual assessment of the state of the workforce, increasing 
pride and professionalism through trade designations and opportunities for life-long learning, 
formal mentoring, and even alternative shift patterns that provide workers with extended 
periods of work time, followed by longer periods of time off.



Sector partnerships with training providers can also be a powerful way 
to support recruitment and training, especially in high demand positions 
such as truck drivers, forestry equipment operators, silviculture workers, 
heavy duty mechanics, millwrights, and GIS-modelling programmers . 
Often, training programs exist in these areas, but would benefit from 
the development of a specific forestry module . This presents an 
opportunity for the sector to collaborate with training providers and 
institutions to develop customized forestry content .

The province’s forestry sector needs a new vision . Moreover, modern 
and sustainable management of forest resources contributes to the 
fight against climate change by supporting the creation of green jobs for 
Newfoundland and Labrador . The forestry sector offers an exciting range 
of careers and recent investments in the sawmilling sector are helping 
enhance the competitiveness of wood products manufacturing . There 
is opportunity to develop a progressive sunrise vision founded on the 
strengths of the sector that supports the growth of the provincial 
bioeconomy. This would have the benefits of attracting workers while 
creating a more positive, compelling image of forestry in Newfoundland 
and Labrador.

Execution will require focus, coordination, and resources . Other 
provinces tackle this through partnerships involving industry, 
government, and post-secondary institutions. For example, in Nova 
Scotia, through the Province’s Sector Council Program, the Forestry 
Sector Council is tasked with supporting employers in fostering a 
healthy workforce . That is why the strategy proposes dedicated 
personnel be housed within NLFIA to support delivery of the 
implementation plan with industry members and stakeholders . 
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INTRODUCTION 
Letter from The Executive Director, NLFIA

Despite forestry’s tremendous history in Newfoundland and 
Labrador and the economic, social, and environmental benefits it 
contributes, the sector finds itself at an impasse when it comes to 
workforce recruitment, retention, and management . Newfoundland 
and Labrador’s aging and declining population, particularly in the 
rural areas where major forestry operations exist, mean that there is 
an opportunity to rethink how our province attracts and nurtures its 
forestry workforce . 

To help address workforce challenges, the Newfoundland and 
Labrador Forest Industry Association (NLFIA) has developed a 
Workforce Attraction and Retention Strategy for the forestry sector . 
The aim of this strategy is to provide actionable recommendations 
that can help sustain and strengthen the province’s forestry sector 
through attraction and retention efforts .

As a first step in the development of the strategy, we conducted a 
Labour Market and Training Capacity Analysis, which enabled us 
to collect and compile data on current worker demographics and 
anticipated future workforce requirements . The analysis pointed to 
current gaps and trends that need attention, but it also illustrated the 
feasibility of keeping Newfoundland and Labrador’s forestry sector 
strong and productive .

The strategic plan that we have developed owes much of its vision 
for a productive and inclusive forestry sector to the contributions and 
insights of the employers, employees, and students engaged during 
the analysis phase of this project . The recommendations contained 
within are directly informed by what we heard from the people that 
make up the sector’s workforce and what they want to see it become . 
It also draws upon strategies and best practices that we observed 
from other regions and sectors .

This vision is one of optimism and 
action, built on three crucial pillars: 
modern and attractive careers, a 
positive public perception of the 
industry, and renewed training and 
education opportunities . The actions 
proposed as part of the strategy are 
inherently collaborative and require 
that the sector and its stakeholders 
come together to make a stronger 
forestry industry a reality .

Our organization often says that our forests are our future, and 
the forestry workforce is an essential component of that future . 
Newfoundland and Labrador’s forests play a vital role in the province’s 
rural economy and the long-term prosperity of the sector depends 
on the long-term health and sustainability of our forest resources that 
the workforce supports . With a renewed strategic direction for the 
development of the sector’s workforce, Newfoundland and Labrador’s 
forestry industry is well positioned to take full advantage of the 
potential that lies ahead .

Bill Dawson 
Executive Director,  
NL Forest Industry Association
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Why We Need a Strategic Plan

The Way Forward on Forestry Sector Work Plan and more recently 
the Big Reset report speak to the opportunity for Newfoundland and 
Labrador's forestry sector to be a leader in the transition to a green 
economy. The potential for the province's forests to provide alternative
sources of heating, expand value added manufacturing, and ultimately 
drive exports is considerable. This can be readily achieved through
sustainably managed forests that are also a significant carbon sink,
aiding in the battle against climate change.

Although forestry has traditionally made significant contributions to 
Newfoundland and Labrador’s economy, the industry finds itself rapidly 
approaching a crossroads . As the province’s population ages and the 
industry is faced with competition from other sectors, there is a need to 
invest in workforce competitiveness . To do this, the industry needs to 
set a new course for itself, and it needs a road-map to guide the way . 

As a critical first step in developing a workforce attraction and retention 
strategy the Canadian Woodlands Forum and BioApplied, through their 
High Performance Logging (HPL) program partnership and with the 
support of the Newfoundland and Labrador Forest Industry Association 
(NLFIA), conducted a labour market information study and training 
capacity analysis . With the support of the NLFIA, HPL collected data 
for this analysis using a combination of online and phone surveys, focus 
group sessions, one-on-one stakeholder interviews, and direct outreach 
to various industry players . 

In doing so, HPL compiled a dataset backed by both quantitative and 
qualitative information on the Newfoundland & Labrador forestry 
sector workforce . In turn, this dataset illustrated the current and future 
challenges facing the province’s forestry sector workforce, the most 
significant of which is the need to fill current and future vacancies .
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Labour Market and Training Capacity Analysis: What We Heard
Finding quality talent to fill current and future vacancies is of 
the utmost importance for employers in the Newfoundland and 
Labrador forestry sector. The positions with the largest need, 
including truck drivers, forestry equipment operators, silviculture 
workers, heavy duty mechanics, millwrights, and GIS-modelling 
programmers, are also the most challenging to fill . Estimates of 
workforce needs projected by employers suggest that over the next 
five years, 650 to 975 people will be required .

Other sectors are faced with the same challenge and will also be 
looking to attract workers, drawing from the same labour pools . 
Raising awareness of the breadth of diverse, interesting, well-paying 
jobs in the forestry sector will be important .

Innovative workforce strategies present a significant opportunity 
for expanding the available talent pool. Our research indicated that 
considering new modes of working such as shift work that allows 
for longer working periods, balanced with longer durations of time 
off could have a positive impact on the workforce by addressing 
quality of life issues and easing the division between professional 
and personal lives . Increasing occupational recognition and informal 
training opportunities are other strategies the research highlighted . 
For example, introducing trade designations for forestry workers 
similar to what is being proposed in New Brunswick and Nova Scotia 
for equipment operators would help increase professionalism and 
profile in the sector . Similarly, mentoring is a valuable way to help 
workers advance and gain comfort in new roles . 

These innovative strategies can also contribute to a conscious 
effort to attract underrepresented groups. Promoting the sector to 
temporary and permanent foreign workers, women, youth, 
indigenous peoples, and other historically underrepresented groups 
who may have avoided forestry because they found the sector to be 
unwelcoming is key to renewing the industry’s workforce . 

Projected Vacancies for Priority  
Positions Extrapolated (in 5 years)

Projected Vacancies

Forest Truck Drivers 76

Forestry Equipment Operators 106

Silviculture Workers 87

Heavy Duty Mechanics 53

Millwrights 37

GIS Programmers 6

Expected vacancies for all positions across industry totals over 900. 

Formal training programs in Atlantic Canada could benefit from the 
addition of forestry-specific modules. The training capacity analysis 
revealed that general availability of training programs in Atlantic 
Canada is not an issue, but that many do not include material specific 
to the forestry sector . For instance, while there are many training 
programs for truck drivers, all lack a module specific to forestry 
and in-woods/mill-yard trucking . This presents an opportunity for 
the sector to collaborate with training providers and institutions to 
develop customized forestry content for priority occupations .

The province’s forestry sector needs a new image. The forestry 
sector offers a diverse and interesting range of careers: there truly 
is something for everyone . Additionally, recent investments by 
sawmilling businesses are helping enhance the competitiveness of 
wood products manufacturing in the province . Also, the opportunity to 
utilize sustainable forest management to help combat climate change 
may create a new strategic advantage in the sector offering a new 
set of careers . But the general public and potential workforce do not 
know this, basing their opinion of the sector on misleading or outdated 
information . Developing a progressive sunrise vision of the sector’s 
future would have a positive impact on its perception, helping to attract 
the future workforce and improve the industry’s public image . 
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A number of structural issues also appear to be affecting the overall 
business climate in the industry. These key challenges include the 
declining availability of the working forest and security of wood supply, 
a predominantly monopolized market for sawmill by-products and 
pulpwood, and challenging business relationships amongst the major 
industrial wood users and forestry contractors . 

Additionally, during consultations with HPL, employers regularly 
expressed their belief that government is not invested in managing the 
forest resource . Increasing restrictions on land use, uncertainties around 
fibre supply, and lack of investment in silviculture were all of significant 
concern to these employers . 

While not necessarily directly related to the ability to attract and retain 
talent, addressing the secondary issues would positively impact the 
viability and image of the sector and contribute to a working environment 
more attractive to workers in both the present and the future .

None of these problems are insurmountable: the projected number of 
workers required over the next five years numbers in the hundreds, 
not the thousands . Additionally, while some customization of training 
programs would be valuable, generally, educational institutions and 
training providers in Atlantic Canada have suitable programs and 
capacity to train the workforce of the future . 

The input of current students, employees, and employers collected 
during the research phase and compiled in the Newfoundland & 
Labrador Forest Industry Association Labour Market and Training 
Capacity Analysis brought to light a number of ways in which the sector 
can rise to the challenges it faces . These participants also made it clear 
that they are dedicated to the success of the industry . Employers and 
current employees know that the road may be arduous, but they want 
to see progress take hold in their sector . Their passion and ideas have 
influenced the recommendations made in this plan, which synthesizes 
the most important actions that can help to develop Newfoundland 
and Labrador’s forestry workforce into three main strategic themes: 
attractive and modern careers, identity and public perception, 
education and training .
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OUR STRATEGIC MISSION

The mission of the Forest Sector Attraction and Retention Strategy for Newfoundland and 
Labrador is to promote, attract, and retain a professional workforce while building a better 
working environment for everyone .

The forestry sector relies heavily on its workers, and in order to meet today’s challenges 
and reach tomorrow’s potential, the development and implementation of a strategic plan 
for the industry’s workforce is critical . The strategy for ensuring a strong workforce must 
include both short and long-term objectives . That is why our strategic mission contains 
three distinct, integral elements: promote, attract, and retain . 

NLFIA Attraction & Retention Strategy for the Newfoundland & Labrador Forestry Sector          10



This plan aims to promote the Newfoundland and Labrador forestry 
sector to potential workers as a modern, exciting industry that 
offers wide-ranging opportunities and a promising future . Many 
potential workers, especially younger workers, view forestry as a 
more traditional industry, one that lacks innovation, or perhaps 
lags behind other industries in terms of modernization or work-life 
balance . Whatever the reasons behind these beliefs, they need to be 
addressed by promoting the sector as a modern, innovative industry 
utilizing new and emerging technologies producing biobased, green 
economy products that fit today’s way of life . Today’s forestry sector 
plays an important role in combating climate change, is constantly 
evolving and finding new solutions to emerging problems and is 
home to exciting career opportunities . In other words, there is 
something for everyone in the forestry industry .

While promoting the sector as an exciting area of opportunity and 
addressing outdated myths and beliefs about the industry is crucial, 
it is imperative that we build on that foundation by attracting new 
workers, both in the immediate and long-term . We know that the 
current average age of forestry workers is 55, and it is estimated 
that 34% of Newfoundland and Labrador’s population will be 
over 65 years of age by 2038. That is why the need to attract new 
workers is integral and must address both immediate needs and 
prepare the sector for future growth and opportunity .

Stability in any industry is important, but perhaps more so in forestry 
or other sectors where the long-term management of natural 
resources is vital . In the interest of stability, we must ensure there 
is a plan to retain both current and new members of the workforce . 
Currently, many industries are facing workforce shortages and 
challenges filling positions, which means that the forestry sector is 
competing with those industries for the same talent . We must do our 
best to ensure that every current and potential forestry worker has a 
positive and fulfilling experience that meets their professional goals 
and work-life balance needs .

Every goal and objective in this strategic workforce plan is 
addressed with promotion, attraction, and/or retention in mind . 

Age Demographics by Priority Position

Forest Truck 
Drivers

51%
31–50 yrs

49%
51–60 yrs

Silviculture Workers

34%
61+ yrs

57%
51–60 yrs

6%
31–50 yrs

Machine Operators

31%
51–60 yrs

57%
31–50 yrs

6%
61+ yrs

6%
18–30 yrs

16%
61+ yrs

5%
18–30 yrs

Millwrights

16%
51–60 yrs 63%

31–50yrs

Forestry Equipment 
Operators

21%
31–50 yrs

79%
51–60 yrs

7%
61+ yrs

3%
18–30 yrs

Heavy Duty Mechanics

21%
51–60 yrs

69%
31–50 yrs

8%
51–60 yrs

15%
18–30 yrs

Labourers

75%
31–50 yrs

2%
61+ yrs

GIS Programmers

100%
31–50 yrs
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OUR VISION FOR THE WORKFORCE

The strength of the forestry sector relies on the strength of its workforce . 

As we strive to fix the gaps in the industry’s workforce and position the forestry sector 
for growth, we must examine our path to change . Given the challenges created by 
workforce shortages and the resulting increase in competition between similar sectors, 
we can no longer take the outdated, top-down approach of dictating specific needs and 
finding individuals to force themselves into the mold we have created for them . Instead, 
it is imperative that we put more consideration into the values and priorities of today’s 
workers and use this information to shape our approach .

Our vision for the workforce reflects the values, diversity, and skills of today’s workers . 

The Newfoundland and Labrador forestry sector is a modern, innovative, clean growth 
industry, and its workforce is passionate about forestry, highly-skilled, and not just an 
asset to the sector, but a competitive advantage . This workforce can position forestry as a 
vibrant field with endless potential and great opportunity .
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With the support 
of a skilled and 
passionate workforce, 
Newfoundland and 
Labrador’s forestry 
sector has the potential 
to be a leader in 
economic, social, 
and environmental 
sustainability. 

The guiding principles 
reflect this positive 
vision for the sector and 
its workforce and each 
of the plan’s proposed 
actions is shaped by 
these values.

GUIDING PRINCIPLES

Sustainability
At a time when climate change and environmental sustainability are a global priority, our 
industry has a role to play . The forestry sector is a leader in the sustainable management 
of natural ecosystems and new opportunities to leverage our forests as a significant 
asset in the battle against climate change are emerging constantly . Ultimately, forest 
management is carbon management . We owe it to ourselves and to future generations to 
keep Newfoundland and Labrador’s forests healthy and productive .

Communication and Collaboration 
Our workforce assessment identified a number of communication gaps between different 
industry actors and stakeholders that in turn affect the health of the workforce . A healthy 
flow of information between employers and employees is essential to maintaining 
accountability in the workplace and enabling collaboration to effectively resolve, or even 
prevent, workplace conflicts and inefficiencies . An industry that encourages constructive 
conversation and collaboration is one that benefits us all . Participants in our assessment 
also highlighted a need for increased communication and collaboration between industry 
and education/training providers .

Knowledge Transfer and Mentoring
As we discovered during our workforce assessment, the Newfoundland forestry workforce 
has a higher average age than other industries, and Newfoundland and Labrador has one 
of the oldest populations on average in the country . As current forestry workers retire, the 
challenge to replace them, especially those in senior or management positions, becomes 
greater . A focus on mentoring younger generations of forestry workers will help to 
promote growth from within the industry and ensure senior roles can be adequately filled .
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Safe Work Environments
The safety of our workers is paramount in the forestry sector . A vision 
for the future of the workforce needs to commit to putting the safety 
of working environments and workers first in every initiative that it 
puts forward .

Diversity and Inclusivity
The ramifications of a diverse and inclusive workforce are wide-
ranging and well-documented . A diverse workforce is more 
productive, more creative, and more attractive to top talent . But 
diversifying our sector’s workforce won’t just happen overnight . 
Encouraging diverse workers to join the sector requires constantly 
pushing ourselves to ensure that the interests and experiences of 
historically underrepresented groups are considered in the steps we 
take toward making our industry a place where everyone can thrive .

Technology-driven
The productivity and sustainability of the forest industry is highly 
dependent on the technologies that make our work simpler, faster, and 
safer . These technologies have transformed the forestry sector and will 
continue to do so in the years and decades to come . Staying on the 
cutting edge of the latest technological developments relevant to our 
field is crucial to constructing the industry’s forward-thinking identity 
and attracting a wider variety of backgrounds to our workforce .

Work-life Balance
The COVID-19 pandemic has taught us a great deal about workers’ 
values and what they look for in a job and a career . Workers are not 
willing to compromise on what is important to them and employers 

must adjust . In order to attract and retain workers in an environment 
where many industries are competing against each other for talent, it 
is important to keep the work-life balance of employees in mind and 
consider solutions that can help the workforce manage this balance .

Competitive Compensation
Fairly recognizing and rewarding worker contributions to the 
sector has never been more important than it is in the midst of the 
attraction and retention crisis that the country’s skilled labour force 
is experiencing . Competitive compensation that enables workers to 
support themselves and their families is a crucial component of the 
fair working conditions they deserve .

Education
Although roles across the sector require different levels of minimum 
education, most require some form of formal education according to 
our workforce assessment . Raising awareness of the forestry sector 
and integrating specialized training at all of the appropriate levels of 
education is key to finding and attracting the workers who will carry 
the industry into the future .

Skills
As skilled professions and trades, the roles in the forestry sector 
require up-to-date specialty knowledge . As technology and 
practices evolve, forestry sector workers need access to training and 
continued education that can keep their skills and knowledge current 
throughout their career . Moreover, our workforce assessment shows 
that employers prioritize a prospective employees experience over 
their formal education, indicating a need to provide professional 
development to both prospective and current workers to ensure the 
continuous advancement of their careers in the sector .
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OUR PLAN

The comprehensive dataset backed by both quantitative and qualitative information 
illustrated the current and future workforce challenges facing the Newfoundland & 
Labrador forestry sector . This information, along with the analysis and interviews, 
outreach and insights from those working in the industry, formulated the basis of the 
plan containing overarching goals, opportunities, and implementation tactics along three 
strategic themes: 

THEME 1

Attractive 
Modern 
Careers

THEME 2

Identity 
and Public 
Perception

THEME 3

Education 
and 
Training
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The idea of a modern and attractive career has been evolving for a 
number of years and the pandemic of the past two years has only 
accelerated that shift . More and more, workers look for a fulfilling career 
where they can develop themselves and their skills, all while maintaining 
a healthy work-life balance and positive workplace relationships . 
Workers are also looking for opportunities to participate in the clean 
growth economy – an opportunity the forestry sector can provide .

Moreover, the business case for ensuring that all feel ‘welcome’ in the 
forestry sector has never been stronger . By targeting international 
workers and individuals belonging to underrepresented groups, the 
industry has the opportunity to tap into a whole new talent pool that 
may not otherwise think that a forestry job is for them .

To attract more workers to the forestry sector, the industry needs 
to give prospective workers a reason to want to take a forestry job 
and current workers an incentive to stay in the sector . Considering 
adjustments to working conditions and actively reaching out to 
prospective labour pools are among the opportunities identified 
to help paint forestry employment as an option for all with built-in 
opportunities for growth . 

THEME 1

Attractive 
Modern 
Careers
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GOAL 
Encourage a diversity of new Canadians 
and underrepresented groups to join 
the workforce.

OPPORTUNITIES 
1) Help employers access workers through the Atlantic
Immigration and Temporary Foreign Worker programs
as well as refugee initiatives.

Although newcomers to Canada represent a consequential labour pool, too few employers 
think or know to turn to immigration programs to recruit from the more than 1,000 new 
workers choosing to call Newfoundland and Labrador home each year . Ensuring that 
employers have the knowledge and support they need to take advantage of this opportunity 
is crucial to increasing the supply of workers available and willing to join the sector . 

Key implementation tactics could include:

• Hosting information sessions that describe active programs, their requirements, the
application process, and the resources available for employers to take advantage of
these programs . The Office of Immigration and Multiculturalism may prove a valuable
partner in the realization of this tactic .

• Providing or promoting a one-stop resource that helps employers navigate the
application, recruitment, and screening stages of recruiting an international worker or
refugee to the sector .

• Equipping employers to welcome and support international workers as they settle in
Canada through sensitivity training and resource-sharing . 

• Connecting employers with relevant organizations like the Association for New
Canadians .

THEME 1

Attractive 
Modern 
Careers
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2) Work with sector employers and
underrepresented groups to create career
opportunities and address barriers to entry
and retention.

The sector only stands to gain from actively including women, BIPOC 
(Black, Indigenous, and people of colour) individuals, individuals with 
disabilities, and individuals from disadvantaged groups . Ensuring that 
everyone knows they have a place in Newfoundland and Labrador’s 
forestry sector and that they feel like they belong throughout their 
career in the industry requires action . 

Key implementation tactics could include:

• Creating an inventory of job opportunities alongside sector
employers with vacancies .

• Partnering with organizations that support the employment
of individuals belonging to underrepresented groups like the Women 
in Resource Development Corporation (WRDC), Office
to Advance Women Apprentices, InclusionNL, and the Labrador 
Office for Indigenous and Northern Skilled Trades to share 
opportunities identified by employers . Engagement with these 
groups often offers incentives, which can offset onboarding and 
training costs .

• Surveying individuals belonging to underrepresented groups to learn 
about the barriers they faced joining the sector and how these could 
be removed . 

• Recommending recurrent training modules to educate forestry 
sector employers and employees about the value of a diverse and 
inclusive sector . The Free to Grow in Forestry program is a potential 
partner for this initiative .

THEME 1: Attractive Modern Careers
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GOAL 
Modernize workplace cultures to engage and inspire employees.
OPPORTUNITIES 
1) Build capacity to support workforce
development and retention.

Actors in Newfoundland and Labrador’s forestry sector are keen to see its workforce expand and modernize to support its present and future 
needs . However, between operational priorities and the perceived weight of the effort, there is no easily identifiable group able to champion this 
mission . A central body that can drive workforce development initiatives through collaborative action would reinvigorate the capacity to tackle the 
workforce challenges the province’s forestry sector faces . Nova Scotia’s Forestry Sector Council provides a helpful model for the structure and 
mandate of such a body . This could be achieved by developing and housing workforce expertise and resources within NLFIA . 

Key implementation tactics could include:

• Engaging with government on the opportunity to create and fund support for forestry sector 
employers to attract, retain, and train workers . 

• Recruiting individuals with sector expertise to an advisory council that can help guide and 
execute key attraction, retention, and training initiatives . 

• Hiring a dedicated sector resource person with experience in workforce development .

• Integrating other initiatives and projects identified during stakeholder interviews and focus 
groups conducted for the Labour Market and Training Capacity Analysis, including:

– Providing conflict resolution support for workforce issues;

– Researching and promoting workforce development and management best practices like 
career fit analytics, retention strategies for aging workers, the feasibility of implementing 

flexible working schedules, managing employee development and training including

informal learning opportunities, work-life balance strategies;
– Developing a professional development program that empowers employers to provide 

business skills education;

– Creating a matchmaking program that can connect prospective and existing sector 
workers with work opportunities in the province .

• Exploring potential collaboration opportunities with the Corner Brook Centre for Research 
and Innovation .

THEME 1: Attractive Modern Careers
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The public perception of the forestry sector is a significant potential 
barrier to the maintenance and growth of the forestry workforce . 
Some careers in the sector have a reputation as low-paying, and 
physically demanding, that do not require training or education . On 
top of that exists the perception that the sector’s work is damaging to 
the environment .

In reality, forestry work is very rewarding and as a whole it is 
essential to the preservation of Newfoundland and Labrador’s 
natural forest ecosystem and social well-being . It is becoming 
increasingly clear that the proper management of forest resources 

can play an important role in the fight against climate change. 

Through research, collaboration, and outreach the forestry sector can 

reshape its image and thus convince more prospective and current 

workers that it is the place for them to grow their career.  

THEME 2

Identity 
and Public 
Perception
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GOAL 
Increase awareness of and pride 
in sustainable forest management 
practices and the sector’s contribution 
to environmental sustainability.

OPPORTUNITIES 
1) In collaboration with Atlantic WoodWORKS!,
develop a provincial wood charter that encourages
pride in Newfoundland and Labrador wood products.
The use of wood products benefits the province’s economic activity, supports local 
activity, and can help to mitigate the effects of climate change . An initiative that captures 
these benefits and encourages a sense of pride in Newfoundland and Labrador’s wood 
products is a key step toward increasing the domestic use of these products . Both British 
Columbia and Quebec have developed similar policies that seek to advance the use of 
wood products and contribute to a vibrant and competitive forestry sector . 

The aim of the charter aligns seamlessly with Atlantic WoodWORKS! and their mission to 
inform stakeholders of the economic, environmental, and performance advantages of 
wood product use . As a result, this plan identifies them as a champion and leader for this 
opportunity . Other potential collaborators include the Newfoundland and Labrador 
Public Procurement Agency, the Newfoundland and Labrador Lumber Producers 
Association, the Newfoundland and Labrador Department of Transportation and 
Infrastructure . 

Key implementation tactics could include:

• Engaging with government on the benefits of supporting the local forestry sector .

• Convening a working group made up of industry and government collaborators to

THEME 2

Identity 
and Public 
Perception
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recommend adjustments to public procurement procedures, 
including green procurement strategies .

• Educating key procurement targets like building developers on the
benefits of Newfoundland and Labrador wood products .

2) Collaborate with other industry sectors
to promote a positive vision of natural
resources.

The forestry sector isn’t the only one struggling to attract and retain 
workers . Other natural resource sectors like agriculture, mining, 
fishing, and aquaculture are all facing a labour shortage crisis 
exacerbated by the public perception that there is a lack of attractive 
opportunities in these industries . Yet, none of these industries are 
lacking in opportunity . In fact, they can offer sustainable and fulfilling 
careers as well as the benefit of a rural lifestyle . By collaborating 
with these industry sectors, the forestry sector has the potential to 
promote a positive vision of careers and lifestyles in natural resources 
that can supersede these negative perceptions .

Key implementation tactics could include:

• Conducting a scoping exercise that identifies other natural
resource sectors with common issues and interests .

• Engaging with government to better understand the support 
available for rural economic development and career promotion in 
rural Newfoundland and Labrador .

• Developing a promotional campaign that profiles the benefits
of rural lifestyles and career opportunities in natural resource 
sectors in collaboration with government and identified sector 
organizations .

3) Assess social acceptability as it applies
to the forestry sector.

Increasingly, sectors and organizations not only need regulatory 
permission to operate, but also a form of social permission granted 
by communities and stakeholders . This is especially the case in the 
forestry sector, which is seeing more and more members of the public 
express an opinion about how forest resources are used and managed, 
and in some cases even expressing that the resources be left 
entirely unmanaged . Social acceptability is ever-shifting; it can be 
gained and lost at any time, and it is important to understand its 
baseline, influencers, and trends as these are key to the continued 
viability of the sector . 

Key implementation tactics could include:

• Engaging a third-party with expertise in both forestry and social
science to conduct the assessment . 

• Analyzing the assessment’s key takeaways and integrating them 
into workforce initiatives where appropriate .

• Partner with organizations like econext to ensure industry 
stakeholders are aware of (and working toward) emerging 
corporate social responsibility trends and best practices as they 
relate to environmental, social, and governance (ESG) reporting .

THEME 2: Identity and Public Perception
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social acceptability issues including stakeholder engagement, 
communications, and conflict resolution.
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GOAL 
Promote the forestry sector 
as a working environment of 
choice for job seekers.

OPPORTUNITIES 
1) Create a new identity for what a career in
the sector looks like.
Too few people know what a career in the forestry sector can look 
like and too many think of forestry as an inflexible, low-paying, and 
ecologically destructive sector . These misconceptions mean that there is 
an opportunity to design a new cross-industry image of forestry careers 
that dispels these myths and instead highlights the breadth of available 
opportunities as well as the positive social, economic, and environmental 
impacts of the sector’s activities . The ultimate aim of this identity is to 
transform forestry as a sector of choice in the eyes of job seekers .

Key implementation tactics could include:

• Establishing an advisory team made up of post-secondary
education recruiters, forestry professionals, and brand
implementation experts responsible for developing a career
branding strategy . This strategy should integrate key findings from
the social acceptability assessment and could include:

– Aligning educational requirements for a career in the forestry
sector;

– Developing career profiles;

• Creating a dissemination strategy to launch and promote this
identity . 

2) Develop an annual assessment of the
state of the workforce.

Newfoundland and Labrador’s forestry sector needs reliable and 
relevant metrics to guide its future direction and help anticipate 
challenges . An annual state of the workforce assessment that 
measures key workforce metrics can help forecast workforce risks, 
and inform existing strategy and future strategy needs .

Key implementation tactics could include:

• Investigating data collection sources and mechanisms, including
the capacity for real-time reporting versus annual, contracted
investigations .

• Running a pilot report that can establish a baseline and serve as
a means of gaining commitment for an annual or other periodic
implementation .

• Identifying an agency responsible for the regular implementation
and publication of the report .

• Sourcing financial support for the pilot and annual reports . 

THEME 2: Identity and Public Perception
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3) Promote forestry career pathways to
teachers, guidance counselors, and students.

Raising awareness of the breadth of careers in the forestry sector and 
dispelling misconceptions around the industry and the lifestyles it 
affords should happen as early as possible . In the past, Newfoundland 
and Labrador has included initiatives that raise awareness of the 
forestry sector in pre-secondary curricula, which could be revived and 
adapted to encourage youth to consider a forestry career from an 
informed standpoint . Projects worth considering include the Atlantic 
Teachers Tour, the New Brunswick Forestry 110 curriculum, Future 
from Forests, Forest in a Backpack, the Forestry Ecology Walking 
Tour, among other education programming targeted at students and 
teachers .

Key implementation tactics could include:

• Identifying previously successful programs and determining
whether they can be updated and reintegrated into the school
curriculum .

• Researching similar educational initiatives in other provinces or
countries and in other natural resource industries .

• Creating a school-based forestry program based on this research
that can be integrated into the Board of Education’s curriculum
requirements .

4) Pursue trade designations for critical
occupations.

Although the forestry sector as a whole is facing a labour shortage, 
certain critical occupations are already severely affected . Designating 
these occupations as skilled trades would provide formal recognition 
for the experience and expertise of current and future occupants 
of these roles, set a standard for future professional development, 
and create a network of information and resource sharing for both 
employees and the sector .

Key implementation tactics could include:

• Contacting the Apprenticeship and Trades Certification Division
(ATCD) of the Department of Immigration, Population Growth,
and Skills to become familiar with the process of pursuing trade
designations .

• Consulting with Nova Scotia and New Brunswick actors about
trade designation for forestry equipment operators under
development .

• Conducting information sessions with stakeholders to gauge
interest and familiarize them with the process .

• Forming a working group tasked with developing and submitting
the application .

THEME 2: Identity and Public Perception
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Encouraging more people to join and to stay in the forestry sector 
requires giving them the tools that they need to succeed . Although 
there are sufficient general education opportunities for those 
interested in joining the forestry sector, few are specifically tailored to 
working in the industry, and even fewer train prospective workers in 
the skills needed for priority positions that require new talent as soon 
as possible .

Strategically targeting forestry education and training opportunities 
means refining offerings so that they can meet the industry’s 
current and future needs, all while raising awareness of the different 
skills workers can develop through their careers . Ensuring that this 
education and training provides a clear path to employment is also 
essential to the growth of Newfoundland and Labrador’s forestry 
sector .

THEME 3

Education 
and Training
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GOAL 
Foster collaborative education and 
training partnerships that expand the 
educational potential for prospective 
and current forestry sector employees.

OPPORTUNITIES 
1) Launch worker recruitment and training programs
that target priority positions

The Labour Market and Training Capacity Analysis determined that while Newfoundland 
and Labrador needs to attract skilled workers across the forestry sector, employers have 
an especially urgent need to recruit truck drivers, forestry equipment operators, heavy-
duty mechanics, millwrights, GIS-modelling programmers, and silviculture workers . These 
priority positions require a targeted recruitment and training strategy that incentivizes 
workers to train for these roles and gives them the tools to work productively and safely . 

Key implementation tactics across these priority positions include:

• Developing a proposal for entry-level training programs targeted at each of
the priority positions, informed by a statement of need from employers, and in
consultation with funding partners, program partners, and subject matter experts .

• Soliciting applications for training through targeted marketing efforts .

• Developing a basic forestry sector and wood products curriculum, with specific
modules tailored to the priority positions that cover areas like orientation and truck
and equipment operation . 

• Building a job-matching component into training to pair prospective employees and
employers for temporary and permanent placements .

• Providing continued on-the-job training through mentorship and advanced coaching/
educational opportunities . 

THEME 3

Education 
and Training
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2) Develop partnerships between industry
and training providers that support
recruitment and continued education.

Education is not a one-stop shop and our sector has to adapt to the 
growing need and appetite for continued education in the workforce . 
Enabling workers to develop a career in the forestry sector means giving 
them the opportunity to update and expand their knowledge throughout 
their lifetime in the industry . In so doing, they will be able to grow into 
different roles and areas of expertise . Owners and managers of forestry 
operations can also benefit from educational support through programs 
that develop their business and human resources skills . The forestry 
sector alone can’t deliver on these continued training needs, but it can 
act as the vital link between the workforce and training providers .

Implementation tactics could include: 

• Surveying and regularly monitoring industry training needs .

• Sharing information with training providers and government funding
agencies about the forestry sector, the occupations in woodlands
and manufacturing facilities, and the skills they necessitate .

• Working with training providers to create work experience
opportunities for students in programs related to priority positions .

• Developing postgraduate micro-credential programs focused on
heavy equipment repair and maintenance, hydraulics, electrical
engineering, and welding .

• Developing a professional development program for owners and
employers, focused on areas such as business management and
human resources principles, customer relations, and succession
planning .

• Exploring funding and recognition pathways for employees
developing their skills .

THEME 3: Education and Training
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The Attraction and 
Retention Strategic 
Plan includes different 
opportunities to maintain 
and revive Newfoundland 
and Labrador’s forestry 
sector.

IMPLEMENTATION STRATEGY
Each of the proposed opportunities include a list of implementation tactics that represent 
the steps to realize these opportunities . To best modernize forestry careers, improve 
public perception of the sector, and increase education and training opportunities, these 
projects should be undertaken collaboratively by the NL Forest Industry Association 
alongside various governmental, industry, and other collaborators . In most instances, 
the plan suggests the NL Forest Industry Association act as the lead in implementing an 
opportunity or that the Association hire a consultant with specific expertise relevant to the 
specific task . 

Table 1 outlines the potential collaborations relevant for each opportunity, as well as an 
approximation of the required financial investment outside of normal operational costs 
and current stakeholder acceptance of the initiative .

On top of collaborating with relevant stakeholders on the implementation of the proposed 
opportunities, the NL Forest Industry Association may also choose to establish a Strategy 
Advisory Committee (SAC) that can identify specific considerations and priorities in the 
implementation of these strategic initiatives . The SAC would play a lead role in monitoring 
the progress of the various initiatives, including the implementation of the highest 
immediate priority tasks listed in Table 2 . Table 2 also includes an implementation timeline 
that maps the progress of the proposed opportunities over five years .

Table 3 provides an estimated budget to implement this strategy . The overall program cost 
of $4,934,000 is a cash projection that does not consider in-kind contributions from 
collaborators .
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Table 1: Implementation Partnership and Feasibility Overview

Opportunity Proponent Collaborators Investment Stakeholder 
Acceptance

Attractive and Modern Careers

Promote immigration
Consultant on 
behalf of the 

NFLIA

• Government of Newfoundland and Labrador,
Department of Immigration, Population Growth
and Skills

Medium Medium to high

Engage with 
underrepresented 
groups

NFLIA

• Women in Resource Development Corporation

• Free to Grow in Forestry Program

• Office to Advance Women Apprentices

• Inclusion NL

• Association for New Canadians NL

• Indigenous communities

Medium Medium to high

Establish a dedicated 
HR resource

NFLIA

• Government of Newfoundland and Labrador,
Department of Immigration, Population Growth
and Skills

• NL Workforce Innovation Centre

High Medium to high

Identity and Public Perception

Develop a provincial 
wood charter

Consultant on 
behalf of the 

NFLIA

• Government of Newfoundland and Labrador,
Public Procurement Agency

• Atlantic Wood WORKS

• Maritime Lumber Bureau

• Newfoundland and Labrador Lumber Producers’
Association

• Government of Newfoundland and Labrador,
Department of Transportation and Infrastructure

Medium High
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Opportunity Proponent Collaborators Investment Stakeholder 
Acceptance

Identity and Public Perception

Promote a positive 
vision of natural 
resources

Consultant on 
behalf of the 

NFLIA

• Newfoundland and Labrador Aquaculture
Industry Association

• Mining NL

• Energy NL

• Newfoundland and Labrador Federation
of Agriculture

• Canada-Newfoundland and Labrador Offshore
Petroleum Board

Medium to high Medium

Assess social 
acceptability

Consultant on 
behalf of the 

NLFIA

• Government of Newfoundland and Labrador,
Department of Fisheries, Forestry and Agriculture

• University partners, including University
of Moncton and Memorial University

Medium to high Medium to high

Create a new identity 
for careers

Consultant on 
behalf of the 

NLFIA

• University of New Brunswick

• Lakehead University

• College of the North Atlantic

• Government of Newfoundland and Labrador,
Department of Education

Medium Very high

Develop an annual 
assessment of the state 
of the workforce

NLFIA

• Government of Newfoundland and Labrador,
Workforce Development Secretariat

• Government of Newfoundland and Labrador,
Department of Fisheries, Forestry and Agriculture

Medium Medium to high

Promote careers to 
teachers, counsellors, 
and students

Education 
consultant on 
behalf of the 

NLFIA

• Government of Newfoundland and Labrador,
Department of Education

• Industry companies

• Training providers

Medium High
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Opportunity Proponent Collaborators Investment Stakeholder 
Acceptance

Identity and Public Perception

Pursue trade 
designations

NLFIA

• Trades NL

• Union organizations

• Contractors and businesses

• Government of Newfoundland and Labrador,
Department of Fisheries, Forestry and Agriculture

• Canadian Woodlands Forum

Low High

Education and Training

Launch recruitment and 
training programs for 
priority positions

NLFIA

• Training providers

• Government of Newfoundland and Labrador,
Department of Immigration, Population Growth
and Skills

• Contractors and businesses

• Government of Newfoundland and Labrador,
Department of Fisheries, Forestry and Agriculture

• Canadian Woodlands Forum

High High

Develop partnership 
between industry and 
training providers

NLFIA

• Training providers

• Government of Newfoundland and Labrador,
Department of Immigration, Population Growth and
Skills

• Contractors and businesses

• Government of Newfoundland and Labrador,
Department of Fisheries, Forestry and Agriculture

• Canadian Woodlands Forum

• Newfoundland and Labrador Lumber Producers’
Association

High High
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Table 2: Implementation Timeline

Opportunity Priority Year 1 Year 2 Year 3 Year 4 Year 5

Attractive and Modern Careers

Promote immigration High

Engage with underrepresented groups High

Establish a dedicated HR resource High

Identity and Public Perception

Develop a provincial wood charter Medium

Promote a positive vision of natural resources Low

Assess social acceptability

Create a new identity for careers Very high

Develop an annual assessment of the state of the workforce High

Promote careers to teachers, counsellors, and students High

Pursue trade designations Medium

Education and Training

Launch recruitment and training programs for priority positions Very high

Develop partnership between industry and training providers High
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Opportunity Year 1 Year 2 Year 3 Year 4 Year 5 Estimated 
total cost

Attractive and Modern Careers

Promote immigration $15,000 $25,000 $25,000 $25,000 $25,000 $115,000

Engage with underrepresented groups $12,000 $15,000 $15,000 $15,000 $15,000 $72,000

Establish a dedicated HR resource $175,000 $875,000 

Identity and Public Perception

Develop a provincial wood charter — $10,000 $10,000 $10,000 $10,000 $40,000

Promote a positive vision of natural resources — — $15,000 — — $15,000

Assess social acceptability $25,000 $75,000 $100,000

Create a new identity for careers — $15,000 $125,000 $25,000 $25,000 $190,000

Develop an annual assessment of the state 
of the workforce

$50,000 $40,000 $40,000 $40,000 $40,000 $210,000

Promote careers to teachers, counsellors, 
and students

— $25,000 $65,000 $25,000 $25,000 $140,000

Pursue trade designations $10,000 $10,000 $10,000 $25,000 $25,000 $80,000

Education and Training 

Launch recruitment and training programs 
for priority positions

$12,000 $445,000 $445,000 $445,000 $445,000 $1,792,000

Develop partnership between industry 
and training providers

$25,000 $320,000 $320,000 $320,000 $320,000 $1,305,000

Estimated annual spending $324,000 $1,155,000 $1,245,000 $1,105,000 $1,105,000 $4,934,000
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Monitoring the delivery 
and effectiveness of 
this strategy is key to 
ensuring its success.

MONITORING, EVALUATION 
AND ADJUSTMENT
A number of metrics will be useful in this monitoring effort, including process indicators 
that track the delivery of each suggested action, and outcome indicators that determine 
the effectiveness of the actions and the overall strategy . These metrics can also guide any 
future adjustment to the strategy as it is underway .

Process indicators are specific to each of the projects and actions suggested in this 
strategy and may include a number of milestones such as the successful delivery of 
recruitment and training programs for priority positions, the number of information 
sessions conducted with employers to raise awareness of immigration programs, and the 
size of the audience reached through social media campaigns . Given the specific nature 
of these indicators, we recommend that they be identified and collected on a project-
by-project basis . Each project should include a monitoring component to help track the 
progress of delivery efforts and inform the significance of the outcome indicators .

The suggested outcome indicators will measure the effectiveness of the strategic actions 
and of the reinvigoration of the sector’s workforce . Many of these can be sourced through 
the state of the workforce assessment proposed as part of this strategic plan as well 
as Statistics Canada’s own data collection efforts . A list of outcome indicators, how to 
measure their success, and the source of the data that supports them is included in Table 4 . 
An annual review involving sector stakeholders, government, and members of the general 
public is recommended as a means of simplifying evaluation and identifying what strategic 
action is progressing as expected and what may require further or renewed effort .
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Table 4: Suggested Outcome Indicators 

Indicator Measure of success Rationale Source

Rate of turn-over
Turnover rate decreases or does 
not increase

Declining turnover should result in lower HR costs and 
contribute favourably to quality, efficiency, and safety .

State of the workforce 
assessment

Job vacancy rate Vacancy rate declines
Declining vacancies would suggest that employers are 
filling open positions and retaining workers .

Statistics Canada and/
or state of the workforce 
assessment

Gross payroll Gross sector payroll increases
Increasing gross payroll may reflect increases in overall 
sector employment and/or increasing compensation 
levels .

Statistics Canada and/
or state of the workforce 
assessment

Level of worker 
satisfaction

Worker satisfaction increases
Increasing worker satisfaction may reflect better 
work-life balance and contribute favourably to quality, 
efficiency, and safety .

State of the workforce 
assessment

Salary and benefits 
benchmarking

Compensation increases
Improved salary and benefits may reflect increasing 
compensation competitiveness .

State of the workforce 
assessment

Proportion of 
international workers 
present in the workforce 

Proportion of workforce 
participation from international 
and temporary foreign workers 
increases

Increasing participation of international and foreign 
workers should help address worker shortages and 
contribute to improved workforce diversity . 

State of the workforce 
assessment

Proportion of 
underrepresented groups 
present in the workforce

Proportion of workforce 
participation from individuals 
belonging to underrepresented 
groups increases

Increasing participation of individuals belonging to 
underrepresented groups should help address worker 
shortages and contribute to improved workforce 
diversity . 

State of the workforce 
assessment

Worker age
Average age of the workforce 
declines

Declining workforce age should reflect a workforce 
better able to deal with advancement and succession . 

State of the workforce 
assessment
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Based on a foundation 
of data and interviews 
from employers, workers, 
students, and key 
stakeholders, as well 
as relevant initiatives 
from other sectors and 
regions, the strategy 
has identified a number 
of key opportunities to 
help foster a healthy, 
sustainable, and 
competitive workforce in 
the Newfoundland and 
Labrador forestry sector.

CONCLUDING REMARKS
Effective implementation of this strategy requires a multi-pronged approach that 
addresses the challenges of an aging workforce, competition from other sectors, and 
boosting the public image of forestry in the province . Key recommendations include 
strategic opportunities focused on attraction, retention, and training including:

•  Raising awareness among youth and younger workers making career decisions
regarding the breadth of opportunities that exist in the sector;

•  Expanding efforts to attract traditionally underrepresented groups including First
Nations, women, and differently-abled workers well as international workers and
refugees;

•  Improving retention through innovative workforce strategies including conducting an
annual state of the workforce assessment to identify gaps and opportunities;

•  Developing trade designations for key positions and offering opportunities for life-long
learning;

•  Developing partnerships with training providers to recruit and develop talent,
especially in high demand positions such as truck drivers, forestry equipment
operators, silviculture workers, heavy duty mechanics, millwrights, and GIS-modelling
programmers . 

•  Developing a progressive sunrise vision founded on the strengths of the sector that
would have the dual benefit of attracting workers while creating a more positive image
of forestry in Newfoundland and Labrador . 

Successful execution will require focus and resources; accordingly, a priority 
recommendation is that dedicated personnel experienced with workforce development in 
the forestry sector be housed within the NLFIA to support delivery of the plan . 

Success will also require resilience . The workforce challenges faced by the sector are 
significant and achieving the vision will require a steady, persistent effort . There is 
also reason for optimism: the challenges are not insurmountable, career opportunities 
in forestry are diverse and rewarding, and the sector is evolving, creating new career 
pathways attractive to a broader range of workers . 

The time to act is now – the challenges are real, but so are the solutions.
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