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INTRODUCTION

In November 2011, the Queen’s University Industrial Relations Centre (IRC) launched a national labour
relations (LR) survey. The purpose of this survey was to describe the state of the LR profession in Canada,

based on the perspectives of practitioners.

Our 2011 survey is the second labour relations survey conducted by the IRC. In 2009, Stephanie Noél and
Anne Grant surveyed Canadian labour relations professionals to determine the key activities in which
they are involved, the amount of time spent on these activities, and the level of knowledge, skills, and
abilities required for them to perform their work. This research resulted in a competency framework for
LR professionals (Grant, 2011), a tool designed to help practitioners plan their professional development.
The IRC’s 2009 research informed the development and design of the present study.

The present survey included 37 questions, and was comprised of two sections. In the first section,
demographics, we explored the varied roles, responsibilities, and credentials of LR professionals. We also
probed some of the characteristics of the organizations in which LR professionals are employed. In the
second section, perspectives, we inquired about the level of knowledge, skills, and abilities required for a
successful LR professional. We also sought perspectives on the future of the LR profession, including the
challenges and opportunities facing the profession and changes that have, and are anticipated to occur, to
jobs held by LR professionals. The survey included both closed- and open-ended questions.

This Executive Summary synthesizes the survey responses. We focus our reporting on respondents’
perspectives on the current and future state of the LR profession in Canada. An overview of the
demographics of our survey respondents is found in the Appendix.

PERSPECTIVES ON THE LR PROFESSION IN CANADA

Participation in LR Activities

We investigated the extent to which LR professionals are involved in twelve different LR activities. To
determine the average rating for involvement in each LR activity, we multiplied each rating on the five-
point scale (1=very uninvolved; 5=very involved) by the number of responses received. We then divided
this number by the total number of respondents (n=143), in order to obtain the weighted average. This
method of analysis is used throughout the sections that follow. Figure 1 illustrates the average rating of

involvement in day-to-day LR activities.



Conflict resolution/management
Coaching with regard to LR best practices
Administration of collective agreement
Grievance settlement

Collective bargaining preparation
Investigation/fact-finding
Union-management meetings
Collective bargaining at the table
Grievance management/processing
Informal pre-grievance counseling
Rights arbitration

Health and safety

Figure 1. Level of involvement in day-to-day LR activities (average rating)
(n=143)

We further analyzed the data to determine the top five activities in which respondents have been “very
involved.” We did this by dividing the number of respondents who rated the activities with a 5 (i.e., “very
involved”) by the total number of responses (n=143).

Results reveal that 54.5% of respondents indicated that they are “very involved” in conflict resolution and
management, while 48.2% of respondents reported being “very involved” in collective bargaining and
preparation. In addition, 47.0% of respondents are “very involved” in the administration of collective
agreements. Similarly, 47.0% of respondents are “very involved” in collective bargaining at the table,
while 39.0% are “very involved” in grievance settlement. Figure 2 presents the LR activities in which

respondents reported being “very involved.”

54.5

|

Conflict resolution/management
Collective bargaining and preparation _ 48.2
Administration of collective agreement

Collective bargaining at the table

Figure 2. LR activities in which respondents are “very involved” (percentage of respondents)
(n=143)




Knowledge

For the purpose of this survey, the IRC defined knowledge as an organized body of information (technical,
procedural, or factual) that, when applied, enhances job performance. This definition was derived through a
review of the literature, including Federal Careers (2011), Grant (2011), and Levine (1983).

We now describe respondents’ perspectives on the knowledge required to perform day-to-day work, along
with their current and desired level of knowledge.
Knowledge Required to Perform Day-to-Day Work

Respondents were provided with eight LR knowledge areas, and asked to indicate on a five-point scale
(1I=unnecessary; 5=essential) the extent to which certain knowledge is required for their day-to-day work.

The average rating for each area of LR knowledge is plotted in Figure 3.

Understanding union-management perspective 4.53

Conflict resolution 4.31
Labour statutes 4.27

Negotiation 4.26

Human rights

Dispute resolution systems management/design

Change management

Health and safety

Figure 3. Level of LR knowledge required for day-to-day work (average rating)
(n=138)
Of the knowledge areas rated “essential,” results reveal that understanding union-management perspective
ranked first (71%), followed by labour statutes (59%), conflict resolution (57%), negotiation (56%), and
human rights (44%). Figure 4 illustrates the top five “essential” knowledge areas for an LR professional to

perform daily work.
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union-management
perspective

Figure 4. Top five LR knowledge areas rated as “essential” (percentage of respondents)
(n=138)

Current Level of Knowledge

Respondents were provided with the same eight LR knowledge areas, and asked to indicate their current
level of knowledge on a five-point scale (1=novice; 5=expert). The average rating of current level of

knowledge is illustrated in Figure 5.

Understanding union-management perspective
Negotiation

Conflict resolution

Labour statutes

Human rights

Dispute resolution systems management/design
Change management

Health and safety

Figure 5. Current level of knowledge (average rating)
(n=137)

We next determined the areas of knowledge in which respondents indicated a current “expert” level of
understanding (i.e., knowledge areas rated 5). Results reveal that 45% of respondents consider themselves
“expert” in understanding union-management perspective. 37% of respondents perceive themselves to be
“expert” in negotiation, while 34% of respondents are “expert” in labour statutes, 29% are “expert” with

regard to conflict resolution, and 18% are “expert” in human rights. A further 17% of survey respondents



deem themselves “expert” in dispute resolution systems management/design, while 11% are “expert” in

change management, and 9% are “expert” in health and safety.

Desired Level of Knowledge

Respondents were provided with the same eight LR knowledge areas, and asked to indicate their desired
level of knowledge on a five-point scale (1=novice; 5=expert). The average rating for each of the desired

knowledge areas is illustrated in Figure 6.

Understanding union-management perspective
Conflict resolution

Negotiation

Labour statutes

Dispute resolution systems management/design
Human rights

Change management

Health and safety

Figure 6. Desired level of knowledge (average rating)
(n=135)

The aggregated data indicate that there is a strong desire amongst respondents to improve their
knowledge in most of the areas we cited. In particular, understanding union-management perspective
(4.56), conflict resolution (4.54), and negotiation (4.51) are areas in which, on average, respondents desire
“expert” knowledge. While the remaining averages all fall below the rating of 4.5 on the scale of 1 to 5,
the lowest average rating was just over 3.5 (health and safety). Overall, respondents desire a high level of

knowledge in all of these areas.

Skills

For the purpose of this survey, the IRC defined skill as measurable and quantifiable expertise acquired
through training and practice. This definition was created based on a review of literature, including
Federal Careers (2011) and Levine (1983).

Three skills-related questions were asked to determine 1) the skills required to perform day-to-day
activities; 2) the extent to which respondents currently possess the listed skills; and 3) the desire to

acquire particular skills.



Skills Required to Perform Day-to-Day Work

Respondents were provided with a list of fourteen LR activities, and asked to rate the level of skill

required in each activity. We provided respondents with a five-point scale (1=unnecessary; 5=essential).

Figure 7 rank orders the skills required for LR professionals’ day-to-day work, based on average rating.

Communication (verbal/non-verbal) was tied with active listening at an average of 4.69. Relationship

building was ranked third (4.68), followed by collective agreement interpretation (4.28), and coaching and

consulting (4.20).

Communication (verbal/non-verbal)
Active listening

Relationship building

Collective agreement interpretation
Coaching and consulting
Negotiation

Dispute resolution

Conflict analysis

Grievance settlement

Mediation

Collective bargaining

Drafting contract language
Change management

Arbitration advocacy

4.69
4.69
4.68
4.28

4.20

4.18

4.18

3.95
3.77
3.59
3.50
3.40
3.34
3.25

Figure 7. Level of skill required for day-to-day LR work (average rating)

To determine the skills that are essential for an LR professional’s day-to-day work, we calculated the

number of individuals who indicated a skill as 5 (“essential”). The five skills with the largest percentage of

respondents rating them as “essential” are active listening, relationship building, communication

(verbal/non-verbal), collective agreement interpretation, and coaching and consulting. Figure 8 illustrates

the percentage of respondents who rated skills as “essential.”
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60
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Active listening Relationship Communication Collective Coaching and
building (verbal/non-verbal) agreement consulting
interpretation

Figure 8. Skills perceived as “essential” for an LR professional (percentage of respondents)
6 (n=131)



Current Level of Skill

Respondents were asked to rate their current level of skill on a five-point scale (1=novice; 5=expert).
Aggregated data show that respondents are highly skilled in the areas of communication (verbal/
non-verbal, 4.29), relationship building (4.29), active listening (4.26), and collective agreement
interpretation (4.14). Figure 9 rank orders respondents’ current level of skill by average rating.

Communication (verbal/non-verbal)
Relationship building

Active listening

Collective agreement interpretation
Dispute resolution

Coaching and consulting
Grievance settlement

Negotiation

Conflict analysis

Collective bargaining

Mediation

Drafting contract lanaguage

4.29
4.29
4.26
414
3.90
3.90
3.88
3.79
3.79
3.49
3.48
3.44

Change management 3.09

Arbitration advocacy 3.06

Figure 9. Current level of skill (average rating)
(n=129)
Desired Level of Skill

A list of thirteen skills was provided to respondents. We asked respondents to indicate their desired level
of skill in each of these activities on a five-point scale (1=novice; 5=expert). We calculated the average

rating for each skill, and ranked the desired skill level from highest to lowest.

Results reveal that LR professionals desire the highest level of skill in communication (verbal/non-verbal,
4.76), relationship building (4.74), and dispute resolution (4.68). Twelve of the thirteen skills have an
averaged rating greater than 4.0. This data suggests that LR professionals are eager to improve their skills.

Figure 10 lists the average rating of desired skill level.

Communication (verbal/non-verbal) 4.76

Relationship building 4.74
Dispute resolution 4.68

Coaching and consulting

Collective agreement interpretation

Negotiation

Conflict analysis

Collective bargaining

Grievance settlement

Mediation

Drafting contract language

Change management

Arbitration advocacy

Figure 10. Desired level of skill (average rating)
(n=127)



In an alternative analysis, we examined the percentage of individuals who indicated a desired level of 5
(“expert”) in each of the skills areas. Similar to the previous analysis, 83% of respondents indicated that
they desire to become “expert” in both relationship building and communication (verbal/non-verbal).
77% of respondents reported a desire to be “expert” at collective agreement interpretation and dispute
resolution, while 74% of respondents desire to be “expert” at coaching and consulting (see Figure 11).

83 83
77 77
I I |

Relationship Communication Collective Dispute resolution Coaching and
building (verbal/non-verbal) agreement consulting
interpretation

Figure 11. Top five skills in which LR professionals desire to be “expert” (percentage of respondents)
(n=127)

Interestingly, while dispute resolution was not indicated as one of the top five essential skills required to
perform day-to-day tasks, it was rated as one of the top five skills in which respondents desire to become
“expert.”

Abilities
For the purpose of this survey, the IRC defined ability as the capacity to perform a physical or
cognitive activity at a given time. Ability is the capacity to perform, while skill is the actual performance.

This definition was created based on a review of the literature, in particular, Federal Careers (2011), and
Grant (2011).

Current Level of Ability

We provided respondents with a list of nine LR activities and asked them to indicate their current level of
ability to understand and apply LR processes, key elements, and best practices with regard to the
activities using a five-point scale (1=novice; 5=expert). Average ratings were calculated and ranked in a
descending order to reflect the respondents’ current level of ability in each of the activities. All but one of
the activities, union-management relations (4.21), averaged less than 4.0. Figure 12 outlines respondents’
average rating of their current ability to apply LR processes, key elements, and best practices to LR
activities.



Union-management relations
Grievance processing
Fact-finding/investigation
Strategic grievance handling
Grievance mediation
Collective bargaining

Models of negotiation

Rights arbitration

Interest arbitration

Figure 12. Current level of ability to apply LR processes, key elements, and best practices to LR activities
(average rating) (n=124)

The data also reveal that when compared to knowledge and skills, many respondents do not consider
themselves “expert” when it comes to abilities, as the average ratings are lower. Only 9% of respondents
consider themselves to be “expert” in interest arbitration, and 16% perceive themselves to be “expert” in
rights arbitration and models of negotiation (Figure 13).

16 16

Rights arbitration Models of negotiation Interest arbitration

Figure 13. Abilities in which LR professionals consider themselves to be “expert” (percentage of respondents)
(n=124)



Desired Level of Ability

Using the same list of LR activities and five-point scale, respondents were asked to rate their desired level

of ability. Overall, the average rating calculated for the desired level of ability in each LR activity was

over 4.0. This finding indicates that respondents desire a high level of ability in each of the LR activities

provided. Figure 14 illustrates the average rating for desired level of ability.

Union-management relations

Fact-finding/investigation

Strategic grievance handling

Collective bargaining

Grievance mediation

Grievance processing

Models of negotiation

Rights arbitration

Interest arbitration

4.67

Figure 14. Desired level of ability to apply LR processes, key elements, and best practices to LR activities (average rating)

(n=123)

More than three-quarters (78%) of survey respondents identified the need to become “expert” in union-

management relations. This finding suggests that despite having an advanced understanding of union-

management relations, many respondents still see the need to improve their ability in this area. Figure 15

shows that two-thirds of the respondents identified a desire to become “expert” in understanding and

applying LR processes, key elements, and best practices in the following activities: strategic grievance

handling (67%), fact-finding/investigation (66%), and collective bargaining (66%).

Union-management relations

Strategic grievance handling

Fact-finding/investigation

Collective bargaining

Grievance processing

Grievance mediation

|

|

58

58

78

66

66

Figure 15. Abilities in which LR professionals desire to be “expert” (percentage of respondents)
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Other Required Knowledge, Skills, and Abilities

In addition to asking our participants to rate their current and desired level of knowledge, skills, and
abilities, we also asked them three open-ended questions to qualitatively capture any required
knowledge, skills, and abilities inadvertently excluded from our study. Results of these qualitative

questions are now presented.

We received 42 qualitative responses regarding other knowledge areas that a practicing LR professional
must be familiar with in order to be successful in his or her role. Respondents reported that it is
important to have knowledge of organizational development (10%) and of psychology (14%).
Interestingly, our respondents also reported that it is necessary for LR professionals to have knowledge

of financial analysis (17%) and compensation management (20%).

Twenty-six qualitative responses were received regarding additional skills required by a practicing LR
professional. Respondents reported the need to acquire and practice financial management (12%),
business operational skills (12%), and research skills (19%).

We asked our respondents if there are any other abilities that a practicing LR professional must have in
order to be successful in his or her role. We received 18 responses to this question. Our respondents
reported that the ability to analyze and execute financial operations/practices is important (16%). In
addition, the ability to multitask (12%) was recognized as desirable.

Thus, we conclude that having knowledge of, and skill with, financial analysis, as well as an understand-
ing of business operations, is fast becoming important and desirable in the LR profession. Even though
these competencies are not the core requirements for an LR professional, they certainly increase a
practitioner’s skill set, allowing for insightful and informed decisions within the LR functions.

The Future of the Canadian LR Profession

We now explore perspectives on the future of the LR profession in Canada, the top three challenges and
opportunities facing the LR profession in the next five years, the changes respondents have witnessed/
observed to their job in the past five years, as well as anticipated changes to their job in the next five years.

Outlook

Overall, LR professionals are optimistic about the future of the LR profession in Canada. Over one-half
(59%) of respondents reported being optimistic about the future of the profession. Only 15% of the
respondents are pessimistic regarding the future of the LR profession, while the remaining 26% are
unsure. Figure 16 shows the percentage of respondents who are optimistic, pessimistic, and unsure about
the future of the LR profession in Canada.
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Figure 16. Outlook on the future of the LR profession in Canada (percentage of respondents)
(n=116)

We provided respondents with an opportunity to qualify their perspective on the future of the LR
profession. A total of 105 individuals responded to this open-ended question. Of these 105 respondents,
65 individuals provided feedback on their optimism about the future of the LR profession, while 16
commented on their pessimistic perspective on the future of the LR profession, and 24 qualified their

uncertainty about the future of the LR profession. These qualitative comments are summarized below.

Aggregated qualitative data reveal that optimism on the future of the LR profession in Canada is due, in
part, to perceiving the LR profession as a rewarding career that is essential to organizations in order to
maintain good working relationships (46%). In addition, the nature of labour relations is changing, as
23% of respondents mentioned that LR professionals have moved away from a traditional negotiations

and collective bargaining approaches, toward a more collaborative and partnership-focused approach.

Sixteen practitioners explained their pessimistic outlook on the future of the LR profession in Canada.
19% of these respondents pointed to economic uncertainties, and 12% attributed their pessimism to an
increase in globalization.

Of the 24 respondents who explained their uncertainty about the future of the LR profession in Canada,
20% referenced a lack of professional training being provided to young LR professionals. Economic
uncertainties were cited by 16% of respondents.

Perceived Challenges to the LR Profession

To better understand the future of the LR profession in Canada, we asked our participants what they
consider to be the top three challenges facing the LR profession in the next five years. A total of 121
responses were received to this question. Data from this open-ended question reveal that 32% of

respondents perceive an increase in workload due to economic uncertainties (leading to reduced staff,

12



and fewer resources) as the number one challenge facing the LR profession. In addition, 20% of
respondents indicated succession planning as a challenge facing the LR profession. For example,
respondents indicated a lack of resources to groom young LR professionals to replace retiring LR
professionals. Thirdly, 19% of respondents reported talent management as a challenge. Figure 17
illustrates the top three perceived challenges facing the LR profession in the next five years.

32

Increased workload Succession planning Talent management

Figure 17. Top three perceived challenges to the LR profession in Canada in the next five years (percentage of
respondents) (n=121)

These results coincide with data from our quantitative question that asked respondents if they had
received any specialized LR training (refer to Appendix, Figure 23). 35% of respondents reported
receiving specialized LR training. Of these respondents, the majority received training through formal
university-level education (e.g., graduate/undergraduate degrees, and Queen’s IRC programming) and
only 5% received training from their organizations. These results confirm our finding that there is a need

to develop talent in the LR profession, as senior LR professionals exit the workforce.

Perceived Opportunities for the LR Profession

We next asked our participants what they consider to be the top three opportunities for the LR profession
in the next five years. We received, in total, 107 responses to this open-ended question. The data reveal
that 42% of respondents identified talent management as an opportunity; properly training and
educating young LR professionals will be advantageous for the LR profession. As seen in Figure 18,

37% of respondents indicated building collaborative relationships between union and management as an
opportunity for the LR profession. 11% of respondents pointed to their involvement in strategic decision-

making and the role that LR professionals can play in being strategic.
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Talent management Union-Management Strategic LR
collaboration and partnership

Figure 18. Top three perceived opportunities for the LR profession in Canada in the next five years (percentage of
respondents) (n=107)

Job Changes

To complement the perceived challenges and opportunities facing the LR profession, we asked
respondents to report the changes they had observed or witnessed to their jobs in the last five years,

and what changes they anticipate in the next five years. We received 100 responses to this open-ended
question. Of these 100 respondents, 20% reported increased workload due, in part, to downsizing, and
fewer resources being available in the last five years. 19% of our respondents noticed a shift away from a
traditional approach to a more collaborative union-management relationship, and 6% have noticed an
increase in human rights-related issues. Figure 19 shows the top three changes that respondents reported
to their job in the past five years.

19
Increased workload Shift away from traditional Increase in human rights
union-management issues
approach

Figure 19. Top three job changes experienced in past five years (percentage of respondents)
(n=100)
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We received 85 responses to the open-ended question that asked what changes respondents anticipate

to their job in the next five years. We determined that 5% of respondents expect an increase in
accommodation issues; 10% of respondents expect their workload to continue to increase in the next five
years. In addition, 13% of respondents anticipate that there will be a lack of trained LR professionals

to fill the roles of the more experienced professionals who will begin to retire. Our respondents note that
recruiting and developing talent in LR has been challenging. Thus, LR professionals may want to consider
devoting more resources to succession planning and talent management. Figure 20 outlines the top three

job changes LR professionals in Canada anticipate in the next five years.

13

Talent management Increased workload Increase in accomodation
issues

Figure 20. Top three anticipated job changes in next five years (percentage of respondents)
(n=85)

DISCUSSION

LR professionals are involved in a variety of activities that demand a diverse set of knowledge, skills,
and abilities. Despite perceiving themselves as “expert” in some areas, they would like to gain more
knowledge and improve their skills and abilities.

In particular, “essential” knowledge includes: understanding union-management perspective, labour
statues, conflict resolution, negotiation, and human rights. Interestingly, four of the top five skills deemed
“essential” are, perhaps, skills that cannot easily be taught in a traditional classroom environment: active
listening, relationship building, communication (verbal/non-verbal), and coaching and consulting. Often,

these skills are acquired through experience and lifelong learning.

The majority of respondents are optimistic about the future of the LR profession in Canada. This
optimism is driven by the perception that the profession is a rewarding career and is essential to
organizations. Respondents also reported that LR is adopting a more collaborative approach.

Uncertain and pessimistic views on the future of the LR profession in Canada are mainly due to present
economic uncertainties. Respondents indicated that their workload has increased in the past five years,
and anticipate this trend to continue in the future, presenting a challenge to the profession.
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Similar to the IRC’s 2009 survey results, it is evident that conflict resolution is key for LR professionals. In
the IRC’s 2009 survey, 65% of respondents reported that an advanced level of knowledge is required. In
our 2011 survey, 69% or respondents reported that they desire to become experts in conflict resolution.

It is interesting to note that LR professionals are concerned about talent management and succession
planning. This finding complements the results of the IRC’s survey of Canadian human resources (HR)
professionals (Juniper & Hill, 2011). HR professionals also identified talent management and succession
planning as top priorities for HR. Thus, while the two professions do vary, the priorities facing these

professions seem to be similar and a function of Canadian demographics.

Our LR survey respondents perceive talent management and succession planning to be both an
opportunity and a challenge. They are perceived to be challenges because LR professionals are retiring,
and there is a perception that young LR professionals are not properly trained to replace the older, more
experienced, LR professionals. Consequently, knowledge transfer seems to be an area of concern, due

to insufficient succession planning. Talent management and succession planning are perceived as
opportunities for the LR profession because of the education and training that can be provided to these
young professionals. Further, new approaches to union-management relationships that are being

adopted and implemented are slowly resulting in a new approach to and outlook on the LR profession.

To alleviate succession planning and talent management concerns, LR professionals could focus on
knowledge transfer through formalized mentoring as a way to build a talented LR workforce to replace
the more experienced LR professionals who will soon retire. Opportunities for job shadowing, and
training programs that are focused on improving required knowledge, skills, and abilities could also be
considered.

CONCLUSION

The purpose of this survey was to explore the current and changing state of LR in Canada from the
perspective of LR professionals. This Executive Summary has presented an overview of the perspectives
on the current and desired level of knowledge, skills, and abilities required for LR professions, and the

future of the LR profession in Canada.

Our survey results reveal that the labour relations profession is changing and adopting a more
collaborative, partnership-focused approach to negotiations and collective bargaining. This shift in the

profession suggests some exciting opportunities and changes ahead for LR professionals.

The IRC intends to conduct a biennial survey of Canadian labour relations professions. Thus, this survey
is part of the IRC’s longitudinal research initiative that describes and analyzes the state of the labour
relations profession in Canada. The survey data presented in this report will help to inform future IRC

survey designs, and can be compared and contrasted with new data that is collected.
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APPENDIX: DEMOGRAPHIC INFORMATION

This Appendix provides an overview of some of the characteristics of the LR professionals who

participated in our survey and the organizations in which they work.

Characteristics of LR Professionals

Included in this section is an overview of the LR professionals who responded to our survey, such as the
distribution of genders and ages, and the education/training, roles, and titles held by these individuals.

Gender and Age

Of the 184 individuals who participated in our survey, 51.4% are male and 48.6% are female. Thus, our

data is almost evenly split between males and females.

Survey respondents represent a variety of age groups. Figure 21 illustrates the distribution of

respondents’ ages.

40.9
21.6
188 17.6
I I 1.1
I
<35 36-45 46-55 56-65 65+

Figure 21. Age distribution (percentage of respondents)
(n=184)

Education and Training

The LR professionals who participated in our survey are well educated. 88.6% of respondents have some
form of post-secondary education; 67.9% of respondents have a university education. Figure 22 shows the
highest level of education completed by survey respondents.
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40.2
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20.7
8.7

High school credits High school College diploma University University graduate
diploma undergraduate degree
degree

Figure 22. Highest level of education completed (percentage of respondents)
(n=184)

We next asked respondents if they have any specialized labour relations training. We received 71
responses to this question. Approximately one-third (35%) of those who responded to this question

have specialized training. Types of specialized training include law degrees (20%), completion of IRC
programs and certificates (7%), or training provided by other organizations (5%). On-the-job experience
was also cited as specialized training by 8% of respondents. Over one-half (56%) of respondents included
their graduate or undergraduate degree in industrial relations, labour studies, and/or commerce as
providing specialized labour relations training. Figure 23 presents the various forms of specialized LR
training survey respondents have received.

Education (graduate/undergraduate) 56

|

Law degree 20

On-the-job experience

e}

Queen's IRC programs

Training provided by organizations F 5

Figure 23. Types of specialized labour relations training completed (percentage of respondents)
(n=71)

~
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Years of Experience

When asked the number of years of experience held in the LR profession, 160 individuals provided their

response. Figure 24 shows the number of years respondents have been employed in the LR profession.

2
20.6 20.6
17.5
I 13.1
<5 5-10

8.1
10-15 15-20 20+

Figure 24. Number of years of experience in LR profession (percentage of respondents)
(n=160)

Over half (50.6%) of the survey respondents (n=160) have been in their role for fewer than five years.
Approximately one-quarter, or 25.6%, of respondents have been in their current role for 5 to 10 years.
The remainder of the respondents, 23.8%, has been in their current role for 10 or more years. Figure 25

illustrates the number of years LR professionals have been working in their current role.

50.6
25.6
131
6.3
<5 5-10 20+

10-15 15-20

Figure 25. Number of years in current role (percentage of respondents)
(n=160)

20



Job Title and Primary Role in Organization

Our survey asked participants to provide us with their job title. This open-ended question resulted in 168

responses and revealed that 19% of respondents are Managers, 14% are Directors, 9% are Consultants,
and 7% are Presidents or Vice-Presidents. A further 6% are Advisors, and 4% are Officers, while 3% are

Lawyers, and the remaining 1% of respondents are Administrative Professionals. Figure 26 displays the

range of respondents’ job titles.

President, VP
Director
Manager
Consultant
Lawyer
Advisor
Officer

Admin staff

Figure 26. Top eight job title categories (percentage of respondents)
(n=168)

Results indicate that while many of the respondents hold managerial roles, 39.9% of respondents have
fewer than five direct reports. Approximately 20% of respondents have between 5 and 10 direct reports,
while approximately 11% of respondents have more than 10 direct reports.

Not surprisingly, 34.6% of respondents reported that their primary role within their organization is
employee relations. Other primary roles held by respondents include grievance handling (9.3%), and
arbitration (5.6%). Figure 27 shows the primary roles held by respondents.
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Figure 27. Primary role in organization (percentage of respondents)
(n=162)

Organizational Characteristics

We now describe some of the characteristics of the organizations in which our survey respondents are
employed. Based on aggregated data, we outline the number of employees in the organizations, along
with the sectors, industries, and geographic regions included in our study.

Size of Organizations

We received 153 responses regarding the number of employees in the organizations where respondents
are employed. Of these respondents, approximately one-quarter (25.8%) work in organizations with more
than 5000 employees. Over half (51.6%) of the organizations represented in our survey have more than
500 employees, while only 14.8% of organizations employ fewer than 50 people. Three-quarters (75%) of
our survey respondents are union representatives. Figure 28 shows the sizes of organizations, by number

of employees, included in our survey.
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Figure 28. Number of employees in organization (percentage of respondents)
(n=153)
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Sectors

When asked in what sector they are employed, 154 respondents answered this question. Public
organizations employ 48.7% of respondents, 29.2% work in private organizations, 14.9% are in non-
profit organizations, and 7.1% are part of quasi-public organizations. Figure 29 shows the percentage of

respondents employed in these four sectors.

48.7
29.2
14.9
] .

Public Private Quasi-public Non-profit

Figure 29. Sectors (percentage of respondents)
(n=154)

Industries

The healthcare and social assistance industry employs 15.3% of respondents, while 10% are employed in
manufacturing firms, and 9.3% work in education. 42% of respondents indicated “other” as their industry;
40% of this group work for the government, 25% work in unions, and 6% are from the transportation industry.

Figure 30 outlines the industries represented in our survey.

42
15.3
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Healthcare and social Manufacturing Education Other
assistance

Figure 30. Industries (percentage of respondents)
(n=150)
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Geographic Regions

Many (42.3%) of our survey respondents work in organizations located in Ontario. 41.6% of survey
respondents work in the western provinces (British Columbia, Alberta, Saskatchewan, and Manitoba),
while 8.1% work in the eastern provinces (New Brunswick, Nova Scotia, Newfoundland and Labrador),
and less than 1% of respondents are from Quebec. Unfortunately, we did not receive any responses from
Northern Canada, or Prince Edward Island. The geographic regions represented in our survey are

displayed in Figure 31.

Ontario
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Figure 31. Geographic regions (percentage of respondents)
(n=149)

Summary

In general, our survey respondents are well educated (most hold university-level degrees), and are over 40
years of age. The majority of our respondents are in managerial roles (i.e., President/Vice-President,
Director, or Manager). Almost half of our respondents work in the public sector, which is much larger
than the public sector’s share of overall employment in Canada. This discrepancy is likely due to a higher

prevalence of unions in the public sector.
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RESEARCHERS

PAUL JUNIPER (MA, Geography (York); CHRP; SPHR; Honourary Life Member, HRPA) became the
sixth Director of the Queen’s University Industrial Relations Centre (IRC) in 2006. Paul is a leading and
respected figure in Canada’s HR community, with over 30 years of experience in human resources and
association leadership. Paul continues to speak to national and international audiences on The Future of
HR and Raising the Bar on HR.

ALISON HILL is a Research Associate with the IRC. She completed her Master of Education degree from
Queen’s University. Alison helps to manage the IRC’s research function. She is the lead editor for the IRC’s
Research Briefs and E-News, monthly e-newsletters that are distributed to the IRC’s community. In
addition, she conducts national surveys, and interviews HR professionals in Canada and around the
globe to glean their insights and share their perspectives with the IRC. Alison’s research focuses on
organizational culture, organizational learning, trends in human resources, program evaluation, and

adult education principles and practices.

TAHREEM RAZA recently earned her Master of Industrial Relations degree from Queen's University's
School of Policy Studies. She also holds a Master of Arts in Work and Society from McMaster University.
Tahreem has conducted research on a diversity of topics including workplace health and safety,
immigrant workers, and the role of new public management in non-profit organizations. In her role as
Research Assistant, Tahreem supports the IRC's research function, including conducting qualitative and

quantitative research.

QUEEN’S IRC

As the oldest degree-granting institution in Canada, Queen's University enjoys an enviable international
reputation for excellence in education and research, consistently ranking near the top of all Canadian
universities on a host of academic benchmarks.

Queen’s IRC focuses on developing and delivering labour relations, human resource management, and
organizational development programs for busy practitioners. As a result of continuous research and more
than 70 years of experience, we have identified the core competencies every organization development,
human resources, and labour relations practitioner needs to be successful. Each of our programs focuses
on one of these essential skills.
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Industrial Relations Centre (IRC)
School of Policy Studies
Queen’s University
Kingston, ON K7L 3N6

Tel: 613-533-6628
Fax: 613-533-6812
Email: irc@queensu.ca

Visit us at: irc.queensu.ca
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