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1.0 Introduction 
The lack of skilled and unskilled labour in the ornamental horticulture industry is 
recognized to be acute across Canada.  In the West, the booming economies in 
Alberta and British Columbia have produced labour markets with effectively zero 
unemployment.  As such, the ability to recruit and retain employees in a seasonal 
industry such as ornamental horticulture (Landscape and Nursery) is becoming a 
critical factor in constraining growth in the industry.   
 
This report was commissioned by Horticulture Education BC with the objective of: 
 

! Reviewing all available literature that is pertinent to industry and education 
institutions recruitment and to industry retention for skilled and unskilled 
labour. 

! Identifying gaps in recruitment and retention information that is pertinent to 
development of recruitment and retention strategies for full-time, part-time, 
seasonal and permanent employees. 

2.0 Job Categories Where Labour Needs are Most 
Acute 

The BC landscape and nursery industry employs a wide range of skills in 
positions ranging from permanent full-time to seasonal part-time.  In the nursery 
sector, positions include foreperson, lead hand, supervisor, department manager, 
propagator, grower, assistant grower, sales staff, sales manager, office staff, 
shipper/receiver, truck driver and mechanic. In the landscape sector, the 
following positions are reported: bookkeeper, office manager, project manager, 
landscape supervisor, landscape labourer, maintenance supervisor, maintenance 
labourer, irrigation technician, lighting technician, designer, stonemason, 
equipment operator, arborist, and carpenter. In the retail nursery sector, positions 
include store manager, assistant store manager, department manager, sales 
associate, cashier, stock person, and buyer, in addition to some of the positions 
indicated for the other sectors, above. 

2.1 The BC Labour Market 
Increased demand for full-time skilled labour in BC is coming from virtually all 
sectors of the economy, with the exception of forestry and fishing. The demand is 
so robust that skilled worker immigrants are being admitted into Canada for the 
purpose of filling the domestic shortage of skilled labour. In the 2000 to 2004 
period, 48% of all immigrants who landed in BC were skilled workers, 14% of all 
skilled workers admitted to Canada went to BC, and workers were distributed 
across 539 different occupational groups.1 In many cases, part-time workers 
have been retained as full time workers as the economy has strengthened. 
 

                                            
1 BC Stats. 2005. Business Indictors: Skilled worker immigrants to British Columbia. December. 
http://www.bcstats.gov.bc.ca/pubs/bcbi/bcbi0512.pdf  
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The demand for part-time workers has also increased markedly in seasonal 
industries. In Alberta, temporary workers are being recruited from various 
countries to fill seasonal unskilled and low-skilled positions in construction, 
tourism and manufacturing. In 2006, the recruitment of these temporary workers 
from Mexico by Alberta businesses is anticipated to expand rapidly.2  
 
In BC, the hotel industry estimates that 84,000 new skilled and unskilled workers 
will be required in the next decade, with wages in the range of $12 to $18 per 
hour.3 Pressure is building to allow foreign workers from South America, South 
Asia and Eastern Europe. A recent report for the BC tourism industry states that 
in the Whistler corridor alone there will be a shortfall of 3,500 workers over the 
next four years.4 The hotel industry is also affected by the labour demands of the 
booming construction industry in Alberta and BC, and is expanding its 
recruitment to include high school students (starter jobs), older workers, (e.g., 
baby-boomers and retirees), and "career changers" (ex-forestry workers). There 
is also interest in student worker visas being extended beyond one year to retain 
current students from Australia, New Zealand and the UK. 
 
Traditional approaches to alleviating shortages of labour include population 
growth, increased labour force participation and better labour productivity.5 To 
increase population growth in BC, this means attracting immigrants or migration 
from other provinces, some of which are also experiencing economic growth 
spurts. Labour force participation in BC lags the rest of the country and is related 
to demographic factors.  Labour productivity is also lower in BC than the 
Canadian average, indicating potential for improvement. In addition, wage rates 
in the construction industry are attracting much of the limited labour supply.   

2.2 Landscape Nursery Industry Labour Issues 
Survey data collected by BC Landscape & Nursery Association (BCLNA) and 
reported at the Canadian Nursery Landscape Association (CNLA) summer 
meeting indicated that for landscapers and garden centres, access to qualified 
labour was their number one issue.  For growers, access to qualified skilled and 
unskilled labour was their number two issue.  These results were mirrored in 
Alberta.  

 2.2.1 Nursery Production Sector 
The nursery industry seems less concerned about seasonal unskilled labour as 
they now have access to the Seasonal Agricultural Worker Program (SAWP) and 
have been very successful in obtaining unskilled labour from Mexico.  They do 
have continuing difficulties in recruiting and retaining skilled labour. There is 
                                            
2 Nikiforuk, A. 2006. Help desperately needed. Alberta Venture. January. 
http://www.albertaventure.com/abventure_4935.html?ID=4935&doc_id=6491  
3 Bermingham, J. 2006. Hotels face a “perfect storm” in staffing. The Province. August 17. 
4 Emery, R. 2006. Tourism Labour Market Demand Analysis  for the Ski to Sky Region. 
http://www.go2hr.ca/Portals/0/reports/FinalReportRuthEmeryStSLMAMay2006.pdf  
5 White, P., M. Michalowski and P.Cross. 2006. The west coast boom. Canadian Economic 
Observer. Catologue No. 11-010-X1B. May. http://www.statcan.ca/english/freepub/11-010-
XIB/00506/feature.htm  
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potential for the SAWP to be expanded to other countries with supplies of 
unskilled workers. 

2.2.2 Landscape Sector 
A labour needs survey carried out by Landscape Nursery Trades Alberta6 
indicated that: 
 
! Thirty eight percent (38%) of respondents reported having unfilled full-time 

(year-round) skilled positions and nearly all (92%) of these positions had 
remained vacant for more than one month.  

 
! Landscape contractors also had difficulties with seasonal worker 

vacancies: 70% of respondents were unable to fill all of their skilled 
seasonal worker positions; 63% of respondents were unable to fill all of 
their unskilled seasonal worker positions.  

 
Discussions with various landscapers in British Columbia indicate that there is a 
lack of labour in all job categories, but they seem to be most concerned about 
their ability to attract and retain full time skilled labour and seasonal unskilled 
labour. 

2.2.3 Retail Nursery/Garden Centre Sector 
The only information available for this sector is the report by BCLNA to the CNLA 
summer meeting indicating that access to qualified staff was their number one 
issue. 

2.2.4 Turf Grass/Golf Course Sector 
The most recent information on employment trends in the Turf Grass/Golf Course 
Sector is from an industry profile published in 1999 and recently updated in 2006 
but not yet published; the 1999 profile  states7: 
 
Survey respondents reported 3,500 employees involved in turfgrass operations. 
From this, it can be estimated that the industry employs between 10,000 and 
11,000 people with the following characteristics:   
 
! 41% of employees are full time and 44% are part time permanent 

positions. Only 15% of employment is seasonal part time. 85% are 
permanent positions and 40% are full time permanent positions. 

! In 2006, 56% of respondents identify a Certificate or Diploma in turfgrass 
management to be typical entry level qualifications for a supervisory role 
within the industry.  This is an increase from 25% in the 1999 publication. 

! In 2006, 53% of respondents indicated that a Certificate or Diploma in 
turfgrass management to be typical entry level qualifications for a turfgrass 
managers within the industry 

                                            
6 Landscape Contractors Labour Survey, 2006.  Landscape Nursery Trades Alberta.  
7 BC Turfgrass Industry Profile, 1999. Western Canada Turf Grass Association 
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2.2.5 Public Sector (Parks) 
No specific data was found on the demand for Public Sector horticultural 
workers, however the data in Table 1 includes workers in this sector, and the BC 
Turfgrass Industry Profile includes data from municipalities and school boards. 

2.2.6 Summary - Job Categories with Labour Shortages 
There are acute labour needs in skilled and unskilled, seasonal and fulltime 
positions in the landscape and retail sectors and skilled labour in the production 
nursery sector. 

2.3 Landscape/Nursery Labour Demand Trends 
Labour demand trends in the BC nursery landscape sector are difficult to forecast 
for several reasons. 
! Growth in the various sectors is strongly correlated with factors in the BC 

and Canadian economies and the effects are often lagged and expressed 
through proxy variables, such as housing starts, 

! Changes in nursery management practices are changing the demand for 
part-time, full-time, seasonal and permanent positions, 

! Access to foreign seasonal agricultural workers already is having 
implications for nursery operations and future labour management may be 
affected if foreign worker programs made available to the landscape and 
retail sectors, 

! P. ramorum has had short-term financial impacts in the sector,  
! The US economy is expected to slow, starting in 2006, with implications 

for US housing starts. 
 
 
A labour predictive model has been developed by Statistics BC8; it predicts the 
number of workers in each College catchment area in BC by National 
Occupational Code.  The methodology used in the model has come largely from 
previous work on community dependencies carried out earlier by BC STATS. 
The fundamental premise is that the economy of a region can be represented by 
income flows that can be classified as “basic” (or driver) and “non-basic” (or 
support) depending on the source of the income. The model calculates indirect 
employment effects from employment changes in the basic sectors using 
multipliers based in inter-industry linkages from the British Columbia Input-Output 
Model. Similarly, non-basic, or induced effects are calculated using an income-to-
non-basic-jobs ratio.9   It does not take into account natural attrition or turnover in 
the workforce. 
 
The data provided in the BC Regional Occupations Projections Model was used 
to determine the number of workers for ornamental horticulture occupations as 
                                            
8 Statistics BC, BC Regional Occupations Projections Model, Industry and Occupations 
Projections 2005 - 2010 
9 See Statistics BC Regional Occupations Projections Model, Industry and Occupations 
Projections 2005 – 2010 for more details on the methodology 
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shown in table 1.  Appendix A provides detailed data for each college catchment 
region in BC. 
 
 
 
 
Table 1  BC Statistics Horticulture Occupation Projections 2006 – 2010 
 2006 

Total # 
Workers

2010 
Total # 
Workers 

Change

Nursery/Greenhouse Operators and Managers 1138 1206 69 
Landscape & Grounds Maintenance Contractors 
& Managers 

414 452 38 

Supervisors, Landscape & Horticulture 1080 1147 67 
Nursery and Greenhouse workers 5029 5341 312 
Landscape & Grounds Maintenance Labourers 5886 6327 441 
Landscape & Hort Technicians & Specialists 1124 1207 83 
Total Estimated Ornamental Horticulture 
Workers in BC 

16676 17691 1010 

 
 
Based on this data there will be an increase of 1010 workers in the ornamental 
horticulture workforce.  It should be noted that in terms of demand for trained and 
untrained individuals this does not take into account attrition or normal turnover; it 
is simply the projected total number of people in the workforce. 
 
Employees that require the highest levels of skills are shown below, with the 
projected increase numbers in these job categories in the workforce by 2010 
 

! 69 Nursery/Greenhouse Operators and Mangers 
! 38 Landscape & Grounds Maintenance Contractors and Managers 
! 67 Supervisors Landscape & Horticulture 
! 83 Technicians & Supervisors 
! 257 total increase in the workforce that need horticulture or 

supervisory/management skills 
 
 
The data in table 1 indicates that there will be direct entry into either landscape or 
nursery/greenhouse jobs in unskilled positions of 753 people. (312 
nursery/greenhouse workers and 441 landscape and grounds maintenance 
labourers) 



 

Zbeetnoff Agro-Environmental 6

 
The KPMG report on the BC Nursery and Landscape Industry indicated that 
landscape firms had the following qualifications for various positions: 
 
Table 2 – Education Qualifications for Landscape Positions 
Position % of firms stating that minimum 

qualification was Post Secondary 
Horticulture Education 

Foreperson 49% 
Lead hand 34% 
Supervisor 23% 
Project Manager 21% 
Designer 19% 
Sales Staff 8.5% 
Sales Manager 4% 
Office Staff 0 
 
When the same firms were asked the number of staff they had with post 
secondary education there was a significant difference between what the want 
and what they actually have. 
 
The average of 48 firms that responded to the KPMG survey indicated that they 
had: 
 

! One Certified Horticulture Technician 
! No Journeypersons 
! No Diploma Graduates 
! No University Graduates 

 
The 15 firms that had sales over $300,000 indicated that on average they 
employed: 
 

! One Certified Horticulture Technician 
! One Journeypersons 
! One Diploma Graduates 
! No University Graduates 

 
In the nursery industry (wholesale grower operations) small firms hired very few 
employees with post secondary education, however the larger firms have a 
significant number of employees with post secondary education. 
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Table 3 Post Secondary Education by Job Category for Wholesale Grower 
Operations (48 respondents) 
Position Diploma Degree 
Foreperson 17% 0 
Lead Hand 4% 2% 
Supervisor 13% 0 
Dept. Manager 19% 0 
Propagator 27% 4% 
Grower 42% 15% 
Asst. Grower 23% 2% 
Sales Staff 13% 2% 
Sales manger 13% 15% 
Office staff 6% 6% 
Shipper/Receiver 2% 0 
 
 
The 19 Wholesale Grower Operations (Nurseries) respondents with sales over 
$1 million indicated that on average they had on average: 
 

! 1 Canadian Certified Horticulture Technician 
! 1 Journeyperson 
! 2 Diploma graduates 
! 1 University graduate 

 
 
The KPMG data does not link directly to the BC Statistics data, therefore it is 
difficult to correlate the two studies and make direct projections of training needs.  
What is however clear is the landscape sector and larger nursery operations 
desire post secondary horticulture education if such individuals were available.  
For example 49% of landscape firms stated that their qualification for a foreman 
was to have a post secondary horticulture education; 42% of nurseries had 
growers with postsecondary educations.  
 

2.3.1 Nursery Production Sector 
Statistics Canada’s record of annual ornamental sales, are not necessarily a 
good proxy for growth and activity in the wholesale nursery sector, especially if 
major nurseries have been missed. Statistics for the 2000-2005 period indicate 
that sales were increasing steadily until 2004, then dropped 20% in BC in 2005. 
This belies strong continuing investment in the sector and strong economic 
indicators supportive of the sector. 
 
Dwelling starts are a reasonable proxy for activity at the wholesale nursery level. 
In the case of the BC sector, the market area for wholesale nursery extends from 
BC to Ontario and into the US. 
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Dwelling starts from Ontario west have experienced steady sustained activity, 
resulting generally from strong economic performance related to increased 
international demand for natural resources, such as coal, natural gas, crude oil, 
timber and minerals. In the 1996 to 2005 period, Ontario west (including BC) 
averaged 130,000 new dwelling units annually, of which 76,000 were single 
units.  
 
The US housing market is also of significance to the BC wholesale nursery 
sector. In 2005, US housing starts in the West10 and Midwest11 have averaged 
415,000 and 333,000 units, annually in the 1996 to 2005 period. In 2006, 
demand for (sales of) housing has been dropping in the US and home builder 
confidence is at its lowest level in 15 years.12 Nursery product exports 
represented 12% of the value of total BC ornamental sales in 2005.  
 
The BC ornamental industry is also changing its labour management. Between 
2001 and 2005, the area in production increased 9%, full-time employment 
increased 42%, and full-time employees per hectare increased 30%. In contrast, 
part-time employment decreased 16% and the number of part-time employees 
per hectare decreased 23%. 
 
The role of foreign seasonal agricultural workers is also likely to become more 
important in terms of recruitment of unskilled labour in BC. The Mexican 
Seasonal Agricultural Workers Program is in its 3rd year of operation in BC and 
the uptake of Mexican workers is increasing rapidly. In Ontario in 2002, roughly 
10% of seasonal nursery employees were foreign seasonal agricultural 
workers.13 
 
The data provided in Table 1 projects an additional 312 labour positions in the 
greenhouse and nursery sectors by 2010.  Much of this demand is likely to be 
filled by Mexican workers through the SAWP. 

2.3.2 Landscape Sector 
Demand for services creates demand for labour in the landscape sector. The BC 
landscape sector is provincially based and thus, entirely dependent on economic 
activity and consumer expenditure within the province. Dwelling starts are good 
proxies for this activity. BC dwelling starts have been spurred by strong economic 
growth in the province, in-migration to fill jobs, and an exploding demand for 
lifestyle-oriented housing.14 In the 1996 to 2005 period, BC dwelling starts have 
averaged about 24,000, annually. 
                                            
10 The West includes Montana, Idaho, Wyoming, Colorado, New Mexico, Arizona, Utah, Nevada, 
Washington, Oregon, California, Alaska, and Hawaii. 
11 The Mid-West includes Ohio, Indiana, Illinois, Michigan, Wisconsin, Iowa, Missouri, North 
Dakota, South Dakota, Nebraska, and Kansas. 
12 Anderson, F. 2006. Lumber buyers in US urge softwood changes. Vancouver Sun, August 29. 
13 Profile of the Ontario nursery industry. 2002. 
http://www.omafra.gov.on.ca/english/crops/facts/profileontarionursery.htm  
14 See https://www03.cmhc-schl.gc.ca/b2c/b2c/init.do?language=en&z_category=0/0000000055  
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BC is currently undergoing an economic boom and is anticipated to experience 
strong commercial, industrial and institutional growth for several years, and as 
the province prepares for the 2010 Olympics.  The BC Statistics Occupational 
projection, (Table 1) for landscape workers takes both housing starts and the 
2010 Olympics into account.  It is interesting to note that while many of the 
traditional trades are projected to have decreased employment in 2009 and 
2010, the landscape/nursery projections indicate continued increases in these 
years.15 

2.3.3 Retail Nursery/Garden Centre Sector 
Demand for products in the BC retail nursery/garden centre sector is related to 
new dwelling construction and increased interest in gardening. Gardening 
interest is a well recognized pastime of an increasing number of residents. In 
terms of labour demand, this sector will be influenced by the pace of new 
dwelling construction and growth in disposable income in the province, both of 
which are anticipated to remain healthy into the future. 

2.3.4 Turfgrass/Golf Course Sector 
In 199916, 58% of surveyed respondents believed that the industry would grow in 
dollar value over the next five years this increased to 62% in the 2006 survey. 
Twenty nine per cent believed that it would remain stable.  
 
The BC turfgrass sector (Sod farms only) has generated average revenues of 
approximately $5.2 million, annually, between 2000 and 2005, and these 
revenues have more than tripled since 2000. Over the same time frame, the area 
of sod farms has more than doubled. 
 
The average number of employees in turfgrass production, maintenance or 
supply has changed between 1998 and 2006 as follows17: 
 
Employee 
Classification 

1998 
average/operations 

2006 
average/operation 

Difference 

Year round full 
time 

5.3 3.9 Decrease 
1.4 

Seasonal full time 5.7 8.5 Increase 
2.8 

Year round part 
time 

.6 1.7 Increase 
1.1 

Seasonal part time 2.3 3.3 Increase 1 
    
 

                                            
15 Statistics BC, BC Regional Occupations Projections Model, Industry and Occupations 
Projections 2005 - 2010 
16 BC Turfgrass Industry Profile, 1999. Western Canada Turf Grass Association.  
17 BC Turfgrass Industry Profile, 2006 update. Western Canada Turf Grass Association. In 
publication 
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Seasonal and part time positions have increased in this sector while year round 
full time positions have decreased. 
 
In the 2006 survey 46% of respondents stated that they agree or strongly agree 
with the statement that there are not enough qualified people for the jobs in the 
industry, 23% disagreed or strongly disagreed with the statement. 
 
 
To the extent that the turfgrass sector services the recreation industry, it is 
generally felt that the sector is strong and relatively recession-proof.  

2.3.5 Public Sector (Parks) 
Usage of facilities and amenities is population-based and demand for both parks 
and golf courses are increasing.  Presumably, this will translate into increased 
demand for labour to provide these public services. 

2.3.6 Summary 
Clearly, the landscape/nursery industry is competing head-on with hospitality and 
construction industries for a limited pool of all classes of workers. 
 
In 2005, 2,040 full-time and 1,785 part-time employees were employed in the BC 
nursery production sector. The trends indicate modest growth in nursery 
production area, with increased full-time and decreased part-time employment. 
 
There are implications that more full-time employees with improved skills will be 
required because more employers are running their nursery operations more 
intensively all year round. Expectations of part-time employees may be lower if 
the various sectors are able to access foreign seasonal agricultural workers at 
minimum wages paid in the industry. 
 
In terms of growth of full-time nursery employees in BC, the labour force grew by 
an average of about 153 employees per year. The part-time labour force 
decreased by approximately 86 employees per year. If part-timers were to be 
recruited to fill full-time positions, the net full-time employee training requirement 
would average about 67 positions per year. 
 
The Landscape Alberta survey estimates that demand for landscape workers will 
increase by 8% in 2007.18  The data form BC Statistics provided in Table 1 
indicates an increase in Landscape and Grounds maintenance labourers of 441 
between 2006 and 2010 and 38 Landscape and Grounds Maintenance 
Contractors and mangers.  The landscape sector will also account for a large 
proportion of the 67 Supervisors in Landscape and Horticulture and the 83 new 
positions for Landscape and Horticulture Technicians and Specialists. 
 
No studies were found that have been specifically undertaken on the retail 
nursery labour demand trend. However, the sector has been experiencing steady 
                                            
18 See Landscape Contractors Labour Survey, 2006.  Landscape Nursery Trades Alberta. 
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growth and is favourably supported by dwelling construction and renovation 
activity in BC’s service areas and by reported lifestyle, hobby and expenditure 
trends in the population at large.  The technical and supervisory positions in this 
sector are captured in the data presented in table 1. 
 
Based on the 2006 BC Turfgrass Industry Profile 62% of respondents expected 
growth in their sector.  This coupled with the large number of respondents (56%) 
stating that a certificate or diploma is the minimum qualification for supervisory 
positions will increase demand for trained individuals. 
 
Labour demand in the production of turfgrass sector is expected to be strongly 
correlated with construction activity in the province, including dwelling starts. The 
labour demand trend in the public parks sector is expected to be correlated with 
population growth.  It is difficult to predict demand in the golf course sector, as 
golf course usage is down from 1998. “An average of 40,000 rounds of golf were 
played at a respondent’s course in 2006 and 44,000 rounds in 1998.”19 
 

2.4 Gaps in Labour Needs and Availability 
There is reasonable information on the anticipated increases in the labour force 
as shown in table 1.  There is however little information on the labour supply side 
and it is therefore difficult to determine shortages as only the demand side has 
reasonable data. The information gaps on labour needs in the landscape/nursery 
industry include: 
! no quantitative data on labour shortages in any of the landscape, nursery 

or retail sectors 
! no indication of type of labour shortage by job category 
! no indication of type of labour shortage by skill category 
! no indication of type of labour shortage by job intensity (part-time, full-

time) 
! no indication of type of labour shortage by job duration (seasonal, 

permanent). 
! no quantitative data on attrition from retirement and normal employee 

turnover 
 
 

                                            
19 BC Turfgrass Industry Profile, (2006) Western Canada Turfgrass Association. 
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Table 4: Value of Ornamental Sales, Canada by Province – ‘000$ 
Value of Total Ornamental Sales, Canada by Province - '000$  
        
 Alta BC Quebec Ontario Canada   

2000 67.784 266.411 115.302 636.600 1,206.076   
2001 74.426 273.469 127.101 661.920 1,266.988   
2002 78.887 312.293 147.275 745.053 1,416.585   
2003 72.321 331.598 161.017 750.394 1,450.049   
2004 75.843 329.677 173.285 733.986 1,441.115   
2005 79.857 263.781 165.575 777.159 1,424.259   

        
  Percent Change (Yr over Yr)    

2000        
2001 9.8% 2.6% 10.2% 4.0% 5.1%   
2002 6.0% 14.2% 15.9% 12.6% 11.8%   
2003 -8.3% 6.2% 9.3% 0.7% 2.4%   
2004 4.9% -0.6% 7.6% -2.2% -0.6%   
2005 5.3% -20.0% -4.4% 5.9% -1.2%   

        
Value of Ornamental Sales by Selected Category of Sales - '000$   
        
 BC       
 Domestic Exports Direct Retail Chains   

2000 69.431 20.550 23.491 26.195 66.973   
2001 65.422 20.931 25.146 26.652 68.461   
2002 76.561 25.462 27.205 33.928 80.011   
2003 87.856 33.637 25.156 43.852 80.075   
2004 83.602 39.374 33.101 35.679 81.048   
2005 69.854 31.662 30.201 20.848 66.228   

2005 as % 26.5% 12.0% 11.4% 7.9% 25.1%   
        
 Ontario       
 Domestic Exports Direct Retail Chains   

2000 199.844 98.639 97.487 71.812 75.936   
2001 217.369 91.815 89.027 77.965 76.369   
2002 267.269 54.552 99.002 84.538 126.074   
2003 243.858 56.507 118.573 92.684 124.171   
2004 236.365 67.406 108.628 84.683 125.930   
2005 232.927 98.405 98.765 86.828 152.771   

        
 Canada       
 Domestic Exports Direct Retail Chains   

2000 289.932 144.076 234.868 153.210 193.355   
2001 302.070 141.862 240.462 154.750 210.411   
2002 365.570 113.917 259.525 177.146 271.596   
2003 348.145 121.794 291.138 207.271 348.145   
2004 335.623 138.535 292.050 188.088 274.927   
2005 322.777 168.001 272.504 171.019 322.777   

Source: Statistics Canada. Various Years Greenhouse, sod and nursery industries. Catalogue No. 22-202-XIB 
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Table 5: Dwelling Starts, Selected Regions, Canada, 1996-2005 
 
BC Dwelling Starts (Table 14 - Canada Annual Housing Statistics) 

      
Year Singles Semi-Detach. Row Apartment Total 

1996 12,447 1,528 3,364 10,302 27,641
1997 12,911 1,979 3,469 10,992 29,351
1998 8,691 1,218 2,117 7,905 19,931
1999 8,731 816 1,444 5,318 16,309
2000 7,448 885 1,675 4,410 14,418
2001 7,862 916 1,685 6,770 17,233
2002 10,730 1,225 2,305 7,365 21,625
2003 12,252 1,353 3,297 9,272 26,174
2004 14,056 2,062 4,387 12,420 32,925
2005 13,719 1,791 4,459 14,698 34,667

Averages 10,885 1,377 2,820 8,945 24,027
 
 
Prairies Dwelling Starts (Table 14 - Canada Annual Housing Statistics) 

      
Year Singles Semi-Detach. Row Apartment Total 

1996 16,436 1,309 1,509 2,167 21,421
1997 22,143 1,761 2,139 2,997 29,040
1998 24,599 1,733 1,815 4,835 32,982
1999 20,989 1,815 1,679 7,186 31,669
2000 21,073 1,718 1,781 6,767 31,339
2001 23,856 2,124 2,103 6,435 34,518
2002 29,467 3,079 3,063 9,725 45,334
2003 27,180 2,750 3,515 10,247 43,692
2004 28,164 3,232 3,174 9,921 44,491
2005 32,818 3,381 3,490 9,326 49,015

      
      
Ontario Dwelling Starts (Table 14 - Canada Annual Housing Statistics) 

      
Year Singles Semi-Detach. Row Apartment Total 

1996 27,019 3,348 8,124 4,571 43,062
1997 35,401 4,299 9,964 4,408 54,072
1998 32,737 4,575 10,073 6,445 53,830
1999 39,421 6,445 10,425 10,944 67,235
2000 41,087 7,167 10,846 12,421 71,521
2001 39,632 7,106 10,269 16,275 73,282
2002 51,114 6,886 11,849 13,748 83,597
2003 47,610 6,379 12,191 19,000 85,180
2004 48,929 5,172 12,824 18,189 85,114
2005 41,682 4,673 12,537 19,903 78,795
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Ontario West Dwelling Starts (Summary of Above Tables) 
      

Year Singles Semi-Detach. Row Apartment Total 
1996 55,902 6,185 12,997 17,040 92,124
1997 70,455 8,039 15,572 18,397 112,463
1998 66,027 7,526 14,005 19,185 106,743
1999 69,141 9,076 13,548 23,448 115,213
2000 69,608 9,770 14,302 23,598 117,278
2001 71,350 10,146 14,057 29,480 125,033
2002 91,311 11,190 17,217 30,838 150,556
2003 87,042 10,482 19,003 38,519 155,046
2004 91,149 10,466 20,385 40,530 162,530
2005 88,219 9,845 20,486 43,927 162,477

Averages 76,020 9,273 16,157 28,496 129,946
Source: CMHC 
 
 
 
Table 6: Value of Sod Sold, Annually, Canadian Provinces, 2000-2005 
      
  BC Prairies Ontario Canada 
   
  Dollars  
   
 2000 2,180,000 12,985,000 47,109,000 78,562,150 
 2001 2,672,000 11,151,000 50,561,000 82,550,800 
 2002 5,212,000 11,929,200 45,750,000 87,370,300 
 2003 7,695,000 17,716,000 51,067,000 105,292,000 
 2004 6,602,000 18,755,870 49,212,300 106,032,170 
 2005 6,976,000 20,625,000 47,615,740 104,537,140 
 Average 5,222,833 15,527,012 48,552,507 94,057,427 
      
Source: Statistics Canada. Greenhouse, sod and nursery industries. Cat. No. 22-202-XIB 
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Table 7: US Dwelling Completions (1996-1999) and Dwelling Starts (2000-2005)  

All US 1 Unit 
2 Units or 
more Total 

US West 
(1) 1 Unit 

2 Units 
or more Total 

US Mid-
West (2) 1 Unit 

2 Units 
or more Total 

  000's    000's    000's  
1996 1,129 284 1,413 1996 269 77 346 1996 245 60 305
1997 1,116 284 1,400 1997 256 77 333 1997 236 59 295
1998 1,160 314 1,474 1998 283 78 361 1998 244 62 306
1999 1,307 329 1,636 1999 318 85 403 1999 283 55 338
2000 1,231 338 1,569 2000 297 87 384 2000 260 57 317
2001 1,273 329 1,602 2001 303 88 391 2001 269 61 330
2002 1,359 346 1,705 2002 336 80 416 2002 277 73 350
2003 1,499 349 1,848 2003 388 85 473 2003 309 65 374
2004 1,611 345 1,956 2004 433 83 516 2004 306 49 355
2005 1,716 352 2,068 2005 441 84 525 2005 306 52 358

Average 1,340 327 1,667 2,001 332 82 415 2,001 274 59 333
            
Notes: (1) West - includes Montana, Idaho, Wyoming, Colorado, New Mexico, Arizona,    
 Utah, Nevada, Washington, Oregon, California, Alaska and Hawaii.     
 (2) Mid-West - includes Ohio, Indiana, Illinois, Michigan, Wisconsin, Iowa, Missouri,    
 North Dakota, South Dakota, Nebraska and Kansas.       
Sources: http://www.census.gov/prod/2000pubs/c25-99a.pdf        
 http://www.census.gov/const/www/quarterly_starts_completions.pdf      
            

 

http://www.census.gov/prod/2000pubs/c25-99a.pdf
http://www.census.gov/const/www/quarterly_starts_completions.pdf
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Table 8: Labour Employment in the Ornamental Industry, Selected 
Provinces, 2000-2005 
   2001 2002 2003 2004 2005 % Change  
        2001-2005 
BC         
Sod Ha   162 263 364 364 348 114.81%
Total land used for growing 
nursery stock or sod (ha) 3,845 4,379 4,431 4,541 4,363 13.47%
Net nursery acres  3,683 4,116 4,067 4,177 4,015 9.01%
Number of full-time employees 1,430 1,500 1,900 1,900 2,040 42.66%
Number of part-time employees 2,130 2,300 2,000 1,900 1,785 -16.20%
Full time per ha  0.39 0.36 0.47 0.45 0.51 30.86%
Part time per ha  0.58 0.56 0.49 0.45 0.44 -23.13%
         
Prairie Provinces        
Sod Ha   939 1,318 1,416 1,465 1,416 50.80%
Total land used for growing 
nursery stock or sod (ha) 5,180 7,606 8,401 8,169 7,691 48.47%
Net nursery acres  4,241 6,288 6,985 6,704 6,275 47.96%
Number of full-time employees 445 630 760 770 670 50.56%
Number of part-time employees 1,185 1,590 1,360 1,170 1,170 -1.27%
Full time per ha  0.10 0.10 0.11 0.11 0.11 1.76%
Part time per ha  0.28 0.25 0.19 0.17 0.19 -33.27%
         
Ontario         
Sod Ha   4,209 4,678 5,059 4,047 5,059 20.19%
Total land used for growing 
nursery stock or sod (ha) 17,867 22,379 23,334 22,679 21,853 22.31%
Net nursery acres  13,658 17,701 18,275 18,632 16,794 22.96%
Number of full-time employees 2,475 2,985 2,800 2,715 2,900 17.17%
Number of part-time employees 2,940 3,100 3,400 3,185 3,050 3.74%
Full time per ha  0.18 0.17 0.15 0.15 0.17 -4.71%
Part time per ha  0.22 0.18 0.19 0.17 0.18 -15.63%
         
Canada         
Sod Ha   8,185 8,912 9,478 9,478 8,719 6.52%
Total land used for growing 
nursery stock or sod (ha) 31,940 45,292 47,310 45,849 44,167 38.28%
Net nursery acres  23,755 36,380 37,832 36,371 35,448 49.22%
Number of full-time employees 5,140 6,220 7,310 7,245 7,370 43.39%
Number of part-time employees 8,415 9,250 8,750 7,850 7,465 -11.29%
Full time per ha  0.22 0.17 0.19 0.20 0.21 -3.91%
Part time per ha  0.35 0.25 0.23 0.22 0.21 -40.55%
Source: Statistics Canada. Various Years. Greenhouse, sod and nursery industries. Cat. No. 22-202-XIB 
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3.0 Landscape and Nursery Labour Profiles 
The most consistent labour profiles of the various occupations in horticulture are 
the Canadian National Occupation Classification and the US Department of 
Labor, Employment and Training Administration O-NET SOC Occupational 
Classifications.  
 
The Government of Canada through Human Resource Development Canada 
collects data and provides profiles on a wide range of occupations in Canada.  
These occupations are based on the National Occupational Classification codes 
(NOC). The specific classifications and nature of the work are provided below.  
 
The BC Occupational Outlooks provides information based on NOC occupational 
descriptions, which is intended to communicate industry information to 
prospective BC employees.20 Also included is information on employment 
prospects and trends in the province.  

3.1 Canada - National Occupational Classification Codes 
The following describes the NOC codes that are related to the horticulture 
industry in Canada. More detail is presented in Appendix B. 
 
The NOC Codes provide information on wage rate, the nature of work, and main 
duties. They do not provide profiles of horticultural workers in these categories. 
 

3.1.1 NOC Code:  8255 Landscaping and Grounds Maintenance 
Contractors and Managers 

 
Nature of Work: Landscaping and grounds maintenance contractors and 
managers plan, organize, direct and control the operations of landscaping, 
interior plantscaping, lawn care and tree service departments and 
establishments. 
 
Main Duties: 
  
Landscaping and grounds maintenance contractors and managers perform some 
or all of the following duties: 
! Plan, organize, direct and control the operations of landscaping, interior 

plantscaping, lawn care and tree service establishments 
! Tender bids on contracts for landscaping and grounds maintenance work 
! Plan and estimate the materials and labour requirements for individual 

contracts 

                                            
20 BC Work Futures. 
http://www.workfutures.bc.ca/article.cfm?article=home&lang=en&site=graphic  
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! Organize and direct the planting and maintenance of trees, gardens, 
lawns, shrubs and hedges and the construction and installation of fences, 
decks, patios, walkways and retaining walls 

! Hire and supervise staff 
! Maintain financial and personnel records.  
 
 

3.1.2 NOC Code:  8612 Landscaping and Grounds Maintenance 
Labourers   
Nature of Work: Landscaping and grounds maintenance labourers perform 
manual work to assist in the construction of a landscape and related structures 
and to maintain lawns, gardens, athletic fields, golf courses, cemeteries, parks, 
landscaped interiors and other landscaped areas. They are employed by 
landscaping and lawn care companies, golf courses, cemeteries, and by 
landscaping departments of governments and private establishments. 
 
Main Duties 
  
Landscaping and grounds maintenance labourers perform some or all of the 
following duties: 
! Spread top soil, lay sod, plant flowers, grass, shrubs and trees and 

perform other duties to assist with the construction of a landscape and 
related structures 

!  Cut grass, rake, fertilize and water lawns, weed gardens, prune shrubs 
and trees and perform other maintenance duties as directed by supervisor 

! Operate power mowers, tractors, snowblowers, chain saws, electric 
clippers, sod cutters, pruning saws and other landscape maintenance 
equipment 

! Spray and dust trees, shrubs, lawns and gardens, as directed, to control 
insects and disease 

! Perform other manual duties to clean and maintain landscaped 
environments. 

  

3.1.3 NOC Code:  8432 Nursery and Greenhouse Workers  
 
Nature of Work: Nursery and greenhouse workers plant, cultivate and harvest 
trees, shrubs, flowers and plants, and serve nursery and greenhouse customers. 
They are employed in indoor and outdoor nurseries and greenhouses. 
 
Main Duties: 
 
Nursery and greenhouse workers perform some or all of the following duties: 
! Prepare soil; plant bulbs, seeds and cuttings; graft and bud plants; and 

transplant seedlings and rooted cuttings 
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! Spray trees, shrubs, flowers and plants to prevent disease and pests 
! Position and regulate greenhouse and outdoor irrigation systems to water 

plants and fields 
! Dig, cut and transplant trees, shrubs, flowers and plants and prepare them 

for sale 
! Provide information to customers on gardening and the care of trees, 

shrubs, flowers, plants and lawns 
! May operate tractors and other machinery and equipment to fertilize, 

cultivate, harvest and spray fields and plants 
! Maintain inventory and order materials as required 
! Clean working area. 

3.1.4 NOC Code:  8256 Supervisors, Landscape and Horticulture  
 
Nature of Work 
Supervisors in this unit group supervise and co-ordinate the activities of workers 
in the following unit groups: Landscaping and Grounds Maintenance Labourers 
(8612) and Nursery and Greenhouse Workers (8432). They are employed by 
landscaping companies, cemeteries, lawn care and tree service companies, 
nurseries and greenhouses, and by landscaping departments of government and 
private establishments.  
 
Main Duties: 
 
Supervisors in this unit group perform some or all of the following duties: 
! Supervise and co-ordinate the activities of workers who perform the 

following duties: maintain lawns, gardens, athletic fields, golf courses, 
cemeteries, parks, interior plantscapes and other landscaped areas; 
spread topsoil and lay sod; spray, prune, cut and remove trees and 
shrubs; construct landscape and landscape structures; and plant, cultivate 
and harvest trees, shrubs, flowers and plants 

! Establish work schedules and procedures and co-ordinate activities with 
other work units 

! Resolve work-related problems and prepare and submit progress and 
other reports 

! Train workers in job duties and company policies 
! Requisition supplies and materials 
! May perform the same duties as workers supervised. 

3.1.5 NOC Code:  2225 Landscape and Horticultural Technicians and 
Specialists  

 
Nature of Work 
 This unit group includes those who survey and assess landscapes; draw 
sketches and build models of landscape designs; construct and maintain 
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gardens, parks, golf courses and other landscaped environments; advise clients 
on issues related to horticulture; breed, cultivate and study plants; and treat 
injured and diseased trees and plants. They are employed by landscape 
designers and contractors, lawn service and tree care establishments, golf 
courses, nurseries and greenhouses, municipal, provincial and national parks or 
they may be self-employed. 
 
Main Duties: 
 
The following is a summary of the main duties for some occupations in this unit 
group: 
! Arborists and tree service technicians examine trees and shrubs to 

diagnose problems and disease, and apply various treatments such as 
pruning, spraying, repairing damaged areas and injecting with treatment 
solution. 

! Golf course superintendents direct crews who maintain the health and 
appearance of golf courses and their surrounding landscapes, plant and 
move trees, and apply fertilizers, fungicides, herbicides and pesticides. 

! Horticulturists plan and co-ordinate the growth and use of plants for 
landscaping, ornamental uses and other purposes. 

! Landscape designers and landscape architectural technicians and 
technologists survey and assess sites, prepare drawings, sketches and 
reports and perform other duties to assist landscape architects in 
designing landscaped environments. 

! Landscape gardeners plant and maintain private and public lawns and 
gardens. 

! Landscapers plan and construct landscaped environments which may 
include trees, shrubberies, lawns, fences, decks, patios and other 
landscape structures. 

! Lawn care specialists visit clients, assess the health of lawns, and apply 
fertilizer, pesticides and other lawn care products. 

3.1.6 NOC code:  8254 Nursery and Greenhouse Operators and 
Managers  

 
Nature of Work 
Nursery and greenhouse operators and managers plan, organize, direct and 
control the activities of nursery and greenhouse staff who grow and market trees, 
shrubs, flowers and plants. 
 
Main Duties: 
 
 Nursery and greenhouse operators and managers perform some or all of the 
following duties: 
! Plan, organize, direct and control the operations of nurseries and 

greenhouses 
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! Establish the environmental conditions required to grow trees, shrubs, 
flowers and plants, and design planting and care schedules accordingly 

! Determine type and quantity of stock to grow 
! Supervise staff in planting, transplanting, feeding and spraying stock 
! Identify and control insect, disease and weed problems 
! Develop marketing plans 
! Provide information to customers on gardening and on the care of trees, 

shrubs, flowers, plants and lawns 
! Order materials such as fertilizer, garden and lawn care equipment, and 

other nursery and greenhouse related accessories 
! Hire and supervise staff, oversee training and set work schedules 
! Maintain records on stock, finances and personnel. 

3.2 US Occupational Classifications 
The US occupation classifications related to landscape and nursery sectors 
include nursery workers, landscaping and groundskeeping workers, nursery and 
greenhouse managers, lawn service managers, first line supervisors and 
managers/supervisors, and agricultural technicians. These occupations are 
described in more detail in Appendix C. 
 
In addition to wage rates, the SOC classifications also include information on 
expectations related worker knowledge, skills, abilities, work activities, work 
context, job zone, education, work values and work needs.21 Factors in each 
criterion are ranked in terms of importance to the occupation. The website22 also 
allows workers to specify their own preferences and to search the occupations 
that best match their desires/abilities.  
 
3.2.1 SOC Code 445-2092.01 - Nursery Workers 
Work in nursery facilities or at customer location planting, cultivating, harvesting, 
and transplanting trees, shrubs, or plants. 
 
Tasks: 

! Cut, roll, and stack sod.  
! Dig, cut, and transplant seedlings, cuttings, trees, and shrubs.  
! Dig, rake, and screen soil; and fill cold frames and hot beds in preparation 

for planting.  
! Dip cut flowers into disinfectant, count them into bunches, and place them 

in boxes to prepare them for storage and shipping.  
! Feel plants' leaves and note their coloring to detect the presence of 

insects or disease.  
! Fill growing tanks with water.  

                                            
21 See Burea of Labor Statistics. Professional Profiles, Landscaping, groundskeeping, nursery, 
greenhouse and lawn service occupations. 
https://guide.symplicity.com/resources/profession_article.php?id=191  
22 http://online.onetcenter.org/link/details/45-2092.01  
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! Graft plants and trees into different rootstock to reduce disease by 
inserting and tying buds into incisions in rootstock.  

! Harvest plants, and transplant or pot and label them.  
! Haul and spread topsoil, fertilizer, peat moss, and other materials to 

condition soil, using wheelbarrows or carts and shovels.  
! Inspect plants and bud ties to assess quality.  
! Move containerized shrubs, plants, and trees, using wheelbarrows or 

tractors.  
! Operate tractors and other machinery and equipment to fertilize, cultivate, 

harvest, and spray fields and plants.  
! Plant, spray, weed, fertilize, and water plants, shrubs, and trees, using 

hand tools and gardening tools.  
! Regulate greenhouse conditions, and indoor and outdoor irrigation 

systems.  
! Sow grass seed, or plant plugs of grass.  
! Tie and bunch flowers, plants, shrubs, and trees; wrap their roots; and 

pack them into boxes to fill orders.  
! Clean work areas, and maintain grounds and landscaping.  
! Fold and staple corrugated forms to make boxes used for packing 

horticultural products.  
! Maintain and repair irrigation and climate control systems.  
! Maintain inventory, ordering materials as required.  
! Provide information and advice to the public regarding the selection, 

purchase, and care of products.  
! Record information about plants and plant growth.  
! Sell and deliver plants and flowers to customers.  
! Trap and destroy pests such as moles, gophers, and mice, using 

pesticides. 

3.2.2 SOC Code 37-3011.00 - Landscaping and Groundskeeping 
Workers 

Landscape or maintain grounds of property using hand or power tools or 
equipment. Workers typically perform a variety of tasks, which may include any 
combination of the following: sod laying, mowing, trimming, planting, watering, 
fertilizing, digging, raking, sprinkler installation, and installation of mortarless 
segmental concrete masonry wall units. 
 
Tasks: 

! Care for established lawns by mulching, aerating, weeding, grubbing and 
removing thatch, and trimming and edging around flower beds, walks, and 
walls.  

! Mix and spray or spread fertilizers, herbicides, or insecticides onto grass, 
shrubs, and trees, using hand or automatic sprayers or spreaders.  

! Mow and edge lawns, using power mowers and edgers.  
! Plant seeds, bulbs, foliage, flowering plants, grass, ground covers, trees, 

and shrubs, and apply mulch for protection, using gardening tools.  
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! Attach wires from planted trees to support stakes.  
! Decorate gardens with stones and plants.  
! Follow planned landscaping designs to determine where to lay sod, sow 

grass, or plant flowers and foliage.  
! Gather and remove litter.  
! Haul or spread topsoil, and spread straw over seeded soil to hold soil in 

place.  
! Maintain irrigation systems, including winterizing the systems and starting 

them up in spring.  
! Plan and cultivate lawns and gardens.  
! Prune and trim trees, shrubs, and hedges, using shears, pruners, or chain 

saws.  
! Rake, mulch, and compost leaves.  
! Trim and pick flowers, and clean flower beds.  
! Water lawns, trees, and plants, using portable sprinkler systems, hoses, or 

watering cans.  
! Advise customers on plant selection and care.  
! Build forms, and mix and pour cement to form garden borders.  
! Install rock gardens, ponds, decks, drainage systems, irrigation systems, 

retaining walls, fences, planters, and/or playground equipment.  
! Maintain and repair tools, equipment, and structures such as buildings, 

greenhouses, fences, and benches, using hand and power tools.  
! Provide proper upkeep of sidewalks, driveways, parking lots, fountains, 

planters, burial sites, and other grounds features.  
! Shovel snow from walks, driveways, and parking lots, and spread salt in 

those areas.  
! Use irrigation methods to adjust the amount of water consumption and to 

prevent waste.  
! Care for artificial turf fields, periodically removing the turf and replacing 

cushioning pads, and vacuuming and disinfecting the turf after use to 
prevent the growth of harmful bacteria.  

! Care for natural turf fields, making sure the underlying soil has the 
required composition to allow proper drainage and to support the grasses 
used on the fields.  

! Mark design boundaries, and paint natural and artificial turf fields with 
team logos and names before events.  

! Operate powered equipment such as mowers, tractors, twin-axle vehicles, 
snow blowers, chain-saws, electric clippers, sod cutters, and pruning 
saws.  

! Use hand tools such as shovels, rakes, pruning saws, saws, hedge and 
brush trimmers, and axes. 

3.2.3 SOC Code 11-9011.01 - Nursery and Greenhouse Managers 
Plan, organize, direct, control, and coordinate activities of workers engaged in 
propagating, cultivating, and harvesting horticultural specialties, such as trees, 
shrubs, flowers, mushrooms, and other plants. 
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Tasks: 

! Assign work schedules and duties to nursery or greenhouse staff, and 
supervise their work.  

! Determine plant growing conditions, such as greenhouses, hydroponics, 
or natural settings, and set planting and care schedules.  

! Determine types and quantities of horticultural plants to be grown, based 
on budgets, projected sales volumes, and/or executive directives.  

! Explain and enforce safety regulations and policies.  
! Hire employees, and train them in gardening techniques.  
! Identify plants as well as problems such as diseases, weeds, and insect 

pests.  
! Manage nurseries that grow horticultural plants for sale to trade or retail 

customers, for display or exhibition, or for research.  
! Select and purchase seeds, plant nutrients, disease control chemicals, 

and garden and lawn care equipment.  
! Tour work areas to observe work being done, to inspect crops, and to 

evaluate plant and soil conditions.  
! Apply pesticides and fertilizers to plants.  
! Confer with horticultural personnel in order to plan facility renovations or 

additions.  
! Construct structures and accessories such as greenhouses and benches.  
! Coordinate clerical, recordkeeping, inventory, requisitioning, and 

marketing activities.  
! Cut and prune trees, shrubs, flowers, and plants.  
! Graft plants.  
! Inspect facilities and equipment for signs of disrepair, and perform 

necessary maintenance work.  
! Negotiate contracts such as those for land leases or tree purchases.  
! Position and regulate plant irrigation systems, and program environmental 

and irrigation control computers.  
! Prepare soil for planting, and plant or transplant seeds, bulbs, and 

cuttings.  
! Provide information to customers on the care of trees, shrubs, flowers, 

plants, and lawns. 

3.2.4 SOC Code 37-1012.01 - Lawn Service Managers 
Plan, direct, and coordinate activities of workers engaged in pruning trees and 
shrubs, cultivating lawns, and applying pesticides and other chemicals according 
to service contract specifications. 
 
Tasks: 

! Supervises workers who provide grounds-keeping services on a contract 
basis.  

! Investigates customer complaints.  
! Prepares work activity and personnel reports.  
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! Suggests changes in work procedures and orders corrective work done.  
! Spot checks completed work to improve quality of service and to ensure 

contract compliance.  
! Schedules work for crew according to weather conditions, availability of 

equipment, and seasonal limitations.  
! Reviews contracts to ascertain service, machine, and work force 

requirements for job.  
! Prepares service cost estimates for customers.  
! Answers customers' questions about grounds-keeping care requirements. 

3.2.5 SOC Code 45-4011.00 - First Line Supervisors and 
Managers/Supervisors – Horticultural Workers 

Directly supervise and coordinate activities of horticultural workers. 
Manager/Supervisors are generally found in smaller establishments were they 
perform both supervisory and management functions, such as accounting, 
marketing, and personnel work, and may also engage in the same horticultural 
work as the workers they supervise. 
 
Tasks: 

! Assigns workers to duties, such as cultivation, harvesting, maintenance, 
grading and packing products, or altering greenhouse environmental 
conditions.  

! Estimates work-hour requirements to plant, cultivate, or harvest, and 
prepares work schedule.  

! Confers with management to report conditions, plan planting and 
harvesting schedules, and to discuss changes in fertilizer, herbicides, or 
cultivating techniques.  

! Drives and operates heavy machinery, such as dump truck, tractor, or 
growth-media tiller, to transport materials and supplies.  

! Maintains records of employees' hours worked, and work completed.  
! Prepares and submits written or oral reports of personnel actions, such as 

performance evaluations, hires, promotions, and discipline.  
! Trains employees in horticultural techniques, such as transplanting and 

weeding, shearing and harvesting trees, and grading and packing flowers.  
! Inspects facilities to determine maintenance needs, such as 

malfunctioning environmental-control system, clogged sprinklers, or 
missing glass panes in greenhouse.  

! Observes plants, flowers, shrubs, and trees in greenhouses, cold frames, 
or fields to ascertain condition.  

! Reads inventory records, customer orders, and shipping schedules to 
ascertain day's activities.  

! Reviews employees' work to ascertain quality and quantity of work 
performed. 



 

Zbeetnoff Agro-Environmental 26

3.2.6 SOC Code 19-4011.01 - Agricultural Technicians 
Set up and maintain laboratory equipment and collect samples from crops or 
animals. Prepare specimens and record data to assist scientist in biology or 
related science experiments. 
 
Sample of reported job titles: Agricultural Research Technician, Research 
Associate, Laboratory Technician, Research Technician, Seed Analyst, 
Agricultural Research Technologist, County Extension Agent, Technician, 
Agricultural Technician, Extension Associate. 

3.3 Other Labour Profile Classifications 
Some industry and government reports have profiled the horticulture labour force 
in terms of the intensity and duration of employment.  In general, most effort has 
been placed on associating wage rates with selected job descriptions and with 
the duration and intensity of employment. 

3.3.1 Landscape Alberta Survey 
The broad description is used by several organizations in the industry, including 
the Landscape Alberta Nursery Trades Survey. The classification consists of the 
following: 
 

! Skilled Fulltime 
! Skilled Seasonal 
! Unskilled Fulltime 
! Unskilled Seasonal 

 
A more detailed classification was used by KPMG in a BC Nursery Landscape 
Association survey, which categorizes landscape, retail and wholesale grower 
positions23.The categories were as follows: 
 
Landscape Sector: 

! Foreperson 
! Lead Hand 
! Supervisor 
! Project Manager 
! Designer 
! Sales Staff 
! Sales Manager 
! Office Staff 

 
Retail Sector: 

! Store Manager 

                                            
23 KPMG 2002. The Nursery and Landscape Industry in British Columbia 2002. pub. BC 
Landscape Nursery Association. 
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! Assistant Store Manager 
! Department Manager 
! Sales Associate 
! Cashier 
! Stock Person 
! Buyer 

 
Nursery Production Sector: 

! Foreperson 
! Lead Hand 
! Supervisor 
! Department Manger 
! Propagator 
! Grower 
! Assistant Grower 
! Sales Staff 
! Sales Manager 
! Office Staff 
! Shipper/Receiver 

3.3.2 Statistics Canada Annual Survey 
Statistics Canada in their annual survey of the nursery industry24 report labour in 
their survey using two categories: 

! Full-time 
! Part-time 

3.3.3 Landscape Canada Survey 
Landscape Canada undertook a survey of 193 landscape companies in 2004.25 
Overall, each operation averaged 5.5 full-time year round, 10 full-time seasonal, 
5 part-time and 3.5 student employees. One of the main objectives of the survey 
was to obtain wage rates for the following categories of employment: 

! Bookkeeper 
! Office manager 
! Landscape supervisor 
! Landscape foreperson 
! Landscape labourer full-time 
! Landscape labourer student 
! Maintenance supervisor 
! Maintenance foreperson 

                                            
24 Statistics Canada. Various Years. Greenhouse, sod and nursery industries. Catalogue No. 22-
202-X1B. 
25 See 
! ""#$%%&&&' ( ) * ) +) * , - . / -0' ( 12 %3"1-) 4/%5%6789:;9 <==793,->/09?/.,@".' #+A  
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! Maintenance labourer full-time 
! Maintenance labourer student 
! Irrigation/lighting technician 
! Designer 
! Stonemason 
! Carpenter 

3.3.4 BC Landscape Nursery Association (BCLNA) Survey 
In 2005, the BCLNA conducted a survey of BCLNA members and five Parks to 
determine demand for HortEducation BC’s apprenticeship program.  Data was 
generated on the current education levels of workers and whether they were full-
time, regular part-time or seasonal part-time employees. No information on other 
worker characteristics was generated and the analysis did not correlate 
education levels with specific sectors within the industry. 
 
In 2006, the BCLNA is undertaking a Landscape Wages and Charge-out Rates 
Survey.  Wage rates for three broad categories of employees are being 
surveyed: 
! Supervisor/lead hand 
! Skilled labour (technician level) 
! Unskilled labour 

3.4 Gaps in Job Profiles 
There is no data available on any of the profiles described above with respect to 
the profile of persons in the occupation, age ranges, previous work history or 
reasons for entering the horticulture industry. Generally, industry associations in 
Canada and the US do not have profiles of employees in their industry, 
especially by job category. Where information has been collected, it has been 
done in pursuit of narrow objectives related more to targeting employer 
expectations and nature of work task-oriented profiles. 
 
Other than the NOC data and BC Work Futures, there are no specific 
descriptions of tasks associated with occupations attached to any of the job titles 
that are reported in Canadian industry statistics. 
 
The US SOC database provides limited information on employer expectations of 
and characteristics of employees in several landscape/nursery occupational 
classifications.  Some of this information may be applicable to Canada, but is 
incomplete in terms of profiling employees. 

3.5 Recommendations on Job Profiles 
Actions required to obtain a clearer picture of employee characteristics in the 
industry include: 

! Make a decision on a Canada-wide basis to specify appropriate 
occupations in each industry sector and generate job descriptions. 
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! Develop survey templates to collect information deemed relevant for 
profiling employees. 

! Ensure that the information collected is also suitable for identifying 
recruitment and retention variables in the industry’s workforce. 

! On a Canada-wide basis through the Agriculture Sector Council, collect on 
a regular basis information the profiles of the people in these positions. 

! Ensure that data collected can be directly correlated to NOC descriptions 
to allow use of government statistics. 
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4.0 Employee Recruitment Factors 
Some focus has occurred on how graduates utilize their training after graduation, 
relating the findings to the perceived value of their education from their 
respective institutions. This experience is highly localized and it is difficult to 
transpose findings from one region to another. In British Columbia, a 2005 
Apprenticeship Survey was carried out for the Industry Training Authority.  This 
report provides data on the relationship between what the apprentice learned in 
school and how useful it is on the job. There is however no data on recruitment 
or retention factors associated with these apprentices by the industry. 
 
Graduates of agricultural programs may have greater difficulty in obtaining 
acceptable employment in their field of study. A graduate follow-up study at Clark 
College, Vancouver, Washington reported that graduates from their agriculture-
horticulture program had the lowest employment in their field (36%).26 The study 
does not go into the reasons for this finding, but the observations could be a 
function of many factors including recruitment strategy, wage rate, industry 
prospects, prospects in competing industries, etc.  The data collected by 
Malaspina College is however contradictory to the Washington study, with 82% 
of Horticulture grads from Malaspina being employed and 87% of these 
employed in Horticulture. 
 

4.1 Industry Recruitment of Horticulture Trades Training 
Graduates 

Current landscape/nursery recruitment strategies for graduates consist of: 
! Placing adds on college job websites such as the Kwantlen site 
! Adds on college bulletin boards 
! Contacting college instructors directly  
! Placing motivated employees in the Horticulture apprenticeship program 
! Advertising in community newspapers 
! Use of the Agricultural Labour Pool 

 
The BC industry makes use of its provincial and national association newsletters 
to advertise positions and uses other standard media techniques and the 
Agricultural Labour Pool.   
 
There is substantial literature on recruitment strategies of firms to attract college 
graduates into the work force. However, there is no information on the strategies 
undertaken by landscape and nursery companies to recruit horticultural 
graduates. In BC, there is no evidence that landscape and horticultural 
companies have any recruitment strategies. 

                                            
26 http://cf.clark.edu/planning/reports/Final3yearsummaryreport.pdf  
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Much emphasis has been placed on the need to change recruitment strategies in 
order to attract the new generations of graduates into the workforce. Essentially, 
“Baby Boomer” and “Generation X” employers are attracting “Generation X”, 
“Generation Y”, and “Boomerang Generation” individuals into the workforce.27 All 
these “groups” possess distinguishing characteristics based on the numerous 
factors including use of technology, response to marketing, communication, 
social factors,  lifestyle, information needs, income and advancement 
opportunity, work motivations, and world view. 
 
Generation Y makes up close to 25% of the current and potential workforce. The 
“rules” governing interaction with this workforce will include instantaneous 
contact, virtual communication, extensive use of website, text messaging and 
email and multitasking.28 One emerging issue for the landscape and nursery 
industry is how to communicate with potential employees, let alone attract and 
provide those conditions that would lead to retaining them in the horticultural 
workforce. 
 
In the future, it is anticipated that companies will need to use layered, interactive 
websites not only to recruit employees but also as a means to create interest in 
the company/industry. 4G Web Strategy29  represents the next (fourth) 
generation of website recruitment, utilizing, interactive email, webmail and 
webinars to generate ongoing dialogue and data exchange with website users, 
leading to relationships. 

4.2 Gaps in Employee Recruitment Information 
There is no recognized source of information on the types of recruitment tools the 
BC landscape/nursery industry is using to recruit workers into its workforce.  
 
There is only anecdotal information on the success or adequacy of recruitment 
efforts in the BC horticulture industry from the employer perspective, and no 
information on this issue from the employee perspective. 
 
There is mostly speculation about the type of person that may be attracted to 
employment in the landscape/nursery industry based on the current composition 
of the workforce. Suggestions of which population segments may be attracted to 
the landscape/nursery workforce include students, between school years, career 

                                            
27 Baby boomers encompass this born between 1946 and 1964; Generation X – 1961-1981; 
Generation Y – 1977-2003; Boomerang Generation – 1981-1986. See http://wikipedia.org/  
 
28 Wheeler, K. 2006. College recruiting 2010, Part1: A  new generation follows a new set of rules. 
Global Learning Resources Inc. http://www.glresources.com/articles_print.php?id=258; Wheeler, 
K. 2006. College recruiting 2010, Part 2: Are you trying to attract Generation Y using the methods 
of the past?  Global Learning Resources Inc. 
http://www.glresources.com/articles_print.php?id=259  
29 Wilson, D. and davidcoe. 2006. 4G Web Strategy. http://changethis.com/18.4GWebStrategy  
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changers, retirees looking for part-time work, and baby boomers looking for 
recreational activity. 

4.3 Recommendations –Obtain Employee Recruitment 
Information 

The following actions are recommended to clarify current recruitment issues: 
! Survey and/or carry out focus groups with existing employees with respect 

to why they entered the industry. 
! Survey and/or carry out focus groups with employers to determine what 

strategies may be successful for recruiting employees and how they may 
be implemented. 

! Identify bundles of characteristics of recruited employee groups that 
predispose them to being attracted to the landscape/nursery industry. 

! Survey employees to identify the approaches and mediums by which they 
prefer to be recruited. 
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5.0 Employee Retention Factors 
Information has been located on factors that are important for retaining workers 
in small businesses in general. With the exception of Malaspina College, 
Nanaimo, BC, an extensive search of the literature did not find any significant 
information specific to employee recruitment in horticulture.   

5.1 Retention of Horticulture Trades Training Graduates 
Three Canadian studies have been identified. The first study is a survey that was 
undertaken by Malaspina College, BC of horticultural graduates. The second and 
third studies are apprentice surveys in Hamilton, Ontario and Durham, Ontario, 
respectively, which provide some employee profile information but are not based 
on the horticultural industry. There is also a large body of information on 
employee retention in the general business literature.  

5.1.1 BC Horticultural Colleges  
 
A study carried out by Malaspina College on Vancouver Island (table 9) found 
that for graduates between 1995 and 2005 that: 
 

! 82% are currently employed 
! 87% of these are employed in a job that is related to their training 
! 87% of those employed are employed in full time jobs 

 
Table 9 Horticulture Graduate Retention and Employment 
 Response 

Rate 
Currently 
Employed 
* 

Currently 
in 
Training 
Related 
Job 

Employed 
In 
Permanent 
Job 

Un-
employed** 

Not in 
Labour 
Force 

Year       
2005 63% 100% 80% 100% 0% 0% 
2004 45% 60% 100% 100% 25% 20% 
2003 47% 100% 71% 100% 0% 0% 
2002 61% 82% 78% 88% 0% 18% 
2001 35% 86% 83% 80% 14% 0% 
2000 68% 69% 100% 86% 10% 23% 
1999 47% 78% 100% 80% 0% 22% 
1998 68% 87% 100% 100% 7% 7% 
1997 48% 70% 86% 75% 13% 20% 
1996 75% 93% 71% 43% 7% 0% 
1995 73% 73% 88% 100% 20% 9% 
Average 57% 82% 87% 87% 9% 11% 
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Workers entering the apprenticeship program offered at Kwantlen are employees 
and the training may properly be considered part of their retention strategy. This 
program has been undersubscribed by the BC landscape/nursery industry, 
although there is interest in more participation.30 

5.1.2 Industry Education Council of Hamilton Study 
The study was based on interviews with 350 apprentices in a wide variety of 
trades.  The findings of this survey are presented below.31 
 
Level of education: 

! 56.9% completed high school as their highest level of education 
! 30.7% earned a college diploma as their highest level of education 
! 4.1% earned a college university degree as their highest level of education 
 

Reasons for staying with employers: 
! 85.1% expressed satisfaction with their chosen skilled career choice, thus 

retention was not related to overall career satisfaction 
! 65% ranked liking the people they work with as the number one reason 

they stay with their employer 
 
When asked to rank the top three reasons they stay with an employer they are: 

! Like the people they work with 
! Find the job interesting 
! Liked the workplace 

 
Wages and benefits ranked 6th. 
 
Top ten retention factors were: 

! Appreciation 
! Liking co-workers 
! Loyalty 
! Communication 
! Pride in the job 
! Responsibility 
! Safety 
! Financial support 
! Access to training 
! Work/life balance 

 
Reasons for leaving their employer: 

! The number one complaint of apprentices was verbal abuse from their 
employer! 

                                            
30 HortEd BC. 2005. Ornamental Horticulture Survey. 
31 The Industry Education Council of Hamilton (2001) Apprentices Retention in the Skilled Trades. 
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! Other reasons included: 
o Didn’t feel appreciated 
o Didn’t like co-workers 
o Low job satisfaction and therefore low loyalty 
o Poor company communication 
o Lack of pride in workmanship 
o Low level of responsibility given to them 
o Low level of safety practiced within the company 
o More financial support needed 
o Young people want better access to training 
o Better work/life balance 

5.1.3 Apprentice Survey, Durham, Ontario 
This study reported the following characteristics associated with the retention of 
apprentices: 
 
Key Factors influencing Retention of Apprentices:32 
 

! Positive Workplace: with managers who expect the apprentice to work in 
a positive workplace with managers who expect the apprentice to remain 
with the organization and are prepared to invest in the relationships that 
this does occur. 

! Opportunities for Advancement: Employers who anticipate what 
apprentices will want next and then plan to close any gaps in expectations 
before they occur have high retention rates. 

! Rewards and Recognition:  Employers must understand the 
marketability of certified journeypersons and reward appropriately or they 
run the risk of losing these qualified people to other employers.  
Employers who plan appropriate rate increases for apprentices have a 
higher retention rate. 

! Training:  Employers who are committed to their learning are more likely 
to retain apprentices 

! Communication: Needs to be a tow way dialogue and consistently 
informative, friendly and professional 

! Hiring:  good hiring decisions are a key factor in retention – employers 
need to know how to hire right. 

                                            
32 Research Concerning Apprenticeship Retention and Employer Involvement in 
Apprenticeship in Durham Region. January 2004. Customer and Citizen Relationship 
Strategy Group. 
 



 

Zbeetnoff Agro-Environmental 36

 

5.1.4 Managing Employee Retention, General Business Literature 
 
A summary of the supply side (workers) reasons for taking a job and staying at 
the job (Recruitment and retention from the employer side) is provided in 
research carried out by S. Ramlall.33  Tables 10 and 11 summarize the data from 
this study. 
 
The research which was carried out on a single large corporation indicates that 
the total cost of employee turnover is about 150% of an employee’s salary.  The 
article focuses on understanding employee’s turnover intentions and reasons for 
leaving.  The research  determined that the location of the company and its 
compensation packages were the most common factors in remaining with the 
company and that compensation and lack of challenge and opportunity were the 
most common factors in contemplating leaving the organization.  Although this 
was a single large firm, the reasons for remaining and/or leaving the company 
are applicable to other organizations. 
 
Another study which interviewed 151 employees of small businesses found that 
unfulfilled promises made by employers to employees, had a considerable 
impact on workplace attitudes, commitment, and intentions to leave the 
organization.34 
 
 

                                            
33 Ramlall, S. (2003) Managing Employee Retention as a Strategy for Increasing 
Organizational Competitiveness. Applied H.R.M. research, Vol 8 N2 pp 63-72. 
 
34 Kickul, J. (2001) Promises Made, Promises Broken: An Exploration of Employee Attraction and 
Retention Practices in Small Business. Juurnal of Small Business Management, Vl 39, #4, 
October 2001, pp 320-335. 
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Table 10: Reasons for Choosing the Company as an employer 
Factor Description Frequency 
Location of the company The relative distance and amount 

of time an employee has to 
spend driving 

52 

Compensation Pay + Benefits 50 
The job itself Actual responsibilities 22 
Company reputation Reputation as verified by 3rd 

parties such as publications, 
employees etc. 

22 

Career Development Ability to advance 20 
Job security Risk associated with working for 

the company 
10 

Organization culture How the company conducts its 
business 

8 

Challenge How does the company 
challenge its employees to be 
more efficient 

4 

Training and 
Development 

Amount and type of training 4 

Empowerment Employees are empowered to 
make decisions affecting their 
work 

2 

Attractive benefits Quality of coverage and 
premiums the employee must 
pay 

2 

Other  2 
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Table 11: Reasons for Leaving a Company 
Factor Description Frequency 
Salary Not being paid at or above 

market or not having internal 
or external equity 

38 

Lack of opportunity and 
challenge 

Position not offering adequate 
challenge 

28 

Lack of career 
advancement 
opportunities 

Not being able to advance 
ones career 

24 

Lack of recognition Not being rewarded fairly for 
work performed 

14 

Ineffective leadership Inability of leaders/managers 
to communicate company 
vision 

14 

Inadequate emphasis on 
teamwork 

Lack of effort by employees 
and managers to foster 
teamwork 

14 

Flexible work schedule Inability to flex time 6 
To long of a commute Distance an employee has to 

drive 
6 

Lack of trust of senior 
leadership 

Lack of confidence in senior 
management 

2 

Inadequate opportunities 
for training 

Unavailable or inadequate 
opportunities to take classes 
or participate in in-house 
training 

2 

Low overall job 
satisfaction 

No feeling of job satisfaction 2 

 

5.2 Gaps in Employee Retention Information 
There is no specific knowledge for the horticulture industry of the factors that may 
have contributed to employees being retained by employers (such as age, 
background, generation, and education); except reason would dictate that they 
met expectations with respect to the execution of tasks.  
 
There is only general labour force information about the expectations and 
satisfaction levels of working employees and why they stay in the certain jobs. 
There is no information on the composition and characteristics of the cross-
section of these employees in the landscape/nursery industry. 
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5.3 Recommendations – Obtain Employee Retention 
Information 

The following actions are recommended to clarify current retention issues: 
! Survey and/or carry out focus groups with existing employees with respect 

to why they stay in the industry. 
! Survey and/or carry out focus groups with employers to determine what 

strategies may be successful for retaining employees and how they may 
be implemented. 

! Survey employees to identify and characterize groups in the industry that 
are predisposed to stay in the industry. 

! Develop strategy for targeting recruitment based on retention findings. 
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6.0 Horticulture Trades Training Programs in BC and 
Related Marketing Materials 

Who should be targeted in recruiting by educational institutions is a topic that is 
receiving increased attention. Agriculture/horticulture programs have been losing 
enrolments for many reasons including better prospects in other industries, the 
low profile of horticulture, and ineffective recruitment efforts  
 
Various educational institutions have recruitment strategies. These strategies are 
highly specific to the fields in which the institutions compete. 
 
The institutions that deliver horticulture training have a range of methods that 
they use for attracting students.  The various methods used by each college 
include: 

! Promotion of programs on web sites 
! Providing prospective students brochures on their programs 
! Attending job fairs 
! Attending industry trade shows 
! Presentations at high school. 
! Presentations to 4H clubs 
! Individual interview on the phone and in person 
! Attending high school counselor events 
! Advertising in local papers 
! Advertising in industry trade magazines  
! A Minnesota university targets students from 4-H, the National Future 

Farmers of America association, and the children of the college’s alumni.35 
 
A summary of interviews conducted for this report are presented below: 

6.1 Total Horticulture Training Seats in BC 
 

6.1.1 Apprenticeship Programs 
Kwantlen 
Year 1 common core 34  + 15 in 1 day/week pilot program 
Year 2  common core 34 
Year 3  landscape  32 
Year 4 landscape  32 
Year 3 production  16 
Year 4 production  16 
 
 

                                            
35 Vanden Breul, C. 2004. COAFES enrollment at 20-year high. 
http://www.mndaily.com/articles/2004/10/26/10894  
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Vancouver School Board 
Year 1 common core 15 
Year 2  common core 15 
 
Total potential apprentices completing year 4 to become journeypersons is 
32 in landscape plus 16 in production for a total of 48 per year, if both programs 
were fully subscribed. 
 

6.1.2 Diploma Programs 
 
Kwantlen 
Landscape Design and Installation  30  
Greenhouse and Nursery Production  15 
Turf Management     15 
 
Total diploma seats     60 
 

6.1.3 One Year Certificate Programs 
 
University College of the Fraser Valley 
Certification program    20 
 
Capalino College 
Certification Program    32 
 
Thompson Rivers University 
Certification Program    20 
 
Malispina College 
Certification Program    28 
 
Camosun College 
Certification Program    18 
 
Kwantlen 
Certificate Program     28 (not being delivered) 
 
Pacific Horticulture College 
Certification Program    24 
 
Total Certificate Seats     170 
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6.2 Summary of Horticulture Training Seats Available 
The following indicates potential graduates if all training institutions were at 
capacity: 
 
Apprenticeship  48 
Diploma   60 
Certificate   170 
 
Total per year  278
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6.1 BC Horticultural Training Institution Recruitment Strategies 
 
University College of the Fraser Valley 

! Marketing Coordinator for the college was in place until last year, when 
the person was recruited by the University of Saskatoon.  They are 
presently updating all material. 

! Recruiting person was in the high schools, career fairs, 4-H events, went 
to Island, Interior etc. could talk broad base of Agriculture.  Talks about 
state of the heart, glamour, and cool stuff in agriculture.  Tailored 
presentation to “turn kids on” to agriculture. Needed to fight with “gate 
keepers” in high schools need to get past the attitude of high school 
teacher.  Need to hustle do cold calls need sales type person. 

! Good web site, comes up as 11th on Google search 
 
 
Capalino College 

! Capilano College has a relatively simple website but it is easy to navigate, 
and provides basic information on the program and admissions. 

! Good hard copy information to give to perspective students. 
 
 
Kwantlen University College 

! Kwantlen College’s horticultural program has an effective website that is 
comparable to some of the best educational institutions canvassed. 
Factors that are known to be important in current recruitment strategies 
are present: in-depth information a click away, email contact with 
instructors and college staff, use of audio-video clips, and online payment.  
On Google the website is the 19th page.  The 4th page on Google is an 
article in Kwantlen Connections; however it does not provide a link to the 
School of Horticulture. 

! Information sessions are held 3-4 times per year 
! Promotion at CanWest Trade show 
! Participation at career fairs 
! Presentations at high schools 
! Colour glossy handouts and information packages 

 
 
Malaspina College 

! Web site straight forward and easy to use however does not come up in 
the first 50 pages on a Google search. 
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Camosun College 
! Web site straight forward and easy to use however does not come up in 

the first 50 pages on a Google search. 
 
Thompson Rivers University 

! Field trips for highschool students 
! Participate in Campus wide open house 
! Public tours of the campus 
! Presentations at Salmon Arm highschool 
! Part of local advertising by TRU 
! On the TRU website horticulture is not listed as a program and can only 

be found by using the TRU search function.  Once the horticulture site is 
accessed one cannot return to the horticulture main page by easily 
identified links. This must be done using small arrow buttons on the page. 

 
! On Google search does not come up in first 50 search pages. 

 
Okanagan University College 

! Not offering horticulture trades training this year 
 
Pacific Horticultural College 

! Pacific Horticultural College has an easy to use and effective web site. 
! It is the first hit when searching horticulture education in BC, however it 

presently leads to a “page cannot be found” message on Google. 
! No advertising, other than on internet. Mostly word of mouth. 

 
Vancouver School Board 

! Delivers year 1 and 2 of the horticulture apprenticeship program.  12thpage 
on Google search. 

! Promotes via newspapers and places ads in BCLNA publication. 
  
Detailed hard copy of their promotional information had been provided to HEBC 
as a separate package. 

6.2 Gaps in Training Institution Market Information 
Essentially, educational institutions have not tracked their user groups to identify 
what attracted them to offered programs. Increases in enrollment have implied 
successful recruitment strategies, declines have implies inadequate recruitment 
strategies. 
 
Characteristics of new enrollees, needed to design recruitment strategies, are not 
known. If the targeted group(s) consist of diverse population segments, a multi-
faceted recruitment strategy will be required. This gap would be filled by using 
information generated in section 4.4 to identify those segments of the general 
population with a predisposition to agricultural employment and careers. 
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Finally, the most effective medium(s) for recruitment of prospective new students 
is unknown because it not clear who is being targeted. Study of this issue 
suggests that surveys of students by recruiters may even mask true preferences 
because these students give answers the recruiters want to hear.36 

6.3 Recommendations 
The information gaps in section 6.1 should be filled:  
! Employees should be contacted to determine why they were attracted and 

recruited into horticultural programs and this information correlated with 
the segment of the population they represent. 

! Current apprenticeship students should be contacted to determine why 
they were attracted and recruited into the horticultural apprenticeship 
program and this information correlated with the segment of the population 
they represent. 

! The potential recruitment strategies identified for employers in Section 4.1 
are also transferable to the recruitment strategies of colleges, universities 
and training centres. New elements should be incorporated to target the 
needs of those segments of the population that are attracted to the 
landscape/nursery industry. 

! Some elements that are reported to respond to Generation Y 
(representing 25% of the current and potential labour force to 2010) 
include: blogs, online advertising, online games and competitions, e-
newsletters, downloads and user data capture to increase attraction to the 
site. At the same time, the “dialogue created with the user through the 
interactive website should provide tracking and reporting information, user 
profiles, webpage use database, and information to tailor content on the 
website. 

                                            
36 Wheeler, K. 2006. College recruiting 2010, Part 2: Are you trying to attract Generation Y using 
the methods of the past?  Global Learning Resources Inc. 
http://www.glresources.com/articles_print.php?id=259  



 

Zbeetnoff Agro-Environmental 46

7.0 Current Participation by Employers in Training 
The only data available to measure the current participation of employers in BC 
apprentice training is the number of organizations that send employees to the 
existing apprenticeship program.  The present number of apprentices in the 
system is 188. A breakdown by program is provided in Table 12. 
 
Table 12: BC Horticulture Apprentices 
Number of 
Apprentices 

Year 1 Year 2 Year 3 Year 4 Total 

Landscape 62 28 34 34 158 
Production 2 2 14 12 30 
 
Landscape Registered but no training   57 
Production Registered but no training 74 

7.1 Employer Participant Profile 
There was no data found on the profile of employers who participate in training 
programs. 
 
 

7.2 Estimated Size of Employer Group 
 
7.2.1 Production Nurseries 
Based on the 2001 Census of Agriculture there are: 
Total farms with nursery product sales = 1,377 
Farms with >51% of Gross Farm Receipts derived from nursery sales = 801 
 
 
7.2.2 Private Sector Landscape Companies 
The following information on Landscape companies and Retail Garden Centres is 
based on the InfoCanada data base which is derived from: 

! 5,000 Telephone Directories  
! 10,000 Annual Reports  
! 150,000 Press Releases  
! City and Industry Directories  
! News Items / Periodicals  
! New Business Listings 
 
Total number of landscape contractors and maintenance companies listed in 
BC by InfoCanada is 944 plus 95 landscape design companies. 
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A review of the Yellow Pages of major population centres in BC indicated the 
following number of firms listed under landscape contractors:  
Vancouver    340  
Victoria    235 
Kelowna   159 
Kamploops  83 
Abbotsford  134 
Coquitlam/Maple ridge 132 
Prince George  54 
Kootney area  58 
 
Total   1195 

 
7.2.3 Retail Garden Centres 
InfoCanada data base lists 276 retail garden centres and nurseryman in BC. 
(review of the nurseryman listing indicates most are garden centres.) 
 
7.2.4 Turfgrass, Golf Courses Parks 
Golf courses, municipal parks, regional district parks and school districts all hire 
trained horticulturalists and landscape employees in entry level positions.  In BC 
there are: 
 

! 300 golf courses 
! 156 municipalities 
! 28 regional districts 
! 60 School districts 

 

7.3 Gaps 
There is no specific data on participation of employers in training activities 
 

7.4 Recommendations 
Develop a marketing strategy that targets the large group of employers in BC, 
especially with respect to apprenticeship. There are over 1000 private sector 
landscape companies, 800 nurseries, 244 public sector organizations with parks 
and or sports fields, and 300 golf courses in BC.  These companies and 
organizations should be participating in the horticulture apprenticeship training in 
BC.
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8.0 Current Marketing and Communication Vehicles to 
Employers 

HortEducation BC has been active in communicating to various employer groups 
and individual employers with respect to training issues. The employer 
associations also communicate to their respective members with respect to 
labour and training.  The following summarizes the activities of these groups. 
 

8.1 HortEducation BC 
Promote education at commodity meetings, sector meetings, and trade shows 
Promote education via web site 
 
 

8.2 BC Landscape & Nursery Association 
Participate in HortEducation BC 
Seminars at Annual Conference 
Promote education at commodity meetings 
Promote education in monthly publication 
 
 

8.3 Western Canada Turf Grass Association 
Participate in HortEducation BC 
Travel Annual Road Show 
Seminars at Annual Conference 
An interesting note from the 2006 BC Turfgrass Industry Profile is that only Forty 
percent of the 128 respondents have internet access at home and work. 
 

8.4 BC Parks and Recreation Association  
Participate in HortEducation BC 
Promote education at annual conference 
 

8.5 Gaps 
No measurement of success  

8.6 Recommendations 
Coordinate efforts through HortEducation BC 
Develop a method for tracking success
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9.0 Comparative Wage Scales 
Wage data is available from Statistics Canada, the national industry association 
CNLA – Landscape Canada and the BC Industry Training Authority.  
 
The most accurate Wage comparisons are based on data collected by Statistics 
Canada on comparative NOC coded jobs.  Data from the 2005 landscape 
member survey carried out by Landscape Canada provides more detailed wage 
information by job title and the BC Industry Training Authority provides 
information specifically on Apprenticeship Wages in the non-horticulture trades. 
 
The NOC data (Table 13) provides the most consistent comparison of wages 
across industry sectors and the Landscape Canada data (Table 14) provides the 
most detailed wage information by job category.  More detail is presented in 
Appendix D. 
 
Table 13: Wages Comparison in the Lower Mainland BC Landscape 
Industry 
NOC Code - Job description Average Wage 
8612 - Landscaping and ground maintenance workers $14.56 
8432 - Greenhouse and nursery workers $10.15 
8431 - General farm workers $9.95 
8422 - Silviculture and forestry workers $25.65 
9619 - Other labourers in processing, manufacturing and utilities $13.19 
8616 - Logging and forestry workers $25.78 
7611 - Construction trades helpers and labourers $17.50 
  
Supervisors  
8256 - Supervisors – landscape and horticulture $14.59 
8211 - Supervisors – logging and forestry $28.61 
7219 - Contractors & supervisors –other construction trades, installers, 
repairers & servicers $24.50 

  
Technicians and Specialists  
2225 - Landscaping and horticultural technicians and specialists $15.40 
2223 - Forestry technologists and technicians $24.50 
2221 - Biological technologists and technicians $16.64 
  
8432 - Delivery and Courier Service Drivers $12.70 
Source: Canada.  National Occupational Classification. 
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Table 14: Landscape Canada Wage Data by Position 
Job Category Average 
Bookkeeper $19.27 
Office manager $17.10 
Landscape supervisor $20.35 
Landscape foreperson $17.79 
Landscape labourer full-time $13.22 
Landscape labourer student $10.87 
Maintenance supervisor $16.83 
Maintenance foreperson $15.55 
Maintenance labourer full-time $12.48 
Maintenance labourer student $10.49 
Irrigation/lighting technician $16.62 
Designer $25.23 
Stonemason $22.82 
Carpenter $20.90 
Source: Landscape Canada Survey, 2004.  
 
 
In two of the three job categories, i.e., supervisors and technicians, nursery 
sector wages are significantly lower than forestry or construction counterparts. In 
the labourer category, construction labourers earn wages about 10% higher than 
landscaping and ground maintenance workers. Landscape and ground 
maintenance labourers are higher paid than greenhouse and nursery workers or 
general farm workers.  Greenhouse and nursery workers are the second lowest 
paid in the categories report, being paid slightly higher than general farm 
workers. 
 
In general, wages tend to be highest in BC, followed by Alberta and Ontario. 
However, while landscaping and ground maintenance labour wages exceed their 
counterparts in Alberta and Ontario, such is not the case for landscape 
supervisors or delivery and courier service drivers. Among technicians, BC 
wages are slightly above those in Ontario but lower than Alberta. 
 
The wage data can also be compared to the median hourly wage paid to 
apprentices in British Columbia as reported by the Industry Training Authority 
(ITA) as shown in Table 15Table 37.  This survey carried out for the ITA, reported 
that the average wage for apprentices in BC (based on 1500 responses) was $24 
per hour, with a range from $15 to $29 per hour.  This can be compared to 2002 
data available for the KPMG study on the Nursery and Landscape Industry38.  
This study shows pay rates for journeyman (which should be higher than 
apprentices): 
 

                                            
37 Industry Training Authority (2006). 2005 Apprenticeship Survey, Summary Report. Pub. BC 
Statistics and BC Ministry of Advanced Education. 
38 KPMG/BCLNA (2002) The Nursery and Landscape Industry in British Columbia. Pub. By 
BCLNA 
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! Landscape have an average pay of   $13.33 to $18.88 
! Retail have an average pay of    $13.67 to $15.00 
! Wholesale Grower have an average pay of  $14.35 to $16.83 

 
 
Table 15: Average Apprentice Wage Rate in British Columbia (2005) 
Trade Respondents Average Wage 
Machinery and Transport 
Mechanics 

159 $29 

Electronics and Electrical 
Engineering 

11 $28 

Printing Press Operations 18 $27 
Electrical and communications 94 $25 
Contractors, Supervisors Trades 
and Related Workers 

57 $25 

Metal Forming Shaping and 
Erecting 

46 $25 

Machinists and Related 37 $25 
Managers Construction and 
Transport 

10 $25 

Roofer, Glaziers, Painters 20 $24 
Mechanics Heating, Electrical, 
Small Engine 

13 $23 

Plumbers, Pipefitters, Gas Fitters 72 $22 
Scheduling, Distribution, Shipping, 
Dispatching 

9 $21 

Automotive Service Technicians 164 $21 
Carpenters and Cabinetmakers 90 $21 
Chefs and Cooks 43 $15 
 
 
 

9.1 Gaps in Wage Data 
Industry collected data is sporadic and quickly becomes out of date. 
 

9.2 Recommendations – Wage Data 
Collection of wage data should correspond to NOC to allow cross industry 
comparisons. 
Publish wage information comparisons to employers to assist them in 
benchmarking their pay scales. 
Collect wage data on a regular basis. 
 


