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Community revitalization and development has, for the last two decades,

been primarily resource- and capital-focused. Communities where natu-

ral resources are available are still considered fortunate; planning most

often concerns “attracting” economic development to use those resources. How-

ever, over the past few years, another type of resource is challenging planners to

rethink the priorities of community economic development (CED). The people

who inhabit a community are themselves coming to be considered a natural

resource, and training and skill development as a top priority. We are moving

farther away from ad hoc, project-based planning. Long-term human resource

planning is becoming more important. Communities are doing longer range

planning. They are considering the total picture of “community-based resources.”

This shift in attitude reflects the notion that people are a community’s

strongest and most stable resource. Business opportunities may come and go.

Natural resources (or their value) may fluctuate. Businesses or industries may fold,

move, or change. People, however, remain in a community and are a vital compo-

nent to growth or recovery.

Canada’s CED roots lie in combating re-
gional economic disparities. In other
parts of the world, this is not the case. In
Europe, South and Central America,
CED is generally thought of as a tool or
process to increase employability, job
creation, and enterprise. The success of
any venture is dependent on the availabil-
ity of a skilled or trainable workforce.
With this in mind, Community-based
Human Resource Planning is rapidly be-
coming a major consideration in Canadian
community economic development.

STARTING WHERE PEOPLE ARE

Most economic planning involves a hu-
man resource component or an employ-

ment and training plan. These are usually
based on perceived “organizational
needs,” or on jobs that will become avail-
able. Very little is done with regard to the
individuals who are expected to partici-
pate. Traditionally, we post a list of jobs
that are available and take employment
applications based on the individual’s
previous experience, skills, or interest.
Basically, people get fitted into the op-
portunity.

Good community-based human re-
source planning includes career planning:
starting where an individual is and work-
ing out his/her needs in terms of employ-
ment, training, or on-going development.
In the most successful models, an inven-

tory is prepared to make the best use of
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the human potential in addition to filling
jobs. It allows for both sides of the organ-
izational/individual needs equation to be
in operation at the same time.

Employment matching and career
planning should work in harmony and are
particularly effective when used in a com-
munity-based plan. Some people call this
Community-based Human Resource
Planning, others regard it as the develop-
ment of a “Community Training Plan.”
No matter how a community organizes its
economic strategies, the skills of local peo-
ple and their willingness to participate
must be translated into a workable plan.

Communities don’t start with a blank
page. All people have experiences and
abilities, albeit some skills may be out-
dated or not in keeping with changing
technologies. Others may have a lack of
formal education or poor literacy skills.
Many may have skills, attitudes and abili-
ties that have not been properly assessed
or utilized.

Not all people see themselves in the
future picture of the community. They
cannot see how their existing skills or
knowledge might be useful or incorpo-
rated in the economic ventures ahead.
Too many people are in paralysis due to
poor self-esteem or life skills problems. In
many isolated communities, the idea of
“local hire” has long been lost due to the
shortage of people willing or able to do the
work. Community-based Human Re-
source Planning starts where people are
and offers a continuum of skill develop-
ment which, over time, encompasses
both the ability and the motivation
needed to contribute to the economic
and social well-being of the community.

In several Alberta communities, em-
ployment projects start with career plan-
ning and life skills training. This is
accompanied by personal counselling
and, where needed, academic upgrading.
Many innovative approaches have been
developed to help move adults into the
world of work and to keep them there.

Most importantly, they move into work
that offers personal satisfaction and a
“good fit” for both the employer and the
employee. Each individual could require
a different entry level and basically a dif-
ferent training combination.

This approach is called “tailor-made
training” for individual action plans. Con-
sideration is given to different learning
styles and ways to best acquire the learn-
ing needed. It works very successfully in
the career planning process by developing
an individual’s potential rather than just
slotting people into existing or available
occupations. It also respects and puts to
work the differences that people have in
their approach to work and training.

Most occupations or roles in develop-
ing communities are in transition. New
occupations are emerging so quickly that
many have no names. In native communi-
ties, jobs are also becoming much more
holistic or blended. Consequently, cur-
riculum for training cannot be designed
or delivered in the old ways. Practitioners
must now develop training based on new,
poorly-defined roles for people whose
skills may not be clearly evident or prop-
erly assessed. In addition, we are chang-
ing how we view work. People’s values,
interests and beliefs are becoming as im-
portant to their work as their skills,
knowledge, and abilities, so that a new
type of assessment is required.

So labour market realities oblige Com-
munity Human Resource planners to take
into account two processes: personalized
career planning and training for brand
new occupations. The interconnection of
these processes is critical. Currently,
there are too few people with the right
skills to do the work, and too many people
without skills who are unemployed. Un-
employment rates do not capture the true
picture in terms of the mismatching of
skills and labour market gaps. At a com-
munity level, it is much more visible.
Changes in resource bases or technologi-
cal advances have wiped out the eco-

nomic security of many communities. La-
bour market imbalances are becoming a
norm, and practitioners are seeking new
models to assist with economic restructur-
ing, training, and retraining.

Changes in the labour market have
become a community issue. Integral to
the revitalization planning of marginal-
ized communities across the country
must be a local capacity to provide train-
ing and personal development to the
membership.

SKILLS ARE NOT ENOUGH

In many areas attempts have been made
to train community people for specific
jobs. An excellent example exists in na-
tive communities in northern Ontario.
People have been trained for several years
as Community Economic Development
Officers (CEDOs). They have the skills.
When asked how they chose their careers
in this field, over 75% said that they did
not choose them. The community need
was there and in some cases, they were
the only people available to do the work.
Some of them did not like the work and
felt overwhelmed by the expectations.
One or two wanted to work outdoors or
with their hands. For these people, eco-
nomic development planning work in
group settings, indoors, and attending
endless meetings held little personal
value or sense of accomplishment. As a
result, they were burning out, frustrated,
and very negative about their communi-
ties’ futures.

Communication is a large part of these
positions. The people who fill them are
the messengers back to the community
and to funders. It is very difficult to feel
enthusiastic and confident about the fu-
ture when the advocates themselves are
not comfortable or confident. No wonder
the planning process was short of energy.

This situation is typical. People are
put into jobs for the wrong reasons and
their values and interests are often not
considered. It is taken for granted that
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when personal problems emerge it is just
a matter of overwork or fatigue. Symp-
toms which we are familiar with include
alcohol and drug addiction or relationship
breakdown. We seem to be more interested
and able to work on these sorts of problems
than to tackle the underlying issues.

Poor career planning and unrealistic
expectations in a changing labour market
are taking a serious toll. A community
pays a high price when it fails to get jobs
well-designed, people properly career-
counseled, and training done in a way that
is meaningful to people. The most obvi-
ous costs are in lack of productivity or
effectiveness. The personal costs are dif-
ficult to measure but very apparent. The
loss of potential and opportunity can
undo the best CED planning.

NATIVE COMMUNITY
MANAGEMENT

Native communities have an excellent
opportunity to do it right. As land claims
and self-government agreements are
signed, implementation plans for five
years or more are being developed and
funded. Normally, they follow a model
that looks at two key human resource
components: the jobs that are going to
exist, and the people who could fill them.
In addition, consideration is sometimes
given to people who have problems and
need some help before they could con-
sider going to work. As far as this goes, it
is a perfectly reasonable and good start.

There are, however, two other areas
that will tie into the success of a native
community’s economic or social develop-
ment in the 1990s. One is in leadership
development: career planning and train-
ing for political and community leaders
whose roles are in extreme transition.
The second area involves people who are
currently employed by the community
and whose jobs are changing. These two
groups are often excluded from Commu-
nity Human Resource Planning.

One of the biggest, and most often

erroneous, assumptions we make is that
people who have jobs already are good at
them, properly trained and feeling com-
fortable with change. None of these
things are necessarily true. People who
are doing work at the community level
(particularly leaders or politicians) are
the ones whose jobs are most seriously
affected by CED plans. Yet they are the
ones who often are given the least atten-
tion in the area of training.

In order to keep motivation alive be-
yond the planning stage, it is essential to
have the right people in the right jobs
with the right skills. It is also critical to
have an on-going process to upgrade and
update both skills and jobs as they change
or become obsolete. This involves good
role/job analysis and career planning. Al-
though we are more familiar with these
processes on either an individual basis or

for a particular business or industry, they
are becoming tools for community plan-
ning. They form the link between Com-
munity Human Resource Development
and successful community and economic
development. Native and non-native
communities alike are working on train-
ing plans tied to local economic develop-
ment. Implementation plans for northern
development or for self-government
agreements are focusing on the skills
needed right across the community, not
just for specific occupations or ventures.
As this trend continues, development
models will emerge that help practitio-
ners and/or communities assess the needs
of individuals and communities in the
context of change, development, and eco-
nomic restructuring. �
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