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Introduction

Canadians on the Move

Moving millions of people daily and representing 92% of all public transportation
journeys by all modes, the motor carrier passenger industry is critical to Canada’s
economy, to the sustainability of our social framework and to our commitments as a
nation to a sustainable environment.

The many benefits include:

* Mobility - public access to employment, travel safety, service for seniors and
persons with disabilities, rural service

* Economic - cost-efficient transportation, stimulates economic development and
employment

e Environmental Quality - eases traffic congestion, reduces energy consumption,
and improves air quality

Despite the essential role it plays, and the quality and competence of its more than
90,000 employees, this industry has become increasingly vulnerable to public funding
adequacies as increased numbers of our workforce move toward retirement, and as
high automobile usage continues despite factors such as gridlock and fuel prices.

To assess these effects, the Motor Carrier Passenger Council of Canada commissioned
an independent, national Study to consider the role and challenges of the motor carrier
passenger industry within Canada, to examine its competitiveness and progression
internationally, and to determine the impact of a number of key factors on the industry
and its workforce.The report identifies workforce demographics, skill and competency
requirements, occupational supply and demand, key human resources challenges,
selected best practices, the impact of technology and the business environment on
human resources.

On The Move - Canadian Bus Industry Human Resources Study
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Background

A human resources Study completed in 1997, herein referred to as the Price
Waterhouse (PW) Study, identified a number of major strategic buman resources
issues with respect to the industry’s ability to manage its human resources.
These were as follows:

e managing an ageing workforce
* developing interpersonal skills and a customer service focus
* ensuring employee safety
¢ improving communications
e recruiting and retaining well-qualified employees
e enhancing the image and professionalism of drivers/operators
e reducing absenteeism
* addressing employment equity for women and visible minorities
The following recommendations were put forward to provide a foundation for further

concrete action by the industry as a whole, as well as by individual service providers, to
address human resource issues:

e create an industry-wide human resources forum

e encourage the industry to acquire new skills

e facilitate the management of change

* foster joint labour-management actions at the local level

* build readiness for managing change at local level

e plan and develop a strategic approach to human resources management

In the years since the PW Study, the industry has faced unprecedented events that
have made a lasting impact on the way it conducts its business.These include, but
are not limited to: increased security threats, SARS and other pandemics,
environmental issues, restrictive legislation and increased workplace violence. Many
of the recurring human resources issues identified in that Study continue to resonate
within the industry today along with the need to address and cope effectively with
this changing environment.

Progress has been made on a number of fronts, for example, the MCPCC was created in
1999 as the industry-wide forum and has focused on addressing many of the
recommendations such as enhancing the image and professionalism of bus operators
with national programs such as Occupational Standards, Accreditation, Certification,
Career Awareness and Recruitment best practices. Furthermore, associations and
unions have taken a stronger role in advocating the bus industry to governments, and
developing and delivering effective education programs. Individual companies have
progressively addressed many issues and have been more open in the sharing of best
practices and policies — a number are outlined in the Case Studies section of the
detailed report.

Further progress on these areas is compared and discussed throughout the On the
Move Study.

On The Move - Canadian Bus Industry Human Resources Study



Study Purpose and Objectives

The key objectives of this Study were:

to assess the current and future business environment

to identify, assess and forecast technology trends and developments in the
context of emerging human resource skills requirements

to develop a workforce profile, including changing skills requirements, and
identify the steps needed to ensure future skilled workforce sufficiency

to examine current workforce planning and development activities and
recommend recruitment, retention and return on training investment strategies

to identify industry “best practices” with respect to key issues recognized by the
industry

to develop an encompassing vision and recommendations to create a targeted
human resource strategy for the sector

On The Move - Canadian Bus Industry Human Resources Study
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Methodology

As indicated in the chart below, the Study is structured in six parts dealing with specific
issues, concerns and challenges.

Parts Objectives

To assess the current and future business environment and to

Part One: The Evolving Economic, assess the economic, business and regulatory factors, trends

Business and Regulatory and developments that will affect the future structure, business

Environment prospects, growth and practices, particularly as they relate to
human resource issues and workers.

Part Two: The Impact of To identify and assess technology trends and developments in

Technology the context of emerging human resource skills requirements.

To develop a workforce profile including changing skills

Part Three: Employment Analysis  requirements and identifying the steps needed to ensure future

skilled workforce sufficiency.
Part Four: Workforce/Skills To establish a skilled worker demand profile and forecast over
Demand Forecast to 2016 5 to 10 years.
Part Five: Human Resouces To assess industry recruitment, training, development and
Development, Training, retention strategies and practices, and examine current levels
Recruitment and Retention and types of training in the industry.

To summarize previous Parts and research to produce an

Part Six: Synthesis and analysis and understanding of the key human resource
Recommendations challenges faced by the motor carrier passenger industry and

develop an Action Plan of recommendations.

Findings are based on extensive research activities, including:

six regional consultation sessions with over 150 participants from industry
employers and employees, labour, associations, education, manufacturers
and governments

over 50 interviews with key stakeholder groups including employers, industry
associations, union representatives, education institutions, manufacturers,
government agencies and international contacts

eight site visits conducted throughout Canada with urban transit, intercity,
school bus and tour and charter transportation service providers

web and paper surveys of a representative sampling of employers, owners,
managers and human resources practitioners covering all sub-sectors in all
provinces and territories

telephone data collection activities for four case studies

extensive telephone interviews to build reliable data relative to the school and
intercity sub-sectors

a comprehensive review of secondary sources, databases and internet searches

On The Move - Canadian Bus Industry Human Resources Study
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1.0 The Evolving Economic, Business and Regulatory Environment

1.1 Profile of the Motor Carrier Passenger Industry

The motor carrier passenger industry of Canada, the bus industry,is a significant force
in the Canadian economy, not only because of the business activity of the close to 1,500
companies, which generated more than $7.6 billion in 2004 revenues and employed
over 90,000 full-time equivalent people, but also because it is a critical component of
Canada’s transportation infrastructure. The motor carrier passenger industry is
responsible for moving more than 1.5 billion passengers annually (Statistics Canada,
2005).

The industry encompasses five primary sub-sectors:
 urban transit systems
* scheduled intercity bus carriers
* school bus services
* tour and charter carriers

* accessible services (paratransit)

Though the industry as a whole is generally categorized into these five sub-sectors,
service providers offer a range of services that may span several of the sub-sectors.

1. 1. 1 Data on the industry

To describe the sector, Statistics Canada tabulates data along the lines of the North
American Industrial Classification System codes (NAICS).The four primary categories
and their respective NAICS codes are:

e urban transit systems (4851)

e interurban and rural bus transportation (4852)
* school and employee bus transportation (4854)
e charter bus industry (4855)

The business activities associated with these categories generate the vast majority of
the industry’s revenues and are closely linked with the general scope of the motor
carrier passenger industry as earlier referenced. Two primary distinctions exist: school
and employee transportation services are grouped together, and the broad category of
other transit and ground passenger transportation (4859) is also included in the data
tabulation. Employee transportation services, other transit and ground transportation
and special needs transportation services, with the exception of those operated by
organizations whose primary line of service falls within the four primary

sub-sectors, are not currently actively represented in the activities of the

industry Sector Council. Additionally, wherever Statistics Canada data is used

in this Study to present their tabulations of cumulative industry information,

totals will necessarily include NAICS category 4859, which is not represented

by the MCPCC.

Due to recent modifications in the survey methodologies employed by Statistics
Canada, historical statistical descriptions of the industry are not totally comparable from
year to year and trending must be done very cautiously with this data.Also, use of this

On The Move - Canadian Bus Industry Human Resources Study

Modes of Urban Transit

Transit Bus: a bus with
Jfront and centre doors,
normally with a rear-
mounted engine, low-back
seating and without
luggage compartments or
restroom facilities for use
in frequeni-stop service;
may also be an
Articulated Bus — a bus
usually 55 feet or more in
length with two connected
passenger compartments
that bend at the
connecting point when the
bus turns a corner.

Trolley Bus: an electric,
rubber-tired transit vebicle,
manually steered,
propelled by a motor-
drawing current through
overhead wires from a
central power source not
on board the vebicle. It
may also be known as
"trolley coach" or "trackless
trolley."

Light Rail: an electric
railway with a "light
volume" traffic capacity
compared to beavy rail.
Light rail may use shared
or exclusive rights-of-way,
high or low platform
loading and multi-car
trains or single cars. It
may also be known as
"streetcar," "trolley car" or
"tramway.”

Heavy Rail: an electric
railway with the capacity
Jfor a "beavy volume" of
traffic, and characterized
by exclusive rights-of-way),
multi-car trains, bigh-speed
and rapid acceleration,
sophisticated signalling
and bigh platform loading.
1t may also be known as
"rapid rail," "subway",
"elevated (railway)" or
"metropolitan railway
(metro)."
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Commuter Rail: railroad
local and regional
passenger train operations
between a central cit)) its
suburbs andy/or another
central city. It may be
either locomotive-bauled
or self-propelled and is
characterized by multi-trip
tickets, specific station-to-
station fares, railroad
employment practices and
usually only one or two
stations in the central
business district. It may
also be known as
"suburban rail".
Paratransit: comparable
transportation service ...
Jor individuals with
disabilities who are unable
to use fixed-route
transportation systems.

Source:American Public
Transportation Association
(APTA), 2001

Other Ground
Transportation Services

* special needs
transportation (i.e.,
transportation services
Jfor the persons with
disabilities, senior
citizens with reduced
mobility and other
members of the
community with
special transportation
requirements)

 shuittle
e carpool

e vanpool
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data to describe the industry is slightly limited by the fact that service providers may
conduct diversified business which is reported under only one primary NAICS code
reflecting their primary business activity, when portions of their business activities
could be expressed more accurately under another/others.

Bus Charter Services
(NAICS 4855)
Charter Tour

Sightseeing Services
Sightseeing (NAICS 4871)

Bus Operations Horsedrawn carriages
Tourist rail operations etc.

1. 1. 2 Numbers of Service Providers

As of 2004, there were approximately 1,469 industry service providers with over 68%
of these entities operating in the school bus services sub-sector (table 1-1).

Table 1-1: Number of service providers by industry sub-sector (2004)"

School and ' Other Transit

) . Interurban .
Employee Shuttle Charter  Urban Transit and Rural Total
Service
Doovidors 1004 223 125 86 31 1,469
ggglem of 68.30% 15.20% 8.50% 5.90% 2.10% 100%

Source: Statistics Canada, Preliminary Surface and Marine Transport Service Bulletin®, 2000.

"The information presented by Statistics Canada is an estimate drawn from a sample survey. The
sampling strategy includes a “take-all” strata of companies having revenues of at least $1 million and a "take-
some" stratum below this threshold. The resulting figures should be interpreted as a reasonable
representation of the Industry.
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1. 1. 3 Fleet Size

The industry’s 2004 fleet of 58,449 units of rolling stock (i. e., buses, vans, cars, subway
units, streetcars, locomotives, etc. ) was concentrated predominantly in the school and
Employee sub-sector, which operates more than 60% of the industry’s fleet (figure 1-1).

Figure 1-1: Industry Rolling Stock (2004)

Units of Rolling Stock

40,000

35,000

30,000

25,000

20,000

15,000

10,000

5,000

Rolling Stock by Industry Sub-sector

35 238 (60.3%)

15 560 (26.7%)

2195 (3.6%) 2 070 (3.6%) 3 386 (5.8%)

E | E | | —
School Urban Transit Charter Other Transit Interurban
and Employee Shuttle and Rural

Source: Statistics Canada, Preliminary Surface and Marine Transport Service Bulletin data®, 2000.
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1. 1. 4 Fleet Age

Increasing slightly between 1999 and 2003, the average age of all buses registered in
Canada—including those not part of the industry—is significantly lower in Ontario and
Québec than in other regions (figure 1-2).

Figure 1-2: Age of buses in Canada
Average Age of Registered Buses in Canada (1999 and 2003)

12.00

11.22
10.43 10.44 10.48

10.00 9.50

8.24
8.00 +——

7.32 .49

6.00 1|

4.00 |

Average Vehicle Age in Years

0.00 +— T T T
British Columbia  Prairies and Northern Ontario Quebec Atlantic Provinces Canada

Region

m All vehicle years -1999
m All vehicle years -2003

Source: Statistics Canada, Canadian Vebicle Survey, Catalogue 53F0004XIE, Fourth quarter® 1999;
Catalogue 53-223-XIE, Annual® 2003 (Revised)

A closer examination of the 2003 figures reveals significant regional disparities

in the age distribution of vehicles. Most notable is the concentration of vehicles of
model years 1985 or earlier. In Québec and Ontario, these older vehicles represent only
2.9% and 5. 6% of provincially registered buses, respectively. In British Columbia, this
cluster of older buses represents 9. 9% of all buses.This figure jumps to 15. 1% in the
Prairies and Northern region and 18.7% in the Atlantic Provinces (table 1-2).
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Table 1-2:Registered buses by region (2003)

. - Prairies and '
M(\)lgl;i%lfzar C(l)glllitriftl)lia Cl\ld(;lrjlgirgr itz Québec P?:)lslnntizs Canada
Territories
pre-1986 9.90% 15.10% 5.60% 2.90% 18.70% 8.90%
1986 1.60% 2.40% 0.90% 0.90% 2.40% 1.50%
1987 2.00% 3.80% 1.50% 0.70% 2.20% 2.00%
1988 3.10% 4.30% 2.10% 1.00% 2.80% 2.60%
1989 4.70% 4.70% 2.70% 1.90% 3.90% 3.30%
1990 4.80% 5.00% 4.30% 3.00% 7.40% 4.50%
1991 6.00% 4.70% 5.00% 4.90% 6.60% 5.10%
1992 4.50% 4.60% 5.40% 5.70% 6.20% 5.20%
1993 4.00% 4.40% 4.80% 5.00% 4.90% 4.70%
1994 4.40% 3.70% 4.30% 8.20% 2.30% 4.80%
1995 5.60% 4.10% 6.30% 5.30% 6.40% 5.50%
1996 6.80% 3.70% 6.70% 6.90% 2.00% 5.60%
1997 4.40% 5.00% 5.50% 6.60% 5.00% 5.40%
1998 7.60% 5.40% 6.90% 6.30% 7.50% 6.50%
1999 6.50% 6.00% 8.30% 8.20% 4.60% 7.20%
2000 7.70% 5.90% 9.20% 7.70% 5.90% 7.70%
2001 7.30% 6.10% 8.10% 8.60% 4.20% 7.30%
2002 4.60% 6.40% 6.00% 8.50% 4.40% 6.40%
2003 3.60% 3.80% 5.40% 5.20% 1.30% 4.40%
2004 0.80% 0.80% 1.00% 1.90% 1.20% 1.20%
Unknown 0.00% 0.00% 0.00% 0.60% 0.00% 0.10%
Total 100.00% 100.00% 100.00% 100.00% 100.00% 100.00%

In comparing the average age of urban transit system vehicles in Canada to those in the
U.S.A., there appears to have been a significant divergence in trends (figurel-3). Over
the 10 years beginning in 1994, U.S. figures for the average age of full-size buses show a
steady downward trend. From just under 9 years in 1994, they rest at only 7.2 years in
2004. Canadian figures for standard and low floor buses, on the other hand, move from
an average age of 10 years in 1994 to a peak of more than 11.5 in 1997 before moving
back downward to 10.3 in 2004.

On The Move - Canadian Bus Industry Human Resources Study
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Figure 1-3: Age of urban transit buses in Canada and the U.S.

Age of Transit System Fleets

(Canada and U.S.A))
14.0

12.0

10.0

8.0

6.0 — E—

4.0 1

Average Vehicle Age (in years)

2.0

0.0 -

1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004

Year

W Canada (std & low-floor)
U.S.A. (full-size)

Source: United States Department of Transportation, Bureau of Transportation Statistics®, 2006; CUIA,
personal communication, McCormick Rankin Corporation®, 2002.

1. 1. 5 Employment

The motor carrier passenger industry employs over 90,000 Full-Time Equivalent (FTE)
people across the country (table 1-3). Employees tend to be most highly concentrated
in larger urban transit organizations. School and employee transportation services, the
industry’s second largest sub-sector by number of FTEs, employs operators/drivers
mostly on a part-time and seasonal basis, as does charter and tour; consequently, the
number of actual persons employed in the industry is far greater than that indicated by
the FTE figure. On an FTE basis, urban and school sub-sectors employ 85. 6% of total
industry employees.
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Table 1-3: Full-Time Equivalent employees by job category by sub-sector (2004)

School and Interurban Other Transit

Job Category Urban Transit sl and Rugal Charter Shuttle Total
Operators / 24,249 29,431 4249 2,645 2347 62,920
drivers

Mechanics 3,265 1,539 447 215 80 5,547
Other 16,771 2,593 2,051 566 508 22,489
Total 44,285 33,503 6,747 3,426 2,934 90,956
Reporting 86 1004 31 125 223 1,469
Companies

Source: Statistics Canada, Preliminary Surface and Marine Transport Service Bulletin data®, 2000.
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Competition and
Compensation

There is some concern
among industry
stakebolders that in the
absence of innovative
recruitment and refention
measures, increased
competition for employees
and managers in
tightening labour markets
may simply result in rising
wages, significantly
worsening already
challenging economic
positions.
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1.1.5. 1. Industry Employment Trends

Only urban transit data are reliably available for the period 1998-2004 inclusive.All
regions show employment growth during this period, producing a cumulative
Canadian increase of +18.23% (figure 1-4). Regionally, British Columbia shows the
highest growth rate totalling +25. 4%, followed by the Prairie Provinces at +20. 1%, and

Atlantic at 13.7%.
Figure 14: Urban transit (full-time and part-time) by region (1998-2004)

25,00
20,00
15,00 [
[
[
o
>
)
o
£
w
10,00 |
500 — 140
0 i m m m | m3
1998 1999 2000 2001 2002 2003 2004
m Atlantic Provinces 735 736 729 770 783 810 836
Québec 10,557 10,648 10,675 10,834 10,986 11,113 11,186
= Ontario 16,889 16,249 17,526 18,054 18,161 18,671 19,041
m Prairie Provinces 5,497 5,847 5,830 6,140 6,230 6,063 6,601
M British Columbia 4,679 5,362 5,602 5,562 5,787 6,138 5,866
Canada 38,357 38,842 40,362 41,422 41,947 42,795 43,530

Source: CUTA Data - 2006

1.1.5.2 Industry Compensation

Available data (2004) blend the average annual compensation (wages, salaries and
benefits as well as other expenses such as subcontracting, training, uniforms, meals and
other human resource related costs) of operators/drivers, mechanics and other
employees to produce cumulative figures for each industry sub-sector (figure 1-5).
Urban transit and school and employee sub-sectors account for 47. 2% and 39.9% of
industry employees respectively. This information is clearly indicative of sub-sector
operational differences including urban transit subsidies and degree of unionization,
charter bus seasonality and school bus seasonal and part-time employment. Other
factors influencing compensation data are not so obvious. For example, the
presentation does not identify the significant wage rate differences within the school
sub-sector between those provinces where services are provided by the private sector
and those where they are provided by the public sector.
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Figure 1-5: Average annual compensation by industry sub-sector (2004)

$70,000

$60,000

$50,000

$40,000

$30,000

$20,000

$10,000

$-

Average Annual Compensation

$66,981
$35,155
$33,511 $31.778
$19,297
Urban Transit Interurban and Other Transit Charter School and
Rural Shuttle Employee

Source: Statistics Canada, Preliminary Surface and Marine Transport Service Bulletin data®, 2000.
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1. 1. 6 Union Representation

The levels of union representation in the industry differ significantly by sub-sector. By
far, the most highly unionized workforce belongs to the urban sub-sector where almost
90% of all employees were represented by a union in 2004, a figure that has risen from
a low of just under 80% in 1999.Though fluctuating, figures show that roughly 60% of
intercity employees are unionized, as are 25% of school bus employees (figure 1-6).

Figure 1-6: Union representation in the Bus Industry

Union Representation in the Motor Carrier Passenger Industry

100.0%

90.0%

/
/
80.0%

70.0%
60.0% /\\/i V
50.0%

40.0% A
20.0% \-/—‘—‘\‘

10.0%

Percent of employees unionized

L 4
4
4

0.0%
1997 1998 1999 2000 2001 2002 2003 2004

“===Urban Transit Systems === |nterurban & Rural Bus Transportation
== School & Employee Bus Transportation ~ ==#==Canada (excl. Urban, Interurban & School)

Source: Labour Force Survey, custom tables for HRSDC®, 2005.
1. 1. 7 Revenues, Government Contributions and Profit Margins
1. 1. 7. 1 Industry Revenues and Government Contributions

The bus industry generated more than $7.6 billion in total revenues in 2004. As
illustrated in figure 1-7a,urban, predominantly publicly operated, is the sub-sector with
the greatest revenues, producing 67.8% of total industry revenues. However, 51.6% of
urban revenues are operating and capital contributions from government. Figure 1-7a
and table 14 illustrate the dependence of urban on these contributions, which sub-
sector would have lost more than $2.0 billion in 2004 without them.
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Figure 1-7a: Industry revenues and government contributions-2004

2004
Industry Revenues
($ 000)

Other Transit Shuttle $167,328
(incl. $43,867 in contributions)

Charter Bus $316,689

Operating and non-

operating revenues
School and Employee / $2.460,081

$1,380,184 (incl. $7,022
in contributions)

Operating contributions
/ $1,845,647

Capital contributions

I / $772,250

Interurban and Rural
$549,469

Urban Transit
$5,077,978

Source: Statistics Canada, Preliminary Surface and Marine Transport Service Bulletin data®, 2000.
1. 1. 7. 2 Industry Profit Margins

As the following preliminary 2004 and most currently available Statistics Canada data
indicate, the bus industry functions on very low profit margins and specific

sub-sectors require government contributions to maintain current operating and service
levels.

Table 1-4: Sub-sector Profits and Contributions Impact (in $:000s) - 2004

. Interurbanand  School and Other Transit
Urban Transit Rural Employee Charter Shutle

Net Income
Including 591,880 (2,546) 102,114 26,566 10,767
Subsidies
Net percent of n o o
Total Revenue 11.66% N/A N/A 8.39% 6.43%
Net Profit/(Loss)
Without
Government (2,026,017) (2,546) 95.092 26,566 (33,100)
Contributions

Source: Statistics Canada, Preliminary Surface and Marine Tiansport Service Bulletin datda®; 2000.
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As noted in table 1-4, urban transit is particularly dependant on government
contributions as the dominant source of revenues, greatly attributable to the
complexity of the urban infrastructure combined with the essential nature of urban
services.

“From 1996 to 2004, government contributions (to urban) increased an average of
+3.8% annually. Over the same period, urban transit systems operating revenues grew
by (an average of) +5. 2% annually.As a result, government’s total contribution to urban
transit revenues decreased from 56% to 53% (during this period). ” [Transport Canada -
Transportation in Canada 2005]; this is also the source of the following two figures.
Figure 1-7b details 2004 government contributions to urban and other urban revenue
sources.

Figure 1-7b: 2004 Urban Revenues by Source

Provincial
Other Contribution
11.1%

Contributions’
9.3%

Federal
Contribution
1.4%

Municipal
Contribution
31.4%

Urban Transit

Services
44.2%
Other
Revenues?
2.6%

1. Other contributions include dedicated taxes, transfers from regional agencies and reserve funds
2. Other revenues include charter, school bus and other passenger bus services
Source: Transport Canada tabulation, adapted from Canadian urban transit Association (CUTA) data.

Transport Canada has taken another approach to presenting industry revenue data.

By categorizing by sub-sector, the revenues generated by the various service lines of
carriers active in more than one sub-sector; they suggest that the resulting data, as
presented in the following Figure 1-7c, more accurately represent the revenues
generated by anyy/all carriers carrying on activities in any/several sub-sector(s). Due to
prior changes in Statistics Canada survey criteria, the 2001 - 2004 data are presented as
most reliable.
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Figure 1-7c: Bus Industry Revenues by Service Lines, 1997 - 2004

(Millions of dollars)
1997 1998 1999 2000 2001' 2002 2003% 20043
Number of companies 877 1,110 1,062 968 1813 1,715 1497 1,500
Business Lines
Urban transit services 1,672 1,694 1817 1,956 2,092 2234 2317 2,500

School bus transportation 826 894 915 964 1,112 1220 1233 1,250

Charters, shuttle &
sightseeing services

316 3609 352 449 469 500 552 540

Scheduled intercity
services

241 240 236 271 332 329 319 370

Other
passenger/operating 191 216 219 225 246 283 197 190
revenues

Parcel express delivery 79 87 88 96 98 100 101 105

Total
(excluding government 3,326 3,499 3,627 3,961 4,349 4,672 4,719 4,955
contributions)

Government
contributions * 2137 2386 2562 2271 2355 2440 2774 2780
Total 5463 5885 6,189 6231 6,703 7,112 7493 7,735

1. From 1997 to 2000: Includes bus operators with annual revenues greater than $200,000. Starting
2001, a new Passenger bus and urban transit survey was initiated by Statistics Canada covering a
greater number of bus companies (no threshold revenues).

2. Preliminary data for 2003
3.Data estimated by Transport Canada
4.Includes operating and capital government contributions for urban transit

Sources: Transport Canada, adapted from Statistics Canada, Passenger bus and urban transit statistics,
Cat. 53-215.
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Passenger-kilometre: a
unit of measure of the
carriage of one passenger
through a distance of one
kilometre. For example, a
bus that carries 50
passengers a distance of 10
kilometres has logged 500
passengerkilomeitres. A car
with a single occupant
would have to travel 500
kilometres to accumulate
an equivalent number of
passengerkilometres
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1. 1. 8 Stage of Development

The motor carrier passenger industry is a mature industry that stretches back to the
turn of the last century. Since the mid 1900’s, however, the bus industry has faced
tremendous challenges from its principal competitor — the automobile.

In the absence of comparable Canadian data, statistics from both the U.K. and the
U.S.A., figures 1-8 and 1-9 respectively, illustrate the extent to which the automobile
has assumed, over time, the dominant share of passenger transportation on the roads of
those countries, implying a similar trend in Canada.

Figure 1-8: Long-term passenger transportation trends in the U.K.
U.K. Passenger Transportation by Mode
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500 1
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200 1
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—a— Bicycle & Motorcycle

Source: Office for National Statistics, 2005
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Figure 1-9: U.S. passenger transportation trends
U.S. Passenger Transportation by Mode
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Source: US. Department of Transportation, Bureau of Transportation Statistics®, 2005.
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1.1.8.1 Market Share of the Canadian Bus Industry

Recent Canadian figures from Natural Resources Canada estimate the Canadian bus
industry’s position within the passenger surface transportation market in terms of its
relative market share, currently and over the past decade. Generally, the size of the bus
industry is dwarfed by the dominance of the automobile in its various forms.In 2002,
buses accounted for 9. 9% of road and rail passenger-kilometres (figure 1-10).

Figure 1-10: 2002 Passenger Surface Transportation Market Share

Passenger Surface Transportation Market Share (2002)
(percent of total Passenger-kilometres)

Car, Light Truck & Motorcycle Urban Transit
89.7% 3.0%

Intercity Bus
1.5%
3.0%

School Bus
5.4%

Source: Natural Resources Canada®, 2004.

Despite the automobile’s historically consistent growth trend, these data point to an
improvement in the bus’ share of passenger transportation. Over the last decade, the
bus’ share has risen roughly 10% (figure 1-11).This improvement of the bus industry’s
share of Canada’s total road and rail passenger transportation activity is mirrored by an
overall increase and largely consistent growth trend in the number of passenger-
kilometres travelled by bus since 1990 (figure 1-12). Conversely, despite significant
growth in the early 1990s, the personal automobile (car, light truck and motorcycle) has
made no significant gains in passenger-kilometres travelled between 1994 and 2002
(figure 1-13).
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Figure 1-11: Bus passenger transportation market share (1990-2002)

Bus' Passenger Transportation Share (1990-2002)
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Source: Natural Resources Canada, 2004

Figure 1-12: Bus passenger-kilometres (1990-2002)
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Figure 1-13: Automobile passenger-kilometres
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Broken down by industry sub-sector (figure 1-14):

* school bus passenger-kilometres have trended significantly upward in the
period 1990-2000, but have since receded

* urban transit passenger-kilometres have shown relative stability over the period
surveyed

e intercity bus passenger-kilometres continue to trend slightly downward since
1994

Figure 1-14: Passengerkilometers by Industry sub-sector (1991-2002)

Passenger-kilometres by Industry Sub-sector

30,000

25,000

20,000

15,000 4

10,000

s

1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002
Year

Passenger-kilometres (millions)

o

‘ m School Bus ® Urban Transit W Intercity Bus ‘

Source: Natural Resources Canada, 2004
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In terms of ridership, table 1-5 shows the evolution of ridership for the intercity and
urban transit sub-sectors of the bus industry. It is characterized by ups and downs over
a 10-year period.

Table 1-5: Intercity and Urban Transit Passengers Carried in the Bus Industry, 1985-2004

Year Intercity Passengers ! Growth Rate Urban Transit Growth Rate
(millions) (percent) Passengers * (percent)
(millions)
1992 14.9 1,432.10
1993 10.9 27 1,396.50 -2.5
1994 114 5.3 1,360.70 2.6
1995 12.5 9.3 1,361.10 0
1996 13.6 8.8 1,352.90 0.6
1997 14.7 8.1 1,382.20 22
1998 14.3 2.7 1,388.40 0.4
1999 13.9 2.8 1,442.00 3.9
2000 143 2.9 1,493.90 3.6
2001 15.2 6.2 1,481.10 0.9
2002 15.1 0.6 1,537.10 3.8
2003 14 -7.4 1,559.70 1.5
2004 3 155 10.9 1,598.20 25

Source: Transport Canada, 2004g
! Passengers using intercity scheduled services
2Passengers carried by urban transit operators only

3 Intercity estimated by Transport Canada
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Figure 1-15 further illustrates that the school bus sub-sector posted significant gains in
passenger surface transportation share over the past decade.

Figure 1-15: Passenger surface transportation share (bus)

Sub-sectors Passenger
KMS Share of Surface (road/rail) transportation
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Source: Natural Resources Canada®, 2004.

1. 2 Labour — a Key Force in Canada’s Bus Industry

In the process of developing the following material, stakeholders commented that the
relationship between management and labour throughout the industry is generally
positive and co-operative.This relationship is expected to continue, particularly as these
parties build on recognizing the need to work together in order to effectively address
major on-going common concerns such as violence and security.

1. 2. 1 Overview

A vital part of the transportation industry for over a century in many Canadian
communities, organized labour in the motor carrier passenger industry is working to
modernize and re-orient its efforts on behalf of its membership, in an environment that
has changed dramatically since its beginnings standing for decent working conditions
and fair wages.

Today, the several unions representing workers in the motor carrier passenger industry
are sophisticated organizations with research, tactical lobbying, and policy development
capabilities. Unions are strategic, well-informed, and politically shrewd.

For example, ATU Canada has made yearly representation before the Federal Finance
Committee for the past decade, presenting its case for increased funding for transit and
incentives such as employer-provided tax exempt bus passes, which the union feels
will help increase ridership.
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ATU also studies Human Rights legislation, the Canada Labour Code, and other
laws/regulations with a view to bringing these broad rulings to bear in even the
smallest local situation.

Labour’s key focus remains on the welfare of the individual worker within a single
bargaining unit or local, and the most common expression of that focus continues to be
the local Collective Bargaining Agreement, or CBA.

As noted under Section 1. 1. 6,the levels of union representation in Canada’s motor
carrier passenger industry differ significantly by sub-sector.

Members include operators, maintenance workers and mechanics, dispatchers,
inspectors, training personnel, sales and office personnel, and others.

1. 2. 2 The Unions

Each of the following unions has experienced involvement with the MCPCC through
board, committees, Study groups or advisory levels.

ATU (Amalgamated Transit Union)

Established in 1982, the ATU Canadian Council is the leading authority and voice in
Canada for the Amalgamated Transit Union on all issues of Canadian interest including
legislation, political, educational, health and safety, cultural and social welfare matters.
The ATU in Canada represents over 25,000 public transit and inter-city bus workers,
through 41 bargaining units across the country.

Proud of a committed involvement in the Motor Carrier Passenger Council of
Canada, this union’s membership includes a culturally diverse group of operators,
maintenance technicians (primarily mechanics and bus maintenance workers)
supervisory, security and sales personnel.

ATU Canada is committed to improving the working conditions and the quality of life
for all of its members through education, training and lobbying.

COPE (Canadian Office and Professional Employees Union)

A Canadian Labour Congress (CLC) affiliate, COPE members include 34,000 employees
in 49 locals across Canada. Formerly OPEIU (the Office and Professional Employees
International Union), COPE represents office workers, technicians, professionals and
sales representatives both in the private and public sectors. COPE members work in
many areas of industry, such as Crown corporations, school boards, banks and credit
unions, insurance and power companies, paper mills, transit operations, community
centre and trade union offices, and other employers.

COPE represents approximately 500 transit employees on Vancouver Island and in the
Lower Mainland, most of who are trainers, schedulers, transit police, office
administration staff and clerical workers.

CAW (Canadian Auto Workers)

The CAW is the largest private sector union in Canada, with an overall membership of
250,000 people in 282 local unions operating in 1,600 workplaces. Through its
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members and its departments, the CAW works on collective bargaining processes, and
has on-going involvement in, and commitment to, a variety of workplace, economic and
social justice issues.

Best known for its dominant presence in the automotive sector with over 40,000
members, CAW represents about 5% of the organized labour force in Canada’s bus
industry. Key bargaining units include Coast Mountain Bus, the urban transit provider in
British Columbia’s Lower Mainland (3,100 workers, 90% of whom are operators) and a
number of Laidlaw employees in the school bus sector in various parts of Canada
(1,250 workers).

CUPE (Canadian Union of Public Employees)

With 550,000 members, and 2500 locals in 12 divisions, CUPE is one of the dominant
labour unions in Canada. CUPE represents workers in health care, education,
municipalities, libraries, universities, social services, public utilities, transportation,
emergency services and airlines. In addition to Local 301, representing Montreal’s urban
transit operators, CUPE’s presence in the bus industry involves members in parts of
Ontario, Québec, and in the Atlantic Provinces in urban and school bus sub-sectors.

UTU

The United Transportation Union—through the Brotherhood of Railroad Trainmen
(BRT), one of its predecessor unions—entered the bus industry in 1928, about the same
time that many of the first bus companies were being formed by the railroads.

United Transportation Union has 5,500 members in the transportation industry in
Canada, and a total North American membership of over 80,000.The union’s activities
are directed in three primary fields of service to the members: protective, legislative
and financial. Collective bargaining units include Ontario Northland and the rail portion
of GO Transit in the Greater Toronto Area.

CSN

The Conseil Syndicale National is a Québec-based confederation of nine groups,
including unions, central councils, and federations. CSN is committed to the creation of
democratic social, economic, political, and cultural structures that guarantee quality of
life for their members.

CSN represents approximately 1,100 operators in Québec’s motor carrier passenger
industry, in collective bargaining units in Québec City and Laval.

Other

Small numbers of motor carrier passenger industry employees are also represented by
the International Brotherhood of Electrical Workers IBEW) and the United Steel
Workers of America (USW).

1. 2. 3 Current Issues

A sampling of union representatives were asked what issues were either paramount or
emerging as the most important items to be included in upcoming collective
bargaining processes and/or during day-to-day relations with employers. Beyond the
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almost universal concern about violence against operators, there was no clear
consensus on which was the most important or pressing issue. Therefore, these issues
are presented in alphabetical order.

Absenteeism

Absenteeism is a somewhat larger issue in the motor carrier passenger industry than in
other similar industries. Labour representatives argue that increased absenteeism relates
primarily to the physical health of operators, citing that operators experience a
significant amount of close physical contact with the riding public and increased
exposure to rapid temperature changes as bus doors open and close in inclement
weather.

Across Canada in organized workplaces, rates of absence are generally determined in a
“Bargaining Unit Average”.This is a formula provided by the employer based on the
average amount of hours worked and the number of hours absent, and is reviewed
actively when collective bargaining units are negotiated. It has been stated by labour
representatives that many employers do not share the data regarding absences on a
regular basis, making it difficult for unions to examine and analyze trends.

In a medium-sized urban operation, operators have an absence ‘threshold’ of 20 days
per year.When this is significantly exceeded, both the employer and the union local
become involved in determining causes and, in some cases, exacting disciplinary action.

Labour believes firmly that absenteeism will remain at current levels and likely grow, as
stresses on the operators increase.

e Pandemic flu and other health hazards
Labour has researched this issue thoroughly, and recommends, as part of
collective bargaining, implementing systems to monitor staff health; training and
equipping in-house influenza teams; means to help staff that have fallen ill; wage
continuity for those who have been stricken; facilitating the return of staff to
the workplace post-quarantine; ensuring that the workplace has adequate
hygiene and cleaning procedures and supplies; and ensuring adequate
ventilation is present in buildings and vehicles.

* Privatization & Public/PrivatePartnerships
The twin issues of privatization and public/private partnerships continue to be
a focus for organized labour in Canada’s bus industry, since the unions place
high priority on job protection at collective bargaining time.

Increasingly tight cost control requirements have resulted in many properties
turning to sub-contracting jobs both behind the wheel (paratransit, for instance)
and in the shop (bus cleaners and maintenance personnel).

Labour regards effective public/private partnerships as those where
government invest in equipment, technology, safety, and public education about
the advantages of ridership and behaving appropriately on buses. Unions have
expressed concerns that third party companies will cut corners and lower the
quality of service.
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* Reconciling Work and Family Life

In addition to the Canada Labour Code, individual provinces have varying
labour standards regarding hours of service. It is hours of service that forms the
basis upon which the “work/life balance” discussion begins for the unions.
Canadian unions believe that a number of factors including violence, the
pressure and stress caused by inappropriate route planning, bad weather, and
traditional structures like split shifts and spare boards are contributing factors
to increasing dissatisfaction with this career choice for those who wish to have
some form of work/life balance.

In urban transit, women with children have significant difficulty with the
demands of scheduling—yet they are increasingly sought after as the industry
tries to secure its labour pool.

 Technology
Unions believe that advanced technologies have a lot to do with the future of
security in transit. The presence of GPS technology and in-bus cameras has
grown significantly and will continue to do so as the industry harnesses the
potential for increased service capacity.

While labour maintains that it is essential that employers not use these
technologies for punitive or disciplinary measures, it recognizes that technology
is here to stay and that it can be a positive force for workers.

Violence Against Transit Operators and Other Staff

This is an issue receiving great attention by the unions and is the focus of on-going
research on their part. Unions believe the primary deterrent for incidents of
violence against operators is effective prosecution, and in almost all current and
recent collective bargaining sessions, violence prevention has emerged as an
increasingly important issue.

In the early summer of 2006, ATU Canada hosted the first Conference on
Violence and Security for the motor carrier passenger industry. The Conference
underscored the need to collect meaningful data on a national level and to keep
the data current, so unions and management can more effectively lobby
governments at all levels to initiate programs and legislation with the objective
of decreasing the growing incidence of violence.

1. 2. 4 Collective Bargaining

Collective Bargaining Agreements are the responsibility of union locals who put
together contract negotiating teams that typically include the local President, a financial
representative and representatives from specific work areas like operators or
maintenance personnel.

Labour action between 1999 and 2005 involved 47 stoppages, involving 18,856
workers, representing 355,030 person-days lost—a significantly higher number than in
modes like air, rail, water, taxi and trucking industries.

In general, the three most important issues on the table when CBA negotiations take
place between bus companies or government properties and the unions in Canada are:
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* Job protection: in a time of increasing privatization and public/private
partnerships, this is the most important bargaining item in current negotiations
and is seen as the critical factor in negotiations to come over the next five to
ten years.

* Wages: wages in the industry, most particularly in urban transit and intercity
modes, meet contemporary standards with the exception of certain provinces
like Alberta and British Columbia, where the extraordinary wages offered in
resource industries continue to draw the labour pool away from the motor
carrier passenger industry. Wage issues include base rates and wage progression,
and overtime pay issues (shift premiums, shift differential pay, spread pay, et al).
Witness pay and pay for accident reports, almost unique to this industry
because operators behind the wheel are witness to a variety of accidents and
incidents, is often discussed as part of negotiation.

Safety and security of personnel: as the incidence of violence against bus
operators increases, particularly in urban transit, and as the issue becomes more
complex and far-reaching, involving transit police, maintenance workers, and
other staff, labour seeks firm commitments and specific financial allocation for
training, on-the-job protection, public awareness campaigns, and help for those
who have been victims.An excellent and current example of union pro-action
on the issues of public violence and workplace security is the March 2006 ATU
commitment, emanating from a “Conference on Violence and Security in the
Public Transit and Intercity Bus Industries,” to implement the following:

* formulate and promote a “zero tolerance” policy and a public awareness
campaign

create a standardized assault reporting form for all of the properties represented

distribute “Right to Refuse Work” brochures under health and safety statutes to all
locals

set up databases to record both incidents of violence against members and case
law for assaults against transportation workers

» work with the industry through the creation of joint managementlabour
committees to address these problems

 consult with magistrates and law enforcement

* lobby federal and provincial governments for criminal code amendments and
increased funding for system security

A review of approximately 60 urban transit collective agreements shows that additional
items on the collective bargaining table include tool allowance and tool insurance,
supply and cleaning of uniforms, leave (bereavement, parental leave, etc.), benefits (sick
leave, dental, optical, prescriptions, etc. ), negotiations around probationary periods,
report time, turn-in time, and pensions.
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1. 2. 5 Grievances and Dispute Resolution

Grievances are seen as labour’s traditional negotiating tool outside of the collective
bargaining process. Unresolved grievances can result in a variety of actions by labour,
including work stoppages.

While many employers and union locals in Canada have developed a range of
alternative dispute resolution mechanisms and other processes that allow for “informal”
negotiation of shop floor issues, grievances generally revolve around disconnects
between a local’s and an employer’s interpretation of specific clauses of an existing
CBA.

It was also observed by labour officials interviewed that there are more grievances and
an increased number of arbitration situations when either the employer or union
representatives involved are inexperienced, limiting the desired effectiveness of the
negotiating process in these situations.

1. 2. 6 Labour’s Influence on the Future of the Motor Carrier Passenger
Industry

Because of a strong focus on security and safety of personnel, it is expected that unions
in Canada undergoing collective bargaining processes in the next several years will insist
on an increasingly large commitment from employers to increased protection of the men
and women of the industry including assurances of:

* a range of safety measures in place at all times to protect workers in the event
of a pandemic health crisis

* investment in significant public education regarding behaviour and
comportment in and around public transit with a focus on consequences;

The immediate future will see increased and more sophisticated influence on policy
development by unions.This will include:

* increased presence at the federal level in order to influence policy development
regarding public transportation. Beyond issues directly related to transportation
funding and policy, labour interests will include lobbying on privacy and
personal information fronts.

* collaborative lobbying with employers at the local, provincial, and national level
for severe prosecution of those who commit assault and other violent acts
against bus industry employees.

Labour sources state that the local job of securing a satisfactory collective bargaining
agreement remains a key role for unions.They also see the survival of Canada’s bus
industry as one of their critical co-responsibilities.
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1. 3 The Industry’s Changing Structure

1. 3. 1 Industry Consolidation

The structure of the industry has changed significantly as a result of widespread
industry consolidations. Laidlaw, in particular, pursued an aggressive growth strategy in
the 1990s. Some of Laidlaw’s most notable acquisitions include the purchase of
Canadian Greyhound in 1997, American Greyhound and Voyageur Colonial Bus Lines in
1998 and Penetang-Midland Coachlines in 2000.They also acquired several school bus
transportation companies.

According to the Report to the Senate Standing Committee on Intercity Bus Services
(Fraser, 2002), Laidlaw companies indicated in a written submission to the Committee
that their group’s share of the ridership market was 45%. Greyhound Canada
Transportation Corporation’s market share alone was identified as being 40%.

Much of the discussion in the Fraser report centres on an uneven economic regulatory
environment, which plays a major role in how corporate structural strategy is played
out. One of the report’s main concerns is how organizational change resulting from re-
structuring vis-a-vis merger, acquisition or other platforms, has had a substantial impact
on organizational culture.This is an issue that affects professionalism, recruitment and
retention in key demographic sectors as noted by the U. S. Transportation Research
Board (2001¢), the Price Waterhouse Human Resources Sector Study (1997) and the
MCPCC Shortage of Skilled Labour Report (2003).

Orléans Express, a scheduled intercity bus company, has also been very active in
mergers and acquisitions. Orléans Express employs 500 individuals and carries

1.7 million passengers annually and close to 1 million parcels.A major French
conglomerate, Keolis, now owns Orléans Express. Recently, Orléans Express acquired
the Group SMT/Acadia and is now the main scheduled bus operator in Québec, New
Brunswick and Nova Scotia. Foreign ownership was also a factor in Ontario, where
Coach Canada acquired Trentway-Wagar. Coach Canada is part of the Stagecoach Group,
which operates motor coach services in the U.K.,the U.S.A. , Canada and New Zealand.

Though there is little literature documenting the impact of consolidation on the
Canadian school bus industry, this sub-sector has seen significant consolidation as a
result of Laidlaw’s expansion strategy.And a recent investment analysis of the sub-
sector highlights market fragmentation and the price-sensitive nature of the industry,
concluding that required margin improvement would likely come as a result of the
further centralization of activities (Oppenheimer & Co.Inc.,2004).

1. 3. 2 Inter-modal Alliances

There are several good examples of the growth in inter-modal strategic alliances
between the bus industry and other modes of transportation.The Pacific Central Station
in Vancouver, B. C. is probably Canada’s first example of inter-modalism in action. In
1992, following a change in terminal ownership, Greyhound, with partners VIA Rail and
CN Rail, completely refurbished and repaired the facility. The work included seismic
reconstruction and interior and exterior renovations.

On The Move - Canadian Bus Industry Human Resources Study

Industry Consolidation

Industry stakebolders
agreed that the tightening
economics of the industry
are driving the
concentration of service
providers. Larger providers
are more able to capitalize
on economies of scale and
keep pace with rising costs
and downward pressure
on revenues. The impact in
numerous communities—
noted as particularly
worrisome in Atlantic
Canada—is significant as
many comparatively
small, local enterprises,
despite their strong
community ties and long
bistories, are forced out of
the market. Often there is
simply nobody in the
community willing or able
to take over the business
when the current owner
looks to retire.

Evidence in the working
groups and interviews of
significant movement on
intermodal initiatives was
limited. Participants did
nonetheless provide
examples of current
initiatives designed to
addpress a range of modal
links:

e integration of cycle
parking to facilitate
rider access;

* park-and-ride to ease
parking demand in
downtown cores;

e the expansion of light
rail as a compliment
to urban transit bus
service; and

vebicle capacity
sharing across sub-
sectors.
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Public/Private
Partnerships

A public/private
partnership is a co-
operative venture for the
provision of infrastructure
or services, built on the
expertise of each partner
that best meets clearly
defined public needs,
through the most
appropriate allocation of
resources, risks, and
rewards.

In a public/private
partnership, the public
sector maintains an
oversight and quality
assessment role while the
private sector is more
closely involved in actual
delivery of the service or
project.

Public/private
Partnerships can be
categorized based on the
extent of public and
private sector involvement
and the degree of risk
allocation between the
two.”

Source: P3 Office, Service
Industries Branch,
Industry Canada
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The bus services of Trans-Cab of Peterborough, Ontario, for example, are augmented
with taxi use for a nominal premium.This is a particular advantage in areas of low
population density (Skelly, 1996). Motor Coach Canada (MCC) has reported contracting
agreements between private companies and Pearson International Airport totalling over
$90 million. In the event of weather or mechanical problems where air or rail service is
not available, coaches are used to transport passengers to various destinations. Inter-
modal terminals, which link municipal transit and the intercity sector, have also
facilitated seamless service in Québec City and St-Catharines, Ontario; however this
level of co-operation is not successful in all cities. Intercity/coach terminals in Toronto
are generally segregated from other transportation services including VIA Rail, Go
Transit and the subway, though intercity GO buses do run from the new (2002) Union
Station bus terminal. Efforts are underway to correct this situation and the Toronto
Economic Development Corporation (TEDCO) is working with GO Transit, Greyhound
and other stakeholders to develop a new Toronto inter-modal terminal.

1. 3. 3 Public/Private Partnerships

Public/private partnerships in the industry have proven challenging in terms of
maintaining service levels. Performance-based contracts are a commonly used method
of achieving positive outcomes for those responsible for service in the public and
private sectors, contractors, operating personnel and the riding public. One regime
proposes a system that rewards service providers for both a minimum service level
(MSL) and patronage increases (subsidy dollar per passenger) based on government
service obligations and expected user and external benefits. This provides incentives for
service providers to not only improve performance, but also to seek out new
opportunities for growth, based on their knowledge of the market (Hensher, 2003a).As
Savas and Cantarella (1992) found, it is easier to hold contractors to performance
standards than a public agency.The development of a Service Quality Index (SQD) to
measure service satisfaction from a customer perspective is another way service
providers and regulators can ensure that service levels meet established benchmarks
(Hensher, 2003b).

1. 4 Current Policies Regulating the Industry

1. 4. 1 Canadian Economic Regulation

Governmental regulation in the bus industry is a much-discussed topic among bus
agencies, particularly in the intercity/coach sector. Much of the industry literature
focuses on economic regulation through restrictive entry and route cross-subsidies.The
passing of the federal Motor Vehicle Transport Act (MVTA 1954) confirmed federal
jurisdiction on extra-provincial bus companies (those crossing provincial and
international borders). Through the MVTA 1954, the federal government transferred the
responsibility of regulating extra-provincial bus service providers to provincial
governments and legislated that they be regulated in like manner to those under the
control of provincial governments. It did not, however, create any type of consensus
among the different jurisdictions on how rigid the regulations would be. Over the years,
a wide variation of economic regulation developed throughout the country. Prince
Edward Island, the North West Territories and Nunavut have deregulated routes.
Ontario,Alberta, New Brunswick, Newfoundland and Labrador and Yukon have retained
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some economic regulation. British Columbia, Saskatchewan, Manitoba, Québec and
Nova Scotia have significant economic regulation (Fraser, 2002).

Proponents for governmental regulation argue that the cross subsidization of rural
routes enforced by this type of framework is a fair trade-off for protection from
competition on more profitable routes.Those in favour of opening up the market
suggest that competition will allow the industry to grow, to lower fares, to foster
innovation and to improve services to patrons. In addition to provincial consent,
deregulation of the industry would likely require incentives for private operators to
maintain services on unprofitable rural routes.These incentives would, as
recommended in the Report to the Senate Standing Committee on Intercity Bus
Services, cost upwards of $30 million (Fraser, 2002).

Recently, modifications to Québec’s Bus Transport Regulation have eliminated a 200-
kilometre round trip limit on school bus charters. While still required to meet all other
conditions of the regulation, school bus operators are now permitted to operate as
charters to points across the province without kilometre restriction. It is felt that this
regulatory change will not only help maximize the usage of the province’s bus fleet, but
also stimulate competition in outlying areas that are largely under-serviced by
traditional charter operators (Lafrance, 2002).

1. 4. 2 International Economic Regulation

Economic Regulation internationally is also varied. Harvie (2000) compares urban bus
services in Scotland with those in Germany. In Germany, scheduling, acquisition and
subsidies are public, yet the companies remain private.There has been a 300% increase
in ridership over the past twenty years and the introduction of new, quiet, low-
floor/multi-floor buses that load and unload quickly, an efficient ticketing system, bus-
only lanes and dial-a-bus service for after-hours. Scotland, on the other hand, has seen
little investment or innovation in services in the ten years following deregulation. Over
that period, bus miles driven have increased by 25%, and passenger miles driven have
decreased by the same amount.

1. 4. 3 Deregulation Viewpoints

Deregulation has not been a panacea to stem the ridership decline.After a post-
deregulatory spate of route closures, ridership has been found to return to its old rates.
Although deregulation led to cost reductions per bus mile of 30% in the U.K. , wage
reductions were an observed consequence (Stark & Krashinsky, 1998).In their Study of
competitive tendering in Italy (giving the subsidy to the carrier bidding lowest for a
given service), Cambini and Filippini (2003) determined that competitive tendering in a
monopolistic way is a better system than the side-by-side competition created by the
deregulation of individual routes. In the United States, a report by the United States
General Accounting Office (GAO) found that deregulation led to a sharp reduction in
services to rural communities, in phases.The GAO Study also found that more than 50%
of U.S. communities lost all scheduled bus service in the initial seven years after the
1982 deregulation (United States General Accounting Office, 1992). Many senior
industry stakeholders have pointed out that even under regulation Canada has
nonetheless seen a significant loss of rural service across the country.
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The Reverse-Onus Test

Applicants for licences to a
provincial board would get
approval without a
bearing, unless some
person made the case that
granting the licence would
likely be detrimental to the
public interest.”

Source: Fraser, 2002

In recent decadles, deaths
and hospitalizations due
to motor vebicle traffic
collisions bave declined
markedly in Canada. For
example, since 1982 the
road traffic death rate has
declined by almost 50%.
This decrease bas occurred
despite increasing
numbers of vebicles and
licenced drivers on our
roads. ... Government
interventions such as laws
mandating the use of
seatbelts and child
restraints, as well as more
stringent drinking and
driving sanctions, public
education and
enforcement campaigns,
safer vebicles and road
infrastructure
enhancements bhave all
contributed to the
increased safety of
Canadian road users.
Improvements in
emergency medical
response and trauma care
have also belped to reduce
Jatalities.

Source: Transport Canada,
2004h
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Although there is an abundance of literature to support either side of the deregulation
argument, a joint industry committee comprised of MCC, Canadian Bus Association,The
Québec Bus Owners Association and The Ontario Motor Coach Association concluded
that “the decision to deregulate or continue to regulate the industry is one that must be
made by the [Federal] government based on what is in the public interest” (MCC, 2002,
2003b).

The Fraser report of 2002 outlines the situation in which the industry finds itself.
Without a consensus among industry and the provinces, the government will not
change current policies.As that consensus is unlikely among the involved parties,
regulatory frameworks will probably remain fragmented in the foreseeable future.
Development of an industry model based on the deregulation of the extra-provincial
trucking industry was a joint industry committee consideration. It was also
recommended that current policies should be amended to introduce a reverse-onus
principle to granting licences.This was a significant change of perspective, in that in
order to defend against potential new entrants, service providers in the 1970s over-
supplied routes by 25% or more, claiming that additional competition was unnecessary
as they guaranteed adequate services from termini.

1. 4. 4 Safety Regulation

The passenger/public safety record of the Canadian bus industry is exceptional. For the
five year period 2000 - 2004 inclusive, only 186 of 20,417 (0.91%) vehicles of all types
involved in Canadian traffic accidents in which a fatality occurred were buses. Only 28
of 14,135 (0.20%) of the traffic fatalities that occurred during this period were
attributed to bus involvement in an accident. (Transport Canada 2005).

In particular, intercity and tour/charter companies are affected by and must comply
with safety legislation applicable to inter-provincial carriers.

* the 1987 National Safety Code consolidated and supplemented provincial and
territorial motor carrier safety legislation and regulations with the objective of
ensuring the application of consistent safety standards across Canada for motor
carrier industries

* effective January 2000, the Motor Vehicle Transport Act was amended by the
Motor Carrier Fitness Certificate Regulation, which provides a national
framework for provincial implementation of a safety rating system for inter-
provincial carriers, including the requirement that a safety compliance profile of
each carrier must be maintained by the province in which the carrier is
domiciled

* effective January 2007, revisions to the Hours of Service Regulations come into
force.Applicable to inter-Provincial drivers, the new rules reduce the maximum
daily driving time with the objective of enhancing operator
cognizance/alertness

Relative to the school bus sub-sector, contextual data is indicative of the positive effect
of the numerous requirements placed on bus manufacturers to ensure student-rider
safety. Over the 10-year period 1991 - 2001, a total of 26,039 school buses were
involved in 25,806 collisions resulting in 145 fatalities. Only seven of the 145 fatalities
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were school bus occupants. During the eight-year period 1997 - 2004, of 33,352
Canadian vehicles involved in fatal collisions, only 108 ( 0.32% ) were school buses.
(Transport Canada)

Seatbelt safety, particularly the implementation of child restraint systems (CRS) on
school buses has been a public issue since seatbelts became a widely accepted safety
solution for automobile occupants.The findings of the U.S. National Transportation
Safety Board and the National Academy of Science (NHTSA) in late 1980s, however,
could not support the implementation of CRS’s on school buses. The NHTSA Study
concluded that “school bus crash data show that a federal requirement for belts on
buses would provide little, if any,added protection in a crash”

In addition, it was determined that the comprehensively designed passenger protection
system introduced in 1980 by Canadian Federal Motor Vehicle Safety Standards
(CMVSS) 217,220,221,222 and 301 provide adequate protection. Transport Canada
testing shows that add-on seatbelts introduce different potential hazards, such as neck
and facial injury, unless seats are redesigned for a different dynamic (Transport Canada,
20040).

Experiences where CRS’s are available, such as in Etobicoke Ontario,suggest that very
young children will use them as instructed, but use diminishes with older elementary
school children and in the secondary-school age group.This is also found to be the case
with intercity bus passengers of all ages. In a report examining safety issues related to
intercity buses, Transport Canada concluded that seatbelts would be of potential benefit
in only a very few cases.Their use would need to be managed actively by bus service
providers ensuring reliable use by passengers to achieve an acceptable level of
effectiveness.Therefore, it appears that the benefit is too uncertain to impose the use of
seatbelts without a clear demand for a standard from the public and the motor carrier
industry (Transport Canada, 2004b).

Between June 1999 and June 2000, Transport Canada held regional consultations on
school bus and motor coach safety regulations. The consensus of the sessions showed
that seatbelts for school buses and motor coaches were not a priority issue. Other safety
issues were listed as more important, including operator training and recruitment,
passenger management and special needs transportation. Over the course of this Study;,
industry stakeholders emphasized the fact that the sector implementation of CRS’s
would raise issues similar to the Etobicoke experience illustrated above.

However, as of April 2007, Transport Canada regulation will require that all new school
buses be equipped with a specific number of CRS anchorages, depending on the
manufacturer’s rated seating capacity of the vehicle.This requirement is initially
oriented to accommodate the use of infant and small-child seats on buses.

1. 5 Public Sector Investment and Its Impact

1. 5. 1 Intercity and Charter

Public sector funding for intercity service providers exists in the form of small subsidies
at the provincial level; the sub-sector receives no direct federal assistance. The area of
sub-sector funding is contentious because urban transit operations, which are heavily
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School Bus and Motor
Coach Safety
Consultation Pavticipant
Recommendations

make training
programs (including
upgrading and
certification)
mandatory for all
motor coach operators
across the country
display operator
certification to make
passengers feel safer

launch an advertising
campaign that depicts
the motor coach
profession as
professional and
rewarding

examine the working
conditions ... and
compensation
packages to address
some of the
recruitment and
retention issues

launch a public
education campaign to
belp curb improper
passenger bebaviour
and shape public
attitudes.

Source: Transport Canada,
2001a

47



The User Pay Principle

The degree to which public
resources should be used
to support a particular
mode of transportation is
a key policy question,
particularly as sustainable
development concerns are
encouraging a shift from
the personal automobile of
today toward more socially
and environmenially
sound forms of
transportation. Accounting
Jor the full infrastructure,
social and environmental
costs of a form of
transportation, and
charging users accordingly,
would significantly alter
the transportation choices
people and businesses
make to the benefit of the
bus industry.

Achieving the efficient
amount of road use—and
a balanced use among all
modes—is a question of
charging users for the real
costs they impose.”

Source: Canada
Transportation Act Review
Panel, 2001
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subsidized through large provincial and municipal funding arrangements, often intrude
upon intercity markets (MCC, 2002).1t is also highly contentious due to the magnitude
of federal subsidies given to VIA Rail by the federal government.The Senate (Fraser,
2002) report outlines a few options for future programs to assist intercity service
providers including operating subsidies, such as those provided to VIA Rail and to ferry
operators, or a subsidy based on revenues to support remote routes.The report also
identifies additional gasoline taxes and Transport Canada’s existing subsidy program as
potential sources of funding.

1. 5. 2 Public Transit

Public transit systems receive funding through the provinces or territories and directly
from municipalities. Provincial investment in transit has generally strengthened over the
last few years (CUTA). In addition, the recent federal and provincial decisions to allocate
substantial gas tax revenues to transit investment with particular emphasis on ridership
growth represent a tangible increase in sub-sector funding commitments.Ten out of
thirteen provinces/territories invest directly in public transit, and governments usually
invest more heavily in specialized rather than conventional transit. Six provinces
(Alberta, British Columbia, Manitoba, Ontario, Québec and Saskatchewan) invest in
both. Prince Edward Island, Northwest Territories and Nunavut do not provide any
funding.

While most provinces provide some funding, the monetary value of some grant
programs is small. Indirect funding such as unallocated grants from provinces to
municipalities (general revenue that may be used for transit) and dedicated taxes or
fees (e.g., fuel taxes and vehicle registration fees) is common. Overall, funding is
growing, but is still considered inadequate by many jurisdictions (CUTA - 2003/2005).

Urban Transit Operations Funding: In 2004, operating contributions from governments
exceeded $1.845 Billion, representing 43. 2% of total operating revenues. (Statistics
Canada preliminary data).

Urban Transit Infrastructure Funding: For 2004, capital contributions from
Governments amounted to in excess of $772 Million. (Statistics Canada preliminary
data).

The Canadian Urban Transit Association (CUTA) estimates that transit infrastructure
needs for the period 2006-2010 will reach $20. 7 billion (CUTA, 2006).These findings
were based on a 2005 survey of CUTA members who were asked to identify their
capital infrastructure needs, divided into four categories:

e currently planned rehabilitation/replacement

* rehabilitation/replacement contingent on external funding

e currently planned expansion/ridership growth

* expansion/ridership growth contingent on external funding
Responses indicated a greater preference for expansion or ridership growth rather than
rehabilitation (56% to 44%, respectively), based on the expected mobility needs of the

Canadian population.A significant shortfall in funding for the period is expected,
however, as many investments have yet to be budgeted by municipalities and
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authorities. Projects that are part of current plans total 79% of identified funding, and
the balance (21%) remain contingent on external funding. The CUTA survey highlights
the need for long-term reliable government funding to meet the Canadian population’s
(growing and forecasted) transportation needs (CUTA, 2004b). Recent federal and
provincial government commitments to transfer funds from federal gas taxes to transit
will help address the shortfall, but at present this is viewed as neither a long-term nor a
sustainable solution (Metro Magazine, 2005a). Furthermore, the allocation of federal
funds specifically to transportation initiatives is subject to provincial and municipal
discretion.

1. 5. 3 Student Transportation

Student transportation funding also occurs at the provincial level, however funding
formulae vary by province.While funding comes primarily from the general revenue of
the provinces, Nova Scotia and Saskatchewan rely on partial municipal funding, and
Manitoba school districts earn extra revenue by taxing transportation. In some
provinces, allocation of funds occurs on a per student basis, whereas others are based
on a total price submitted by the contractor (Boudreau, 2003).In Ontario, a new
funding formula is being proposed in which total funding is considered the starting
point rather than the outcome of the equation (Ontario School Bus Association (OSBA),
2003b & 20030).

This new model addresses “general transportation; mobility accessible transportation;
transportation for special education programs; other special transportation needs; and
allowances for safety programs, administration, local priorities and local hazards”
(Hartman, 2003).The formula follows recommendations made by the Education
Equality Task Force chaired by Dr. Mordechai Rozanski. Rozanski not only
recommended the development of a transportation grant, but also the immediate
direction of funds to school boards with the greatest need in order to promote stability
in the sector.The development of regional transportation consortia and the
implementation of regional service boards were also recommended.According to the
Ontario School Bus Association, the new funding model is still being assessed at the
provincial level. The new model replaces a system that based allocation of funds on
historical spending patterns.Those boards that traditionally spent more money received
more funding, yet those which were cost effective were penalized, as they were given
less (OSBA, 2003a).

In Québec, school bus transportation is funded by the Ministry of Transportation and is
governed by the concept of a “global envelope” given to school boards.The global
envelopes are fixed, but allow for escalator clauses in case of possible increases in fuel
prices or other extraordinary items.The school boards negotiate school bus
transportation contracts with private school bus companies, contracts that can be for
periods as long as three years.

Generally speaking, in most parts of the country, school bus transportation contracts are
offered through tenders to private contractors by local school boards with budgetary
envelopes determined by a central agency. There is a general recognition that local
school boards have a better sense of the local requirements.There are also several
jurisdictions—school boards and in some cases provinces, like New Brunswick—where
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The topic of funding
proved to be one of the
most critical buman
resource and business
issues raised by industry
stakeholders across the
country. In both the urban
and school sub-sectors, it is
widely beld that funding is
not keeping pace with the
increasing requirements of
operations. While the
province of Québec has
been beld up as a model
Jor other provinces for
school bus funding,
Ontario continues to feel
the effects of an
inadequate funding model.
Urban systems across the
country are challenged to
ensure that both current
operational needs and
Juture capital
requirements are met.
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school bus transportation is a public service operated by the school boards or a
government agency.

Unfortunately, much of the literature surrounding funding of student transportation was
at the descriptive rather than strategic or operational level. School bus transportation is
an activity managed by provincial and territorial governments, and to date, a formal
nation-wide association for school bus services does not exist.

1. 6 Emerging Trends and Implications

1. 6. 1 Shift of Canadian Population Demograpbics

As illustrated (figure 1-16), the age distribution of the Canadian population will change
dramatically over the next 15 years.The only significant growth in population cohort
will occur in those aged fifty years and more (table 1-6).

Figure 1-16: Projection of Canadian population growth
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Table 1-6: Projected shift in Canadian population between 2000 and 2016 by age
cohort

Age Cohort 00-14 1524 25-34 3549 50-69 70+

Change in

. 333,900 83,845 667,103 302,660 3,537,067 963,629
Population

Percent Change -5.68% 2.01% 15.40% -3.98% 59.00% 35.54%

Source: The Centre for Spatial Economics, unpublished data®, 2004.

In contrast to the rapid rise in the number of elderly Canadians, overall population
growth rate estimates point to an ever more slowly growing population.The growth
rate, currently at just under 0. 9%, will dip below 0.8% by 2014 and is expected to
continue to decrease (figure 1-17).A significant proportion of the marginal growth in
general population will be directly attributable to immigration, offsetting the Canadian
population’s declining net natural increase (Conference Board of Canada, 2004).

Figure 1-17: Projected growth rate of the Canadian population
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Impediments to Seniors’
Access to Public Transit
and Paratransit

e absence and poor
design of bus shelters

e adverse climate
conditions

* wait times
* walking distances

* evening and weekend
service schedules

* lack of awareness of
information and
options

e poor personal long-
term transportation
planning

Source: Kerschner, 1999
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1. 6. 2 Impacts of an Ageing Population on Ridership

The impact of an ageing population on the motor carrier passenger industry’s ridership
demographics is difficult to quantify accurately: “[Senior citizens’] travel behaviour ...
has been and is expected to continue changing. However, the precise implications of
these trends for transit ridership... and other travel patterns remain unclear” (Thomas
and Deakin, 2001).

Data cited by Thomas and Deacon and the U. K. Commission for Integrated Transport
(2004) clearly illustrate that preceding generations of adults 65 years of age and older
show increasing rates of personal vehicle use. In other words, seniors are driving more
than ever.

Furthermore, focus groups undertaken in the U.S.A. (Kerschner, 1999) revealed several
themes that may mitigate the popular notions of the impact that a rising proportion of
seniors will have on the motor carrier passenger industry:

* the private automobile is the dominant mode of transportation for seniors
* the inadequacies of other transportation options are both real and perceived

* seniors say they “will do just about anything to continue to drive,” fearing that
taking away their mobility will adversely affect their quality of life significantly

* many seniors who have stopped driving for health reasons are not fit enough,
due to their preceding dependence on the automobile, to subsequently easily
access other forms of conventional transportation and may be forced to rely on
more expensive paratransit

Nonetheless, the bus industry will likely see increases in demand for services from
seniors over the next ten years. In addition to devices that accommodate limited
mobility, buses will also have to cater to the needs of those with other disabilities such
as hearing and sight impairments (CUTA, 2004b). Transportation innovations specifically
developed for the physically challenged and elderly include the low-floor urban bus,
which is suspended nine inches off the ground, making curb-side boarding easier,and a
23-passenger bus that can accommodate up to nine wheelchairs (Walle, 2001).

Coaches are also equipped with lift technology. The larger intercity bus operators have
at least 10% of their fleet fitted with lift equipment.A federal program designed to
financially assist bus companies to retrofit existing buses or equip new ones had been
operative, but has since been terminated.

1. 6. 3 Impacts of Accessibility

Most countries estimate that about 12-14% of their population is disabled in some way
and 5-10% has walking or mobility difficulties. In 2001, 3. 6 million Canadians, or nearly
13% of the country’s population of over 31 million, lived with a disability; by 2011 this
number is expected to grow to 5 million. Typically, 0. 5-1% of the population uses a
wheelchair, though often only for part of the time or for particular activities. By the year
2025, 23% of the Canadian adult population will be aged 65 years or more, 21% will be
disabled and 12% will have a specific transportation disability (Transport Canada, 1997a,
1997b).
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The development of accessible transport has been a long process of improving the
physical design and the operation of transport systems to progressively remove barriers
to particular sectors of the population. In recent years the emphasis has been on
transport that caters to all users in a single integrated system rather than providing
segregated accessible systems for particular groups of users, such as people in
wheelchairs.

During the 1980s, research established the capabilities of persons with disabilities and
elderly populations and the ergonomic requirements for the physical design of cars,
buses, terminals and walking areas. Subsequent research has addressed the
requirements of people with sensory impairments and provided guidance on the
supply and display of information. It is expected that further improvements in the
accessibility of transport will involve the use of electronic technologies.

In a recent report produced by Transport Canada it was emphasized that the following
research and development tasks are necessary if Information Technology Systems (ITS)
are to achieve their potential of increasing the accessibility of transport to the elderly
and persons with disabilities:

* extend smart payment cards to enable a single card to cover public transport
service providers in many communities plus railways and public telephones

investigate the use of smart cards to carry optional information on traveler
requirements, to help service providers provide services required

develop equipment for a communication system between passengers and bus
operators to help a passenger hail a community bus

establish a system that provides transit, travel and business directory
information using cable to a home computer or television, the internet or
broadcasts to a portable receiver

look for other low-cost ways to use ITS to help persons with disabilities.

One possibility is the use of inductive loops in transit vehicles to enable people
with impaired hearing to hear announcements direct through their hearing aid
without interference from other conversations and background noise
(Transport Canada, 2004d)

Transport Canada developed the Access to Travel (ATT) website to provide information
on accessible transportation services across Canada to persons with disabilities, their
caregivers and seniors in order to make their travelling experiences easier and more
enjoyable. The ATT website is a communication tool that supports the Canadian policy
of removing undue obstacles to federally regulated transportation services and facilities
and encompasses broader accessibility objectives as well. On the site, users can find
practical information on accessible transportation providers, along with their contact
information, services and any restrictions.There is also information on policies and
procedures, as well as mechanisms for making inquiries or complaints and providing
feedback.

The ATT website also connects the user to another federal website, the Persons with
Disabilities (PWD).This PWD website offers a wealth of information on government
services and regulations. Users can find information on employment options, how to
adapt a home to accommodate a wheelchair user and tax credit programs.
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The Intercity Bus Code
of Practice

The Intercity Bus Code of
Practice sets out best
practices for providing
services in a safe and
dignified manner to
travellers with disabilities.
Championed by Transport
Canada’s Advisory
Committee on Accessible
Transportation (ACAT), the
Code was developed over
two years by a group of
industry stakeholders and
consumer representatives.

Undler the provisions of the
Code of Practice, persons
with disabilities providing
advance noftice of travel
(24, 48 or 72 hours,
depending upon the
service required) are
guaranteed accessible bus
services. Persons with
disabilities who require the
assistance of a personcal
aide may bring their
companion free of charge.
Passengers who experience
barriers can initiate a 3-
step complaint process
with ultimate recourse to
Transport Canada.
Complaints are extremely
rare, even though
accessible coach bookings
are increasing rapidly for
this growing market.

Source: Greybhound
Canada, 1999
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Canada currently adopts a voluntary approach to improving accessibility. The Intercity
Bus Code of Practice, effective October 1, 1998, is a good example of this approach
(Transport Canada, 1998a).1t is designed to remove barriers to access for travellers with
disabilities when using scheduled intercity bus services in Canada. It was developed by
bus companies and consumers and is monitored by Transport Canada.

The provisions of special lift technologies and services at terminals were examined by
Transport Canada. Users with accessibility concerns and bus terminal service providers
were surveyed in terms of how the Code is implemented.Transport Canada’s report
recommended an American approach;in this approach the number of buses with lift
capabilities is stipulated by regulations; however, bus service providers have strongly
opposed any regulation on this issue and continue to support a voluntary approach.As
the industry strives to make transportation systems more accessible and the
demographic patterns of our communities change, demands placed on bus operators to
contend with passengers’ special needs will increase, as will the corresponding training
requirements (HLB Economics, 2002). MCPCC'’s Special Needs Rider Program and
CUTA’s Ambassador Program have already addressed the need for this specialized
training.

At a provincial level, there are many efforts to respond to the needs of people with
special mobility needs.As an example, Ontario adopted the Accessibility for Ontarians
with Disabilities Act, 2005 replacing previous 2001 legislation. The new law will require
government to work with the disability community and the private and public sectors
to jointly develop standards to be achieved in stages of five years or less,leading to an
accessible Ontario in 20 years. Standards will be set in both the public and private
sectors to address the full range of disabilities—including physical, sensory, mental
health, developmental and learning.

Ontario public transportation providers are required to consult with people with
disabilities and examine all aspects of their operations to identify barriers and the steps
to be taken over time to remove these barriers and prevent new ones. Organizations
need to take into consideration their roles as service providers and employers when
preparing plans.Accessibility plans must be developed annually in consultation with
people with disabilities. The first of these plans was due by September 30,2003.To
assist urban transit systems, the Ontario Community Transportation Association (OCTA)
has developed a guide to accessibility planning for public transportation organizations
called the Transit Accessibility Blue Print.

In Québec, it is estimated that special transport services are available to 95% of the
province’s population. More than 60,000 persons use these services;in total that
translates into more than 4.5 million trips per year (table 1-7).
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Table 1-7: Québec Accessible Transportation 1998-2002

1998 1999 2000 2001 2002

service 102 104 104 106 102
Providers

Municipalities 881 911 893 845 783
Persons

Transported 50,033 52,963 55,830 59,609 62,786
Passenger trips 4,085,760 4,314,469 4,427,573 4,534,853 4,804,712
Vehicles 327 347 364 381 394
Subsidies 37,960,000 41,400,000 44,210,000 46,380,000 49,220,000

Source: Québec Ministry of Transportation®, 2005 .

In other provinces, like Alberta, Nova Scotia and New Brunswick, the province provides
information about the services available in the communities across their respective

provinces.

In all municipalities across Canada, the objective of the service providers has been to
make the service more affordable and more inclusive.The following statistics (table 1-8)
show that the people with special mobility needs are responding well to the new
services.At the moment it represents less than 1% of the total ridership for urban transit
systems across Canada and has an average annual growth rate of 3%.The number of
registrants (i. e.,, persons who meet the eligibility criteria and have registered to use
specialized/accessible transit services) shows a constant progression.
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Table 1-8: Operating Statistics - Specialized Urban Transit Services (1994-2004)

Service Total

Year P(?gfﬂvifi(:)n Area (sq. Registrants Ridership TI(()itlﬁr\r]liltlriie Vehicle Avgzﬁe;:;l;ﬂt
metres) Hours
1994 13,705,836 9,796.80 161,038 8,019,800 43,154,188 2,214,048 $1.63
1995 14,371,390  11,115.40 175230 8,005,024 46,537,387 2,317,571 $1.68
1996 14,291,793 11,317.20 166,600  8,025883 46,034,481 2,274,051 $1.74
1997 14,500,386  11,839.90 175,520 8846485 46,761,999 2,339,514 $1.84
1998 14,758,468  13,112.50 161,053 9,109,808 45,254,869 2,275,553 $1.90
1999 16,185,118  20,174.70 187,787 10,364999 50,629,636 2,591,523 $1.99
2000 17,442,062 21,153.00 205,003 10,872,901 54,148,617 2,761,906 $1.99
2001 18,478,383  28934.60 208,847 11,126,423 52524934 2,801,192 $2.05
2002 18249,063  29,183.40 218771 11,612,074 55555949 2,894,969 $2.12
2003 18,457,405  30,975.90 237,005 11,794969 55,689,393 2,914,933 $2.18
2004 18,528,390  30,325.40 245,138 12,490,525 59,585,921 3,034,041 $2.28

Source: CUIA®, 2005

1. 6. 4 Greater Immigration and Etbnic Diversity

The U. S.Transportation Research Board Results Digest (2001c¢) and the Price
Waterhouse Study (1997) recommended for the implementation of better techniques in
the handling of ethnic diversity among both riders and operators. New immigrants are a
growing source of industry potential labour.The Conference Board of Canada (2004)
predicts an increase in annual immigration levels from 235,500 in 2003-2004 to
252,800 in 2015, but claims little is currently being done by Canadian employers to
access this resource pool. Greater efforts and outreach are needed to overcome the
language and cultural barriers and facilitate job access.The report concluded that
Canadian industry needs to provide instruction in understanding diversity, develop
courses that will assist new immigrants with language skills and overall skill
development and work with government agencies to encourage new immigrant
populations to participate in industry.

1. 6. 5 Border Security

The effects of recent reactions to Canada-U. S. border security concerns, particularly the
Western Hemisphere Travel Initiative (WHTTI), which will require all travellers to
present a passport or other appropriate secure documents when entering or re-
entering the U.S.A., will pose significant challenges to the charter and tour sub-sectors.
From ensuring that all cross-border employees and travellers are prepared and legally
permitted to cross the border, to dealing with the scheduling challenges posed by any
delays or disruptions in service, the industry will need to manage both the perception
and the reality of border crossing-related delays, annoyances and risks.
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1. 6. 6 Environmental Awareness

“In Canada, transportation is the single largest source of greenhouse gas emissions,
accounting for 25% of the total” (Transport Canada, Kyoto Protocol - 2004).

The growing awareness of the environmental effects of automobile emissions and
greenhouse gases (GHG) may potentially contribute to increasing bus ridership, as the
industry is clearly a leader in fuel efficiency and greenhouse gas emissions as compared
to all other modes of transportation (figure 1-18).The most significant GHG, in quantity
and effect, is carbon dioxide (CO2), which comes primarily from the burning of fossil
fuels.The international community has responded with the Kyoto Protocol, under
which participating nations are legally bound to reduce GHG emissions by 2012.
Canada agreed to a 6% reduction relative to 1990 levels (Hartman, 1998).As our
emissions have grown significantly since 1990, Canada is now facing a reduction need
of about 30% (National Round Table on the Environment and the Economy, 2004).

In May 1998, the federal, provincial and territorial Ministers of Transportation
established the Transportation Climate Change Table as part of a national process to
develop a climate change strategy in response to the Kyoto Protocol.The table was
comprised of transportation sector experts from a broad cross-section of business and
industry, government, environmental groups and non-governmental organizations. It
was mandated to identify specific measures to mitigate greenhouse gas emissions from
Canada’s transport sector (Transport Canada, 2000). Strategies to reduce emissions in
the transport sector relate to reducing private vehicle travel and include:

e transit investment

e designating high occupancy vehicle lanes
e traffic-flow improvements

* dense, transit-oriented development

* building park-and-ride facilities

* fuel, road and parking pricing adjustments

* providing operator education (Grant et al., 1998)
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FleetSmart

FleetSmart offers free
practical advice on how
energy-efficient fleets of
trucks, buses and other
commercial vebicles can
reduce operating costs,
improve productivity and
increase competitiveness.

SmartDriver

Through a unique
combination of coaching
and on-the-road training,
these innovative training
modules can demonstrate
how a driver can reduce
Jfuel consumption
significantly.
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Figure 1-18: The Bus Industry’s Environmental Advantage
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(Transport Canada, Economic Analysis)
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A survey of 1,974 adult Canadians on issues surrounding climate change showed that
environmental issues are important to individuals and the majority believe individual
action can make a difference. However, almost half could not name any action they
could take. Most respondents are looking to industry, scientists and the government to
take a lead, inform the public, enact change and play a leadership role domestically and
internationally. Of the proposed individual actions to reduce climate change, the most
common response (30%) was a reduction in car use.As the climate change issue
becomes more prominent in the minds of the general public, the alternatives to car use
can be recognized as a contribution the individual can make to climate change
reduction and amelioration (Marzolini, 1998).

At the political level, strategies to develop a transportation system promoting
environmental sustainability include the provision of long-term sustainable funding for
public transportation systems and investment in integrated, multi-modal transportation
systems. Canada had been the only G7 country without a national transit investment
program because of constitutional barriers until the Prime Minister’s Caucus Task Force
on urban issues recognized urban transit as a new area of long-term national investment
(Prime Minister’s Caucus Task Force on urban Issues, 2002).

Through the work of the Transportation Table on Climate Change, it was established
that training was one of the major measures that could influence GHG emissions in the
transportation sector. Natural Resources Canada (NRCAN), Office of Energy Efficiency
has been charged with the development of dedicated training and awareness programs
on fuel efficiency for the bus industry and with encouraging voluntary participation.
The MCPCC has partnered with NRCAN to engage the industry in programs
development and implementation.

1. 7 Strategies to Defend and Increase Urban Transit Ridership

1.7. 1 Passenger Counting and Route Profiling

Passenger counting is becoming an important function at transit agencies. Profiling
routes and journeys can help service providers understand the needs, characteristics
and opinions of riders and potential riders in order to improve planning, marketing and
promotion, policy-making and image building. Research points to the importance of
individual and household characteristics in defining current transit users.Three non-
service factors stratify and profile travelers and their trip choices: vehicle access,
destination land use/location and origin land use/location. Other factors influencing
trip-making and mode of choice are: age or stage of life, employment status and the
quality of the transit connection between the origin and destination.

Two marketing strategy approaches were identified to encourage greater ridership, one
focusing on frequent riders, the other on occasional riders. It is argued that it is easier to
target and encourage current riders, who are already familiar with the system, than to
attract new riders (Crowley, 2000). Frequent riders, those who purchase pre-paid
passes, should be surveyed and have strategies designed to appeal to their needs (e.g.,
preferential treatment and targeted promotional materials). Occasional riders should be
encouraged to use the transit system more frequently through discounted fares on pre-
paid ticket prices.
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EcoPasses: Employer-
based Transit Passes

Programs currently being
implemented to increase
service and ridership
include the Eco Pass, Youth
Pass and U-Pass (CUTA
2003d). Geared toward
unique target markets,
these programs are
designed to encourage
transit use by offering
members of a specific
group, such as employees
or students, discounted or
even free monthly transit
passes. Costs assumed by
the employer or school are
recovered in the form of
reduced parking
infrastructure
requirements or tax
avoidance. The transit
service provider in turn
gains ridership and
obuiates the development
of more carfriendly
infrastructure. Canadian
universities currently
operating a U-Pass
program include, Calgary),
Victoria, Guelph, Trent,
McMaster, Queen's,
Dalbousie and University
of British Columbia.
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1. 7. 2 Parity in Tax Treatment of Parking and Transit Benefits

Though employer-provided parking and employer-provided transit benefits are both
considered taxable under the Federal Income Tax Act, efforts are continually being
made to have the federal government allow transit cost exemptions from income taxes.
Studies have shown that the implementation of employer-provided income tax exempt
transit benefits, as has existed in the U.S.A. for more than 20 years, shows significant
positive impacts on transit ridership levels (CUTA, 2005¢).

1. 7. 3 Influencing Modal Choice

Though argued that it may be easier to increase ridership by targeting current riders,
the benefits of successfully encouraging commuters to leave their cars at home are far
more significant. Given the 75% ridership share of the automobile (i. €., three car riders
to one non-car rider),“the switch of a very small proportion of trips from car to public
transport would mean very significant increases in demand” (Commission for
Integrated Transport, 2004). In terms of the strategies that would be required to
encourage a modal switch from the car,“if the transit system wants to attract
significantly more riders and reduce automobile travel, however, fares will need to
decline and service improve to attract more price-sensitive discretionary riders”
(Litman, 2004).

An examination of various transit ridership initiatives published by the Transit
Cooperative Research Program revealed that most systems experiencing major
ridership increases attribute the increases to various combinations of strategies (Transit
Cooperative Research Program, 1998b).This review suggests that approaches taken can
generally be categorized as follows:

e service adjustments

e fare and pricing adaptations

* marketing and information initiatives
e planning orientation

e service co-ordination, collaboration and market segmentation

On The Move - Canadian Bus Industry Human Resources Study



Key findings from a comprehensive review of academic literature on factors
influencing transit ridership are found below.

The Factors Influencing Transit Ridership

e transit functions in most places for most trips as an “inferior good” to
private vehicles, such that the demand for transit services is largely
determined by the supply of private vehicle access

e as transit systems in most metropolitan areas have lost market share for
most trips to private vehicles, the importance of two transit markets
has grown: travellers with limited access to private vehicles (children,
the elderly, the disabled and the poor) and commuters to large
employment centres

* taken as a whole, variables which directly or indirectly measure
automobile access and utility (including auto ownership and parking
availability) explain more of the variation in transit ridership than
any other family of factors

» with respect to internal factors, improvements in service supply—for
example, frequency, coverage and reliability—have been shown to be
more important than price in determining ridership

e [Studies] that have measured service quality have found that service
quality is a more significant factor than both quantity and price

¢ focused fare programs that target populations, including student and
transit-dependent, with relatively high price-elasticities of demand have
been very effective in attracting riders

» while many of the factors which most affect transit ridership are outside
the control of transit managers, they are not beyond the bounds of public
policy. Policies which support private vehicle use—such as extensive
arterial and freeway systems, relatively low motor fuel taxes, policy which
require parking to be provided to satisfy all demand at a price of zero—
affect transit use more than policies such as substantial public transit
subsidies which encourage transit use

Source: Taylor and Fink, 2003
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1. 7. 4 Approaches to Increase Ridership in Practice

Though available research on ridership is predominantly focused on the urban transit
sub-sector,American publication Metro Magazine has profiled some of the approaches
service providers in the North American transit, intercity and charter and tour sub-
sectors are currently using to improve their service and market share (see illustration).

As a Canadian initiative, in June 2002, the region of York entered into a Public/Private
Partnership (P3) agreement with a group of seven companies known as the York
Consortium 2002.The objective was to design, build and operate a state of the art bus
rapid transit system (VIVA) in York region and develop a long-term plan to bring a full-
scale rapid transit network to York beginning in 2005.The award-winning bus
manufacturer Van Hool constructed the Viva rapid transit vehicles in Belgium.These
new, modern rapid transit vehicles are fully accessible, with wide doors, low floors and
ramps to accommodate wheelchairs and strollers. They operate on clean burning fuel
and meet the latest government emission standards.Today, there are 40 rapid transit
vehicles delivering the VIVA service, and that number is expected to increase to 85
vehicles by the time the system is fully operational.

1. 7. 5 Road Pricing

The issue of road pricing and user pay needs to be raised, as their implementation
would certainly affect the bus industry.Although we are far from a national consensus
on the matter, these issues have been raised on several occasions, and more particularly,
they were debated during the Canadian Transportation Act Review exercise in 2000-
2001.The Canadian Transportation Act Review commissioned reports on the question
of user pay and in its final report also made some specific recommendations on the
issue.The recommendations call for charges for road usage based on costs imposed,
differentiated so far as practical by the nature of the vehicle, the type of roads and the
amount of congestion in the city core. Some cities such as London and Hong Kong have
introduced new schemes for road pricing to limit congestion. While this approach has
not been implemented in Canada, it suffices to say at this time that the issues of road
pricing and user pay will not vanish from the national scene, as further studies are
being conducted in selected markets.
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Innovative Motor Coach Operators 2005

Metro Magazine, January 2005

MARKETING

Exploring complementary markets

= Increasing community involvement

= Partnering with tour companies and
destinations

= Offering special-needs tours

Exploring high-profile, high-publicity jobs to

improve image

TECHNOLOGY

Creating a positive on-line image by offering

customers on-line ticket purchasing capability,

surveys and other information

= Improving communications and establishing better
relationships with drivers through on-line
communication of future route assignments and
information on pay and hours worked

= Improving customers’ tour experience with DVD

presentations to complement operator narration

HuUMAN RESOURCES

Improving customer service through an emphasis on training
(drivers, sales associates and mechanics) and better
communications with clients (thank you cards and
customer surveys)

= Providing enhanced driver training on vehicle operations,
maintenance, geography and public speaking

= Offering cutting-edge maintenance by offering mechanics
continuous updates and training and modern equipment

= Providing 24-hour-a-day assistance and support to staff

Improving drivers’ sense of ownership and pride by assigning

each driver to only one coach

INNOVATIONS

Offering luxury, first-class service to fill the gap
left by the declining luxury and weakening
image of air travel

= Expanding relationships into rural markets by
partnering with local transit agencies and small
private operators to create networks that feed
into one another
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1. 8 Role of the Canadian Motor Carrier Passenger Industry within the Global
Transportation Industry

The bus industry plays a critical role in the Canadian economy. It contributes
to creating:

* a more mobile workforce, which is of value to both employers and employees

¢ a more inclusive workforce and society, reducing transportation barriers to
numerous groups

e more sustainable, more efficient and healthier communities

Its sustainability is of vital importance to not only the service providers and their
employees, but also to the people they serve, both directly and indirectly.

1. 8. 1 International Competition

Competition for the ownership of Canadian service providers is significant. Some
examples include: Laidlaw International Inc.’s operations, including its Greyhound
operations; the buy-out of Coach Canada by Stagecoach Group PLC of Perth, Scotland,
and the acquisition of Orléans Express by the French firm Keolis.

1. 8. 2 Competition for Funding

Funding is integral to the operation of a great proportion of the Canadian bus industry;
it can also cause competitive friction between different sectors and modes of
transportation. Specific to the intercity sub-sector, expansion of municipal transit
boundaries and competition from highly subsidized government operated entities (e. g. ,
VIA Rail) place significant competitive challenges on the intercity bus sub-sector.“In
fact, while highly illogical in these days of municipal budget shortfalls, some
communities operate subsidized competition with non-subsidized services provided by
private sector bus companies, forcing the private carrier out of the market” (MCC,
2002).The position taken by MCC states that public (subsidized) transportation should
be prohibited from competing with private carriers and should not be allowed to
operate beyond their municipal borders.

Government involvement, according to MCC, should be limited to planning. Expansion
plans that displace private carriers should be rejected and replaced with plans to
expand existing services for the benefit of both parties (MCC, 2003b). Private carriers
are often unable to compete with the low fares set by transit systems supported by
government subsidies.
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1. 8. 3 Sector-Level Competition for Ridership

As previously illustrated, competition in the surface transportation industry is
dominated by the automobile. In studies of efforts to encourage greater use of public
transport (both bus and rail), and given that it is in the public interest to do so, the U.K.
Commission for Integrated Transport (2004) has concluded that:

* public passenger transport modes must compete more effectively with the
private car and have no alternative but to do so.

* maximum benefits will come through the minimization of costs—keeping
fares as low as possible and reducing the time elements of public transport
(waiting, journey time, access time to end destinations).

¢ co-ordination between providers and between transport modes reduces
costs—perceived and actual journey times as well as the fare price of journeys
(where a change of mode or service is required).

* inter-provider competition can reduce costs (predominantly through the fare
price), but does not give the types of enhancements to service delivery
offered through greater cooperation.

* common ownership of different modes is not a necessary precondition for
co-ordination and integration.

A Study on an integrated transport network’s ability to compete with the private car,
particularly with respect to the co-ordination of services required between modes
(Wardman, 2001), revealed that car users prefer service improvements in public
transportation to measures designed to persuade them from their cars
(.e.,improvement in a mode’s reliability, frequency and speed of services). However,
they consistently estimated, accurately or otherwise, that their potential commute
would take a long time.The Study concluded that more effective communication
strategies to persuade car users and inform existing users of the actual levels of service,
reliability and frequency are needed.

1. 8. 4 Performance Relative to Other Countries

Canada and the U.S.A. face similar problems in their efforts to recruit and retain a
skilled workforce, driven primarily by changes in technology, demographics and
industry growth.A Study commissioned by the American Public Transportation
Association (APTA) identified the efforts of the Motor Carrier Passenger Council of
Canada (MCPCC) as an innovative organized approach to dealing with workforce
issues, which could be used as a model for U.S. action.

A comparison of personal vehicle ownership statistics illustrates not only the more
dominant position of the automobile in the U.S.A.,but also how considerably more
costly car ownership is in Canada, a potential comparative advantage for the Canadian
bus industry (table 1-9).
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The Most Important
Facilities at Interchange
Locations

e good shelters
* real-time information

* printed timetable
information

* good signage

Source: Wardman®, 2001
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Urban Transit in Canada
and the United States

Interestingl), with a
population of
approximately 10 times
that of Canada, US. urban
transit statistics and
performance do not reflect
the same ratio. For
example, while the per
capita use of transit in
Canada is 50% bigher
than in the U.S., the
number of vebicles used is
higher only by a factor of 7
(30% less) and the level of
service by a factor of 8
(20% less). This indicates
that transit systems in
Canada bhave a bigher
productivity level than
those in the US. in terms of
kilometres travelled per
vebicle and passengers
carried per kilometre.

Noteworthy also is the level
of government investment
in public transit in the
US.A. compared to Canada.
In absolute terms,
government funding for
urban transit in the US.A.
totals CDN $24.5 billion
compared to $2.0 billion
in Canada, 12 times the
rate in Canada. On a per
capita basis, U.S.
government support is
approximately $86.70
versus $60.67 for Canada,
a difference of $20 per
capita or $600 million.

Source: IBI Group®, 2002
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Table 1-9: Canadian and American car ownership statistics

Statistic Canada USA.
Vehicles per driving age population
094 1.

2004) 0.69 009
Vehicles per driving age population

(1960) 0.44 0.545
Annual km driven per vehicle (2004) 19,037 20,906
Annual km driven per vehicle (1960) 16,495 17,047

Vehicle Durability (2004)

230,000 — 250,000

300,000 — 320,000 km

Vehicle Durability (1970s)

150,000 — 160,000

170,000 — 180,000 km

Passenger Car Affordability - weeks of
post tax income (2004)

26

18.6

Passenger Car Affordability - weeks of
post tax income (1991)

21

22
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2.0 The Impact of Technology

2. 1 Introduction

The motor carrier passenger industry encompasses a broad array of existing and
emerging technologies primarily related to vehicles, vehicle systems and
communications systems.

In this context, the Canadian bus industry has taken a progressive stance as related to
technology innovation and implementation in many areas (e. g. ,low floor buses now
account for over 24% of urban transit fleets compared to only 2.3% in 1995).In fact
many, if not most, of the technologies referenced herein are already deployed or
undergoing field evaluation in Canada.

It also appears that the industry has not yet optimized this diversity of technology for
maximum human resources benefit and, specifically, to help meet the prevalent and
significant challenges of recruitment, selection, training and retention.

For example, some of these technologies contribute to service providers’ economic
viability, hence employee job security, some to a safer, less stressful working
environment.There are technologies that enhance and promote the industry or service
provider’s image. Still others elevate training opportunity and effectiveness and
promote good employer-employee relations.

The incorporation of all of the technologies discussed in this review in a well-planned
industry/corporate promotional human resources agenda could contribute substantially
to stabilizing and upgrading the industry’s essential operating ingredient, human
resources.

2. 2 Emerging Technologies

Emerging technological applications of note include real-time communications, smart
cards, smart shelters, bus-rapid-transit systems, sophisticated simulators for operator
training, and surveillance systems. Less-discussed but similarly relevant technologies
include intelligent automatic vehicle technology and smart-traffic systems.These
technologies are discussed in the following sections, with consideration to the impacts
they may present.

2. 2. 1 Real-time Communications

Real-time communications technology has the potential to make public transport
considerably more appealing to passengers. Real-time technology is used to input and
display up-to-the-minute travel information in bus stations. Instead of wondering when
the next bus will arrive, passengers can access this information directly through kiosks
in bus shelters or stations (Computing and Control Engineering, 2004). It has been
increasingly applied by urban public transportation systems in the U.K. and the U.S.A.
Government spending and research on real-time communications equipment is on the
rise (Chabrow, 2004; Transport Canada, 2004¢).York region, Ontario, proposes to have
such a system fully operational by 2006, supported by global positioning system
tracking of buses (Toronto Star, 2004).

On The Move - Canadian Bus Industry Human Resources Study

Involving Employees in
Technology Integration

Working closely with its
Drivers’Association, Pacific
Western has embarked on
a program that makes the
presence of in-bus cameras
into a bit of fun. Should
there be nothing to
download (no incident
which prompted the
camera to record becaiise
of a motion threshold
being exceeded) a green
light is visible on the
recording module. At the
end of an operator’s shift,
be or she can collect “green
points”, and trade them in
Jfor coupons, movie passes,
meals at Swiss Chalet. In
addition, operators bhave
belped Pacific Western
build some flexibility into
the program. For instance,
some events, like going
over railroad tracks at
certain perfectly legal and
accepied speeds, may be
interpreted by the software
as a “red light” (event
recorded).
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The same technology is already being deployed in the school bus and intercity sub-
sectors, but for end-use applications that differ from those in the urban sub-sector. The
real-time communications technology will likely play a more significant role in safety
and scheduling applications in the school and intercity sub-sectors, instead of a serving
as a constant communications interface with end-users, as in the urban transit
applications.

European cities are already incorporating real-time multi-media communications into
their terminals called Smart shelters. Passengers can easily plan, change and pay for
their trip through a kiosk and may soon be able to access needed information through
their cell phone, personal digital assistant (PDA) or computer (Giannopoulos, 2004). In
fact, Surrey County Council (England) is currently initiating a program called “Buses 4
U” that allows residents to book buses using text-messaging (Monro, 2004), a feature
which is offered by all mobile phone service providers in Canada.

Bus shelters have the potential to do even more, including allowing passengers to
check their e-mail and pay for their tickets using credit and debit cards.Another feature
of smart-shelters is their attractive contemporary appearance (Knecht, 2004).1t is only a
short step to providing wireless internet access (wi-fi hot spots) in these shelters.

Real-time communications also benefit business operations in that they allow service
providers to access operator, route and bus maintenance information, in addition to
speed and route tracking data (Computing and Control Engineering, 2004, Electronic
News (North America), 2004).

While real-time technologies primarily affect urban public transport, they may also be
used to track school buses. For example, Gecko Micro-solutions offers software that
monitors the location of operators, buses and even children. Card readers and other
devices track students as they enter and exit the bus and may assist operators in
student monitoring (School Transportation News, 2002).Adding on-board wi-i facilities,
such as VIA Rail has added in the Toronto-Montreal corridor (2004) could reasonably be
expected for intercity buses in the near future.This would add to the attractiveness of
intercity bus service.

2. 2. 2 Operator Warning and Control Systems

Warning technologies are being developed to enhance safe driving. For example, the
Lane Departure Warning (LDW) systems used in commercial trucks warn the
operator when the truck unintentionally crosses lane markings (Business Wire, 2004a).

Some automakers are building control systems that communicate through sound or
touch/vibration with the operator without requiring the operator to look away from
the road to acquire information that would traditionally be displayed on the dashboard
(Business Wire, 2004b).

School bus embarkation/disembarkation is an area where warning technology is
progressively being addressed.A Study funded by Transport Canada’s ITS (Information
Technology Systems) research and development program set out to identify the
optimum point/perimeter at which a proximity warning system would warn the
operator and thereby enhance the personal safety of children or other pedestrians
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around a stationary school bus.Transport Canada’s Transport Development Centre will
be testing three such systems in 2005 (Transport Canada, 2004). Currently-available
systems can detect the presence of children in most of the safety-critical zones around
the school bus. Operators have found such devices helpful in situations where their
mirrors could not assist them and particularly helpful in warning them of in-coming
traffic in poor visibility situations such as snow and fog (L-P Tardif & Associates, 2004).

Vehicle reversing systems, which are SONAR based,“talk” to the bus operator,
warning him or her if someone walks between vehicle and stationary object, or
warning if there is any other type of object in the rearward path of the vehicle. The
warning system recognizes changes in information hundreds of times a second,
transmitting to the operator when any “data” changes regarding the rearward path. It is
thought that this type of system is better than reversing cameras, because drivers still
need to work with their mirrors, something research has shown they tend not to do
when aTV-style monitor is on the dashboard.This type of system is also thought to be
more appropriate for Canadian weather conditions than reversing cameras, whose
performance tends to suffer in conditions of snow, ice and sleet.

In addition to bus shelter technologies discussed above, other smart shelters are
designed in ways that have a direct effect on bus operators. For example, the i-bus
stop, a Canadian-designed solar-powered bus stop, provides a flashing beacon that
signals the operator when a passenger is waiting, of particular benefit in situations of
reduced visibility such as darkness, fog or snow (Daily Commercial News and
Construction Record, 2002).

2. 2. 3 Payment Systems

The Smart card has potential for simplifying the bus-boarding process and is
considered a convenient fare-payment option. Smart card balances can be transferred
from or to a credit or debit card, making payment incredibly simple. Passengers can
even enjoy the convenience of using their card in newspaper stands and snack shops in
bus stations (Hesseldahl, 2004). While Smart cards are currently most prevalent in the
urban transit systems, the intercity sector can also use the Smart card as an alternative
to traditional fare collection methods (Canadian Bus Association & L-P Tardif and
Associates, 2000). While the cards may have been designed with the passenger in mind,
they also assist operators by simplifying and speeding up the boarding process (Carter,
2001).

2. 2. 4 Video Monitoring

Perhaps the most controversial piece of technology is the video monitoring system, or
closed-circuit television (CCTV), now used in many urban public transportation and
school bus systems (Lathrop, 1998).The quality of such systems has been vastly
improved with the recent advent of digital video monitoring.

2. 2. 4. 1 Passenger Monitoring

Video monitoring systems focused on bus boarding, payment and seating areas have the
potential to assist the driver/operator by deterring passenger violence, verbal abuse and
vandalism and by providing evidence in defence of unfair complaints or lawsuits
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(Issacs, 2003). Indeed the threat of abuse and violence is very real, and video
monitoring is a typical response. In New York City in response to terrorist activities,
new security technologies have emerged, including tabletop scanners to detect
chemicals and extensive combat-simulation systems, as has the more prevalent use of
traditional methods and technologies such as CCTV, fencing and bomb-sniffing dogs.

A Study by Andre et al. (1997) determined that urban bus operators are frequently
assaulted, a fact that likely deters some people from applying for employment.
Monitoring systems may therefore work as a recruitment tool, demonstrating the
service provider’s commitment to maintaining a safe and secure working environment.

Monitoring systems may be the most beneficial to school bus operators, who have the
heavy responsibility of monitoring children while driving. A small camera that sits
inside the bus may deter children from misbehaving.

2. 2. 4. 2 Driver/Operator Monitoring

Video monitoring systems that record driving activity as well as sights and sounds
inside and outside the vehicle can be invaluable in reconstructing the details of an
incident, particularly when tied in to bus system activity monitoring (vehicle speed,
acceleration, braking, etc.) and GPSs. Such systems can be controversial, and installation
should be carefully discussed with staff prior to implementation, as they can be
perceived as a threat to operator privacy and autonomy and convey a sense of distrust.
In addition to providing objective evidence of incidents, some transit companies use
such systems specifically to monitor their employees’ work, often in the form of formal
driving behaviour management systems. For example, James River Bus-Lines monitors
operator compliance with speed regulations and other rules (School Transportation
News, 2002).Though it reports excellent employee relations, Meridian Transportation
Services goes so far as to use a combination of GPS (global positioning system) and
wireless technology to automatically notify supervisors of a speeding bus—and to issue
its own speeding tickets (Metro Magazine, 2005b). One supervisor has related that
supervision equipment is used as a learning tool and that operators have been
receptive to the supervision; however, the operators’ attitudes about the use of video
cameras have not been studied (Jones, 2004).

2. 2. 5 Operator Protection

Operator protection, in the form of shatterproof plastic shields, has also come into use.
In the U.S.A., Greyhound Lines has developed and begun installing driver lateral
shields, which it plans on installing in 1700 of its 2400 buses, to protect drivers from
physical confrontation (U. S. House of Representatives Committee on Transportation
and Infrastructure Subcommittee on Highways, Transit and Pipelines, 2004; Fickes,
2003). Greybound Canada has recently announced that it will be introducing a similar
shield in all new vehicle purchases.

2. 2. 6 Infrastructure

Bus-Rapid Transit (BRT) is defined as “a rubber-tired rapid transit services that
combines stations, vehicles, running ways, a flexible operating plan and technology into
a high-quality, customer-focused service that is fast, reliable, comfortable and cost
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efficient” (CUTA, 20052a). BRT systems often run on separate, dedicated corridors and
combine technological enhancements with unique operating and marketing plans
(Federal Transit Administration, 2004, Kang et al. , 2000).They offer several benefits to
passengers and the environment, including increased safety and reliability, easier
payment strategies, increased accessibility and congestion-relief. The advantages to
transit systems include:

e incremental implementation
 operational flexibility

* potentially lower costs

e higher capacity

e encourages land use change

e improved service speed and reliability

e increased ridership
(CUTA, 2005a)

The use of buses makes BRT extremely flexible, and depending on the implementation,
these systems can be easily modified or even dismantled by shifting modular concrete
barriers; rail rapid transit is far more permanent and more costly to implement.
Furthermore,a BRT line can be fully operational years before an LRT carries its first
passenger.

BRT is being implemented in cities around the world, and the U. S. Federal Transit
Authority is currently funding 10 demonstration projects for thorough evaluation. In
Canada, Ottawa’s Transitway has been in operation since 1983 and Vancouver’s B-Line
has become a successful component of the regional transit system since its inception in
1996.The first phase of Calgary Transit’s BRT service began operation on August 30,
2004.

The input of operators on BRT appears to be lacking, and so any impact on recruitment
and retention is still unknown; nevertheless, BRT systems do represent an emerging
trend for public transportation systems.

Smart Traffic Centres, already implemented in some U.S. cities, are intended to
improve traffic flow. Cameras installed throughout intersections are connected to a
central operation station, where service providers are immediately informed of
accidents and malfunctioning equipment (U.S. Department of Transportation Federal
Highway Administration, 2004). Access to this data by service providers may be used in
realtime to adjust bus routes if an intersection is blocked. Furthermore, many cities use
traffic lights controlled by approaching transit vehicles, much like Toronto’s streetcars.

2. 2. 7 Training Tools

Attracting suitable employees who have a good understanding of the job is an
important part of retention. Both simulation and web-based assessment and training
technologies can aid in recruitment and retention processes.

Bus simulators, similar in concept to those used in other sectors for ship navigation
and aircraft operation training, are a technology new to the bus industry. This
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Existing and Planned BRT
Projects in Canada

* Québec city
(Métrobus)

Montreal (contraflow
reserved bus lanes,
Viabus de l’est)

e Ottawa (Transitway)

e Vancouver (B-Line)

Calgary (BRT route)

* Gatineau (Rapibus)

Toronto (Oakville to
Pickering BRT)

Mississauga (bus-only
roads, stations
offering BRT to local
transit/transportatio
n connections)

e Toronto (TTC
reserved bus lanes)

* Winnipeg

* York Region, ON
(Viva)

e Halifax (MetroLink
mixed-traffic
operations)

* Brampiton

(acceleride)
* Edmonton (High-

Speed Transit, BRT
Study)

Victoria (Victoria-
Langford BRT)

Source: CUTA, 2005a
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International BRT
Projects

Australia

Adelaide Metro O-Bahn
Brazil

Curitiba BRT

Colombia

Bogota Transmilenio

New Zealand

Auckland North Shore BRT
United Kingdom

Leeds Superbus

Transport for London
BusPlus

West Sussex Fastway
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technology provides an online video-based assessment that realistically simulates
driving scenarios, giving trainees a demonstrable “hands-on” preview of what the job
entails. Meanwhile, the company gets an idea of how candidates perform in job
situations. Instructors can customize training content to replicate numerous operating
conditions/requirements, and to evaluate and develop specific operator skills.

New York City Transit reports that since implementing the use of bus driving simulators
within their training operation, they have reduced accident rates within the first ninety
days after bus operator title appointment by 43% and have reduced trainee washout
rates by 35% (FAAC Inc., 2005).

Canada’s first interactive driving simulator was delivered to GO Transit Toronto in 2005,
and the technology is currently being evaluated by several other Canadian systems. GO
Transit has found this tool to be a very successful investment, and uses it as a key
component of both new operator training and with their Professional Driver
Improvement Program for experienced operators.

The GO Transit simulator has room for one operator and three “passengers”, generally
two other trainees and a trainer.The opportunity for interaction when more than one
operator or trainee is in the simulator has been a positive as well. GO Transit states that
this informal “peer critique” approach helps the trainees “catch” the little things it is
often difficult for a trainer to communicate.

GO Transit’s single simulator was installed for approximately $300,000 CAD. A range of
simulators are on the market, offering various options and costing up to $1 million or
more.

An effective interactive website can facilitate training and aid retention by providing
staff feedback, follow-up, evaluation and coaching (Williams, 2001). Employees can take
on line training courses, access and reserve their place in training programs and quickly
assemble project teams through an intranet (Huntington, 1998). Canadian real estate
company Royal LePage increased recruitment leads by 300% by adding an on line
simulator to their website (Abelman, 2003).Although author Deryck Williams (2001)
argues that simulation is the most effective system, web-based technologies are far less
expensive and can also improve recruitment (Singh and Finn, 2003).

2. 2. 8 Propulsion Systems and Fuels

Despite clear evidence of the bus industry’s superior fuel efficiency at transporting
people in comparison to other modes of urban and intercity transportation (Price
Waterhouse, 1997), there is public and political pressure to ensure that the industry
adopt more environmentally friendly propulsion technologies.

Canada accounts for approximately 2. 1% of global greenhouse gas emissions, making
us the world’s 9th largest contributor.The Government of Canada ratified the Kyoto
Protocol in 2002; this accord, which came in to effect February 16,2005, commits
Canada to reducing greenhouse gas emission levels to 6% below 1990 levels by 2010. In
2001, 26% of our greenhouse gas emissions came from road transportation (Transport
Canada). By 2001 Canada was almost 30% above its 1990 levels, so very significant
reductions will need to be implemented between now and the 2008-2012 deadline.
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2. 2. 8. 1 Current Propulsion Systems

In part motivated by the preceding context, the push for environmentally-friendly
propulsion systems has yielded a wide range of developing technologies, from
improvements to the current diesel engine to the much talked about hydrogen fuel-cell.
Though the diesel engine and fuels will be present in the bus industry for many years
to come, their ability to compete over the long-term with newer technologies appears
limited.

Despite advances in diesel engine and fuel technologies, diesel suffers from what has
been referred to as the “diesel dilemma.” Diesel engine emissions include NOx and
particulate matter. Reductions in one typically result in increases in the other, with a
similar trade-off occurring between NOx emissions and fuel economy (Brodrick,
Sperling and Dweyer, 2002).Though bio-diesel fuels partly address environmental
concerns in that they demonstrate improved emission performance and are derived
from renewable resources, they also suffer from the same trade-off between particulate
matter and NOx emissions in addition to being roughly 10% less efficient than
conventional diesel fuel derived from fossil sources (U.S. Department of Energy, Energy
Efficiency and Renewable Energy, 2004a). Similarly, compressed natural gas (CNG)
engines, though more efficient than modern diesel engines, also contribute to adverse
health effects, as there is evidence that they produce even greater amounts of very fine
particulate matter than do diesel engines (Brodrick et al., 2002).

2. 2. 8. 2 The Impact of Emissions on People

Though popular discussions of bus propulsion systems often highlight their impact on
the ecosystem, the choice of technology can have a particularly direct impact on
operators and passengers. Due to their daily exposure to diesel fuel emissions,
operators are at an increased risk of developing several types of cancers (Whitelegg,
1995; Soll-Johanning, Bach, Olsen and Tiichsen, 1998). Similarly, passengers, notably
children who regularly take school buses, are exposed to substantially higher than
normal levels of pollutants (Wargo, 2002).

2. 2. 8. 3 Replacements for the Diesel Engine

In the search for a replacement to the diesel engine, numerous alternative propulsion
system technologies have been and are being developed.The most prominent
emerging technology is the hydrogen fuel-cell. Though clearly seen as the propulsion
system of the future, it currently has neither a level of commercial development, nor the
required refuelling infrastructure, to permit wide-scale deployment feasibly in the
immediate future (U.S. Department of Energy, Energy Efficiency and Renewable Energy,
2004b). Overcoming the significant technical, economic, policy and
administrative/operational challenges in transitioning to the fuel-cell in Canada will
require the participation and coordination of transit systems, vehicle manufacturers,
fuel-cell suppliers, hydrogen fuelling and storage suppliers, training institutions and
governments (MARCON-DDM HIT;, 2005).

Significant international government support and prototype validation are nevertheless
steadily advancing this technology.The European Commission is allocating €18.5
million to the CUTE (Clean urban Transport for Europe) demonstration project to
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support nine European cities in introducing hydrogen into their public transport
system:Amsterdam, Netherlands; Barcelona, Spain; Hamburg, Germany; London, England,
Luxembourg, Madrid, Spain; Porto, Portugal; Stockholm, Sweden; and Stuttgart, Germany.
Under this program, Ballard Power Systems delivered 30 heavy-duty fuel-cell engines in
2003 to power demonstration vehicles in 10 selected European cities. In the U.S.A.  the
Department of Energy is contributing to fund fuel-cell demonstration programs in
several major transit markets;AC Transit, Oakland, California, which operates 800
vehicles and transports 65 million passengers annually, will take delivery of four 40-foot
fuel-cell hybrid buses beginning in September 2005 (U.S. Department of Energy, 2005;
Weststart-Calstart, 2003; Ballard Power Systems Inc., 2004). Other in service transit
demonstrations of fuel-cell technology include buses run Vancouver and Chicago
between 1998 and 2000, as well as Palm Desert, California, between 2000 and 2001.

The most popular proven alternative technology, the diesel-electric hybrid powered
bus, uses a battery-powered electric system to assist a scaled-down diesel engine and is
gaining in popularity in cities across Europe and North America. Cities such as Seattle
and New York have already deployed or ordered several hundred vehicles each. BC
Transit, with three hybrid buses in Kelowna and three in Victoria, is the first urban
transit system in Canada to put hybrid buses into regular service. Purchases by other
transit systems across Canada, including Toronto, Saskatoon, Ottawa and Vancouver, are
either in process or pending. Two Canadian companies, Orion Bus of Mississauga,
Ontario, and New Flyer of Winnipeg, Manitoba, are dominant manufacturers of this
technology (New Flyer Industries, 2004).

Each of these technologies offers improvement in fuel efficiency and noise levels.
However, the initial cost of even the more fully developed technology, such as the
diesel/electric hybrid engine, is currently roughly 50% greater than that of the modern
diesel engine (Battery and EV Technology, 2004). Favourably, the Canadian federal
government will now contribute 1/3 of the cost of purchasing alternative-fuel and
hybrid vehicles, making such fleet conversion a more economically viable option
(Toronto Star, 2005).

2. 2. 8. 4 Alternative Fuels

It is also notable that transit buses powered by compressed natural gas (CNG) now
account for over 25% of the collective U.S. urban bus fleet and are in common use
globally (e. g.,Beijing, China, operates over 2200 natural-gas-fuelled buses and is
expanding fleet application). Benefits of natural gas propulsion engines include
reductions in both operating costs and emissions as compared to traditional diesel
engines (Weststart-Calstart, 2003; Globe and Mail, 2005).The popularity of CNG,
however, is not as strong in Canada, particularly as continually improving diesel engine
and exhaust after-treatments “reduce air pollutant emissions to levels that are
competitive with CNG-fuelled engines for many categories of emissions” (MARCON-
DDM HIT; 2005).

Bio-diesel fuel, widely employed in Europe and the U.S.A., is being progressively
adopted as a fuel option in Canada, where use ranges from significant in Toronto,
Montreal and Halifax, to pilot projects, such as in Saskatoon. Mixed with diesel fuel in
concentrations ranging from 5% to 20% bio-diesel to 80% to 95% traditional diesel, it
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can usually be burned without engine modification and benefits from being cleaner-
burning and a renewable resource. Sources include vegetable oils, fish oils, animal fats
and restaurant grease.

2. 2. 9 Bus Construction
2. 2. 9. 1 Transit Buses

Low-floor buses have improved safety and services for people with disabilities and are
intended to increase passenger-friendliness and ridership (Transportation Research
Board-National Research Council, 19992a).In 1995, low-floor buses represented only
2.3% of Canadian urban transit fleets.As of 2003, this percentage had increased to 29%,
a rate of uptake that lags behind fleet renewal rates, which suggest that roughly 50% of
sub-sector vehicles could have been replaced over the last decade (figure 2-1). Though
all future bus purchases will be accessible low-floor vehicles, Canada is far behind the
U.S.A., where transit systems are required to provide service accessible to persons with
disabilities and 96. 9% of reported vehicles are accessible (APTA, 20006).

Figure 2-1: The growth of low floor bus fleets
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Plans are underway to build prototypes of modularly constructed transit buses,
entire sections of which could be interchanged (Altair Engineering, 2004).This could
allow mechanics to perform repairs to only the affected module, returning buses to
service with replacement modules and potentially lessening the requirement to
perform repairs outside of peak ridership hours.

The modern double-deck transit bus, which can hold up to 96 people, first came to
North America when BC Transit placed them in service in 2002 and is continuing to
make inroads. Fifty double-deck buses will be put into service in Las Vegas, with 26
arriving in May of 2005.Transit agencies in Portland, OR, and Oakland, CA are also
considering their use (Bryan, 2005). BC Transit places their fleet of double-deck buses,
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now approaching 45 units,“on the highest demand regional routes, providing increased
capacity and service quality in areas where the system is near or at capacity in peak
periods” (BC Transit, 2005).

2. 2. 9. 2 School Buses

The conventional front-engine, rear-wheel drive school bus design is based on a ladder
frame chassis with the engine in front of the operator. Rolling chassis are supplied to
manufacturers who build the passenger compartments on these five-ton frames.This
configuration holds from 48 to 72 passengers. Flat-nosed, rear-engine school buses are
also on the road in Canada, with larger (72-84 passenger) capacities. Smaller buses,
carrying up to 20 passengers, are based on 3% ton or 1-ton rolling chassis from major
manufacturers and are prepared by bus manufacturers in the same way as the larger
ones. School bus designs continue to evolve, just like designs in other modes.Today, the
preponderance of school buses—both large and the smaller, van-based buses use diesel
engines.

2. 2. 9. 3 Motor Coaches

Motor coach construction is now highly sophisticated, and efforts are being deployed
to reduce the tare weight of the buses. Lightweight designs have the potential to
make vehicles more fuel-efficient, but weight savings are also necessary to compensate
for the ever-increasing array of customer-oriented features being installed on modern
coaches (IBI Group, 2002; Transport Canada, 2003). In addition, some newer coaches
have highly sophisticated transaxles with 12 forward speeds or more, controlled by
computers with adaptive programming capabilities, active stability management and
traction control systems.The double deck motor coach design, which offers seating
for up to 100 people and potential operating efficiencies, is popular elsewhere in the
world, but has yet to penetrate the North American market.

2. 2. 9. 4 Environmental Requirements and Diesel Engine Design

With the 2007 model year, vehicle manufacturers will be required to meet new
comprehensive emissions requirements laid out by the U.S. Environmental Protection
Agency (EPA). Beginning in June, 20006, the EPA will also require that oil refiners
produce diesel fuel with no more than 15 parts per million of sulphur. In addition to
increasing the refining costs of diesel fuel, it is estimated that this program will add
significantly to the cost of a new vehicle, as meeting the EPA emission standards will
require significant advances in diesel engine technology, such as improved catalytic
exhaust control devices (EPA, 2000).Though continuing advances in engine design will
affect the ultimate vehicle price, recent estimates have put the cost of meeting the 2007
EPA exhaust emission limits at between $5,000 and $6,000 for medium-duty trucks and
school buses and between $7,000 and $10,000 for heavy duty vehicles (Fleet Manager,
2005).

2. 2. 9. 5 Human Resources Management Technology

The most prevalent piece of technology being used by human resources (HR)
managers is the intranet-based HR system. Instead of using paper documents for all
transactions, needed information and tools are provided on an intranet with little HR
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personnel participation, resulting in improved efficiency and cost-effectiveness (Brown,
2000). Of most significance is the potential for improved relationships between HR
departments and employees; HR personnel are more available to help employees create
career plans, develop training paths, deal with real or perceived issues and otherwise
focus on individual workers needs (Wellner, 2000;Alexander, 2001; Lengnick-Hall, 2003;
and Hendrickson, 2003). Providing more individual attention may have a side benefit of
improving retention (Alexander, 2001).

Also, allowing employees to access personal data, information about benefits, payment,
training programs and learning and development opportunities gives employees a
sense of independence and a sense of being in control of their work lives (Alexander,
2001). Enhanced production and innovation have even been cited as benefits to
implementing these programs (Lengnick-Hall, 2003).

There are some cautionary notes that should accompany consideration of the
deployment of intranets. Some HR specialists have argued that people read web
documents differently from paper documents, and many individuals haven’t learned
how to use intranets effectively. Intranets can become information dumping grounds
that are difficult to navigate. HR departments have been known to shrink as a result of
the implementation of intranets, and HR personnel may fear being replaced by
technology (Wellner, 2000). e-HR technology has also been blamed for shifting HR
responsibilities onto employees.Transit companies will have the additional challenge of
providing intranet access to employees on the road without negatively impacting their
time both on and off the job (Lengnick-Hall, 2003).

There are many e-HR systems available, from enterprise-wide programs to small
business programs that could be of great benefit to the transportation industry. CUTA
has already implemented e-Learning technologies, including a web-based multi-media
training system and an e-Coach, an “innovative e-mail referral system” (CUTA, 2004a).

Similarly, intercity bus service providers are monitoring the use of on-board
technologies to follow the driver’s hours of service and monitor compliance with the
regulations as a technology that may have, should it be made mandatory, a significant
impact on that sub-sector of the industry. At the moment, the use of on-board
technology is voluntary, and there are no indications that this will change over the next
five years.

2. 3 Human Resources Implications

The deployment of new technology will increase the skill and training requirements for
the user. For example, global positioning systems (on which real-time technology is
based) are subject to signal blockage, signal interference. In an urban area, where there
are many signal-blocking obstacles, there is a potential for the signal to fail (Ochieng et
al, 1999). Carroll (2003) argues that because of the potential for GPS signal blockage,
operators should be trained to understand the limitations and vulnerabilities of the
system and to recognize degradation of the technology and how to switch to an
alternative navigation method.

Changes in bus industry technology also have a direct impact on the technical skills
required of the industry’s mechanics and will, by extension, impose on the industry the
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requirement to attract or train people with these new skills.

Where the upgrading of skills is required for handling new technologies, on-line
training courses, simulation techniques and other technologically enhanced training
programs may help provide employees with the needed skills and training.

Technology deployment has favourably influenced the health of operators.A U.S. Study
by Rydstedt et al. (1998b), found that operators’ health improved when technologies
were used to improve the traffic environment of the bus route. In addition, Gobel et al.
(1998) found that redesigning the operators’ workplace environment (e. 8., expanding
roads and providing buses with a separate lane) substantially reduced operators’ stress
levels and associated health problems. By implementing technology that increases
operator satisfaction and decreases stress-levels (e. g., shelter beacons,
surveillance/warning systems and smart cards) the likelihood that individuals will see
the transportation industry as an attractive place to work is enhanced.

There have been several important publications and studies conducted on the process
of selecting appropriate technology. They highlight the importance of involving
operations staff in all aspects of implementing a new technology; from defining
technology needs, selecting the appropriate technology, identifying the effects and
impacts of new technologies and so forth (Bronson Consulting Group, 1999;
Transportation Research Board-National Research Council, 2002;Transportation
Research Board-National Research Council, 1999a;Transport Canada, 1999). Recognizing
this significance, the MCPCC has consistently involved all levels of employees in the
development of all programs, with positive results, and the quality of driver/mechanic
contributions has been significant.

2. 4 Summary

In general, the technologies affecting the bus industry are being developed in the
following themes:

¢ those that are directed towards a better rider experience.These include the
real-time technologies, kiosk improvements, Smart cards and bus designs

* those that directly influence operator competence. Technologies that enhance
operator and general operations safety such as lane departure warning systems,
and video surveillance systems, are such examples

 system-wide technologies that benefit overall operational and organizational
effectiveness.These include the integrated bus-rapid transit and web-based
intranet and internet systems

Based on a thorough review of relevant literature and related material to date, there is
reasonable evidence that the committed application by the bus industry of the
technologies referenced herein should be expected to favourably impact:

* industry/company image and hence the career appeal of the industry

* recruitment, selection, training, job satisfaction, career commitment and
retention

e operations’ safety, efficiency and communications

* ridership and profitability
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3. 0 Employment Analysis

3. 1 Employment Profile

The industry is composed of numerous occupations, each with its own skills and
responsibilities and each dependent on the others to ensure that it’s respective service
providers are capable of meeting customers’ demands.The list of those employed in the
industry includes, but is not limited to:

* bus & streetcar operators

e dispatchers

e supervisors and inspectors

e mechanics, technicians and maintenance workers

* training and safety personnel

* sales and service personnel

e finance and administration personnel

* planners and schedulers

* management and other professionals

* subway train and light rail transit operators

e subway traffic controllers
The occupation most commonly associated with the industry, and by far the most
visible, is that of the operator. Based on Statistics Canada data for 2004, 69. 2% of the

industry’s employees are drivers/operators. Mechanics, the second most sizeable
occupational group, represent only 6. 1% of employees.

The range of occupations varies with the size of the organization. Larger organizations
have both the need and the wherewithal to make use of specialized resources, such as
human resource specialists, dedicated training and educational staff, customer service
and marketing professionals and more varied administrative and managerial positions.
Smaller organizations are composed of people who are often relied upon to be multi-
talented employees whose actual workday activities cross the boundaries of
conventional job descriptions. Refer to table 3-1 to learn more about organization size.
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Table 3-1: Breakdown of Industry Employment by Occupation - 2001 v. 1991

2001 1991
Occupations Total Workforce Percent of Total Percent of Total Total Workforce Occupations
FTB (FTE)

Bus Drivers and
Subway and
Other Transit 57,090 66.00% 65.10% 55,730 Operators
Operators
(NOC 7412)
Mechanics ) , Maintenance and
(NOC 7321) 6,195 7.20% 6.30% 5,375 Mechanics
Business,
Finance and 6,145 7.10% 8.30% 7,110 Administrative Staff
Administration
Sales and 4,380 5.10% 2.50% 2,160 Marketing and
Service Customer Services
Management 3,075 3.60% 3.70% 3,150 Management
Other
Equipment /

. 2,845 3.30% - - -
Vehicle
Operators
Supervisors ) ) Supervisors and
(NOC 7222) 1935 2.20% 3.20% 2,710 Tnspectors
OtherTrades 1,815 2.10% - - -
Other 1,400 1.60% 9.00% 7,680 Other Occupations
Professionals 1,230 1.40% 2.00% 1,700 Professionals
Trades
Contractors 350 0.40% - - -
and Supervisors

Total 86,460 100% 100% 85,615 Total

Source: Statistics Canada, special tabulation, unpublished data, Census, 2001, Price Waterbouse 1997

Though differences by specific occupation may be attributed to changes in tabulation
methods, comparing industry workforce composition between 2001 and 1991 reveals a
shift toward leaner administration (table 3-1).The proportion of mechanics and
operators has increased, and that of all other occupations combined has declined (table
3-2). Stakeholders contacted suggest that, while figures do indeed show the shrinking
number of managers, this shift is likely more reflective of a general management skills
shortage than of an effort to streamline operations.
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Table 3-2:2001-1991 Comparison of Industry Employment

Percent of Industry Percent of Industry
Occupation ‘Workforce Workforce
(2001) 199D
Operators 66.00% 65.10%
Mechanics 7.20% 6.30%
Management 3.60% 3.70%
Other 23.20% 24.90%

Source: Statistics Canada, special tabulation, unpublished data, Census, 2001, Price Waterbouse® 1997

3. 1. 1 Key Industry Occupations
3. 1. 1. 1 Operators and drivers (NOC 7412)

Besides simply driving, Operators rely on their skills to ensure the safe operation of
their vehicles and to provide quality customer service.

An operator’s ability to meet even the most basic driving requirements is dependent
upon becoming familiar with policies, procedures and regulations, especially if
travelling between jurisdictions. Fundamental training and operating manuals are
supplemented on a daily basis by other information such as schedules, itineraries,
student lists, or even commentary and historical information of tour destinations
(Essential Skills, 2005).

Reporting—a critical element of any program, particularly maintenance— is a key
responsibility of the operator. Some of the reports for which operators are responsible
include inspection reports, maintenance logs, vehicle defect reports and accident
reports. Details of operators’ current shifts are also subject to reporting requirements.
Though they may vary by sub-sector and by organization, reports in the form of time
sheets, shift summary reports or logbooks may include information on the following:

e hours worked

* passengers

e vehicle information

e route information

e ticket/sales information

* mileage
Ultimately, the most important roles that the effective driver/operator must play rely on
solid communication and interpersonal skills. In addition to making announcements
and responding to the questions of their passengers, operators may need to intervene
and take control of often critically important situations. Being called upon to resolve
conflicts with or between passengers, parents or even passers-by and to provide

emergency response to protect the health and safety of their passengers are all
responsibilities that operators and drivers routinely assume.
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Operators’ Profiles

Urban Bus Operators
travel prescribed routes in
towns, cities and the
suburbs picking up
passengers at designated
stops according to defined
schedules. Often they must
deal with beavy traffic and
congested streets while
collecting fares, issuing
transfers and validating
passes. Many urban buses
now have wheelchair
accessible features, which
may require the Bus
Operator to assist the
passenger on and off the
bus by operating ramps or
lifts and securing the
wheelchair.

Intercity Bus Operators
typically pick up
passengers at innercity
bus terminals and drive
them directly to bus
terminals in other cities.
However; some Intercity
Bus Operators make
[frequent stops to pick up
and drop off passengers
and parcels at local
agencies. Parcel pick-up
and delivery is an
important component of
the Intercity Bus
Operator’s work, which
may entail some beavy
lifting and maintaining
careful records.
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School Bus Operators
drive students to and from
school, and to and from
intramural activities,
stopping and starting in
both rural and urban
areas. These operators
have the additional safety
and security responsibility
associated with carrying
students, i.e. maintaining
order;, and ensuring safe
stopping and starting,
often on busy bighways
and country roads. In
most areas they are also
responsible for controlling
traffic through the use of
flashing lights. Some
school buses now bhave
wheelchair accessible
Jfeatures, which require the
Bus Operator to assist the
passenger on and off the
bus and secure
wheelchairs/scoofters.

Tour and Charter Bus
Operators convey
passengers from point to
point for specific purposes,
such as sightseeing tours,
transporting passengers
from their hotel to the
airport or rail station, or
transporting groups, i.e.
sports teams or the elderly.
Tour and Charter Bus
Operators often bave the
additional responsibility of
acting as Tour Guides, and
as such, they must be
knowledgeable of the sights
and places of inierest.

Accessible Services Bus
Operators transport
passengers using vebicles
specially equipped to
accommodate wheelchairs,
scooters and people with
special needs. They provide
a doorto-door service
assisting passengers from
and to their doors and on
to and off the bus.

Source: MCPCC NOS, 2006
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There is a broad, industry-wide concern about the safety and well-being of the men and
women in the motor carrier passenger industry in the light of a dramatic increase in
violence against operators.Across the country, programs designed to address this
alarming issue are expressed in two ways: training and awareness programs for
operators/drivers (e. g. CUTA’s Violence Against Transit Operators Program, rolling out
nationally in 2006); and public education programs aimed at increasing respect for the
operator’s role and for fellow passengers.

3. 1. 1. 2 Mechanics (NOC 7321)

Mechanics and technicians inspect, diagnose, repair and service mechanical,
electrical and electronic systems and components of the industry’s various vehicles
(www.jobfutures.ca, 2005).Their work involves not only the act of repairing
equipment, but also problem analysis and determining appropriate solutions. With the
help of various technical documents (e. g.,shop manuals, specification sheets),
mechanics and technicians use a variety of tools and technologies to manage and
execute maintenance activities (e. g., routine maintenance, overhaul) in repair shops
and/or working in the field using mobile repair trucks. Mechanics are also responsible
for documenting repairs and the condition of equipment through work orders and
other related paperwork (Essential Skills, 2005a).

A key factor in mechanics’ ability to successfully meet the requirements placed upon
them is continuous learning.As technology continues to evolve, mechanics must ensure
that their skills keep pace and are expected to continue to upgrade their skills through
reading, courses and hands-on work.This is especially important because transportation
technologies are evolving rapidly and more sophisticated computerized equipment is
replacing traditional systems. It has been said that the laptop is becoming the most
important tool in the bus mechanic’s “toolbox.”

3. 1. 1. 3 Dispatchers / Subway Traffic Controllers

Bus dispatchers dispatch bus drivers and monitor routes to make sure that drivers
meet schedules.They also co-ordinate responses to countless operating problems as
they occur, from crew scheduling, delays and route changes to equipment breakdowns
and accidents.Additionally, dispatchers maintain logs and reports on shift activities by
logging run, vehicle and driver information and reporting on calls received, accidents
and emergencies (occupationalinfo. org, 2005). Subway traffic controllers provide
similar problem solving services in operating and monitoring signal/track switch
control panels (Job Futures, 2005).

3. 1. 1. 4 Supervisors (NOC 7222)

Supervisors of motor transport and other ground transit operators supervise, co-
ordinate, and schedule the activities of workers who operate trucks, buses, subway
trains, light rail transit, taxicabs and other transport vehicles (Job Futures, 2005).
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3. 1. 2 Skill Requirements
3. 1. 2. 1 Operators

The basic requirements for drivers/operators of buses include a valid appropriate
driver’s licence, a minimum of one year of clean driving record and an air brake
endorsement, if driving air brake-equipped vehicles. Some employers may require a
grade twelve education and up to three months of on-the-job training.

In addition to basic licensing requirements, operators benefit from having certain
related skills that may enhance their ability to perform.These essential bus-driving
skills include (MCPCC Essential Skills Profile; MCPCC, 2005; HRDC, 2001a, b;
Underwood, G., Chapman, Brocklehurst, Underwood, & Crundall, 2003):

* cognitive abilities such as spatial orientation
* mechanical reasoning

e problem solving

arithmetic

communication

motor co-ordination

* manual dexterity

* visual attention ability
Being able to read, use documents, plan job tasks, organize and make significant use of
memory recall are essential for operators (MCPCC, 2004). School bus drivers in

particular, given their unique and important responsibilities for the passengers they
carry, require pupil management skills (TRB, 1999¢).

Personality characteristics are also deemed important to an individual’s likelihood of
success as an operator. Jacobs et al. (1996) identified five main personality factors:

e emotional stability for coping with stressful situations

* extraversion

¢ intellect

e agreeableness

* conscientiousness
These specific personality characteristics appear to predict performance in time
sensitive situations, such as keeping a bus on schedule.When combined with tasks,
cognitive abilities and biographical information, these can be used in a composite

model to predict operator performance or to recruit new operators more likely to have
a good attendance record and fewer accidents (Jacobs et al., 1996).

The main factors currently influencing operator skill requirements are technology and
changing population demographics. Operators will require additional training and skill
development specific to the use of new technologies, and they will also need to
develop the abilities to communicate effectively with riders from a growing and
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Supervisors in transport
are generally responsible
Jor establishing methods to
meet work schedules, co-
ordinating work activities
with other units, and
requisitioning materials
and supplies. They also
resolve work problems,
recommend measures to
improve performance, and
make recommendations
regarding birings,
promotions and other
personnel actions.
Supervisors in transport
may also be responsible for
preparing work reports
and for training staff in
Job duties, safety
procedures and company
policy.

Source:
www.saskjobfutures.ca
2005
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The Red Seal Program

Through the Red Seal
Program, apprentices who
have completed their
training and certified
Journey persons are able to
obtain a "Red Seal"
endorsement on their
Certificates of
Qualification and
Apprenticeship by
successfully completing an
Interprovincial Standards
Examination. The "Red
Seal" allows qualified
tradespersons to practice
the trade in any province
or territory in Canada
where the trade is
designated without having
to write further
examinations.

Source: www.red-seal.ca
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changing range of demographic and cultural backgrounds.These changes and pressures
will add to the skills required of the effective and efficient operator.

3. 1. 2. 2 Subway and Light Rail Operators, Inspectors and Dispatchers

Given that to become a subway or light rail operator candidates require prior
experience as a public transit bus operator (HRDC, 2001a) and that these resources are
typically hired from within an organization, the entry skills of these resources are
largely equivalent to those of experienced operators. Similarly, in larger unionized
organizations where a career progression is determined largely by seniority, those in
positions such as dispatcher and inspector have similar backgrounds.The ability to
communicate well, particularly orally, is an asset in these positions, as is relying on
experience and a sound knowledge of operations for problem solving and quick and
effective decision-making (Essential Skills, 2005b).

3. 1. 2. 3 Supervisors, Railway and Motor Transportation Occupations (NOC
7222)

The basic employment pre-requisites to becoming a supervisor of operations typically
include several years of experience as a driver/operator and completion of secondary
school.Though this offers operators more mobility and opportunity for career
progression within the industry, those already in supervisory positions have far more
limited advancement prospects.

3. 1. 2. 4 Motor Vehicle Mechanics (NOC 7321)

Success as a motor vehicle mechanic is predicated largely on mechanical aptitude;
however, patience, reliability, co-ordination and agility are also required, as are lightness
of touch and an attention to detail. There may also be a requirement for physical
strength, depending on the specific environment. Strong skills in mathematics and
computers are becoming more and more important, as the technology deployed
throughout the industry evolves (Nova Scotia Department of Education, 2003).

The career path of a certified motor vehicle mechanic begins with a minimum high
school education requirement as per province of residence. Prospective certified
mechanics enrol in an apprenticeship program in which they work under the tutelage
of a journey person until completing a set number of hours of work and successfully
passing an examination (written and/or practical) in order to become a certified
journey person themselves. A combination of work experience in the trade and the
completion of approved exemption tests may also be acceptable for trade certification
(red-seal.ca, 2004)

Though there is no national trade certification for mechanics, the Red Seal Program
Certification provides trades people with the opportunity to complete an inter-
provincial standards examination, which facilitates movement between those provinces
where the trade is designated.

The trade of motor vehicle mechanic, however, is an extremely broad grouping of skills
and does not distinguish between specializations, such as diesel or automotive, or the
major systems of which individual mechanics may have a command (fuel, brake,
steering and suspension, transmission, differentials, drive axles and shafts, emission
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control and exhaust, engines, electronics and electrical, cooling and climate control).
This very broad categorization makes identification of available skills and the balancing
of industry-specific supply and demand more challenging.

3. 1. 3 Educational Background of Employees

Of the three primary distinct occupations that make up the industry (operators,
mechanics and supervisors), operators and supervisors appear to have generally similar
educational backgrounds (figure 3-1). Supervisors, however, are on average slightly
more highly educated; proportionally fewer tend to have not finished high school and a
greater share have a non trade-related certificate or degree. Not surprisingly, given
broader expectations of certification, mechanics are far more likely to have completed a
specialized training program. In more than 65% of cases, they possess a trades
certificate or diploma, and only 18% of mechanics do not possess a high school
certificate.

Figure 3-1: Level of education by industry occupation

Highest Declared Level of Education
by Occupation (NOC) (all industries)

(7321) Automotive Service
Technicians, Truck Mechanics and
Mechanical Repairers

(7322) Motor Vehicle Body
Repairers

(7412) Bus Drivers and Subway and
Other Transit Operators

(7222) Supervisors, Motor Transport

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

‘ H Less than Secondary B Secondary Trades and Other Certificates/Diplomas = University ‘

Source: Statistics Canada, special tabulation, unpublished data, Census, 2001

In the case of both mechanics and operators, there is limited evidence of greater pay
with greater education. Supervisors, however, show significant gains in pay with
university level education (figure 3-2).
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Figure 3-2: Relationship between education and pay by industry occupation

When comparing the declared levels of education identified in the 1997 Study to those
of 2001 identified above, there is evidence trending towards operators and supervisors
having greater education (figure 3-3).
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Figure 3-3: Level of education comparison (1991-2001)

Supervisors' Declared Levels of Education
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When compared to the general population 15 to 65 years of age, operators have shown
a significantly larger shift toward greater education between 1991 and 2001 (figure 3-4).
The shift in the education levels of the supervisor group is far less dramatic than both
operators and the general population, as in 1991 they were already largely evenly
distributed between three primary educational groupings (less than secondary,
secondary and trades and other).

Figure 34: Shifting levels of education (1991-2001)

Shift Toward Greater Education
(1991-2001 growth in educationlevels)
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Source: Statistics Canada, special tabulation, unpublished data, Census, 2001; Price Waterbouse 1997,
Statistics Canada, bttp.//wwwd0.statcan.ca/l01/cst01/educd5.btm, February 8, 2006

3. 1. 4 An Ageing Workforce

The ageing of the general population is likely to have an impact on the makeup and
needs of the industry’s market base and its ridership.Though the ageing pattern that
appears in the demographic distribution of the industry’s employees is similar to that of
the general population, there is a greater prevalence of older workers in the range of
40-59 years of age in the industry than in the population at large. When compared to
similar statistics from 1991, it becomes clear that there has been a significant shift in the
age distribution of workers in the industry (figure 3-5). Though the school bus sub-
sector views retirees as a potential labour pool, the effect in the urban and intercity
sub-sectors, where employees either voluntarily or as decreed in collective bargaining
agreements typically retire as they reach their 60s, suggests cause for concern.
Alternately, the entry age of employees new to the industry has progressively increased
due in part to more vigorous regulatory, licensing and employer requirements.
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Figure 3-5: Age of Industry employees
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When broken out by industry sub-sector (figure 3-6), it becomes clear that a significant
share of the workforce age profile is attributable to the urban and interurban sub-
sectors, which show greater peaks and a more precipitous drop off in the age
distribution of employees.The school bus and charter sub-sectors’ profiles are flatter
and retain a greater percentage of older employees.

Figure 3-6: Age of sub-sector employees
Employee Age Distribution by Sub-Sector
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Source: Statistics Canada, special tabulation, unpublished data, Census, 2001

Examining the age profiles of each sub-sectors’ operators/drivers (figure 3-7), one can
see that the urban, interurban and charter sub-sectors all show operator age profiles
peaking later than the overall employee distribution. The peak is particularly dramatic in
the charter sub-sector.The school bus sub-sector, on the other hand, continues to show
a comparatively more balanced distribution.
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Figure 3-7: Age of sub-sector operators/drivers

Operator/Driver Age Distribution by Sub-Sector
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Additionally, the number of months of service of the urban sub-sector’s employee base
has trended steadily upwards over the past 15 years (figure 3-8), whereas the other sub-
sectors have shown less stability.
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Figure 3-8: Industry employee tenure
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3. 1. 5 Employment Equity

In focus groups, interviews and questionnaire responses, the industry’s stakeholders
have recognized the need to build a workforce more reflective of Canadian society’s
gender and diverse ethnic composition.Although the gender and ethnic diversity

of the industry have shown positive change since the Price Waterhouse (PW) Study

of 1997, several contributing factors minimizing the rate of change include, but are not
limited to:

* employment stability/tenure

* working conditions applicable to the drivers/operators’ role, which represents
over 69% of the industry workforce (e. g. shift work, extended overnight, travel,
situational risk)

e official language requirements
* skills requirements

¢ increased marketplace competition for job applicants due to progressively
stronger Canadian economy

3.1.5.1 Gender

The industry’s overall efforts at building a more gender-inclusive workforce, however;,
have shown inconsistent results (figure 3-9).
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Figure 3-9: Women employed in the Industry
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On an occupation-specific level, however, some progress has been made. In comparing
the 1991 Census data reported in the initial Sector Study of 1997 to the most recent
2001 census data, one can see that women are beginning to assume a more prominent
role in many industry occupations (table 3-3).

Table 3-3: Gender by Employment Category - 1991 v. 2001

‘Women
Employment Category (Per cent of category workforce)

1991 2001
Operators 34% 36%
Mechanics 0.60% 2%
Administrative Occupations 56% 62%
Management 21% 23%
Professionals 24.80% 27%
Supervisors/Inspectors 16% 18%
Workforce 33% 33%

Source: Statistics Canada, special tabulation, unpublished data, Census,2001; Price Waterhouse® 1997.
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Across the industry’s sub sectors, there is a large disparity in the ratio of men to women.
As an example, the 36% of female industry operators are predominantly in the school
bus sub-sector representing 56% of that sub-sector’s operators while fewer than 15% of
each of urban transit and intercity operators are women (figure 3-10).

The urban transit sub-sector employs the smallest workforce percentage of female
employees.

Furthermore, though there are regular fluctuations in the available data values, figures
show that men consistently earn more than women across all sub-sectors (figure 3-12).
This is due to the fact that women continue to be more highly represented in lower
paid positions.

The earnings differential is smallest in the urban sub-sector, which is perceived to be
substantially attributable to collective bargaining agreements.

Figure 3-10: Sub-sector breakdown of women operators/drivers in the Industry

Percent Female Operators/Drivers by Industry Sub-Sector
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Figure 3-11:Sub-sector breakdown of the employment of women in the Industry - 2001
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Figure 3-12:Industry Wages - Men vs.Women

All Transit and Ground Transportation Sub-sectors
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As noted, the percentages of women employed by the industry in all designated
employment categories except “Administrative Occupations” increased only marginally
for the period of 1991-2001. Study participants expressed recognition of, and concern
for these results, and indicated that for all job openings, female applicants are
encouraged and received equal opportunity consideration. However, it also appears that
recruitment activities specifically targeted to attract female applicants are more
commonly employed by the school sub-sector.

Certain lifestyle limitations and choices in part explain the high school sub-sector level
of female operator employment vs. a much lower level within the other sub-sectors.
Since the 1997 PW Study, the vocation with the most notable gender disparity, although
one of the most desirable industry positions, has continued to be that of the urban bus
operator.

3. 1. 5. 2 Ethnic Diversity in the Industry

As the industry continues to build an employee population more reflective of the
diversity of cultures in both the ridership it serves and the general population, it has
become apparent that effecting rapid change is problematic given the tenured nature
of many of the industry’s positions.

The latest available data (table 3-4) indicates that in 2001 Aboriginal people and visible
minorities made up 10.6% of the industry’s workforce, an increase of +3. 1% over the
1991 figure.The gains were most evident in visible minority representation, which
increased from 4. 9% to 7. 9%, reasonably proportional to the increase in the visible
minority portion of the Canadian workforce.The representation of Aboriginal people in
the industry remained stable over that same time period, despite a drop in the relative
size of the Aboriginal workforce in Canada.

The 2001 industry percentages for both groups reflect progress by the industry toward
greater integration of hiring, training and development of Aboriginal People and visible
minorities.

Table 34: Aboriginal People and Visible Minorities in the Industry Workforce

Group Canadian Industry Canadian Industry
Workforce (1991) Workforce (1991) Workforce (2001) Workforce (2001)
Aboriginal People 2.90% 2.60% 2.60% 2.60%
Visible Minorities 9.20% 4.90% 12.60% 7.90%
Total 12.10% 7.50% 15.20% 10.60%

Source: Statistics Canada, special tabulation, unpublished data, Census, 1991, 2001; Price Waterbouse® 1997

The Canadian Bus Association (CBA) and the MCPCC offer an example of ways in
which representation of specific communities may be improved.A memorandum of
Understanding has been signed with the Congress of Aboriginal Peoples to improve
Aboriginal youth’s access to training and positions in the industry (Canadian Bus
Association, 2004b). It is anticipated that this will help Aboriginal youth gain access to
valuable employment opportunities while helping the industry address issues of labour
availability and workforce diversity.

On The Move - Canadian Bus Industry Human Resources Study

Visible Minorities
in Canada’s
Metropolitan Areas

37% of the populations
of Toronto and
Vancouver are

visible minorities

More than 90% of
Queébec’s visible
minorities live

in Montréal

More than 91% of
Alberta’s visible
minorities live in

Calgary or Edmonton

Source: Statistics Canada,
2003
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When broken down by occupation and industry sub-sector, however, dissimilarities
become apparent (figure 3-13).The urban transit sub-sector by far, the most multi-
cultural and school and Employee the least. This may, however, be partly explained by
immigrant settlement patterns and the concentration of visible minorities in major

metropolitan areas.

Figure 3-13:Representation of visible minorities and Aboriginal people - 2001
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Figure 3-14:Representation of Visible Minorities and Aboriginal People
by Industry Occupation - 2001
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A number of service
providers bave found that
an ideal shorit-term
solution to finding the best
mix of skills is to seek out
industry retirees, even
those from within their
own ranks. This labour
pool potentially provides
employers with candidates
that bave an ideal mix of
skills, both technical and
interpersonal, that can be
immediately leveraged.

Camo-route Initiatives

In promoting the
transportation industry
within Québec and
supporting the
development of a qualified
source of buman resources
to meet the current and
JSuture needs of the
industry, Camo-route bhas
successfully undertaken a
number of initiatives to
mainiain the industry’s
compeltitiveness, including:

» Standardized training
in technical and
interpersonal skills for
the motor carrier
passenger industry;

Provincially subsidized
training to improve the
skills and
marketability of
prospective industry
employees;

Promotion of industry
careers to local
employment centres,
school guidance
councillors and visitors
to transportation
conferences and job
Jairs;

Bus mechanic
work/Study programs.

Bus driving vocational
study qualification
(through the Centre de
Jormation en transport
de Charlesbourg, a
publicly funded
transportation school)

Source: Camo-route, 2005b
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3. 2 Human Resources Supply

3. 2. 1 Traditional and Alternate Sources of Supply

As shown in the initial Sector Study in 1997, the industry has broadened its recruiting
focus for operators to include a greater emphasis on interpersonal and customer
service skills. These required skills of potential bus operators far outweigh initial
technical driving skills in determining the suitability of candidates for a position in the
industry.

Though proven media vehicles of print, transit and outdoor advertising (e. g., billboards,
sandwich boards) continue to produce results, as do employee referrals and various
government programs, new tools are being developed and implemented throughout
the industry to address most effectively the need for skilled employees. Just as web-
based tools are improving the training process, as described in Part 2, the use of
corporate and employment websites to attract and initiate contact with candidates is
expanding.Also, the scope of its use is expanding beyond the capabilities of traditional
methods. Web-based tools are moving from information dissemination to information
collection and pre-screening, as potential candidates are now given the opportunity to
learn more about the organization and the job and even to apply online. Such on-line
applications allow the employer to quickly and automatically screen candidates in an
effective manner while reducing costs.

In markets where applicant potential is limited, specifically targeting the ideal candidate
profile is becoming a necessity. Whether it is fleet management appealing directly to
schools and their students, organizations encouraging their own skilled employees to
delay retirement or focusing recruitment efforts in specific, including ethnic
communities (often so as to find the candidates most able to serve that very same
community), organizations are targeting specific employee markets.

This need to expand the recruitment target market is obviously most acute for
occupations within the bus industry that are reliant on the pre-existence of specific
scarce skills or characteristics in candidates.

Many employers in the industry have become skilled at screening and qualifying
candidates. Though the ability to recognize potentially successful employees from great
numbers of applicants has become essential, the industry must also ensure that the
pool of applicants it is choosing from is sufficiently large to satisfy its needs.

3. 2. 2 Competition for Skills and Human Resources
3. 2. 2. 1 Operators

Competition for applicants with operator potential is evident by the publicized
shortages/demand within several sectors of the Canadian economy (e. g. trucking) for
employees with industry-compatible qualifications. The long-declining level of
unemployment in Canada (e. g. from 9.3% - May 1996 to 6. 1% - May 20006 - Statistics
Canada) indicates the degree of labour pool diminishment. In addition, due to more
vigorous hiring criteria including legislative requirements, the available pool of
prospects has been even further reduced. In this context, even industry sub-sectors
have become inter-competitive for operators.
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3. 2. 2. 2 Mechanics

Acute shortages of mechanics have prevailed for some time in multiple sectors of the
Canadian economy.The supply of mechanics in many markets has not been and will
not be sufficient to satisfy the demands of the industry.As a result, industry employers
must seek to secure supply either by purchasing it in the open market (competing to
hire qualified mechanics on the basis of compensation and work environment) or by
building their own capacity through the promotion of apprenticeships with individual
employers or industry-wide partnerships with training institutions.

3. 2. 2. 3 The Impact on the Industry

With this need to attract candidates, particularly those with the skills that will allow
them to be satisfied and successful employees, comes the recognition within the
industry of the importance of the employers’ or the industry’s value proposition to
potential employees.Where prospective employees are more plentiful, or conversely
have fewer employment opportunities and choices, the power balance remains with
the employer. In many of today’s labour markets, where prospective candidates may be
less plentiful or more likely to move to a competing employer, the demands and
requirements of candidates must also be considered. In direct competition for the ideal
candidate with other industries, the value proposition of bus industry employers
becomes more important.

The ability of industry employers to attract and select most suitable candidates
competitively is contingent on the astute management of the hiring process through a
combination of workforce planning, well-defined recruit-qualifying criteria,
knowledge/use of recruitment media options, targeted marketing and efficient/effective
screening/processing systems.

3. 3 Transferability of Skills

Provincial certification standards exist for mechanics as well as an inter-provincial
endorsement of skills through the Red Seal Program allowing for national recognition.
Operators have voluntary access to the MCPCC Certification Program, which relates to
the essential performance criteria required by all sub-sectors.This Program is designed
to formalize/standardize operator training while providing greater inter-sector and/or
geographic mobility.

3. 4 Culture of the Industry

The traditional culture of the industry has been driven by the essential nature of the
services it must provide. While maintaining exemplary safety standards on the road and
in the bus, the industry has always focused on delivering strong financial performance
and reliable, punctual service.

Today, the shift to a stronger customer service modality has had an impact on the
culture of the industry,and more training is devoted to aspects of this, including
communications skills, conflict resolution skills, and diversity awareness.
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Best Practices for the
Planning, Recruitment
and Orientation of Bus
Operators

To addpress the industry
need for more competitive
HR practices, The MCPCC
has developed Bebind the
Wheel, a Guide to best
practices for the planning,
recruitment and
orientation of Bus
Operators:

“The Guide is an ideal
resource for managers and
recruiters and focuses on
the critical areas necessary
Jfor biring the right people.
"Bebind the Wheel” gives
you the information you
must have to take a long-
term perspective on your
organization to anticipate
and respond to emerging
industry, customer and
competitive forces.”

Source: MCPCC®, 2002

Operator Skills and
Competency Standards

In addressing the issue of
skills and competency
standards, the MCPCC has
made considerable
progress in the
advancement of Indusiry-
accepted occupational
standards and the
certification and
accreditation of
driver/operator training.
The newly launched
operator Certification
program is a professional
designation that provides
operators with industry-
recognized credentials
through a formal process
of assessment.
Accreditation is a mark of
distinction demonstrating
a company’s pride in its
employees, its service and
its place as a leader in a
bighly visible industry:.

Source: MCPCC

105



The SmartDriver series of
training programs for
professional drivers for
transit, motor coach and
school bus are a unique
combination of coaching,
on-the-road and classroom
training and include
vebicle spec’ing,
maintenance, fuel efficient
driving techniques, use of
alternative fuels and state-
of-the art transportation
technologies. The training
package bas also been
enhanced with defensive
driving techniques,
recognizing that fuel-
efficient drivers are also
safe drivers.

Operators learn techniques
to reduce idling time,
maintain consistent
speeds, accelerate/
decelerate, and apply
brakes efficiently thereby
providing a smoother ride.

The programs are seen as
a win/win for everyone
and will belp Canada to
meet its Greenhouse Gas
(GHG) emissions
reduction targelts.

Source: MCPCC and
NRCAN
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In addition, the following are identified to be of critical importance:
¢ defensive driving training
e endorsement of competency standards
* customer service
* emergency response and management
» work-life balance
* managing absenteeism

e occupational health and safety

3. 4. 1 Safety

When comparing the fatality rates of car passengers to that of transit passengers, transit
is by far the safer mode of urban transportation (CUTA 2002b).The same is true of all
the sub-sectors; passengers of all bus modes combined, consistently account for less
than 0.35% of all road fatalities (Transport Canada, 2005).

The safety culture in the industry is promoted through management programs of best
practice interventions (Moser, 2001). For example, the Industry, The Motor Carrier
Passenger Council of Canada and Natural Resources Canada have worked together to
produce SmartDriver fuel efficiency driver training programs for urban transit, motor
coach and school bus sub-sectors.These programs are currently being promoted
throughout the industry and are achieving a high level of support. Natural Resources
Canada is in the process of implementing an evaluation program to document cost and
energy efficiencies realized.

Best practice examples from the U.S.A. also emphasize a safety culture that minimizes
operators’ risks and reduces accident rates, a philosophy mirrored in the Canadian
industry. Published training packages with survey tools can assist in developing and
maintaining a workplace safety culture and safety standards (Moser 2001; Mejza, m. ,
Barnard, R., Corsi,T. , & Keane,T. , 2003).

Maintaining such a safety culture can increase net revenues for the industry by
reducing costs related to accidents, personal injury, compensation and disability claims
and by increasing productivity.
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3. 4. 2 Customer Service

An expanding focus on customer service has been resoundingly expressed in the
consultations carried out throughout this Study.The industry recognizes the
importance of not only providing safe and efficient transportation but doing so in a
customer friendly manner.While much publicity focuses on negative public behaviour,
the industry acknowledges that the vast majority of passengers want and deserve
quality service. Furthermore, research demonstrates a strong correlation between
service and ridership.

The hiring practices of the industry’s members are now firmly centred on the
importance of customer service, to which the industry has responded in a
number of ways:

e developed National Occupational Standards (NOS) for Professional Bus
Operators setting a high level of interpersonal competency (MCPCC)

* developed a national Accreditation Program whereby organizations must
demonstrate comprehensive customer service training based on the NOS to
receive this mark of distinction

¢ similarly, individuals being granted Certification must demonstrate performance
at the NOS level

e association training programs, for example, CUTA’s Transit Ambassador Program

3. 4. 3 Work-Life Balance

Over and above operational requirements, the industry is becoming more aware of
employees’ needs for a balanced lifestyle. Traditionally, this issue has contributed to
recruitment and retention challenges, absenteeism and disability, as well as job
dissatisfaction. Today, most workers are acutely aware of the impact that working
conditions can have on their quality of life. Many are actively seeking work that offers
them a degree of work-life balance. Job security and compensation are just two factors
people consider when deciding where to work. Research reveals that jobs providing
some measure of autonomy, decision-making authority and opportunity for self
development are highly attractive. Further, with the increase in dual-income families
and single parents, organizations that offer special accommodations and flexible work
arrangements gain competitive advantages in recruiting (Belcourt, Monica: Recruitment
and Selection in Canada).
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To address this, some companies have implemented more sophisticated recruitment
and orientation practices to ensure that people are prepared for the demands of the
industry.As well, labour has been active in pursuing solutions with management and
making representation to government.

In commenting on proposed driver hours of service, Motor Coach Canada (MCC) gives
expression to the complexity of balancing both the economic consequences of
operators taking more time off for rest and the necessity of providing for drivers’ needs
(MCC,20032).

A 2004 Study funded by Health Canada examined the link between work-life conflict
and the demand on Canada’s health care system.Almost one in five workers rated his or
her health as fair or poor. Canadian companies are struggling to control benefit costs
and establish what portion they can reasonably pass on to the employees.A potential
solution is for companies to actively invest in the health of their workers by providing
wellness programs that help workers cope with their work-life demands.The Human
Resources Association of Ontario (HRPAO) estimates that there is a $2 to $6 return on
investment for every $1 spent on introducing wellness initiatives.

3. 4. 4 Absenteeism

A major concern in the bus industry is the rate of absenteeism, principally among bus
operators/drivers.As a symptom of other problems, it is part of a cyclical process—
absenteeism leads to other organizational problems and inefficiencies that reduce
employee morale and job satisfaction that in turn lead to increased absenteeism—that
needs both intervention and prevention programs at various points in the cycle (Jacobs
et al., 1996; Kompier et al., 2000). Implementing intervention and preventative
programs and policies has been shown to decrease absenteeism, increase productivity,
foster improved staff retention and ultimately decrease costs (Jacobs et al., 1996;
Kompier et al., 2000).As these costs can be very high (Jacobs et al., 1996), it is
important that management and labour collaborate to find solutions to reduce
absenteeism.

Open communication between managers and bus operators is important in gaining the
commitment of both parties to address workplace issues.This collaborative relationship
is essential to managing organizational change, especially for an industry faced with
mergers, acquisitions and technological advancement. Operators, if they perceive a lack
of freedom, lack of recognition and a confrontational stance between themselves and
management, may not feel committed to work, implying that management strategy has
a high impact on organizational commitment (Brewer 1996, 1998).
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Management practices that contribute to reducing absenteeism in operators are (Jacobs
et al., 1996; Kompier, M. ,Aust B.,Van Den Berg A. , Siegrist, J. , 2000):

¢ more flexible scheduling
e better control of overtime
* positive sick leave policies

e programs that encourage attendance

3. 4. 5 Training and Development

Encouraging a culture of learning, training and skills development for all employees is
becoming increasingly important.An effective strategy for improving levels of basic
skills is a key prerequisite to enabling the industry to access non traditional labour
pools to meet replacement and growth demands. While the industry traditionally
provides the majority of its training in-house, broadening the scope of education
sources and training delivery methods is critical. The Canadian changing demographics,
customer demands and diverse cultures make training partnerships a way of the future.
The industry-developed Accreditation program through the MCPCC provides
organizations with the tools to assess their programs based on national Occupational
Standards designed as “a benchmark of excellence.” The employment and promotion of
accredited industry-wide programs creates both industry and public recognition of
professionalism across all sectors of the industry and maximizes the return on training
investment (ROD).

3. 5 Occupational Health and Safety

The occupational health and safety of operators is an area that has received a great deal
of attention.As previously discussed, the technologies at play in the industry can
contribute significantly to the well-being of operators, and infrastructure and
equipment design and implementation can have significant impacts on operators’
physical and mental health. Physically, operators, find themselves prone to many lifting,
handling and strain injuries that often demand comprehensive disability management
and modified work programs.The most notable issue specifically affecting bus
operators is that of occupational stress.

3. 5. 1 Occupational Stress

Occupational stress in operators/drivers is a result of various situations:

* negative social interactions with passengers, which could include both
verbal abuse and physical violence

e time pressures of tightly planned schedules
e traffic congestion

* high demand work environments
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Situational job demands increase stress, and the need to meet the demand of fast,
punctual, friendly and safe service in poor driving conditions can easily exacerbate
stress levels (Rydstedt et al, 1998b, Rydstedt et al., 1998a, Kompier et al., 2000). In
addition to the stressors associated directly with the performance of the occupation,
job stressors also include:

e isolation from co-workers

e irregular work schedules

¢ low level of job support

* poor ergonomic bus design (Kompier et al., 2000)

* a lack of worker and family oriented policy (Grosswald 2002)

The results of occupational stress are physical and mental health problems that affect
the cardiovascular and musculoskeletal systems and include rates of fatigue and
gastrointestinal disorders higher than those in comparable professions. Such health
problems lead to greater rates of absenteeism, more disability claims, lower work effort
and an increased safety risk while driving (MCC 2003b; Rydstedt et al., 1998, B;
Rydstedt et al., 1998,A; Kompier et, al., 2000).

Data from studies conducted in several different countries consistently find urban
transit operators, differentiated from other industry operators/drivers due to “a uniquely
severe combination of occupational stressors,” to be among the unhealthiest of
occupational groups, often demonstrated by high rates of absenteeism and attrition
(Evans, 1998). Work-life imbalance, isolation, lack of control over work, split shifts that
require inordinately long work days and stressors related to traffic congestion and
customers/passengers are noted as critical issues. In a 1997 Study of stress management
in operators,Aust, Peter and Siegrist found that a worksite management program that
combines both individual and structural measures of reducing stress is feasible and
exerts beneficial effects on critical, health adverse coping behaviours of operators.An
industry best practice in the development and maintenance of healthy work
environments is discussed in the appendix to this Study.

3.5.1.1 Prevention and Mental Health

To date, little has been written regarding prevention and mental health in the
workplace, specifically for bus operators. Prevention is different from intervention in
that it is an attempt to prevent individuals from becoming hurt or affected by a given
incident as opposed to intervening once an incident has occurred.
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The U.S. National Institute for Occupational Safety and Health, Division of Safety
Research published a bulletin (57) in July 1996 discussing violence in the workplace,
investigating risk factors and prevention strategies.This report identified that risk
factors that might increase a worker’s risk for workplace assault include: contact with
the public; exchange of money; delivery of passengers or goods; working alone or in
small numbers; working in high crime areas; working in community-based settings
(Violence in the Workplace (Current Intelligence Bulletin 57; Risk Factors) all of which
are applicable to the industry.

Although not speaking specifically of bus operators, prevention strategies included
such ideas as cashless transactions; physical separation from customers; visibility and
lighting; security devices and personal protective equipment. Administratively, policies
and procedures for assessing and reporting incidents were suggested as helpful to
tracking and assessing threats and violent incidents.These can also be used to develop
particular prevention strategies necessary for a particular area, as well as assessing
effectiveness of such strategies. Further, training in non-violent response and conflict
resolution was suggested to reduce the risk of volatility within a given incident.

3. 6 Career Development

Given that over 69% of employees are in one job [bus operator], it follows that
promotional opportunities are limited. The ratio of management to other employees has
declined from census to census (2001 = 1:13 versus 1991 = 1:11).Therefore, career
enhancement strategies and lifelong learning programs need to be created within that
job.For example, technology is playing an increasing role in the industry’s operations,
opening the way for learning opportunities.

More recently, recognizing both the values of job rotation and mentoring, many
organizations across the industry are giving employees the opportunity to take on
different roles. Organizations have begun to take advantage of vast amounts of
knowledge and occupational skills within their workforce by enabling current
experienced employees to contribute to the training of newer employees.The
opportunity to step outside of traditional roles is often perceived as a reward by
participating employees.There is evidence, however, that many employees within the
industry are not attracted to supervisory or management positions as they bring with
them different work schedules, greater responsibility and remuneration packages that
do not always enhance those of the positions being left behind.

3. 7 Management Challenges and Effectiveness

Over the course of this Study, members of the industry and its stakeholders were
provided the opportunity to comment on the work of the industry and the issues that
continue to shape it. In 1997,a number of major strategic issues were raised with
respect to the industry’s ability to manage its human resources.

In the years since the Price Waterhouse Study the industry has faced unprecedented
events that have made a lasting impact on the way it conducts its business.These
include but are not limited to: éncreased security threats, SARS and other pandemics,
environmental issues, restrictive legislation and increased workplace violence. Many of
the recurring human resources issues identified continue to resonate within the
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industry today along with the need to effectively address and cope with this
changing environment.

Progress has been made on a number of fronts, for example, the MCPCC was created in
1999 and has focused on enhancing the image and professionalism of bus
operators/drivers with national programs such as Occupational Standards,
Accreditation, Certification, Career Awareness and Recruitment best practices.
Furthermore, associations and unions have taken a strong role in advocating the bus
industry to governments and developing and delivering effective education programs
while individual companies have been more open in the sharing of best practices and
policies—a number are outlined in the Case Studies section of this Study.

3. 7. 1 Communication and Labour/Management Relations

Across the industry, important communications issues continue to exist. Study
participants shared their concerns regarding strained management/labour relations
over such issues as cost control requirements—most specifically with respect to sub-
contracting work to third parties, the use of parttime workers, compensation
expectations, working conditions and lack of recognition.

Still, the work that the members of the industry have done has yielded considerable
improvements since 1997.A number of organizations have maintained very co-
operative relationships with their unions.The health of these relationships will
continue to be important to both sides in addressing such issues as absenteeism, work
schedule allocation and flexibility, seniority rights, the use of contract workers and the
unit cost of operations. Favourably, Study participants have indicated that there is
prevalent recognition within the industry that labour and management are
collaboratively responsible for resolving mutually relevant issues.

Many systems/companies have demonstrated the ability and will to implement more
effective communications programs within their organizations.These initiatives ranged
from formal to informal, but centred on the recognition that communications at all
levels—colleague to colleague or employee to management—help improve the
working environment and performance. Underpinning examples of successful
union/management relationships (identified over the course of this Study) is an
understanding that labour and management are collaboratively responsible for
resolving current organizational issues.

3. 7. 2 Leadership

Leadership is a culmination of vision, skills, attitude and applied knowledge.There are
many examples of participative leadership approaches that are transforming the way
the industry is perceived as well as traditional top down management styles. Study
participants have identified that there is a notable absence of well-developed skills
relating to people and information management, business, financial and marketing
acumen as well as proficiency in negotiation. Participants also commented on a general
lack of formalized management training, development and succession planning

programs.
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Industry leaders are also represented within the ageing workforce demographic. It is
critical that companies place high priority on developing workforce planning programs
that include succession planning, mentoring and management development.

3. 7. 3 Finance and Operations Management

The stature, economic value, and essential nature of industry services have amplified
the industry profile not only with the public but with all levels of government. Federal,
provincial and municipal governments have increased their focus on and financial
support to the industry, particularly the urban sub-sector.As a result, financial/fiscal
accountability has become paramount. Organizations must ensure that managers are
equipped with superior financial management skills.

3. 7. 4 Implementation of New Technology

The industry has implemented much technological advancement as outlined in

Part 2. Some technologies are government imposed, others are manufacturer imposed,
but the optional remainder relies on industry choice and acceptance. In this latter
situation, the industry must become more collaborative with manufacturers in

the conceptual development phase of the emerging technology to ensure that the end-
product has reasonable cost-benefit value to the industry. Commonly cited reasons for
not adopting new technologies are costs, both capital and maintenance, and
replacement cycles. Furthermore, the industry is reluctant to implement costly
technologies without proven return on investment (ROD).

3. 7. 5 Workforce Management

The industry’s successes at managing its human resources have evolved considerably
since 1997.Though not consistent across the industry, there are progressive
management practices in place in many systems/companies which facilitate the ability
of these service providers to remain competitive and profitable.

The school bus sub-sector, under considerable financial pressures in much of the
country, has become very resourceful in finding new candidates. It has developed
recruitment practices that identify and very successfully target specific segments

of the labour market.The leading members of this sub-sector are capable of sustaining
a productive recruitment funnel, the output of which exceeds that of many other
organizations of similar size. Furthermore, it is also successful at leveraging the
intangible rewards of the job—the responsibility of stewarding the future of the
country—to attract and retain employees that are particularly influenced by values,
principles and altruism.

Urban systems are beginning to demonstrate the ability to successfully manage to their
advantage the relatively large numbers of applications they receive. In the face of
increasingly demanding skill expectations, many urban systems have moved beyond a
numbers game—from recruiting just to fill positions—to extracting the best candidates
with specific skills from their pool of applicants.

Similarly, as the development of skills has become increasingly important, organizations
have invested in an internal capability to generate knowledge, skills and competencies
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that are specifically required for their operations including, those skills that employees
and managers need to function most effectively as a unit.The industry’s expanded focus
on,and increased investment in the management of working conditions and effective
organizational relationships will have a positive effect on the critical issues of stress and
absenteeism.

The most pressing issues identified for industry attention are managing the ageing
workforce, succession planning, increasing representation of women and visible
minorities and implementing effective recruitment and retention strategies.
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4. 0 Workforce/Skills Demand Forecast to 2016
4. 1 Module Objectives

The purpose of this module is to provide quantitative estimates of skills demand by
occupational category over a 10-year prospective timeline.

4. 2 Background

4. 2. 1 Industry Evolution since 1997

The 1997 Study suggested a number of future scenarios that the sector might
experience, but did not have the mandate to develop an in-depth workforce demand
forecast.

Since then, the industry has been shaped more by external forces than by internal
change. Demographic, economic, and societal influences have all played a part.

Demographically, continued Canadian urbanization and predominantly-urban immigrant
settlement have substantially benefited the urban sub-sector, whereas lower birth rates
plus this same urbanization have contributed to decreased school demand.

Economically, constantly escalating vehicle and operating costs (e. g. fuel, insurance)
have challenged the business margins of all sub-sectors.

From a societal perspective, prevalent global terrorism, the most horrific example being
the September 11,2001 destruction of New York’s World Trade Centre; and crisis events
such as the SARS pandemic in Toronto, have negatively impacted primarily non-essential
travel; certainly to the detriment of tour and charter.

Identification of ridership demand trends since 1997 is also significant, since
quantifying ridership demand, both existing and potential, is foundational to
determining current and estimating future workforce and vehicles demand.

Since 1996 through 2005, urban transit has produced an annualized ridership growth
rate exceeding 2% per year. Intercity, after experiencing four weak ridership years
(1993 -1996 ) has shown a modest total ridership increase of +4.7% for the period
1997-2004.The school sub-sector has experienced a -5.33% decrease in student
ridership over the past five years. Reliable tour and charter data is not available, but it is
a reasonable presumption that the significant decline of visitors to Canada has been a
negative ridership influence.
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Opportunities Identified
in 1997

* new sources of
revenues and new
services;

optimizing fleet
utilization;

larger establishments
(ergo economies of
scale, scope, and/or
density); and

* new customer profiles.

Threats Identified in 1997

e possible declines in
ridership;

 job security; and

* growth of alternative
modes of
transportation.
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4. 2. 2 Workforce Changes Since 1997 Study

Via a 1996 Price Waterhouse telephone survey, stakeholders in each sub-sector were
asked to forecast employment change for their sub-sector over the following five years,
with the following results, expressed as percentages of respondents.

Increase Decrease No Change
Urban 35 29 36
Intercity 28 20 52
Charter o) 10 37
School 24 32 45
Sector Average 35 22 43

It is notable that 65% of Sector respondents were not anticipating an increased demand
for services sufficient to require an increased workforce. Only charter was dominantly
positive.

In actuality, since 1996 through 2004 the urban Total Workforce has increased by
+11.52%. Reliable historical data is not available for the other sub-sectors, an issue that
has prevalently impeded authoritative analysis of these sub-sectors.

The 1997 report outlined that vehicle Operators made up by far the largest group of
employees within the bus industry, accounting for 65. 1% of the total workforce as of
the 1991 Study reference year. Maintenance workers and mechanics accounted for 6.3%
of the workforce.

As of Census 2001, the percentage of operators had risen to 66.0% and mechanics to
7.2% (table 3-2). For 2004, Statistics Canada reports that drivers/operators now account
for 69.3% of the industry workforce, reflecting a progressive percentile increase in this
segment of the industry workforce since 1991. Conversely, the percentage of
mechanics has returned to a 6. 1% level.

The 1997 Study also identified that approximately 40% of the industry workforce was
over 45 years old. Figure 3-5 shows that this percentage increased dramatically over the
period 1991-2001, indicating a progressively greater demand over the Forecast period
to replace workers eligible for retirement.

The following sections of this Part will focus on the identification of the workforce
demand (for the sector, sub-sectors, and, where possible, regionally) which can be a
reasonable expectation over the Forecast period 2004 - 20106.
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4. 3 Forecast Considerations

The general elements considered for Forecasts development include, without being
limited to:

¢ all relevant issues expressed by industry participants in the Study

e economic and demographic factors which have bearing on the industry
e authoritative historical trends/data

* published and other media research material

e selected external consultations (e. g. legislative and academic authorities)

* distinctive sub-sector and regional characteristics

The Forecast will then project, for each sub-sector for the next decade: Operator
Demand; Mechanic Demand; Other Employee Demand;Total Workforce Demand;
Vehicle Demand;and Capital Costs of Vehicles. (Certain exclusions apply to several of
these sections and are detailed in related narrative.)

The end-product is designed to be a demonstrably credible tool that can be used by the
industry as a 10-year (2006 - 2016) “compass” in the context of workforce, fleet, and
financial planning.

4. 3. 1 Population and Demographbic Trends

As discussed previously, the demographic make-up of Canada’s population is changing,
and the demand for transportation services across the sub-sectors is influenced
significantly by general trends in population growth/contraction and composition.

As referenced in Part 1, Canada’s annual population growth rate, which reached +1.80%
in 1990, has subsequently declined to a current level of less than +1.0%, with some
further decline predicted for the next decade; however, the urban population has
shown growth for many years, primarily due to a combination of rural-to-urban
migration and the predisposition of immigrants to settle within “like” urban ethnic
neighbourhoods. Accordingly, the urban sub-sector, and to a lesser extent the school
sub-sector, have proven and will continue to be the primary beneficiaries of these
trends.

The ageing of the population is expected to benefit charter and tour services, where
increasing numbers of elderly people have demonstrated a tendency to select buses for
their tourism and vacation needs. However, as noted earlier, seniors consider retention
of their driving ability extremely important to their quality of life and are generally
unwilling to voluntarily give up that mobility and independence in favour of the bus,
particularly within communities with less frequent and/or inconvenient urban and/or
intercity service.
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4. 3. 2 Legislative/Regulatory Environment

The federal government has regulatory authority over inter-provincial and international
carriers, whereas the provinces regulate their provincial jurisdictions.The regulation of
the motor carrier passenger industry typically forms part of legislative/regulatory
frameworks that address all wheeled road vehicle transportation with most of the focus
being on truck transportation.

During the Study, representatives of federal and provincial governments were contacted
in an effort to identify and evaluate any emerging or contemplated policy
issues/changes that might impact the industry.

Federal revisions relative to vehicle safety fitness, driver/operator hours of service,and
the streamlining of inter-provincial carrier regulations are already in the process of
implementation. Provincially, no significant changes to existing requirements for the
industry are anticipated.

Industry proposals to governments to amend legislation have also been considered
(e.g.the 2005 ATU Submission regarding the Canada Labour Code).

Forecasted capital costs have compensated for the added vehicle expense of adapting
to new regulatory (e. g.:engine emissions) as well as voluntary (e. g. : low-floor
vehicles) standards. Otherwise, there are no emerging legislative/regulatory issues,
which will impact capital cost forecast projections.

4. 3. 3 Role of the Automobile

The primary competitor of the bus industry has been and will continue to be the
automobile.

Canadian per-capita auto ownership continues to grow, greatly motivated by the real
and perceived social, practical, and in many instances economic benefits of owing an
automobile or comparable vehicle. For the period 1997 - 2005, road vehicle ownership
per capita for the Canadian population increased from 0.45 to 0.56 (various Statistics
Canada sources). In certain provinces, the trend/ratio is greater (e. g. Ontario: 0.85 to 0.
97 for the period 1997 - 2002: Ontario Ministry of Transportation).

Also, Canadian automobile commuting patterns have not changed for well over a
decade.The 2006 Statistics Canada General Social Survey on home-to-work commuting
encompasses 1992, 1996, and 2005 data. Conclusions are that since 1992, over 80% of
Canadian workers used an auto, either as driver or passenger, for commuting to/from
work, whereas only approximately 12% (a constant figure for the Survey period) used
the bus and/or subway for part or all of their round trip commute.“However, the
proportion of workers using public transit to get to work is higher in large urban areas
where service is accessible to most workers. In 2005, 20% of workers residing in the six
largest metropolitan areas used the bus or subway for part or all of their commute.
Once again, this proportion did not vary between 1992 and 2005”
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There is little indication that economic factors (e. g. rising fuel prices, traffic congestion,
parking shortages/rates) have influenced or will influence auto users to take public
transportation, nor are there existing or foreseeable incentives sufficient to motivate
significant numbers of auto users to do so.

In summary, there is no evidence to suggest that any sub-sector can expect to see
growth as a direct result of auto drivers converting or diversifying to a bus mode;
although the loss of, or decision to forego driving privileges due to general population
ageing could have minimally positive effect on tour/charter and intercity ridership.

4. 3. 4 Technology

The 2005 CUTA publication “Understanding the Transit Procurement Process” reports
that over the past 17 years, the Canadian price for the average transit bus has increased
by an average of +9.82% per year. Identified contributing factors include various new
features/technologies now specified as standard equipment (e. g. : GPS systems, air
conditioning, anti-lock, traction control, etc.). However, low-emission standards and low-
floor technology were highlighted by members as paramount causes, whereas OEMs
suggested on-board electronics and customization as the primary causes.

Pricing and contributing factors were similarly investigated for each other sub-sector.
Accordingly, forecasted Capital Cost vehicle pricing reasonably incorporates the higher
current standards applicable and common to new vehicle purchases for each sub-
sector. Maintenance workforce projections compensate for the higher maintenance
requirements necessitated by the rising level of technological complexity within the
industry.

4. 3. 5 Environmental Issues

Though environmentalism and the rising costs of fuel have been cited by many
stakeholders as potentially having positive impacts on ridership, there is little to suggest
that without unanticipated significant political intervention they will have substantial
effect. Environmental issues are unlikely to encourage major modal shifts toward buses
during the time-window for this forecast, but will likely only result in rising costs to
operators of both buses and automobiles.

4. 3. 6 Workforce Demand vs. Supply

Due to a stronger economy for much of the last decade, Canada’s unemployment rate
has progressively declined over this time to a mid-20006 “32 year low of 6. 1%” (Statistics
Canada 2006 - Labour Force Survey commentary).This diminished worker pool has
contributed to a much more competitive market for qualified applicants/workers in
many industries including the bus industry, and there is no indication that this situation
will change in the near/intermediate term.
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Representatives from all sub-sectors who participated in Working Groups, interviews
and surveys unanimously highlighted a prevailing shortage of mechanics.All groups
except urban also commented that driver/operator recruitment has become more
difficult. Filling management/administration positions was also seen by many as
becoming increasingly challenging.

Historical workforce “turnover” data for industry sub-sectors was not available for this
Study, but is assumed to be recognized/quantified by all carriers as an essential
component of workforce planning to ensure that operating efficiency is sustained.

Accordingly, in the current and foreseeable environment of workforce “high demand
and short supply”, this forecast will be limited to estimating changes in the existing
workforce necessitated by sub-sector growth or contraction. Except for the school sub-
sector where further consolidation is expected, forecasted data will primarily highlight
the increased recruitment demand/challenge represented by the additional workforce
that will be required to implement/sustain the expansion of services.
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4. 3. 7 Workforce Retirements

Workforce retirements warrant special consideration by all sub-sectors. A combination
of industry workforce ageing and the social trend toward earlier retirement has already
increased worker-replacement demand, and will continue to do so over the forecast
period.

Statistics Canada data on employees of urban transit systems, interurban and rural bus
transportation, school and employee bus transportation and the charter bus industry
(NAICS 4851,4852, 4854 and 4855 respectively) provide age distributions for
employees as of 2001 (figure 4-1).

Figure 4-1: Age Distribution of Industry Employees, 2001
Age Distribution of Industry Employees by Sub-Sector

25%

20% -

15% A

10% -

% of Sub-Sector's Total Employees

5% A

0% -
15-19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65 +

Age Cohort

® Urban Transit M Interurban and Rural B School and Employee H Charter

Source: Statistics Canada, special tabulation, unpublished data, Census, 2001

Unfortunately, it is not possible to predict the actual attrition rate due to retirements for
the industry, as this depends on a number of factors and would require more detailed
demographic age information than is available.

However, between 1997 and 2000, 43% of all Canadians who retired did so before the
age of 60; up from only 29% 10 years earlier (Certified General Accountants Association
of Canada, 2005). By the end of the 2016 forecast period, all employees shown in figure
4-1 aged 40+ could potentially have retired at age 55 or older, representing more than
70% of the 2001 industry workforce. These ongoing retirements will need replacing and
are in addition to forecasted workforce demand resulting from projected service
increases.
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4. 3. 8 Urban Transit Trends

For the period 1996 - 2004, urban transit annual ridership increased from 1.353 billion
to 1.598 billion passengers, representing total growth of +18. 11%, averaging +2.26%
per year, for this period.

Underlying this trend is the growth pattern of the Service Area Populations of urban
areas ( the population living within 400 metres of a regular stop ), which has also
progressively increased (+24.99% 1996-2003 ) due to factors including continued
urban in-migration, continued annexation of surrounding municipalities, expansion of
urban services to new areas and urban sprawl. Service Area Population estimates are
assembled from Members each year by CUTA. Service Area Populations trends are very
relevant to the forecasting of urban transit demand.

Urban vehicle demand considerations are diverse.As greater metropolitan residential
densities emerge, some urban carriers are increasing the use of high-capacity vehicles
to service high-demand corridors including Bus Rapid Transit (BRT) routes. Others have
opted to increase service frequency by downsizing to a larger number of standard
vehicles.The reduced seating capacities of low-floor buses are also adding to vehicle
demand just to accommodate existing ridership.

In this fluid context, urban transit workforce demand during the Forecast period is
expected to be slightly more than vehicular demand to satisfy expanded service levels
including extended equipment utilization and the operating/service requirements of
technological change.

4. 3. 9 Trends in School Transportation

In recent years, the Canadian student population has been,and now continues to be in
a decline, which is demographically forecasted to continue through 2016.A 2006
MCPCC research activity, which included a national survey of provincial departments of
education identified a -5. 32% decrease in the registered student population during the
period 2000 - 2005.The U. S National Centre for Educational Statistics reported similar
U.S. student enrollment experience over the period 1997 - 2002;a decline of 5% (NCES
- 2005).

Canadian educational authorities expect this trend to continue, but at a reduced rate. A
further decrease of -3. 22% is estimated for the period 2005 - 2010.

Conversely, impending legislative changes regarding the construction specifications of
new school buses for operation in Canada will potentially reduce vehicle seating
capacities and are expected to create a need for additional vehicles in some school
districts.

In this evolving context, school sub-sector demand Forecasts represent conservative
change projections.
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4. 3. 10 Funding

Intercity and tour/charter rely almost totally on passenger fares for Operating Revenues
and Capital Debt Service. Conversely, urban and school are substantially reliant on
government funding.

Urban transit depends primarily on municipal taxpayers to cover approximately 40% of
operating costs, and on government funding from various levels to subsidize virtually all
capital costs. Since the 90’s, government transit funding support has increased
coincident with the greater government emphasis on promoting transit ridership, but
still falls far short of the sub-sector’s estimate of “demand” requirements.

For the period 2006 - 2010, CUTA members estimated total transit infrastructure needs
at $20. 7 Billion, including $4. 4 billion for bus refurbishment and purchases, and
identified “buses as the clear priority”. However, 26% of estimated total funding needs,
and 26% of the estimated cost of the new buses required for projected services
expansion and ridership growth currently have no funding commitments.

School bus transportation funding is primarily a provincial responsibility. The provincial
government is the dominant carrier/operator of school buses in NB, MB, SK, and NL,
while school boards and/or municipalities are major participants in BC,NS,and AB.As
viewed by school sub-sector participants and sources, student transportation funding
has not kept pace with increases in operating costs, including fleet maintenance and
replacement, and this appears to be a continuing issue.

However, governments have increasingly prioritized urban and school funding. Urban
will benefit from such initiatives as the reallocation of federal gas tax funds, and project-
specific public-private partnerships. School funding relief has repeatedly included one-
time supplementary grants to keep contracted services intact, and new approaches to
more permanent solutions are being explored.

This Forecast recognizes that achievement of workforce and fleet growth to support
demand estimates is contingent upon funding sufficiency in each sub-sector.

4. 4 Methodology

4. 4. 1 Scope and Structure

Sub-Sectors: The bus industry is analyzed on a sub-sectoral basis, encompassing urban,
school, intercity, and tour/charter Each sub-sector forecast will estimate/quantify
Workforce Demand, Vehicle Demand, and Vehicle Capital Costs, through year 2016.The
urban and school forecasts include regional figures.The intercity and charter/tour
forecasts present national figures only, due to available data limitations/inconsistencies,
and the non-regional nature of these sub-sectors.As there is little segregated data on
accessible/paratransit services, this recognized component of the industry can not be
separately forecasted, but is referenced in detail in Part One.

Regions: As noted, regional demand analysis is projected for the urban and school sub-
sectors only. The geography of Canada has been divided into five regions: British
Columbia; Prairie and Northern (including Yukon, Northwest Territories and Nunavut),
Ontario; Québec; and Atlantic.
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Workforce Categories: The respective industry workforce shares of the five regions
analyzed are shown in (figure 4-2). Three workforce classifications are used in the
forecast; Operators, Mechanics, and Other.Almost 70% of the 2004 industry workforce
was operators (Statistics Canada - 2006).Although mechanics have historically
represented only 6 -7% of the workforce, it is the skills of the mechanic that currently
and foreseeably represent highest industry demand. Due to the significance of
prevailing demand in these two categories, and inconsistent data on other positions, the
workforce remainder are grouped as Other.

Workforce Demand Forecasts: Workforce data changes beyond 2003 relate only to
demand resulting from projected services expansion/contraction. Replacement
requirements to compensate for normal attrition including retirements are not
estimated due to unavailability of relevant data, but are expected to increase over the
next decade as a result of factors including the ageing (pre-retirement) trend within the
industry workforce coupled with greater market-competition for recruits and more-
selective hiring processes.

Figure 4-2: Industry Workforce by Region
Regional Distribution of Industry Labour - 2001

Atlantic Provinces

4%
British Columbia
10%

Ontario
42%

Prairie & Northern
16%

Quebec
28%

Source: Statistics Canada, special tabulation, unpublished data, Census, 2001

Vehicle Demand Forecasts: Vehicle data changes and cost estimates beyond 2003
relate only to demand resulting from projected services expansion/contraction. These
forecasted numbers are the basis for projecting Workforce Demand. Replacement
vehicles are quantified only as a component of Capital Costs projections.

Tables: The tables embodied in the main text reflect historical statistics from sources
considered authoritative, and forecast the most likely and most reasonable demand
levels for workforce elements and vehicles through 2016.
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4. 4. 2 Data Development

General: The findings of all Study activities (workshops, key stakeholder interviews,
web and paper surveys, literature reviews, etc.) were re-evaluated to ensure
consideration of all forecast-related material. Also, external credentialed specialists were
engaged where specific expertise was required (e. g.: demographic trends, data
analysis/development).

CUTA Data: Member transit systems currently represent “approximately 98%” of the
Canadian urban transit industry. Accordingly, urban data is substantially derived from
CUTA as the authoritative information source for the sub-sector.

Statistics Canada Data: Statistics Canada is the primary source of historical
workforce and fleet data for non-urban sub-sectors via their annual Surface and Marine
Transport Report. [Their urban content is substantially sourced from CUTA. ] Non-urban
revenue-generating carriers are extensively surveyed under a “mandatory response”
requirement.

The subject Report is presented as representing “over 95%” of revenue-producing
Canadian carriers since 2000 following redesign of format/scope and response criteria.
(Comparison with prior years’ data is no longer practical.) It does not include not-for-
profit carriers (e. g. churches, employers) and buses operated by provincial
governments (e. g. 95% of NB school buses are operated by the province). [Due to these
and other ( e. g. non-operating vehicles ) exclusions, the 2003 Report total of 57,989
Sector vehicles is 21,540 fewer ( -27.08%) than the 2003 total of Canadian bus
registrations as referenced in the Statistics Canada Canadian Vehicle Survey -

4% Quarter. In essence, the Report encompasses approximately 73% of Canadian bus
registrations, but most exclusions are in concert with exceptions applicable to the
scope of the MCPCC Sector Study. ] Study application of Statistics Canada data for
purposes of Forecasts development has considered the limitations expressed herein.

4. 4. 3 Calculation Elements

Trends: Demographic trends (e. g.: population growth and settlement patterns, urban
service area populations growth, school-age population and student registrations trends,
ridership, etc.) in addition to historical operating-data trends have been developed and
evaluated to establish a 10-year demand for the new vehicles that will be required to
support expansion/changes in service levels.

Ratios: Workforce demand for the Drivers/Operators, Mechanics, and other personnel
necessary to support projected fleet growth/change is developed on a ratio-to-vehicle
basis tailored to the characteristics and operating/performance requirements of each
sub-sector.

Workforce analysis is done on a “bodies required” basis rather than on a full-time
equivalent (FTE) basis.
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4. 5 Urban Transit Forecast

4. 5. 1 Research Context

Although many Study participants and external sources contributed to an
understanding and evaluation of the urban sub-sector; predominant support, in the
form of data, published and unpublished research, and ongoing consultation was
provided by the Canadian Urban Transit Association (CUTA).

CUTA is considered the most authoritative source of urban sub-sector information,
having represented a dominant percentage of urban carriers since the late 1990’s, with
current urban membership, as previously referenced, encompassing “approximately
98% of the sub-sector”

4. 5. 2 Urban Profile (selected data)
Urban Position within Industry

Urban is by far the dominant sub-sector in the motor carrier passenger industry. For
2004, Statistics Canada (preliminary data) reported that urban represented
approximately 49. 6% of the FTE industry workforce, and 27.5% of industry vehicles.

Urban Ridership

Ridership has increased from 1.352 billion passengers carried in 1996 to an all-time
high of 1. 630 billion passengers carried in 2005; representing a +20. 56% ridership
increase for the 9 year period 1996-2005, an average annual ridership increase for the
period of +2.28%.

Urban ridership growth is projected to continue over the 2006 - 2016 Forecast period.
Workforce / Vehicles

For 2004, CUTA reported that the sub-sector encompassed 43,530 employees and
15,236 vehicles.

For the period 1996-2004, the urban sub-sector has shown consistent growth of Total
Workforce and Vehicles to enable systems expansion and service public/passenger
demand; producing cumulative Workforce growth of +11.52% and cumulative Vehicles
growth of +14. 14% for the period.

Systems and component growth are expected to continue over the 2006-2016
Forecast period in order to service the demands of current and growth ridership, and
the development of new Service Areas.

Fleet Composition

The urban fleet encompasses a broad spectrum of vehicle types. Rubber-tired bus
formats include high-floor, low-floor, trolley, articulated, double-deck, and “community”
Rail vehicles include light rail (LRT), heavy rail, commuter rail, and trolley (streetcar)
modes.The composition of and trends relating to the cumulative Canadian urban transit
fleet are presented in the following table. (Transport Canada Table A7-6-“Transportation
in Canada 2005”)
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URBAN TRANSIT FLEET COMPOSITION, 1996 - 2004 (Number of vehicles)
1996 1997 1998 1999 2000 2001 2002 2003 2004

Number of

carriers 77 65 62 66 67 66 67 69 69
reporting
Standard g 6y 0030 855 8234 8172 7940 7466 6879 632
motor bus
lL)‘l’l:V floor 499 1019 1827 2453 2724 3093 3538 4347 5018
Trolley

’ 319 o 315 304 303 304 293 290 284
coach
ﬁfl fcumed 287 287 297 325 347 437 £9 40 495
Light rail 50 520 5200 520 521 530 594 61l 613
vehicle

Heavy rail 1373 1381 1395 1419 1431 1451 1451 1451 1443

vehicle

Commuter 39 336 346 505 531 539 579 586 613
rail vehicle

Other! 70 182 169 262 284 266 315 336 444
Toul 13,049 13077 13423 14,022 14313 14560 14,665 14,970 15,236
vehicles

1 Including double-decker bus, small community bus, and other unspecified.

Source: Statistics Canada, Passenger bus and urban transit statistics, Cat. 53-215: 1996-1999; special
tabulation based on Canadian Urban Transit Association (CUTA): 2000-2004.

4. 5. 3 Scope of Data

Historically, buses (rubber-tired vehicles) have represented approximately 83% of the
cumulative Canadian urban transit fleet. The remainder consists of rail vehicles (light
rail, heavy rail, and commuter rail).

It is beyond the scope and ability of this Study to accurately and meaningfully segregate
rail vehicles and related personnel from total urban statistics, due to such factors as
differing vehicle requirements for operation/servicing on a personnel-to-vehicle-ratio
basis, and regional ratio differences in terms of regional use of buses vs. rail vehicles.

Accordingly, urban historical and forecasted data must be presented as though all
vehicles are buses and as though all personnel shown relate to these buses.

For recognition purposes, the concluding urban transit table in this study Section 4.5
will show cumulative national data for Vehicles, Operators, Mechanics, and Other
employees at 83% of the preceding tables, providing summary data that reasonably
represents the bus (non-rail) portion of the urban sub-sector.
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4. 5. 3. 1 Canadian Population

The Canadian population trend is a foundational consideration to the urban transit
Forecast. As detailed in the following tables, population growth is expected to occur in
all regions over the Forecast period, but at a slowly declining rate of growth.

Table 4-1a: Population by Region, Historical and Forecast to 2016.

Region 1996 1999 2001 2004 2006 2011 2016
British

: . 3874276 4011342 4078447 4,181,547 4255690 4446940 4633723
Columbia

;m‘nes/ 5027250 5208706 5307230 5457244 5538900 5735368 5926275
orthern

Ontario 11,083,052 11506359 11,897,647 12383934 12,680,153 13,427,632 14,156,497
Québec 7246896 7323308 7396990 7538159 7649278 7939870 8223034
Atlantic 2379283 2354163 2340037 2346237 2,349,694 2356833 2,303,690

Canada 29,610,757 30,403,878 31,021,251 31,907,121 32,473,724 33,900,043 35,304,119

Source:The Centre for Spatial Economics, special compilation, unpublished data 2004.

Table 4-1b: Average Annual Percentage Population Growth, Historical and Forecast to 2016

Region 1996 19961999 19992001 20012004 20042006 20062011 20112016
British - 1.17% 0.83% 0.84% 0.88% 0.88% 0.83%
Columbia

Prairies/ 1.19% 0.94% 0.93% 0.75% 0.70% 0.66%
Northern S Zetd e 270 S et
Ontario 1.26% 1.69% 134% 1.19% 1.15% 1.06%
Québec 0.35% 0.50% 0.63% 0.73% 0.75% 0.71%
Atlantic 0.35% -0.28% 0.08% 0.07% 0.06% 0.06%
Canada 0.88% 1.01% 0.94% 0.88% 0.87% 0.81%
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4. 5. 3. 2 Service Areas Population

The Service Area Population (SAP) (the population living within 400 metres of a regular
stop) refers to that segment of the General Population with greatest ridership potential
due to transit services proximity.

The SAP has seen growth in all regions since the 1997 industry Study, and currently
represents an estimated 64. 5% of the Canadian Population.The BC region is the best
served, with the SAP representing 79.3% of the regional population, whereas Atlantic’s
SAP is least, at 34.1%.

Table 4-2a:Service Area Population, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
Brtsh 180048 3064635 3287201 3200872 3378500 3608360 3837587
Columbia

Praities / 2783779 2901789 3043055 3,191,001 3274799 3480212 3684943
Northern

Ontario 7396500 7,650,690 8211793 8769106 9,084,666 9897268 10,711,727
Québec 3325610 4044565 4257899 4301201 4409263 4697022 4985534
Atlantic 051362 694244 777,787 789599 801272 825884 850,165

Canada 16,019,508 18,355,923 19,577,733 20,341,779 20,948,590 22,508,746 24,069,956

Source: CUIA and the Centre for Special Economics unpublished data estimates - 2004.

Table 4-2b: Average Annual Service Area Population Growth Rate,
Historical / Forecast to 2016

Region 1996-1999 19992001 2001-2004 20042006 20062011 2011-2016
British - 18.06% 3.57% 0.04% 1.32% 1.32% 1.24%
Columbia
Prairies /

1.39% 2.41% 1.60% 1.30% 1.22% 1.15%
Northern
Ontario 1.13% 3.60% 2.21% 1.78% 1.73% 1.59%
Québec 6.74% 2.60% 0.34% 1.25% 1.27% 1.20%
Atlantic 2.15% 5.85% 0.50% 0.74% 0.61% 0.58%
Canada 4.64% 3.27% 1.28% 1.48% 1.45% 1.35%
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Table 4-2c: Service Area Population as Percentage of Population,
Historical / Forecast to 2016

Region 1996 1999 2001 2004 20006 2011 2016

British

. 48.07% 76.40% 80.60% 78.70% 79.39% 81.14% 82.82%
Columbia

Prairies /

55.37% 55.71% 57.34% 58.47% 59.12% 60.68% 02.18%

Northern

Ontario 66.74% 66.49% 69.02% 70.81% 71.64% 73.71% 75.67%
Québec 45.89% 55.23% 57.56% 57.06% 57.64% 59.16% 60.62%
Atlantic 27.38% 29.49% 33.23% 33.65% 34.10% 35.04% 35.97%
Canada 54.10% 60.37% 63.11% 63.75% 64.51% 66.38% 68.18%

Source: CUTA, Canadian Transit Fact Book, 2004;
The Centre for Spatial Economics, unpublished data, 2004; estimation

It is significant that the SAP growth rate, reflecting a combination of services expansion
and population trends, has consistently exceeded the growth rate of the General
Population, increasing by +26.98% 1996 -2004 vs.a GP growth rate of +7.76% for the
same period.

Service Area Population growth is projected to continue over the 2006 - 2016 Forecast
period.

4. 5. 3. 3 Urban Ridership

As earlier referenced, ridership has increased from 1.352 billion passengers carried in
1996 to an all-time high of 1. 630 billion passengers carried in 2005; representing a +20.
56% ridership increase for the 9 year period 1996-2005, an average annual ridership
increase for the period of +2.28%.

Table 4-2d: National Ridership Compared to National Service
Area Population - 1996 - 2016

Urban 1996 1999 2001 2004 2006 2011 2016
Passengers

(billions) 1.353 1.442 1.481 1.598 1.639 1.832 2.038
Annual % change 2.15% 1.35% 2.56% 1.28% 2.25% 2.15%
Rides/SAP capita 84.45 78.56 75.65 78.56 78.25 81.4 84.68
Annual % change -2.38% -1.87% 1.26% -0.20% 0.79% 0.79%

Source: Ridership data from CUIA and Statistics Canada (supplied by CUTA)

Regional ridership forecasts are impractical, due to the broad scope of differing regional
influences, ranging from the BC region’s topography favouring urban densification to
the negligible population growth in Atlantic. However, each region has experienced
growth during the eight-year period 1996-2004, and is expected to contribute to
national urban transit ridership growth over the Forecast period.
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Table 4-2e: Urban Regional Historical Ridership 1996 - 2004 (000)

Region 1996 1999 2001 2004 % Increase 1996-2004
British Columbia 139,765 159,530 129,220 192,579 37.79%
Prairies/Northern 162,792 175,691 168,434 193,567 18.90%
Ontario 589,280 627,666 680,001 700,159 18.82%
Québec 433,550 454,479 473,795 480,321 10.79%
Atlantic 21,113 20,118 22,264 25393 20.27%
Canada 1,346,501 1,437,485 1,473,714 1,592,018 18.23%

Source: CUTA - various. Canada totals vary slightly from previous table due to rounding.
4. 5. 3. 4 Urban Historical Data: Workforce and Vehicles

Table 4-3 provides regional and cumulative historic data on the urban transit workforce
and vehicles for the period 1996-2004.Though the rates of vehicle and workforce
growth or contraction may not move in lock-step with each other (one would not
expect the industry to be perfectly fluid and consistent in vehicle purchasing and
workforce adjustments), the significant elements considered foundational to the urban
workforce forecast relate to the trending of workforce-to-vehicle ratios.As an example,
the national figure of Mechanics per vehicle suggests a trend toward a greater
requirement for mechanics for each vehicle in use, having moved from 0.166 to 0.192
between 1996 and 2004.Trends in the figures for Operators and Other Employees per
bus are less evident, but are also suggestive of ratios to which the industry gravitates.
The following tables consider to the extent reasonably possible the significant regional
differences/influences which produce regional data variations.
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Table 4-3: Historic Relationships between urban Vehicles and Employees by Region -1996 - 2004

. . Vehicle Other Total Work- Operators Mechanics Oth‘cr B
Year Region = Vehicles Operators . . . . . Workforce force per
Mechanics Workforce = force  per vehicle per vehicle L .
per vehicle vehicle
British
1996 . 1,362 2,704 552 1,262 4518 1.99 0.40 0.93 3.32
Columbia
S 234 3619 344 1483 5446 1,54 0.15 0.63 232
Northern
Ontario 5,505 8,145 898 7,438 16,481 1.48 0.16 1.35 2.99
Québec 3,580 5,808 275 5,083 11,166 1.62 0.08 1.42 3.12
Atlantic Prov. 325 496 106 160 762 1.53 0.37 0.49 2.34
Total 13,115 20,772 2,175 15,426 38,373 1.58 0.17 1.18 2.93
1999 british 1,788 3,403 591 1,368 5,362 1.90 033 0.77 3.00
Columbia
. 2,526 3,964 438 1,445 5,847 157 0.17 057 232
Northern
Ontario 5,594 8,350 890 7,009 16,249 1.49 0.16 1.25 291
Québec 3,774 5,110 574 4,964 10,648 1.35 0.15 131 2.82
Atlantic Prov. 347 483 111 142 736 1.39 0.32 0.41 2.12
Total 14,029 21,310 2,604 14,928 38,842 1.52 0.19 1.06 2.77
British
2000 1916 3,529 646 1,449 5,624 1.84 0.34 0.76 2.94
ity 2,647 4,269 453 1,418 6,140 161 0.17 0.56 2.32
Northern
Ontario 5,845 8,977 087 8,090 18,054 1.54 0.17 1.39 3.01
Québec 3,802 5,095 642 5,097 10,834 1.34 0.17 1.34 2.85
Atlantic Prov. 363 513 86 171 770 1.41 0.24 0.47 2.12
Total 14,573 22,383 2814 16225 41,422 1.54 0.19 1.11 2.84
2004  Duilsh 1947 3,534 696 1,636 5,866 181 0.36 0.84 3.01
Columbia
R 2,774 4549 477 1,575 6,601 1.64 0.17 057 238
Northern
Ontario 6,241 9,924 1,006 8,111 19,041 159 0.16 13 3.05
Québec 3,897 5,298 651 5,237 11,186 1.36 0.17 1.34 2.87
Atlantic Prov. 377 562 88 186 836 1.49 0.23 0.49 2.22
Total 15,236 23,867 2,918 16,745 43,530 1.57 0.19 1.10 2.86
1996-1999 % change 6.97% 2.59% 19.72% -3.23% 1.22% -4.09% 11.92% -9.53% -5.37%
f;vgc'hm 2.27% 0.86% 6.18%  -1.09% 041%  -138% 383%  328%  -182%
1999-2001 % change 3.88% 5.04% 8.06% 8.69% 6.64% 1.11% 4.03% 4.63% 2.66%
I;Igc.hann. 1.92% 2.49% 3.95% 4.25% 3.27% 0.56% 2.00% 2.29% 1.32%
2001-2004 % change 4.55% 6.63% 3.70% 3.20% 5.09% 1.98% -0.77% -1.25% 0.53%
‘;’%hm 1.49% 2.16% 1.22% 1.06% 1.67% 066%  -026%  -0.42% 0.18%
1996-2004 % change 14.14% 13.74% 30.16% 5.91% 11.52% -0.35% 14.03% -7.21% -2.29%
[;V“ihm 512%  474%  1029%  277%  429%  -037%  488%  223%  -0.79%
Source: CUIA, Canadian Transit Fact Book, 1997-2004
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4. 5. 3. 5 Urban Vehicles Tables

The assumptions that drive the forecast of urban transit vehicles and the Workforce are
the continued growth of Service Area Populations outpacing that of the provincial
populations (tables 4-1b and 4-2b) and increased government support for urban transit.
The continuing trend toward urban settlement and municipal amalgamations will
extend the obligation of municipalities to provide transit services to a larger and more
widely dispersed citizenship. Current government emphasis has also recognized the
need to fund expanded service levels to meet existing ridership demand. Both factors
contribute to a vehicle growth rate larger than that of the Service Area Population
(table 4-4b).

Table 44a: Total Urban Vehicle Requirements: Historical / Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British

PSP 1,362 1,788 1,916 1,947 2,009 2,174 2,341
Prairies / 2343 2526 2,647 2,774 2,858 3,065 3273
Northern

Ontario 5,505 5,594 5845 6,241 6,522 7,258 8,010
Québec 3,580 3,774 3,802 3897 4,005 4293 4,584
Atlantic 325 347 363 377 394 431 470
Canada 13,115 14,029 14,573 15,236 15,788 17,221 18,678

Table 44b: Annual Growth Rates: Urban Transit Vehicle Requirements - 1996 to 2016

Region 1996-1999 19992001 2001-2004 2004-2006 20062011 2011-2016
British 10.43% 358%  0.54% 1.60% 1.64% 1.52%
Columbia
Prairies /

2.60% 2.40% 1.60% 1.51% 1.45% 1.35%
Northern
Ontario 0.54% 2.24% 2.26% 2.25% 2.26% 2.03%
Québec 1.81% 0.37% 0.83% 1.38% 1.44% 1.34%
Atlantic 2.26% 2.31% 1.29% 2.23% 1.89% 1.73%
Canada 2.32% 1.94% 1.52% 1.81% 1.81% 1.69%
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Table 44c: Additional Urban Vehicle Requirements - Historical / Forecast Periods to 2016

Region 1996-1999 19992001 2001-2004 2004-2006 20062011 2011-2016
British

Columbia 426 128 31 62 165 167
Prairies /

Northern 183 121 127 84 207 208
Ontario 89 251 396 281 736 753
Québec 194 28 95 108 288 291
Atlantic 22 16 14 17 37 39
Canada 914 544 663 552 1,433 1,457
Annual 272 221 276 287 291

4. 5. 3. 6 Urban Operators Tables

The regional historical Workforce-to-vehicles ratio trends detailed in table 4-3 are the
starting point for estimating the future Workforce requirement of the industry.

For Operators, it is expected that there will be continued urban effort to moderate
practices such as split shifts, contributing to a continuing increase in Operator-to-
vehicle ratios.Also, service level improvements to meet ridership demand (e. g.,
expanded hours of service, increased service frequency) should also produce greater
vehicle use and increased Operator-to-vehicle ratios.

Table 4-5a: Ratio of Operators to Vehicles in Urban Transit, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
glg)iﬁillllbia 1.99 19 1.84 1.82 1.82 1.84 1.85
Prairies /

Northern 1.54 1.57 1.61 1.64 1.64 1.66 1.67
Ontario 1.48 1.49 1.54 1.59 1.6 1.61 1.63
Québec 1.62 1.35 1.34 136 136 1.37 1.38
Atlantic 1.53 1.39 1.41 1.49 15 1.51 1.52
Canada 1.58 1.52 1.54 1.57 1.57 1.59 1.6
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Table 4-5b: Total Urban Transit Operators, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British

Columbia 2,704 3,403 3,529 3,534 3,659 3,990 4,327
Prairies /

Northern 3,619 3,964 4,269 4,549 4,700 5,076 5,456
Ontario 8,145 8,350 8,977 9,924 10,417 11,715 13,056
Québec 5,808 5,110 5,095 5,298 5,459 5,893 6,333
Atlantic 496 483 513 562 590 651 716
Canada 20,772 21,310 22,383 23,867 24,825 27,324 29,888

Table 4-5c: Changes: Urban Transit Operators, Historical and Forecast Periods to 2016

Region 1996-1999 19992001 2001-2004 2004-2006 20062011 2011-2016
British

Columbia 699 126 5 125 331 337
Prairies /

Northern 345 305 280 151 375 380
Ontario 205 627 047 493 1298 1341
Québec -698 15 203 161 433 440
Atlantic -13 30 49 28 61 65
Canada 538 1,073 1,484 958 2,499 2,564
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4. 5. 3. 7 Urban Mechanics Tables

The growth in the number of mechanics is driven in part by the increasing technical
diversity/requirements of the trade attributable to the greater complexity of vehicle

maintenance.

Table 4-6a: Ratio of Mechanics to Vehicles in Urban Transit, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British 0.41 033 034 036 035 0.34 033
Columbia

Prairies /

Northern 0.15 0.17 0.17 0.17 0.17 0.18 0.19
Ontario 0.16 0.16 0.17 0.16 0.16 0.17 0.18
Québec 0.08 0.15 0.17 0.17 0.17 0.18 0.18
Atlantic 0.33 0.32 0.24 0.23 0.24 0.25 0.26
Canada 0.17 0.19 0.19 0.19 0.19 0.2 0.2
Table 4-6b: Total Urban Transit Mechanics, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British

Prairies / 344 438 453 477 499 554 611
Northern

Ontario 898 890 987 1,006 1,074 1,260 1,460
Québec 275 574 642 651 678 752 830
Atlantic 106 111 86 88 94 107 122
Canada 2,175 2,604 2,814 2,918 3,054 3,417 3,800

Table 4-6¢: Changes: Urban Transit Mechanics, Historical and Forecast Periods to 2016

Region 1996-1999 1999-2001 2001-2004 2004-2006 20062011 2011-2016
?ﬂﬁﬁim 2 55 50 13 34 34
Prairies / 4 15 2% ” 55 57
Northern

Ontario -8 97 19 68 186 200
Québec 299 68 9 27 74 77
Atlantic 5 -25 2 6 14 15
Canada 429 210 104 136 363 383
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4. 5. 3. 8 Urban Other-Employees Tables

Although the forecasted demand for Other Employees is reflective of forecasted sub-
sector growth in systems/services over the Forecast period, the ratio of Other
Employees to vehicles is expected to decline slowly but progressively.

Table 4-7a: Ratio of Other Urban Transit Employees to Vehicles, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British - 0.93 0.77 0.76 0.84 0.84 0.82 0.1
Columbia
Prairies /

) 0.63 0.57 0.54 0.57 0.57 0.58 0.6
Northern
Ontario 1.35 1.25 1.38 13 1.29 1.26 1.24
Québec 1.42 1.32 1.34 1.34 1.34 1.32 1.3
Atlantic 0.49 0.41 0.47 0.49 0.5 0.51 0.53
Canada 1.18 1.06 1.11 1.1 1.09 1.08 1.07

Table 4-7b: Total Other Urban Transit Employees, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British - 1,262 1,368 1,449 1,636 1,678 1,787 1,896
Columbia

Prairies /

Northern 1,483 1,445 1,418 1,575 1,637 1,792 1,952
Ontario 7438 7,009 8,090 8111 8,403 9,154 9,908
Québec 5,083 4,964 5,097 5,237 5,353 5,659 5,964
Atlantic 160 142 171 186 197 221 248
Canada 15,426 14,928 16,225 16,745 17,267 18,615 19,968

Table 4-7c: Changes: Other Urban Transit Employees, Historical and Forecast Periods to 2016.

Region 1996-1999 19992001 2001-2004 2004-2006 20062011 2011-2016
British

Columbia 106 81 187 42 109 109
Prairies/

Northern -38 -27 157 62 155 159
Ontario -429 1081 21 292 752 753
Québec -119 133 140 116 306 305
Atlantic -18 29 15 11 24 26
Canada -498 1297 520 522 1347 1353
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4. 5. 3. 9 Urban Total Workforce Tables

Tables 4-8a through 4-8c¢ consolidate previous urban workforce tables. In the Part 4
Section “Overall Industry Outlook”, Total Workforce numbers will be adjusted
downward by -17% to more closely relate historical and forecasted personnel to the bus
(excluding rail) component of the urban sub-sector.

Table 4-8d details the relationship significance of the Service Area Population to the
sub-sector Workforce.Table 4-8e anticipates a 2004-2011 National Total Workforce
increase to accommodate the expected development of Service Area Populations via
systems and services expansion resulting from the current funding and focus emphasis
from all government levels.This momentum is expected to crest by 2011.
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Table 4-8a: Ratio of Urban Transit Workforce to Vehicles, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British

Columbia B 3 2.94 3.01 3.01 3 2.99
Prairies / 2.32 231 2.32 238 239 2.42 245
Northern ’ ' ’ ' ' ' '
Ontario 2.99 2.9 3.09 3.05 3.05 3.05 3.05
Québec 3.12 2.82 2.85 2.87 2.87 2.87 2.86
Atlantic 2.34 2.12 2.12 2.22 2.24 2.27 2.31
Canada 2.93 2.77 2.84 2.86 2.86 2.87 2.87
Table 4-8b: Total Urban Transit Workforce, Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British - 4518 5,362 5,624 5,866 6,046 6,521 7,001
Columbia

Prairics / 5,446 5,847 6,140 6,601 6,836 7422 8,018
Northern

Ontario 16,481 16,249 18,054 19,041 19,894 22,129 24,424
Québec 11,166 10,648 10,834 11,186 11,490 12,304 13,127
Atlantic 762 736 770 836 880 980 1,086
Canada 38,373 38,842 41,422 43,530 45,146 49,356 53,656

Table 4-8c: Changes in Urban Transit Workforce, Historical and Forecast Periods to 2016

Region 1996-1999 1999-2001 2001-2004 2004-2006 2006-2011 2011-2016
British - 844 262 242 180 475 480
Columbia

Prairies /

Northern <UL 295 461 235 586 597
Ontario 232 1,805 987 853 2,235 2,295
Québec 518 186 352 304 814 823
Atlantic 26 34 66 44 99 106
Canada 469 2,580 2,108 1,616 4,210 4,300
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Table 4-8d: Ratio of Total Workforce to Service Area Population,
Historical and Forecast to 2016

Region 1996 1999 2001 2004 2006 2011 2016
British 0.24% 0.17% 0.17% 0.18% 0.18% 0.18% 0.18%
Columbia

Praities / 0.20% 0.20% 0.20% 0.21% 0.21% 0.21% 0.22%
Northern

Ontario 0.22% 0.21% 0.22% 0.22% 0.22% 0.22% 0.23%
Québec 0.34% 0.26% 0.25% 0.26% 0.26% 0.26% 0.26%
Atlantic 0.12% 0.11% 0.10% 0.11% 0.11% 0.12% 0.13%
Canada 0.24% 0.21% 0.21% 0.21% 0.22% 0.22% 0.22%

Table 4-8e: Total Urban Transit Workforce Growth Rate, Historical and Forecast to 2016

Region 19961999 19992001 2001-2004 20042006 20062011 2011-2016
British 5.88% 2.41% 141% 1.52% 1.52% 1.43%
Columbia

Praities / 2.40% 2.47% 2.44% 1.77% 1.66% 1.56%
Northern

Ontario -0.47% 5.41% 1.79% 2.22% 2.15% 1.99%
Québec 157% 0.87% 1.07% 135% 1.38% 1.30%
Atlantic 1.15% 2.28% 2.78% 2.62% 2.16% 2.07%
Canada 0.41% 3.27% 1.67% 1.84% 1.80% 1.68%
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4. 5. 3. 10 Data Adjustment to 83% of Urban Vehicles / Workforce Totals

This table adjusts Vehicle and Workforce “Canada”Totals presented in previous urban
tables to 83% of original figures, to more accurately identify the numbers of vehicles
and employees representative of urban bus fleets excluding rail vehicles.

Table 4-9a: Urban Data Adjustment, Historical / Forecast to 2016

Vehicles 1996 1999 2001 2004 2006 2011 2016
Urban - All 13,115 14,029 14,573 15,236 15,788 17,221 18,678
Vehicles

Urban

Buses -83% 10,885 11,644 12,096 12,646 13,104 14,293 15,503
of All

Urban

Workforce

(Al

Operators 20,772 21310 22,383 23,867 24,825 27324 29,888
Mechanics 2,175 2,604 2,814 2,918 3,054 3,417 3,800
Other 15,426 14928 16,225 16,745 17,267 18,615 19,968
Workers

Total 38,373 38,842 41,422 43,530 45,146 49,356 53,656
Urban

Workforce

(83%)

Operators 17,241 17,687 18,578 19,810 20,604 22,679 24,807
Mechanics 1,805 2,161 2,336 2,422 2,535 2,836 3,154
Other 12803 12300 13467 13898 14332 15450 16573
Workers

Total 31,849 32,239 34,380 36,130 37,471 40,965 44,534

4. 5. 4 Urban Transit Summary

The Canadian demographic and economic experience and outlook are strongly
supportive of ongoing urban transit ridership growth. Supporting factors include, but
are not limited to:

Population Urbanization:

Since 1956, Canada’s urban population as a percentage of total population has
progressively increased from 67% to a current level in excess of 80%. For the period
1986-2004, 20 of 27 designated Census Metropolitan Areas showed annualized growth
rates ranging from 0.5% (St. Johns) to 3.2% (Abbotsford).This trend is expected to
continue, substantially fuelled by immigration, although the overall rate of urban growth
may slow.
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Immigrant Settlement:

For the period 1997 - 2004, an average of 218,071 immigrants per year settled in
Canada (Statistics Canada). Census Metropolitan Areas are and will be the primary
beneficiaries of immigrant settlement.“Without immigrants, these urban centres
(Toronto, Montreal and Vancouver) would have incurred a net outflow of people during
the past several years” (Quote:The Daily-Sept. 28, 2005).

Statistics Canada , for the period 2001 - 2017, forecasted CMA immigrant population
growth in order of the CMAs with the largest 2001 immigrant populations as follows:
Toronto +48. 3%,Vancouver +57. 6%, Montreal +29. 1%, Calgary +37.9%,
Ottawa/Gatineau +41. 7%, Hamilton +20. 0%, and Edmonton +6. 5%.

Population Ageing:

Seniors aged 65 and older currently represent approximately 13% of Canada’s total
population. The percentage of seniors is expected to increase at an accelerated rate
between 2011 - 2031, peaking at an estimated 23 - 25% of the total population (The
Daily - Dec. 15, 2005).

Economic Factors:

As one example of economic influence, any significant increase in the rising costs of
automobile ownership will cause at least some of the auto-centric segment of the
population to consider public transit.

Government Focus and Support:

Since the 1990’s, government transit funding support has increased coincident with
greater government emphasis on promoting transit ridership. Such initiatives as the
reallocation of gasoline tax funds and project-specific public/private partnerships have
contributed to the sub-sector’s ability to expand systems/services to better meet
existing and potential ridership demand.This supportive government posture is seen to
be indicative of a long-term trend.

Ridership Outlook:

Urban transit ridership has increased in 8 of 9 years since 1996 at an average annual
rate for the period of +2.28%.In the context of Summary and other supportive Study
research and comment, urban sub-sector ridership growth is expected to
continue at an average annual rate exceeding 2% over the 2006 — 2016 Forecast
period.
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4. 6 School Sub-Sector Forecast

4. 6. 1 Research Context

Historical and current statistical and related published data on school bus activities has
been substantially limited to that developed by Statistics Canada. Since 2000, their
methodology and scope have been refined, and their subsequent data, presented herein,
now encompasses virtually all school bus carriers except provincially operated and not-
for-profit fleets.

Table 4-6a: Statistics Canada School Sub-Sector Historical Data

Canada 2001 2002 2003 2004
Survey Respondents 1232 1151 975 1004
Vehicles:

Motor Coach 1,223 1,047 689 637
School Bus 29,428 29,890 30,963 32,584
Urban 203 290 108 237
Other Vehicles BWIll 2,955 1,888 1,779
Total Vehicles 34,075 34,182 33,648 35,238
Employees:

Drivers 30,722 32,244 30,809 29,431
Mechanics 1,690 1,517 1,509 1,539
Other 3,647 3,843 2,776 2,593
Total Employees 36,059 37,604 35,095 33,563
Employee Ratios to

Total Vehicles

Drivers 0.9 0.94 0.92 0.84
Mechanics 0.05 0.05 0.04 0.04
Other 0.11 0.11 0.08 0.07
Totals 1.06 1.1 1.04 0.95

(1) Preliminary Data
Additionally, a supplementary telephone survey of relevant authorities and selected school bus
carriers in each province was conducted in 2006 by Study consultants to amplify available
material so that cumulative data from all sources could be used as the basis for school sub-sector
forecasting. On a national basis, the school bus fleets represented by the companies contacted
encompassed 41.57% of the aggregate Canadian school bus fleet as quantified by provincial
contacts. Research findings are detailed in the following narrative and tables.
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4. 6. 2 Sub-Sector Profile
Sub-Sector Position within Industry:

For 2003, Statistics Canada reported (June *06 revision) that the school bus sub-sector
share of industry totals was as follows: 39.3% of the FTE workforce, 58.4% of vehicles,
and 22.2% of Operating Revenues.

Carriers:

Government: The provincial government is the dominant carrier/operator of school
buses in several provinces (NB - 95%, MB - 90%, SK - 60%, Nfld - 32%) while school
boards and/or municipalities are dominant in others (BC - 63%,

NS - 62%,AB - 35%).

Private: Laidlaw and Stock each operate in more than one province, and are the
dominant private school bus operators in Canada

Vehicles:

Purchases: 96% of school buses recently delivered or on order were/are new vehicles
purchased at an average cost of $85,000.Almost 90% of these purchases were/are diesel
powered, with the remainder primarily CNG-fuelled. Seating choices range from 48-84
seats, with a 68-72 configuration the most common. In order of frequency of reference,
manufacturers of choice are Thomas, International, Bluebird, Corbeil, Girardin,
Freightliner,and GM.

Wheelchair Access: Only 6.05% of the cumulative school bus fleets surveyed are
wheelchair accessible.

Life Expectancy: Only 3 provinces mandate vehicle retirement: NL- 14 years, PQ - 12
years, and BC - 10-15 years depending on vehicle type/size and kilometers. In some
other provinces (ON, MB,AB), school boards or municipalities can mandate vehicle
retirement, which limit can range from 10-15 years.
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4. 6. 3 School-Age Population

The demand for school buses is substantially related to the population of school-age
children.This population typically encompasses ages 5-19 as related to school years
Kindergarten through Grade 12.As detailed in the following graph and tables, the
number of school-age children is expected to drop (in some instances significantly) in
each region over the forecast period.

Canadian Population of 5- to 19-year olds
6,300,000
6,200,000
6,100,000
6,000,000 4
5,900,000 -
5,800,000
5,700,000 4

5,600,000 -

persons 5 to 19 years of age

5,500,000

5,400,000 -

5,300,000

1986 1988 1990 1992 1994 1996 1998 2000 2002 2004 2006 2008 2010 2012 2014 2016
Year

Source: Centre for Spacial Economics, unpublished data, 2004
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Table 4-6b: School-Age (5-19) Population by Region, Historical and Forecasted to 2016

Region 2001 2006 2011 2016
British Columbia 790,586 749,484 715,018 696,954
Prairies/Northern 1,165,464 1,122,595 1,070,504 1,049,902
Ontario 2,405,964 2,426,212 2,388,802 2,353,061
Québec 1391317 1,339,330 1,286,327 1,242,490
Atlantic 458915 415,560 370,675 341,513
Canada 6,212,246 6,053,182 5,831,326 5,683,921
Table 4-6¢: Changes in School-Age (5-19) Population by Region

Region 2001-2006 2006-2011 2011-2016
British Columbia 41,102 34,466 -18,004
Prairies/Northern -42 869 52,090 20,602
Ontario 20,248 -37,410 -35,740
Québec -51,987 -53,003 -43,837
Atlantic 43,355 -44,885 -29,162
Canada -159,064 -221,855 -147,405

Table 4-6d: Annualized School-Age (5-19) Population Change Rate by Region

Region 2001-2006 20062011 2011-2016
British Columbia -1.06% -0.94% -0.51%
Prairies/Northern -0.75% -0.95% -0.39%
Ontario 0.17% -0.31% -0.30%
Québec -0.76% -0.80% -0.69%
Atlantic -1.97% -2.26% -1.63%
Canada -0.52% -0.74% -0.51%

Source: Centre for Spatial Economics (C4SE) - Graph and Tables, this page.
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4. 6. 4 Registered Students

Departments of Education and /or related entities were contacted in each province in
20006 to develop the following factual Registered Student data for 2001 and 2006.

Table 4-6¢: Registered Students

Region 2001 2006 2011 2016
British Columbia 632,049 606,401 590,000 575,095
Prairies/Northern 084,165 049,748 923,000 905,237
Ontario 2,143,599 2,129,742 2,125,000 2,093,207
Québec 1,104,035 935,204 841,000 812,339
Atlantic 396,780 359,220 323,575 298,118
Canada 5,260,628 4,980,375 4,802,575 4,683,996
Table 4-6f: Changes in Registered Students

Region 2001-2006 20062011 2011-2016
British Columbia 25,648 -16,401 -14,905
Prairies/Northern 34417 26,748 -17,763
Ontario -13,857 -4,742 -31,793
Québec -168,771 94,264 28,661
Atlantic -37,560 -35,645 -25,457
Canada -280,253 -177,800 -118,579
Table 4-6g: Annualized Percentage Changes in Registered Students

Region 2001-2006 20062011 2011-2016
British Columbia -0.83% -0.55% -0.51%
Prairies/Northern -0.71% -0.57% -0.39%
Ontario -0.13% -0.04% -0.30%
Québec -3.26% -2.10% -0.69%
Atlantic -1.97% 2.07% -1.63%
Canada -1.09% -0.72% -0.50%

Footnotes: Registered Students

Registered Students Composition: PQ and AB data includes private schools. ON data

includes Catholic schools.All other provinces produce data on public schools only. Most

provincial data is limited to a grade range of K-12.The referenced exclusions would
account in part for difference between the Registered Students Population (validated)
and the School Age Population (estimated) as identified by the following table.
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Table 4-6h: Registered Students to School-Age (5-19) Population

Region 2001 2006 2011 2016
British Columbia 0.7995 0.8091 0.8252 0.8252
Prairies/Northern 0.8444 0.846 0.8622 0.8622
Ontario 0.891 0.8778 0.8896 0.8896
Québec 0.7935 0.6983 0.6538 0.6538
Atlantic 0.8646 0.8644 0.8729 0.8729
Canada 0.8468 0.8228 0.8236 0.8236

Registered Students Forecast: Where provincial sources declined forecasting,
conservative forecast estimates were used.The decline of the Canadian student
population experienced over the past 5 years is expected to continue for the Forecast
period, but at a reduced rate. [Over +5 years:-3.57% and over +5-10 years:-2.47%; vs.a
historical -5.33%].

4. 6. 5 Forecast Elements and Tables

Context: As detailed in preceding tables, the number of Registered Students has
declined in each province for the period 2001-2006, and this decline is expected to
continue, but at a reduced rate, over the 2006-2016 Forecast period.

4. 6. 5. 1 Vehicles Tables

Vehicles Forecast: Vehicles are forecasted on the basis of Registered Students per
Vehicle, but at a rate of decline 50% below that projected for Registered Students in
order to recognize that the sub-sector will need to maintain perhaps many routes
carrying fewer students rather than retire vehicles.

‘Table 4-6i: School Bus Vehicle Forecast by Region (2006 Data is actual)

Region 2006 2011 2016
British Columbia 1,818 1,809 1,787
Prairies/Northern 7,463 7,318 7,233
Ontario 16,000 15,981 15,861
Québec 9,675 9,189 9,041
Atlantic 3,910 3,719 3,576
Canada 38,866 38,016 37,498
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Table 4-6j: Ratio of Registered Students to School Vehicles

Region 2006 2011 2016
British Columbia 334 326 322
Prairies/Northern 127 126 125
Ontario 133 133 132
Québec 97 92 90
Atlantic 92 87 83
Canada 128 126 125

Table 4-6k: Changes in Numbers of School Vehicles

Region 2006-2011 2011-2016
British Columbia -9 -22
Prairies/Northern -145 -85
Ontario -19 -120
Québec -486 -148
Atlantic -191 -143
Canada -850 -518

Table 4-61: Annualized Rates of Change in Numbers of School Vehicles

Region 2006-2011 20112016
British Columbia -0.10% -0.24%
Prairies/Northern -0.39% -0.23%
Ontario -0.02% -0.15%
Québec -1.03% -0.32%
Atlantic -1.00% -0.78%
Canada -0.44% -0.27%

4. 6. 5. 2 Workforce Tables

Workforce Forecast: The Workforce Forecast is developed on a ratio (employee-to-
vehicle) basis. Historical data on the sub-sector is limited to Statistics Canada figures;
where imprecise (in the absence of other reliable data) allowances must be made for
their exclusions and methodology. The 2006 Survey of representative school bus
carriers indicated current national ratios-to-vehicles for Operators @ 1.09 and
Mechanics @ .043.The ratios selected also allow for considerations particularly
applicable to the sub-sector (such as the maintenance of a “reserve pool” of qualified
drivers) to provide a realistically conservative Workforce outlook. Employee ratios-to-
vehicles used are: Operators = 1.1; Mechanics = 0.04;and Other = 0.07.
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Table 4-6m: School Bus Operator Forecast by Region

Region 2006 2011 2006-2011 2016 2011-2016

g Number Number Change Number Change
British
Columbia 2,000 1,990 -10 1,966 24
Prairies /
Northern 8,209 8,050 -160 7,956 94
Ontario 17,600 17,579 21 17,447 -132
Québec 10,643 10,108 -535 9,945 -163
Atlantic 4301 4,091 -210 3,934 -157
Canada 42,753 41,818 -935 41,248 -570
Table 4-6n: School Bus Mechanics Forecast by Region
Resion 2006 2011 20062011 2016 2011-2016

g Number Number Change Number Change
British
Columbia 3 7 0 i .
Prairies /
Northern 299 295 6 289 3
Ontario 640 639 -1 634 %5
Québec 387 368 -19 362 -6
Atlantic 156 149 -8 143 -6
Canada 1,555 1,521 -34 1,500 -21
Table 4-60: Other School Bus Employee Forecast by Region
Region 2006 2011 20062011 2016 2011-2016

8t Number Number Change Number Change
British 127 127 0 125 2
Columbia
Prairies /
Northern 522 512 -10 506 -6
Ontario 1,120 1,119 -1 1,110 9
Québec 677 643 34 633 -10
Atlantic 274 260 -14 250 -10
Canada 2,721 2,661 -60 2,625 -36
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Table 4-6p: Total School Bus Workforce Forecast by Region

Region 2006 2011 20062011 2016 2011-2016

g Number Number Change Number Change
British
Columbia 2,200 2,189 -11 2,162 27
Prairies /
Northern 2,030 b e chlH 103
Ontario 19,360 19,337 23 19,192 -145
Québec 11,707 11,119 -588 10,940 -179
Atlantic 4,731 4,500 231 4,327 -173
Canada 47,028 45,999 -1029 45,373 -626

4. 6. 6 Summary

Demographics:

* Reliable data confirms that the school-Age (5-19) Population and Registered
Student Population have been in decline in recent years and that this decline is
expected to continue over the 2006-2016 Forecast period

e In December 2005,The Daily, summarizing a Statistics Canada report
“estimate”, commented that “around the year 2015, seniors aged 65 and over
would become more numerous than children aged less than 15,an
unprecedented situation in Canada”.The longer-range view suggests that “the
national (population) increase would eventually become negative...more
deaths than births” and “international net migration would become the only
source of population growth”

There is general consensus from multiple sources that the ongoing
national decline in student enrolment could continue even beyond the Forecast
period

Cumulative Net Changes: Employees and Vehicles — 2006 — 2016

As shown in Workforce and Vehicles tables, the forecasted ongoing decline in student
ridership is expected to result in cumulative national reductions in employees and
vehicles over the 10-year Forecast period as follows: Operators -1505; Mechanics -55;
Other employees -96; and Vehicles -1368.As earlier referenced, this is a conservative
Forecast.

Conclusion:

Available data does not support a growth outlook for the school sub-sector over the
next decade. However, there is some indication that the rate of student/ridership
decline will drop below that experienced over the past five years.Accordingly, the
Forecast numbers for the Workforce and Vehicles have been conservatively adjusted to
this forecasted scenario and to compensate for such sub-sector characteristics as the
expectation that most services must be maintained despite declining ridership.
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4. 7 Intercity Forecast

4. 7. 1 Research Context:

Historical and current statistical and related published data on intercity activities has
been virtually limited to that developed by Statistics Canada.

Additionally, a supplementary telephone survey of intercity carriers was conducted in
2006 by Study consultants to amplify available material so that the cumulative data
could be used as the basis for sub-sector forecasting. 22 Companies referenced by
several sources as the largest in the sub-sector were selected for telephone interviews.
(Only 10 had intercity fleets of 20 or more vehicles). Relative to 2003 Statistics Canada
data, interviewees represented 56.2% of sub-sector drivers, 71.7% of mechanics, and 68.
8% of vehicles.

Research findings are detailed in the following narrative and tables.

4. 7. 2 Sub-Sector Profile
Sub-Sector Position within the Industry:

The intercity sub-sector is an essential but smaller component of the industry. For 2003,
Statistics Canada reported that the intercity share of industry totals was as follows:
7.44% of the FTE workforce, 5.94% of vehicles,and 7.19% of Operating Revenues.

Service Profile:

Six of the largest carriers operate in more than one province. Only five identify their
dominant service as intercity, while others are involved in school, transit, or tour/charter
as their primary activity.

Fleet Characteristics:

98% of vehicle purchases are new, at an average cost for a typical 45 foot, 55 passenger
vehicle of $550,000. 100% of purchases are diesel powered. Latest upgrades include
multiplex electronic control systems, GPS management systems, and automatic 10-15-
speed transmissions. In order of referenced frequency, the manufacturers of choice are
Prevost, MCI, Orion, and Setra. 12.29% of the surveyed fleet is wheelchair accessible.

4. 7. 3 Intercity Forecast Elements

All relevant sector and intercity sub-sector research has been employed to produce the
intercity forecast. Only national figures are projected, since the characteristics of
this sub-sector do not support a regional approach.
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Table 4-7a: Intercity Employees and Vehicles Forecast - 2006 - 2016

1996 2001 2003 2004 2004-2006 2006-2011 2011-2016
z‘,:ﬁilj‘f"“ 20610757 30403878 31,021,251 31,620,677 32473724 33906,643 35304119
Avg Annual % chg 0.53% 1.01% 1.96% 1.33% 0.87% 0.81%
‘;ﬁf I524PI0S 10106610 11066809 11608452 11854287 12348868 13574127 14,749,649
Avg Annual % chg 1.79% 2.42% 2.12% 2.06% 1.91% 1.67%
Ridership 13.60 15.20 14.00 1550 16.00 17.20 18.40
(millions)
Avg Annual % chg 2.25% -4.03% 10.71% 1.50% 1.50% 1.30%
Vehicles
Total 3,422 3,386 3,400 3,435 3,470
Net(+/) 36 14 35 35
changes
Avg Annual % chg -1.05% 0.21% 0.21% 0.20%
Employees
Drivers 4,199 4,249 4,267 4328 4,355
Mechanics 472 447 459 471 486
Other 2,157 2,051 2,040 2,061 2,082
Total 6,828 6,747 6,766 6,860 6,923
Additional
Employees
Drivers 50 18 61 27
Mechanics -25 12 12 15
Other -106 -11 21 21
Total -81 19 94 63
Ratios per
vehicle
Drivers 1.23 1.26 1.26 1.26 1.26
Mechanics 0.14 0.13 0.14 0.14 0.14
Other 0.63 0.606 0.60 0.60 0.60
Total 1.99 1.99 1.99 1.99 1.99
Footnotes:

Population: Ages 15-24 plus ages 55 and over (data via Centre for Spacial Economics)
were selected as representative intercity ridership target groups within the general
population. It is significant that the growth rate of these combined groups has been and
is expected to be substantially higher than the general population growth rate.
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Ridership: The Statistics Canada intercity ridership estimate for 2004 of 15.5 million
passengers represents the largest annual passenger volume for the sub-sector since
1991 when riders totalled 15.9 million. Since “bottoming” at 10. 9 million riders in 1993,
ridership growth, although inconsistent, returned to over 15 million in 2001.

Table 4-7b: Intercity Passengers: 1992-2004

Intercity Passengers'

Year (millions) Growth Rate (%)
1992 14.9
1993 10.9 27
1994 114 53
1995 12.5 9.3
1996 13.6 8.8
1997 14.7 8.1
1998 14.3 2.7
1999 13.9 -2.8
2000 14.3 29
2001 15.2 6.2
2002 15.1 0.6
2003 14 74
2004 2 154 10.9

Source: Transport Canada, 2004
1 Passengers using Intercity scheduled services

2 Preliminary Estimate

The intercity carriers surveyed, when asked to forecast ridership five years out,
predominantly estimated annual growth in the 1.5-2% range.

The Forecast table reflects anticipated ridership growth over the forecast period.

Summary Workforce and Vehicles: Reasonably reliable Statistics Workforce and
Vehicle historical data is only available for 2003 and 2004. Survey responses suggest that
the current intercity fleet is underutilized, and that the expected growth in ridership
will require few additional vehicles vs. a disproportionate number of additional
employees to maximize fleet performance.

This context is reflected in Additional Employees and Vehicles projections.
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4. 8 Charter/Tour Forecast

4. 8. 1 Research Context

Historical and current statistical published data on charter/tour has been essentially
limited to that developed by Statistics Canada. In the absence of other sources, Statistics
Canada historical data is used as foundational to charter/tour forecasts.

4. 8. 2 Sub- Sector Profile

The charter/tour sub-sector is a highly seasonal component of the industry.Also,
charter/tour activities are frequently a secondary business line of school and to lesser
extent intercity carriers. For 2003, Statistics Canada reported that the charter/tour sub-
sector share of industry totals represented 4.25% of the FTE workforce, 4.55% of
vehicles, and 4.23% of Operating Revenues.

4. 8. 3 Ridership Considerations

Age 55+: was selected for evaluation as a representative charter/tour target group
within the Canadian population.This group is projected to grow at a faster rate than the
general population over the forecast period, but this growth is not expected to
substantially affect charter/tour ridership, due to the demonstrable historical and
prevailing “love affair” of seniors with their automobiles.

Tourism: The number of visitors to Canada has declined each year during the period
2001-2005. Particularly significant is the annual/cumulative decline of visitors from the
U.S.,who represented 90. 1% of all visitors during this period.

Considering the imminent changes to U.S. /Canada border security protocol, growing
international terrorism sensitivities, and unpredictable travel/tourism-related economic
factors such as the currently high Canadian Dollar, a resurgence of the number of U.S.
visitors is not foreseeable over the Forecast period.The number of visitors from other
countries will likely continue to increase, but will only compensate for a small fraction
of the U. S-visitor loss.

Table 4-8a: Visitors to Canada: 2001 - 2005 (thousands of person-trips)

2001 2002 2003 2004 2005
U.S. Residents 42871 40878 35509 34626 31655
% Change -4.65% -13.13% -2.49% -8.58%
Rest of World 4275 4018 3393 4219 4505
9% Change -6.01% -15.55% 24.34% 6.78%
Total 47146 44896 38902 38845 36160
% Change -4.77% -13.35% -0.15% -6.91%

*Transport Canada:Addendum to “Transportation in Canada 2005
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4. 8. 4 Charter/Tour Forecast Elements

All relevant sector and charter/tour sub-sector research has been employed to
produce the charter/tour forecast. Only national figures are projected, since the
characteristics of this sub-sector do not support a regional approach.

Table 4-8b: Charter/Tour Employees and Vehicles Forecast - 2006 - 2016

2001 2002 2003 2004 20042006 20062011 20112016
Canada 30,403,878 31,361,611 31,021251 31,629,677 32,473,724 33,906,643 35,304,119
;‘ﬁg’n‘m 3.15% 2.03% 1.96% 133% 0.87% 0.81%
Age 55+ 0,839,581 7,073,167 7299406 7518368 7958815 9,162,943 10,500,227
Avg-Annual 3.42% 3.20% 3.00% 2.89% 2.86% 2.76%
% chg
Ii’g‘(fzﬂ 2001 2002 2003 2004 2005
Total 47,146 44,896 38,902 38,845 36,160
% Change -4.77% -13.35% -0.15% -6.91%
Vehicles
Total 2,527 2,581 2,440 2,370 2,274 2,163 2,109
Net Change
i/ 54 -141 -70 96 111 54
f;]‘fl']’;m““l 2.14% 5.46% 2.87% -2.05% -1.00% -0.50%
Employees
Drivers 2,434 2,556 2978 2,844 2,729 2,595 2,531
Mechanics 132 124 246 222 213 203 198
Other 545 506 675 624 599 569 555
Total 3,111 3,186 3,899 3,690 3,541 3,367 3,284
Net
Employee
Changes
(+/-)
Drivers 122 422 134 115 134 -64
Mechanics -8 122 24 9 -10 5
Other -39 169 51 -25 29 -14
Total 75 713 -209 -149 -174 -83
Ratios per
vehicle
Drivers 0.96 0.99 1.22 12 12 12 12
Mechanics 0.05 0.05 0.1 0.09 0.09 0.09 0.09
Other 0.22 0.2 0.28 0.26 0.26 0.26 0.26
Total 1.23 1.23 1.6 1.56 1.56 1.56 1.56
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Footnotes:

 Population and Age 55+ material including forecasts were developed by the
economic consulting group Centre for Spatial Economics (C4SE)

 Tourism — inbound: Historical figures shown are actual. Forecast impractical
due to scope of influencing factors

* Vehicles and Employees: Historical data developed from various Statistics
Canada reports.This information must be treated as indicative rather than
conclusive due to ongoing Statistics Canada refinements in data collection and
reporting methodologies

* Vehicles: The 2004-2006 Average Annual Change per cent averages the
2001-2004 Statistics Canada data. For 2006-2016, a progressive but slower
reduction in sub-sector fleet size is projected

» Employees: Forecasted on the basis of ratios-to-vehicles, with ratios based on
an analysis of sub-sector historical patterns and industry trends developed
during the Study

¢ Cumulative Net Changes — Employees and Vehicles: 2004 — 2016: As shown
under Net Employee Changes and Vehicles: Net Change; the projected
contraction of demand/services over the 12 year Forecast period is expected to
reduce cumulative Employee and Vehicle requirements as follows: Drivers -313;
Mechanics -24; Other personnel -68; and Vehicles -261

4. 8. 5 Summary

The combination of available historical data plus the referenced Ridership
Considerations does not support a growth outlook for the charter/tour sub-sector over
the next decade. In this context and in the absence of evidence to the contrary,a
progressively diminishing rate of decline has been projected.

However, the sub-sector can contribute to revitalizing at least some demand for
charter/tour services. Re-evaluation and expansion of target markets and marketing
methods has the potential to mitigate the forecasted scenario, particularly if done on a
sub-sector, regional and/or provincial basis, and in collaboration with government and
other entities focused on travel/tourism development.

4. 9 Industry Totals 2006 - 2016

The following tables summarize the sub-sector forecasts detailed earlier in this Study
Section.

Urban data represents 83% of earlier tables to more accurately present buses and
related employees exclusive of rail vehicles.

For school, due to inconsistent historical data, the final column of each table identifies
Change from 2006, not from 2004.

CanadaTotals are not provided for the years 1996-2004 because of the inadequacy
and/or inconsistency of data for all sub-sectors except urban.
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Table 4-9a: Total Industry Vehicle Requirements - 2004-2016

Total Change
Vehicles 1996 1999 2001 2004 2006 2011 2016 from 2004
Urban 10,885 11,644 12,096 12,646 13,104 14,293 15,503 2,857
School n/a n/a n/a n/a 38,866 38,016 37,498 -1,368
Intercity n/a n/a n/a 3,386 3,400 3,435 3,470 84
Tour /

Charter n/a n/a 2,527 2,370 2,274 2,163 2,109 261
Canada n/a n/a n/a n/a 57,644 57,907 58,580 1,312
Table 49b:Total Industry Operator Requirements - 2004 - 2016

Total Change
Operators 1996 1999 2001 2004 2006 2011 2016 from 2004
Urban 17,241 17,687 18,578 19,810 20,604 22,679 24,807 4,997
School n/a n/a n/a n/a 42,753 41,818 41,248 -1,505
Intercity n/a n/a n/a 4,249 4,267 4,328 4,355 106
Tour /

Charter n/a n/a 2,434 2,844 2,729 2,595 2,531 -313
Canada n/a n/a n/a n/a 70,353 71,420 72,940 3,285
Table 4-9c: Total Industry Mechanic Requirements - 2004 - 2016

Total Change
Mechanics 1996 1999 2001 2004 2006 2011 2016 from 2004
Urban 1,805 2,161 2,336 2,422 2,535 2,836 3,154 732
School n/a n/a n/a n/a 1,555 1,521 1,500 -55
Intercity n/a n/a n/a 447 459 471 486 39
Tour /

Charter n/a n/a 132 222 213 203 198 24
Canada n/a n/a n/a n/a 4,762 5,030 5,338 692
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Table 4-9d: Total Industry Other-Employee Requirements - 2004 - 2016

Other Change
Labour 1996 1999 2001 2004 2006 2011 2016 from 2004
Urban 12,803 12,390 13,467 13,898 14,332 15,450 16,573 2,675
School n/a n/a n/a n/a 2,721 2,601 2,625 96
Intercity n/a n/a n/a 2,051 2,040 2,061 2,082 31
lour/ na na 545 624 509 569 555 69
Charter

Canada n/a n/a n/a n/a 19,691 20,742 21,835 2,541
Table 4-9¢: Total Industry Workforce Requirements - 2004 - 2016

Total Change
Workforce 1996 1999 2001 2004 2006 2011 2016 from 2004
Urban 31849 32239 34380 36,130 37471 40965 44534 8,404
School n/a n/a n/a n/a 47,028 45,999 45373 -1,655
Intercity n/a n/a n/a 6,747 6,766 6,360 6,923 176
Tour/ wa wa 3111 3690 3541 3367 3284 406
Charter

Canada n/a n/a n/a n/a 94806 97,191 100,113 6,519

4. 9. 1 Quantitative Impact of Retirements

The Figure 4-1 industry Age Distribution profile indicates that at least 70% of the 2001
Statistics Canada Total of 92,861 industry employees will have become eligible for
retirement through 2016.

The Total Industry Workforce is projected to increase by +5.60% for the period 2006-
2016, representing demand in addition to the demand which will be created by
retirements and other normal attrition.

The cumulative impact of this demand places the industry in the position of
having to recruit a total number of employees that approaches the size of the
current workforce between 2006 — 2016.

4. 10 Capital Costs of Expanding Fleets

4. 10. 1 Urban

In the urban transit environment, systems can choose from buses as varied as
articulated and double-decked; from mini-buses and midi-buses to buses that can carry
bicycles on exterior mounted racks.Vehicle cost escalation has been an ongoing
challenge. CUTA in 2005 commented “In Canada, over the past 17 years, the average
annual bus price has increased +167% “, an average of +9.82% per year. Primary factors
cited as influencing price increases include low floor technology, low-emissions
systems, and on-board electronics.To a lesser extent, stainless steel frames, customer
amenities (AC and seating) and customization have also added to vehicle costs. In
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today’s market, pricing ranges from $100,000 for a small “Community” bus to a price of
$450,000 for an “off-the-shelf” low floor transit bus to $700,000 for an articulated bus.
The $450,000 2004-20006 “average cost” used in the following table considers overall
vehicle purchase trends and reflects the dominance of standard plus low-floor buses in
the sub-sector.

4. 10. 2 School

Typical seating capacities of new school buses range from 48 to 84 seats, with a 68-72
seating configuration being the most common. Options and prices vary.Approximately
90% of new vehicles are diesel-powered with most of the remainder CNG-fuelled.The
use of video monitoring and GPS systems is increasing. Effective April 2007,
manufacturers are required to provide Child Restraint System anchorages related to
vehicle capacity. Quoted new unit prices range from the low $60’s for a 48-passenger to
over $100,000 for an 84-passenger vehicle. Although many if not most operators use a
mix of bus sizes,a 2004-2006 average price of $85,000 for new vehicles has been
identified by the sub-sector as reasonably representative.

4. 10. 3 Intercity and Tour/Charter

For the intercity and tour/charter sub-sectors, the quality of the ride experience can
vary considerably.The range of vehicle types can go from the top-of-the-line, double-
deck, luxury, air-conditioned coach with toilet, bar, and video; down to what is basically
a city bus with, perhaps, nothing more luxurious than high-backed seating, removed
speed governors, and improved suspension.The traditional intercity coach, such as
those manufactured by MCI or Prévost is a 41-47-seater with a price averaging
$550,000., but a European tour/charter double-decker from Setra with much greater
capacity obviously represents much higher cost. For intercity, 100% of current
purchases are diesel powered, and latest upgrades include multiplex electronic control
systems, GPS management systems, and automatic 10-15 speed transmissions.
Comparable data was not determined for tour/charter.

4. 10. 4 Fleets Expansion Capital Costs Forecast

Only urban and intercity are expected to require net additional vehicles for fleets
expansion over the Forecast period, and the following table projects the estimated cost
of providing these vehicles during the period 2004-2016.Although the school and
tour/charter sub-sectors are projected to produce net vehicle decreases over the
Forecast period, estimated pricing structures for each are also presented as budget
considerations for applicable systems.
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Table 4-10a: Estimated Costs of Fleets Expansion - 2004 - 2016

20042006 20062011 20112016
Additional Cost Additional Cost Additional Cost
Vehicles ° Vehicles 05 Vehicles 05

Urban 458  $206,100,000.00 1,180  $701,510,000.00 1,209 $906,750,000.00
Average Cost $450,000.00 $590,000.00 $750,000.00
School 0 $0.00 0 $0.00 0 $0.00
Average Cost $85,000.00 $108,000.00 $135,000.00
Intercity 14 $7,700,000.00 35 $24,500,000.00 35 $30,625,000.00
Average Cost $550,000.00 $700,000.00 $875,000.00
Tour/Charter 0 $0.00 0 $0.00 0 $0.00
Average Cost $550,000.00 $700,000.00 $875,000.00
Total Vehicles 472 1,224 1,244

Total Cost $213,800,000.00 $726,010,000.00 $937,375,000.00

Additional Vehicles: Refers only to those vehicles needed in addition to existing fleets
to service systems expansion and/or ridership growth.

Urban Data: The numbers of urban “additional vehicles” have been reduced to 83% of
table 4-4c projections, to more accurately relate to buses exclusive of sub-sector rail
vehicles.

Average Cost: Pricing and related considerations were sourced from stakeholders
including manufacturers.

Cost Escalation: Urban pricing is escalated at a period -averaged +9% per year
compound rate to reflect a continuation of urban cost experience for over a decade.A
period-averaged +5% per year compound rate has been applied to the other sub-
sectors, based substantially on stakeholder comment.
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5.0 Human Resources Development, Training,
Recruitment and Retention

5.1 Overview

5. 1. 1 Objectives

This Part seeks to identify a range of appropriate human resource development,
training, recruitment and retention strategies and practices that will address the
evolving needs of workers and the industry. It will examine current levels and types
of training and attempt to assess future training needs of workers and the industry.

5. 1. 2 Metbhodology

To identify the broad range of human resources practices that the industry is currently
utilizing in the recruitment, training, development and retention of its human resources,
this Part makes use of the information gathered throughout this Study via the following:
focus groups, interviews, case studies and comprehensive surveys.

5. 2 Human Resources Development Programs

5. 2. 1 Programs Offered

Tables 5-1 and 5-2 detail the types of training programs offered by the respondents.
Table 5-1: Types of Training Programs Offered (short survey responses)

Percent of Respondents Offering Training to the Following

Type of Training Employment Categories
Driver Mechanic Support Staff
Interpersonal skills 29% 6% 12%
Customer service skills 1% 6% 29%
Driving techniques 76% 6% 6%
Driver refresher training 76% 6% 0%
New technology 6% 59% 53%
Personal safety/security 41% 6% 18%
l(});;zf;:gxl/work place 65% 59% £7%
Stress management 24% 6% 18%
Conflict management 29% 18% 18%
Other 6% 12% 6%

Question:S21

On The Move - Canadian Bus Industry Human Resources Study

167



Table 5-2: Types of Training Programs Offered (long survey responses)

Percent of Respondents Offering Training to the Following Employment Categories

Type of . i
Training I\/II)C ri;;jrnfc Garage Staff ~ Admin. ]l; ijlcerr Safety Officer Dispatch

?lzﬁ:personal 41% 12% 18% 18% 6% 35%
(,Llst_()m‘er_ “ 2% 18% 53% 24% 6% 47%
service skills

Driving ‘ 82% 24% 12% 29% 0% 24%
techniques
Driver
refresher 94% 18% 12% 18% 6% 18%
training
New

. 24% 24% 47% 12% 0% 35%

technologies
Perso%lal 35% 12% 12% 24% 6% 18%
security
Workplace
health and 76% 71% 59% 35% 18% 59%
safety

Stress - 35% 12% 24% 24% 6% 29%
management

“onflic

Conflict 53% 24% 24% 24% 0% 35%
management

Question: L65, L66

Tables 5-1 and 5-2 illustrate the results of separate surveys (short and long), for which responses could not
easily be consolidated.As such, the responses each independently illustrate the distribution of training
programs offered to their respective respondents’ employees.

The training received by industry managers (table 5-3) highlights the emphasis, over
and above technical competence, of strong interpersonal skills. Interpersonal skills and
conflict management ranked second and third, respectively, behind workplace health
and safety as the programs most widely offered to managers.
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Table 5-3: Types of Training Offered to Managers

Manager Training Percent of Respondents
Interpersonal skills 59%
Customer service skills 29%

Driving techniques 12%
Driver refresher training 9%
New technologies 41%
Personal security 15%
Workplace health and safety 68%
Stress management 26%
Conflict management 47%

Questions: S2, L65 & L66
5. 2. 1. 1 Appropriateness of Offered Programs

The surveys reinforced the findings made during the focus groups and other
discussions with operators.The priorities facing the operators are very much oriented
toward customer relations, and at the same time, workplace health and safety remains
an important factor.The technical skills required of employees are well served by the
training offered.As illustrated, a large majority of employers surveyed provide training
on the functional requirements of the position: driving and customer service skills for
operators; technical skills for mechanics; and conflict management and interpersonal
skills for managers.As noted previously, stress is becoming a major factor in the industry,
and the types of training offered reflect the desire by the organizations to address this
issue: conflict management and interpersonal skills ranked highly on the types of
training being offered.

5. 2. 2 Training and Career Progression

Comparing the training offered to first-year employees and that offered on an on-going
basis reveals that drivers’ training is largely consistent, irrespective of the stage of career.
The same cannot be said for other positions particularly that of manager, where very
few organizations offer any significant training specifically targeted at new hires.
Similarly, stress and conflict management training programs figure more prominently in
the training offered to existing employees than that offered to new hires. However, with
the growing concern over violence in the workplace many employers are looking to
augment their programs with “violence in the workplace” training. For example,
Edmonton Transit with the assistance of Rutgers University has developed a
comprehensive violence in the workplace training program which has been given to all
current staff and is given to all new employees during their orientation and training
program.As well CUTA has developed a program with OC Transpo on this issue.
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Table 5-4: Training Offered to New Hires

Percent of Respondents Offering Training to the Following Employment Categories

Type of
. Driver / Garage . Driver Safety .
Trainin ana spatc
Aning PSS Mechanic Staff fat e Trainer Officer ik

f::;ﬁ;l 6% 41% 0% 0% 12% 0% 6%
Work place
health and 24% 71% 35% 24% 29% 12% 18%
safety
Stress 0% 29% 0% 0% 0% 0% 0%
management
Conflict 6% 41% 0% 0% 12% 0% 0%
management
iiiﬁ:pers‘m‘” 6% 53% 6% 6% 18% 0% 0%
Customer 0% 76% 0% 18% 18% 6% 6%
service skills
Driving 0% 88% 24% 6% 24% 6% 0%
techniques
Driver
refresher 0% 35% 6% 0% 12% 6% 0%
training
New 18% 41% 12% 24% 12% 12% 24%
technology

Question: L66
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Table 5-5: Training Offered to Existing Staff

Type of

Percent of Respondents Offering Training to the Following Employment Categories

L. Driver / Garage . Driver Safety .
Trainin, P atc

s Manager Mechanic Staff Admin Trainer Officer Dispatch
Personal
s:z:l‘r’i; 18% 35% 12% 12% 24% 76% 18%
Work place
health and 71% 76% 71% 59% 35% 6% 59%
safety
stress 29% 35% 12% 24% 24% 0% 29%
managcment
Conflict 59% 53% 24% 24% 24% 6% 35%
managcmcnt
igﬁzpel's"n“l 539% 41% 12% 18% 18% 6% 35%
Cus
wstomer 41% 82% 18% 53% 24% 0% 47%
Service skills
Driving 6% 82% 24% 12% 29% 6% 24%
techniques
Driver
refresher 12% 94% 18% 12% 18% 0% 18%
training
Ei;vmlogy 53% 24% 24% 47% 12% 0% 35%

5. 2. 3 Extent of Training

Question: L65

The amount of entry-level training provided in the first year of employment is far more
significant for drivers/operators and mechanics than other positions, as would be
expected given the industry’s practice and preference for hiring employees from
within the organization for positions such as manager, driver trainer, safety officer,
dispatch and inspector.The results reveal that at least a quarter of respondents are
offering new employees training over a substantial period of time, five weeks or more,
for positions other than those of garage staff, administration and sales and service. By
comparison, the percentage of respondents offering initial training for a similar length
of time for drivers and mechanics exceeds 40%.
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Table 5-6: Duration of Training for New Hires

Percent of Respondents Offering Training of the Following Duration

Position

0-4 weeks 5 to 8 weeks 9to 12 weeks 13 or more weeks
Management 72% 14% 10% 3%
Driver 59% 41% 0% 0%
Mechanic 53% 37% 0% 10%
Garage Staff 88% 12% 0% 0%
Administrative 83% 10% 3% 3%
Driver Trainer 64% 18% 5% 14%
Safety Officer 75% 19% 0% 6%
Dispatch 75% 25% 0% 0%
Inspector 71% 14% 14% 0%
Sales & Service 80% 20% 0% 0%

Questions: S22, L68

On-going training is largely limited to eight days or less per year.Trainers, Inspectors and
Safety Officers appear more likely to receive training of a more significant duration than
other categories.

Table 5-7: Duration of On-going Training

Percent of Respondents Offering Training of the Following Duration

Fosition 0 to 4 days 5 to 8 days 9 to 12 days 13 or more days
Management 44% 48% 4% 4%
Drivers 43% 40% 14% 3%
Mechanics 41% 45% 14% 0%
Garage Staff 55% 40% 0% 5%
Administrative 54% 46% 0% 0%
Driver Trainer 33% 46% 17% 4%
Safety Officer 27% 47% 27% 0%
Dispatch 60% 40% 0% 0%
Inspector 0% 80% 20% 0%
Sales and Service 20% 80% 0% 0%

Questions:S23, L69
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5. 2. 4 Apprenticeships and Co-op Programs

The industry indicates that it offers either apprenticeship or co-op programs. Positions
for which such programs are offered are chiefly maintenance related, with the most

common being that of diesel mechanic (figure 5-1).The “Other” category includes the
following:

¢ information technology/computer services

e welder

e commercial mechanic

* business analyst

¢ high school level co-op programs

e environmental or engineering technician
Figure 5-1: Apprenticeship and co-op programs

Occupations for which either co-op or apprenticeship programs are offered
(percent of all respondents)

Body work and
repair
16% Other
16%

Mechanical systems
8%

Electrical/electronic
systems
8%

Diesel Mechanics
0,
Sub-specialty 40%
mechanics
12%

Questions:S18, L57 & 158

The Canadian apprenticeship trend has turned positive since the mid-90s, subsequently
reflecting steady increases in the number of new registrants each year.

There were 249,837 registered apprentices in Canada in 2003, an increase of +80,854
(+47.8%) since 1993.As of 2003, registrants in the Motor Vehicle and Heavy Equipment

trades group which includes several bus industry trades totalled 49,657, up +14,747
(+42.2%) for the same decade.

On The Move - Canadian Bus Industry Human Resources Study

173



174

Despite the significant MV&HE trade group increase in registrants, there has been only
nominal change in the annual number of apprenticeship completions, which averaged
4,050 per year for the decade, but also represented better performance than certain
other trade groups.

The number of registrants over age 40 shows the greatest increase ( +167.2% ) for the
1993-2003 period, producing a 2003 total of 41,721, and contributing to the average
2003 age for all registrants of 30. 1 years, and for new registrants of 27. 6 years.

Another important trend has been the +83.16% increase in younger registrants aged 16
- 24, producing a 2003 total of 82,687 registrants for this age group. (all preceding data
- Statistics Canada sources).This growth has been in part attributed to increased
student recognition of their economic limitations without post-secondary education
plus an increase in provincially-sponsored programs designed to encourage high-school
students to consider apprenticeship-related careers.

For many years the trades had been considered a secondary career choice, the option
for students who could not go on to university or college. Such a perception of trade
qualification as a ‘second rung’ education has done little to encourage participation.
Such perceptions have been addressed to some degree through public education and
awareness initiatives that stress the high level of skill required by skilled labourers in
today’s workforce. By way of example, studies show that a motor vehicle repair
technician spends 70% of his or her time in diagnosis, a far cry from the stereotypical
image of the ‘grease monkey’ changing spark plugs or replacing fan belts.
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Figure 5-2: Trends in Registered Apprenticeship Training, Canada, 1991 to 2003
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Source: Statistics Canada, Registered Apprenticeship Information System

The very structure of the apprenticeship program may be working at cross-purposes to

industry needs.The qualification process itself is a barrier. In a report from the
Conference Board of Canada (Performance and Potential 2002-03), the nation’s

apprenticeship programs were described as “a complex system that requires a great
deal of initiative by the participants” There is no natural progression from high school

to an apprenticeship as there is to college or university.
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The industry working conditions for these workers are generally positive, with low
levels of exposure to such undesirable external elements as heat, noise and cold.
However, many Study participants believe that present shift schedules are negatively
impacting their ability to recruit skilled trades workers when compared to related
industries where regular working hours complemented by high compensation are
available.

The support for apprenticeships among the surveyed members was varied. During the
Study several stakeholders relayed concerns over the high cost to the employer in
setting up and running the program only to lose apprentices to higher paying
organizations when the apprenticeship is completed. It was noted in a joint
CUTA/MCPCC Study that respondents to a survey regarding apprenticeships did not
have a policy in place relative to reimbursement for leaving employment following the
completion of the apprenticeship.

This Study also concludes that there is a lack of any rigorous evaluation of the program
benefits by the respondents. None of the surveyed systems/companies use an
evaluative process to gauge the return on investment (ROD) for introducing such

programs.

Further, a lack of utilization of e-learning technologies to address technical training was
noted. None of the respondents had an e-learning strategy. E-learning has been
demonstrated to reduce both time and costs over traditional training methods. Research
has concluded that time savings associated with computer-based training can range
from 20-80%, with 40-60%being the most common without a decrease in training
effectiveness.

In addition, employers are often unaware of the federal and other government tax
credits and/or incentives available to support delivery of apprenticeship training.

In 2000, the Canadian Council of Learning in a report on Apprenticeship Training in
Canada observed that the market for apprenticeships is primarily constrained by
employer reluctance to participate, rather than by a shortage of potential apprentices.
To capitalize on this underutilized resource, the bus industry must strategize to ensure
that this observation does not apply.

5. 2. 5 Top Training Development and Delivery Programs

In identifying the preferred methods of developing and delivering training programs,
the industry has indicated that it clearly favours the use of training programs developed
internally by their own employees—by far the preferred option (figure 5-3). Industry
associations surfaced as the leading external source of training programs.The survey
responses also indicate that other training development options outside the
organization, such as courses developed by manufacturers or educational institutions,
do play an important role in industry training. When asked to identify the most effective
way to deliver these programs, respondents indicated a clear preference for on-the-job
and classroom training (figure 5-4).
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Figure 5-3: Most used training development and mechanisms
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Figure 54: Most effective ways of conducting training
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5. 2. 6 Reasons for Conducting Training

Conducting training to meet mandatory licencing or accreditation requirements ranked
highest (figure 5-5). More interesting is that survey respondents’ second and third
reasons for training are refresher training and training that is delivered as part of an
on-going skills and knowledge development program, giving credence to the notion
that investment in employee training is important to employers.

Figure 5-5: Top reasons for conducting training
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Questions: S20 & L64

5. 3 The Changing Skill Requirements of the Industry

The changing skill requirements include the development of coping skills to effectively
address the stress and personal security concerns expressed by stakeholder
participants in the Study. Continuing to be dominant are customer service,
communications and technical competence. Increasing in importance for management
are leadership, strategic planning, marketing and communications skills. Table 5-8
highlights participants’ response to surveys herein expressed in alphabetical order,
regarding the key competencies and skills which will be required over the next 5-10
years, by occupation.
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Table 5-8:Key competencies/skills demand emerging during the Next 5 to 10 Years

Driver/Operator Dispatcher Administrative
Communications Collective Agreement acumen Analytical ability
Contlict Resolution Communications Communications
Customer Service Customer Service Customer Service
Dealing with Stress Dealing with Stress Innovation
Driving ability Interpersonal skills Interpersonal skills
Interpersonal skills Labour Relations Multitasking
Numeracy Multitasking Problem solving
Respecting Diversity Regulatory knowledge Technical skills
Technology/Computer Skills Service area familiarity Technology/Computer Skills
Technology/Computer Skills
Time Management
Mechanic Garage Staff Driver Trainer
Computer skills Communications Communications
New Technology Customer Service Information Management
People skills Dealing with Stress Interpersonal skills
Problem solving Interpersonal skills Organization
Technical skills Problem solving People skills
Time Management Technical skills Presentation skills
Troubleshooting Technology/ Computer Skills Professional driving skills
Computer skills Time Management Skills assessment
New Technology Technology/computer skills
Training Methods
Safety Officer Management
Collective Agreement acumen Business/Systems Management
Communications Communications
Coping skills Customer Focus
Information Management Ethics and values
Interpersonal skills Fiscal responsibility
Organization Innovation
Regulatory knowledge Interpersonal skills
Safety practices Labour Relations
Technology/ Computer Skills Leadership
Marketing
People, negotiating and coaching skills
Safety practices
Technology/Computer Skills

Question: 122
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Industry-driven
Education

Camo-route, the province
of Québec’s transportation
sector council, has made
significant progress in
improving the relationship
between the transportation
industry’s requirements
and educational
institutions’ capability and
capacity to deliver
appropriate educational
programs

In association with the
Québec Ministers of
FEducation and Transport,
the Socieété de l'assurance
automobile du Québec
and two school
commiissions, Camo-route
bas belped develop a
model of co-managing
educational delivery at the
Centre de formation en
transport de Charlesbourg
and the Cenire de
Jormation du transport
routier Saint-Jérome to
ensure that it is aligned
with the requirements of
industry
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5. 3. 1 Training Development and Delivery Options

The preference for in-house training development and delivery suggests that there is a
significant knowledge base resident in industry organizations. Several organizations are
simultaneously developing comparable training programs without the benefit of access
to the vast knowledge contained within the industry. The potential exists to learn from
the experience of other industry stakeholders who share the same concerns,
potentially even to consolidate program development and delivery. The NOS,
Accreditation and Certification Programs developed by the MCPCC have the objective
of standardizing training and professional recognition across all industry sub-sectors.

5. 3. 2 The Role of Third Party Institutions

Many industry stakeholders are more closely examining the role of private and public
educational institutions in training delivery and development. In many instances
training of mechanics and technicians already involves a partnership with an education
institution. For example, in June 20006, the British Columbia Institute of Technology
(BCIT) and The Greater Vancouver Transportation Authority (TransLink) along with
Coast Mountain Bus Company and members of the Canadian Auto Workers Union
signed a memorandum of understanding to develop, build and operate a joint heavy
maintenance and training facility.“The concept is a new, efficient, state-of-the-art heavy
equipment maintenance and training centre where skilled automotive trades-people
and students can work and learn side-by-side.A shared facility will help TransLink and
BCIT reduce costs and at the same time take a major step toward making British
Columbia more self-sufficient in trades that are greatly in demand across the province,”
says TransLink chair Malcolm Brodie (News Release, June 13,2000).

5. 3. 3 Costs of Training

Because training, operating practices and technologies currently vary across the
industry, employers often put newly hired operators, even those with years of
experience, through the same training given to novice operators.The application of
non-standard practices and technologies in the industry has had the effect of increasing
the industry’s overall cost of human resource development. Costs are essentially
duplicated to re-train an experienced individual.

In response to this concern, the MCPCC working with the industry has developed a
National Accreditation Program which recognizes employer training that meets or
exceeds National Occupational Standards.

The current practices of representative urban systems illustrate the varied approaches
to tackling the cost issue in training new candidate operators.Where some systems
continue to provide training in-house, others have opted to download the expense to
the candidates themselves by charging for the service and outsourcing its delivery to
educational institutions. Similarly, the decision of whether or not to pay candidates for
their time while on training or to guarantee a position or a minimum number of hours
per week upon completion differs from one system to another. It is obvious that each
system has chosen an approach which they believe best maintains their market
competitiveness.
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5. 4 Compensation and Benefits

5. 4. 1 Compensation

The latest figures from Statistics Canada show a growth in average compensation in the
urban, school bus and charter sub-sectors and a drop in the interurban and rural sub-
sector. However, due to year-to-year variances in the composition of sub-sectors as
reported by Statistics Canada, trends in figure 5-6 should be considered as estimates.
The figures also clearly illustrate the disparity in annual compensation (inclusive of
wages, salaries and benefits and other expenses such as subcontracting, training,
uniforms and meals) between the sub-sectors. Responses to the Study surveys
illustrated that pay ranges also vary widely between positions and organizations in the
sub-sectors and show that there is considerable overlap in pay scales, such that those of
the urban sub-sector are not always highest, nor are those of the school bus sub-sector
always lowest.

Figure 5-6: Average Annual Employee Compensation

Average Annual Employee Compensation
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5. 4. 2 Benefits

The vast majority of survey respondents offer employees a wide range of benefits. In
addition to typical benefits such as health and dental care, pensions, disability benefits
or employee assistance programs, respondents identified many others including:

* on-site fitness facilities

* complimentary transit passes

* critical incident diffusing

* clothing or tool allowances

* education allowances

* computer purchase plans
When asked to identify benefits that would likely be added to their company’s existing
benefit plan within three years, survey respondents indicated the following:

e family sick days

* salary continuance when on worker’s compensation

* recognition & reward programs

* increased cost sharing of benefit programs

* long term sick benefits

» programs promoting healthy life styles

 professional driver certification

 family driver improvement courses

Respondents have recognized the necessity and value of structuring attractive benefits
programs to maintain recruitment competitiveness and retention effectiveness.

It should be noted, however, that the above benefits tend to be offered mostly to those
working in a unionized environment.The school bus and charter sub-sectors are
segments of the industry where benefits are likely more limited in number and scope.
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5. 5 Key Recruitment and Retention Issues

5. 5. 1 Recruitment

Study research reveals that the industry is a conscientious recruiter. Urban systems have
become skilled at identifying the ideal candidate from among the many applications
they have typically received.The school bus sub-sector has proven itself adept at
successfully recruiting on a continuous basis for driver positions that are comparatively
far more challenging to fill. Individual service providers across all sub-sectors have
demonstrated that with initiative and ingenuity, they meet their specific requirements.

There are indications of challenges ahead, however. Many in the urban sub-sector are
finding that what was once a competitive advantage—stability, good pay and good
benefits—is no longer attracting as many applicants.The school bus sub-sector is
finding it equally difficult to staff their positions.Across the industry,a severe shortage
of mechanics is already being felt. Other technical positions such as planners and
schedulers are also in short supply. Survey respondents’ assessment of their current
ability to meet their needs identified emerging difficulties including:

e attracting mechanics, particularly specialized trades
e recruiting for supervisory and management positions
e recruiting suitably qualified drivers

* hiring qualified dispatchers, schedulers and planners

Survey respondents from the urban sub-sector identified the number of vacancies for
positions within their organizations (figure 5-7). Mechanics showed the greatest
proportion of unfilled positions (5.8%), a figure that echoes the concern that industry
focus group and interview participants have with respect to the availability of skilled
mechanics.A Study on where job vacancies are most likely to occur also concludes that
organizations with fairly high skill requirements (. e., skilled mechanics) and those in
high turnover, low-paid and non-unionized sectors are most likely to suffer (Morissette
and Zhang, 2001).
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The Draw of
Employment in the

School Bus Sub-sector

o Work bours that closely
mirror school hours
and calendars
(seasonality, bolidays),
Jacilitating working
and caring for school-
aged children

Deterrents to Employment
in the Urban Sub-sector

o Split and irregular or
unpredictable shifts
that conflict with
Jamily schedules

e Personal risks
associated with
schedules and routes
typically assigned to
new drivers—Ilate
nights and/or bigh-
crime neighbourboods

Source: focus groups
conducted with industry
stakebolders

183



Figure 5-7: Vacancies in respondent organizations

Vacancies by Employment Category
(Urban Sub-sector)
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5. 5. 2 Absenteeism
5. 5. 2. 1 Factors that Lead to Absenteeism

When asked to identify the top factors that lead to absenteeism, survey respondents
from across the sub-sectors provided a wide array of answers that are easily categorized
into four basic employee absenteeism factors: physical health problems, structural
reasons (culpable absenteeism either encouraged or reinforced by organizational
policies or practices), mental health (. e., stress) and personal/family issues. Some
examples of the structural causes of absenteeism provided by respondents include:

* the inability of employees to get time off when requested or required (typically
tied to the hours of work)

* poor employee job satisfaction and weak sense of belonging or being valued
* inadequate absentee management programs
» generous sick leave plans that are open to abuses of benefits

* the inability to discipline those who miss work unnecessarily
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5. 5. 2. 2 Strategies to Reduce Absenteeism

Absenteeism can add significant costs to any industry and is often cited as an issue
within the bus industry. In some cases, absenteeism has reached rates of over 10%.In
general though, the survey data analysis was not conclusive and could not explain the
nature of the absenteeism issue, and it certainly cannot alleviate the concerns that some
have about the trend in absenteeism.

Figure 5-8: Causes of absenteeism
Principal Factors that Lead to Absenteeism
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The following potential solutions have proven effective for respondents, particularly as
part of a formal attendance management program:
Physical and Mental Health

 provide health and wellness initiatives, stress relief programs

* offer modified duty work to those who are able

* develop protocols and practices, including things like the supply of hand
sanitizer to operators and others in contact with the public, in order to reduce
transfer of diseases

On The Move - Canadian Bus Industry Human Resources Study
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Structural

* provide management and staff training to improve workplace morale
(respondent cited an 80% reduction in morale-related absenteeism)

* offer employee assistance programs

* monitor work hours

 provide more schedule flexibility

 provide recognition or bonuses for good attendance

» absentee counselling
Recently though, some in the industry have linked absenteeism to the issue of
work/home-life balance. For some, the issue of reconciling work and family life is
closely related to addressing the level of absenteeism in an organization. For others,

however, it simply represents the reality of busy lives, especially in urban transit systems
where split shifts and weekend shifts are common practice.

Although the industry is still in the early stages of addressing this issue, some
organizations have identified remedial measures they have put in place, including:

* memoranda of understanding between management and unions to create a
joint committee on the issue of reconciling work and family life

* business orientation training for all employees

* alternative work week options such as variable days and hours
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5. 5. 3 Retention

Given the increasing difficulty in recruiting employees in competitive labour markets,
enhanced employee retention can be a strategic advantage to any organization, and
understanding why employees leave is vital.

5.5.3.1 Reasons Employees Are Leaving

Though there are obviously many reasons why employees and managers leave their
positions, by far the most significant identified by survey respondents is retirement
(figures 5-9,5-10, 5-11).Though retirement can be delayed, the implications for the
industry are significant, as retirements are ultimately unavoidable.

The leading motivations to leave, besides retirement, include advancement
opportunities and career changes. Health issues, which may include those brought on

by working conditions, are also a contributor to early departures, particularly for
mechanics.

Figure 5-9: Manager Departures

Why Managers Leave the Organization
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Figure 5-10: Driver/Operators Departures

Why Drivers/Operators Leave the Organization
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Figure 5-11: Mechanic Departures
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5. 5. 3. 2 Retention Strategies

Recognizing the significance of retention respondents have implemented a number of
retention strategies. By far the most popular across all employment categories is simply
to increase pay (figure 5-12). Furthermore, this strategy is employed by survey
respondents for all employment categories and is the most popular option within each
category.

The risk of relying on pay raises to curb employee departures, particularly in a
competitive labour market, is substantial. Though pay raises may be required to remain
competitive they do not address the fundamental causes, but contribute to escalating
costs.

Figure 5-12:Retention strategies across employment categories

Sector Retention Strategies
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After pay increases, attractive shift schedules are the most popular retention strategy to
survey respondents. Many in the industry are looking toward alternate work patterns
(e.g.,a four-day work week) in an effort to make positions more attractive and
competitive, often as part of a specific work life balance program. Studies have shown
that more flexibility in the workplace is a key component of establishing a work
environment that is not only attractive to workers, but also healthy and satisfying
(Canadian Council on Social Development, 1999).
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Proper succession
planning is critical to the
Juture vitality of the
transportation sector:
Several key components
are involved in succession
planning and they include
the following:

* Recognizing the need
and obtaining top level
commitment

Developing a plan,
which involves timing
of replacements,
including sufficient
training and overlap,
provides for
contingencies (e.g.,
sudden resignations)
and contains
mentoring
responsibilities

Making the necessary
investments

Keeping the plan
dynamic by periodic
updating and periodic
assessment of its
effectiveness

Documenting the plan
and procedures, its on-
going activities and
accomplishments and
the lessons learned

Source: Transportation
Association of Canada®,
2002.
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5. 5. 4 Workforce Renewal

As borne out by the significant increase in the age of the industry’s workforce, there
will be a large-scale renewal of the workforce over the coming years.The need to plan
for replacing retiring employees at all ranks within the industry is apparent, but the
industry’s reaction is less so. Results of the Study’s focus groups and interviews suggest
that the industry is just beginning to tackle the issue of formal succession planning.

5. 6 Impact of Industry Trends

5. 6. 1 Organizational Structures

Survey results and participant comments suggest that two significant trends have
begun shifting the typical organization toward a more inclusive and participatory
structure; first, a greater focus on communication and interpersonal relationships, both
with customers and colleagues; and second, a shift toward structures that are less
bureaucratic.

5. 6. 2 Career Progression

This Study revealed that many organizations are having difficulty staffing management
positions. In the case of urban transit, the issue of career progression is made all the
more challenging by the recent amalgamation of many transit systems and their
respective municipal governments.The risks associated with this organizational
restructuring are that career paths have changed opening up more advancement
possibilities within the larger organization to transit employees while negatively
impacting others as their roles become no longer uniquely transit oriented.

In other sub-sectors such as the school bus sub-sector, the opportunities for progression
are limited, as the ratio of management to drivers is extremely low. Furthermore, many
employees are not driving a school bus in order to further a career, but as part-time
employment or to fill a gap between jobs.

In the intercity sub-sector, scheduled operations offer some career progression options.
The Study indicated that, in most cases, it is the long-time employees that often fill the
mid-management functions because of tenure and experience. In charter and tour
operations, seasonality makes it difficult to sustain a large management structure
allowing for career progression.

Many employee Study participants mentioned their lack of interest in joining the ranks
of management.They feel the extra pay of a supervisory position does not adequately
compensate for the added responsibilities.
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6. 0 Synthesis and Recommendations

The Study confirms that the motor carrier passenger industry has significant economic
and societal influence on Canada and Canadians producing many benefits including
public mobility, cost-efficient transportation that stimulates economic development and
environmentally sound solutions to traffic congestion, reduction of energy
consumption and improved air quality.

In summary, it is evident that this industry is a substantial and indispensable contributor
to the economic strength of Canada and to the quality of life enjoyed by our citizens.
However, research has also identified that changing national, regional and global
demographic, economic, legislative, technological, competitive and fiscal influences
continue to represent challenges that require industry adaptation, innovation and
investment, particularly in relation to its human resources.

6. 1 Recent Trends

The years since the PW Study have been marked by increased investment, systems and
services improvement, technology innovation, stakeholder collaboration and growth
within the Sector.

The bus industry, made up of approximately 1500 operators, plays a key role in the
Canadian economy from standpoints of employment, passengers carried, revenues
generated and capital investment. Nationally the sector employs over 90,000 people in
urban transit, intercity, tour and charter, school transportation and ancillary activities.
During the years 1995 - 2004 employment grew by over 17%.The industry collectively
moved more than 1.8 billion passengers in 2004, exclusive of school bussing. In 2004,
the industry also generated more than $7. 6 billion in total revenues, including
government operating and capital contributions? and invested over $1.3 billion in
capital expenditures, including $728 million in vehicles.

While this performance is very encouraging, the industry cannot be complacent. It
must constantly strive to improve its services so that increasing customer expectations
are reasonably met in the areas of reliability, safety, comfort and affordability. This is seen
by many stakeholders as an exceptional challenge as they also must contend with a
number of significant business and economic issues, some beyond their operational
control. These include, but are not limited to:

 ageing and/or inadequate fleets and related infrastructure
e automobile competitor dominance

* funding inadequacies

* new technology affordability

* prohibitive operating/capital costs escalation

* declining student populations

2Transport Canada 2005 Annual Report
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Recent substantial investment has been made in the urban transit infrastructure
including the progressive modernization/upgrading of fleets, to enable this sub-sector
to provide a modern, accessible network of bus services to meet 21st century
expectations/requirements.This investment will need to be continued over the coming
years. Development of quality partnerships with governments, other key stakeholders
and capital investors is also a key to further success and these relationships need to be
expanded to ensure maximum potential benefit is realized.

All sub-sectors report growing difficulties in recruiting qualified staff in all positions.To
some extent this reflects the employment buoyancy of the Canadian market where the
unemployment rate has dropped from 9.3% in 1996 to a 32-year low of 6.1% in 20006.

The industry still has substantial work to do to overcome the negative public
perception of bus and coach travel, which will have to change appreciably if the
industry is to realize its full potential. It is therefore imperative that the industry is
enabled to work in a stable and fiscally supportive legislative environment. Most
important, that all stakeholders are committed to delivering the high quality of
transportation services that meet the legitimate needs and reasonable expectations of
the public which it serves.

6. 1. 1 Urban Transit

Urban transit systems will face strong financial pressures caused by various factors,
including:
 replacement of ageing fleets in major centres

e a potential infrastructure funding shortfall of $5.379 billion through 2010, as
estimated by CUTA members

* retirement of a huge percentage of their workforce over the next five years

* recruitment of a large number of new recruits and screening an even larger
number of applicants

The question of public/private partnerships will continue to divide the sub-sector along
management and union lines.To complicate matters further,local politicians are now an
intricate part of the decision-making process of almost all urban transit systems in
Canada.

Urban transit systems will continue to introduce new technologies into their operations
and into their training approaches.

The legacy issue for retired workers—pension funding—is still not resolved for all
urban transit systems and deserves appropriate attention, given the significant financial
implications.

The federal government is also to be recognized as a player in urban transit, and they
are poised to play an increasing role. In 2005, the federal government has also began to
inject money into municipalities which in turn have invested some of that money into
urban transit.
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6. 1. 2 School Bus

The consolidation of service providers in the sub-sector will continue, as it is becoming
challenging for some sub-sector service providers to sustain operations due primarily to
increasing operating and capital costs versus diminishing student ridership.

This downward pressure on revenues is also forecast to continue. For example, variable
prices in fuel costs have shown that, in the absence of contract escalator clauses, the
sub-sector is vulnerable to price fluctuations and that it is extremely difficult for service
providers to absorb cost increases. Similarly, capital costs are affected by such issues as
the Transport Canada regulation that all new school buses be equipped with child
restraint anchorages according to vehicle seating capacity by April 2007.

The delicate balance reached by many service providers in supplying both school
transportation and charter services is expected to come under more stress as this
consolidation continues. Service providers have done well in many instances in being
able to balance their dual operations in a generally local and regional service
environment.The trend towards a greater concentration of urban student demand
combined with a decline in rural and small community school enrolment, will
negatively affect certain regional and local transportation service providers.

6. 1. 3 Intercity, Charter and Tour

The stability provided to scheduled intercity bus services by the economic regulation
status quo will help.The sub-sector will also likely see little growth because of the
changing geographic dispersion of our population.The fact that over 80% of Canada’s
population lives in urban centres has brought dramatic change to the travel patterns of
our society. When this factor is combined with heavily subsidized competing modes on
some lucrative routes and attractive airfares between urban centres, we have a recipe
for slow growth in revenues and some justification for concerns for the long-term
financial prosperity of the sub-sector.

As for the tour and charter sub-sector, it will remain volatile and influenced by factors
external to the sub-sector: such as North American security issues, health-pandemic
concerns (€. g. SARS), exchange rates, and escalating fuel prices and insurance
premiums.

6. 2 Growth Prospects

All sector growth for the next decade is expected to take place in the urban (+8,404
employees, +2,857 vehicles, +440 million passengers) and to a lesser extent intercity
(+176 employees, +84 vehicles) sub-sectors. School and tour/charter are forecast to
show decreases in employees and vehicles primarily due to social changes which have
negatively influenced ridership such as declining birthrates, declining student
enrollments and an overall reduction in visitors to Canada.
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Key Drivers of Sector Growth

Where growth is projected in the sector it is attributable in part to a range of
developments within the market, including:

» government focus and support. Developments already underway include traffic
priority measures (BRT’s), income tax deductions for transit passes, reallocation
of fuel tax funds and additional infrastructure funding

* urbanization of the Canadian population
* immigration settlement patterns
* ageing population

* economic factors (e. g. escalating costs of auto ownership)

6. 3 Changing Skills Needs

The key drivers highlighted above have significant implications for the skills required
by the industry now and in the future. In particular:

* Proficient interpersonal, customer service and information management skills
are imperative.Across all sub-sectors there is a need for staff at all levels and in
all positions to develop the knowledge and skills required to deal with
increasing service expectations, passengers with disabilities and a diverse
clientele

These attributes will need to be complemented by other improvements in
management skills to meet the demand for more reliable, quality-enhanced
services and to cope with the complexity of contemporary transport systems.
While bus and coach managers will need to develop their skills in relation to
managing people and information, owner-operators will need to develop better
business management skills for their enterprise to remain viable in the future. In
addition, a greater skills proficiency is required in commercial awareness,
project management and partnership development

Industry requirements are also triggering the need for greater utilization of
diverse new vebicle, systems and support technologies and the development of
related operating and maintenance skills. For example, companies are
introducing GPS, payment systems, integrated and real-time information systems,
CCTYV and logistics and route planning systems; all designed to improve
efficiency and service quality

6. 4 Workforce Planning and Recruitment

In order to meet the ever-increasing demand for more and better developed skills and
to replace the skills and expertise lost to the sector as thousands retire, it is vital that
companies are successful in assessing both organizational requirements and resource
supply. Most organizations have encountered prevailing difficulties in filling vacancies.
This is particularly noted in the skilled trades occupation of mechanic.As well,
recruiting bus operators has become more challenging, particularly in the school bus
sector and the seasonal tour and charter business.
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When asked about the challenges of recruitment, Study participants cited a general lack
of applicants and disinterest in working in the sector. Deterrents quoted include
working conditions, unsociable hours and limited career advancement opportunity.As a
result those individuals applying for jobs often do not have the basic prerequisite skills.

This means that skill gaps and deficiencies in the sector’s future workforce could be
significant. Many cite that the skills lacking in new applicants are the very areas where
employer requirements are increasing; in particular, technical and practical skills,
communications and customer service skills, literacy, numeracy and management skills.

Given the problems that the industry is encountering in attracting new recruits, it is
vital that applicants are able to access the training they require to enhance their
competence and value to the sector. 89%) of survey respondents report that internal
training is the most used training delivery method. In light of increased training needs,
the industry must exploit all effective training development and delivery approaches,
including industry associations, education institutions and cross industry partnerships
to ensure the timely provision of adequate and affordable training to meet current and
future demands.

6. 5 Critical Areas of Focus

6. 5. 1 Working in Partnership

A reliable, efficient and comprehensive motor carrier passenger transportation network
enhances image and reputation, and accommodates the social needs of the community
which it serves.The bus industry must be committed to forging lasting relationships
with all levels of government and other stakeholders including labour, manufacturers
and education to ensure optimization of systems performance, growth and influence.

6. 5. 2 Innovation

Creative thinking and the harnessing of new technology must be at the heart of the
industry’s vision for modern, dependable and safe bus transportation. Improvements to
services and facilities that are driven by exciting new ways of thinking will benefit
customers and change public attitudes relative to the industry’s image.

6. 5. 3 Security

Passenger and employee safety and security must continue to be paramount within the
industry particularly in this age of global-social instability.

The protection of passengers and operators from violent acts has become a critical
issue in the light of increased incidents.This issue dominates discussions during
collective bargaining sessions, and is the focus of public education campaigns across
the industry.Also, growing concerns over potential pandemics require industry
preparedness.

6. 5. 4 The Environment

Transportation has a measurable impact on the environment and the industry has both
the responsibility and opportunity to reduce greenhouse gas emissions via on-going
improvements in vehicle technology and driver training. Energy issues will continue to
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impact all sub-sectors, as the price of fuel, combined with new environmental
regulations, pushes the costs of operations higher.Although fuel prices may ease at
some point, experts predict that they will likely remain high for some time to come.
Furthermore, no economically viable alternatives are foreseen over the next five to 10
years. Programs such as the recently developed Natural Resources Canada’s
SmartDriver training program for fuel-efficient driving should be implemented as early
evidence shows promising operations and maintenance cost efficiencies.

6. 5. 5 Customer Service and Social Inclusion

The social environment in which the bus sector now operates is significantly different
to that of ten years ago.Among other influences the population of seniors, persons with
disabilities, immigrants including visible minorities and persons with language barriers
are all increasing. The industry must focus on the special needs of these groups while
also meeting public expectations regarding levels of efficiency and reliability, customer
service, comfort, safety, security and cost.This encompasses involving these groups in
future planning of service delivery.

6. 5. 6 Labour/Management Collaboration

While wages and related benefits continue to receive labour/management attention,
focus at the bargaining table has begun to shift to issues such as operator
safety/security and work-life balance. In unionized environments the emphasis must be
on collaborative resolution of a broader spectrum of issues than in the past.

6. 5. 7 Information Management

Despite the higher levels of regulation and licencing requirements in the industry there
is insufficient data in three of the four sub-sectors to provide meaningful historical
trends and sub-sector profiles. Participation by all stakeholders in the process of data
development is essential in order for industry needs to be accurately identified and
effectively addressed.

6. 5. 8 Human Resources Quality and Quantity

The quality and quantity of the industry’s human resources is critical to the
performance, influence, competitiveness and image of the industry.
The Study identifies the following as key human resources priorities:

* addressing the diversity of skills and training needs

* improving productivity and performance

* meeting emerging skills requirements

¢ dealing with an ageing workforce

* tackling recruitment and retention difficulties

* addressing skill gaps and deficiencies in the workforce

* improving access to training and qualifications

» combating limitations in the supply of qualified resources

» enhancing employee wellness and satisfaction
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* increasing participation of women, aboriginals and minorities
» promoting the professionalism of employees

 formalizing both labour demand and supply forecasting

6. 6 Vision

Conducting this Study has provided employers, employees, unions, manufacturers,
associations, educators and other stakeholders the opportunity to reflect and comment
on the current state of the industry and share their perspectives for its future.In a
variety of forums stakeholders discussed what changes must be made to industry
culture and philosophy, and what alliances and linkages must be forged in order to
ensure and perpetuate a strong, responsive, profitable, safe and secure motor carrier
passenger industry in Canada.

Based on this extensive feedback and participation, stakeholder comments, ideas and
beliefs have been synthesized into the following VISION.

“We envision a bealthy, sustainable motor carrier passenger industry which is
respected and valued by governmenis and by the Canadian riding public, and in
which careers are given significant stature and desirability.

We envision an industry in which sub-sectors co-operate through sharing of
information and best practices affecting all aspects of the industry, and in which the
impact of the industry’s over 90,000 employees and nearly $8 billion in economic
activity is fairly considered in the transportation and buman resources policy
decisions by governments.

We envision an industry linked by compatible technologies that allow instant
interaction between modes, enabling customers to plan, pay for, and use an integrated
motor carrier passenger system.

We envision an industry that is a model for buman resources excellence, in which
wellness, career skills development, safety and security are considered essential.

Every element of this vision can be attained through the co-ordinated efforts of all
players involved.

6. 7 Recommendations

Recommendations are presented as Strategies followed by related Priorities and
Actions. The reader should not consider this list complete but rather a presentation
of the highest priority issues developed by the Study. Additional and unlimited
opportunity exists for creative and innovative contributions, investment and
influence from all stakeholders for the betterment of the industry. The process of
this Study has shown that there is a great deal of innovative thinking already taking
place. MCPCC stands ready to be the “table” at which stakeholders gather for the
generation and deployment of a host of additional ideas, strategies, and action steps.
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Strategy A: Workforce Planning and Recruitment

Priority 1: Making workforce planning integral to business planning

Priority 2: Communicating a compelling recruiting image

Priority 3: Attracting seasonal and part-time workers

Priority 4: Accessing and screening applicants efficiently and effectively
Priority 5: Increasing gender, Aboriginal, and minority work force participation

Priority 6: Attracting future generations (employees and ridership)

Strategy B: Training, Life Long Learning and Resources

Priority 1: Gaining employer commitment to on-going training as an essential
investment

Priority 2: Meeting on-going demand for skilled trades
Priority 3: Providing industry access to training programs and resources
Priority 4: Maximizing training investment and delivery options

Priority 5: Raising the professional status of bus operators through the promotion of
certification/accreditation

Priority 6: Developing management and leadership skills

Strategy C: Retention and Working Conditions

Priority 1: Orientation of new employees

Priority 2: Responding to the needs and opportunities presented by the ageing
workforce

Priority 3: Marketplace intelligence

Priority 4: Career progression strategies

Priority 5: Building morale and motivating productivity
Priority 6: Workplace safety and security

Priority 7: Developing healthier workplaces

Strategy D: Industry Advocacy

Priority 1: Strengthening the industry voice at all government levels

Priority 2: Developing and maintaining international industry intelligence and
collaboration
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6. 7. 1 Strategy A — Workforce Planning and Recruitment

The future of the motor carrier passenger industry in Canada hinges on its ability to
attract the necessary quantity and quality of industry-compatible human resources.
Attracting qualified career applicants for roles including operators, mechanics,
planners, service and support personnel, management and administration requires
dedicated, targeted, and aggressive action.This initiative must encompass
comprehensive knowledge of productive target markets, best recruitment sources
and media, and the many other factors that will create marketplace-competitive job
appeal.

6. 7. 1. 1 Priority: Making workforce planning integral to business planning

* Organizations must commit the necessary resources to develop and implement
an effective workforce plan as part of their business planning process.This
includes both demand and supply forecasts, formal succession planning and
integrated apprenticeship programs

» Develop a comprehensive model workforce plan incorporating guidelines,
strategies, and formulae that can be readily adapted throughout the sector.This
could include case studies, analysis of what constitutes a successful employee in
each industry position, sourcing and competitiveness

* Actively promote the concept and model through management development
conferences and by interactive presentations on an individual company basis

Action/Project Lead Partners Activity Duration
Workforce Plan Employers On-going
Employers
Model workforce plan  MCPCC External Resources 18 months
Government
Employers
Promotion MCPCC External Resources On-going
Government
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6. 7. 1. 2 Priority: Communicating a compelling recruiting image
* Expand the Motor Carrier Passenger Council of Canada’s recruitment and
career information website (“Put Your Career in Gear”) to include a broader
range of industry positions. Encourage educators to disseminate information
about the industry

» Partner with relevant federal, provincial and municipal governments and other
organizations to promote the industry and industry vocations via their media

* Promote in all recruitment media and activities the professional status of
careers in the industry. For example, professional designations including
Certification for Professional Bus Operators

» Expand the Behind the Wheel guide to recruitment best practices to
incorporate more of the “how to” aspects of establishing linkages with diverse
audiences. For example, cultural communities and opportunistic labour pools

Action/Project Lead Partners Activity Duration
V(./ebsn.e/m.formanon MCPCC Employers 12 monihs
dissemination Government

Associations
P, - e
artnering MCPCC Employers On-going
Promoting Emplovers MCPCC On-eoin
professionalism Py Associations going
Behind the Wheel MCPCC Employers 18 months
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6. 7. 1. 3 Priority: Attracting seasonal and part-time workers

* Develop a comprehensive list of proven best sources of applicants which will
then represent target market considerations for sector employers

 Conduct regional sample-surveys and/or focus groups of seasonal and part-
time employees to determine what workplace benefits and opportunities do
and/or would contribute most to the appeal of the job and their
job satisfaction

* Initiate influential representation to government for the purpose of negotiating
a change in the Employment Insurance (EI) benefits qualifying threshold for
seasonal and part-time workers to enable uninterrupted income during the “off
season”, where this need applies

Action/Project Lead Partners Activity Duration
Best sources MCPCC f;ltgl(l)ﬁrliesources On-going
S 7S ¢ f us
urveys and/or focus MCPCC Employers 24 months
groups External Resources
MCPCC Employers .

E.I benefits -

chents Associations Labour On-going
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6. 7. 1. 4 Priority: Accessing and screening applicants
efficiently and effectively

e It is recommended that organizations ensure that all staff involved in the
recruitment process be well versed in best practices (qualifications of
recruiters) relating to evaluating résumés, transference of skills, and
development and assessment of bona fide selection criteria

* Develop a national inventory of proven screening tools/media and/or assess
existing tools used by industry or other users with similar screening
requirements to facilitate screening efficiency and judgment

* Develop and implement National Occupational Standards (NOS) and
Essential Skills strategy for a wider range of jobs in the industry

» Implement an evaluation process to assess recruit success potential

Action/Project Lead Partners Activity Duration
.. Associations (training)
alifications of
Qu‘l Jeations © Employers MCPCC (best practices) On-going
recruiters
External Sources
TR : Employers
National inventory MCPCC External Sources 24 months
Employers
e LT Associations ot
NOS/Essential Skills MCPCC Fducators On-going
Government
Evaluation process Employers i) On-going
MCPCC
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6. 7. 1. 5 Priority: Increasing gender, Aboriginal, and minority work force

participation

* Develop on-going relationships and partnerships with community
cultural organizations

* Develop linkages to cultural placement and employment agencies that assist

in job placement

¢ Conduct labour market research to identify real and perceived barriers that
inhibit industry career interest from these groups; with the objective of
facilitating possible solutions

¢ Invest in aggressive marketing to cultural communities through activities such
as industry presence at cultural events, and advertising in cultural media

* Develop a series of “female-focused” career presentations representing
various occupations in the industry

* Develop a Strategy Guide to assist employers in identifying and addressing
language skills needs

Action/Project Lead Partners Activity Duration
Relationships and

CAtonsps A Employers Cultural Organizations On-going
partnerships

MCPCC

Linkages to agencies -g0i

inkages to agencies  Employers o On-going
Identify barriers MCPCC Employers 24 months

’ External Resources

Marketing Employers Cultural communities On-going
Female-focused career  Employers Unions On-coin
presentations MCPCC Referrals and Agencies going
Strategy Guide MCPCC Educators On-going
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6. 7. 1. 6 Priority: Attracting future generations (employees and ridership)

» Work with elementary and secondary schools to incorporate industry-
required essential skills and attributes in curricula and qualifications framework

* Raise the profile of road and travel safety and behaviour expectations in
learning programs especially in relation to citizenship, personal and social
development and tourism courses.The increased emphasis for vocational

learning in schools provides an opportunity to embed information about the
sector in school curricula

* Outreach - employers should seize opportunities to showcase the bus industry,
for example presenations at schools, community events

Action/Project Item Lead Partners Activity Duration
El t 7 and
cmeriary an MCPCC Education On-going
secondary schools
Raising profile MCPCC Education On-going
Outreach Employers Education On-going
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6. 7. 2 Strategy B — Training, Life Long Learning and Resources

Foundational to the success of any training investment is the employer’s recognition
of, and commitment to employ the financial and other resources required to deliver
on-going profitable results.The Study identified a broad range of quality, quantity and
consistency of training and development throughout the industry. Of particular
current and on-going concern is the need to address the changing characteristics of
Canada and the industry, more specifically as related to an ageing population, the
shortage of skilled trades, the rapid evolution of technology and the ultra
competitive marketplace relative to similar career opportunities. In this context, an
industry culture which values market intelligence, employs a broad diversity of
training methods and media to maximize workforce performance, and deliver a
measurable return on investment (ROD) is paramount.

6. 7. 2. 1 Priority: Gaining employer commitment to on-going training as an
essential investment

* Identify “best practices” that clearly outline the benefits and ROI offered by
continuous learning, including apprenticeship programs

* Maintain currency of National Occupational Standards (NOS) and/or
competencies as well as Essential Skills profiles and provide appropriate
training as competency requirements change

Action/Project Lead Partners Activity Duration
ROI MCPCC Associations 24 months
Employers
MCPCC

NOS/Essential Skills On-going

Employers
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6. 7. 2. 2 Priority: Meet on-going demand for skilled trades

* Initiate/develop trade-specific apprenticeship programs with qualified
institutions.

* Develop materials to demonstrate to employers the benefits of offering
apprenticeships

* Initiate/develop training partnerships with original equipment manufacturers
(OEMs)

* Investigate the feasibility of including industry skilled trades as part of the
federal government’s Foreign Credential Recognition (FCR) Program

* Activate the MCPCC-sponsored Skilled Trades Commission consisting of
stakeholder experts convened to address this challenge including review of the
apprenticeship system and setting national standards for apprenticeship in the
bus industry

Action/Project Lead Partners Activity Duration
SO Education .
Apprenticeships Employers Associations On-going
Materials MCPCC Education On-going
. OEM’s .
D, . 3 v’
artnerships Employers Associations On-going
FCR MCPCC Employers 6 months
Employers, Unions
Skilled Trades Associations, Educators,
Commission LHR0E Directors of Apprenticeship, Leifegiss
Government

6. 7. 2. 3 Priority: Provide industry access to training programs and
resources

* Develop a dedicated resource centre as part of the Council’s website to post
labour market information, studies, relevant training and other resources
including a “best practices” section and maintain currency of information

* Target government subsidy programs such as the Employment Insurance
System to train workers

 Hold national cross-industry sessions to identify changing skill requirements
and gaps and determine any training development needed

Action/Project Lead Partners Activity Duration
Resource centre MCPCC All stakeholders On-going
Government subsidies Employers On-going
Cross-industry sessions MCPCC All stakeholders Periodically
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6. 7. 2. 4 Priority: Maximizing training investment and delivery options

* Engage in a collaborative, cross-industry strategy for maximizing industry
training. For example, commitment to and employment of the national
Accreditation Program

* Initiate and/or strengthen linkages with educational institutions which could
include joint ventures and the offer of faculty, trainers and speakers; and by
inviting institutions to use employer facilities, simulators, and equipment as part
of their programs

* Evaluate for potential industry application international programs considered
“benchmark” in other countries including the UK, USA, Australia and EU

Action/Project Lead Partners Activity Duration
MCPCC
Cross-industry strategy -g0i
ross-industry strategy  All stakeholders Associations On-going
Linkages with Employers Associations On-goin
educational institutions Educators MCPCC going
Associations
International programs MCPCC . . On-goi
crhational programs International representatives 1-g0ins
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6. 7. 2. 5 Priority: Raising the professional status of bus operators through
the promotion of certification/accreditation

* The entire industry must commit to showcasing the professionalism of
operators via unlimited support of certification and accreditation. This
support and promotion commitment will reinforce the industry ‘s adoption of
national Occupational Standards, will increase training efficiencies and results,
attract new entrants and has the potential to improve both operator pride (and
potentially, retention) and public confidence in the providers’ ability to deliver
reliable, courteous and safe transportation

Consistently integrate the benefits of certification and accreditation into
corporate marketing with the goal to enhance the image of the industry,
increase public recognition of operator professionalism and promote greater
utilization of services

Investigate the feasibility of having the certification designation registered
with each province/territory

* Submit a proposal for review of the National Occupational Classification

(NOCO) for bus operators
Action/Project Lead Partners Activity Duration
Associations
Support of certification Emplovers MCPCC On-coin
and accreditation ploy Educators gomng
Unions
Associations
C t arketi -90i
orporate marketing  Employers MCPCC On-going
Certificati
e1. 1ca. on . . Government 18 months
designation registration
NOC MCPCC Government On-going
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6. 7. 2. 6 Priority: Developing management and leadership skills
* Establish a “Toolkit” that sets out national standards for mentoring and
succession planning programs and enable organizations to develop their own
programs
* Promote management development sessions at conferences; develop
workshops, seminars or forums

Action/Project Lead Partners Activity Duration
. Employers )
Toolkit MCP! g
oolki CPCC Associations On-going
Sessions Associations External Resources On-going

6. 7. 3 Strategy C - Retention and Working Conditions

Throughout every phase of this Study, issues of retention and working conditions
and their interrelationship have been identified as matters requiring serious
consideration. Turnover can be a result of several factors beginning with an
improper hire and/or orientation but much can be done to improve

employee retention.

6. 7. 3. 1 Priority: Orientation of new employees

* Implement employer orientation programs that are used consistently to
initiate a mutually-supportive foundational relationship

 Develop a generic orientation template encompassing objectives, methods,
and scope, which can be adapted by organizations. Include exemplary
orientation program outlines as a resource

Action/Project Lead Partners Activity Duration
Employer programs Employers On-going
. . Employers
G o lat M 1
eneric template CPCC External Resources 8 months
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6. 7. 3. 2 Priority: Responding to the needs and opportunities presented by
the ageing workforce

* Identify legislative, insurance, and other factors and/or potential barriers that
negatively affect:

* retention of staff beyond specific age ranges or lengths of service

» employer ability to retain retirees in the workforce, and initiate remedial
action, as appropriate
* Develop the capacity to capture the knowledge and experience of senior staff
before they retire, and use it effectively in orientation, training, and retention
programs. Strategies could include mentoring programs, training and formal

documentation

Action/Project Lead Partners Activity Duration
Age factors/barriers Employers MCPCC On-going
Capture knowledge Employers On-going

6. 7. 3. 3 Priority: Marketplace intelligence

* Initiate a cost/benefit evaluation of the practicality (costs and industry support)
of commissioning a periodic survey of compensation and benefits to include all
sectors, and selected like industries in order to develop a comprehensive
database, which can be shared across the industry

* Investigate retention strategies “best practices” and publish these on the
MCPCC resource centre website

* Periodically conduct employee surveys to evaluate employee workplace
satisfaction

¢ Investigate areas which would benefit from the development of pilot projects
such as exemplary recruitment, work-based learning initiatives or occupational
health and safety

 Hold focus groups to increase labour market intelligence and post results on
MCPCC resource centre website

Action/Project Lead Partners Activity Duration
Feasibility of survey MCPCC Employers On-going
Retention strategies MCPCC External Resources On-going
Employee surveys Employers / Employees On-going
Pilot projects MCPCC Associations Employers Periodically
Focus groups MCPCC External Resources Periodically
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6. 7. 3. 4 Priority: Career progression strategies

» Employers must define precisely what career progression is and means within
their structure, and must effectively communicate opportunity options and
related training prerequisites to employees and recruiting markets

 Evaluate what similar industries are doing to create career progression
strategies and/or enhancement for application by systems/companies within
the sector

» Employers and employees must jointly create an employee development
strategy, which constantly grooms, evaluates, and recognizes employee progress
toward the achievement of their maximum potential

Action/Project Lead Partners Activity Duration
Definition Employers Unions On-going
Evaluate simila
. A e i MCPCC Associations On-going
industries
Development strategy  Employers/Employees Unions On-going

6. 7. 3. 5 Priority: Building morale and motivating productivity

* Collect industry and external examples of ”best practices”, which detail proven
programs for building morale and motivating productivity,and make these
available to the sector

¢ Include motivational leadership training as an essential component of
management development

» Initiate creative types and levels of recognition that showcase and reward
achievers internally and externally

* Give line staff visibility and showcase them in public advertising

« To the extent reasonably possible, involve employees in workplace decisions,
which will affect them

Action/Project Lead Partners Activity Duration
- All stakeholders .
Best practices MCPCC External Resources On-going
Leadership trainin Employers Associations On-goin,
< - p ¢ g p Y MCPCC g g
Associations
Recognition levels -goi
ecognition levels Employers MCPCC On-going
” Associations
S > s .1 - - 1
taff visibility Employers MCPCC On-going
Workplace decisions Employers Unions and Employers On-going
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6. 7. 3. 6 Priority: Workplace safety and security

* Develop a national on-going public education campaign against public
violence and abuse to educate the public on acceptable behaviour in a public
transportation environment. This requires enlisting government support
(financial and media), forging public education partnerships, holding public
forums; and developing creative, sustainable solutions that are citizen and
community driven

 Access from industry and external sources exemplary safety and security
programs and make these available to industry employers

* Implement the use of new and emerging technologies that are designed to
increase employee safety and security

» Work with the industry through the creation of joint management-labour
committees to address workplace health and safety concerns

Action/Project Lead Partners Activity Duration
Public education All stakeholders Government On-going
Associations

E lary yrams  MCPCC On-goi

xemplary programs gl n-going
. Employers .

Technologies -
echnologies Unions On-going
int management- Empl

Joint manage 'nen .p oyers On-going

labour committees Unions

6. 7. 3. 7 Priority: Developing bealthier workplaces

* Determine from industry and external sources which providers offer
exemplary health and wellness programs and make this information
available to all industry employers

+ Invest in health and wellness programs that have been proven to effectively
address workplace stress and other identified factors that adversely affect
employee health

* Develop Memoranda of Understanding between Labour and Employers
regarding the reconciliation of work and family life to build policy

collaboratively

Action/Project Lead Partners Activity Duration
Egcmp}ary health and MCPCC Employers ris
wellness programs External resources
Invest in health and .

i Employers On-going
wellness programs
Memoranda of Employers O-00in
Understanding Unions Boing

On The Move - Canadian Bus Industry Human Resources Study



6. 7. 4 Strategy D - Industry Advocacy

In a global knowledge economy, links with counterparts around the world are
essential to optimize knowledge transfer, not only for application within the
industry, but as an aid to proactively influence our own governments at every level.

The Canadian motor carrier passenger industry is the first in the world to initiate
both workplace Accreditation and Operator Certification on a national level -—- an
excellent example of an initiative that can leverage industry recognition and
collaborative exchange in the international community.

From a Canadian legislative perspective, there are numerous Acts of Parliament and a
multitude of local, provincial, and regional laws and regulations which have bearing
on the motor carrier passenger industry. The industry’s ability to yield strong
influence on the legislation that affects it is essential for its long-term viability and
reasonable autonomy.

6. 7. 4. 1 Priority: Strengthening the industry voice at all government levels

 Consolidate pertinent human resources related industry/government
initiatives as a resource on the Council resource centre website.

¢ Build industry recognition at all relevant government levels and venues
through marketing initiatives, formal presentations, and the cultivation of
influential relationships

* Monitor the industry-related activity of government Standing Committees
(federal and provincial) and municipal/regional transportation committees, etc.
to enable an informed proactive industry influence and/or presence on
contemplated and pending legislation impacting human resources

* Initiate proactive/timely submissions to government on important industry
concerns (e. g. disruptive/violent passenger control legislation)

* Leverage the Sector Council collaboration of labour, employers, associations,
and other stakeholders to strengthen industry representation to all forms of

government

Action/Project Lead Partners Activity Duration
Consolidate - .

Associations, Unions .
government human MCPCC . On-going
e Systems/Companies
resources initiatives
Industry recognition  All Stakeholders On-going
Monitoring gf:g:;ﬁg:rssmd LES All Stakeholders On-going
Submissions All Stakeholders On-going
L age Sector C -il
CLErase Secton HOURCT o) Stakeholders All Stakeholders On-going

collaboration
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6. 7. 4. 2 Priority: Developing and maintaining international industry
intelligence and collaboration

* Initiate and develop centralized collaborative liaison with International
counterparts operating in progressive economies

* Leverage these relationships to include the sharing of research, concepts,
methodologies, strategies and technologies.To ensure optimum reciprocity, the
industry must be fully committed to reasonably sharing information and
strategies with other stakeholders, both international and domestic

» Access international industry human resource intelligence for dissemination
to, and access by stakeholders

Action/Project Lead Partners Activity Duration
Associations
aison MCPCC International Representatives On-going
Sharing AssociationsyMCPCC International Representatives On-going
.Intcrflationztl MCPCC Intern.al:ilonal Representatives On-going
intelligence Associations
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7.0 Case Studies

OC Transpo “Let’s Talk” and “Peer Support” Programs - Workplace Health

Case Study Snapshot

Two successful and innovative OC Transpo programs, Let’s Talk and Peer Support,
relate to ensuring quality working environments for motor carrier passenger
employees.These programs were developed to foster a healthy work environment by
allowing employees to deal effectively with both work-related and personal issues that
may impact mental well being, enjoyment of their work, and capacity to perform to the
best of their abilities.

About OC Transpo

OCTranspo is the 397km City of Ottawa public transit system with a typical weekday
ridership of 343,000 passengers. It employs over 2200 employees who provide bus,
light rail, and accessible services to a population of 750,000. Its fleet includes 920 buses
covering 218 routes; an 8km 3-train LRT system;and 130 dedicated ParaTranspo
vehicles. City Council, supported by a Transportation Committee which includes nine
members of Council, determines and guides the implementation of transit services.

About the Programs

Transportation systems rely on teamwork, communication, and customer service. Two
elements, quality of interpersonal relationships and resolution of work-related conflicts
have been identified by OCTranspo as important positive employee influences,
contributing to work satisfaction, reduced absenteeism, better productivity, and
employee retention.

For OCTranspo and the City of Ottawa, these lessons were brought to light in the most
tragic of ways,a 1999 event that took place in the maintenance garage in which a
former employee shot and killed 5 people, including himself.

In the aftermath of the incident, a trauma counselling team was brought in to work
with staff, not only to help people deal with grief but to also look very carefully at
organizational culture in order to determine the roots of the frustration and anger that
led to the tragedy.

The combined team of staff and outside professionals identified a “dictatorial”
management style and a strong sense that employees had no role in helping to shape
the work environment.A prior (1996) organizational audit had also identified that the
organization had traditionally focused on service delivery at the expense of the
individual.

It was clear that both internal communication and shared responsibility for problem-
solving were deficient,and recommendations for both Let’s Talk and Peer Support
were a direct result of the process. Each of these programs is designed to address a
distinct facet of workers’ needs.
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Let’s Talk

Let’s Talk is a process that has been developed to involve people in the organizational
decisions that affect them directly. Peer groups - employees who work in one area or
similar areas—identify workplace issues and problems that are creating stress or
unhappiness, and identify ways to solve those problems, developing solutions jointly
with management as appropriate. Often these issues are “pressure points” that have the
potential to become grievances.

Though Let’s Talk is on the surface a venue for issue identification and problem
resolution, it is also recognized as way of building a more trusting and mutually-
supportive relationship between employees, supervisors and management.

Led by trained “Ambassadors” —personnel at any level and in any part of the
organization who have taken specialized facilitator training offered free of charge by
OCTranspo, groups of employees meet to:

* Identify and clarify the issue at hand
* Discuss a range of possible solutions
» Offer a group-developed solution to a vote

* Recommend action and put the solution into place

A typical “group” is composed of representatives from both the operator side and
management. Six operators are paid to attend meetings that take place twice monthly.
Management participants include representatives from the following groups:
Supervisors, representatives of the Superintendent, Program Managers, Trainers, and
Managers.All participants receive a three-day training program delivered by the City of
Ottawa, and OCTranspo is now adding Meeting Effectiveness training sessions as well.

The program has proven to be an effective counter to negativity in the workplace. It
provides an opportunity for all employees to learn new skills and to promote a more
satisfying and productive work environment.A key to the process is valuing the input
of any person at the table, and integrating the values of respect, cultural sensitivity, and
democratic principles into the process.

A senjor staff person in the Transit Operations Department explained,“The concept is
easy to say, but somewhat trickier to do.Trying to get things accomplished in a timely
way while respecting the need for people to be involved takes time, but it’s time well
spent.“

From the beginning, OC Transpo leadership stood firmly behind Let’s Talk as it found
its footing, involved when asked to be, but purposely encouraging delegation to those
most directly affected. Generally, Let’s Talk sessions steer clear of discussion of
collective bargaining issues, primarily because there are other mechanisms and
processes in place for this purpose.
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As the program has evolved, it has become strongly popular and is seen as a core
expression of OCTranspo’s organizational values. Program self-sufficiency has been
strengthened by an on-going renewal process in which new people are trained and
take on the cycling leadership role in the process.

Among key successes of Let’s Talk, OC Transpo’s Code of Conduct stands out as a
seminal document that has involved countless hours of input and refinement from
participants in the group sessions.Another example: Let’s Talk is the focal point for
working groups that have advanced new Vacation Allocation policies to senior
management.These policies are now in place, and reflect a stronger sense of fairness
and equality.

Peer Support

Another program developed in the aftermath of the 1999 tragedy, Peer Support
emerged as an alternative to the more formal Employee Assistance Program.

The Peer Support network consists of a team of fellow employees who have
completed an internally-provided, free of charge training program that gives them core
counselling, problem-solving, decision-making and referral skills. Sometimes Peer
Supporters provide specific insights and techniques; at other times it’s all about a
lending a friendly, non-judgmental ear. Peer Supporters offer practical solutions or
guidance about what might help, offer advice on how to defuse a stressful situation or
provide important information or referral to a professional.

There are currently 36 Peer Supporters who have each received up to 30 hours of
initial training in communication, listening, critical incident debriefing, stress
management, bereavement, suicide intervention, confidentiality, conflict resolution,
anger management, and stress diffusion. Peer Supporters also receive 16 hours a year of
additional training in relevant topics.

The screening process is extensive, and a panel reviews applicants in a process which
includes interviews. Final decision-making power for approval of new Peer Supporters
rests with the Union President and the Director.

Two annual meetings are held in which participants discuss everything from
contemporary “hot” issues to training needs. Quality assurance is secured through the
intensive screening process and through on-going review. Review mechanisms include
a Peer Review Board and an ad hoc group set up to deal with complaints.This group
includes three Peer Supporters chosen at random, the Program Coordinator,and a
representative of the Director’s office.

Peer Support began its “employee-friendly” branding with the development of a
program logo designed by a bus operator, and continues today with posters that feature
Polaroids of the newest Peer Supporters, hung strategically in all bulletin board
locations across the property’s physical space.
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Project Profile Summary

After a little over five years, Let’s Talk and Peer Support are identified internally by
stakeholders as “ours” - and personnel at all levels have enormous respect for these
expressions of OCTranspo’s commitment to its people. The programs have worked
vigorously to maintain a “home grown” feel - and are not seen as having any significant
input or connection to senior management.

The future of Let’s Talk and Peer Support will rely heavily on skills development, most
importantly the management skills to recognize, implement and sustain effective
practices that foster solid working relationships—relationships focused not only on the
operational requirements and service delivery, but also on the individual needs of the
employees and managers.

Case Study Profile

This initiative has succeeded because the following essential skills and elements of
success are present and given high value:

* Leadership/Championing: Senior management and Union leadership are
committed to an on-going process of culture change. OC Transpo’s experience
highlighted the need to constantly invest in two things: 1) a commitment to
cultural change that creates a more positive work environment; and 2) enabling
resources and time to create and maintain positive “change agents” [ Let’s Talk
and Peer Support] which promote employee interdependence and employee-
management collaboration as essential prerequisites to the favourable
resolution of workforce team/esprit/morale issues

Additional Senior-Level Commitments:

* “Buy-in” from all levels of staff and the Labour structure was secured. Staff at all
levels prioritize these programs, making it clear to line managers that employee
time devoted to projects of this kind is encouraged

* Program-supportive financial and human resources are provided

* Specific investments in training and development have been made in order to
increase interpersonal skills - helping people work better in terms of problem-
solving while understanding the business aspect as well

» Staffing: In order to be most successful, programs of this kind must operate
without on-going involvement from senior management. Program management
involves delegation to mid-level managers and to line staff. At OC Transpo, one-
third of one full-time staff person co-ordinates both “Let’s Talk” and “Peer
Support”’. Human Resources, Training, and Operations departments provide
resources to the program and co-ordinate training efforts

* Training: Training for these programs was developed internally, drawing from
existing resources including EAP training materials

222 On The Move - Canadian Bus Industry Human Resources Study



» Marketing, Communications, and Promotion: An investment in program
visibility was made at the outset. Program launches, internal posters and flyers,
and other mechanisms were developed in order to reach drivers/operators who
are on the road as well as staff in administration and in the shops. In order to
sustain visibility and interest in the program, regular updates and “refreshes” of
promotional programs take place regularly

¢ Quality Control: Consistent internal review is built in to both programs

Proven Benefits

The following benefits of the programs have been solidly substantiated:
* Improved employee morale and, by extension, performance
* More effective employee/management communications
* More proprietary involvement in the business of the organization from all levels

* Workforce awareness of organizational health, facilitating early issues
intervention

* The knowledge and attributes of front-line employees have been leveraged for
common good

Adaptation Prerequisites

The purpose of presenting this Case Study is to provide industry stakeholders with a
“blueprint” for effectively creating internal programs to promote employee health and
wellbeing.An Action Plan should consider the following demonstrated prerequisites:

* A significant organization commitment to re-examine and rebuild/re-vitalize
organizational culture driven by the knowledge that it will promote employee
job satisfaction and retention, and overall organizational health

* Buy-in from senior management, organized labour, and line staff

» Company-wide support for the development of programs that will express the
new culture

* Clearly defined objectives and goals

 Capital and human resource investment in training, including remuneration for
line staff involved in both training and program delivery

* Clearly defined policies, procedures and methodology

* Commitment to on-going investment in the program(s) as organization and
human resources needs evolve
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Stock Transportation, Kingston - Workforce Planning and Recruitment
Case Study Snapshot

Maximizing recruitment and retention efforts begins—and is driven—by understanding
what attracts successful, long-term employees to the position and specifically targeting
the key employee market segments in both recruitment campaigns and retention
strategies.

Stock Transportation has invested heavily in understanding the essence of the modern
school bus driver—demography, psychography, needs and wants, motivators,“hot
buttons”—and in doing so, is able to attract and retain candidates in the right quantities
and with the appropriate skills.

About Stock

Stock Transportation is Canada’s second largest school bus operator and operates over
3,400 buses in Ontario and Nova Scotia, and covers more than 2000 routes in Ontario,
Nova Scotia, New York, Missouri, and Texas.

The Kingston Division consists of 114 student transportation routes in and around the
city of Kingston, a largely urban area of just over 110,000 people.There is one full-time
driver for each of the routes.

Recruitment History

As with any company in Ontario’s school bus sub-sector, financial pressures at Stock
Transportation are severe, but the requirement to ensure that children are safely
delivered to and from school remains.

The combination of low wages and schedules that are part-time and seasonal poses
challenges to the number of applicants that the sub-sector can draw from.

While organizations like the Motor Carrier Passenger Council and a number of school
bus properties in Canada promote the job as the “full-time part-time alternative,” many
people see the job of school bus driver as not sustainable.

For many of those who decide to become school bus drivers, changing financial and
family situations do not always lend themselves to the position. Stock’s challenge, and
indeed that of the entire sub-sector, is to overcome these barriers and sustain
recruitment and retention levels so as to continue to be able to provide reliable, high
quality service to their clients.

This process begins with constant forecasting, carried on through a formal network of
people in the industry. Stock conducts regular “summits” in which internal divisions of
the company meet to look at best hiring practices, to continue profiling recruiting
targets, and to develop new and innovative ways to build the work force.

In Kingston, annual turnover has increased in last two years, challenging the
organization to find new ways to attract - and retain - committed school bus drivers.
Analysis of the turnover has shown that many drivers moved away from the company
because they were looking for full-time work and benefits. Others were attracted by
new industry that has opened up in the Kingston area. It was also noted by a number of
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drivers leaving that the job of school bus driver has become more and more demanding
and challenging.

Stock Kingston’s current work force of 134 drivers includes a mix of “people types,”
including approximately 25% retirees, 25% parents of young children, and a rising
number of “stay-at-home” Dads.The balance of the driver workforce includes those
involved in farming and other resource industries.

Understanding the Attractors

Stock believes that it is critical to intimately understand the type of person who can be
a competent, happy bus driver. The company has looked carefully at the unique
characteristics specific to the people attracted to the job,and have found the following
commonalities. school bus drivers:

* Enjoy working with public
» Have an affinity for children and youth

* Have a lifestyle that allows for a combination of modest remuneration and job
satisfaction

* Are mature (regardless of age) and responsible
* Are motivated by attractors other than money

* Are attracted by the ability to have the bulk or large parts of their days free to
pursue other activities, responsibilities, or employment

* Take pride in their job and see value in it beyond the income

Ultimately, as driving a school bus is a part-time job, those whose financial needs
outweigh their need or desire for part-time work will leave for full-time opportunities.
Stock recognizes this, and the company works with the knowledge that a large majority
of drivers see driving school bus as a transient career, one that lasts until there is a
financial or family change that makes the hours and pay no longer ideal.

Stock’s understanding of these characteristics has led to a number of practices in both
recruitment and in creating employment conditions that match the lifestyles and needs
of the operators.

Creating a Value-added Work Environment

Based on the proven attractors, Stock recruits potential operators from a route’s
immediate community, knowing that the opportunity for people to work with and for
their neighbours is an important motivator.

Stock allows its operators to take their buses home at night.This approach is built into
budgeting and maintenance schedules at Stock in Kingston.This “benefit” provides at
least three important advantages:

* Commuting expenses are virtually eliminated, helping to offset the relatively
low wages

* Travel time from home to the operator’s first pickup is minimized dramatically
because operators don’t have to commute from home to the garage and back to
their route
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* For parents who bring their pre-school aged children on bus runs, there is time
to affix child safety seats and make other preparations for the run from “home
base”

In addition to the benefit of taking buses home, Stock works very hard to provide other
benefits beyond the wage to show respect for drivers and to create a sense of
community among them, including things like:

* An operator relations program

* Well-appointed operators’ rooms

* Fresh coffee always

* Recognition through informal awards of tough weather conditions

* Monthly Drivers’ Committee meetings to air concerns with managers
» Student Management and other training programs

* Year-end barbecue

* An active Social Club whose events are partially underwritten by the company

Throughout Stock, contact and communications between staff and drivers is
considered a high priority. It is expected that managers have a true open door policy,
and be available to listen to what drivers have to say.The essence of Stock’s approach is
a principle that says “We absolutely and unequivocally value the employee. ” and this
philosophy translates into the purposeful creation of an environment with a blend of
pay, work circumstances, support and involvement that gives employees an acceptable
package.

Sustaining the Workforce

Stock maintains a pool of five drivers who are available at all times. In addition, there is
a secondary pool of sixteen additional drivers who are on-call to handle short-notice
requirements such as sick-day replacements, and an additional eight drivers in a bank of
pre-qualified and trained drivers who can be called upon to assume one of the driving
positions, as required.

The reason for such a sizeable pool is a reflection of Stock’s understanding of the day-
to-day reality of its drivers.With a high percentage of parents with school-aged children
in the work force, it is essential to have drivers available who can pick up shifts in order
for Stock to accommodate driver absences due to, for instance, sick children.Where this
tolerance of absenteeism might be frowned upon in other industries, it is, once again,
one of the ways in which Stock keeps its work force loyal and happy.

In order to stay in touch with the human resources need, a Driver Status Report keeps
senior management in touch with the work force by spelling out monthly turnover,
analyzed in a year on year context.
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The organization is continually in “recruitment mode,” advertising through exterior
“sandwich board” signs, working with local School Board and neighbourhood Parent
Groups, putting signage up in local stores in the smaller towns outside of the Kingston
metropolitan area, and word of mouth. Stock has an internal referral network of drivers,
who are recompensed when a qualified lead provided by an individual is hired.

Driver Qualification:

Applicants are screened for character and competence through thorough interview
processes that include scenario-building, the viewing of videos, and screening questions
that give a sense of the candidate’s natural skill set for dealing with children and
adolescents.

All successful candidates must have a valid Ontario driver’s licence, a clean Abstract, and
a Ministry of Transportation-approved medical must be passed.

Project Profile Summary

Stock’s success stems from a thorough understanding of its primary supply of
resources—who is likely to want to become a school bus driver—and the reasons they
are likely to stay. This initiative has succeeded because the following essential skills and
elements of success are present and given high value:

* Leadership/Championing: Stock sees the recruitment and retention of school
bus drivers as a key organizational priority, and invests time and resources in
the process

* Structure, Management: One senior member of Stock’s Operations
Department staff has overall responsibility for developing and executing
recruitment and retention strategies

« Staffing and Resources: Senior staff spends significant time and resources
researching and developing the strongest possible intelligence about drivers’
needs, wants, motivation, and satisfaction. In addition, staff members participate
in regional and national forums, sharing intelligence, tools, and techniques
available from the broader (national) Stock system

* Operations: Flexibility as demonstrated in the Driver pool, and in the allocation
of buses for personal transportation by drivers

* Performance Measurement: While annual turnover has increased slightly in
the past two years, this approach has contributed to an annual turnover rate of
less than 5% for more than seven years running. Stock is committed to constant
data collection, examination of trends, and sharing of this intelligence across the
broader Stock “network” in order to stay proactive

Proven Benefits

The following benefits of the program have been solidly substantiated:

* Development and maintenance of a“deep” driver spare pool ensures continuity of
operation

* Tolerance of leave, significant social benefits, and the ability to bring school buses
home at night are among the key attractors for school bus drivers in this region
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Adaptation Prerequisites

The purpose of presenting this Case Study is to provide industry stakeholders with a
“blueprint” for more effective driver recruitment and retention.An Action Plan should
consider the following demonstrated prerequisites:

* Willingness to re-examine corporate culture, traditions, and rules to
accommodate the needs of an emerging work force that is non-traditional

* Investment in determining the most likely characteristics of potential recruits
and developing marketing and advertising that reaches these people

e A corporate or company-wide attitude that drivers are an immensely valuable
part of the organization and its success

 Investment in training that is relevant to the working reality of drivers, offered
at times that fit into their lifestyle

Edmonton Transit System - Strategic Approach to Recruitment / Retention
Case Study Snapshot

The City of Edmonton has modernized and reorganized its operations, and ETS’
recruiting process has evolved into a successful model that meets the Department’s
staffing needs by ensuring the on-going supply of an adequately skilled/qualified
workforce in today’s competitive market.

Edmonton Transit

ETS is a public transit System with a typical daily ridership of 100,000. passengers. It
employs over 1,600 people, the majority of whom are transit operators. Its fleet
includes over 750 diesel and trolley buses and 26 community buses that cover over 140
routes, a 37-vehicle Light Rail Transit (LRT) system; and a Disabled Adult Transit Service.
The System is a branch of the City of Edmonton’s Transportation and Streets
Department.

Recruitment History

As is the case throughout much of the motor carrier passenger industry, Edmonton’s
urban system has had to adapt recruitment processes to accommodate labour market
change. Historically, few staff resources were committed to recruitment - in fact, just
one person was responsible for a simple process that consisted of reviewing
applications, conducting a 15-minute interview, and making a hiring decision based on
that evaluation. In the late 90s, the City introduced shared interdepartmental HR
services and three HR Consultants took over responsibility for ETS’ staffing as just one
of many portfolios. Plagued by poor record-keeping, weak processes and a lack of focus
on recruitment, this system did not meet ETS’ needs.

By this time, the effects of an unfocused approach were beginning to show at ETS.
Performance standards were slipping, complaints and confrontations with drivers were
increasing as were problems with customer service, and job applications were down.
To compound the problem further, the City’s ridership had also changed, and their
expectations were rising.
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Recognizing that serious problems existed, ETS and the City’s HR staff assessed their
needs and determined that giving priority to collaboratively modernizing processes and
improving data/records management would create a needed framework for better
hiring practices.

Today, ETS’ recruitment process has evolved into a Corporate Workforce Plan,“a
strategic long-term view towards attracting, developing and retaining skills and talent
across the organization to ensure the on-going achievement of business objectives”.In a
market where employer competition for quality job candidates has intensified, ETS is
totally committed to being regionally recognized as an “employer of choice”

Workforce Planning

Planning is the responsibility of ETS’ Operations Management Team, which dedicates
almost a full staff position to forecasting human resources needs.Target numbers are
developed by studying both labour market trends and population trends in the
Edmonton area, and through careful analysis of local urban growth patterns.The City’s
urban planning strategies are fed into the process, allowing this assessment of future
demands for municipal services to contribute to projections. In addition, careful
attention is paid to the identification and monitoring of impending retirements.

Recruitment

In order to help those aspiring to positions with ETS better understand the hiring
process and the requirements of specific jobs, the organization has created a
transparent and consistent process that eliminates systemic barriers to finding the best
candidates. Rather than simply looking for sheer numbers of applicants, ETS focuses on
profiling the specific requirements of each position and seeks to attract qualified
applicants by communicating as much as possible about the job via the Web.

Job postings are now tailored specifically to the essential applicant skills/characteristics
being sought, and messages and images in postings and advertisements are designed to
ensure that these realistically reflect what life “on the job” will be like.

The number one recruitment tool for ETS has become the “ETS Career Opportunities”
area of the City of Edmonton’s web site (www.edmonton.ca).The site, (which includes
a integrated link to the MCPCC industry-careers promotional video “Put Your Career in
Gear”), takes applicants step-by-step through the hiring process to help them
understand what qualifications and preparation are expected of them, clearly spelling
out the details in simple bullet points like:

* Job Requirements (prerequisites)

* Job Functions

* Challenges

* The Recruitment and Selection Process
For ETS, this form of “pre-screening” encourages the prospect’s self-evaluation relative to
the prerequisite skills, knowledge and attitudes, before he/she becomes an applicant.As

a result, ETS’ investment of time and resources in testing and/or interviewing can be
optimized.
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Edmonton Transit participates in a number of career fairs annually with a booth
presence, promotional material, and videos. Internal postings also play an important
role, but, despite its “low-tech” nature, word of mouth referral has emerged as the
second most important recruitment source. Recruitment strategies and media are
constantly reviewed to ensure maximum visibility /appeal to all segments of the diverse
regional population.

Evaluation and Testing

Qualified applicants must pass three competency-based tests: a public relations video
test, a written comprehension test, and a driving skills video test.Applicants are advised
of their test results and those who pass are scheduled for an interview.Applicants that
fail may reapply on a posting after a six-month waiting period.The transit bus operator
interview is competency-based and designed to assess candidates in the competencies
deemed important by Edmonton Transit.

A question and answer-based screening video, developed in Seattle, Washington, asks
fifty multiple-choice questions based on video scenarios.The process takes ninety
minutes, and tests applicants’ common sense, intuition, instincts, and experience in
customer relations, driving, and customer service.“Best Practice” answers are nested
within the multiple choices.This tool has become a staple of applicant evaluation,
because it is truly reflective of the position.

The location, facilities and group size of administered testing have been consolidated to
the point where the process is very efficient, requiring just a handful of administrators
and far less time than previous methods.The process, complemented by a slate of
standardized tools such as stock participant and administrator guides and PowerPoint
presentations, is continually improving.

Successful applicants are interviewed by a three-member panel that assess education,
experience, knowledge, skills/abilities, and personal suitability relative to the position to
be filled. Selection is based on an interview score of 70% or more, as well as positive
references.

Finally, it is important to note that only about 8% of applicants are hired on a permanent
basis. In assessing this fairly low hire-to-prospect ratio, Edmonton spokespersons feel
that it is a positive reflection on the recruiting, screening, and training programs in
place.

Recruit Training

Successful recruits won’t necessarily become successful employees, but ETS works
hard to give them every opportunity to do well. The operator-trainee training schedule
has been tailored to enhance skills and confidence.The original 24-day training format
has been reorganized to provide an initial three weeks of training plus two weeks of
work experience, followed by one final week of training.This format allows trainees to
return for their final training session with practical experience, which facilitates
personalized remedial assistance as needed.

Trainers with whom new employees are most familiar, and with whom they’ve likely
built a good relationship, continue to provide support long after formal training has
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ended.They, like supervisors and managers, practice an open door policy to encourage
better communication at all levels of the organization.As open communication in the
workplace is particularly important for new employees, each new recruit is assigned a
mentor.Additionally, the ETS performance management program has been refined to
include appropriate recognition for achievement, and added support/consideration for
employees experiencing personal problems.

Retention

Furthermore, the organization no longer loses employees as in the past. Now, if people
leave, it’s for personal reasons unrelated to the job. Complaints on all fronts—from
employees, managers and passengers—are down. Supervisors are commenting
favourably on the quality of their new employees, and there is a sense that many of he
new employees of today have the potential skills and commitment to be the Managers
of tomorrow.

Project Profile Summary

As one manager stated, “For the first time in five years, ETS is ahead of the curve with
respect to staffing. With the staffing process now front-loaded and cycle times
compressed, we have provided for ourselves the luxury of choosing when and how to
advertise to get the best candidates.”

This initiative has succeeded because the following essential skills and elements of
success are present and given high value:

 Leadership/Championing: The evolution of ETS’ recruitment and retention
practices into an effective and efficient model results from a firm commitment
to a philosophy of continuous improvement including the allocation of the
resources needed to achieve intended results

« Staffing: Municipal personnel in a variety of departments including Planning
and Human Resources contribute to the ETS workforce-forecasting and
recruitment processes.Trainers are committed to effectively and productively
integrate new recruits into the ETS workforce

» Technology: The ETS pages of the Edmonton City Website are updated
continually. Viewer statistics are reviewed regularly as part of a constant analysis
of recruitment media effectiveness

» Communications and Marketing: ETS continually examines new marketing
methods to maximize the exposure/reach and impact/results of employed
recruitment media

» Performance Measurement: Hiring of bus operators has almost tripled over
the past five years (from 50 per year in 2000 to 148 in 2005). It is expected that
Edmonton Transit will hire at least 150 drivers per year for the next five years,
and that this number will likely increase as the property grows and attrition
continues

Proven Benefits

The following benefits of the ETS program have been solidly substantiated:

* Better understanding of market demographics and urban/suburban
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development outlook has aided both workforce planning and targeted
recruitment strategies

* Improved recruitment efficiency including timeliness of meeting
recruitment needs

» Improved quality of new hires

 Creates a supportive environment for new employees which enhances their
potential for success and longevity in the industry

* Reduced complaints and better communications, both public and internal

* Reduced turnover and stronger workforce career commitment
Adaptation Prerequisites

The purpose of presenting this Case Study is to provide industry stakeholders
with a “blueprint” for effectively developing new recruitment and retention strategies.
An Action Plan should consider the following demonstrated prerequisites:

» Recognition of the urgent need to develop innovative hiring and retention
practices in the context of contemporary labour market challenges, and the
assumption of full responsibility and accountability for the effectiveness of the
recruitment process

* Determination/commitment of the investment (human resources and capital)
necessary to accomplish the desired results, including the employment of
appropriate media and current technologies, such as Web-based
marketing/screening programs

 Clear methodology, including:

* Identification of specific “success criteria” for each position to facilitate the
selection of applicants most likely to succeed and remain with the Company

» Use of diverse and targeted media strategies, and focused/refined screening
and interviewing techniques to attract and identify qualified applicants

* Development of process efficiencies in the areas of screening, testing,
interviewing, and activities/results evaluation to maximize program
productivity.

* Training tailored to the individual needs of candidates

* Manager/Trainer “open door policies” and employee mentor programs
designed to enhance communications, job satisfaction, and career
commitment
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Atlantic School Bus Procurement Committee - Pooling of Procurement and
Purchasing of School Buses

Case Study Snapshot

The objective of the participants was the pooling of resources to enable the collective
spec’ing, procurement and purchasing of school buses for the purposes of reducing
costs, improving vehicle and related safety standards, and creating a platform for the
betterment of operating standards throughout the Atlantic Provinces. These founding
objectives have been realized.

This best practice is an example of the progressive and collaborative projects being
pursued under the auspices of the Council of Atlantic Ministers of Education and
Training (CAMET).While this Case Study focuses specifically on the involvement of the
New Brunswick Departments of Education and Transportation, it is really about all four
Atlantic Provinces, and illustrates what can happen when people and organizations
make a commitment to working together to produce the best thinking, the best
policies, economies of scale, and best practices.

This best practice also demonstrates how a collective brought together to achieve
economies of scale can also generate a variety of other highly beneficial outputs.

About the Players

The Council of Atlantic Premiers is an organization that brings all four Maritime
Premiers together for the benefit of the residents of Atlantic Canada.The organization’s
objectives include strengthening the economic competitiveness of the region, and
improving both the quality of public services, and the cost-effectiveness of delivering
public services to Atlantic Canadians.

The Council of Atlantic Ministers of Education and Training (CAMET) is
composed of the Atlantic Ministers of Education and Training, and was established in
April 2004, replacing the Atlantic Provinces Education Foundation (APEF) established in
1994. Member provinces are New Brunswick, Newfoundland and Labrador, Nova Scotia,
and Prince Edward Island.The purpose of the Council is to provide the framework for
joint undertakings of the four provinces relative to addressing common needs in the
areas of public education.

The Atlantic School Bus Procurement Committee is composed of a group of
technical specialists and administrators from the four Atlantic Provinces.The group
produces school bus specifications, prepares and review tenders,and recommends the
contracting of work for the procurement of school buses for the region.

The Province of New Brunswick: In New Brunswick, a fleet of vehicles are owned
and maintained by a central organization under the Department of Transportation. The
school buses are operated by the Department of Education. The largest school bus
operator in the region, they employ 1,053 unionized drivers, and operate and maintain
close to 1,200 school buses. New Brunswick orchestrates the procurement process for
the region.
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About the Program

Over the past two decades, school bus operators of all sizes have witnessed steep
increases in the price of school buses and changes in the manner in which school
buses are manufactured and assembled. In addition, Transport Canada, the Canadian
Standards Association, and manufacturers have adjusted school bus specifications in
order to address safety concerns and stay in step with emerging technologies.

On the recommendation of the Council of Atlantic Premiers and CAMET, the idea of
pooling the procurement and purchasing of school buses was initiated in 1992 and the
mandate and operating procedures for the Committee were established at that time.

Since then, the Atlantic School Bus Procurement Committee has met regularly to
develop specifications that are applicable throughout Atlantic Canada, and to manage
the procurement process.The Province of New Brunswick handles the responsibility of
issuing tender calls related to the specification on NBON (the province’s public sector
electronic public tendering system).

The Spec’ing Process

In order to develop appropriate bus specifications, the Atlantic School Bus Procurement
Committee has representation from all four Provinces, and a number of key
competencies are at the table.

The group includes managers, technical inspectors, Department of Education
representatives, fleet managers, and experts in finance. One member is also a key
member of the Canadian Standards Association D250 Group—the group that develops
national standards for specifications and requirements for school buses all across
Canada. His knowledge of the standards, which provide guidance to manufacturers on
school bus design and safety features, gives the Committee a significant advantage
during the specification development process.

The Committee develops the specification by discussion and agreement, assigning one
member the responsibility for making any changes to the document as it is reviewed.
After the preliminary meeting, additional changes are made to the document via
conference call involving all Committee members.Typically two to three discussion
periods are required to finalize the tender documents.

The Procurement Process

Once the Committee has approved the final tender specification document and
individual jurisdictions have identified the quantity of buses required, the final tender
document is sent to the Province of New Brunswick.The Province takes the lead role in
tendering for the goods for the entire Atlantic region under a regional Procurement
Agreement.

When tender responses are received, the tender bid information is transferred to a
spreadsheet, which is made available for the entire Committee for review. Selection of
the successful proponent is based upon the vendor who meets the conditions of the
tender document and offers the best economic value for all the Atlantic Provinces. Only
one manufacturer will be chosen to supply goods for the entire region.
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Each jurisdiction is responsible for determining the final quantity of units to be ordered,
identifying options that they would like to see included in their operational units and
issuing purchase orders to the manufacturer for their segment of the order. Upon
receipt of the order, the manufacturers will establish a date to build a number of
prototype buses to the specification of each individual jurisdiction.

Representatives of each jurisdiction visit the chosen manufacturer to review the
prototype buses and ensure that they meet the tender specification. The manufacturer
makes changes to the production schedule to accommodate any deficiencies
encountered in the prototype review process.The manufacturer then advises when the
remaining products will be built and delivered to each jurisdiction.

For the 2005-2006 school years the Committee managed the procurement of 259 buses;
their largest order to date, with purchases distributed as follows:

» New Brunswick: 99 vehicles

¢ Nova Scotia: 67 vehicles

e Prince Edward Island: 26 vehicles

e Newfoundland & Labrador: 67 vehicles

According to a Program authority,“We believe this approach is unique in North
America.While other services both in Atlantic and other parts of Canada are becoming
increasingly privatized, we are still a part of the public sector,and so we'’re driven by
accountability to the taxpayer as well as by the desire for the safety of our students and
our drivers.With 3,000 vehicles or more on the road, we have strong understanding of
fleet management, and can apply that to the school bus fleet. But perhaps the most
important thing is that we can work directly with the manufacturer, who has our
undivided attention because our orders are significant in size”

Beyond co-operative buying, the process allows the Committee collectively to develop
common operating procedures that incorporate the needs of specific jurisdictions.The
group can develop common approaches to technical items like lighting packages, and
stop arms, and also make recommendations on other procedures including service
schedules, training, and bus operation.

This pooled procurement process has meant changes for bus dealers in Atlantic Canada,
who now align themselves with the manufacturers. Local companies are still a key part
of the purchase, but now they act more like an agent for the manufacturer.

On The Move - Canadian Bus Industry Human Resources Study

235



Project Profile Summary

This initiative has succeeded because the following essential skills and elements of
success are present and given high value:

* Leadership/Championing: The Council of Atlantic Premiers enabled this
Committee and Program and has supported this initiative for over a decade as
an example of the co-operative and knowledge-transfer philosophies that are
the core of this inter-provincial group

* Structure, Management: The Atlantic-Provinces-wide Committee combines
technical expertise and collective operational knowledge into a sound
organizational structure that facilitates decision-making and project execution

» Staffing: Since the Committee is composed of existing staff people with
knowledge/skills directly related to school bus procurement, no additional
staffing is required.The group meets several times a year, with very specific
agendas and objectives

* Guidelines: Several guidelines drive this process, including pre-existing
purchasing and procurement regulations, the CSA D250 School Bus Standard,
Transport Canada standards, and provincial safety and Highway Traffic
Regulations

* Quality Control: Multiple quality control processes are in place, including
evaluation by group members through a set feedback cycle, the testing of
prototype buses built by manufacturers prior to line assembly of all orders, and
inspection of delivered vehicles by applicable jurisdictions

* Performance Measurement: The Council of Atlantic Premiers has evaluated
the performance of this group, and views it as one of the most successful
collective programs in operation in Atlantic Canada.The process has enabled
effective cost/benefit leveraging of manufacturers, particularly beneficial for
small jurisdictions who realize major savings.A Program authority has
commented: “Current unit pricing is similar to what was seen a number of years
ago” and “savings that accrue to each government as a result of this process are
significant”

Proven Benetfits

The following benefits of the program have been solidly substantiated:

* Optimizes control of new vehicle purchase costs, enabling participating
jurisdictions of any size to realize the advantage of leveraged buying power

» Contributes significantly to uniform vehicle and safety standards within
the region

* Effectively employs collective human and other resources of participants for
common benefit

 Provides a proven operational framework that can be applied to manage the
costs of other selected capital/operating expenses
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Adaptation Prerequisites

The purpose of presenting this Case Study is to provide industry stakeholders with a
“blueprint” for effectively creating a bulk-purchasing collective.An Action Plan should
consider the following demonstrated prerequisites:

* A significant capital or service expense common to multiple stakeholders

* Participant commitment to collaborative co-operative consensus

* Green-lighting from senior management

* Clearly defined objectives and standards

* A Champion to lead and energize the process

* An organizational structure facilitating decision-making and project execution

* Clearly defined policies, procedures and methodology

» Thorough knowledge of the needs of end-users (drivers, mechanics, riders, etc.)
* Thorough knowledge of applicable legislation, regulations, and standards

* Qualified specialists as appropriate (specifications, procurement, quality control,
contract management, etc.)

* Systems for cost-benefit validation/audit, and project
monitoring/management/reporting
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