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2007 (see Figure 11). Usually, the lower the injury severity 
rate, the fewer the number of lost days and the better 
the overall performance. In fact, the CEA composite 
severity rate has shown a steady downward trend over 
the past number of years. 

The increase in the severity rate in 2008 can be attrib-
uted to a small number of incidents with an unusually 
high number of lost days. It is also important to note 
that an increase in the severity rate is generally not due 

to one specific issue or even a group of issues with a 
common root cause. CEA members take such injuries 
seriously and continue to work vigilantly to reduce the 
impact on employees. These concurrent efforts will 
continue to positively influence the severity trend over 
time. Overall, CEA members are committed to further 
improving their health and safety performance through 
the development of a safety culture, hazard identification, 
and other risk mitigation initiatives.
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Figure 10 – All Injury/Illness & Lost-Time Injury Frequency Rates
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Figure 11 – Lost-Time Injury Severity Rate
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ATCO Power

The 2007 Best Safety Performer Award: In 
2008, ATCO Power received the “2007 Best Safety 
Performer” award from Alberta’s Occupational 
Health and Safety Council. Of the approximately 
140,000 Alberta companies eligible, ATCO Power 
is one of approximately 50 employers that have 
received this award for four consecutive years. 
ATCO Power attributes its excellent safety record 
to the long-term continual improvement of pro-
cesses, procedures, internal reporting, plus the 
priority that management has consistently placed 
on safety.

hydro one

Public Safety Awareness Campaigns: In 2008, 
Hydro One Networks delivered electrical safety 
presentations to students in 130 elementary 
schools. Presenters used Hazard Hamlet electrical 
hazard simulators to educate children about ways 
to protect themselves from dangers posed by 
electrical facilities and encourage the safe use of 
electricity. Hydro One Networks also raised public 
electrical safety awareness at eight agricultural 
fairs and two dozen community events. Hydro 
One’s safety messages were delivered using the 
Hazard Hamlet and reinforced key messages of 
the Power Line Safety campaign developed by 
Ontario’s Electrical Safety Authority. 
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Hydro Ottawa

Electricity Safety and Conservation 
Presentations: Hydro Ottawa implemented a 
program of presentations to local elementary 
students that teach children to use electricity 
safely and wisely. Since the program was intro-
duced in 2005, more than 67,000 children have 
received electrical safety and conservation train-
ing. These presentations are offered free-of-charge 
to elementary schools in Hydro Ottawa’s service 
territory on a four-year rotational basis. 

manitoba hydro

Safety Business Partner Award: In 2008, 
Manitoba Hydro received the Ambassador  
for Safety Business Partner Award from Safe 
Communities Canada. It was recognized as  
a leading organization in injury prevention through 
public education, media awareness activities and 
its commitment to the Safe Communities organi-
zation. Specific programs mentioned in the 
nomination included: billboard campaigns, farm 
safety day camps, youth safety program, Smart 
Ideas, Louie the Lightning Bug, and an ongoing 
presence in schools and community events.

newfoundland and  
labrador hydro

Teach Children the importance of Electrical 
Safety: In 2008, Newfoundland and Labrador 
Hydro (NLH) published the children’s book Why 
My Dad’s Job Is So Important. The concept of  
the book was first introduced to NLH by a retired 
line worker. The book was distributed to grade  
one students across the province. NLH launched 
the book at an elementary school in St. John’s  
on December 4th, 2008 with the author and  
his family.
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Principle 5: Workplace 
Support a fair, respectful and diverse work-
place for our employees and contractors5

CEA member companies are committed to attracting a 
highly talented and diverse workforce and to ensuring 
employees have a work environment free of discrimina-
tion, harassment, and barriers to advancement. In 2008, 
approximately 80 percent of CEA member companies 
had an active policy or program in place to support 
diversity in the workplace. Many of these companies 
strive to create a workforce that reflects the diverse 
populations of the communities in which they operate 
and to create an inclusive corporate culture where all 
employees are valued and have equal and fair access 
to opportunities. 

TransCanada Corporation is an example of a company 
that believes in workplace diversity. It works closely  
with a wide range of community-based organizations 
that foster diversity. These range from the Women’s 

Leadership Forum, which encourages women to reach 
their full potential, to the New Horizons Mentorship 
Program, which assists new Canadians with navigating 
cultural issues within the workplace. According to 
Renate Poole, TransCanada’s lead on diversity issues, 
“to attract and maintain the skill sets we will need to 
grow in the future, we need to ensure TransCanada is an 
appealing organization to join. That means it’s important 
that in all our operations we reflect what the labour 
market looks like.” In 2008, TransCanada was declared 
one of the “Best Employers of New Canadians” in 
“Canada’s Top 100 Employers” competition. 

Many other CEA member companies have similar 
programs/approaches in place to promote workplace 
diversity, and those will be highlighted in the year ahead. 
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The Human Resources  
Challenge 

The demand for electricity and 
investment in new capital and 
infrastructure is increasing. At the 
same time, there remains an 
insufficient supply of workers to 
meet this growing demand. The 
supply of trained workers is 
decreasing and a recent industry 
labour market survey indicated 
that the supply-demand gap is 
widening. Based on employer 
estimates, 28.8 percent of the 

current electricity workforce is 
expected to retire between 2007 
and 2012. A skilled, educated and 
adaptable workforce is needed to 
provide the human infrastructure 
necessary to underpin the physi-
cal infrastructure requirements of 
the Canadian electricity industry.

The electricity industry is taking 
action to create an environment 
and circumstances that ensure a 
trained, skilled, and thriving 
workforce to meet industry needs. 
Through collaboration with 

educational and training institu-
tions, governments, and those 
working within the Canadian 
electricity industry, CEA member 
companies are working to: 
increase the participation of 
under-represented groups in the 
sector labour force; expand and 
improve skills training and appren-
ticeship funding; and raise awareness 
about electricity-related career 
choices to attract students, 
foreign trained workers, and 
non-traditional communities to 
jobs in the industry.
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BC hydro

Long-Term Diversity Goal: BC Hydro has a 
long-term goal to build a diverse workforce fully 
representative of the British Columbia labour market 
by 2017. Some of the key initiatives geared toward 
reaching that goal include: implementing an 
Aboriginal Employment and Education Strategy 
(AEES); increasing manager and employee aware-
ness and understanding of BC Hydro’s diversity 
goals; and sponsoring internal networks that 
support diversity. 

New brunswick power

Award for Excellence for Healthy Workplace: 
In 2008, NB Power was recognized by the National 
Quality Institute (NQI) and awarded a “Canada 
Award for Excellence” Silver Award for Healthy 
Workplaces. By excelling in five key areas: Leadership, 
Planning, People Focus, Process Management 
and Outcomes, NB Power demonstrated that 
employee health and well-being are an integral  
and strategic part of the way it does business.  
NB Power is the first electric utility in Canada to 
receive a Canada Award for Excellence.
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NEwfoundland power

Women in Trades and New Canadians: 
Newfoundland Power has demonstrated its 
commitment to workplace diversity through 
participation in Women in Trades and Technology. 
This program provides work placements for 
females interested in entering the trades and 
technology field. In addition, Newfoundland  
Power works closely with the Association for  
New Canadians to ensure that immigrants are 
provided with valuable work placements.

SaskPower

Diversity Strategy: In 2008, SaskPower launched 
a new Diversity Strategy with a focus on aware-
ness, learning, accountability, and culture change. 
The week-long launch included organization-wide 
communications and diversity-related lunch hour 
activities (multicultural performances, talks from 
organizations that represent individuals with 
disabilities). SaskPower also signed two partner-
ship agreements, one with an organization that 
focuses on individuals with disabilities, the other 
with a First Nations technical institute.
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Principle 6: Communication and  
Engagement
Communicate with and engage our stake-
holders in a transparent and timely manner	
		 6

Given the public service mandate of utilities, timely  
and proactive communication with and engagement  
of stakeholders is extremely important to CEA mem-
bers. In 2008, 96 percent of CEA member companies 
had some form of public education and awareness 
program such as electrical safety and dam/spillway 
safety programs. For example, OPG and Yukon Energy 
produced safety booklets focused on the importance of 
taking care when in close proximity to hydro facilities. 
These booklets were also complimented by ‘dam 
safety’ media campaigns produced by the two 
organizations. 

In addition, 93 percent of electricity companies also had 
policies and procedures in 2008 for receiving, tracking 
and responding to public, customer and stakeholder 
input, comments, concerns and issues. Eighty-five 
percent of companies had a formal stakeholder 
engagement policy or documented process.
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ATCO Power

Increases Recreational Opportunities in the 
Community: ATCO Power’s Sheerness Generating 
Station partnered with ‘Alberta Special Areas’ to 
increase recreational opportunities in the commu-
nity by developing Prairie Oasis Park adjacent to 
the station cooling pond. In 2008, development 
continued on the Alberta Centennial Trail in Prairie 
Oasis Park, providing public hiking and biking 
access to four kilometres of natural trail along the 
top of the Sheerness cooling pond.
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 ENMAX

Pilot Gen E Program: In 2008, ENMAX launched 
the Gen E Program, equipping teachers with tools 
and resources to bring energy conservation and 
emerging renewable energy technologies to life 
inside the classroom. For the pilot, ENMAX is 
installing alternative energy technologies, including 
micro wind, solar thermal, and photovoltaic at 
select schools so teachers and students can 
better understand the environmental benefits, 
economics, and generating capacity of these 
technologies. The Gen E Program is delivered 
through an interactive website, which serves as  
an online community and houses classroom 
resources, real-time generation data from the 
technologies, plus activity kits and discussion 
forums where teachers can share their experi-
ences and insights.

FORTISBC

Energy Conservation Programs: FortisBC has 
partnered with a number of not-for-profit organiza-
tions to deliver curriculum-approved energy 
conservation programs to elementary, middle and 
high school students. It has also sponsored the 
development and pilot testing of an Energy 
Module for Sustainable Resources. If deemed 
successful, it will become a grade 11 mandatory 
curricula for the 2009/2010 school year in BC.

s 	 Castlegar Mayor Larry Chernoff in the basement of Castlegar city hall, 
which was recognized for its energy efficiency with a FortisBC PowerSense 
Conservation Excellence Award.

s 	 Gary Holden, ENMAX President and CEO, with GenE participants.s
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Horizon utilities

Energy Saving Giveaways: In 2008, Horizon 
attended over 40 conservation-related community 
events, giving away thousands of energy-saving 
devices to promote conservation. These efforts 
decreased their customers’ energy consumption, 
reduced customer costs, and benefitted the 
environment. At these events, 15,689 compact 
fluorescent lights, 2,868 energy-efficient night 
lights, and 186 low flow shower heads were  
given away.

OPG

Corporate Citizenship Program (CCP): OPG 
considers proposals from not-for-profit organiza-
tions for initiatives such as donation or sponsorship 
requests for financial and/or in-kind contributions, 
awards, and scholarships. The CCP focuses 
support in areas where OPG and host communi-
ties have special interest. This includes initiatives 
that are innovative and are consistent with the 
company’s commitment to be an engaged and 
productive member of the community. Ultimately this 
means minimizing OPG’s impact on the environment 
and ensuring that its contribution to the broader 
community is consistently positive.

TransAlta

Environment Education, Arts and Culture: In 
2008, TransAlta invested over $3.5 million in 
Environment, Education, Arts and Culture and Health 
and Human Services. TransAlta investments are 
typically significant, multi-year commitments that 
are designed to ensure program or initiative 
sustainability. TransAlta also contributes a mini-
mum of one percent of pre-tax domestic profit to 
charitable and non-profit organizations, measured 
on a five-year rolling average. Examples of 
Canadian-based contributions at a corporate level 
include the following: Calgary Exhibition & 
Stampede, Edmonton Festival City, Edmonton 
Fringe Theatre, University of Calgary Institute for 
Sustainable Energy, Environment and Economy 
(ISEEE), Hull Child and Family Services, and the 
United Way.

s 	 In August 2008, members of Horizon Utilities’ Conservation and Demand 
Management Events Team joined forces with Mayor Brian McMullan and 
City of St. Catharines staff to promote the Blackout Challenge.
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Principle 7: Aboriginal Relations
Communicate with and engage Aboriginal 
people in a manner that respects their  
culture and traditions7

Communication with and engagement of Aboriginal 
peoples is important for CEA member companies. Over 
the past 40 years, Canadian electric utilities have recog-
nized the impacts of their projects and operations on 
the traditional land uses, resources, and lives of 
Aboriginal peoples and their communities. 

Although the level of engagement of Aboriginal communi-
ties differs across the country, depending on Aboriginal  
communities in the region and regulatory issues pertain-
ing to formal business partnerships, CEA members are 
now proactively consulting, working with, and utilizing the 
traditional knowledge and experience of Aboriginal 
communities in the planning, environmental assessment 
(EA), and development of electricity projects. This 
approach has helped develop solid relationships based 
on understanding, trust, and respect that recognize the 
interests of Aboriginal peoples and companies. 

Aboriginal Engagement in 2008:
•	 Sixty-four percent of CEA member companies 

had Aboriginal Affairs groups or senior 
Aboriginal advisory positions

•	 Sixty-nine percent had procedures requiring 
early consultation or engagement with 
Aboriginal communities during project planning

•	 Sixty-nine percent had business partnerships 
with Aboriginal communities
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Brookfield Renewable Power

Partners with Namgis First Nation: The  
Namgis First Nation’s band is based in Alert Bay 
on Cormorant Island, near the north end of 
Vancouver Island. Brookfield Renewable Power 
has been working to develop a run-of-river hydro-
electric project that is located on the Kokish River 
within the Namgis’ traditional territory. Brookfield 
Renewable Power and the Namgis formed a 
limited partnership called Kwagis  
Power to pursue the project’s development.  
The partnership is overseen by a board that 
includes both Brookfield Renewable Power  
and Namgis representatives. The partnership 
is run as a normal business. 

FortisBC

Aboriginal Relations Program: In 2008, 
FortisBC was the first utility to sign a Land 
Stewardship Protocol with the Okanagan Indian 
Band. In addition, during the environmental 
planning process for the South Okanagan System 
Reinforcement project, the FortisBC project team 
initiated involvement of the local Aboriginal com-
munity in field assessments, pre-construction 
work, construction monitoring, and reclamation  
to increase environmental capacity in the local First 
Nations communities. 

t 	 Downstream from Namgis First Nation and Brookfield Renewable Power 
Kokish River project.
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Hydro One

Protocol with First Nations and Métis 
Communities: In 2008, Hydro One signed an 
Engagement Protocol with the Métis Nation of 
Ontario (MNO). This Protocol is the first of its kind 
between the MNO and an Ontario energy industry 
partner. The Protocol will enable the MNO to inform 
Métis citizens living throughout the region about 
projects and will assist the MNO to participate in 
the EA process. MNO will work with its Community 
Councils in potentially affected areas to ensure that 
all Métis citizens are kept informed and engaged in 
the projects.

Manitoba Hydro

Negotiates a Partnership Agreement: As part 
of the proposed Keeyask Generating Station 
project, Manitoba Hydro negotiated a partnership 
agreement — the Joint Keeyask Development 
Agreement (JKDA) — with four Cree Nations in the 
vicinity of this future hydroelectric dam. The JKDA 
provides these communities with significant 
involvement including: the option to acquire an 
equity interest in the project which would pay 
ongoing cash distributions; loan arrangements from 
Manitoba Hydro to facilitate partnership invest-
ments; construction business opportunities, 
construction and post-construction employment; 
and a role in the governance of the partnership.  
In addition, Adverse Effects Agreements have 
been reached. 

Transalta

Signs an MOU to Pursue Wind Power 
Opportunities: In August 2008, an MOU was 
signed between TransAlta and All Nations Energy 
Development Corp. (ANE DC), owned by 
Cowessess First Nation of Saskatchewan, to 
pursue wind power opportunities in Saskatchewan. 
TransAlta was chosen from a number of compa-
nies that ANE DC interviewed. TransAlta has 
invested funds in wind monitoring and environ-
mental scoping, and is building relationships with 
the group in the interest of future partnership 
opportunities. The TransAlta/ANE DC partnership  
was approached by SaskPower in 2008 to provide 
recommendations for energy procurement that 
reflected the benefits and value of including First 
Nations and local talent. 

s 	 Laura Formusa, President and CEO of Hydro One, and Gary Lipinski,  
President of Métis Nation of Ontario.




