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ABSTRACT 
 

The mining sector in British Columbia, Canada represents approximately 3,900 GWh of 
electrical energy and 30,000 jobs across the province (BC Hydro 2019; Ministry of Energy, 
Mines and Petroleum Resources 2018). As nineteen percent of the province’s electrical load for 
the industrial sector – and eight percent of the entire province’s electrical load – it also represents 
an important opportunity to conserve energy and contribute to meeting BC and Canadian targets 
for emissions reductions by 2030 and beyond (BC Hydro 2019; Government of Canada 2017). 
Two mines, New Gold New Afton and Teck Highland Valley Copper (HVC), both near 
Kamloops, BC, approach staff engagement as a vital part of their overall energy management 
strategies.  Using experiences and stories from the last seven years, this paper shares each mine’s 
journey to empower employees to conserve energy, highlights results and describes lessons 
learned. 

Results highlight: 

        Energy and greenhouse gas emissions reduction 

        Process improvement and innovation 

        Engaged leadership and employees 
Lessons learned discuss: 

        Hiring a full-time Energy Champion 

        Cultivating passion and creativity 

        Developing accountability and ownership 

        Increasing the benefits and decreasing the barriers 

        Considering key messages 

        Celebrating and sharing 

        Building enduring capacity 

        Understanding that “It’s never done” 

        Preparing to FAIL (First Attempt in Learning) 
 

 
 

Introduction 
 

The mining sector in British Columbia, Canada represents approximately 3,900 GWh of 
electrical energy and 30,000 jobs across the province (BC Hydro 2019; Ministry of Energy, 
Mines and Petroleum Resources 2018). As nineteen percent of the province’s electrical load for 
the industrial sector – and eight percent of the entire province’s electrical load – it also represents 
an important opportunity to conserve energy and contribute to meeting BC and Canadian targets 
for emissions reductions by 2030 and beyond (BC Hydro 2019; Government of Canada 2017).
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Aligned with these goals, electricity utility provider, BC Hydro, offers a variety of 
programs to help organizations improve their energy efficiency. A cornerstone of its offering, the 
Industrial Strategic Energy Management program funds Industrial Energy Managers (IEMs) who 
are embedded as employees for participating organizations and ensures that they have the 
support they need to enact change. Using a holistic approach to managing energy, BC Hydro’s 
SEM programs emphasize behavioural and operational change to foster an energy conservation 
mindset within an organization’s culture. Seven IEMs are currently funded in BC’s mining 
sector, including New Gold’s New Afton Mine and Teck Highland Valley Copper (HVC). 

New Gold’s New Afton Mine is an underground operation located near Kamloops, 
British Columbia, Canada. Starting production in 2012, New Afton was the first mine in North 
America to be ISO 50001 (Energy Management Systems) certified. At this site, ore processing 
includes conventional crushing, grinding, and concentration processes, with mineral separation 
by gravity concentration and differential flotation to recover copper and gold. Originally 
designed to process 11,000 tonnes per day of ore at full capacity, a 2015 expansion and various 
process improvements increased the average milling rate to over 16,000 tonnes per day.  Today, 
the mine employs over 400 people and consumes more than 280 GWh of energy annually. 

Teck Highland Valley Copper is an open pit mine located in south central British 
Columbia, Canada, and produces copper and molybdenum concentrates. A wholly owned 
subsidiary of Teck Resources, Teck HVC officially opened in 1986; the product of three historic 
mining operations that first opened in the 1960s and 1970s. Today, the site employs 
approximately 1,300 people, has a milling rate of approximately 140,000 tonnes per day and 
consumes over 900 GWh of electricity annually. 

While the two mines both view employee engagement as a vital part of their overall 
energy management strategies today, their paths to achieve this are very different. Using New 
Gold New Afton Mine and Teck Highland Valley Copper as case studies, this paper will share 
each mine’s journey towards increased employee engagement and positive behaviour change, 
results, as well as their lessons learned in how to empower people to conserve energy and 
promote a more sustainable future. 

 

 
 

Why Engage Employees in Energy Conservation? 
 

People, working with systems, manage energy. As the case studies from New Afton Mine 
and Teck Highland Valley Copper will illustrate, employee engagement is a prerequisite for the 
operational changes that are required for a successful strategic energy management program. 
When engaged, these employees can: 

1. Be the eyes and ears to identify savings: An onsite energy manager or hired consultant 
has limited potential to visit each area of a site everyday but operations staff are operating 
and monitoring systems continuously. 

2. Share and spread the news: Engaged employees will share ideas between themselves 
and build momentum for energy initiatives. The networking benefits of energy 
discussions will support the overall program. 

3. Increase the likelihood for long term sustainability of the program: When given and 
accountability, energy management is no longer considered “flavour of the month” but 
rather part of the organization’s culture. 

4. Hold each other accountable: Engaged employees will be on the lookout for behaviours 
that are inconsistent with their beliefs and values.  It may start in the lunchroom with
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expectations on recycling and composting and extends to the plant floor when the 
question is asked: “why is this motor running now?” 

5. Mentor others: New employees watch their supervisors closely and employees engaged 
in energy management set the example. 

 

 
 

The Path to SEM 
 

At New Gold’s New Afton Mine, there was a unique opportunity to “set the tone” for 
energy management from the day that the mine started production in 2012. The management 
team recognized the importance of energy management and hired an Energy Specialist, funded 
by the BC Hydro Strategic Energy Management (SEM) program, and approved a cross 
functional Energy Team to collaborate, share ideas, and increase the Energy Specialist’s 
capacity.  The mine also employed ISO 50001 as a tool to help make energy management part of 
the systems and culture at the mine, integrating it into employee’s daily operations and 
procedures.  This comprehensive approach to engage people from day one has resulted in an 
embedded culture of energy management and sustained and growing energy savings. 

At Teck HVC, the story is different. While energy reduction efforts date back to its 
opening in 1986, it only began to formalize these efforts in 2010 when Teck HVC joined BC 
Hydro’s Industrial Energy Management (IEM) program. At the time, Teck HVC lacked the 
capacity, process, and organizational culture necessary to realize strategic energy management. 
One engineer on staff was mostly responsible for driving initiatives and did not have an Energy 
Team or employee base for support. Projects were appraised solely on financial payback, with no 
process in place to help senior management evaluate the benefits of energy conservation. The 
introduction of a Strategic Energy Management Plan (SEMP) and a gap analysis against ISO 
14001 standards – as part of BC Hydro’s IEM program – began to change this picture. From 
there, Teck HVC initiated an energy mapping process to understand associated costs and many 
meters were upgraded from vintage 1970s electromechanical meters to modern digital meters to 
help with the procedure. This was the start of behavioural and operational change. 

While the two mines began their energy management journeys in very different ways, 
today, both organizations see people as the driving force behind strategic energy management. 
Before beginning to engage a wide employee base in a culture of energy conservation, both laid 
a foundation that included: 

●     viewing energy use as an operational cost that requires monitoring and control; 
● engaging senior management to help develop energy conservation goals (alongside 

operational and maintenance goals), accountability, and support processes; 
●     developing internal expertise by creating an energy management focused position; 
●     increasing internal expertise and capacity by creating a cross-departmental Energy Team; 

and 
● capitalizing on external expertise through peer networking and coaching services, both 

provided through BC Hydro’s IEM program. 
Both mines recognized that these foundational initiatives would be vital to empowering 
employees and creating an enduring culture of continuous energy conservation and 
improvement.



©2019 ACEEE Summer Study on Energy Efficiency in Industry 2-20  

Engaging Employees in Energy Conservation 
 

Knowing that people are the driving force behind strategic energy management and 
understanding how to engage them to become this force are two separate issues. Creating an 
enduring culture of energy conservation that is engrained at an organization’s core requires 
placing people at the center of the equation; and providing them with the motivation to care and 
the tools to take action. New Gold New Afton Mine and Teck HVC both provide ideas for how 
to engage employees in SEM. 

 
New Gold New Afton Mine 

 
Developing an Energy-Aware Culture 

As a first step, the Energy Specialist developed a vision to create an energy-aware 
culture. New Afton understood that it was important to establish a picture for what energy 
management at the mine could be, to help guide its energy management efforts. Part of this 
vision incorporated a catchy, simple and easy to remember slogan, “Energy Matters” around 
which the employees could be rallied. A competition to submit and then vote on a logo design 
further engaged mine employees.  To this day, this logo and slogan is used on all energy 
management communications and awareness programs. 

 
An Engaged Energy Team 

Formed in 2012, New Afton’s Energy Team is a multi-functional group that grows 
capacity, employee engagement, and energy conservation results. New Afton and the Energy 
Specialist understand that strategic and holistic energy conservation isn’t possible with one 
person alone. Roles and responsibilities, reviewed on a regular basis, create ownership and 
accountability to the Team’s mandate and associated projects. Quarterly Energy Team meetings 
are used to discuss energy performance, as well as additional conservation and awareness 
opportunities. The Energy Team also acts as an effective communication channel, sharing 
information from these meetings, energy efficiency “tips and suggestions”, as well as new 
initiatives, processes, and operational training with their respective teams. New Afton’s Energy 
Team continues to be an essential component to creating the capacity necessary to find, analyze, 
and implement energy conservation improvements, and develop a culture of strategic energy 
management. 

 
“Outside the Box” Annual Energy Reviews 

The annual energy review is a full day workshop with the Energy Team. Held off-site, it 
provides an opportunity to share on progress, engage the team in setting targets for the following 
year, provide leadership and personal development training, and strengthen relationships.  All of 
this further increases the buy-in, collaboration, and capacity of the group.  The Energy 
Specialist’s creativity ensures the sessions remain fresh and exciting and provide an integral 
opportunity to motivate and inspire the Energy Team. Examples from past annual energy reviews 
include: 

● in 2014, energy ideas submitted prior to the review were analyzed in groups and a 
“thermometer” graph developed to show their potential to meet the annual energy savings 
target; 

● in 2014, a personality questionnaire and analysis was completed so Energy Team 
members could better understand how to work with their peers;
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● in 2015, groups of cross-functional teams looked at specific parts of the ISO 50001 
standard to convert requirements into roles and responsibilities for Energy Team 
members; 

● in 2016, Energy Team members received technical training along with training on 
building and maintaining effective teams; 

● in 2017, professional improv actors broke down inhibitions to speak out and through 
various role playing activities, groups collected information about projects to assess 
opportunities and present energy initiatives for the coming year; 

●     in 2018, the Energy Team participated in a modified Energy Management Assessment 
(EMA) to evaluate next steps in SEM. 

These full day sessions continue to be effective at inspiring Energy Team members to sustain 
their efforts in supporting energy performance improvement at New Afton. 

 
Save Money and Energy; Use Air Wisely 

New Gold also employs behaviour-change campaigns to spread awareness and empower 
employees to save energy. A compressed air campaign from 2015, for example, educated 
employees about efficient ways to manage compressed air.  The mine had just completed a 
compressor relocation project to optimize the compressed air supply. This campaign was focused 
on improving awareness around compressed air use, to ensure optimum use of the newly 
upgraded supply system. Components of the campaign included: 

● Interactive presentations at morning crew meetings that discussed inefficiency associated 
with the production of compressed air, appropriate and inappropriate uses of compressed 
air, the impact of leaks on the compressed air system, and challenges and opportunities. 

●     Posters, such as Figure 1, to encourage employees to use air wisely; 
●     A “tagging” procedure when compressed air leaks were found. 
●     Real time operator feedback using an Energy Management Information Systems (EMIS). 

The campaign focused on specific “non-divisible” behaviours (i.e. find leaks, tag leaks, and 
report them to your supervisor) and customized strategies to overcome investigated and observed 
behaviour barriers: 

● increasing awareness and education about the appropriate uses of compressed air and the 
impact of leaks; 

●     addressing myths about the cost of compressed air; 
●     using prompts to remind employees to report leaks and use air wisely; and 
● developing social norms that support finding, tagging, and reporting leaks as “the right 

thing to do”. 
By engaging employees to understand the problem and be part of the solution, New Gold sought 
to increase internal expertise, capacity, and responsibility for energy conservation. The 
compressed air campaign was re-launched in 2018, focusing on inappropriate compressed air 
uses, to coincide with an additional compressed air energy performance improvement initiative. 
This successful relaunch, further described in the results section, reminded new and existing 
employees about the importance of responsible compressed air use.
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Figure 1: New Afton Compressed Air Campaign Poster 
 

 
 

Mission: Zero Energy Waste 
A 2016 campaign, entitled “Mission: zero energy waste”, promoted energy awareness at 

home with the goal of transferring that education and culture to the workplace. This was an 
opportunity to help employees relate energy consumption with cost reduction, through a tangible 
drop in their personal energy bills. Components of the campaign included: 

●     Personal and creative branding to rally behind, using the theme of “Power Saving 
Agents” with a mission, “should you choose to accept it”- see Figure 2 as an example. 

● Co-funding the purchase of home energy meters for “agents” choosing to participate in 
the challenge. New Gold and BC Hydro funding reduced the cost for each employee to 
$50, an amount that could be refunded through a residential BC Hydro “Team Power 
Smart” program if the employees signed up and reduced their energy use at home by ten 
percent over a one-year period. 

● The cloud-based data from home electricity monitors, compatible with BC Hydro smart 
meters, allowed energy consumption to be anonymously tracked to monitor performance. 

● A totalized energy saving target was set for participating “agents” over a three-month 
period, with a donation by New Afton to a charity of the participants’ choice, if that 
target was achieved. 

● Customized communication using a Facebook Group for “Power Saving Agents”, to 
share ongoing results, build community, and motivate participants. 

This campaign shows how creativity, competition, and fun can be used to enable change.  Pairing 
meaningful understanding about the financial benefits of saving energy at home with the 
development of a social norm led to a combined ten percent reduction in home energy use and 
better employee understanding about the link between cost reductions and improved energy 
performance at the mine.
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Figure 2: New Afton Mission: Zero Energy Waste Campaign Poster 
 

 
 

Teck Highland Valley Copper 
 

Bright Ideas 
Teck HVC’s first engagement program, entitled “Bright Ideas”, was intended to get the 

breadth of employees participating in energy management through a formalized suggestion 
program. Still a forming culture, Teck HVC needed an avenue to better understand its 
employees’ perceptions regarding energy management, develop awareness about the benefits of 
SEM, create the norm that energy conservation is part of the culture at HVC, and engage its 
employees to participate. Still ongoing today, the campaign is split into three components: 

●     Phase 1: Investigation to understand awareness and behavioural barriers 
o Survey to gauge the current level of awareness, understand potential barriers, and 

develop a baseline for future measurement (see Figure 3). 
o Conversations with employees to understand details surrounding current 

awareness levels and barriers to change. 
●     Phase 2: Awareness and culture reinforcement 

o Teasers posted on decals in vehicle windows and shared through an employee pay 
stub insert. 

o Stories featuring employees and previously implemented energy saving ideas, 
shared through video, posters, digital screens, email, intranet and the employee 
newsletter. 

o Promotion of senior management support. 
●     Phase 3: Implementation 

o Interactive presentations at morning crew meetings that discussed the suggestion 
program and overall energy consumption and management at Tech HVC. 

o Suggestion cards, sized to fit in coverall pockets and distributed to all employees. 
o Monthly prize draw from all submitted suggestions.
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o Communication updates for suggestions under review and those implemented 
through email, morning crew meetings, and the stories described in phase 2. 

The campaign cycles through the three phases in an iterative process to build awareness and 
participation over time. It makes use of several change management tactics, including: 

●     engaging stakeholders as part of the solution, which increases the capacity of the Energy 
Manager and creates employee buy-in; 

●     using prompts to remind employees to participate; 
●     developing a process that makes it convenient to participate; 
●     using incentives to motivate initial participation; and 
● developing and diffusing a social norm through an effective communication plan, story 

sharing, and recognition. 
This campaign has proved to be an effective tool in developing an organizational culture focused 
on energy conservation at Teck HVC, further described in the “Results” section. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 3: Teck HVC Baseline Survey Example 

 
Idle Free at HVC 

Another initiative, anti-idling, relied completely on employee engagement to change a 
behavior. Prior to the campaign, many employees did not understand or care about the impacts of 
leaving a vehicle idling. The philosophy was often, “Not my fuel, not my equipment, not my 
responsibility.” Teck HVC needed to change the mindset. Components of the campaign 
included: 

● establishing partnerships with the Maintenance and Reliability teams, underpinned by the 
support of the Maintenance Manager; 

●     investigating the barriers to turning off vehicles; 
● leveraging supervisors known to have the highest rapport with the union to roll out the 

program; 
●     dedicating time for one-on-one engagement in the field; 
● making the campaign personally relevant through marketing materials that described the 

anti-idling benefits for employees’ personal vehicles; 
●     analyzing the maintenance benefits from the initiative; and 
●     reinforcing the behavior through vehicle monitoring and feedback.
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First launched in 2013, this campaign has continued to drive awareness and energy conservation 
since. It is so effective at reducing Greenhouse Gas emissions that other Teck sites have now 
adopted the program, as well as the City of Kamloops and Town of Logan Lake. 

 
Targeted Engagement 

Over 2018, Teck HVC shifted tactics, testing targeted engagement programs. The 
concept requires analyzing groups on site that have the highest probability of initiating large 
energy conservation ideas. While the “Bright Ideas” campaign provides broad engagement 
across the mine’s entire site, targeted engagement allows the Energy Team to strategically 
engage with “high opportunity” groups. As an example, Mine Engineering, the department that 
ultimately plans the development of the ore body, has a huge influence over how HVC uses 
energy.  Historically, this department did not consider energy directly in its planning and 
calculations.  Instead, it considered capital costs such as haul truck capital investment and 
operating costs such as fuel and maintenance. While not the focus, these financial considerations 
frequently resulted in decisions to conserve energy. The Energy Team targeted this group to 
recognize their efforts and show them how their decisions already support energy and GHG 
reduction objectives, one of HVC’s pillars of sustainability. This positive reinforcement has 
impacted the group’s planning approach with initiatives such as high energy blasting, 
autonomous haul trucks, in-pit crushing and conveying, and mine design. Select results are 
described in the section, below. 

 

 
 

Results 
 

The results of New Gold’s and Teck HVC’s engagement tactics illustrate the variety of 
energy and non-energy benefits possible when engaging and empowering people to strategically 
manage energy; including energy and GHG emissions reductions, process improvement, 
innovation, an engaged employee base, and an increased culture of energy conservation and 
corporate social responsibility. 

 
Energy and GHG Emissions Reduction 

 
At New Afton, the 2018 compressed air campaign, following the implementation of 

additional improvement measures, pushed the 3rd party verified savings to 990 MWh, exceeding 
the 800 MWh annualized energy reduction target. “Agents” who participated in “Mission: Zero 
Energy Waste” achieved a ten percent reduction in daily home energy use over a three month 
period. While it is a challenge to quantify the energy savings benefits of the Energy Team, the 
fact that New Afton has exceeded its Energy Objectives every year since the implementation of 
ISO 50001 is testament to its effectiveness. Since 2014, New Afton Mine is avoiding in excess of 
33 GWh of energy each year.  This is equal to approximately twelve percent of its 2018 total 
energy consumption. 

At Teck HVC, its anti-idling campaign was so successful in reducing GHG emissions that 
other Teck sites have now adopted the program. A well-known success story, HVC has also gone 
on to work with the City of Kamloops on their anti-idling initiative and most recently worked 
with the Town of Logan Lake on its Community Energy & Emissions Plan. As shown by Figure 
4, the first year of this campaign saved just under four kilotons of carbon dioxide or equivalent 
emissions in that year. In 2017, Teck HVC set a new record for greenhouse gas
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emissions reduction, largely due to its “Bright Ideas” campaign. Shown in Figure 4, the projects 
that stemmed from this campaign beat the previous record set by the anti-idling campaign by 215 
percent and reduced associated GHG emissions by almost eight kilotonnes per year. In the period 
since inception, roughly five percent of total energy savings have come from “Bright Ideas” 
submitted by employees. An extension of “Bright Ideas”, targeted engagement, led to fifteen 
energy projects in 2017 alone, including the optimization of grind density at the ball mills 
(instead of the previous ‘pedal to the metal’ operating philosophy of trying to maximize 
throughput by running the mills at maximum power) and a new waste dump location that 
reduced haulage hours. Optimizing the ball mills resulted in 8.5 GWh in annual electricity 
savings, about $540,000 in annual monetary savings, and a new operating philosophy across all 
grinding lines, primary and secondary mills. The reduced haulage hours due to the new waste 
dump site saves 642,600 liters of diesel fuel annually, estimated at $640,000 per year and 18Kt 
of GHG emissions over the next ten years. Similar to the ball mill suggestion, this idea is now 
leading to spin off projects and another modified waste dump is being planned. It is a major 
undertaking involving multiple departments and significant infrastructure changes. Recognition 
of the added benefits of energy and GHG reduction have helped tip the balance in favor of this 
massive undertaking. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4 – Teck HVC GHG Reductions by Year of Program
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Process Improvement and Innovation 
 

At New Afton, the Energy Team continues to be an essential component of the Energy 
Management engine. Their engagement and commitment helps to ensure that the mine meets its 
annual Energy Objective. Employees are also utilizing innovative energy management 
technology in their own departments. Maintenance personnel, for example, are investigating 
using total pump energy from the energy management information system instead of pump run 
time for determining planned maintenance intervals. Microsoft’s Power BI is being used to better 
communicate energy performance and increase awareness.  As this awareness grows, employees 
are coming forward with innovative solutions to improve processes; for example, they are 
utilizing small hydro-electric generators instead of cumbersome mechanical pressure reducing 
valves. 

At Teck HVC, “Bright Ideas” and targeted engagement campaigns led to a noticeable 
step increase in energy reduction, resulting in a 2018 CIPEC1 Leadership Award from Natural 
Resources Canada and, arguably more important, the step change is sustainable via an ongoing 
suggestion process that is now ingrained in HVC’s procedures and culture. This ensures 
continuous improvement for both energy reduction and operational process improvement alike. 

 

Engaged Leadership and Employees 
 

At New Afton, engagement has been a pillar of energy management since day one. The 
organization firmly believes that people, not systems, manage energy. Its engagement campaigns 
and processes reiterate this message and energy conservation is part of the culture at the mine. 
Employees consistently approach the Energy Specialist with ideas to improve energy 
performance, both at work and at home, and will let you know that “Energy Matters”. This 
culture helps with recruitment as potential employees sometimes mention that they have heard 
about the mine’s energy management and sustainability efforts. A 2018 CIPEC Leadership 
Award in Energy Awareness and Training validates these ongoing efforts. 

At Teck HVC, its “Bright Ideas” and anti-idling campaigns had a profound effect on 
energy management awareness. The campaigns and associated projects engaged most 
departments and personnel. As a direct result of these initiatives, energy management became 
much more of a team effort. Today, energy reduction projects are embedded in the efforts of 
departments across the site. Additionally, energy projects are no longer standalone projects, 
incorporating other aspects such as water quality, air quality, and equipment reliability. Energy 
management is now a top performing pillar of Teck HVC’s overall sustainability program and 
the Energy Team meets with senior management regularly. 

 

 
 

Lessons Learned 
 

While different organizations with very different contexts in the mining sector, New 
Afton’s and Teck HVC’s efforts provide shared lessons in how to empower employees to 
conserve energy in other sectors and organizations. 

 

 
 
 
 

1 Canadian Industry Program for Energy Conservation
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Dedicate a Full-Time Energy Champion 
 

A full-time energy champion enables continued focus on energy management, without 
the distractions of day-to-day operational issues. Through the BC Hydro program, each 
organization has a full-time, funded Energy Manager. This person is a dedicated champion for 
SEM, embedded within their organization, and has the ability to use the BC Hydro program 
requirements and support tools as leverage points for change. 

 
Cultivate Passion and Creativity 

 
As a leader, an Energy Champion’s passion, creativity, and resourcefulness must engage 

an organization’s employees. New Afton’s and Teck HVC’s engagement examples, shared in 
this paper, work to inspire employees through creative approaches, fun, and strategic 
communication. 

 
Develop Accountability and Ownership 

 
To successfully engage an employee base, organizations must find a way to move past 

the mentality that “it’s someone else’s job” and develop feelings of personal relevance and 
ownership over energy management. As the examples in this paper show, campaigns that create 
that link for employees, initiatives that receive senior management support and review, and 
building teams of like-minded employees are all opportunities to do this. Helping employees feel 
“part of something” is an important component in developing this accountability and ownership. 

 
Increase the Benefits and Decrease the Barriers 

 
Information alone is not enough to change someone’s behaviour. It is important to 

consider strategies that increase the benefits and decrease the barriers to behaviour change. At 
New Afton and Teck HVC, these strategies include: 

● Using first-hand investigation and observation to learn about perceived barriers to and 
benefits of change. 

●     Using campaigns to develop awareness and a culture of energy management. 
●     Providing training to increase knowledge and education to do a job well. 
●     Using prompts to remind employees of correct behaviours. 
●     Using storytelling and personal links to make energy management relatable. 
● Making energy conservation fun through creative messages, competitions, and unique 

opportunities. 
 

Consider Key Messages 
 

Energy reduction is too often seen as just another cost reduction project. While this may 
be an important part of the business case for management, it is not the only important message to 
share and often disengages many employees from the conversation. Shifting the dialogue to key 
messages that focus on employee motivations is an opportunity to engage employees as drivers 
of strategic energy management and positive sustainable change. In order to do this, it is 
important to spend time interviewing key stakeholders and employees, as well as investigating 
the “why” behind current behaviours. Examples of employee motivations at New Afton and



©2019 ACEEE Summer Study on Energy Efficiency in Industry 2-29  

Teck HVC include reducing GHG emissions, convenience, quality, reduced maintenance and 
down time, safety, as well as other non-energy benefits. 

 
Celebrate and Share 

 
The words “Thank you” go a long way. Both organizations share successes with 

employees and celebrate together when milestones are achieved. As the examples from New 
Afton and Teck HVC describe, this comes in many forms such as stories about people, projects, 
or awards; pizza parties and recognition events for achieving energy reduction targets; prizes; or 
donations to worthy causes of the employees’ choice. Taking the time to celebrate and share 
results creates a positive vibe for employees, strengthens the organization’s culture of SEM and 
furthers support for the Energy Specialist and Team. 

 
Build Enduring Capacity 

 
Energy Champions are important components to instilling SEM within an organization. 

When they move on, key people and a culture of SEM need to be in place to maintain 
momentum. At New Afton and Teck HVC, this includes having a cross-departmental Energy 
Team of like-minded individuals, spending time to cultivate an internal vision and culture of 
energy management, and using engagement campaigns to develop and embed continuous 
improvement processes. 

 
Understand that “It’s Never Done” 

 
When engaging employees in energy conservation, it is important to adopt an attitude of 

continuous improvement. As the examples in this paper show, many of New Afton’s and Teck 
HVC’s initiatives are still in place today. Year over year, the organizations use measurement and 
feedback to improve the initiatives, better engage the workforce and, ultimately, save more 
energy. 

 
Prepare to FAIL (First Attempt In Learning) 

 
None of the results in this paper would be possible if Teck HVC and New Afton did not 

support learning and failure. Energy champions and employees need to know that it is ok to try 
new things and take risks. “Failing” is an opportunity to learn, grow and improve. As the age old 
adage goes, “If at first you don’t succeed, try, try again.” 
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