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EMPLOYER GUIDE and Training Services Inc. to develop the
Employer Guide

« Launched the guide at a media event in
Didsbury in November 2008.
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An Alberta
Immigration Approach

Maryann Everett
Assistant Deputy Minister
Immigration Division
Alberta






Outline

e Context of Temporary and Permanent Immigration to Alberta
e Trends and Challenges
e Alberta’s Response

Q Labour Attraction

a Alberta Immigrant Nominee Program (AINP)

O Foreign Qualification Recognition

O Settlement and Language Programs





Alberta’s Immigration Approach

e Retaining newcomers is the 4
fundamental priority of Alberta’s Welcome
Immigration approach

e Based on three equally important g
realms of activity a6
Attract, Welcome, and Integrate Retain
e Targeted programs and services | e

supporting the seamless attraction, | auract -
welcoming and integration of
Immigrants into the province’s

workplaces and communities ~

Integrate /





Labour Shortages Now and in the Future:
What is Fueling our Need for Immigration?

Percentage of Total Population Aged 65+

B Canada m Albera

1871 2006 2026

Oata Source: Stabsbcs Canada, Alberta Fnance and Enterprise






Permanent Immigration to Alberta

Total Immigrants to Alberta: 24,185

2

Economic
Class
(14,498)

B Family Class
(7,135)

B Refugess
(1,838)

Other (714)






Federal Economic Immigration
and Alberta

Economic immigrants include:

Federal Skilled Workers (FSW)
Business Immigrants
Provincial Nominees

Live In Caregivers

Economic immigrant numbers are declining

CIC has a processing backlog of over 900,000 applications
Federal Minister recommends priority occupations under Bill C-50
Alberta occupations are limited under priority listing

Skilled trades and child care are absent

Alberta will see less FSW immigrants





Increase in Temporary Foreign Workers:
A Revealing Trend

Chart B - TFW Flow and Stock in Alberta
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In 2008, TFW flow to Alberta increased to 39,177, up from 18,565 in 2006.

At the same time, the stock of TFWs in Alberta has also been increasing
at an escalating rate fuelled by increases in TFW flow.

That is, the rate of inflow of TFWs is outpacing outflow, leading to more
TFWs staying and working in the province
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Alberta Immigrant Nominee Program: 000
A Strategy to Respond to Alberta’s Needs | ¢
Alberta FSWs and PNs as Proportion of Economic Immigrants
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e International Graduates





Where are they from?

New Immigrants
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Emerging TFW Issues

e Impacts of increasing numbers

e Pressure to increase semi skilled occupations
e Worker Vulnerability

e Community impact of TFWs

e TFW'’s filling long-term positions

e Continued information and support for
employers who continue to recruit TFWs to fill
positions during the economic slowdown





Labour Attraction

Priority Markets and Occupations

US H-1B Visa Category

Primary source countries include: India, China,
Philippines and Pakistan

Trades, Transportation and Equipment Operators
Sales and Services Occupations
Health Occupations






Maximizing Labour Market Potential using
Provincial Nomination

Strategic Recruitment Stream
e High Labour Market Potential
e Able to move freely within Alberta Labour Market

e Demonstrated Ability and Intention to live in
Alberta

e There are three categories under this stream:

Compulsory Trades Category;
Engineering Occupations Category,; and
U.S. Visa Holder Category.





How can we address the needs of
TFWSs?

e Pilots to assist TFWs to adjust to Alberta

e Delivery of
Toolbox of Ideas for Smaller Centres

e Guides for TFWs and employers

e TFW Advisory Offices and Helpline





TFW Advisory Offices and
TFW Helpline

e Offices located in Edmonton and Calgary

e TFW Helpline toll free anywhere in Alberta

e Provides information to employers about their rights
and responsibilities, as well as TFWs

From December 2007 to December 2008
e 1092 Walk-Ins

e 2475 Phone Calls

e 1776 Referrals






Looking to the Future

e An Integrated and flexible immigration system
that balances temporary and permanent
labour market pressures

e Ensuring the unigue needs of temporary
foreign workers are met while they are
working in our province

e Promoting programs and initiatives that build
welcoming communities for all newcomers





Thank you







Metropolis Pre-Session

IMG Professional Integration

professional language proficiency?

What concrete results have been made in terms of
language gains, clinical gains and professional
Integration?

What is the greatest challenge we face in achieving our
national goal of professional integration for immigrants?






Who are the immigrant physicians we
work with?

Ara
9 medical specialties: GP, Internal Medicine,
Cardiology, Surgery

66% are landed immigrants, 34% are Canadian citizens
Average age = 38, average LOR = 4.2 years

Successful completion of the Medical Council of
Canada’s Qualifying Examination Part 1 R

e,

Advanced English proficiency (CLBA 7/8/7 or better) { MC AP‘%

Competing for 59 residence spaces available for IMG'S™ g
In order to professionally re-integrate.





What Is the program we use to accelerate

their professional language proficiency?

medical cases designed to increase the difficulty of the
communication situations on a weekly basis. The physicians are
coached, videotaped and critiqued by medical educators, language
assessors, peers and actors. We treat language as culture, one word
at a time. After the in-class component, the doctors are placed with
practicing physicians, given courtesy licenses to practice under
supervision and provided with an ongoing instruction for professional
language development. g,

'MCAP!
QL6





Practicum Physician Demographics

Family 72%
Surgery 2%
Other 8%

Years of Practice 25 years

IMG Experience 5 years

Perceived Role
Preceptor 12.5%
Examiner/Educator 33.3%
Mentor 20.8%
Supervisor 4.2%
Other 29.2%

ycatiomn





{:: B \Vhat is the program we use to accelerate
WU their professional language proficiency?

INTERNALIZATION
OF CONTEXT SPECIFIC — )
PROFFESSIONAL Live Rehearsal

LANGUAGE
PROFICIENCY ""-.._._“H
360° Feedback

Microanalysis ten :
¥ LW A“*%L

Awareness
Goal Setting

Self-Reflection

360° Authentic
Performance
Critigque

Clinical Expert
Advice

Critical

Reflection .
Authentic Reformulation

Performance
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What concrete results have been made In
terms of language gains, clinical gains and

Listening and Speaking

professional integration?

L

—

CLBA

OSCE

Practical ELTPA

Assessment

N
IMCAP!






Practicum Physician Assessment of
Readiness

L1IMG's Competence
with Canadian Medical
System After MCAP

B IMG's Competence

with English Language
Proficiency After MCAP

10 -

cn“"‘"“' “'a-,

MCAP!
AN |

Excellent
Good
Adequate
Not Good
Poor





What concrete results have been made In
terms of language gains, clinical gains and

professional integration?

Skill Area perore | et |Pocled | Percent | pffect size Cohen's d

Overall 65.89 7897 4.19 13.08% 3.122

Clinical 63.99 69.14 3.50 5.15% 147P

Communication | 68.92 80.03 6.70 11.11% 1.66°

Language 66.60 84.66 8.50 18.06* 2.122

Writing 83.33 85.58 8.75 2.25*% 0.26°

*pooled standard deviation, *p<.001;**ns = non-significant,® extremely large, b very large, “ small
o\
‘MCAP!

A WS






What concrete results have been made in
terms of language gains, clinical gains and
professional integration?

M-CAP rate of success on OSCE |

General rate of success on OSCE 45%
M-CAP % of success-residence | 40%
M-CAP % of success-total residence - 33%
General population % ufschess- | 24% &w“““"“%%
total residence

Non-M-CAP % of success-total | MCAF’%

residence | A A NS






What concrete results have been made In
terms of language gains, clinical gains and

professional integration?

During or directly after the M-CAP program, 12 of the participants
enrolled in the MCCQE-2, an OSCE exam process that Is required
of all Canadian physicians near the end of their residence

programs. All 12 M-CAP participants were successful in passing

this exam, which reports a first attempt success rate of only 64%,
nationally. The 100% success rate for the 12 M-CAP participants

In their first attempt represents a remarkable achievement. e,

‘McAP!
QL6





What Is the greatest challenge we face in
achieving our national goal of professional
Integration for immigrants?

foreign workers and foreign trainees and the long term ethical
Integration of immigrant professionals.





Our Challenge

were matched with residency positions at Canada's teaching
hospitals. This means 1,188 graduates, who had passed their
licensing exams, were unable to find spots required to qualify
as family doctors.

The hospitals claim the reason so many potential doctors

were turned down was because of a teacher shortage. But

while university hospitals have been rejecting immigrant
physicians they have been accepting trainees from foreign
countries in record- breaking numbers -- all of whom come Y

o

here at their governments' expense and then return home / |
once fully trained. MCAP i

A WS





Our Challenge

IS that foreign governments (malnly from the Mlddle East) pay fees
and expenses equivalent to $115,000 a year, to have a fully qualified
doctor returning home within five years.

Mulinnﬁw

MCAP





Our Challenge

International medical graduates who might stay in Canada and,
finally, sponsored foreign-visa trainees; a scenario that is perhaps
not unrelated to the $200-million cash injection coming from foreign
governments.

"Canada could have at least 1,000 additional doctors per year, if not
for the medical-resident positions that are sold to non-Canadian,
non-landed immigrant doctors, who leave Canada after thelr “ay
training," Julie Taub, Immigration Lawyer, Ottawa. MC AP%

A WS





THANK YOU

David L.E. Watt & Deidre M. Lake
http://m-cap.ca
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This research and development has been funded by Alberta Employment f M C AP
& Immigration; and Citizenship & immigration Canada QJ-\@






AMSSA’s National

oX¢
Safe Harbour:
Respect for All S A F E

Program HARBOUR

RESPECT FOR ALL

Coordinated nationally by:  Coordinated in Alberta by:
newcomers
Generously supported by:

(C.A.R.E) €

I * l Citizenship and Citoyenneté et
Immigration Canada  Immigration Canada





Who Is Behind Safe Harbour?

3

» The Affiliation of Multicultural Societies and
Service Agencies of BC. AMSSA supports member
agencies In providing immigrant settlement and
multicultural services in communities throughout
British Columbia.

» Safe Harbour has its roots in Nanaimo, BC and
has expanded into 33 BC communities since 2006
and is supported by the BC Ministry of Advanced
Education and Labour Market Development.

BRITISH
o, | Welcome





Who Is Behind Safe Harbour?

Lead Organizations and Community Organizers

» Safe Harbour Lead
Organizations and local
Community Organizers
are not-for-profit agencies
and committees dedicated
to Immigrant settlement,
anti-racism, and
multiculturalism.

-— .;.‘,-.::--._
= e e =

In Alberta, these agencies are:

>

Edmonton Mennonite Centre for
Newcomers — Lead Organization
and Community Organizer

Calgary Centre for Newcomers

Immigrant Settlement Services,
part of Grande Prairie Regional
College

Centre for Immigrants and
Refugees,

Central Alberta Refugee Effort in
Red Deer

YMCA Settlement Development
Program in Fort McMurray





A Vision In Action

a core element to building
welcoming communities
across Canada.

» Understanding diversity Is T

2 ;
; -
% v e W

» Safe Harbour creates
opportunities for
businesses and agencies to
celebrate diversity and to
work together in building
safer, more inclusive
communities.

4(;(_;-}5!"1 16
K






What Is Safe Harbour:
Respect for All?

» Provides storefront businesses, agencies, and

Institutions with an opportunity to become
diversity champions.

» Safe Harbour locations are committed to
providing equitable treatment for anyone who
walks in the door. This also means they are

orepared to act as temporary safe refuges for

people who experience discrimination and
oriefly need a safe place to go.






Dimensions of Diversity
Safe Harbour: Respect for All

-/ﬁ

Respect for All
Abilities

Respect for All
Ethnicities
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How to become a Safe Harbour

To qualify, staff members simply need to:

» Participate in a free, two-hour Interactive
Orientation, based on the Safe Harbour ‘
Training Curriculum;

» Sign the Participant Commitment Form;

» Display the colourful window decal and SA I: E

promotional materials in their storefront; HARBOUR

» Share the Safe Harbour commitments _RESPECT FOR ALL
with all managers and employees through a
review of the Participant’s Workbook.





Safe Harbour Orientation

» Raises awareness about the
different ways marginalized
groups might experience living in
the community;

» Discusses stereotyping and
recognizes our own biases;

» ldentifies simple steps that staff
can take to demonstrate respect to
diverse groups and support
someone who needs a temporary
refuge from harassment.






Safe Harbour Commitments

» Equitable treatment: Treating all clients and
customers in an equitable manner; if a concern Is
expressed regarding a lack of equitable treatment,
staff members take steps to address the problem.

» Providing a Safe Harbour: Being a temporary
safe place for anyone experiencing racism or hate.

» Prepared employees: Having all staff prepared
to welcome diversity and assist those who require

refuge.





Recognizing Commitment

The Safe Harbour window decal 1s ‘@

a sign of an organization’s
commitment to better

understanding and serving S AI: E
diversity in their workplace and
community. HARBOUR

RESPE[T FOR ALL

&
HHHHHH

Copyright AMSSA 2008 All rights reserved





Safe Harbour 1s Good Business

Many businesses recognize the need to be
responsive to diversity as an opportunity to:

» Build better relationships within our increasingly
diverse communities;

» Change problems into
positive opportunities;

» Improve client relations
and customer satisfaction.

Copyright AMSSA 2008 All rights reserved





Safe Harbour certified businesses
and agencies know that...

» The Safe Harbour orientation session supports
management and staff to better adapt to the changing
face of their community;

» Safe Harbour appeals to customers who want to
demonstrate their support for an organization that
understands and respects their needs and values;

» Safe Harbour can help attract employees from diverse
backgrounds: immigrants, people with disabilities, the
LGBTQ community, and Aboriginal youth.





Safe Harbour within the
workplace aims to:

» Support an inclusive organizational
culture which can help retain employees;

» Reduce interpersonal conflict;

» Enhance teamwork.






How Safe Harbour benefits
communities

» Invites businesses, not-for-profit agencies, financial
Institutions, and entire municipalities to work together
In building safe and inclusive communities;

»Provides an opportunity for storefronts to play a
proactive role as leaders in their community who stand
up for diversity and respond to racism and hate when it
happens;

» Creates a welcoming environment for all.





Safe Harbour Locations

500 businesses, financial institutions, social service
providers, community centres, libraries, and city halls
In 34 B.C. communities have become
Safe Harbour locations.






AMSSA’s National
Safe Harbour: Respect for All

Program

We are expanding into communities right across
Canada. AMSSA and our partners welcome you to
join the Safe Harbour movement!






Testimonials

“At NorQuest College, we embrace and celebrate what makes each
of us unique. And we share our stories and our experiences so
that people gain new perspectives and appreciation on what
makes us individuals. NorQuest is proud to support Safe
Harbour in its venture to promote diversity, tolerance and
respect for all.”

- Wayne Shillington, President and CEO, NorQuest College

“Alberta Is a province that is enriched with its diverse citizens and
proud of its openness and understanding of other peoples'
cultures, social structures, values and faiths. Safe Harbour
recognizes that diversity Is an asset that makes Alberta a better
place to live.”

- Aziza Kotadia, Investment Advisor with RBC Dominion
Securities in Calgary





_ooking Ahead...

Over the next few years, ‘
Safe Harbour: Respect for All will
continue to expand in BC, Alberta
and Into two other provinces
across Canada, becoming S A I: E
recognized as a symbol of trust in
promoting diversity and supporting  HARBOUR
welcoming workplaces and  RESPECT FOR ALL

AAAAA

communities across our country, s "

Copyright AMSSA 2008 All rights reserved





For more information, please Visit:
‘Wwww.safeharbour.ca







Manitoba’s
Worker Recruitment and
Protection Act

March 19, 2009

Karen Sharma
A/Manager of Labour Market Coordination
Immigration and Multiculturalism Division
Manitoba Labour and Immigration

Manitoba 9%






Manitoba 9%
How Immigrants Come to Manitoba

Temporary Migrants

\ 4 A 4 A 4
International Temporary Visitors
Students Workers

Permanent Migrants

| | |
______ r—-——-—---
I
y ! v |
Business Federal Skilled Live-in I
Immigrants Workers Caregivers I
I
I
I
Manitoba Provincial -

Nominee Program
(MPNP)

MPNP MPNP
Skilled Business
Workers






Manitoba Temporary Foreign Workers
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Manitoba ®P%
Provincial Challenges with
TFW Employment

1. Recruiters that charge recruitment fees.

. Lack of information on TFWSs.

3. Employers that breach the conditions of

their employment contracts (reduction of
wages, hours, etc).

. TFWs unaware of their rights and
responsibilities.





Manitoba 9%

Worker Recruitment and
Protection Act (WRAPA)

* Replace the existing Employment Services Act,
which governs the activities of third-party
placement agencies (recruiters/labour brokers).

« Strengthens, modernizes, and expands coverage
to encompass two increasingly important issues -
protection of:

1. foreign workers from unscrupulous recruiters
and employers

2. children in the modeling industry from sexual
exploitation






Manitoba 9
Worker Recruitment and
Protection Act (WRAPA)

Key Provisions of WRAPA:

* requires employment service agencies to be
licensed.

* requires foreign worker recruiters to be licensed,;

* requires employers recruiting foreign workers to
first register with Manitoba Labour and
Immigration; and

 strengthens enforcement provisions to ensure
employers and recruiters comply with its terms
and requirements.





Manitoba 9%
WRAPA Process

Employer Supports

Registration
Denied

Approved REDAALTY *J Licensed Recruiter

— v Employment Standards
Labour Market Opinion Compliance History

Application Process N\ \ Worker Recruitment and
e Protection Act Compliance

Worker Arrives

Immigration and
Multiculturalism Division

TFW Information
and Support
Services





Manitoba 9%

Key Provisions for Recruiters

* Recruiters must obtain a license. Licensed
recruiters will be posted on Manitoba's
Employment Standards web site.

* Foreign recruiters must:

= be a member of CSIC (Canadian Society of
Immigration Consultants), Chambre des Notaires de
Quebec, or a Law Society in Canada

= provide an irrevocable letter of credit
 Liable for charging workers recruitment fees.





Manitoba 9
Key Provisions for Workers

* Proactive enforcement and investigations

» Ability to recover any illegal fees charged
to the worker by an employer or a licensed
recruiter

» Timely and relevant information for
workers regarding settlement and
employment in Manitoba.





Manitoba 9
Key Provisions for Employers

Employers hiring foreign workers must first
register with the Province prior to recruiting.

Good history of compliance with labour
legislation and use of licensed recruiter to be
registered.

LMOs will not be processed without proof of
registration with Manitoba Labour and
Immigration.

Liable for recruitment fees charged to workers.





Wm
Key Provisions for Employers

* LIM processes that support and facilitate
the recruitment of immigrant workers
locally and internationally.

 Employer support services to ensure
timely access to relevant information
regarding programming and services.





EMPLOYER SUPPORTS

SKILLS

MATCHING AND

TRAINING
INITHATIVES

* Immigrant
Employment
Service
Providers (Skills
Matching
Programming)

* Local Job Fairs

» Assessment,
Gap Training /
Skills Building
Programming

N

SETTLEMENT
AND LANGUAGE

TRAINING
SUPPORTS

* Settlement
Information and
Planning Supports

* Adult Language
Training, including
English in the
Workplace

\_ J

N

MPNP —

EMPLOYER
DIRECT STREAM

* Temporary to

Permanent
Immigration Process
through the
Manitoba Provincial
Nominee Program

PRE-ARRIVAL

INITIATIVES AND
PROGRAMMING

Pilot pre-arrival
initiatives,
including
orientation,
assessment and
training
components

/

\_ J

K - Mexico

TEMPORARY AND
PERMANENT
IMMIGRANT
RECRUITMENT
INITIATIVES

* |nternational

Labour
Cooperation
Agreements:
- Iceland
- Philippines
- ZAV (Germany)
- Espace Emploi
(France and
Belgium)

J






mm
WRAPA Implementation

* Implementation Date: April 1, 2009

» Recruiters able to apply for licenses since
mid-February.





Manitoba 9%

Links

* Immigration and Multiculturalism Division:
http://www.immigratemanitoba.com

 Employment Standards Division:
http://www.manitoba.ca/labour/standards/

* The Worker Recruitment and Protection Act:
http://web2.qgov.mb.ca/laws/statutes/ccsm/w197e.php







Workplace Integration
and Promotion of
Workers with Foreign
Credentials to Manitoba

Immigration and Multiculturalism Division,
Manitoba Labour and Immigration

March 2009

Manitoba 9%





Manitoba’s Action Strategy for Economic Growth:
Growing Through Immigration

“It is clear that Manitoba needs an increase in immigration to keep its
population and work force in balance.”

Premier’'s Economic Advisory Council

* Manitoba’s Action Strategy for Economic Growth recognizes that immigration:

o contributes significantly to sustaining economic development and
strengthens respect for cultural diversity; and

o builds communities, provides new skills and ideas, and strengthens our
ability to innovate locally and in the global marketplace.

 In 2006, an annual immigration target of 10,000 newcomers was established.
This goal was reached, and as a result, a new target of doubling annual
immigration levels over the next 10 years was set.

» Focus on labour market integration and improved recognition of skills, education
and training.





Immigration to Manitoba: 2002 — 2008
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Labour Market Trends

Unemployment 5.3 % up from 4.5%
Participation rate 69.6 %

Continued employment gains in Health
and Education, Construction and Trades

Declines in Manufacturing, Administration
Services and Finance/lnsurance sectors.

Continued requirement for skilled workers
and immigration as component of labour
market, economic and population growth






Manitoba 9P

Qualifications Recognition and
Labour Market Integration

Challenges for Immigrant

« Lack of Canadian work experience
« Transferability of their qualifications
e Lack of official language

Challenges for Employers, Regulators,
Educators

e Language

* Providing Work experience

 Difficulties assessing foreign qualifications

 New and timely approaches/capacities






Qualifications Recognition

» Facilitate
international
recruitment through
agreements and
partnerships

* Temporary to
permanent process

* PN assessment of
certification, work
experience,

\ employability and

N

PRE-ARRIVAL

* Pilotl initiatives
including workplace
orientation,
assessment and
training components

* Online information
and resources

SETTLEMENT
AND LANGUAGE
TRAINING

* Centralized
orientation
(workplace)

» Assessment
referral and
guidance to
language/work
and recognition
pathway

» Occupational
specific and

/

\_Workplace EAL /

EMPLOYMENT
AGENCIES

* Promote local
supply of
immigrants

* Assessment

» Supports and
training for
workforce entry

» Guidance and
referral to
recognition

pathways

\ )

QUALIFICATIONS
RECOGNITION

» Academic
Credentials
Assessment

* Bridge/Gap
training

* Fair Registration
Practices in
Regulated
Professions Act

» Fairness

Commisioner
N /
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MB Fair Practices
for Assessment and Recognition

Elements of fair practice include:
o Accessibllity
e Transparency
 Validity and Reliability
e Inclusion of Competency-based Assessment
 Partial Recognition
 Due Process
e Continuous Improvement
« Stakeholder involvement
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The Fair Registration Practices In
Regulated Professions Act

Purpose: regulators and those applying for registration are
governed by registration practices that are transparent,
objective and fair registration practices - Fair Registration
Practices Code

Fairness Commissioner: appointed to provide
iInformation and advice to regulatory bodies to help them
understand the requirements under the act, to review the
registration practices for compliance with the Act and
recommend improvements

The Minister: responsible for The Act will also provide
iInformation and assistance to regulatory bodies and other
stakeholders on registration practices as well as conduct
research and analyses related to the Act.

* Applies to 20 Self Reqgulating Health Professions and 11
other Regulated Professions





5 Career Destination MANITOBA for Newcomers

Internet learning tool to improve
the success of our immigrants






Career Destinations

Online multimedia gallery of “virtual mentors” in specific
occupations (real stories from actual experience)

Learning and exploration tool for service providers and
their clients

Began 2004-05, multiple phases (now Phase 5)

Continuously improved through audience testing and
feedback

. ™
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Potential uses

e Counseling tool for employment service
providers and newcomers

— best practices for “navigating the system”

— real world examples

— links to resources relevant to occupation
 Resource for EAL Teachers

— Authentic work-related materials for reading, writing,
listening, speaking exercises

e Early preparation for immigrants still overseas

learning Qb

dage NtSinc.
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Example: workplace culture

Home | Search | About | Contact | Help | Privacy

4531- Career Destination MANITOBA for Newcomers

e CAREER STORIES by:
3 Industry sector CityTown Country

STORIES by: Subject
Health | print
Differences in Procedures and Multiculturalism o
Technology Policies and Respect

BASIC FACTS | [| Muzaffar Ali, Medical Lab Technologist

WORKPLACE CULTURE
LANGUAGE -
e Social Differences ®

QUALIFICATION | (TEXT FROM SOUND BITE)

RE NITION "There's a big difference between working in

FINDING WORK Pakistan and working here because in

Pakistan, people are very informal with
colleagues. They know each other and they
can talk on every kind of topic.

"But working over here, we have to be very,
very careful because maybe something which
is good in our culture is bad in this culture. So
we have to be very formal with co-workers.”

LIFE IN MANITOBA

FUTURE PLANS

USEFUL LINKS
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Links

Manitoba Immigration and Multiculturalism Division:

www.immigratemanitoba.com
WWW.immigreraumanitoba.com

Career Destinations
www.immigrantsandcareers.mb.ca

Working in Canada — Manitoba
www.workingincanada.gc.ca/manitoba







Workplace Integration &
Promotion of Workers with
Foreign Credentials

saskjobs.ca

real careers. real life.






Saskatchewan’s Economy

o Saskatchewan is projected to have an estimated 86,000
job openings, 70% due to attrition and 30% due to
expansion demand (economic growth), during the period
2007 to 2012.

- Source: 2008-09 Saskatchewan Employment Forecast.






Saskatchewan’s Labour Market Approach

Balanced approach to meeting labour needs:

»Training and educating our youth with an emphasis on our First
Nations and Métis communities;

»Creating more opportunities for young people and attracting back
those who have moved to other provinces; and,

»Expanding the number of skilled immigrants coming to
Saskatchewan.






Government’s Role In
Workplace Integration

* Increase immigrants’ access to programs and services that will more
quickly and effectively integrate them into the Saskatchewan labour
market

» Build capacity of employers and other stakeholders to work with and
recognize the skills, training and experience of foreign workers

» Ensure long term benefits for immigrants, employers, other
stakeholders and society






Government’s Role Cont’d.

Government Funding:

»Government funding of $5.5M for immigrant settlement and
Integration services, including $3.5 M in provincial investment.

»Funding for settlement programs and services to facilitate
settlement and integration of newcomers and ensure timely
connection to the Saskatchewan labour market.






Government’s Role Cont'd.

Language Training Programs

» English Language Training (ELT): delivered across the province to
ensure new immigrants build the language skills needed for finding
and retaining employment and effective community interaction

» At Work English: On-site English language training, Canadian
Language Benchmark (CLB) assessments and workplace
language training needs assessments by qualified assessors for
newcomer employees






Government’s Role Cont’d.

Recognition of International Training and Education:

» Internationally Educated Health Professionals (IEHP) portal:
online resource to help connect IEHPs to people, resources and
services in Saskatchewan.

» Regulated Occupations Fact Sheets: Developed in consultation
with regulators; represents a positive step in facilitating early
communication between provincial regulators and immigrants
seeking work in Saskatchewan.






Government’s Role Cont’d.

Services for employers:

» Canada-Saskatchewan Career and Employment Services: Work
readiness training, life skills, employment supports and work
experience through partnerships with community-based
organizations, municipalities and employers.






Toward a New Strategy for Settlement,

Retention and Competency Recognition

PRE-ARRIVAL
SERVICES

vA¢
<l >
DA

GATEWAY
CONNECTIONS

SPECIALIZED/
TARGETED
SERVICES

1

OTHER
COMMUNITY
SERVICES






Contact

Yetunde Oke

Director of Policy and Program Support
Saskatchewan Immigration Services Division
Regina, Saskatchewan

Tel: (306) 798-0391

Email: yetunde.oke@gov.sk.ca
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Challenges

Overall
o Labour market shortages
 Demographic challenges

TFWs \ @
e Short-term pressures N .
* Protection of workers






Temporary Foreign Workers in SK

 Growing employer interest

 Requests for LMO’s have
Increased by:
— 22% In 2006
— 49% in 2007
— 60%+ In 2008






- Immigration in SK

—— Federal Classes —¢—Provncial Nominees —e— Total

8,000 - 7,500
6,000 - ;.
4,000 | : S
2,119 -
2,000 -
o &

2005 2006 2007 2008 2009

Source: CIC Facts & Figures 2008, 2008 figures are
preliminary and subject to change.






Consultations

e Stakeholder consultations in 2008.

* Feedback:
—relatively fast
processing times.
—responsive to labour
needs in key areas.






Foreign Worker Protection

* Pro-active approach

* New Program
Integrity Unit






Desired Outcomes

e Address short-term pressures
* Bridge to permanent residency
e Retention






Partnerships

e Federal / Saskatchewan
e Federal / Provincial / Territorial

e Settlement Service Provider organizations,
employers, ethnocultural communities and
municipalities, other provincial government
ministries etc.





Thank you!

Yetunde Oke

Yetunde.oke@gov.sk.ca
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Immigration

L & Settlement
A : Policy
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Immigration and Settlement Policy

Seven Key Areas for Action

e Economic Integration of Immigrants
Intergovernmental Relations

Service Access and Equity

Planning and Coordination
Communication, Public Awareness and

Education
« Community Building and Inclusicb_,

Services to Immigrant Women . - i

€dmonton





Community Services
Community Gatherings





Emerging Immigrant & Refugee
Grant & Space Subsidy

e Community Focused
 Flexible

« Building Capacity of staff and groups

€dmonton





Projects Still in Development

 Addressing space/facility requirements of
Immigrant/refugee groups

 Space Access Tool Kit
« Web-Based Space Clearing House
 Multicultural Recognition Program

Multicultural Facility

¢dmonton





African Centre

 Apilotinitiative
o City Staff work with the African Centre
Administration

e Activities in the centre: Summer camp,
Homework clubs, Black History Month,
Edmonton Police Info Workshop

€dmonton






Communications

Guide des nouveaux
arrivants a Edmonton






Human Resources

* Multicultural Outreach
e Immigrant Internship Program

e Job Fairs

 Edmonton Region Immigrant
Employment Councill
i TR

€dmonton





Other Initiatives

 Office of Diversity and Inclusion in 2005
e June 2007: Mayor Mandel publicly signs
Declaration of Membership in CCMARD

€dmonton






From Serendipity to Planned Practice

Welcoming Temporary Foreign Workers in
Brandon, Manitoba

Ryan Gibson Robert C. Annis
Rural Development Institute Rural Development Institute
Brandon University Brandon University

Presented at Ol
11th National Metropolis Conference A &,h

Calgary, Alberta L -~
March 2009 BRANDON | DEVELOPMENT

T
UNIVERSITY INSTITUTE






Outline

* Overview of Brandon
e Recent Immigration Trends

 Moving from serendipity to a
planned process

« Highlight current welcoming
community research initiatives

BRANDON u
UNIVERSITY






Brandon, Manitoba

e Population =41,511
e Second largest city in Manitoba

e Surrounded by rural and
agricultural communities

« Relatively homogenous population
over time

IIIIIIIIII






Recent Immigration Trends in Brandon

e 1991 - 2000

: | — 410 immigrants to the city
L’ - 2001 - 2006

— 780 immigrants to the city

B . 2007

— 642 new immigrants

— Highest rate of immigration growth in
the province

BRANDON ‘:' "-‘3' ""'
||||||||||






BRANDON u "m H
UNIVERSITY

Industry

Maple Leaf Foods Brandon

1999: Maple Leaf Foods (MLF) pork
processing plant opened

2001: MLF began foreign recruitment
campaign
2008: Second shift fully operational

Approximately 1,500 international recruits
employed at MLF

— 70% of employees are international recruits

— From Mexico, El Salvador,

Ukraine, China, Colombia,
Honduras and Mauritius.






Source Country of New Residents in Brandon

@ Brandon, Manitoba

[ ] Source Country of MLF Fareign Yorkers
[ ] Westman Immigrant Services Country of Origin for Clients





‘Transitional’ Foreign Workers

« Reality Is that temporary foreign
workers are staying

o ‘Temporary’ implies temporary
needs for service provision

 Need local strategies that
recognize transitional nature of
temporary foreign workers

e Resources for rural immigration

A_ ! planning are difficult to locate

BRANDON m'
UNIVERSITY






Temporary Foreign Workers and Family

Arrival Estimates

6000
5000
—e— Total TFW
Arrivals
4000 - (StOCk)
3000 1 —=— Actual &
Anticipated
TFW &
2000 Family
Arrivals
(Stock)
1000 -
O [ [ [ [ [ [ [ [
2002 2003 2004 2005 2006 2007 2008 2009 2010 2011
Year






Moving to a Planned Process —

Welcoming Community Initiatives

e Pre-registration of school children
for international workers

— School Division held a series of pre-
registration events at MLF

— Assists school in planning for the
arrival of new students

— Assists international workers prepare
for bringing family members to

Brandon
« Community meetings
w m — Co-hosted by MLF and Economic

Development Brandon to provide

BRHNDDN

ey | updates to the community






Temporary Foreign Worker Dialogue Group

A Bda

RURAL

BRANDON DEVELOPMENT

UNIVERSITY kLo

2007: First meeting

Forum for
community
organizations,
Industry,
government, and
researchers

Bridge information
and
communication
gaps

Information sharing

Membership

Economic Development
Brandon

Manitoba Agriculture, Food
and Rural Initiatives

Manitoba Labour and
Immigration

Citizenship and Immigration
Canada

Rural Secretariat
Service Canada
Brandon School Division

Brandon Regional Health
Authority

Westman Immigrant Services
Maple Leaf Foods






Current Welcoming Community and
Rural Immigrant Research Initiatives

e Mutual Intercultural Relations In
Plural Societies

— Designed to understand intercultural
relations from the perspectives of
recent immigrants and long-time
residents

 Welcoming Community

— Capacity building and benchmarking
welcoming community indicators

e Ethnocultural Organizations in

A* ﬂ Rural Manitoba

BRANDON o4 — Increase the understanding of
ethnocultural groups






Contact Information

e Ryan Gibson
gibsonr@brandonu.ca

e Robert C. Annis
annis@brandonu.ca

 Rural Development Institute
www.brandonu.ca/rdi

K m A copy of the presentation is

e posted on the RDI website

INSTITUTE







Preparing skilled
Immigrants for the
Canadian workplace

Yan Guo, PhD
University of Calgary

Metropolis Pre-conference
March 19, 2009






ployment

ge difficulties

nadian work experience
ecognition of foreign credentials

ack of recognition of prior work experience
— employer discrimination





Data Collection

Research partner
— Calgary Catholic Immigration Society (CCIS)

Document analysis: annual reports, newsletters, AGM
minutes, web, and program brochures

Interviews

— Board members

— Executive directors
— Administrative staff
— Instructors

— Immigrants

Site visits and observations





Major Findings

Bridging the gap: The organization was initially founded to
bridge the gap In settlement services for immigrants and refugees
In Calgary.

Responding to changing community needs: The development of
the organization reflected the growth of local immigrant
population and their responses to the changing needs of their
communities.

Diverse educational programs and services: 1) language
assessment and training; i1) employment programs; iii) citizenship
education; iv) community participation and education.
Community response to the devaluation of foreign credentials:
They spearheaded alternative community responses in addressing
the iIssue of devaluation and denigration of foreign credentials and
prior work experience.





One Program

Integrated Language Instruction for
Skilled Immigrants (ILISI)

e 14 weeks of in-class instruction on ESL
and employment skills training

o 4 weeks of work placement

* Focuses on English acquisition for
Immigrant professionals






Bridging the Gap

Meeting the employers

Preparing job-search skills
— resumes and portfolios
— mock Iinterviews

Emphasis on transferable skills
Improving communication skills
Learning Canadian workplace culture





Mock Interview

o “| think I’'m a little bit lucky to get this
human resource guy to give me a mock
Interview and give me the feedback. It’s
really useful and important for those
employment counsellors to help you find
your problems and to help you answer the
Interview questions tactfully.”





Emphasis on Transferable Skills

e “ This program is very helpful when they
try to help us explore what kinds of skills
we possess. | might take It for granted and
never sort It out. The teachers tell us how to
find out the transferable skills we have from

our previous experience and put them into
use here.”





Example of Transferable Skills

e “| have a bachelor degree in civil
engineering. | started to work as a civil
engineer about 20 years ago. My last
position was the vice president of a
company with about 200 people. | have
strong management skills. | am responsible,
honest, hard-working, and a good team
player.”





Communication Skills

* “The biggest benefit from the program is
that | speak more and feel more confident
dealing with people in English. The
pronunciation instruction was very useful. |
would like more feedback on my writing
and more writing instructions in general. |
need to know how to write a business
report.”





Workplace Culture

e “| feel this company is more equal. In my
past experience It Is more hierarchical and
you cannot directly talk to the top
management and here It's easy to
communicate with the management.”





Canadian Experience

e “This program Is good for Iimmigrants
because It helps me get a work placement.
My company has hired me because | now
have Canadian experience.”

* \Work placement is the key





Challenge of Work Placement

* “The biggest challenge of this program is to
find the appropriate work placement for our
clients. Many employers are not willing to
take Immigrants as volunteers.”





Summary

Career bridging programs: Important stepping
stones for Immigrant professionals

It helped immigrants ameliorate the challenge of
devaluation of their international credentials and
work experience: Canadian work experience;
language and communication skills; workplace
culture; confidence

Community organizations as agents of social
change

Immigrant service organizations are responsive to
community needs.





Further Questions

e \What do “Canadian experience and
communication skills” mean?

* To what extent has the program addressed
the root causes of the devaluation of

Immigrants’ international credentials and
work experience?

e \WWhat needs to be done to fully address the
root causes?
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