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NTAB would like to recognize the gracious and candid contribution of the partitipants who shared their experi-
ences, expertise and wisdon about their efforts to develop more inclusive, just, productive, and prosperous

workplaces.
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Workforce development is about enabling all people to have equality of
initial opportunity; equality of continuing participation; and equality of
outcome2  such that they are able to participate in productive work whether
by means of self-employment or by working for someone else.

2 The Three types of “equality” listed in this definition are based upon a NALL Working Paper (#36-2001), entitled Class and University
Education: Inter-generational Patterns in Canada, by D.W. Livingstone and Susan Stowe, Centre for the Study of Education and Work,
Department of Sociology and Equity Studies in Education OISE/UT.
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1. INTRODUCTION

Niagara’s regional economy has changed dramatically over the past two decades.  Many

changes are widely recognized.  It is also widely recognized that these changes have led to a

major restructuring of the region’s labour force, of which some of the most notable changes

include the following trends:

➢ Continued transfer of jobs to the services sector
➢ Increased age of the labour force
➢ Increased participation rate of women
➢ Increased percentage of non-standard jobs
➢ Increased proportion of employees working part-time
➢ Increased rate of self-employment
➢ Increased technological change and productivity improvements
➢ Increased level of educational attainment
➢ Increased duration of school-to-work (STW) transitions and decreased age of work-to

retirement (WTR) transitions.

Much of the restructuring of Niagara’s labour force has been consistent with provincial and

national trends; some have been unique to Niagara3.  What is less clear, however, is how to

best attend to the labour force dynamics brought about by Niagara’s changing economic

composition.  This study is a direct response to this basic question.

The Niagara Training and Adjustment Board (NTAB) initiated this inquiry to learn how to

promote and facilitate an improved utilization of the region’s entire labour force, particularly

the employment needs of the most disadvantaged members of the region’s labour force,

namely aboriginal people, displaced workers, persons with disabilities, visible minorities,

women, and youth.  NTAB was aware that many jurisdictions had wrestled with, and continue

to wrestle with some of the same issues, including a shifting economic composition, and

supply and demand mismatches.  They were also aware that some jurisdictions had already

taken steps to deal with their labour force challenges, and decided that their first step would

be to identify and learn from the workforce interventions that have been implemented and or

developed by other communities and or regions.4

3 Trends unique to Niagara includes the magnitude of Niagara’s shift out of manufacturing and toward the services, and Niagara’s expanded
agri-business sector.
4 NTAB also recognizes there are a number of unique and notable workforce development practices taking place within Niagara, such as
Niagara Presents and the recent Tourism Transportation initiative.
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This report is the result of this inquiry.  It presents selected community profiles, and a sam-

pling of exemplary resources and practices, a summation of the lessons learned, and a frame-

work to guide the application of the lessons learned through the transformative experiences

of similar communities (and regions).

CORE OBJECTIVES

The primary objectives of this inquiry can be summarized as follows:

➢ Document the strategies, actions and outcomes that have been developed, implemented
and achieved by similar jurisdictions

➢ Assess the potential applicability of documented strategies and actions based upon their
demonstrated effectiveness

➢ Appraise the region’s readiness to adopt, adapt, and carry out documented strategies and
actions

➢ Foster the region’s capacity to create, and or adopt, adapt, and carry out interventions
that will enhance the employability, productivity and prosperity of the region’s labour force

METHODOLOGY

The overall design, development and project management of the inquiry have involved seven

major phases, and have strived to build upon the leadership provided by the project advisory

team and the participants of the study.  Periodic contact between the researcher and the

project advisory team has enabled the researcher to discuss, clarify, and refine specific study

parameters, and monitor the validity and utility of the study.  Initial efforts involved a review of

the information needs and priority issues to verify and refine study outcomes, before moving

into the design phase of the research process.  Preliminary research initiatives consisted of a

literature review of similar inquiries, and the establishment of prospective profiles.  The next

stage involved the selection of the initiatives to be profiled, and practices and resources to be

highlighted.   ‘Case’ profiles and highlighted practices were developed through a literature

review of selected web sites, reports and papers, and interviews with key representatives

from the various community initiatives.
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2. LESSONS LEARNED

There are two fundamentally varied approaches to regional workforce development initia-

tives.  At one end we find many examples of exclusive, single-issue focused initiatives, such

as improving the school-to-work transitions of youth.  While many single-issue focused initia-

tives do effectively address immediate concerns, they are frequently challenged to sustain

any significant long-term impact.  At the other end of the continuum, lies a more inclusive

workforce development strategy that aims to remove the systemic barriers to participation

through more integrated and comprehensive interventions.5   The literature review that was

conducted for this inquiry found a much greater prevalence of single-issue focused initiates,

and relatively few examples of more inclusive approaches.  The TalentWorks initiative, in

Ottawa, is one example of an effort to establish a more comprehensive and integrated re-

gional workforce development strategy.  It is important to recognize however, that many les-

sons can also be learned through a review of effective exclusive initiatives (e.g. PARO Centre

for Women’s Enterprise).  In this section of the report, a set of core elements is presented,

based upon a review of regional, provincial, national and international workforce develop-

ment initiatives.  They provide a framework for designing initiatives and set forth a set of

characteristics common to effective workforce development initiativesi .

Lessons learned can be clustered into nine core elements, and centred on a dual focus upon

sustainable employment, which includes pathways to liveable wage opportunities for partici-

pants, and workforce productivity.  Workforce development initiatives, comprised of the nine

core elements outlined in this framework enhance the manner in which the social assistance,

employment insurance and education system interact with industry, elevate participants’ core

skills and productive capacity, and promote participants’ self-efficacy and independence.  The

relevance of the nine core elements and their connection to the world of work are particularly

significant for the difficult-to-employ participants and less academically developed partici-

pants.  The framework is designed to accommodate a diversity of learning styles and facili-

tate successful transitions far more effectively than the traditional focus upon isolated short-

term training and or immediate job placements.  Integration is another pivotal value embed-

ded in the framework.  Effective transitions demand the integration of services and programs

- the integration of social support systems, education and industry needs, the integration of

5 Ottawa Works, Report III, Ottawa’s Workforce Development Strategy, Centre on Governance, University of Ottawa, Talentworks, OCRI,
2002
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theoretical and practical understanding, and the integration of both financial and in-kind re-

source commitments.  Passion, patience and perseverance are essential.  There are few ‘big’

wins, seldom will one employer suddenly hire dozens of ‘older workers’,  ‘single mothers’ or

persons with disabilities.  Real progress is incremental.  The figure below, presents a visual

portrait of the framework’s nine core elements.  A brief explanation of each element, and

reference to case examples, follows on page 10 through 13.

Figure 1, Lessons Learned
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DUAL FOCUS UPON WORKFORCE PRODUCTIVITY AND EMPLOYABILITY

At the heart of all effective workforce development initiatives is a focus upon dual outcomes.

One outcome must focus upon businesses’ needs and demand for skills (Productive

Workforce), and the other outcome must focus on the development of workers’ employability,

promotability and ultimately their prosperity (Prosperous Living).

Case Examples: TalentWorks
Talent Pool Development Society of Calgary
Workforce Innovation Networks

LABOUR MARKET DATA

Effective workforce development initiatives build on labour market data and information to

improve policies, develop strategies, assess performance, and support continuous improve-

ment.

Case Examples: TalentWorks
Talent Pool Development Society of Calgary
HR Matters
Equity and Diversity, Building a Workforce for the Future

LINK TO REGIONAL ECONOMIC DEVELOPMENT INITIATIVES

Workforce development strategies that are integrally linked to and aligned with local eco-

nomic development efforts, and embedded within labour force demand trends enhance the

probability of achieving the two desired outcomes, a productive workforce and sustainable,

prosperous livelihoods.

Case Examples: TalentWorks
Talent Pool Development Society of Calgary
Workforce Innovation Networks
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EMPLOYER CHAMPIONS

Employment-focused partnerships, under the tutelage of local employer champions, are de-

mand-driven with strong connections to employers that provide participants with access to

work experience and training, and pathways to liveable wage careers.  A focus upon sector-

based partnerships, with training embedded in industry-wide standards, rather than narrow

job-site skills, facilitates successful partnerships for both participants and employers.  Access

to and the support of established leaders and influencers is absolutely essential to the suc-

cess of initiatives.

Case Examples: Talent Pool Development Society of Calgary

ACCESS TO CAREER PATHWAYS

Initial efforts to facilitate access to jobs, particularly for under-utilized populations, should

focus upon entry-level occupations with career advancement potential.6  Pathways to live-

able wage careers, and development opportunities such as apprenticeship and other post-

secondary education, should always be up-front and explicit, and communicate such things

as prerequisite requirements, duration of training, estimated costs of training, and training

support mechanisms.

Case Examples: TalentWorks
Talent Pool Development Society of Calgary

COMMITTED INTERMEDIARIES

Intermediaries are organizations/agencies that provide some element of workforce develop-

ment services7 to job seekers and/ or employers.  Committed intermediaries play a crucial

role by providing participants/employers with extensive case management and support over

an extended period of time, because for far too many workers, the challenge of achieving

long-term employment8 suggests that getting a job is much easier than keeping a job.  Inter-

mediaries can also play the pivotal, yet often overlooked roles, of monitoring the effective-

ness of processes and outcomes, and adapting programs and services accordingly.

6 Employer/sector selection and recruitment should consider the industry’s prevalence of accessible pathways - essentially the opportunities
to progress from entry-level positions to liveable wage jobs.
7 For example, career assessments, training, placement services, recruitment and retention services.
8 Remaining employed for at least one year.
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Case Examples: TalentWorks
Talent Pool Development Society of Calgary
HR Matters
Workforce Innovation Networks

AMALGAM of FUNDING SOURCES

Rather than relying on a single funding source, which is frequently short-term, finite and

project-specific, sustainable workforce development initiatives build strong public-private

partnerships to augment their base funding and other traditional income generating initia-

tives, such as service fees and fundraising.  More and more not-for-profit agencies are also

supplementing their income through social enterprise ventures and by strategically linking to

and aligning with large-scale, high-profile regional and provincial initiatives.

Case Examples: Workforce Innovation Networks
Manchester Bidwell Corporation

COMPREHENSIVE SCOPE

Workforce development initiatives should be comprehensive in scope, developmental in ap-

proach, and designed to meet the unique needs of specific equity populations.  Requisite

transitional support services include ‘job readiness’ services9, mentoring, work supports, ca-

reer planning, financial support, financial management, and asset building.  They should

have the capacity to provide access to financial support for both participants (e.g. initial wage

support, child-care, training, transportation) and employers (e.g. initial wage subsidies, ben-

efits).  Support services and programs must be as flexible and seamless as possible, for both

participants and employers.  Workforce development service providers must strive to estab-

lish virtual ‘one-stop’ service centres within each community; centres that build on the exist-

ing infrastructure and investments.  Few, if any, service providers can deliver the majority of

services cited here.  Nor would it be cost effective to develop their capacity to do so.  The

most sensible way to develop comprehensive services is to ‘bundle’ established programs

based upon client’s identified needs and workforce demand opportunities through collabora-

tive partnerships.

9 Effective, holitic participant assessment instruments must be incorporated into the overall readiness analysis.  They may be used to help
identify such things as livelihood interests, accumulated skills, career goals, employment barriers, skill development needs and requisite
support mechanisms (e.g. childcare, transportation).  Career awareness and exploration through preparatory career path training, job
shadowing and work orientation would also be valuable components of the participant readinesss element.
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Case Examples: TalentWorks
Talent Pool Development Society of Calgary
Workforce Innovation Networks
PARO Centre for Women’s Enterprise

TRAINING BREADTH and INCREMENTAL DELIVERY

Training programs should be encompassing in breadth and incremental in delivery, with an

initial concentration upon developing participants’ foundation skills, based upon their respec-

tive assessment profiles and career goals.  They should also reinforce the acquisition and

maintenance of a standard set of employability skills, including cultural competence/ diversity

awareness.  These are the generic skills, attitudes and behaviours that employers look for in

new recruits10 and insist upon in all employees. The development of participants’ employabil-

ity skills also must be followed by occupationally specialized career-path focused training that

has been co-operatively developed through industry-education partnerships, and is directed

toward the requirements of entry-level jobs that are both in demand and have a career path-

way to a liveable wage.  And to facilitate sustainable employment and career development

opportunities, effective employment transitions initiatives ensure participants have access to

further training, based upon participants’ career path choices.  Ultimately, they should be

directed toward developing participants’ portable skills and their promotability.

Case Example: Manchester Bidwell Corporation

STRUCTURED EXPERIENTIAL LEARNING

Effective workforce development initiatives ensure that all participants are provided with the

opportunity to integrate, apply, and practice the skills and knowledge they developed during

their academic and vocational training to and within workplace settings, or at a minimum,

within a simulated workplace environment.

Case Examples: Manchester Bidwell Corporation

Talent Pool Development Society of Calgary

10 The Relevance of Education to the World of Work, with a Focus on Youth Employment, Third Nation Forum on Education, Council of
Ministers of Education, Canada, 1998
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3. ACTIONS FOR CONSIDERATION

As with most jurisdictions in Canada, Niagara has an extensive array of programs and serv-

ices directed to supporting the employment and livelihood aspirations of labour force partici-

pants.  Programs are frequently targeted to specific equity populations and or limited to a

relatively narrow range of workforce development services.  Most rely almost exclusively

upon government funding.  And most are challenged to engage regional employers.

The lessons brought to light through the profiled cases reveal that it takes a community to

develop a workforce.  Intermediaries (service agencies), cannot do it alone.  Governments

cannot do it alone.  Neither can educators or employers.  It takes a core group of highly

qualified, committed and influential community leaders to develop a sustainable, productive

and prosperous workforce.  The lessons also reveal three fundamental challenges, namely:

1. A lack of an effectively coordinated and integrated community response to
regional workforce development issues

2. The challenge of employer engagement

3. Competition between service providers

The Niagara Training and Adjustment Board is prepared to facilitate a more coordinated

response to these three fundamental challenges, using the lessons learned through this

study as a framework to guide their efforts. The actions that are proposed to address these

challenges are described below.

1. ESTABLISHING THE INFRASTRUCTURE FOR A COMPREHENSIVE
REGIONAL WORKFORCE DEVELOPMENT SERVICE

1.1 Develop a communication plan to create community-wide awareness of the

benefits of developing a more inclusive, diverse and productive workforce.

1.2 Establish a small, influential task force on workforce development that is directly

linked to Niagara’s economic growth strategy.  Charge the task force with the
responsibility of developing an integrated, regional demand-driven workforce

development plan, and a presence for and branding of a centralized regional

        workforce development service.



It Takes a Community, TO DEVELOP A WORKFORCE

15

1.3 Develop a Niagara web site as a single window for workforce supply and demand

information and Niagara’s training and employment support services .  Potential

elements are cited below.

1.3.1 Use the web site and other communication strategies to raise awareness of the

benefits of a diverse workforce.  It is suggested that rather than focus upon pro

jected skills shortages, strive to achieve a softer more positive approach that sells

the business benefits of a diverse workforce.

1.3.2 A  web site is a pivotal communications element.  Consider designing, structuring

and establishing a web site that facilitates the collection and exchange of data and

information to serve job seekers, employers, service providers and business in

vestors.  The web site could essentially serve as a virtually centralized workforce

development source.

1.4 Develop the framework for a regionally integrated workforce development infrastructure

through the design, implementation and demonstration of effective and collaboratively-

delivered programs/ services.  Recognize that partners must simultaneously continue

to meet mandated requirements, as new workforce infrastructures are designed and

developed.

1.5 Develop a strategy to secure sustainable funding for Niagara’s workforce development

infrastructure.

2. ENGAGING EMPLOYERS

2.1 Develop a series of workforce development guides.  The widely accepted reception of

NTAB’s ‘making cent$ of apprenticeship’ guide, which was released earlier this year,

coupled with the critical challenges cited above and the valuable lessons learned through

this study, present an environment that is ripe for a series of short, focused workforce

development guides.  Exemplary examples include the series of guides produced by

the Workforce Innovation Networks.  Guides could be developed for both employers

and intermediaries.  Guides that could assist employers with their workforce develop

ment needs include the following examples:
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➢ Hiring, training and advancing front-line workers

➢ Collaborative training (Sharing the costs of training with other employers)

➢ Developing a diverse workforce

➢ Interning and mentoring new Canadians

➢ Attracting and retaining younger workers

2.2 Guides directed to support the work of employment service providers (intermediaries)

include the following examples:

➢ Organizing community partnerships for workforce development

➢ Engaging Employers

2.3 Build the ‘business case’ for a diverse workforce.  Facilitate the development of
demonstration and pilot projects.

2.4 Secure two year commitments from influential business executives/owners to support

proposed workforce development initiatives and the implementation of demonstration

and pilot projects.  Consider partnering with regional chambers to develop workforce

development seminars using the workforce development guides as resource materials,

in consultation with a chamber staff and member representatives.  Focus upon tangible

services and results, and gradually build the employer network through successes.

3. DEVELOPING THE COLLABORATIVE CAPACITIES OF
SERVICE INTERMEDIARIES

3.1 Map community assets to gauge service strengths and gaps, and inform the design of

integrated, demand-responsive partnerships.  Various inventory sources already exist

to facilitate the process, including NTAB’s Inventory of Programs and Services (IPS)

and Information Niagara’s database.   The inventorying of assets should also consider

provincial and national assets.  For example, there are approximately forty national

sectoral associations that provide a wide spectrum of workforce development services,

including career awareness, job banks, occupational standards, occupational certifica

tion, training, and youth initiatives.

3.2 Identify partnership opportunities based upon promising asset coalitions and workforce

demand priorities
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3.3 Facilitate a dialogue with intermediary organizations to secure commitment to the de

velopment of comprehensive workforce development initiatives.

3.4 Develop the collaborative capacities of intermediaries through training, demonstration

and practice

3.5 Establish an integrated, regional, cross-organizational job development process

3.6 Facilitate the design of comprehensive (integrated and multi-service) workforce devel

opment initiatives using the lessons learned criteria set out in this report, and the Theory

of Change process11.

3.7 Coordinate the delivery of Theory of Change process training to interested intermediary

organizations.

11 A Theory of Change is an innovative tool to design and evaluate social change initiatives.  By creating a blueprint of the building blocks
required to achieve a social change initiative’s long-term goal, such as improving a neighborhood’s literacy levels or academic achievement.
A Theory of Change offers a clear roadmap to identifying the preconditions, pathways, and interventions necessary for an initiative’s
success.  Source: www.theoryofchange.org/
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4. CASE PROFILES

This section is comprised of four community-initiated profiles (selected profiles) and a sam-

pling of eight exemplary resources and practices.  Cases consist of initiatives that focus upon

individual workplaces, intermediary-led initiatives serving specific clusters, and municipal-led

initiatives intent on delivering comprehensive outcomes.

Selected Profiles

Equity and Diversity, Building a Workforce for the Future
City of Winnipeg ...................................................................................... 19

Talent Pool Development Society of Calgary ......................................... .24

TalentWorks, Ottawa Centre for Research and Innovation ..................... 29
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PARO Centre for Women’s Enterprise .................................................... 44

Canadian Manufacturers & Exporters,  Take A Look At What’s Working. 46

The Conference Board of Canada – An Employer’s Guid,
Business Critical: Maximizing the Talents of Visible Minorities................ 48

Manchester Bidwell Corporation ............................................................. 50

Workforce Innovation Networks .............................................................. 52
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SELECTED PROFILES

Equity and Diversity, Building a Workforce for the Future
City of Winnipeg

PROFILE

In September of 1996, the City of Winnipeg launched its Equity and Diversity initiative to help

build and maintain a more equitable and diverse workforce. By design, it has a dual focus

upon increasing the representation of designated group members, and cultivating a workplace

that is respectful of diversity and maximizes the potential of all city of Winnipeg employees.12

Contact: Jackie Halliburton, Equity and Diversity Coordinator

Web Site: http://www.winnipeg.ca/csinter/HRPlanningServices/hrPlanningServices.stm

 E-mail: jhalliburton@winnipeg.ca Telephone:  (204) 986-4603

Location: Winnipeg, Manitoba, Canada Year Established: 1996

Partners/

Supporters: Canadian Union of Public Service Employees

RELEVANCE

For close to a decade, the City of Winnipeg’s Equity and Diversity initiative has helped the

City create a more diverse and respectful workplace, a workplace that has become more

representative of and responsive to its community.  City leadership recognizes the strategic

importance of creating a choice workplace, for a workplace that cultivates and values diver-

sity is better able to attract and retain highly skilled personnel and deliver services that meet

the needs of its customers.13

BACKGROUND and OVERVIEW

The City of Winnipeg’s experience with employment equity and diversity dates back to the

early 80s when the city voluntarily initiated an Employment Equity Program in an effort

to ensure the city’s workforce accurately reflected Winnipeg’s diversity.  Although some gains

were made during its first decade (e.g. a respectful workplace/ no harassment policy, no

discrimination language in many collective agreements, and successful recruitment

initiatives in some departments14) the city’s workforce profile changed little.

12 Source: www.winnipeg.ca/csinter/HRPlanningServices/shared/buildWorkforce.stm
13 Action Plan for Creating a Dynamic and diverse Workforce, City of Winnipeg, revised 2005
14 Mayor’s Task Force on Diversity, 2001
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Concerns within the community led to the formation of a Community and Race Relations

Committee (CRCC) in 1984.  The Committee’s mandate involved a review of the city’s poli-

cies and practices and the establishment of practices that would reduce systemic racial dis-

crimination and promote greater equality and social justice.  Over the ensuing years,

the CRRC advised the city on policy issues, and promoted the value of workplace equity and

diversity locally and nationally.15

Reports by the city’s Ombudsman’s Office and the Audit Department in 1994 and 1995 found

the city’s workforce profile wanting, with designated populations continuing to remain signifi-

cantly under-represented.16  They found that many of the recommendations made through

earlier reviews and consultations had not been acted upon, and outlined a leadership driven

change process to transform the workplace culture, ensure accountability, and promote con-

tinuous progress.17  The city responded with the launch of its Equity and Diversity initiative in

1996.  In 2000, the Mayor’s Task Force on Diversity was created to review and distinguish

civic practices, policies, procedures and services that would help persuade under-represented

groups to access City services and consider working for the City, from those that would be

more dissuasive.18   One of the Task Force’s key recommendations, and first actions, was the

establishment of the Citizen Equity Committee in 2001.  The Task Force’s key recommenda-

tions fell into the following four major areas:

➢ Quality Assurance and Accountability – How best to make sure the city implements and
monitors equity programs

➢ City of Winnipeg’s Role in Equity and Diversity – How to make sure the city is a leader in
diversifying its environment

➢ Community Outreach and Communication – Ensuring communication and involvement
between the city and community

➢ Winnipeg as Global Partner – Reaching out to the rest of the world on equity issues and
immigration19

15 Mayor’s Task Force on Diversity, 2001
16 The City of Winnipeg currecntly uses labour market availability at the occupational level to establish and measure under-representation
of the designated populations.  When the Audit Department and Task Force looked at under-representation, they looked at the overall
organization and did not consider the City’s occupational composition and labour market availability.  For example, although women make
up approximately 50% of the City’s general population and slightly less that 48% of its workforce, the labour market availability for women
in the City of Winnipeg drops to approximately 31% when the City’s occupational mix is taken into consideration.
17 Mayor’s Task Force on Diversity, 2001
18 Mayor’s Task Force on Diversity, 2001
19 Mayor’s Task Force on Diversity, 2001
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20 Citizen Equity Committee Report 2003/2004

A commitment to act upon the Task Force’s twenty-two recommendations has enabled the

city to make genuine progress toward developing a civic workforce that more closely reflects

and respects the diversity of the citizens it serves.  The city of Winnipeg’s long-standing drive

toward equity and diversity is highlighted in the following time-line.

City of Winnipeg, Equity and Diversity Time-line
Employment Employment Community Ombudsman/ Equity Mayor’s Citizen
Equity Program Equity Coordinator and Race Relations Audit Department and Diversity Task Force Equity

Committee Reports Initiative on Diversity Committee

1981 1982  1984 1994 1996 2000 2001

INTENDED BENEFICIARIES

The aims of the city’s equity and diversity initiatives have evolved over their twenty-four year

history.  In turn, the notion of who benefits has also been transformed.  Initial efforts, which

focussed exclusively upon achieving equity for designated groups (i.e. Aboriginal people;

people with disabilities; visible minorities; and women), have since been extended to include

a recognition of the benefits of diversity for all staff, the community and the city.

SERVICES

➢ Training and coaching services dealing with equity, diversity and a respectful workplace

➢ Recruitment and outreach activities

➢ Issue response services

➢ Tracking and monitoring

ACHIEVEMENTS/ OUTCOMES

➢ Established a Citizen Equity Committee (CEC) in 2001. The mandate of the committee is

stated as follows:

• Advising the Mayor and City Council on equity and diversity issues that impact the

city of Winnipeg policies, procedures and services.  Offering an avenue of communi-

cation and support for the community concerns regarding equity and diversity issues

as they impact civic policies, procedures and services.20
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➢ Developed an Action Plan for Creating a Dynamic and Diverse Workforce, based upon

the recommendations contained in the Mayor’s Task Force on Diversity and an Employ-

ment Systems Review.  The Action Plan includes objectives and activities directed toward

the six following areas:

• Organizational support

• Increased representation

• Accountability

• Promote a respectful environment

• Diversity as a core competency

• Bias free recruitment and inclusive selection process

➢ Through the establishment of a Sign Language Interpreter Policy, persons who are hear-
ing impaired can access civic services with a Telecommunications Device for the Deaf
and can arrange for American Sign Language interpreters.

➢ Established a Universal Design Policy to create environments that respond to the needs
of the widest range of the population to the greatest extent possible. It is an evolution from
barrier free design to one that is more inclusive.

➢ Established flexible working arrangements, job shadowing and work experience programs
to support and encourage diversity within the workplace.

➢ Over a seven year period, sponsored forty-seven (47) women to attend a University of
Manitoba program (Management Development for Women) to promote the development
and promotion of women into middle and senior management positions.

➢ Since 1999, over 6000 employees have completed Respectful Workplace training.

➢ City departments include a statement of commitment regarding equity and diversity in
their business plans. City departments provide many services in both English and French.

➢ Employees have completed numerous training courses that deal with equity and diversity
issues, including diversity awareness, disability awareness and conflict resolution.  Staff
have participated in numerous career fairs and presentations.

➢ The Winnipeg Police Service has enhanced their capacity to respond to 911 calls and
thereby better serve all citizens by establishing a partnership with the International Centre

for Language Services.
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➢ Compiled and released a Diversity Report Card.  As of January 2005, the city has met or
exceeded labour market availability for designated groups across the following occupa-
tional groups:  Aboriginal Senior and Middle Managers; Aboriginal Skilled Sales and Serv-
ice; Women Senior Managers and Professionals; Visible Minorities in Administrative/ Senior
Clerical positions, Skilled Sales and Service and Semi-skilled Manual positions; and Per-
sons with disabilities in Semi Professional and Technical positions and Craft and Trades
Supervisors.21

INNOVATION

The city has adopted an approach referred to as the business case for diversity, based pri-
marily upon the work of Trevor Wilson22, and placed a dual focus on employment equity and
diversity.

➢ The focus on equity addresses fairness.  As the local government within a multicultural
community, the City of Winnipeg has chosen to lead by example in reflecting the popula-
tion it serves by introducing special measures to improve the representation of women,
Aboriginal people, visible minorities and persons with disabilities at all levels of the
workforce.

➢ The focus on diversity is intended to promote an inclusive strategy to meet the current and
future needs of its citizenry through a responsive, affordable and innovative public serv-
ice.

KEYS TO SUCCESS

➢ Focus upon respectful workplace initiatives, rather than equity targets

➢ Change culture through administrative directives rather than policy

ONGOING CHALLENGES

➢ Staffing limitations in serving an 8,000 person workforce, with over 40 occupations

➢ Shifting promotion criteria from seniority to a merit system

LESSONS LEARNED

➢ Involve all stakeholder groups early in the process

21 2003/2004 Diversity Report Card, City of Winnipeg, 2005
22 See Diversity at Work: the Business Case for Diversity, by Trevor Wilson, 1996
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SELECTED PROFILES

Talent Pool Development Society of Calgary

PROFILE

The Talent Pool Development Society of Calgary is dedicated to meeting Calgary businesses’

increasing demand for skilled workers by making better use of Calgary’s under-represented

labour force groups.  Originally a project of the Calgary Chamber of Commerce and its mem-

ber companies, and the Alberta and Canadian governments, the Society became a regis-

tered not-for-profit organization in 2004.

Contact: Julie Ball, Executive Director

Web Site: www.chambertalentpool.com

 E-mail: talentpool@calgarychamber.com Telephone:   ( 403) 750-0439

Location: Calgary, Alberta, Canada Year Established:    2002, 2004

Partners/ Alberta Human Resources and Employment
Supporters: Bow Valley College

Calgary Chamber of Commerce
Calgary Economic Development
Manpower Staffing
Human Resources and Skills Development Canada
Calgary Health Region
ATB Financialà Shell Canada
Toombs KWA Inc.

RELEVANCE

Over the past fifteen years Calgary’s population and employment growth rates have far ex-

ceeded those of any other Canadian city23.  And with unemployment rates typically ranging

between 4% and 5%, a number of sectors (e.g. construction, health, transportation and logis-

tics) have consistently experienced difficulty recruiting skilled personnel.  In 2002, the Calgary

Chamber of Commerce initiated its Talent Pool project in an effort to support the recruitment

needs of its employers and enhance the employment transition process for Calgary’s under-

utilized labour force, particularly youth, new immigrants, aboriginal people, people with dis-

abilities and older workers.24

23 Labour Markets, Business Activity and Population Growth and Mobility in Canadian CMAs, Statistics Canada, April 2005
24 Tapping into Calgary’s Diverse Workforce, Calgary Chamber of Commerce, 2002



It Takes a Community, TO DEVELOP A WORKFORCE

25

BACKGROUND AND OVERVIEW

The Talent Pool’s initial efforts focused upon the identification and verification of employers’
workforce demand needs, and understanding employers’ perceptions of underrepresented
labour force participants.  Through interviews and group discussions with business leaders
and employment service providers, Talent Pool staff were able to gauge employers’ willing-
ness to hire frequently overlooked candidates and determine how the Chamber could best
support businesses’ efforts to tap into Calgary’s under-utilized labour force.

The second critical phase in the Talent Pool’s evolution involved the development of services
to meet the needs of its two primary audiences, Calgary employers and its under-utilized
labour force.  In September of 2003 the Talent Pool released its first major report, entitled
Tapping into Calgary’s Diverse Workforce, an employer guide to attracting under-represented
workers and building a welcoming reputation.   During this phase, the Talent Pool website
(www.chambertalentpool.com) was also unveiled.

Efforts through the two ensuing years have focused upon increasing employer awareness of
Calgary’s under-tapped labour force and the development of employment transitions initia-
tives, which the Talent Pool refers to as its ‘demonstration projects, that are tailored to meet
the needs of specific workers and employers.   As the Talent Pool Development Society
moves forward it has committed to the four following strategies:

➢ Continue to raise awareness in the business community of labour groups that are

unemployed and under-employed and encourage Companies to increase hiring from the

talent pool groups.

➢ Conduct demonstration projects to test best practices in the Calgary business community.

➢ Evaluate the use of employment practices that facilitate hiring and retention of the talent

pool groups and influence policy and decision makers in Calgary and Alberta. This is

based on the premise that employers should fully utilize that talent already in Calgary and

Alberta before going outside the province or country to recruit workers.

➢ The Board and Executive Director will strive to achieve sustainable funding.25

25 Filling the Skills Shortage in Calgary, Canada West Foundation, April 2005
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INTENDED BENEFICIARIES

This initiative was designed to support the workforce demands of Calgary’s employers, and

promote and facilitate employment opportunities for the following populations:

➢ New immigrants; Aboriginal people; Youth (workers aged 15 to 24 years); People with

disabilities; Older workers (people over the age of 50)

SERVICES

➢ Research and identification of businesses’ staffing requirements

➢ Provision of information and awareness initiatives

➢ Coordination of ‘demonstration projects’

ACHIEVEMENTS/ OUTCOMES

➢ Developed an employer reference guide, entitled Tapping Into Calgary’s Diverse

Workforce.  The reference guide directs readers to the many organizations that

promote and support the better utilization of the skills and talents of all Calgarians.

➢ Developed a website, www.chambertalentpool.com

➢ Delivered information sessions/ presentations including Tapping into Calgary’s Diverse

Workforce, The Global Movement of Talent, by Manpower Staffing, and Recognizing

Internationally Trained Individuals, and a symposium entitled Alberta’s Skills Deficit

Challenge, Dialogue and Debate, held at the Chamber in February 2004

➢ The Talent Pool Development Society of Calgary became a registered not-for-profit

society in September, 2004.  Current Board members include the Chairman of the

Human Resources Committee of the Chamber, executives from the Calgary Health

Region, ATB Financial, Shell Canada Limited, and the Alberta Securities Commission.

Representatives from both the federal and provincial governments are also active

Board members.
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➢ Designed and implemented the New Immigrant Workforce Development demonstration

project.  Through the financial support of Canadian Heritage, the Chamber has been

able to provide recent immigrants with the much-valued Canadian work experience by

hiring individuals in the Chamber’s Business Centre. To-date three immigrants have

participated in this demonstration project; one completed her tenure with the Chamber

and was subsequently hired by a Calgary business.  The opportunity to acquire work

experience with a recognized and influential business association, and establish an

employer network proved to be a clear advantage.

➢ Designed and implemented a training initiative for aboriginal people to support access

to careers in the regional transportation and logistics sector.  Partners include The

Metis Nation of Alberta, Bow Valley College, Southern Alberta Institute of Technology,

and sector employers.  Each partner plays a crucial role in facilitating employment

transitions.   The Metis Nation of Alberta recruits aboriginal people that are interested in

careers in Alberta’s expanding transportation and logistics industry.  Bow Valley College

conducts the initial assessments to determine if candidates have the employment

qualifications required by the employers, and delivers any required training.  Sector

employers provide the jobs to qualified recruits.  SAIT provides the academic training to

recruits seeking employment in occupations in aviation that require post secondary

education, and sector employers provide summer jobs and then fulltime work upon

graduation.

➢ Currently field testing recruitment software that is designed to promote good

employment matches

INNOVATION

➢ Design and implementation of the Talent Pool’s services are unique to the Calgary

Chamber

➢ Talent Pool’s services build on the established employer networks
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KEYS TO SUCCESS

➢ Access to influential business leaders

➢ Complementary, focused partnerships

➢ Community-wide support

➢ Focus upon tangible results

➢ Capacity to implement initiatives

➢ Sustainable funding

ONGOING CHALLENGES

➢ Resource limitations

➢ Sustainable funding

➢ Increasing the number and breadth of demonstration projects

LESSONS LEARNED

➢ Larger employers seem to be narrowing their screening processes, and thereby

overlooking qualified, under-represented candidates

➢ The concept of ‘networking’ is foreign to many internationally trained individuals

➢ Engage smaller employers through associations, such as the Canadian Federation of

Independent Business
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SELECTED PROFILES

TalentWorks, Ottawa Centre for Research and Innovation
(OCRI)

PROFILE

TalentWorks is a four-year-old community-based workforce development initiative comprised

of a steering committee and secretariat.  The TalentWorks Steering Committee is comprised

of representatives from the three levels of government (as both employers and policy mak-

ers), private sector employers, educational and training organizations, labour, business as-

sociations, and economic development agencies.  The Ottawa Centre for Research and

Innovation (OCRI) manages the secretariat and is accountable to the City of Ottawa’s eco-

nomic development steward, The Ottawa Partnership.

Contact: Brian Cavan, Project Director

Web Site: www.talentworks.ca

E-mail: bcavan@ocri.ca Telephone:   (613)  828-6274 ext. 251

Location: Ottawa, Ontario, Canada Year Established:    2001

Partners/ People Services and Development Services, City of Ottawa

Supporters: Human Resources and Skills Development of Canada,

Government of Canada

Ministry of Training, Colleges and Universities, Province of Ontario

The Ottawa Partnership

RELEVANCE

TalentWorks is a community-based initiative that is designed to connect employers to a skilled

workforce, and help job seekers find meaningful employment and earn a liveable income by

creating the infrastructure, tools and projects to support the needs of employers and job

seekers.  Ultimately, the initiative is intended to contribute towards Ottawa’s continued eco-

nomic growth by securing a competitive advantage in attracting talent and enhancing the

coordination of services.
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BACKGROUND and OVERVIEW

TalentWorks was launched in 2001, with the mandate to develop a more strategic approach

to attracting and retaining skilled personnel to the Ottawa area.26  The City of Ottawa provided

the start-up funding for the TalentWorks initiative and continues to support the secretariat

and selected projects.   Human Resources and Skills Development Canada and the Ministry

of Training, Colleges and Universities also provided start-up support for the secretariat and

have contributed to various project specific initiatives over the past three years.27

With the secretariat in place, TalentWorks facilitated its first workforce development strategy

session in the fall of 2001, which involved one hundred (100) community leaders from busi-

ness, labour, education, government, and community service providers.  A recognition of the

need to better understand Ottawa’s existing workforce prompted TalentWorks to focus its

initial efforts upon developing a rigorous profile of Ottawa’s workforce.  TalentWorks con-

tracted with the Centre on Governance, University of Ottawa to undertake a series of three

reports, namely the Ottawa Works series, to attend to this need.  The first two reports, Otta-

wa’s Workforce Environment and Profiling Ottawa’s Workforce provided the requisite base-

line data and identified the key workforce development priorities, while the third report, enti-

tled Ottawa’s Workforce Development Strategy, examined and explored resolutions to the

priority areas.28 The TalentWorks’ Ottawa’s 20/20 Talent Plan: A Supporting Plan of the Ot-

tawa Economic Strategy, built on the Ottawa Works series to establish strategic directions

and respective indicators for local workforce development.

INTENDED BENEFICIARIES

This initiative has been designed to help Ottawa employers build their supply of qualified

workers, assist labour force participants in their quest for meaningful employment, and con-

tribute to the prosperity of the community.

SERVICES

➢ Services directed toward employers focus upon identifying talent gaps, piloting initiates

to address identified gaps, and coordinating meaningful and directed support through

local intermediaries, such as trainers, labour market analysts, employment agencies,

and government.

26 The original impetus that led to the creation of Talent Works goes back to a 1998 report entitled Ottawa’s Hidden Workforce, which had
identified a significant pool of residents who were either unemployed or underemployed.
27 Source: www.talentworks.ca
28 Ottawa Works, Report III, Ottawa’s Workforce Development Strategy, Centre on Governance, Univerity of Ottawa, Talentworks, OCRI,
2002
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➢ Services directed toward job seekers include the provision of information about job

trends and opportunities, workforce and career development, and training to help the

unemployed and under-employed find meaningful jobs.

➢ Communicate and celebrate successful workforce development initiatives.

ACHIEVEMENTS/ OUTCOMES30

➢ OCRI tasked with building TalentWorks in January of January 2001.  In April the City of
Ottawa approved the initial seed money ($250,000) and a steering committee was
selected.  By August the secretariat team, consisting of 3.5 people, was in place. By the
fall of 2001, additional seed funding ($200,000.) and project specific funding
($300,000.) had been secured from the Government of Canada.

➢ Launched TalentWorks and facilitated first Workforce Development Strategy session in
November of 2001.  Two hundred and twenty people attended the ‘breakfast launch’
and eighty-eight of these participated in the strategy development session.

➢ Secured funding ($100,000.) from the Ministry of Training, Colleges and Universities for
the secretariat, in 2002.

➢ Established The Council for Skilled Careers, a collaboration of Ottawa’s local school
boards, colleges, the City of Ottawa and the Learn to Earn Program, in 2002.  The
Council’s mandate was to increase the number of trained, skilled workers in Eastern
Ontario by helping youth and adults identify and obtain rewarding careers in the skilled
trades and technologies.  Through The Council of Skilled Careers, sponsored a range
training activities including the Skilled Careers Pavilion (2003) and compiled research,
such as the report entitled Barriers to Apprenticeship Research Report and
Implementation Plan (2004).

➢ Compiled labour market information and best practices, and developed a marketing and
communications plan (2002).

➢ Iinitiated mobile classroom, developed an e-learning catalogue, and created an

information clearinghouse plan (2002).

29 Source: www.talentworks.ca/milestones
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➢ Coordinated the development of three Ottawa Works studies by the University of Ottawa’s
Centre on Governance.  Report 1, Ottawa’s Workforce Environment and Report 2, Profiling
Ottawa’s Workforce were released in 2002, and Report 3 Ottawa’s Workforce Development
Strategy was released in 2003.

➢ TalentWorks received the first ever Workforce Development Award from the Economic
Developers Council of Ontario in 2003.

➢ Developed the City of Ottawa’s Talent Plan: A Supporting Plan of the Ottawa Economic
Strategy, in 2003.  Ottawa was the first city in Canada to create a planning framework and
an operating infrastructure for workforce issues.

➢ Presented the TalentWorks model at the Ontario Competitive City Regions Conference,
in 2003.

➢ Completed the local workforce information portal in 2004.

➢ Launched Ottawa Talent Initiative to address the needs of unemployed and underemployed
technology workers, and established peer networks of technology workers (2004).

➢ Presented the TalentWorks model to the Economic Developers Association of Canada’s
professional accreditation program, in 2004.

➢ Completed the Immigrants’ Employment Needs Assessment Project, in 2004.

➢ Coordinated the development of an action plan (Career and Employment Development in
Ottawa: Environmental Scan and Action Plan) to help equip and sustain the capacity of
local career and employment service practitioners to better meet the needs of their clients
(2004).

➢ Ottawa Talent Initiative (OTI) contributed directly to successful job placements for more
than 100 unemployed technology workers (2005). Many other OTI clients still searching
for work attribute their improved outlook, communication skills and employment
opportunities to their involvement with OTI.

➢ Coordinated a research project to develop a program model for integrating various local
business conditions and labour market information (LMI) within some form of community-
based data consortium.  The research was designed to help the various stakeholders
make better use of labour market information (2005).
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➢ Conducted a workforce needs analysis, entitled Ottawa @ Work, of Ottawa’s large

employers in partnership with the Internationally Trained Workers, in 2005.

INNOVATION

➢ A municipally-grounded, multi-stakeholder, and collaborative response to workforce
development issues

➢ Flexible and dynamic model

➢ A blend of strategic and project-specific initiatives that support Ottawa’s major economic
sectors

KEYS TO SUCCESS

➢ A community-wide integrated and coordinated response to workforce development issues

➢ Link to the city’s economic development plans and business clusters

ONGOING CHALLENGES

➢ Gathering and sharing data on a continuing basis

➢ Short-term funding hinders the capacity to develop a long-term and sustainable

infrastructure30

➢ Operating in the labour market and workforce development space in a community without

a Local Board.

LESSONS LEARNED

➢ Build-on and tap into existing service providers

➢ Develop and commit to a blend of strategic and project-specific initiatives

➢ If possible, de-couple core ‘operations’ funding for management and office infrastructure

from project funding, especially when project funding application processes are lengthy.

30 Even with its accomplishments, TalentWorks is currently struggling to meet its original mandate, due to recently reduced financial
support from both the private sector and federal government.  The restrictions of largely short-term, project-targeted funding have hindered
the organization’s capacity to develop the requisite infrastructure (secretariat) to sustain its primary services.
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SELECTED PROFILES

HR Matters: Hamilton’s Talent Plan

PROFILE

HR Matters is a community-based initiative that provides leadership and support for local

workforce development by working collaboratively with leaders from business, labour, educa-

tion, government and community, to develop the skills and talents of Hamilton’s present and

future labour force.

Contact: Paul Muller, Manager

Web Site: www.hrmattershamilton.ca

E-mail: paul.muller@hrmattershamilton.ca Telephone:   (905) 529-4483 ext. 233

Location: Hamilton, Ontario, Canada Year Established:    2001

Partners/ Economic Development Department, City of Hamilton

Supporters Industry-Education Council of Hamilton

Hamilton Training Advisory Board

Human Resources and Skills Development Canada, Government of Canada

RELEVANCE

HR Matters is a four-year-old, community-based initiative that is directed by a volunteer steering

committee. It was established in response to Hamilton’s projected labour and skills short-

ages, and is designed to strengthen the workforce skills and talents of Hamilton’s people, and

improve the local economy by enhancing cooperation among existing workforce develop-

ment partners.

BACKGROUND and OVERVIEW

In 2001, the City of Hamilton commissioned a study to examine how the city’s aging workforce

could impact its future economic prosperity, and identify workforce development strategies

and interventions that would promote a thriving economy.  The study, entitled HR Matters I,

was guided by a community-based steering committee, and released in May of 2002.  HR

Matters I confirmed that Hamilton’s population growth was slowing rapidly and that it was

becoming much older.  It projected that by 2013, the number of adults in the labour force pre-

retirement (55-64) age group would exceed the number of youths in the labour force pre-

entry (15-24) age group, and that the gap would continue to widen in future years, ultimately
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leading to widespread disruption because of severe and prolonged labour shortages.  Ham-

ilton’s HR Matters Steering Committee then developed a business plan (HR Matters II) to

guide the implementation of the initial study’s recommendations.  Recommendations were

clustered around the following five key themes30:

➢ Create Awareness, Build Capacity and Engage Stakeholders

➢ Facilitate School-to-work Transitions

➢ Assist Employers with Human Resource Planning

➢ Build the Labour Supply

➢ Improve Skills

Efforts throughout the past year have concentrated on moving forward on the first recom-

mendation and establishing the conditions to successfully carry out recommendations two

(2) through five (5).

INTENDED BENEFICIARIES

This initiative has been designed to help Hamilton employers meet their projected workforce

supply needs and ensure the city has access to the skills to achieve its economic develop-

ment goals.

SERVICES

➢ Commission and publicize labour market and workforce development related research.

➢ Encourage employers to develop their workforce and promote the benefits of human

resource planning.

➢ Develop and coordinate networking opportunities.

➢ Communicate and celebrate successful workforce development initiatives.

30 HR Matters: Hamilton Human Resource Strategy, e-Conomics Consulting, 2002 and HR Matters II - Hamilton Human Resource Strategy,
Bearing Point, 2003
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ACHIEVEMENTS/ OUTCOMES31

➢ Established and nurtured an influential and committed Steering Committee of leaders

from diverse sectors of Hamilton’s economy.

➢ Commissioned the report entitled HR Matters: Hamilton Human Resource Strategy Study,

to examine the long term economic implications of Hamilton’s aging population and

recommend actions to address any current and/or projected issues.  The key findings of

the study were as follows:

• Hamilton’s population growth is slowing rapidly and its population is aging

• By 2013, the number of labour force pre-retirees (ages 55-64) will exceed the

number of labour force pre-entrants (ages 15-24), and the gap is projected to

continue to widen beyond 2013

➢ Developed a business plan to respond to and guide the implementation of the

recommendations put forward in the HR Matters: Hamilton Human Resource Strategy

Study.  The business plan included five priority themes, namely:

• Create awareness, build capacity and engage stakeholders

• Assist employers with human resource planning

• Facilitate school-to-work transitions

• Improve skills

• Build the labour supply

➢ Developed a comprehensive website:  www.hrmattershamilton.ca

➢ Nurtured a strong working relationship with the Office of the Mayor that has

strengthened the partnership with city council and the Department of Economic

Development.

➢ Developed a communication plan to create community awareness of Hamilton’s

workforce development challenges, build Hamilton’s capacity to meet projected

workforce demands, and engage employers, labour unions, educators, and government

officials.  Hired a project manager to implement the communication plan.

31 HR Matters: Hamilton Talent Plan: Report to the Community June ‘04 to June ‘05, 2005
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➢ Established a broad network of dozens of committed champions, including leaders in
business, education, government and the community.

Produced thirteen issues of the newsletter, The Hamilton People Report, over the past
two years.  Released the first annual HR Matters Report to the Community, in the fall of
2005.

➢ Attracted 130 leaders from education, government and community services to the first
HR Matters People First Symposium in February 2005.

➢ Recruited thirty human resource professionals to serve as HR Matters Talent Advisors
by providing two hours of free consulting to small business manager/owners.

➢ Organized and facilitated an HR Matters Storyfest, to chronicle how Hamilton
employers attract, retain and motivate employees.  Promotional and resource materials,
entitled HR Matters PeopleFirst Profiles have been developed from the success stories

➢ More than eighty-five service providers and business leaders participated in nine
separate events learning how to better plan for and manage their people at the HR
Matters-funded Dinosaur to Dynamo 2 series, organized by the Hamilton Chamber of
Commerce.

➢ Created a coherent suite of educational and outreach tools  (e.g. website, newsletter,
display, PeopleFirst profiles etc.) that carry the HR Matters brand and message
forward.

INNOVATION

➢ Tapped into, and garnered the support and expertise of private-sector human resource
professionals.

➢ Designed and implemented a wide variety of communication strategies to keep
workforce development ‘top-of-mind’ in Hamilton.

➢ Top-employer recognition strategy that recognized and celebrated all nominees, not just
a select few.

➢ HR Matters brand and logo on all collateral material.
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KEYS TO SUCCESS

➢ Committed, visionary leadership

➢ A dedicated volunteer steering committee

➢ A thorough Business Plan, and following it

➢ Link to the city’s economic development plans and business clusters

Building on the strengths and capabilities of existing organizations – following the

principle of strengthening cooperation between existing networks and organizations

Consistent branding across all platforms.

ONGOING CHALLENGES

➢ High demand for services but limited resources.

➢ Maintaining momentum with voluntary committee, whose members are already

stretched.

➢ Short-term, finite and project-specific funding hinders the capacity to commit to long-

term initiatives.

➢ Getting people to believe the ‘skills shortage’ message, when there are layoffs and

thousands of Hamilton citizens who are out of work or unemployed.

LESSONS LEARNED

➢ Don’t expect instant success.

➢ Develop and commit to long-term plan.

➢ Progress requires the initiative is constantly ‘top-of-mind’.

➢ Strategically link to and align with large-scale, high-profile local, regional and provincial

initiatives (e.g. Province’s Places to Grow strategy, Hamilton’s Growth Related

Integrated Development Strategy).
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EXEMPLARY RESOURCES & PRACTICES

Social and Enterprise Development Innovations (SEDI)32

PROFILE and RELEVANCE

The struggle to achieve financial independence is a common challenge to all of the equity

groups identified in this report.  Some of the greatest assets of SEDI include its capacity

building tools and services that are designed to help people who are struggling economically

to achieve their goals.  SEDI has developed a wide range of tools and services to assist

individuals, trainers and non-profit groups in their efforts to build financial independence, with

a particular focus upon enterprise development.  Resource materials include self-paced skills

development modules (e.g. Assessing Client Needs), various toolboxes (e.g. Business Coach-

ing Tool Kit), financial planning worksheets, and resources to support policy and advocacy

strategies.

Contact: Peter Nares, Executive Director

Web Site: www.sedi.org Telephone: 416 665-2828

E-mail: info@sedi.org Year Established: 1986

Location: Services provided across Canada

Administrative office located in Toronto, Ontario

Partners: Multiple partners support SEDI initiatives, including partners within the

voluntary sector, education, government and industry

ORGANIZATION OVERVIEW

Social and Enterprise Development Innovations is a national charitable organization dedi-

cated to enhancing the capacity and financial self-sufficiency of the nation’s poor, unem-

ployed, and under-employed.  Services and programs include applied research, information

dissemination, policy development, program management, and capacity building.  SEDI and

its partners have developed resources for people with disabilities, helped a women’s group

reach out to more people, showed low-income parents how to return to school, researched

programs that use an asset-based methodology to meet the settlement and integration needs

of newcomers to Canada.

32 Source: www.sedi.org
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EXEMPLARY RESOURCES & PRACTICES

Toronto CED (Community Economic Development) Learning Network 33

PROFILE and RELEVANCE

The Toronto CED Learning Network provides free online resources and information and is a

good starting place for anyone looking for community economic development information.

Using a Yahoo-style listing of topics, the site has descriptions and links to over 1,500 articles,

web sites and offline resources. Topics covered by the site include CED advice and assist-

ance; community development; government programs; financing; and looking for a job. A

free ten to fifteen (10-15) page e-mail newsletter is produced weekly, with features consisting

of news, jobs, workshops and hyperlinks of interest to the community economic development

community.  And in 2004, the Network began offering corporations an opportunity to buy

everyday goods and services from community economic development organizations through

its social purchasing portal.

Contact: N/A

Web Site: www.torontocednews.ca

Email: cednetwork@cspc.toronto.on.ca Telephone:  (416)  665-2828

Location: Toronto, Ontario, Canada Year Established : 1999

Partners: Partnership and collaboration are the foundation of the Toronto CED

Learning Network.  Membership includes more than 500 organizations and

individuals who are interested in community economic development in the

Toronto area.

ORGANIZATION OVERVIEW

The Toronto CED (Community Economic Development) Learning Network is a special project

of the Community Social Planning Council of Toronto, designed to promote and increase the

capacity of voluntary organisations to develop effective, successful & sustainable community

economic development initiatives.  Community economic development is a small-scale strat-

egy that focuses upon the revitalization of community economies.   The Toronto Network

provides an accessible and interactive information infrastructure that links community eco-

nomic development initiatives in the Toronto area, by providing a space where members can

33 Source: www.torontocednews.ca
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learn from each other, share their resources and work together to develop healthy, equitable

and sustainable business activity. The network promotes healthy communities and inclusive

economic participation through information sharing, education and training, innovation, and

public awareness of and promotion of community economic development initiatives.  A strong
base of local initiatives is further supported through linkages with global community eco-
nomic development initiatives.
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EXEMPLARY RESOURCES & PRACTICES

Toronto Region Immigrant Employment Council (TRIEC)34

PROFILE and RELEVANCE

The primary goal of the Toronto Region Immigrant Employment Council is to find and imple-

ment local solutions that lead to more effective and efficient labour market integration of

immigrants in the Toronto region. To achieve this goal, the Council focuses upon the three

following key objectives:

➢ Increase access and availability of value added services that support labour market

integration of skilled immigrants.

➢ Change the way stakeholders value and work with skilled immigrants.

➢ Change the way governments relate to one another in planning and programming

around this issue.

Contact: Ratna Omidvar, Executive Director

Web Site: www.triec.ca/index.htm

Email: triecinfo@maytree.com Telephone:  416 944-2627

Location: Toronto, Ontario, Canada Year Established:  2003

Partners/

Supporters: Council members contribute their time and expertise. Project-specific fund-

ing is sought from a variety of sources as required. Operating funds for TRIEC

are provided by the following organizations:

The Maytree Foundation

Canadian Heritage

Citizenship and Immigration Canada

Human Resources and Skills Development Canada

34 Source: www.triec.ca/index
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ORGANIZATION OVERVIEW

The Toronto Region Immigrant Employment Council is a multi-stakeholder council that is

working to improve access to employment for immigrants in the Toronto region, so they are

better able to use the skills, education and experience they bring with them to Canada.

The Council includes representation from private and public sector employers, colleges and

universities, community organizations, assessment service providers, organized labour, oc-

cupational regulatory bodies, foundations, and all three levels of government.
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EXEMPLARY RESOURCES & PRACTICES

PARO Centre for Women’s Enterprise35 36

PROFILE and RELEVANCE

The PARO Centre for Women’s Enterprise is dedicated to increasing the economic inde-

pendence and self-sufficiency of women and their families, especially those with low or mod-

erate incomes.  Services and programs focus upon training and education, access to capital,

information technology and increasing women’s leadership in politics, on boards and in com-

munities.

Contact: Rosalind Lockyer, Executive Director

Web Site: www.paro.ca

E-mail: info@paro.ca Telephone:  807 625-0328

Location: Thunder Bay, Ontario, Canada Year Established:  1991

Partners/

Supporters: Human Resources and Skills Development Canada

Ontario Women’s Directorate, Ministry of Citizenship and Immigration

Canadian Women’s Foundation Economic Development Collaborative Fund,

a partnership of the Canadian Women’s Foundation, CIBC, The George Cedric

Metcalf Charitable Foundation, The Ontario Trillium Foundation

Industry Canada / Fednor

ORGANIZATION OVERVIEW

PARO has grown from a project developed by the North-western Ontario Women’s Centre in

January 1995 to an independent non-profit organization with charitable status. PARO’s inte-

grated programs and services are developed by women and for women, especially those on

low-incomes. PARO has cleverly intertwined a myriad of holistic supports in its peer lending

program to help Northern Ontario women attain a sustainable livelihood, including enterprise

development, skill development, networking, marketing, mentoring, and job search assist-

ance.  PARO delivers programs to enhance micro-enterprise development and to provide for

the development and support of peer lending circles.  By offering educational programs,

economic alternatives, training, opportunity to network and mentor with other women, busi-

35 PARO is Latin and means to make ready, to prepare, to provide.
36 Source: From Poverty to Empowerment: A Research Report on Women and Community Economic Development in Canada, Canadian
Women’s Foundation and Canadian Women’s Economic Development Council, 2004
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ness counselling, and support, PARO aims to improve the lives of its members and have a

positive impact on the community and the region.

Between 1995 and 2004, PARO supported thirty-five (35) peer-lending groups throughout

North-western Ontario and disbursed a total of $174,500 in small loans through its peer-

lending community loan fund37 .  During that period, PARO experienced only two defaults;

both were due to health issues. In the first instance, the member gave her equipment to

PARO to sell and use the proceeds to repay the loan. As of 2004, there were thirty (30)

37 Peer-lending is a credit arrangement in which a small group of borrowers (a circle), each entitled to borrow for their own business,
guarantee each each other’s loans in lieu of providing collateral.  A peer loan is an ideal vehicle for individuals who have no credit history
and few assets, but who have drive and passion for their business idea.



It Takes a Community, TO DEVELOP A WORKFORCE

46

EXEMPLARY RESOURCES & PRACTICES

Canadian Manufacturers & Exporters
– Take A Look At What’s Working38

PROFILE and RELEVANCE

Seventy-five percent (75%) of Canada’s workforce growth now comes from immigration, and

future growth is expected to grow to almost one-hundred percent (100%) within the decade.

With an increasingly diverse community and customer base, employers must enhance their

capacity to attract, develop and retain internationally trained workers.  The Canadian Manu-

facturer’s & Exporters released their guide entitled Take A Look At What’s Working in 2003,

as part of its efforts to help employers understand and recognize the unique attributes of

internationally trained workers.  The guide profiles seven Canadian employers who have had

success in hiring foreign trained workers.  The profiles deal with the recruitment, assessment

and recognition, and retention practices of the employers profiled.  It also directs readers to

various resources that can assist with finding, hiring and training internationally trained work-

ers.

Contact: Ian Howcroft, Vice President, Ontario Division

Web Site: www.cme-mec.ca

E-mail: ian.howcroft@cme-mec.ca Telephone:  905 672-3466

Location: Mississauga, Ontario, Canada Year Released:  2003

Partners/

Supporters: The Ministry of Training, Colleges and Universities

Member companies

ORGANIZATION OVERVIEW

The Canadian Manufacturers & Exporters (CME) is a 130 year-old membership-based busi-

ness association.   The CME is a national in scope, with divisions in every province.  Its

primary mission is to improve the competitiveness of Canadian industry and expand their

exports, through the provision of the four following key service areas:

38 Take a Look At What’s Working, Right Before Your Eyes, Internationally Trained Workers in Canada, Canadian Manufacturers & Exporters,
2003.  This report is available on-line at: www.cme-mec.ca/shared/upload/on/reference_piece.pdf
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➢ Effective advocacy to government at all levels

➢ Timely, relevant information, programs and support

➢ Opportunities for networking, learning and professional growth

➢ Promoting the development and implementation of advanced technology

CME members include Canada’s leading businesses engaged in manufacturing and in the

export of goods and services. Members represent seventy-five percent (75%) of the Cana-

da’s manufacturing output and ninety percent (90%) of exports. While membership includes

Canada’s largest players, 80% of the CME’s members are considered small and mid-sized

companies.39

39 Source: www.cme-mec.ca/
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EXEMPLARY RESOURCES & PRACTICES

The Conference Board of Canada – An Employer’s Guide-
Business Critical: Maximizing the Talents of Visible Minorities40

PROFILE and RELEVANCE

In 2003, The Conference Board of Canada initiated a project to explore the barriers to, and

facilitators of, the advancement of visible minorities.  Ultimately, the project is intended to

promote and develop more inclusive, productive and competitive workplaces.   To-date, the

project has involved research, education and action consisting of the following facets:

➢ an economic analysis of the contribution of visible minorities

➢ case studies of leading national and international organizations

➢ focus groups with visible minorities

One of the products of the project is a guide, entitled An Employer’s Guide- Business Critical:

Maximizing the Talents of Visible Minorities.  The guide is based upon the findings from an

extensive literature review, twelve (12) comprehensive case study investigations, seven (7)

focus group discussions, ten (10) interviews, sixty-nine (69) surveys and quantitative analy-

sis of the contribution that visible minorities make to Canada’s economic growth.  The two

primary aims of the guide are to provide practical information on how to create work environ-

ments that are inviting to visible minorities, and a structured approach to building the busi-

ness case for diversity.

Contact: Allison Cowan, Research Associate

Web Site: www.conferenceboard.ca

Email: cowan@conferenceboard.ca Telephone:  (613) 526-3280 ext. 428

Location: Ottawa, Ontario, Canada Year Released:  2005

Partners/

Supporters: Agriculture and Agri-Food Canada, BCE Inc., BMO Financial Group, Busi-

ness Development Bank, Canadian Auto Workers, Canadian Heritage, Ca-

nadian Imperial Bank of Commerce, Canadian International Development

Agency, Citizenship & Immigration Canada, Department of Foreign Affairs

40 Source: An Employer’s Guide-Business Critical: Maximizing the Talents of Visible Minorities, The Conference Board of Canada, 2005.
This report is available on-line at: www.triec.ca/docs/ConfBrdCdaVisibleMinoritiesEmployerGuide.pdf
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and International Trade, George Weston Limited, Human Resources Skills

Development Canada/Labour Program, IBM Canada Limited, Industry

Canada, Public Service Human Resources Management Agency of Canada,

Public Service Commission of Canada, RBC Financial Group, Royal Cana-

dian Mounted Police, Scotiabank, Statistics Canada, Sun Life Financial, and

TD Bank Financial Group.

ORGANIZATION OVERVIEW

The Conference Board of Canada is a Canadian not-for-profit organization that is funded

through the fees charged for its services and membership. The Board’s conference and

research services focus upon economic trends, analysis and forecasting, organizational per-

formance assessment and improvement, and related public policy issues.  In addition, The

Board coordinates executive networks and executive development opportunities, and pro-

vides various types of facilitation services, including study tours and cross-organizational

development.  Each year, The Board hosts more than 250 meetings, produces 150 research

reports and coordinates over 80 leadership development programs.41

41 Source: www.conferenceboard.ca
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EXEMPLARY RESOURCES & PRACTICES

Manchester Bidwell Corporation

PROFILE and RELEVANCE

Manchester Bidwell Corporation is a not-for-profit company that oversees the Manchester

Craftsman Guild (MCG) and the Bidwell Training Centre.  Both ventures were founded in the

1960s, Bidwell by the Presbyterian Church in an effort to help inner city, disadvantaged youth

develop marketable job skills, and MCG by Bill Stickland, a craftsman (potter) who believed

the arts could be an effective vehicle to help disadvantaged youth achieve a better life.

Contact: Jesse W. Fife, Jr., Executive Vice President/COO

Web Site: www.bidwell-training.org

E-mail: jwfifejr@mcg-btc.org Telephone:  (613) 526-3280 ext. 428

Location: Pittsburgh, Pennsylvania, U.S. Year Established:  1960s

Partners/

Supporters: Howard Heinz Endowment

Mellon Bank

ORGANIZATION OVERVIEW

Since the late 1980s, Manchester Bidwell’s two private, not-for-profit enterprises, the Bidwell

Training Centre and Manchester Craftsmen’s Guild, have shared the same facilities.   Bidwell

delivers vocational and academic education to of economically disadvantaged youth, visible

minorities, single parents, and dislocated workers.  While the Guild uses art as its means to

facilitate self-improvement by providing inner city public school students, and economically

disadvantaged youth the opportunity to learn about, create and exhibit art.  Through exhibi-

tions, performances, workshops and lectures, MCG presents both performing and visual

arts.42

Like many not-for profits intent on meeting the needs of selected disadvantaged populations,

both ventures began with little capital and few assets.  However, unlike many not-for-profits,

largely through the drive of their visionary leader Bill Strickland, the programs delivered through

42 Manchester Craftsmen’s Guild and Bidwell Training Center: Governing Social Entrepreneurship, Harvard Business Review, January
2000
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MCG and Bidwell have grown into a multi-million dollar9  institution, serving thousands of

youth and economically disadvantaged individuals annually.   Both enterprises have also

entered into a number of income generating initiatives, including food services, recordings,

and consulting.  Facilities run by the company include art studios, recording studio, concert

hall, computer training centre, industrial kitchens and greenhouse.  Bidwell’s current training

includes programs in Culinary, Horticulture, and Chemical, Medical and Office Technologies.
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 EXEMPLARY RESOURCES & PRACTICES

Workforce Innovation Networks 43

PROFILE and RELEVANCE

Workforce Innovation Networks (WINs) is one component of a series of workforce initiatives

that assists chambers as they design and implement workforce development strategies that

serve businesses and support employees, including those who are unemployed, underem-

ployed, or from non-traditional populations. Employers benefit through greater support in

hiring, training, retaining, and advancing employees. Low-income and low-skilled workers

are better able to find jobs at family-sustaining jobs. Through the WINs program, the Centre

for Workplace Preparation (CWP)44  produces and disseminates information and other re-

sources for use by all chambers, such as surveys, manuals, web casts, and case studies

describing lessons learned. Workforce Innovation Networks currently operates in twenty-one

(21) communities, as well as three (3) states.

Contact: Karen Elzey, Senior Program Officer

Web Site: www.uschamber.com

E-mail: kelzey@uschamber.com Telephone:  202 463-5644

Location: Multiple centres throughout the U.S. Year Established:  1997

Partners/

Supporters: WINs is a partnership of the three following national organizations: The Na-

tional Association of Manufacturers’ Center for Workforce Success, Jobs for

the Future and the Centre for Workforce Preparation of the U.S. Chamber of

Commerce.  Financial supporters include the Annie E. Casey Foundation,

Ford Foundation and U.S. Department of Labor Employment and Training

Administration.

ORGANIZATION OVERVIEW

Workforce Innovation Networks (WINs) is a national (U.S.), multiyear initiative that is de-

signed to help chambers of commerce enhance their workforce development systems, by

43 Source: www.uschamber.com/cwp/strategies/wins/default.htm
44 The U.S. Chamber of Commerce created the Center for Workforce Preparation (CWP) in 1990 to help build leadership in local chambers
for workplace development and help them recognize the value and importance of this leadership role.  It does this by providing tools,
knowledge and strategic relationships to help chambers and their business members succeed.  Workforce development is about more
than hiring and training the right workers.  It is also about identifying and addressing other critical factors - such as transportation, health
care and child care - that enables people to work and advance in their careers.  CWP success stories encourage additional chambers and
businesses to build resources that support productive workplaces.
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making them more market-driven and responsive to the needs of both employers and

workers. WINs promotes and facilitates the chambers’ role as workforce development inter-

mediaries in improving the local workforce system.   WINs products and publications include

the following:

➢ Private Employers and Public Benefits

➢ Career Ladders: A Guidebook for Workforce Intermediaries

➢ Reauthorizing the Workforce Investment Act: What Employers Say About Workforce

Development

➢ Building a Nation That Works: Designing TANF for the Workplace

➢ Completing the Workplace Puzzle

➢ Untapped Resources in Today’s Economy

➢ Welfare to Work: An Economic Boost

➢ Disability: Dispelling the Myths

➢ Surviving in a Dynamic Economy

➢ Theory of Change for Workplace Innovation Networks

➢ Spotlight on Workforce Development

➢ Everybody WINs: Effectively Involving Business in Workforce Development

➢ Hiring, Training, and Retaining Workers
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