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Local Immigration Partnerships
If you build them, will they come?



uick Facts

tario iIs larger than the combined
Ingdom and France with a
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ocal Immigration Partnerships

involvement in Ontario.
orking Group on Small Centre Strategies.
P Consultative Committee

tion of Canadian
ities Against Racism

er Béy is part of the
alities and the UNESC

in our process was to educate the interested LIP
anti-racism and anti-oppression and to make sure we
level playing field.

The last thing you want is to be dealing with racism and
iscrimination at a planning table for immigrant inclusion.



g is to keep the main thing,

| haracteristics of a Welcoming

- community do not necessarily apply to all
‘communities, nor are they what smaller
communities need to focus on.



Executive
Committee

or Sector Tables
sectors of interest
unity. Common
ployment,
social inclusio
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projects emerging from a
Working Group. These teams
are most relevant at the )
implementation phase. commuittees

Portal, anti-
Research racism



Our Local and Regional
mmigration Partnerships

eloped a local immigration

| to plan in the areas of recruitment,
ewcomer service provision,

f newcomers to the city.

1ly one settlement agency as the hub of the

1 and a one-stop-shop in Thunder Bay there was
ed to focus on coordination of services or
avoiding duplication. We moved on to welcoming,
~integration, awareness and nation building.




hhunder Bay and Northwestern
INtario Immigration Partnerships

started in 2008 from an already
on committee of TBMA, the city and
orkforce Planning Board.

> began in 2011 with an

1sion and separation from the Thunder Bay LIP.

) a different structure, mandate and more

al group, the Northwestern Ontario Immigration
ership meets and plans separately.

70 were merged for funding purposes in 2012 but
remain separate in meeting and planning.



embers include Thunder Bay Multicultural
lon who holds the funding agreement, training
oyers and the City of Thunder Bay.

table?

aries, housing, Health Unit and clinics, Hospital,

force Planning Board, Business, School Boards,
yment agencies, Ethnocultural organizations, Multi-
groups, University and College, Banking, Adult
Ication, Settlement services, social services, Refugee
Sponsorship groups, City Council members, municipal
economic development officers, Francophone
organizations, Employers, Immigrant business owners,
M.P. and M.P.P. office staff, Newcomers, Police, Long-
term care, youth centre, and many others.



-

and what we have learned

ot considered before and there was no plan. Now everyone

service providers, and employers all play a role in
. They are all starting to realize that immigration
cal impact and can fill labour market needs as well as bring
ic benefits.
focus on attraction and filling their needs without paying attention to
nd successful settlement. Our role has been to educate on all of
s and help strike a balance between attraction and retention.
te what is, and what is not working for newcomers.
a lot of teaching in our first years. (newcomer needs, experiences,
gaps, referral processes, awareness of what is out there in the community)
- - The BC Welcoming Communities program is very successful and that should
be woven into the LIP process going forward. All of the welcoming work
come into play in the LIP.
- Many stakeholders at the table has improved awareness, planning, referral,
promotion of services and newcomer outcomes.




he table to connect with community and employers?
Executive’s Clubs, Young Professional Networks etc.
ampions. Make others feel conspicuous by their

se all of the movers and shakers that you

: the “doers”.
to preach the benefits ing newcomers and the economic

‘communities everywhere you go.

urces that employers and stakeholders might want and need.

and information sessions. Hold an immigration forum.

to gain access to municipal council and any decision makers.

onderful resources within the province, share them with each



http://www.iecbc.ca/sites/default/files/Tip Sheet 5.pdf
http://www.wpboard.ca/english/pdfs/Immigant-Friendly_Businesses_CBC.pdf
http://www.wpboard.ca/english/pdfs/Immigant-Friendly_Businesses_CBC.pdf
http://www.wpboard.ca/english/pdfs/Immigant-Friendly_Businesses_CBC.pdf

orthwestern Ontario LIP

stern Ontario Immigration Council is in

less often due to the size of the region.

s use of technology and any other regional
gs taking place to connect and plan.

es more coordination and training due to the
size and remoteness of communities and experience
with newcomers.



y suggestions for a successful LIP
rk of connections, awareness, collaboration and

oing education of s and an awareness that this is
an integration and awareness exercise.

ation. This process doesn’t work without a dedicated
tor and meeting planning.

migration Portal and Settlement Services all work hand
in hand to attract and retain newcomers as well as create a
- welcoming community for them.



0ring newcomer hiring in
orthwestern Ontario

> beginning to consider immigration as an
d a community growth strategy.

ed development and regional
ing the need to consider

oloyment has been recognized as the main

and sustained employment as the primary
etention, the supporting factors and welcoming
the community is critical in retention.



I'he job’s the thing

e quite often involved in the
uitment of immigrants without
gt eed to welcome, integrate and
them. The mis eption or assumption

ob is the answer to all integration needs is
replaced by the reality that settlement
egration is critical and that it takes a whole

nity.




e outreach to employers, economic
offices, municipalities and chambers of
ain method of information collection
alitative, semi-structured interviews,
ocus group sessions of 4 to 7 participants and an
oyers” forum with 19 attending.

spondents who:




QUOTATIONS

employers’ comments from the focus
d interviews were as follows:

ally interested in the greater
orkers and usually need
mediately. The process needs to be fast
and easy.”

| ‘t care where our employees are from,
nly that they can do the job and have experience
in the position we are hiring for.”



ilding discussions are for the higher level,
s wants to survive in a competitive
someone to buy our businesses when

take on a new hire, whether
igrant or not, if they are interested in the long
e will train them and teach them soft skills.
illing to take a chance on hiring newcomers.”

siness owner said, “I'm the one writing the
cheques every two weeks, I have the right as an
employer to know who I am hiring and to be sure that
they are qualified.”



is on-line information about hiring
diversity and anti-racism training and
sment.”

e anyone a chance, but what

to be very careful not the fuel the fire of
igrants as a means to an economic end.”

“T have lived all over the world and have no
problem hiring newcomers”.



r, or for them, the acquisition of a
first step on the ladder or the

t of the stairs can be difficult to

the community and the level of
ed to realize that both sides



rations interviewed is a global

eeds of the organization with the
the candidate.  recruit and employ from
ermany, Austria, Poland, England, India, South
ance, USA and Czech Republic for operations at
ion in Thunder Bay. They have used a variety of
nt strategies from Global Graduate Programs to

n Portal advertising. Their transfer and
elocation management system is advanced and serves both
the employer and the candidate well.




liting and selecting the company allows the employee and the
bortunity to visit Thunder Bay and familiarize themselves
workplace They assist with the immigration process

ment agency provides Orientation to Ontario sessions to the
any life skills or soft skills training that they might require.

s on opening bank accounts, transferring funds, establishing
thasing homes or vehicles and obtaining credit cards.

 An orientation to the workplace for the whole family is provided along
with a tour and a welcoming “meet and greet” session with
management and staff.



, ycal settlement agency and community
man resources department provides and assists the
nily with an extensive orientation package and process.

ography, weather, cultural events, recreation
ration, licenses, cards and identification
(Public, Catholic, private, IB, College,

ellness referrals to pt
are

cians, surgeons, clinics, hospital,

Utilities
opping (groceries and goods)

aces of worship, connections to local faith communities



Theme: The Role

the Integration of

Research Team: Cathy
Association; Aaron MacM
Association; and Brent Kelsc

examines the hiring and gration of newcomers in the Thunder
surveys and focus groups wee used to explore the perceptions

s of employers and human resource departments in regard to
migrants and foreign trained workers. The study also

OW employers envision integrating newcomers into their

at barriers interfere with newcomer hiring, and what workplace
egration supports are available. In a follow-up phase,

have employed newcomers were asked to assess the social

d economic impact this has had on their organization and the community at
arge.



as shown that employers may have
reasons for not hiring skilled

ith international credentials
rence or requireme

s about language proficiency and lack of
ness about Canadian technical
logy and idioms;

Concerns about lack of understanding of
Canadian culture and business norms; and
Lack of knowledge about and access to skilled
immigrant talent.



lan-born workforce is shrinking and
for labour is growing.

can help Canadian companies
world.

ternational expertise.

immigrants can give Canadian businesses
in” into expanding local ethnic markets.



