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Reimagining Workforce
Inclusion through Dialogue

This project is funded in part by the Government of Canada and in part by the Government of Ontario. .
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Between February and October 2024, Workforce Collective convened six forums across
Niagara to explore the systems and practices shaping newcomer workforce integration.
These conversations brought together employers, service providers, academic institutions,
municipalities, and community leaders. Participants spoke about barriers they’ve
witnessed and experienced, and the opportunities they see to address key challenges. 

108 individuals participated in at least one of the sessions. 47 individuals (43.5%)
completed the welcome survey, and 72 individuals (66.7%) completed a feedback survey.
Over half (55.3%) of the welcome survey responses were from employers (hiring managers
and recruiters were included in this group).
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OPPORTUNITIES

What We Heard — Themes & Opportunities

While forum sessions focused on a wide range of topics around integrating newcomer
talent, similar themes arose across the sessions. 
 
Workplace bias and employer perceptions: Across nearly all sessions, participants
flagged biased perceptions — particularly the (de)valuation of international experience
and the bias against candidates who speak English as a second language. The requirement
for “Canadian experience” emerged as a recurring barrier. Language was named in every
session, but not as a deficit and but as a nuanced barrier shaped by workplace context.

Cultural Integration and Belonging: Many workplaces lack culturally inclusive practices,
making it harder for newcomers to feel a sense of belonging. Onboarding processes often
don’t include intercultural training or support, and fear of performative DEI was a concern.
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Mentorship & Peer Support Systems
Develop structured mentorship programs that match newcomers with professionals
in their fields.
Promote peer learning cohorts and buddy systems to help with cultural
acclimatization and workplace integration.
Use mentorship not only for skill development but also to support mental well-being
and confidence-building.

 
Employer-Focused Education & Training

Employer education around the value of international experience and credentials.
Design and deliver cultural competence and bias training for employers and HR
professionals.
Support awareness campaigns that highlight the value of hiring internationally
trained professionals.
Offer toolkits for inclusive onboarding, including sample job descriptions and
interview practices. 
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Credential recognition and skills validation: Even highly qualified newcomers struggle to
have their credentials recognized and skills and talent are often underutilized because of a
mismatch between job requirements and skill assessments. Skills mismatches are not
always due to lack of skills, but to misalignment between newcomer and employer
expectations. For example, employers may undervalue soft skills that are culturally
expressed differently.

Hiring & skills assessments
Shift toward skills-based hiring and competency frameworks.
Develop sector-specific credential pathways and soft skill training.
Promote success stories of employers who have hired and advanced internationally
trained professionals. 
Highlight how “international perspectives” are assets, not deficits.

Language & Communication Support
Create sector-specific language training (e.g., for industrial or healthcare sectors)
tailored to real workplace needs.
Integrate micro-learning tools that support continuous language and soft skill
development on the job.
Support plain language translation of employer resources and HR materials. 

System navigation and coordination: Duplication of services and lack of coordination
between SPOs, LIPs, academic institutions, and employers is a challenge. Information silos
lead to inefficiencies and make it hard for newcomers to access supports.
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Coordinated Referral Networks and Communities of Practice
Establish local tables or cross-sector working groups to ensure better coordination
among SPOs, LIPs, municipalities, and employers. 
Develop a shared resource platform or centralized hub to reduce duplication and
improve referrals.
Use forums as a launch point for collaboration and peer-learning across sectors. 
Establishing communities of practice to share effective inclusion strategies. 
Create space for shared understanding across sectors.
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Post-Session Learnings

Everyone indicated that the sessions provided a platform for meaningful dialogue and
collaboration amongst immigration system actors. 86.2% also felt more equipped to
navigate challenges related to integrating immigrant talent into the workforce. 
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Following this session, how has your knowledge of the immigration system changed?
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Individuals were asked about key insights that they learned at the session. Some common
themes were around

the need for collaboration between stakeholders (i.e., employers, service providers,
education, and community) to reduce information and programming silos
a call to improve awareness of, access to, and navigation of available resources
practical strategies to create inclusive workplaces and enhance cultural awareness

These conversations will continue throughout the upcoming year focusing on key sectors.
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