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Introduction
The roundtables were a
collaborative effort among key area
service providers. We were lucky to
have the partnership of Valley
Heartland, the Local Immigration
Partnership Renfrew/Lanark,
Community Settlement Initiative,
and the Labour Market Group of
Renfrew Lanark, as well as Matt
LeMay as our moderator. This
collaboration allowed community
engagement and grassroots stories
from employers to inform both
counties' future strategic direction.
A full list of community partners
can be viewed here.
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We had over 50 employers
contribute their voices in eight
sessions as well as individual
meetings. It was interesting to see
that there were commonalities
throughout the sectors regarding
their challenges and exciting
to discover their best practices.
Employers are aware they need
to do things differently and are
enthusiastic about participating in
the project's three phases.
**Please view in Adobe Acrobat or
Google Chrome**
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Modern Workforce
Hierarchy
of Needs
Here’s our interpretation based on
what we heard. Check into the
Summit to hear how to manage and
Brand to the modern workforce.

SelfActualization
career progression,
personal growth
opportunities,
continuous learning, mentorship,
feedback

Heightened Anxiety
Fear
Uncertainty
Exhaustion

Self Esteem
respect, trust, recognition awards,
appreciation, purpose

Challenges of Covid-19

Belonging
recognition, being part of a team, sensitive to individual needs
within the group, social impact, workplace culture,
onboarding/orientation, hands-on training

Safe Work Practices
Risk

Safety
safety protocols, WHMIS, job security, freedom from workplace violence, positive
management, covid19, mental wellness

Physiological

Childcare Issues
Stress

wages, flexibility in shift work, childcare, financial security, technology, transportation
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Best Practices
in Place
A lot of fantastic best practices
came out of the roundtables from
every sector. Participants
identified the best practices
found on the next page as
strategies already in place. Some
of the other participants have
already committed to
implementing these best
practices in their organizations.
Employers are trying new
approaches and are willing to
accept failure to figure out what
works in a continuous learning
process to attract and retain
employees.

Employers are open to trying out
new tools in the toolbox and are
actively seeking out new strategies.
A key factor will be learning how to
measure outcomes and return on
investment.

Success + Failure
Return on Investment
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Health Care

Manufacturing

Transportation

Additional in-house PSW training
upon hire

Open door policies – let people
do their jobs without shadowing
workers.

Multi-generational workforce - older
workers are encouraged to mentor
new hires and apprentices.

Using technology to help with HR
practices (i.e. ClearCare, Zoom
interviews)

Extensive pre-screening

Treat employees like family,
benefits, RRSP, Quality
performance bonuses, flexibility.

Giving part-time staff full-time
benefits

Using personality tests to determine
Corporate culture fit

Speeding up recruitment practices
i.e. vulnerable sector – Back Check

Using social media (Instagram) for
recruiting

Having a van pick up employees
without transportation and bring
them to and from work

Flexibility – Work from Home,
working around schedules

30-60-90 Day approach (orientation
feedback) for retention
Mentor program

Work / Life Balance
Creating regional positions to help
with work/life balance and retention.
Click here to see as one employer
discusses this approach.

3 – 6-month contracts first to verify
fit
Getting “read” from existing staff on
the floor about new hires.

Asking new hires - Why did you
choose us?

= Progress

Check-ins – do you have what you
need?
E-training for orientation
programming such as WHMIS

Best Practices Identified
by Participants
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HR Practices Identified in the Pre-Surveys

We noted that the methods used the most are not reflective of changing technologies.
This may be misaligned with what potential candidates are using, i.e.. Instagram and
video-based job ads. We will be testing how video-based communication will assist in
attraction in phase 3.
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Here we noted that employers focused on traditional retention strategies of compensation
and benefits. Millennials and Generation Z have changed the world of work, which needs
to be reflected in retention strategies. Stephen Beamish will discuss realigning strategies
at the Future of Work Summit - Employer Branding.
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Advocacy

Unsustainable funding
formula for long term care

Health Care
Although the Work Matters project
intent was not to tackle systemic
and broader sector challenges,
these were critical concerns of
employers that we felt needed to
bring forward. For these sectors to
thrive and grow, there needs
to be provincial solutions with
employer engagement.

Education
Expedited PSW course

Funding
Retirement homes and
community care are left
behind.
The absence of funding for
retirement homes and community
care severely impacts their ability
to hire. They are unable to match
the wages offered by long term
care homes.
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Long-term care's funding formula
does not recognize the complexity
and acuity of care currently in our
system. Funding focused
discussions around standard 4hrs
of care per patient per day;
however, this has been requested
for the past 20 years and will not
meet modern demands. Read more
about the issue here.

The industry is in desperate need
of PSWs. An expedited five-month
PSW course is needed to meet
demands.
Listen to the Wishlist here.

Broader Learning
Employers feel PSWs are not
coming out of school prepared for
the industry. There are gaps in
knowledge in mental health,
following protocols, infection control,
PPE, points of risk, dementia,
disability, and medications that
cause a lack of ability to meet
patients’ needs.

Road Blocks
Collective Agreements Not
Adapting to Todays Worker
Collective agreements are
restricting the flexibility workers
are looking for, making it harder
to attract employees. Collective
agreements need to be reviewed
and modernized.

One Site Rule
The one site rule has left a massive
labour gap in the sector. Workers
are looking for multiple part-time
jobs to have the flexibility and
work-life balance characteristic of
millennial workers. The one site
rule has made part-time workers
choose a single site, causing
employers to hemorrhage staff.

Regulating PSWs
Employers feel that regulating
PSWs is a must. This regulation
ensures accountability and a
standard of care across the
industry.
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Trades in High
Schools

Manufacturing

Lack of exposure to blue
collar careers
The absence of trades classes in
high school has been detrimental to
the industry. Manufacturing
employers are calling for the
reintroduction of trades courses into
the high school system.

Transportation

Lack of training options in
rural areas
There are no local options for
any manufacturing training and
specifically apprenticeships. The
closest available training is in
Kingston, which makes work/life
balance challenging for some of
our regions, i.e. 12 hours a day
with the commute.

Post-secondary students
are not helping bridge the
gap
Many of the students coming out
of post-secondary programs leave
to either the cities or their home
country. Secondary migration
frameworks could be a solution
to this issue. Chéla Breckon
will also discuss this
framework at the Summit.

Lack of exposure to blue
collar careers

Insurance
Insurance rules are
restricting new hires
The requirement for drivers to have
two years of driving experience is
hugely detrimental to onboarding
new staff due to small businesses'
astronomical insurance rates.

Little competition in the
insurance industry
The lack of competition in the
insurance industry causes insurance
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industry is leading to very few
applicants. There needs to be
some public awareness
campaign or funding to ensure that
enough applicants can fulfill our
area's needs.

Trades in High
Schools

Foreign Students
Leaving Canada
Training

premiums to be astronomical
and close to unaffordable for
small businesses. There needs
to be regulation or consortium
of transportation companies to
reduce these rates.

The absence of trades classes in
high school has been detrimental to
the industry. Transportation
employers are calling for the
reintroduction of trades courses into
the high school system. Listen to
participants discuss this issue here.

Transportation
Awareness
Lack of applicants due to
little awareness about the
industry
The lack of awareness of
opportunities in the transportation
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Best Practices
to the Summit
Many of the challenges emerging
from the roundtables have
teachable solutions. The three
main categories that jumped out
were immigration, managing a
multi-generational workforce and
employer branding. On the next
pages, you will find the specific
challenges that guided the practices
being taught in the first Future of
Work Summit, being held on
November 26, 2020. Tickets can
be found here.
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Immigration
Lack of Experience
Hiring Newcomers
When polled, employers
either had no experience or
found it challenging to
navigate the immigration
system

Nov 26, 2020
8:30am - 2:30pm

Across all sectors, there is a huge
gap in support needed to encourage
newcomers' hiring to Canada. When
asked if they would be interested in
hiring newcomers, participants
almost entirely agreed; however,
employers do not feel comfortable in
their knowledge and thought they
needed a "how-to" guide.
In the Future of Work Summit,
Chéla Breckon will both lecture and
guide workshops on how to attract
secondary migration. Listen to
Chéla discuss the three pillars of
secondary migration here.
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Multi-Generational
Workforce
Employers
Struggle To Manage
Millennials
The new emphasis on
work/life balance leaves
some employers behind
Millennials are working in different
ways than their parents. There
is a new emphasis on work/life
balance that is crucial for attracting
these workers. This work/life
balance focus is impacting
employers across all sectors. In
Health Care, employers see a shift
in employees preferring multiple
part-time jobs over a commitment to
40 hours a week.
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In Manufacturing, there is a lack
of workers desiring to do shift
work. In Transportation, it is
increasingly challenging to hire
long haul drivers. In the first
Future of Work Summit, David
Coletto, founder of Abacus Data
and expert on millennial trends,
will discuss how to manage a
millennial workforce and keep
ahead of the curve.

Branding
A Push to Become
an Employer of
Choice
Employers need modern
recruitment tools to have
compelling attraction and
retention strategies
Just like an employer must brand to
a customer, there needs to be the
same emphasis put on branding to
prospective employees. Employers
must be cognizant of how they are
perceived. Indeed and GlassDoor
is the Yelp of the workforce.
Employers need to be aware of how
to influence these reviews;
especially as our workforce shifts to
over 50% of millennial and
generation Z., some things can be

done to control or directly impact an
organization's brand and indirectly
be done. Employers who embrace
this concept of employer branding
to become an Employer of Choice
will have a strategic advantage in
the labour market. Moving into new
technologies is a critical component
of establishing an organization's
brand. It is everything from
communicating jobs, company
culture to what technologies
you are using that are
necessary to attract millennials
and Generation Z while positively
impacting the entire workforce.

At the Future of Work Summit,
Stephen Beamish of Launch Lab will
speak to Branding as an Employer
of Choice.

Baby Boomers
Traditionalists

Millennials

Generation X
Generation Z
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Opportunities
Moving Forward
Collaboration Towards a
Workforce Development
Strategy for Lanark/Renfrew
A solid foundation has been built with employers,
economic development, labour market, immigration, and
employment services through the Work Matters project.
There’s an opportunity to continue the positive work and
develop clear modern approaches.
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A Fulsome Inclusion Strategy
for Lanark/Renfrew
Employers understand the need for
developing inclusive strategies that bring newcomers,
Indigenous youth, and peoples with disabilities into
the labour market. However, the majority lack the
necessary skills and knowledge to bring this to fruition.
A Lanark/Renfrew County-wide strategy with
training could leverage this momentum.

Leadership Development and
Peer Support

PSW Training that Meets
Employers’ Needs

With Covid-19 and the changing demands on
leadership, employers identified that leadership teams
need more tools in their toolbox to navigate the
changing workforce and the pandemic. The employers
shared that the roundtables provided an opportunity for
them to share and not feel alone. This awareness is an
opportunity to look at how we train and support our
leaders. Going forward, we need to look at how we can
continue supporting their mental health and create a
peer community.

There was a lot of conversation and discussion
regarding the different models of PSW training and
ensuring training meets the employers' needs. There
was a feeling that PSWs are coming out of training
ill-prepared for the real work. They also felt a need for
some standardized mentoring system. This need creates
the opportunity to revamp PSW programming.
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Testimonials

“
Click here to view a clip of participants discussing
their takeaways from the roundtable experience.

The Work Matters roundtable discussions provided
crucial workforce information regarding the challenges
employers are facing in recruiting and retaining skilled
staff. As a workforce board, this is an important step
in working with community organizations, other
employers and job seekers, to identify innovative
solutions to solving this workforce issue.

”

-Hellen Lavric
The Labour Market Group of Renfrew &
Lanark

22

23

“

We identified the need for workforce development
roundtables through our year-long Business
Retention and Expansion Project in 2019. As hoped,
the roundtables have been a useful sounding board
and provided valuable insight into industry-specific
challenges. By supporting the Work-Matters project,
we have benefited from collaboration with other
economic stakeholders.
For Valley Heartland, the opportunity to connect
directly with business owners and human resource
staff has been invaluable. For Lanark County Economic
Development, the information gathered will be crucial
to our ongoing workforce development efforts.

“

We would like to thank the participating employers for
their insightful contributions during the roundtable
discussions. They inform our ongoing research and
community coordination to meaningfully connect
unemployed or underemployed newcomers to Canada
with employers in our community who face workforce
challenges.

”

-Marja Huis
Project Manager
Local Immigration Partnership Renfrew &

”

-Amber Coville, Business Development
Officer
Valley Heartland CFDC
24
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“

The Work Matters roundtable discussions produced
valuable insights and local intelligence (from
employers and community partners) that will be critical
in developing effective community development
strategies in the wake of the COVID-19 pandemic. This
project is pushing the innovation envelop and yielding
fantastic results!

”

-Matt LeMay (Principal)
LeMay Media & Consulting
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“

Having participated in the Roundtable events, I
can confidently say that we now have the exact.
information we need to inform our program response
design. Knowing exactly the barriers, employers face
to hiring newcomers to Canada not only informs our
local programming and support mechanisms but also
the larger policy forming and research initiatives, we
undertake to improve the settlement system overall.

”

-Chéla Breckon
Manager of The Community Settlement
Initiative
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Graphic
Recordings
by Swoop Media
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Final Thoughts
Employers that participated in
the roundtables (phase one of
the Work Matters project) were
eager to share their challenges,
best practices and wishes. As
community partners collaborate
to support employers in Lanark
and Renfrew counties, we must
honour the employer voices and
keep them engaged in the
conversation. We believe the
Work Matters project is a
steppingstone to real solutions
that will drive workforce
development success in our
counties. We’ve

already seen success in applying the
roundtable discussions in helping to
inform the Labour Market Group’s
Summit. Thank you to all the
employers and community partners that
contributed. We look forward to seeing
employers and community partners at
the Future of Work Summit and into the
Showcases. The Showcases will bring
high school and post-secondary
students and teachers to the virtual
platform to highlight the three sectors
as careers of choice.
Register now for the Summit here.

Report prepared by Shelley More,
Tory Stoddart and Jayne Stoddart of
the Work Matters project.
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