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Introduction
Employment-related service provider organizations (SPOs) play a vital role in preparing newcomers for
the Canadian labour market and serve as key partners to employers in meeting their recruitment and 
retention needs. Programs and services such as resume assistance, job search workshops, occupational-
specific skills development, mentoring, job fairs and work placements help newcomers secure work
and benefit employers with a job-ready pool of candidates. Concurrently, SPOs may offer trainings and 
resources to employers to help ensure they are ready to create welcoming and inclusive workplaces for 
newcomers.

Research conducted by the Toronto Region Immigrant Employment Council (TRIEC) in partnership with 
Social Research and Demonstration Corporation (SRDC) found that employers currently engaging with 
SPOs do so primarily to:1

• Source and screen candidates for positions and connect employees with training needs, which helps 
employers, especially small and medium-sized employers (SMEs), to reduce their hiring and training 
expenses.

• Help them deliver on their Corporate Social Responsibility (CSR) mandates and equity, diversity, and 
inclusion (EDI) goals.

Despite the potential for benefits, employer awareness of SPOs and respective engagement is low. Many 
employers in Canada are unaware of SPOs and how they can help to recruit, hire and retain newcomers.2

The research shows that there is still a long way to go to increase employers’ awareness of SPOs, to 
communicate the benefits of engaging with SPOs, and to build strong relationships with employers that 
can help to better serve newcomer clients and address labour market demand.

About this Guidebook
The purpose of this guidebook is to help SPOs effectively engage with employers on newcomer skills 
development. The guidebook provides practical tools to help SPOs build their capacity to create 
awareness among employers, communicate a strong value proposition, strategically establish employer 
connections, and maintain and strengthen employer relationships over time. It is based on experiences 
and tips from SPOs across Canada that have already established successful partnerships with employers, 
as well as the expressed preferences and needs of employers that participated in the above-mentioned 
research.

The guidebook has been written in a chronological order and with the intent that your agency will go 
through it in that manner. However, your agency may find that there are areas of the guidebook that are 
more pertinent to its current situation. The hope is that this guidebook will be used on a continuous basis 
to build your agency’s capacity on employer outreach and engagement.

1 TRIEC & SRDC (2023). Effective Employer Engagement in Newcomer Skills Development Programs: Findings Report. Toronto: TRIEC.
2 Ibid.
3 Ibid.
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How to Effectively Engage with 
Employers
Reaching out and engaging with employers may seem like a daunting task, but it doesn’t necessarily have 
to be if there is a process in place. A well thought out, step-by-step process can provide a sustainable 
roadmap for your agency. This guidebook has identified such an approach for your agency to use. You 
may want to think of it as a funnel approach with four stages, as below:

Stage 1: Preparation
Carry out research on newcomer
client needs and target
employers, build internal capacity
for engagement and craft strong 
value propositions

Implement outreach 
activities to communicate
your agency’s value 
proposition(s)

Identify employer leads, initiate
meetings, and conduct needs
assessments

Involve employers in programs 
and services matched to needs,
and ongoing follow-up to
nurture relationships

Commitment

Stage 2: Generating
Awareness

Stage 3: Cultivating
Interest

Stage 4:
Engagement
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Stage 1: Preparation

Employer Research
Preparation is key to employer engagement. 
As a first step, identify the type of employers 
your agency would like to reach out to (e.g., 
large, medium, small) and what industries they 
are in (e.g., finance, banking, manufacturing, 
hospitality, etc.). It is recommended that your 
agency carry out research on both the needs 
of your newcomer clients and industries of 
your target employers. The research will help 
your agency to gain an initial understanding of 
your newcomer clients’ skills and interests, as 
well as targeted employers’ needs and how to 
effectively address them.

On the employer side, your agency may want 
to research current labour market trends, key 
skill sets that employers require for positions 
in demand, and top recruitment and retention 
challenges in the respective industries. Some 
resources that may help in this research are 
workforce development boards, chambers
of commerce, and sector/industry councils. The 
Appendix provides some links you may want to 
consider taking a further look at. You may also 
want to tap into existing employer partnerships 
and networks. Reaching out to agencies where 
existing relationships exist might be the best 
initial step: perhaps your agency has built strong 
relationships with existing employers where
a phone call or a visit is easily doable and/or 
your agency may have employers as part of the 
advisory council or board. If those relationships 
don’t exist, your agency may want to consider 
participating on labour market/sector councils
as an opportunity to talk to employers about 
labour market trends.

Building Internal Capacity
After conducting the research on your target 
employers, your agency may want to assess its
internal capacity to engage with employers to 
create new partnerships and/or strengthen 
existing relationships. The following are some
themes and related questions your agency may 
want to reflect on:
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1. Goals for Employer Engagement. Why does 
your agency want to engage with employers 
(e.g., to find positions commensurate with 
newcomer skills, to improve newcomer 
training programs, to find more employment 
opportunities for newcomer clients, to 
support employers to create immigrant-
inclusive workplaces)?

2. Types of Engagement. What types of 
engagement does your agency want to
pursue with employer partners (e.g., job 
postings, placements, co-designing 
newcomer training programs)?

3. Staff Capacity. What are the key staff 
positions for employer engagement (e.g., 
positions related to outreach, relationship 
management, program implementation and 
employment)? Do you have enough staff 
capacity to meet your goals?

4. Employer Communication. How many units/ 
departments and corresponding staff are 
reaching out to employers? Is there a single 
point of contact or unit that is coordinating 
outreach with employers? How is 
engagement with employers being tracked? 
What mechanisms exist to allow employers 
to provide feedback?

5. The Value Proposition. What is the value 
proposition your agency  is communicating 
to employers? To what extent does the value 
proposition reflect an understanding of the 
needs of both employers and newcomer 
clients? How well does the value proposition 
dispel misconceptions about SPOs and 
newcomer candidates?

An Employer Engagement Capacity Building 
tool has been designed to help your agency 
think through internal capacity  building. This 
tool is meant to help your agency identify your 
engagement goals with employers, required staff 
support to meet the intended goals, internal 
strategies to engage with employers, and how
to create a value proposition to get employer



buy-in. This is by no means an exhaustive list, 
but it highlights some of the key areas your 
agency should be thinking about when it comes 
to employer outreach and engagement.

The Employer Engagement Capacity Building 
tool also addresses some of the challenges 
employers experience with SPOs. Research
conducted by TRIEC and SRDC has found that
employers would prefer a coordinated strategy
and single point of contact rather than being
contacted by multiple staff within the same
agency.4 The research also showed that some
employers feel SPOs do not fully understand
their needs, how to respond to them, and how
to address their changing needs quickly. 

It is recommended that your agency go 
through the Employer Engagement
Capacity Building tool in the order it is
presented and that all sections of the tool
are completed. Doing so will help your
agency identify your employer engagement
goals, level of engagement desired, and
then think through the internal capacity
required, including staffing supports,
communication strategy and value
proposition.

It is highly recommended that your 
organization’s senior leadership are
involved in completing and/or in the review
of the tool for planning purposes. The
assessment may shed light on areas where
resources may be required to fulfil the type
of employer engagement the agency would
like to see happen. Furthermore, it is
suggested that the agency undergoes this
exercise on a continual basis (i.e., yearly) to
continue to reassess agency capacity to
effectively engage with employers.

4 Ibid.
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EMPLOYER ENGAGEMENT CAPACITY BUILDING TOOL

1. GOALS FOR EMPLOYER ENGAGEMENT
As a first step, identify why your agency wants to engage with employers. Below, identify your goals 
for employer engagement.

GOALS:

2. LEVEL OF EMPLOYER ENGAGEMENT
Once your agency has identified the goals, in the table below, identify the engagement activities 
your agency is currently involved in with employers, and activities your agency would like to conduct 
with employers.

Engagement Activity Currently engaging  
with employers

Would like to engage 
with employers

Job Postings

Job fairs, meet and greets

Mentorship

Work placements/  
internships

Provide in-work supports 
(supports provided to 
newcomers after they are 
hired, e.g., 30-6-90 feedback 
sessions with newcomers 
and their managers)
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Engagement Activity Currently engaging  
with employers

Would like to engage 
with employers

Mock interviews

Bridging programs

Deliver diversity, equity and 
inclusion training

Engage employers on 
design of newcomer 
training programs

Engage employers on 
delivery of newcomer 
training programs (e.g., 
guest speakers)

Engage employers on 
advisory committee/board

Other, specify:

Other, specify:
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3. STAFF CAPACITY
Now that your agency knows the goals and desired level of engagement with employers, it is 
recommended your agency identify the required staff supports. Examples of the general positions 
and basic skills/competencies that were identified in the research are as follows:

1.  Based on identified employer engagement activities your agency currently does or intends 
to do, how many staff are dedicated to employer engagement? Identify the staff and roles 
your organization currently has with respect to employer engagement.

2. Given your agency’s goals and identified engagement activities with employers, is there any 
staff positions that are missing?

Positions Skills/Competencies

• Outreach: Community Partnership 
Officer, Corporate Engagement Officer, 
Communications Officer, Marketing 
Officer

• Relationship management: Employer 
Relationship Manager, Employer 
Engagement Coordinator, Employer 
Liaisons (sector/industry specific), 
Manager for Employer Liaisons

• Program implementation: Program 
Managers, Bridging Program 
Coordinators

• Employment: Job Developers, Employment 
Specialist, Employment Counsellors

• Sales and marketing skills
• Communication skills (including listening)
• Collaboration and interpersonal skills
• Organization skills
• Event coordination skills
• Knowledge of local labour market trends
• Knowledge of business needs
• Understanding of immigration processes
• Knowledge of human resources policies 

and practices
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4. EMPLOYER COMMUNICATION
Now that your agency has identified the staffing capacity, think through how staff will support a 
coordinated outreach strategy to employers — one where employers are contacted by a single point 
of contact within your agency.

3. How many departments/units within the agency liaise with employers? What are the 
engagement activities of each department/unit?

4. In total, how many staff are contacting the same employer?

5. If there are multiple staff contacting the same employer, what steps can your agency take 
to have one point of contact and coordinated outreach strategy?

6. Does your agency have a specific outreach strategy based on the industry and size of 
employer (e.g., connections through industry associations, referrals, cold calling, social 
media)?

7. Is there a centralized, internal database that tracks employer engagement? How are the 
engagements being tracked - what engagement indicators are being used (i.e., cold calling, 
warm introductions, social media)?



Elements and Principles of a Strong Value Proposition: A Primer

There are many tools, templates, and resources in the public domain for generating an effective 
value proposition for your organization to engage companies for your services. It is beyond the 
scope of this guidebook to dive into the specifics, but here are a few key principles to keep in mind.

1. Your service is your strength and value. As a non-profit, your value proposition doesn’t 
necessarily focus on any tangible goods or products, but on the service you provide that 
helps to ease pains and create gains for employers. Your value proposition should highlight 
the distinct service you propose that is of value to employers. For example, your strengths 
may be providing a job ready talent pool of candidates and cultivating strategies for 
exploring career pathways. In a value proposition meant for employers, you may want to 
emphasize how your agency seeks to do more than match candidates to roles, but rather 
prepare them to be adaptable workers who are positioned to succeed.

5 Ibid.

The Value Proposition
After doing the research and identifying your 
internal capacity to engage with employers, the 
next step is to have a strong value proposition. 
Research has found that employers feel unsure 
of the candidates that SPOs refer and may also 
stigmatize the candidates.5 Having a strong 
value proposition that articulates the calibre of 
your candidates can help to mitigate employer 
bias. Employers also find comfort in knowing 
that your agency has successfully placed 
newcomers in other businesses/organizations; 
therefore, testimonials and case studies may 
also help to address bias against newcomer 
candidates.

As your relationship with the employer grows, 
having a strong value proposition can help to 
further enhance your engagement with the 
employer. Your agency may want to periodically 
review your value proposition to increase
the intensity of engagement activities and 
involvement with the employer. For example, 
your agency may already be collaborating 
with the employer on advertising job positions
and holding information sessions, however, 
over time, as the relationship builds with the
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employer your agency may want to revise 
its value proposition to further enhance
engagement into more complex activities that
produce deeper impacts, such as co-designing
and delivering newcomer training programs.

The following questions will help your agency in
crafting a value proposition if one doesn’t exist
or enhancing your current one.

1. Does the value proposition address
your target employer’s pain points?

2. How does your value proposition 
communicate the benefits of your
agency and newcomer candidates to
employers?

3. Does your value proposition include an 
inventory of the skills set of your newcomer 
clients matched with industry specific
needs?

4. How does your value proposition
address stigma/bias employers may hold 
with respect to newcomer candidates?

5. Does your value proposition include
metrics on successes?



2. Tailor your proposition to your audience. In reality, you may need to craft multiple value 
propositions to address the unique workforce needs of employers. You may even want to 
address individual employers whom you hope will create employment opportunities for your 
clients, or even specific recruiters or hiring managers to address their priorities or “pain 
points.” Your value proposition should not only highlight your own agency’s strengths, but 
reflect an understanding of what your employer audience needs and cares about.

3. Integrate your proposition. Your value proposition should embody the principles by which 
your agency operates and offers service to your community. Wherever possible, integrate 
your value proposition with expressions of purpose such as strategic plans or statements 
of mission, vision, and values; alternatively, work to distill your value proposition from these 
sources. If your agency doesn’t yet have statements like these or is in transition between 
them, consider the narratives you and your colleagues have recently used to successfully 
secure funding, report on performance, engage with your board of directors, and/or 
communicate with your clients. Finally, consider convening a focus group of your core 
community — including clients, managers, staff, and directors — to help generate or
validate a value proposition.

Example: The following is a hypothetical example of a value proposition to help guide the 
development of yours. Keep in mind that your value proposition will differ based on your target 
employer, their specific needs, and your internal capacity to meet those needs.

In this example, our hypothetical agency “XYZ Employment and Settlement Agency” would like 
to target employers in the financial services sector.

Example Value Proposition: At XYZ Employment and Settlement Agency, we understand that the 
financial services sector is under constant change and competition for talent is fierce. Your company may
not have the time and resources to keep up with the demand for talent. Here’s how we can help provide
your company with a ready pool of global talent that fits your skills requirements.

Access to Qualified and Motivated Candidates. Our pool of candidates includes financial 
analysts, accountants, project managers, sales and marketing managers, and many others. All of 
our candidates have received workplace readiness training to get started.

Onboarding, Retention, and Coaching Supports. We can help your organization successfully onboard 
and retain your new recruits by offering a suite of training and supports, including diversity, equity 
and inclusion training for staff and management, and coaching supports for new hires.

Customed Tailored Training Solutions. We can also help you meet your future talent needs by co-
designing training programs for newcomer candidates to provide seamless talent management 
pathways to your organization.

We have a successful track record having placed 50 candidates in 12 financial companies. Please 
take a look at some of our case studies we have provided.

Effective Employer Engagement in Newcomer Skills Development Programs 
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Your Value Proposition
Take some time to write out a strong value 
proposition and be sure to address:

• How your agency meets the needs  
of your target employers (e.g., your
agency’s knowledge of the 
industry/sector of the employer,
including industry HR trends)

• The caliber of candidates sourced by 
your agency (e.g., the skills set of 
newcomer clients and how they match 
the needs of the employer)

• Testimonials and/or case studies (e.g.,
how previous employers have
benefited from the agency’s services)

Stage 2: Generating Awareness

After your agency has a strong value 
proposition, the next step is to reach out to 
employers to build awareness of your agency 
and to communicate your value proposition. 
There are several ways your agency can reach 
out to employers; for example, through direct 
outreach to employers, social media channels, 
and engaging on industry panels/councils.

Your agency may want  to put together 
a database (this can be in the form of a 
simple Microsoft Excel spreadsheet, or a
more sophisticated customer relationship 
management software system) to capture 
engagement information, including the 
name of the employer, main contact at the 
organization, how the connection was made 
(i.e., direct outreach, industry event, etc.) and
agency lead responsible for building the 
relationship with the employer. You may also
want to capture the different ways in which the 
employer has been engaged. Some employers 
may be engaged at an organizational level;
for example, to receive newcomer clients for 
work placements and, in other cases, it may 
be just with an individual where a formal 
relationship has not yet been established with 
the organization. A centralized database to 
capture this information will help to mitigate 
against knowledge lost because of staff 
turnover. Be sure to regularly update the 
spreadsheet; ideally, every time contact is 
made with the employer.

Your spreadsheet could look something like 
this:

Keep in mind employers do not want to be 
contacted by multiple staff within your agency 
so make sure to assign one lead. This could be 
the job developer, engagement specialist, or 
manager of a unit/department. If your agency

has multiple departments/units that need to 
contact the employer, it might be helpful to 
identify one agency lead to coordinate the 
requests from within the agency and to liaise 
with the employer.



Stage 3: Cultivating Interest

It is best to reach out to employers with a 
“transformational” versus “transactional” 
mindset, as this type of focus on employer 
engagement helps to a build long-term 
relationships. You may want to use a
“pipeline” approach, which starts with
identifying a lead at the organization (this
could be based on a referral, a meeting at an
event, or a cold call), and then seek out the
right decision maker(s) within the organization
to set up an exploratory meeting.

The purpose of the exploratory meeting is to
better understand the employer’s needs; for
example, does the employer seek to fill certain
staff positions, require DEI training, or want to
create mentorship opportunities. Keep in mind
this will differ based on the size and industry of
the employer.

After the needs assessment, you may find your 
agency does not have the capacity to meet the 
needs of the employer, or only partially meet 
them. In this case, your agency may want to 
identify other SPOs in your network that can 
engage with the employer so that all of the 
employer’s needs are met. Using a partnership 
approach to employer engagement can help to 
strengthen the value proposition to employers 
on engaging with SPOs for recruitment and 
retention needs. It can also help to better serve 
newcomer clients.

Stage 4: Engagement

Once the needs assessment is conducted, and 
the ways in which your agency can address the 
employer’s pain points and create value for 
newcomer clients have been identified, the next 
step is to understand the level of engagement 
that is attainable with the employer. Go back 
to the Building Employer Engagement Capacity 
tool and identify your agency’s engagement 
goals and desired activities with the employer. 
You may want to start with low engagement 
activities such as posting jobs, and then as the 
relationship builds, to work towards higher 
engagement activities such as co-developing 
newcomer training programs.
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As the relationship with the employer steadily 
builds, your agency may want to increase the 
engagement activities. This process does take 
time and through forming trusting and results-
oriented relationships. To help your agency think 
through this continuum of engagement, the 
following is a checklist of low, medium, and high 
engagement activities.

LOW ENGAGEMENT ACTIVITIES
This requires limited engagement with 
employers, perhaps low staffing capacity, but a
coordinated outreach plan. Examples of low 
engagement activities include:

• Posting employer job positions. Your agency
has reached out to an employer to advertise
job postings on your sites, and to 
communicate postings to your newcomer 
client base, and perhaps within your SPO 
network.

• Information sessions with employers. Your 
agency may want to coordinate events with
employers as guest speakers to talk to 
newcomer candidates about the 
organization, any opportunities they are 
currently or recurrently hiring for, or on a 
number of relevant labour market topics.

MEDIUM ENGAGEMENT ACTIVITIES
This engagement level may require more internal 
agency capacity to build the relationship with 
employers. Here your agency is communicating 
with the employer a few times a year, either 
through meetings and/or site visits. Examples
of medium engagement activities include the 
following:

• Conducting recruitment events with 
employers. Your agency is working with 
employer partners to conduct job fairs/ 
events as a pathway to hire newcomer 
candidates. This also includes dedicated 
networking and recruitment events where 
there are multiple employer partners, or 
with one employer partner. Employers may 
be asked to contribute modest financial
or in-kind supports, such as providing a 
venue for the event free of charge, and/or 
volunteering staff time.



• There is a feedback loop with the employer. 
Your agency has a formal feedback loop 
with employers on recent placements or 
other activities through interviews, focus 
groups, and surveys. This feedback loop 
could also include soliciting employer input 
on labour market trends, skill sets in 
demand, etc.

• The employer participates in informational 
interviews/mock interviews. Your agency 
has connections with employers (including 
hiring managers) that help facilitate mock 
interviews to help cultivate candidates’ job 
search skills. Employers may offer 
informational interviews or “coffee chats” 
to newcomer clients in order to help 
provide insight into a workplace, an
employment sector or industry, or to the 
Canadian job market in general.

• The employer is engaged in mentorship. 
Your agency is not only placing candidates 
but also has a mentorship program in
place between the employer and
newcomer clients.

HIGH ENGAGEMENT ACTIVITIES
This level of engagement may require agencies 
to strengthen their internal capacity in order 
to continue to foster a collaborative employer 
relationship. Here your agency is in touch
with the employer often (e.g., at least once a 
week and visiting the employer once a month). 
The higher the frequency of communication 
with the employers, the easier it is to build
the relationship. However, this should also be 
adjusted to the employer’s communication 
capacity.

Examples of high engagement activities include 
the following:

• The employer is participating on SPO 
advisory councils/boards.
Understandably, this activity would not 
apply to every employer partner, and is
perhaps best reserved for strategic 
employer partners that are able to 
provide considerable industry knowledge 
and have the time to participate.
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• Employer hosts Work-Integrated Learning 
(WIL) opportunities for newcomer clients. 
Canadian businesses are increasingly 
recognizing the value of experiential 
learning and work-based learning as key
strategies for achieving workforce goals. A
few employers are recognizing the value of
working with SPOs to facilitate work 
placements, practicum opportunities, and 
even integrated bridging programs for 
newcomer jobseekers and incumbents.

• Direct hire and integrated in-work (or post-
hire) supports. Your agency is working with 
the employer to provide in-work supports to 
newcomer candidates after they are hired. 
This includes conducting a 30-60-90-day 
feedback loop with newcomers and
managers to identify if there are any
tailored supports newcomer candidates or 
employers require to ensure successful 
placements.

• Equity, diversity, and inclusion training 
and resources. Your agency directly works 
with employers to build immigrant-inclusive 
workplaces. This could involve providing 
trainings and tools to support inclusive 
recruitment and onboarding, cultural 
competency trainings/coaching, or other 
supports to attract, retain and advance 
newcomer talent.

• Employer is co-designing and delivering  
newcomer training programs. The
employer is involved in the co-designing of 
newcomer training programs to provide an
industry perspective and identify skills that
are in demand. Newcomer training 
programs tailored to the job market may 
result in a higher likelihood of newcomer
candidates finding placements. Employers 
have “on the ground” and practical 
experience that lends itself well to
delivering  aspects of newcomer training 
programs; for example, occupational-
specific terminology and industry-specific
workplace culture.



Focus on Small and Medium-Sized Employers

Small and medium-sized employers (SMEs) account for a large segment of the Canadian labour 
market and should not be overlooked as opportunities for newcomer employment. However, 
compared to large employers, SMEs may need more assistance to attract, retain and advance 
newcomer talent and, at the same time, face a number of challenges to engaging with SPOs that 
must be considered when partnering. For example:

• SME staff often perform many roles and might lack resources and staff availability in 
dedicated roles, such as HR, to help sustain engagement.

• Limited staff capacity means that participating in work placements can be burdensome due to 
the amount of paperwork involved.

• SMEs may underinvest in training activities and EDI initiatives, for reasons including resource 
constraints, not understanding the value of such expenditures and the perceived risk that 
investments will be lost with turnover.

• SMEs may have sporadic hiring needs, leading to infrequent engagement and difficulties with 
building long-term, trusting relationships.

That said, because smaller organizations generally have more flexible policies and fewer 
bureaucratic processes, they may be easier to partner with than some large employers. Further, 
research shows that SMEs especially appreciate the reduced hiring and training expenses that 
working with SPOs may have to offer. To leverage the potential of SME-SPO relationships, when 
working with SMEs, it is important for SPOs to:

• Seek to connect with whoever is responsible for high level decisions, as HR personnel may not 
be on staff.

• Emphasize the potential for recruitment and training cost savings, as well as strategies to 
promote staff retention.

• Sensitize SMEs on the value of EDI and offering cultural competency trainings and resources.

• Be prepared to provide hands-on guidance to understand labour regulations, support with 
paperwork and frequent follow ups.

• Understand their changing needs and respond quickly to help meet needs.
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Sustaining the Relationship
Getting employers to a point where they are engaged in newcomer skills development takes time through
strong relationship building. To continue to build relationships with employers, it’s important to have open 
and honest dialogue as well as feedback loops. This can be through regular touch points such as
communicating with employer partners on a monthly basis, maintaining a consistent feedback loop through 
surveys and focus groups, or recruiting employers to sit on advisory councils/boards. Regular
communication with employers can help your agency to gain insight on labour market and industry trends,
better understand employer needs, gain feedback on newcomer placements, adjust newcomer training
programs, and identify additional opportunities for newcomer clients. As the relationship grows, your agency 
will have more insight on which employer partners are more likely to stay engaged and move from low to
high engagement activities. Understandably, not all employers will move to high engagement activities due
to a myriad of reasons such as lack of capacity, internal coordination, or interest. The goal is to build the
relationship with employers and identify which ones have the capacity and motivation to increase their 
involvement with your agency. The hope is that this guidebook provides a framework and practical tools to
help your agency systematically think through and strengthen strategies for reaching out and developing
relationships with employers to better serve newcomer clients and employer needs.

To learn more about the “Effective Employer Engagement in Newcomer Skills Development Programs”
project and access additional resources please visit the project’s webpage: triec.ca/effective-employer-
engagement/
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Immigrant Employment Councils:
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• Calgary Region Immigrant Employment 
Council (CRIEC): https://www.criec.ca/

• Edmonton Region Immigrant Employment 
Council (ERIEC): https://www.eriec.ca/

• Halifax Partnership: 
https://halifaxpartnership.c
om/

• Hire Immigrants Ottawa (HIO):
http://www.hireimmigrantsottawa.ca/

• Immigrant Employment Council of BC 
(IECBC): https://iecbc.ca/

• Immploy: https://www.immploy.ca/

• Niagara Workforce Planning Board:
https://nwpb.ca/

• Toronto Region Immigrant Employment 
Council (TRIEC): https://triec.ca/

• Manitoba Immigration Advisory Council: 
https://immigratemanitoba.com/iac/

Workforce Planning Boards 
(Ontario):
• Workforce Planning Ontario: 

https://www.workforceplanningontario.ca/e
n/workforce-planning-boards/find-a-
workforce-planning-board/

Sources of Labour Market 
Information:

• Labour Market Information Council: 
https://lmic-cimt.ca/

• Statistics Canada: 
https://www.statcan.gc.ca/en/start

• Canada’s Job Bank: 
https://www.jobbank.gc.ca/trend-analysis

• WorkBC: https://www.workbc.ca/About-
Us.aspx

• Alberta Labour Market Information: 
https://alis.alberta.ca/look-for-work/labour-
market-information/

• Labour Market Information-Saskatchewan: 
https://www.saskatchewan.ca/business/hi
re-train-and-manage-employees/labour-
market-information

• Manitoba Labour Market Outlook:
https://www.gov.mb.ca/jec/lmi/forecasts.
html

• Ontario’s Labour Market: 
https://www.ontario.ca/page/labour-
market#reports

• Labour  Market  Information-New 
Brunswick:
https://www.nbjobs.ca/explore/CDToolkit/l
mi

Appendix: Sources of Additional 
Information
The following list provides just a few of the many regional and industry-specific examples that exist to 
support workers and businesses across Canada.
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• Labour Market Information- Newfoundland 
and Labrador:
https://www.gov.nl.ca/labourmarketinform
ation/

• Labour Market Information-Nova 
Scotia:
https://novascotia.ca/employme
ntnovascotia/labour-market-
info/default.asp

• Labour Market Information- Prince Edward 
Island:
https://www.princeedwardisland.ca/en/topi
c/pei-labour-force

Chambers of commerce, industry 
and trade  associations and sector 
councils:

• Canadian Chamber of Commerce:
https://chamber.ca/membership/chamber-
member-directory/

• Canada Sector Councils:
https://www.job-
link.ca/Canada_Sector_Councils.html

• Association of Industry Sector 
Councils (Nova Scotia): 
https://aisc.ca/

• Canadian Manufacturers & 
Exporters (CM&E): https://cme-
mec.ca/

• Construction Sector Council: www.csc-
ca.org
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Visit our website:
https://triec.ca/

Connect with us on LinkedIn:
https://www.linkedin.com

Follow us on Twitter:
https://twitter.com/triec

Sign up online for our newsletter:
https://triec.ca/contact-us-2/triec-e-newsletters/

https://triec.ca/
https://www.linkedin.com/company/toronto-region-immigrant-employment-council-triec-/
https://twitter.com/triec
https://triec.ca/contact-us-2/triec-e-newsletters/
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