Winkler & District Chamber of Commerce

Determining & Addressing Workplace Needs 

Background:   In Canada, there is significant interest and support to facilitate the entry of immigrants into the labour market. Canada, including Manitoba, have embarked on an ambitious campaign to bring more skilled individuals to this country to meet the anticipate demand.  Matching interests and skills with available opportunities has at time been a critical challenge, and all stake holders, whether employers, immigrant employees, and the broader resource community, have a significant role in this process.  The Determination & Addressing Workplace Needs (DAWN) project would implement a common lens, Workplace Prior Learning And Recognition (WPLAR), which would assist all stakeholders to agree as to the base skill set, and the appropriate interventions required to stabilize and grow opportunities for new comers to Canada.

The South Central region of Manitoba is referred to locally as the Pembina Valley Triangle, or simply as the Valley. It is bounded on the east by Highway 75, to the west by Highway 31, to the north by Highway 3, and to the south by the American border. The newest city in Manitoba is Winkler (2002), located in the centre of the region.





The Valley is a prime agricultural area where 45,000 individuals reside.  The traditional roots of the population are based on a mixture of individuals from Mennonite, Francophone, Dutch and English stock.  Unlike many rural regions, the population base in the Valley is growing.  The population in Winkler grew by 15% between the 2001 and 2006 census, while the surrounding Municipality of Stanley grew by 24%.  The Valley is also one of the few regions in Canada that is becoming demographically younger.  Winkler was one of the first communities in Manitoba to actively recruit immigrants to the region through the Provincial Nominee (PN) program.  In fact, Winkler is the third highest per capita community in Canada in attracting immigrants to work and live.  The influx into the Valley has been from countries such as Germany, Russia, the Ukraine and Kazakhstan.  The surrounding communities have taken note of Winkler’s success and are quickly emulating its’ proactive actions. The following is a breakdown of the population for the South Central Region:

Altona (town) 


3,709 

Carman (town)


2,880 

Cartwright (village) 


282 

Crystal City (village) 

400 

Emerson (town) 


689

Gretna (town) 


574 

Manitou (town) 


718 

Morden (town) 


6,571 

Morris (town) 


1,643 

Pilot Mound (town) 


630 

Plum Coulee (town) 

770

Somerset (village) 


432 

Winkler (city) 


9,106 

Major employers in the Valley include; health, education and government.  The breakdown is as follows:

	All Industries 
	4,000 

	Agriculture & Resource-based 
	245 

	Manufacturing & Construction 
	1,290 

	Wholesale & Retail Trade 
	660 

	Finance & Real Estate 
	100 

	Health & Education 
	830 

	Business services 
	330 

	Other Services 
	540 


However, the Valley is well known for its’ agribusiness as well as its’ small and medium sized industrial facilities.  It is these latter groups that have been the most active in recruiting and employing new comers to work in such unregulated occupations as lathe operators, machinists and welders. It is the SME employment groups and their employees that is the primary focus of this proposal.  The labour market in the region is very strong, and has had an unemployment rate of about 2.5% adjusted seasonally for the last three years. This rate is the lowest in Manitoba.  The Valley has had a long and successful history of working with immigrants and their needs.  Resources to address there needs have been built up with time and currently include;

South Central Settlement & Employment Services (SCSES)– orientation, settlement, and job finding services to 100 unemployed immigrants annually.

Pembina Valley Language & Education for Adults  (PVLEA) - part time literacy and English as a Second Language Classes to 450 individuals annually. It also provides English for Specific purposes classes based on needs/funding.

Pembina Valley Workplace Skills (PVWS) – literacy and language and essential skills training on the job on a cost shared basis.

Red River College (RRC) – full time English as a Second Language classes to about 30 individuals annually.  Also regular post-secondary programs and PLAR

Employment Manitoba (EM)– provides a full range of employment and training services to all eligible unemployed individuals including immigrants.  PLAR

Adult Learning Centres (ALC) – the region has four adult learning centres offering free upgrading from the grade 9 to 12 levels. PLAR

The influx of new immigrants has been very welcome by the communities, but has resulted in difficulties related to; proper assessment of credentials/skills of new comers, differences between employer/employee expectations, difficulties in identifying appropriate skills training, unanticipated costs associated with training, and significant levels of employing individuals in areas below their potential. These problems are not unique to the region, and are in fact, global phenomena.

The Organization for Economic Co-operation and Development (OECD), stated in a November 2006 Policy Brief, “There is a clear mismatch between immigration and integration policies in many countries. National policies designed to manage immigration are rarely accompanied by strong policies to support integration, particularly where this relates to the adaptation of the labour market and education policies to support the needs of immigrants”.  

Thus while the conditions being experienced in the Valley are not unique, it may be being experienced more intensely than other jurisdictions due to the volume of migration to the region, lack of focused immigrant employee Human Resource practices in the region, and, a deficiency in resources to stabilize and strengthen immigrant employees in the workplace.  When employer/employee struggle with how to achieve common goals and fail, disillusionment sets in.  For the employer, who has invested much in the employee there is reluctance to hire additional immigrant workers. For the employee, who has invested much more, there is not only emotional upset, but also real and potentially long-term financial consequences to work failure.  And so to is the larger community impacted, the November 2006 OECD Policy Brief goes on to analysis the consequence of the failure to integrate immigrant workers in the labour market effectively, “..failure to find

appropriate employment can lead immigrants and their offspring becoming concentrated in areas of urban deprivation. This then creates social and economic problems which it takes a range of actors and efforts to resolve”  
Even with an unemployment rate of 2.5%, the failure to provide adequate labour market interventions has resulted in an increase in the number of new comers in receipt of Employment Insurance Benefits and/or Income Assistance.

While the DAWN proposal focus is on employers and their employees, the intent of the project is to work with the larger community, including existing resources for immigrants, introducing value added HR practices through WPLAR, and local association and government.   The Institute for Work & the Economy reported on recent project experience in the United States.  The project was conceived as a result of a 2003 Workplace Learning conference named, Integrating Immigrants in the Workplace.  It reported that “ Effective immigrant integration at the workforce level requires a level playing for all workers and businesses established through a series of thoughtful and explicit policies and practices by each of the key stakeholders (Employer, worker, community).  
The need to assess immigrant skill sets fairly and accurately are essential to the hiring, setting work expectations, developing appropriate HR practices, credential recognition, and effective training processes are recognized by all countries hoping to encourage immigrants to live and work.  The Canadian Labour and Business Centre, January 01, 2001 report - Assessing and Recognizing Foreign Credentials – Employers’ Views.  It stated,  “The assessment and recognition of the educational credential of foreign-trained workers is of growing importance in Canada. An accurate understanding and evaluation of the skills, knowledge and experience of foreign-trained workers plays a key role in enabling these workers to find jobs which this preparation can be used to full advantage”.   

In the Valley many employers stress relevant experience over credentials, and on the job demonstration of skills and competencies, in order to find a potential employee to meet immediate production needs.  Functional competency in English, and skill acquisition is often not addressed until a significant issue arises. The January 1, 2002 CLBC report on similar employment situations.  There was not a predominate method of assessing immigrant skills.  However,  “some firms and sectoral organizations had developed occupational standards against which anyone, whether foreign- or Canadian-trained, can be assessed in a transparent manner.  The principles of Prior Learning Assessment and Recognition (PLAR) were a strong feature of these innovative approaches.”

The DAWN proposal is based on all stakeholders implementing a WPLAR format as the foundation for assessing and training workers.

The Winkler & District Chamber of Commerce (WCDD) has a direct relationship with immigration issues and has gained valuable knowledge of working with this group. WCDD has been/is the official sponsor of the South Central Settlement & Employment Services (SCSES) project.  The project has worked with numerous immigrants from many countries in settlement issues.  In 2004, the SCSES project became the first rural based co-funded (Employment Manitoba & Labour and Immigration Manitoba). SCSES has been providing basic job finding services to unemployed immigrants, and has been instrumental in assisting new comers with the credential recognition process, most of who are in the Apprenticeship Trades fields. Staff in the project speak several languages, and have developed workshops both in English as well as language of country of origin, in subjects related to the workplace.  These experiences have allowed SCSES staff to gain the trust and confidence of the immigrant community.

The Board of SCSES is composed of regional representatives from; health, education, social services, community development and employment sectors.  The Chair of the Board is a sitting member of the Provincial Multi Ethno-culture Advisory & Advocacy Board (MEACC). This level of commitment and expertise provides a forum for two-way communication between SCSES and the larger community. This level of community involvement has allowed SCSES to establish a presence in the community, and gain confidence and support from the community in developing new roles for the project.  

The SCSES project shares operational space with such program as; Pembina Valley Language Education for Adults, Pembina Valley Workplace Skills, Red River College and the Winkler Community Learning Centre.  This has allowed SCSES to develop informal and formal working relationships with like-minded service providers in order to address the needs of recent immigrants.

In summary, the Valley continues to demonstrate its ability to attract immigrants to live and work.  The labour market in the region is strong, continues to expand and, therefore the opportunity for additional immigrants to secure work remains in demand. There is an excellent base core of services for immigrants that have been developed over time that work effectively together. Employers and recent immigrants acknowledge, that while there are opportunities, there are also problems – and that these problems are shared by all.  Employers have identified that there is a need to take a systematic approach to recruitment and training, and are interested in implementing a Workplace Prior Learning and Recognition program as part of the DAWN project, and are interested in the project to address a gap in service. All are committed to stabilizing and growing immigrant worker opportunities. 

Objectives: The DAWN project has 5 key elements/objectives;

1. Consistent skills assessment -Introduction of a WPLAR model to all participating employers and local employment resources that are working with immigrants.  The intent of this is to develop a more common assessment and training tool to ensure the region is working from common understandings.   The Province of Manitoba, Workplace Learning and Recognition have agreed to provide a series of 12 workshops over two years to the DAWN project.  Employers who participate in the WPLAR workshops will be able to access funding through DAWN for training supports.   Through this process; HR practices will be upgraded, there will be greater consistency with the development, provisioning of, and evaluation of training plans. Further, there will be a clear understanding that training supports are tied to clearly measurable outcomes.

2. Training Vectors - Traditionally, when work based training is discussed, the focus is on the individual employee and the costs and anticipated outcomes of such training. In the DAWN project, we will expand this viewpoint through the use of Workplace Prior Learning & Recognition tools/processes to acknowledge and develop interventions related to four vectors.  We intend to track costs/outcomes based on the following;

· Bridging (Worker changes – work towards the norm)  

Achieve work place standards through a compilation process involving acknowledgement of existing skills and the acquisition of new skills.  The term “bridging” is often used to describe the process of acquiring news skills, but in reality is should be considered “cluster” training.  For recent immigrants, this may include training such as; English as an Additional Language, English for Specific Purposes, Workplace culture, Canadian Labour Standards, and Volunteering to gain Canadian work experience.

· Diverging (Employer changes – leave the norm)

Exit work place standards through unique measures related to specific needs and/or opportunities.  This practice relates to situations where the employer determines for social, business, or personal reasons that they will incur costs not in keeping with standard practice to acquire new staff. Creating a new position to gain the skill set of a specific individual. Interpreter services. Mentoring.

· Integrating (No changes – keep the norm)

Maintain workplace standards through the inclusion of new staff into existing structures.  This practice is often considered the cost of doing business. The tendency is to consider this practice the most cost effective – just keep on doing what we have been doing. But is the one where there is the largest potential loss.  For example in Canada, there is an ongoing skill shortage, if is impractical to keep all traditional recruiting, hiring, and training practices as both the labour market and workplace expectations are changing. Costs include; Recruiting, Hiring, Orientation

Loss of production/income due to skills/labour shortages

· Converging (All change – establish a new norm)

Change the standard through common measures related to specific needs and/or opportunities. Workplaces are constantly upgrading and/or moving in new directions. Costs related to this activity are common to all, and include such activities such as; Essential Skills training, Health and Safety procedures, new training processes.          

           Developing PLAR job descriptions, portfolios, HR training.     

In virtually every work situation, all four of these vectors are present to different degrees and at different times, as specific vector will dominate the training process. However, in working with the employer and employee groups, we wish to establish a common perspective with regards to work-based training that would be included through out the recruitment, hiring, training, and worker exiting process. 

	Diverging

(Employer changes)


	Integrating

(No change)



	Bridging

(Worker changes)


	Converging

(All change)


3. Training Portfolio – Every immigrant employee, where additional training needs are identified will be provided an individualized training portfolio. The portfolio will be a work stabilization and growth plan. It will identify; their existing skills, the skills required to achieve the current job requirements and/or future career goal.  The training portfolio will identify; who will provide the training, estimated costs, and outcome targets.  The portfolio will be signed off by the employee, the employer and by DAWN.

4. Financial Supports – Employers and employees will both be eligible to access funding through DAWN based on the agreed upon WPLAR assessment and the appropriate training vector.  All costs must be agreed to in advance, with clear training objectives and attainable outcomes.   

5. Outcomes – Each component of the DAWN program will have specified outcomes. For example, we anticipated that employers who attend workshops on WPLAR would be able to describe the elements of WPLAR and incorporate the elements into individualized worker training plans.  

The DAWN project seeks to build upon the work of WPLAR through establishing a common framework for employers, employees and the resource community in south central Manitoba. The inclusion of four training sectors will assist all to acknowledge that skills training is not the exclusive need of the employee, but is the need for all stakeholders who work in today’s labour market.

While the proponent of this proposal is the Winkler and District Chamber of Commerce, all employers in the Valley, regardless of whether they are members of any chamber will be eligible for consideration in the program. Employers will be assisted through the development of a common assessment tool.  Their in kind contribution will be the time away from work to attend WPLAR training.

The Winkler & District Chamber of Commerce will provide in kind program financial monitoring, promotion of the program in its’ newsletter and website, and as well provide Board oversight as to the project progress.

Employees will contribute through providing appropriate information as to their training outside of Canada, and willingness to participate in the WPLAR process. They will benefit through clear and accepted identification of their prior skills, as well as a detailed upskilling and/or/job maintenance plan. Once identified training has been secured, employment, including income should be enhanced.

Community members such as Employment Manitoba, who provides a component of the financial supports of the SCSES project is in agreement to participate in co-training with respect to WPLAR, and will make its’ facility open as a training site.  WPLAR Manitoba will provide a series of 12 day long workshops to employers and immigrant services resource providers in the region.  

The DAWN project is a good fit with the objectives as outlined in the WSI call for proposals.   DAWN will promote, develop and implement an appropriate and fair system HR system to assess prior skills through WPLAR.  Including direct immigrant employment service providers in WPLAR training to “bookend” the principles of PLAR should result in a more cohesive and consistent career development process in the region.  Trained PLAR practitioners are a quantifiable number that will be tracked.  Ensuring that only companies that practice PLAR principles are able to access supplementary training funds should strengthen project consistency and accountability. 

Developing and implementing a common training framework using the four vectors will provide a better lens through which all stakeholders can consider with whom and what training is required.  Using this framework training costs will be apportioned in a manner that is appropriate and accountable.

Promoting, developing and implementing a skills portfolio for individual immigrant workers, for use with respect to the existing and future jobs, will strengthen and maintain career planning, stabilization and advancement.  WSI has noted that many newcomers are unable to access employment opportunities that match their own skills with the necessary skill requirements of employers.  

The DAWN proposal is important to SME and their immigrant employees in an area of rural Canada that has found a way to grow demographically and economically. Winkler has the third highest per capita influx of immigrants to Canada, and the area in general continues to experience high rates of immigration supported by the same communities. Many rural regions of Canada would like to replicate the Valley’s success in recruiting immigrants to work and live.  The Valley would like to ensure that once individuals arrive that we are able to maximize their skill set to become more productive, and experience the career growth that all desired when immigrating to the region. The Valley would like to share information from this project where it demonstrates methods to effectively support employers and elevate the work experience of immigrants to rural Canada. This we believe would be of significant interest to other rural centers, and perhaps urban centers as well.

Project Description:  The project is spread over a two-year period. As the region has a significant agricultural base, late fall of 2007 would be an ideal time to launch the project. DAWN has a series of steps that need to be accomplished to successfully carry out the intent of the project.

DAWN will rely heavily on a full time “skills development” staff person.  This person will need to have a thorough knowledge of PLAR and its’ application to worksite training. Further, the person will need to have skills to work with both the employer and employee, and develop agreed upon training plans. The “skills developer” will also need to work along side existing staff who have developed their own expertise in working with immigrants.  Orientation and training will take at minimum three weeks of training, depending whether the staff person hired has knowledge of PLAR.  PLAR workshops are typically of a 5-day duration. Target date for hiring Oct 2007, basic orientation & training complete Nov 2007.

Communication and promotion will be ongoing features of the project.  While the proponent of the project is the Winkler & District Chamber of Commerce, we propose that all employers in the Valley who wish to participate will be given equal access to the process. Open access fits with the WSI requirements.  The initial communication cycle shall commence with the launch of the project and continue with newsletters, updates on the City of Winkler website. 

Data collection from employers making initial enquires shall take place in November 2007.  The intent of the data collection is to identify problems, concerns and suggestions as to training needs of employers and immigrant employees.  This data collection should provide insight as to the types, intensity and duration of training needs from the employers perspective. It is of significant value to compare perceptions of training needs, before training begins, and with and at the conclusion with each training cycle (i.e. employer/employee plan)

Initial PLAR training for Employers and resource providers shall start in December 2007.  WPLAR Manitoba has committed to a series of 12 workshops over 2 years based on demand.  Employers who participate in a two-day workshop should develop sufficient knowledge to work with the DAWN

Skills Developer and initiate a training plan with immigrant employees who are at risk.  Only upon completion of a two day workshop, will an employer be able to access additional funding through DAWN for skills enhancement.  By offering up to 12 workshops, employers in the region should have equal access to this form of HR training at a time of convenience to them.  By having a consistent base, PLAR, we believe that the quality and therefore the credibility of the project will be enhanced.

The WDCC is keenly aware of the need to include Essential Skills training as part of the upgrading of HR staff in the region as part of the DAWN project.  WDCC would like to contract OARS Training Inc. of Winnipeg.  OARS Training Inc. has provided extensive research and staff development with respect to both Essential Skills and PLAR.  Moreover, WDCC is aware of the work OARS Training Inc. has done in conjunction with the Dufresne Group Initiative (November 2006) with respect to the training needs of immigrants, benchmarking of 3 employment areas (Merchandise Handler, Delivery Driver, and Furniture Repair Technician), and development of a mentoring process.  The DAWN project has identified similar needs, but over a broader spectrum of employment types and employers.  By ensuring that all employment settings use standardized assessment and training outlines, using Essential Skills concepts, DAWN will strengthen its ability to produce measurable and replicable outcomes.  OARS Training Inc. has advised that its fee would be approximately $6,000 annually for the level of training need identified by WDCC ($2,000 x 3 workshops for 20 staff).

Identifying of underemployed and/or at risk immigrant employees will require high levels of trust and verification.  This will require in depth review with employers and employees to establish understandings of current skill set, training that has been tried to this point, requirements on the job, training needs/processes, and anticipated outcomes. Trust is based on verbal discussion with employer and employee. Verification is based on HR records, purchase of training related to the individual or employee group. It is vital that all participants understand, that while personal information is confidential, expenditures benefiting employer and employee must be transparent and open to scrutiny.  Identification of at risk employees shall begin in Jan 2008, and continue for the duration of the project.

Funding will be based on the four vectors of training.  For the purpose of this project, we will be promoting all initiatives as being of value, but will reserve the right not to agree to cover all costs requested by the employer and employee.  A maximum of $5,000 per at risk employee will be made available over a two-year period as DAWN recognizes that training needs are often cluster based rather than a single “bridging” initiative.  Outcome measurements will be based on Canadian workplace standards where available. The plan should also identify any anticipated changes in wages, hours of work, and responsibilities if training is successful.  Training should commence February 2008 and continue through the duration of the project. Costs and outcomes are clearly measurable in DAWN.

The WDCC shall set guidelines in terms of funding processes.  The DAWN skills developer, employer and employee shall develop a training plan with assigned costs.  The DAWN skills developer shall recommend the training plan. The training plan will need to be approved by the SCSES Coordinator. The Board of SCSES shall be the final arbitrator of any request by employer and employee with regards to training.  Upon request from the community, funding levels provided to employers will be made public. WSI shall have access both to employer and employee funding levels.  Funding for training will be based on WSI support levels.  Public accountability will be maintained.

A key milestone is establishing formal and informal assessment processes between employers and immigrant job resource providers. Rather than working in silos, this project will have these diverse groups working in partnerships. In the PLAR training process, it will be of benefit for the staff from these diverse groups to work practice on developing a PLAR training process for occupations such as cashier.  It is anticipated that where available, DAWN will access existing profiles for review and editing during PLAR training, this will enhance confidence and implementation for all stakeholders.  The central concept behind the inclusion of external resources being that they are part of the solution to stabilization and growth of immigrant employees of the job.

Another key milestone will be the development of a skills portfolio format that again is understood by the employee, employer and the community at large.  With an agreed upon format, the resource that is trying to market an immigrant job seeker will be able to speak more precisely with an employer; the employer and employee shall be more precisely identify skills and training gaps, and should the job fail and/or the employee seek to move on – resources that work with unemployed job seekers would have a clearer understanding of strengths and needs.  This skills portfolio format paradigm should result in enhanced skill matches with employers, more stability and growth on the job, and shorter period of unemployment when/if change is required.  Target March 2008 for the production of the first skills portfolio.

A third key milestone would be the completion of a training intervention that results in stability/growth of the employee. This should be accompanied not only be increased wages and hours of work, but measurable change as it relates to the tasks of the job. As the final component of the intervention, an evaluation and recommendation form should be completed by the employer, employee and the DAWN skills developer, which reflects personal experience.  Outcomes should strengthen and/or modify future interventions with respect to DAWN. Target  July 2008 for the first “graduate” from DAWN.

The WDCC has managed the SCSES project since 2004, which is jointly funded by the Employment Manitoba, and the Labour and Immigration Branches of the Province of Manitoba. Current annual investment in range of $240,000. The WDCC contributes a further $25,000 in kind (Board time and activity).  Financial monitoring is continuous by the Province, and as an indication of its’ support – funding for 2007/08 has been approved.  In addition the Industry Training Partnerships Branch is willing to contribute a further $12,000 annually in PLAR training should WSI approve this project.   The WDCC concept would be to add the DAWN project to the service options available through SCSES.  The operational budget of actual dollars $240,000 and in kind supports $37,000, would bring the WDCC contribution to $277,000 annually.

There are inter-related services for immigrants in the region, providing literacy and language training, either part time evenings or full time day programs in classrooms and occasionally on the job.  There is no conflict with these programs, but rather they are of mutual benefits and support to DAWN and DAWN to them.  Formal and informal working relationships already exist with these resources.

While the WDCC is the proponent of the project, it is important to highlight that the Board of SCSES is composed of employers and professional community members from the region.  One of the considerations being given is that the DAWN project may need to be more attention.  An employment subgroup of the SCSES board may be recruited to oversee the project.

Under the DAWN proposal, the WDCC shall be proponent of the project and assume responsibilities for the contract.  The project components shall be assigned to the existing SCSES project, and the SCSES focus will broaden to include the responsibilities of DAWN.  The SCSES project has established clear job descriptions, HR policies, Health and Safety policies, and has liability and insurance coverage.  During the course of the SCSES project, its’ Board has recruited and hired staff, and when necessary, not renewed staffing contracts and has a solid record of project management both on the staffing and overhead cost management side.  As noted, the DAWN project would be included as part of the SCSES project for continuity and risk management issues.  The major staffing related costs to the DAWN project are as follows;

· Increase SCSES Coordinator time by .2 fte  (currently at .8 fte)

· Hire a full time 1.0 fte Skills Developer

· Contract externally with a local bookkeeping service to track/manage costs.  Projected at a .25 fte position

While the staff will be based in Winkler, the project will work with all employers in the Pembina Valley Triangle.  Employer & resource provider PLAR training will occur either in Employment Manitoba facilities, or WDCC facilities depending on space requirements.  Neither, Employment Manitoba or WDCC will charge WSI for this use.

Activities related to employee training will take place primarily at the place of work.  However, there may be situations where the need to concentrate training at one manufactures site (e.g. it has the right equipment and is available for training purposes), and bring in employees from another employer makes both economic and structural sense.  The keys to the DAWN project are flexibility and accountability.  To participate in the DAWN project, employers will have to commit to a minimum of two days of PLAR training.  While they will not be charged for skills enhancement, neither will they be reimbursed for their time. PLAR training is the entry point into the DAWN program for employers.

Employers can access funding based of the four training vectors, but only where immigrant employees are attached, and where those employees also qualify for supports.

The criteria for immigrant employee participation shall include immigration to Canada within the last 7 years based on application date. They will also need to be currently employed with documented proof that they are either underemployed with an opportunity for advancement, or at risk.  Underemployed will include either minimal hours and/or working in a field beneath their skill level, and/or at risk of dismal due to productivity/quality concerns.  Documentation with regards to their date of arrival in Canada, and current HR personnel file may be accessed as verification of eligibility and need.  Where there are no up to date HR file, the employer and employee will have to prepare a brief outline identifying the barriers to skills enhancement the employee has faced, what training has been provided thus far, and what intervention is required to upskill the individual to Canadian Standards. Approvals such plans will need to be reviewed by not only the DAWN staff, but the SCSES Board as well.  Further, the employer will have to demonstrate the intent and ability to implement transparent HR practices.  Where the employer cannot, or does not wish to implement standard HR practices, their application will not be processed.  Employers will be encouraged to reapply when they are able to implement HR processes.   In order to measure change, clear baselines, training regimes, and outcomes all need to be measurable.  

As a component of every training process; DAWN, the employer and employee shall develop an agreed upon skills portfolio that relates not only to the existing job, but the generic skills related to the career field.  The portfolio shall identify existing skills, suggested training regimes, time frames and outcomes.  The original portfolio document shall remain with the employee, a copy with the employer for the employees HR folder, and a copy shall be provided to DAWN for verification and research purposes.  DAWN financial training supports, whether directed to the employer or employee must be agreed to in advance, and will only be reimbursed based on proof of delivery/participation of such a service.  

Communication:

The communication strategy for DAWN would be developed as follows:

· Newcomers to Canada

· Media press release outlining the program, eligibility and commitment given.

· Letters of invitation to employers, preference given to small and medium sized enterprises, orientation of program

· A meeting session as follows:

Internal (Governance)


-  Control & direct administration of project

Public

· Information provided ongoing throughout the DAWN supports

Employers

· Testing and sharing promising tools and approaches to better integrate employed newcomers to Southern Manitoba.

Participants

· Work attachment, mentoring, internships, adapted human resources planning, paid training leaves, shell assessment, recognition and career guidance.

Dissemination:

· Immigrants receive information and necessary assistance to facilitate their settlement and integration in the community and to access required services.

· Enhanced program development and coordination and outreach.

· Increased community collaboration and involvement of community partners in integration of immigrants.

· Improved labour market access, and understanding of workplace expectations.

· Enhanced awareness and involvement of community in supporting settlement and integration of immigrants.

· A booklet/brochure will be developed to disburse information.

WDCC shall provide to WSI a complete copy of all Benchmarked occupational fields, initial employee assessment, training outlines, and training outcomes that were developed as a result of this initiative for review and/or distribution to other interested parties.  WDCC shall also insure, should WSI request so, that a copy of the independent review of the project is supplied to it for review and or distribution to other interested parties.

Results:  During this project the following outputs are anticipated

· 12 WPLAR workshops delivered

· 40 Employers participating in PLAR

· Implementation of PLAR in 18 worksites

· 10 immigrant job service providers participating in PLAR

· 80 Immigrant employees participating

· Use of the 4 vectors when describing costs

· Use of a skills portfolio when implementing a training plan

· Monthly progress reports

· Final report on use of PLAR, 4 vectors and skills portfolio

Outcomes will be measured as follows;

· Number of actual WPLAR delivered

· Number of employers who attended/completed PLAR

· Number of employers who self report using employ PLAR principles after 6 months

· Number of employers/worksites who access DAWN supports where PLAR is required

· Baseline measurement of existing worker skill set in term of quality and production

· Post training measurement of trained worker skill set in terms of quality and production

· Employer satisfaction with DAWN intervention, goal achievement

· Number of immigrant job service providers who participate/complete PLAR 

· Number of immigrant jobs service providers who can demonstrate examples of PLAR use after 6 months

· Number of immigrant employees accessing DAWN supports

· Baseline income of immigrant employee prior to training

· Employment income of immigrant employee after training complete

· Employee satisfaction with DAWN supports, goal achievement

· Cost/benefit report on the costs of each intervention and income change

The DAWN project will contract with independent evaluation services such as Siemens Business Solutions (Winkler) which is engaged in a two-year assessment of 100 businesses in the Winkler area using the Business Retention and Expansion (BRE) model. The estimated cost of the BRE review is $35,000.  WDCC estimates an independent assessment of DAWN would be in the range of $15,000.  WDCC is open to suggestions by WSI and would defer to its’ preferred processes.

Budget Narrative:

The largest single cost item in the proposal is for training supports related to the immigrant employee.  We are forecasting a need of $212,500 annually based on an uptake of 50 employees. This is an average cost of $4,250 per intervention.  The figure of $4,250 per employee has been estimated by Employment Manitoba, as a fair estimation of what an average wage subsidy would be if it were trying to market an unemployed individual to a prospective new employer.  Employment Manitoba advises that the figure of $4,250 would be about 25% of the actual costs of upgrading and/or retraining an individual for the labour market.  Therefore, WDCC believes that a contribution of $4,250 to maintain and/or grow opportunities with the existing employer is a reasonable base line of support. 

It is anticipated that there will be a range of training needs based on the four training vectors, with $5,000 per employee being the maximum. Maximum support levels will be based on the overall benefit that will accrue to the employee.  However, DAWN recognizes that there is a need for flexibility in how funds are expended.  That is, DAWN recognizes that mentoring and on the job technical training is equally valid where the outcomes are consistent. WDCC shall ensure that a fair and transparent process is used to ascribe costs related to the range of interventions by requiring documented proof of training/costs.

The next largest cost is for the DAWN Skills Coordinator at  $50,000 annually. This figure is based on a salary of $24.00/hr. for a 40-hour work week. This salary would be similar to other project staff working in the immigration field in the region.  The position is essential as the majority of planning, coaching, documentation and negotiating with employers and employees will be through this position. 

External accounting per year is estimated at $12,000. This position would be responsible for the day-to-day preparation of cheques for project expenditures.  WDCC had considered providing this service directly through the chamber; however, this would likely have meant hiring new staff on a term basis. WDCC would prefer not to expand its’ staffing complement as it may be viewed as an attempt to grow the Chamber rather than focus on service delivery.  Contracting externally is estimated as a revenue neutral cost.  WDCC shall maintain monthly oversight of expenditures and shall submit these to WSI.

External evaluation of DAWN is estimated at $7,500 annually.  This is based on the current BRE assessment that is being conducted with employers in the Winkler region.

Supervision costs are anticipated to be in the range of  $9,425 based on the use and extending the hours of the current SCSES Coordinator position.  The use of a single Coordinator between settlement, job finding, and with DAWN, work maintainability makes senses in terms of continuity, accountability and overall costs.  Hiring a separate supervisor on a part time basis would detract from the DAWN project.

Capital costs are estimated at about $5,000 to equip a staff person with a WSI use alone computer, printer, cell phone, desk chairs, and other basic office set up.  Rental costs were considered, but such arrangements are not easily available locally, and the cost deference between rental and outright purchase is estimated not to be that significant.  For WSI accountability purposes, WDCC would implement an appropriate dispersal process, if the project were not to continue beyond two years. Dispersal of assets would transferring ownership to not for profit, adult educational facilities, and/or other services working with immigrants in the region.

Overhead costs are projected at $25,000 annually and are prorated based on the actual costs related to the SCSES project.  These include; promotion, office supplies, staff training, travel and rent.

Total request annually from WSI is                                                        $331,000 

Non-WSI contributors for this project include the following;

· Province of Manitoba – Labour & Immigration – SCSES -         $170,000

· Province of Manitoba – Employment Manitoba – SCSES -        $  70,000

· Province of Manitoba – Industry Training Partnerships – PLAR -$ 12,000

· WDCC – SCSES Board (in kind)                                                  $ 24,000

· Employer costs to attend PLAR training (in kind)                         $   6,000

· Training Employees – 50 x $10/hr x 60 hrs.


      $ 30,000

· MERCS








$2240

Total non-WSI supports (including in kind)                                              $314,240
Conclusion:  

The Winkler & District Chamber of Commerce wishes to thank you for your time and consideration in our DAWN project.  We are committed to the betterment of our labour force and society in our communities.
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