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FOUR GENERATIONS OF WORK
From the Baby Boomers to Generations Y,  X and Z,  we’re facing an expanded workforce,  

ret i rement and a shortage in  the Ski l led Trades.  I t  makes you wonder…how can we prepare for the 

future of  work?

250,000 per year (Canada) 

5000+
B a b y  B o o m e r s  

R e t i r i n g  p e r  
w e e k

Find it difficult attracting and 
retaining qualified staff  

49%
E m p l o y e r s

Shortage of  560,000 by 2030, 
according to Plant.ca (August 2019)

190,000
S h o r t a g e  o f  

S k i l l e d  W o r k e r s

3Rs
R e c r u i t ,  R e t a i n ,  R e - T r a i n

Employers require the right tools to 
successfully integrate the 3 Rs, to 
become prepared for the future 

economy79%
C o n t r a c t o r s

Do not have enough qualified 
personnel



4 Generations - Work Preferences and Core Values
Cohort Work Preferences Core Values

Baby Boomers Hard work leads to achievement; Loyal and committed; Good 

supervisory relations however may challenge authority; Team 

oriented - positive interactions with colleagues

Optimistic, personal growth, ambition, and collaboration

Generation X Independent and continuous learning environments; Likes 

productivity/challenges and work-life balance; Unimpressed by 

authority however, loyal to managers;  Result-oriented 

Autonomy, skills development, 

flexibility and adaptive, practical and logical, and informality

Millennials Most adaptable in technological skills; Likes flexible hours and 

continuous change; Wants rapid career growth; Prefers feedback;

Loyal to peers. 

Optimistic, civic duty, confident, tech savvy, innovation, and 

flexibility

Generation Z High tech minds (fully digital generation) yet they yearn for human 

interaction; Work-life Harmony; Want and need continuous feedback

and have good mind set about failure; Self-directed and independent 

approach to learning

Diversity and Inclusion, self- care, relationships,  tech savvy, 

innovative



Barriers to Newcomer Employment in Canada

Racial 
discrimination

Newcomer 
Employment 

Barriers

Linguistic 
proficiency in 

English or 
French

Non 
recognition 
of foreign 

credentials

Lack of 
Canadian 

Work 
Experience

Employment 
discrimination

Non 
recognition 
of foreign  

work 
experience

• In spite of their high educational skills, recent immigrants,
particularly from visible minority groups, face poorer
economic outcomes (higher unemployment or
underemployment, and lower wages) than previous
cohorts relative to the Canadian-born population

• They face disappointments as they are unable to transfer
their human capital skills to the Canadian labour market

• When the immigrants’ dream of being economically
productive and financially independent in Canada does not
match their reality—filled with economic hardships, low
wages, job dissatisfaction—it makes them vulnerable to
mental health issues such as loss of sleep and depression

Source: Sethi,  B. and Gebotys,R. (2012) Employment Supports for Newcomers in Small and Middle-sized Communities and Rural Areas: Perspectives of Newcomers and Service Providers Bharati
Sethi and Robert Gebotys



Key Barriers: Skills for Change Clients’ Database 

● Low usage of newcomer support systems -
Newcomers are underutilizing resources, which 

include employment or mentoring programs owing 
to a lack of awareness/familiarity

Gap in language/communication skills Lack of Canadian work experience - this barrier outlines 
immigrants’ lack of understanding of Canadian workplace 

culture and of soft skills needed to adapt to it

Gap in pre-arrival information - Many 
newcomers are not prepared to integrate into 
the labour market owing to a lack of targeted 

information before they arrive regarding 
employment expectations and job opportunities



Employers’ Expectations v/s Reality

Source: CBC News (Feb 2019), https://www.cbc.ca/news/business/labour-market-explainer-
1.5019331

Source: The Institute for Competitiveness & Prosperity (2017) THE LABOUR MARKET 
SHIFT Training a highly skilled and resilient workforce in Ontario

Source: 
http://rescon.com/reports/files/REST_
Report.pdf

https://globalnews.ca/news/5678054/racial-ethnic-discrimination-hiring-interview-
callbacks/

Source:  Global News Canada.(2019). https://globalnews.ca/news/5678054/racial-ethnic-
discrimination-hiring-interview-callbacks/

Canada: 44%

http://rescon.com/reports/files/REST_Report.pdf
https://globalnews.ca/news/5678054/racial-ethnic-discrimination-hiring-interview-callbacks/


https://globalnews.ca/news/5678054/racial-ethnic-
discrimination-hiring-interview-callbacks/

https://globalnews.ca/news/5678054/racial-ethnic-discrimination-hiring-interview-callbacks/


Cross Sectional Challenges

Source: IRPP (2019). Policy Options  https://policyoptions.irpp.org/magazines/march-2019/eradicating-
structural-racism-for-black-canadians/

Source University of Toronto (2017). DO LARGE EMPLOYERS TREAT RACIAL MINORITIES MORE FAIRLY? A NEW ANALYSIS OF CANADIAN 
FIELD EXPERIMENT DATA Source: TVO (2019). https://www.tvo.org/article/why-ontarians-with-developmental-disabilities-still-face-

employment-barriers

https://open.alberta.ca/publications/social-isolation-of-seniors-immigrant-and-refugee-seniors

https://open.alberta.ca/publications/social-isolation-of-seniors-immigrant-and-refugee-seniors


Top Soft Skills in Demand 

Critical Thinking

Resilience

Ability to work in 
teams

Problem solvingCreativity

Source:  World Economic Forum. (2019). https://www.humanresourcesonline.net/world-economic-forum-on-the-top-10-skills-and-workforce-strategies-in-2020/



•Business acumen and local 
industry knowledge are 
paramount to competitively 
positioning an organization in 
the market for long-term 
success

•Compliance with local industry 
standards and laws to carry out 
business processes is vital to 
avoid legal issues and damage 
in reputation.

•At least one part time or full time 
job on their resume, with Canadian 
experience

•Volunteer work 

•Equivalent Credentialing

•One of the biggest operational expenses 
for employers is recruitment, training, 
and retention of staff, they fear quick 
turnover, which can lead in higher costs

•Businesses spend an increasing amount 
of time building their employer brand, 
conducting research, marketing their 
positions hiring and training employees

•Employers search for candidates 
who understand the Canadian 
workplace culture and social 
behaviours, and have an ability to 
effectively achieve team goals

•Collaboration and teamwork are 
highly valued in flatter and 
functional organizational structures

Local Industry 

Employer 
Expectations 

Canadian 
Experience

Stable Workforce / 
Fear of Turnover

Canadian 
Workplace Culture



Bridging the Gap
• Open door policy
• Regular staff meetings, events, 

recognition programs
• Collaborative decision-making 

strategies
• Find commonalities and incorporate it 

into company culture
• Flexible work hours that could benefit 

both the multi-generations and those 
with cross-sectional barriers 
(accommodations/accessibility)

Company 
Culture and 

Communication



Tools for Employers to Integrate 4 Generations and Barriered
Individuals in the Workplace

Below are some of  the tools  employers need in  order to bridge the gap between the four 

generations in  the workplace,  and address the mult ip le  barr iers  many groups face.  

Employer 
Training on Re-
Skilling

Y O U R  T I T L E

Cross-
Community 
Partnerships

Y O U R  T I T L E

Incentive Programs
Y O U R  T I T L E

Utilizing innovative 
programs (SfC) to 
develop talent 
pipelines

Focus on transferable 
skills vs technical skills

Investing in 
Human Capital 

Forecasting up to 5 
years on obsolete 
jobs + new 
technologies

Change 
Management

Mentorship





Areas of Advisory Committee members’ advice & support required

Research

Stakeholder 
Engagement

e-Learning 
Module

Key Highlights of the Project

• Sector specific research 
• Online surveys for employers
• Qualitative interviews with Talent Acquisition teams across corporates

• Advisory committee that represents employers, educational institutions, newcomers & 
other non-profits

• Building a database of employers from the sectors for research
• Participation in conferences and events to gain insights about the research

• Exclusive reservoir of knowledge for newcomers and employers
• Talent Acquisition/ HR related information: e.g. diversity & inclusion
• Training modules: e.g. soft skills
• Research information 



OUR PROGRAMS AT A GLANCE (2018-19)

6,500+
Served through our Immigrant and Refugee 
Settlement Hub (including English Language 
Training, Settlement Services, Newcomer 
Youth Leadership, Mentoring for Change and 
Women Connecting with Women.

7,000+ 
Served through our Employment Services 
(including client workshops, mentoring 
events and assisted clients with employment 
supports)

350+
Served through our social enterprise, Career 
Skills

475+
Served through our Training Programs 
(including Bridge Training – Trades Win 
Support Program, Health Informatics, Pre-
Apprenticeship Horticulture for Women, 
Occupational Bridging) and our Newcomer 
Entrepreneurship Hub

300+
Served through our Youth and Seniors 
programs (including Jane & Finch programs, 
Bridging the Gap, Seniors Connect) 

1,500+
Employers and Community Partners served 
(including Employer Services, Research 
projects)



provides internationally trained 
newcomers with a background in 
healthcare or the IT sector, the 

knowledge, and experience they need 
for a rewarding career in the field of 

Health Informatics.

H E A L T H  I N F O R M A T I C S

This sector-specific bridging 
program helps skilled 

tradespersons become 
licensed and job ready.

T R A D E S  W I N  S U P P O R T  
P R O G R A M

Designed for individuals who have 
education and work experience in 

Accounting/Bookkeeping and 
Finance from their home countries, 
and want to become familiar with 

the Canadian Accounting and 
Financial systems in Canada

A C C O U N T I N G / F I N A N C E

focuses on the entrepreneurial 
spirit of newcomers and assists 

in breaking down barriers by 
helping them to successfully 
establish a business and/or 

obtain employment

N E W C O M E R  
E N T R E P R E N E U R S H I P  H U B

Free training workshops for 
individuals to learn more 

about specific industries (e.g., 
customer service, hospitality, 

retail banking)

S P E C I A L I Z E D  I N D U S T R Y  
B R I D G I N G  W O R K S H O P S

prepares women who have a 
keen interest in the skilled 

trades for employment in the 
landscape sector

P R E - A P P R E N T I C E S H I P  
H O R T I C U L T U R E

Our Bridge2Work Programs



TRADES WIN SUPPORT PROGRAM

This sector-specific bridging 
program helps skilled tradespersons 

become licensed and job ready.



PRE-APPRENTICESHIP PROGRAM

Prepares women who have a keen interest in the 
skilled trades for employment in the landscape 

sector





Collaborative 
Initiative

Impactful 
CSR

Corporate 
Training

Recruitment 
Services

Financial 
Support

EMPLOYER 
ENGAGEMENT AND 

PARTNERSHIPS



DEVELOPING A TALENT PIPELINE + INCENTIVES

Skills for Change has over 400 
active clients that are job ready 

for the Canadian market

S E L E C T I O N  O F  
N E W C O M E R  

C A N D I D A T E S

Skills for Change can pre-screen 
qualified candidates for specific 
roles our employers are looking 

to fill

P R E - S C R E E N I N G

Industry-specific bridge training 
programs to ensure internationally-

trained professionals are ready for the 
Canadian job market. Embedded in 
training programs is cross-cultural 
communications, industry-specific 

credentialing and mentoring

B R I D G E 2 W O R K

Sunlife staff to become involved in 
mentorship of newcomers and 
members of industry-specific 
program advisory committees

M E N T O R I N G  +  
A D V I S O R Y

I N C E N T I V E  P R O G R A M S

Provide regular feedback on quality of 
candidates, role progression of selected 

candidate and development opportunities 
for retention

O N G O I N G  S U P P O R T S

Financial Incentives to provide on-the-
job training, including apprenticeship 

training.

$2000 Apprenticeship Employer 
Signing Bonus (AESB) is available to 

employers who hire, register, and
train an apprentice



MENTORING



Partnerships: Horticulture 
(Training, LO, SfC)



OUR PARTNERS



SHARE YOUR INSIGHTS !



Research Questions for Employers

● Can you tell us more about your best recruitment & hiring practices or greatest
challenges…?

● What sources do you use for hiring new employees? (e.g. hiring agencies, company job
board, online hiring platforms such as Indeed, Workopolis, Zip Recruiter / Social Media
e.t.c)

● Do you give higher preference for foreign education or foreign work experience or
both? Can you give us reasons for your preference?

● What are the top skills or competencies you look for when you hire new staff…
newcomers?

● Do you think it is important for your organization to have different retention strategies
based on the specific group? (i.e., a targeted retention strategy for newcomers


