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1. PURPOSE               
 
The purpose of this project is to describe the role that workplace practice opportunities play in 
training, educating and employing skilled immigrants.  More specifically the project objectives 
are to: 

• review the literature for reports and other research on workplace practice opportunities 
for skilled immigrants in BC and throughout Canada; 

• identify existing practices in workplace practice opportunities for skilled immigrants in BC 
and throughout Canada; and, 

• analyze and make recommendations on promising and strategic workplace practices for 
skilled immigrants that could be considered in new integrated bridging initiatives. 

 
For the purposes of this report, skilled immigrants refer to internationally trained professionals 
who have received their qualifications outside Canada. Workplace practice opportunities refer to 
those programs, strategies, activities or approaches that provide opportunities for skilled 
immigrants to access professional experience in their field or associated professions.  This 
report focuses on such workplace practice opportunities as mentorships, job shadowing and 
internships.  The definitions of these terms are found in Appendix 1 – Glossary of Key Terms.  
Workplace practice opportunities will be further defined and discussed in the body of this report. 
 
This report does not address a number of other types of workplace experience opportunities 
that are components of courses or training programs offered by training or educational 
institutions.  These workplace opportunities include co-op placements or practicums; 
preceptorships which is a term used for a clinical practicum where students (preceptees) in a 
health care field integrate their theoretical and practical studies by working alongside and under 
the supervision of a designated professional (preceptor); apprenticeships which is a term used 
for a type of internship for the trades; and work experiences which are a component of 
combined ESL and labour market skills training programs. 
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2. RATIONALE               
 
The need for skilled immigrants is essential to Canada’s competitive participation in the global 
economy.  By the year 2011, 100 percent of Canada’s net labour force growth will depend on 
immigration.1 The failure to recognize foreign academic credentials and work experience will 
result in losses to the economy in terms of, 

• loss of potential revenue from internationally trained individuals who are unable to work 
and contribute to the tax base; 

• increased costs to the welfare system and social services; 
• losses to employers unable to find employees with the required skills; and, 
• costs associated with unnecessary retraining of internationally trained individuals.2 

 
The barriers faced by skilled immigrants that hinder entry into their profession have been 
documented in numerous reports conducted by government, immigrant-serving organizations, 
special task groups and committees.  Surveying these research studies is not the focus of this  
report.  However, it is important to understand that significant barriers to labour market 
integration for skilled immigrants continue to exist.  A new study by the C.D. Howe Institute, 
Immigrants’ Declining Earnings: Reasons and Remedies,3 indicates that recent immigrants to 
Canada, even though they are more highly skilled, are not doing as well economically as earlier 
immigrants.  One of the issues is that many employers do not recognize foreign credentials, 
which, in part, can lead to significant underemployment.  A number of other barriers faced by 
skilled immigrants which are repeatedly mentioned in the literature include: 

• lack of Canadian work experience and references; 
• lack of familiarity with Canadian business practices; 
• lack of understanding of licensing and accreditation processes; 
• sense of loss with respect to their professional identity; 
• presence of systemic barriers to employment; 
• profession specific language and cultural barriers; and,  
• lack of business and social networks and related supports.4 

 
Understanding of current best practices as well as issues and gaps in workplace practice 
opportunities for skilled immigrants will be beneficial to inform the development of future 
integrated bridging programs. 
 
 
 
 
 
 
 
 
 

                                                 
1 Knowledge Matters. Human Resources Development Canada. 2002 
2 Silkowska-Masior, Benilda and Yardy, Gail. Making Connections: A New Model for Internationally Trained   
  Professionals, St. Michael’s Hospital. September 2003. 
3 Worswick, Christopher. Immigrants Declining Earnings: Reasons and Remedies. C.D. Howe Institute    
  Backgrounder. No. 81, April 2004. page 1. 
4 Ibid. page 4. 
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3. APPROACH               
 
The following approaches were undertaken to collect information for this project: 
 

1. A review of BC and Canadian research and reports related to workplace practice 
opportunities for skilled immigrants.  (See Appendix 2 – Annotated Bibliography). 

2. A review of BC and Canadian workplace programs or initiatives for skilled immigrants.  
(See Appendix 3 – Compendium of Programs). 

3. Interviews and focus groups with key informants in Greater Vancouver, BC and Canada 
with experience in workplace practice opportunities. (See Appendix 5 – List of Key 
Informants.) 

 
The literature search was conducted by using the following sources: 
 

• The Maytree Foundation’s Fulfilling the Promise Database (FTPD), which is a centralized 
information database on skilled immigrant programs, research and reports conducted or 
available across Canada.  Many of the research and reports used for this project are 
described in this database. 

 
• Bibliographies of key reports such as Making Connections: A New Model for 

Internationally Trained Professionals, St. Michael’s Hospital were useful in providing 
information on further relevant research and reports. 

 
• Websites of key sources such as: Looking Ahead Initiative in BC 

(www.lookingahead.bc.ca); Employment Access for Skilled Immigrants ( EASI ) Initiative 
in BC (www.mcaws.gov.bc.ca/amip/iqp/easi_main.htm); and the Toronto Region 
Immigrant Employment Council (www.triec.org). 

 
• The Google search engine.  This included: 
 – search of actual titles of programs, research papers or reports that had been identified   
         from the above sources; and, 
 – general key words search, using the following key words:  
  – preceptorships immigrants Canada 
  – internships immigrants Canada 
  – bridging programs immigrants Canada 
  – mentoring skilled immigrants Canada 
  – mentorships immigrant professionals Canada 
  – practice opportunities immigrants Canada 

  – job shadowing skilled immigrants Canada 
 

• Other key search engines used included:   
  – www.altavista.com  
  – www.mamma.com  
  – www.hotbot.com  
  – www.alltheweb.com 
– key word searches were as per those for Google 
 

 
 
 



 
  Research @ ISS: 

Promising Practices in Workplace Practice Opportunities 
Immigrant Services Society of BC 

 
Page 5 

 

4. ANALYSIS OF LITERATURE SEARCH OF RESEARCH AND REPORTS       
  
4.0 Overview 
 
The literature search conducted for this project identified a growing number of research 
documents on the significance of mentoring and examples of mentoring programs for skilled 
immigrants.  Limited information was found on internships and job shadowing initiatives for 
skilled immigrants.  
 
Most of the research documents and reports from BC and elsewhere in Canada speak to the 
plight of skilled immigrants in Canada, identify the barriers they face in terms of integrating into 
the labour market and propose a range of solutions.  Workplace practice opportunities are seen 
as a key element in an integrated system or plan to address issues faced by skilled immigrants 
coming to Canada.   
 
This section of the report outlines in more detail a number of common themes arising from these 
reports, both in BC and across Canada, and highlights how workplace practice opportunities are 
seen as an integral part of broader bridging programs for skilled immigrants.  This section also 
identifies a number of significant lessons learned from the literature about mentoring programs 
for skilled immigrants.  See Appendix 2 – Annotated Bibliography and Appendix 3 – 
Compendium of Programs. 
 
4.1 Common Themes in Key BC Research and Reports  
 
A number of key themes emerge from a review of BC research documents and reports on 
skilled immigrants.  These include:  

• implementing an integrated approach to address the wide range of needs of skilled 
immigrants; 

• developing partnerships that include immigrant-serving organizations, the government, 
professional associations and the private sector; 

• placing greater emphasis on involving the private sector in creating workplace 
opportunities; and, 

• expanding the availability of workplace opportunities such as mentorships and 
internships. 

 
These themes are evident in the work of the Looking Ahead Initiative which is a multi-sectoral 
initiative dedicated to improving the labour market integration of immigrants in the Lower 
Mainland and Fraser Valley of British Columbia.  The Looking Ahead Initiative website5 is 
intended to be a one-stop resource centre for people working in the field of labour market 
integration of immigrants.  For immigrants, it provides a directory and links to job listings and 
other services to help find employment.    
 
 
 
 
 
 
 

                                                 
5 See website: www.lookingahead.bc.ca 
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                                                           Analysis of Literature Search of Research and Reports  
  
These themes are also evident in the work of a new initiative called Employment Access Skills 
for Immigrants (EASI)6.   This initiative is a collaboration of the government of BC and a number 
of key partners working together to introduce a “systems approach” to promote the full labour 
market integration of skilled immigrants in BC.  This initiative recognizes that skilled immigrants 
need an array of services offered by different service providers.  Workplace practice 
opportunities are identified as one type of service among others including a web-based entry 
portal, information and referral, assessment and counselling, employment readiness, language 
training, and skills and academic upgrading.  The partners that are critical to ensure this mix of 
services are available include regulatory bodies, professional and trade associations, unions, 
post-secondary institutions, immigrant-serving organizations and other community groups, 
employers and employer associations, and government. 
 
A number of BC reports that have identified the supports that skilled immigrants require and 
have included workplace practice opportunities as integral to the process are highlighted below:   
 

• M. Spigelman’s report, Looking Ahead: Options Planning for the Labour Market 
Integration of Immigrants in the Lower Mainland and Fraser Valley Regions of British 
Columbia (August, 1999)7 identified a major barrier in that “employers, professional 
associations and academic institutions often do not acknowledge the credentials, skills 
and work experience which many immigrants acquired in their country origin”.  This 
report calls for an employment action plan that builds on existing structures, develops 
meaningful partnerships, engages employers to a greater extent, and offers an array of 
employment services to immigrants to meet their needs.   

 
• A report prepared in 2002 for S.U.C.C.E.S.S.8 on enhancing the participation of 

immigrants in BC’s economy and labour force with a focus on Chinese immigrants 
highlights issues and challenges most often cited in the literature and most frequently 
identified by stakeholders in reports, analyses and focus groups, such as inadequate 
recognition of credentials and learning; inadequate access to career information; culture 
and language barriers; lack of access to English as a second language; insufficient 
settlement services; racism and discrimination; and, global competition for talent.  The 
report further presents a number of best practices in BC and other jurisdictions to 
address some of these barriers.  In terms of workplace practice opportunities, this report 
points to the need for mentoring programs.  It recommends the following:  

– Establish a mentorship program for immigrants with foreign credentials to be hired    
   and mentored by employers to work in their profession or trade, initially as an   
   assistant.  This could be established among governments, employer groups and  
   professions; and could build on the success of existing pilots in the engineering and  
   nursing professions;  
– Establish a registry of community-based mentors who are qualified to provide  
   volunteer advice and support to immigrant professionals and workers; and, 

                                                 
6 See website: www.mcaws.gov.bc.ca/amip/iqp/easi_main.htm 
7 Spigelman, Martin. Looking Ahead: Options – Planning for the Labour Market  
  Integration of Immigrants in the Lower Mainland and Fraser Valley Regions of British  
  Columbia. Immigrants Labour Force Integration Steering Committee. August 1999. 
8 Jothen, Kerry. Enhancing the Participation of Immigrants in British Columbia’s Economy and Labour  
  Market: A Chinese Canadian Workforce Strategy. Vancouver: United Chinese Community Enrichment 
  Services Society (S.U.C.C.E.S.S.). 2002. 
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 Analysis of Literature Search of Research and Reports 
   

– Encourage and assist employers and industry associations to hold professional  
   networking sessions where immigrants and employers can meet and discuss  
   employment opportunities. 

 
• Research by Kate Geddie, Licence to Labour: Obstacles Facing Vancouver’s Foreign- 

Trained Engineers, November 20029 further reaffirms the lack of support programs 
specifically targeted to internationally trained professionals.  This study shows that 
gaining local professional employment experience is perhaps the greatest obstacle of all 
in obtaining a full-time, long-term engineering position.  She indicates that recent 
immigrants have little-to-no social contact with professionals.  She calls for mentoring 
programs that would bring new immigrants in contact with established professionals in 
their field to enable newcomers to learn about workplace norms, hiring procedures and 
employment opportunities. 

 
• A Synopsis of Initiatives Affecting the Labour Market Integration of Foreign-Trained 

Professionals and Trades Workers,  a report prepared for AMSSA, March 200010 also 
identifies “the lack of a central coordinating agency which could assist the newcomer to 
find a pathway to their profession or trade” and “lack of opportunities for mentoring”.  This 
study reinforces the theme of an integrated approach and the need for initiatives that 
would provide workplace experiences for skilled immigrants. 

 
• According to a March 2003 report by AMSSA on Community Bridging Programs 

Research Project,11  community bridging programs in BC mainly include the Host and 
Buddy Programs with an emphasis on building relationships between individual 
volunteers and newcomers and between the community bridging programs and local 
communities.  While community bridging programs have developed relationships 
between government and the settlement sector, the relationship to the business or 
private sector is underdeveloped.  This report calls for increased dialogue between the 
settlement and the private sectors to develop more mutually beneficial relationships.   
Participants in the focus group and interviews conducted for this research suggest ways 
that corporations would assist immigrants to integrate into the labour force.  A number of 
suggestions include:  

– sponsor the training of an immigrant in a needed profession or trade; 
– provide internships; 
– provide mentoring opportunities; 
– develop a “buddy” system (this could include matching new immigrant  
   employees within a company with other employees of the same level and age  
   group); and, 
– be willing to accept placement of immigrants from Human Resources and Skills  
   Development and co-op programs. 

 
 

                                                 
9 Geddie, Kate. Research on Immigration and Integration in the Metropolis: Working Paper Series. 
  Vancouver Centre of Excellence. November, 2002. 
10 A Synopsis of Initiatives Affecting the Labour Market Integration of Foreign-Trained Professionals and Trades    
   Workers. Affiliation of Multicultural Societies and Service Agencies of BC. March 2000. 
11 Handford, Penny. Community Bridging Programs Research Project. Vancouver: Affiliation of Multicultural Societies  
   and Service Agencies of BC. 2003. 
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 Analysis of Literature Search of Research and Reports 
   
4.2  Common Themes in Key Research and Reports from Other Jurisdictions 
 
Research and reports from other jurisdictions emphasize the importance of an integrated 
approach to addressing the labour market needs of skilled immigrants and identify workplace 
opportunities as part of the solution.  A number of examples are provided below. 
 
• The Maytree Foundation (Ontario) 
 

The Maytree Foundation is a charitable foundation established in 1982 that is committed to 
the reduction of poverty in Canada, particularly among newcomers.  One of the aims of the 
Foundation is to reduce barriers and enhance access to suitable employment for immigrants 
to Canada.   It has prepared an environmental scan, Existing Practices and Future 
Directions in Access to Professions and Trades,12 that identifies many solutions that have 
been tried or proposed across Canada and in some other jurisdictions to address the labour 
market integration issues faced by skilled immigrants.  The Maytree Foundation and Naomi 
Alboim in a report, Fulfilling the Promise: Integrating Immigrant Skills into the Canadian 
Economy, April 2002,13 indicate that many of the initiatives outlined in the environmental 
scan are not widely known or accessible and have not been formally evaluated.  There are 
many individual initiatives but “they do not yet stitch together as an accessible and 
integrated system”.   The Maytree Foundation report identifies a need for an integrated 
system rather than ad hoc solutions to facilitate labour market entry of skilled immigrants into 
their field of expertise.  The integrated system would be composed of the following 
fundamental and interdependent components:  

• incentives for all stakeholders to collaborate in designing, delivering and evaluating 
programs and services, and for skilled immigrants to access them; 

• access by skilled immigrants to information, assessment services, expert advice, 
bridging programs to fill identified gaps; and, 

• a leadership council to foster collaboration, identify priorities and linkages and 
communicate results. 

 
As part of the integrated bridging programs to fill identified gaps, the Maytree Foundation 
identifies co-op placements and mentorship relationships as key opportunities for skilled 
immigrants to gain knowledge of Canadian workplace practices.  

 
A further report prepared for the Maytree Foundation, Integrating Immigrants into the Ontario 
Economy: A Ten Point Plan,14 recommends providing supports and incentives for 
employers, employer associations, and labour to become more active in the integration of 
immigrant skills.  More specifically it identifies the need for developing supports and 
incentives for employers/labour to participate in, 

• work experience programs (e.g. internships, job shadowing) to give immigrants the 
requisite Canadian work experience; and, 

• mentorship programs, linking Canadian and immigrant practitioners in the same 
occupation. 

                                                 
12 The environmental scan is available on the Maytree Foundation Website at: www.maytree.com 
13 Alboim, Naomi. Fulfilling the Promise: Integrating Immigrant Skills into the Canadian Economy. Ottawa: Caledon  
   Institute of Social Policy. 2002. 
14 Alboim, Naomi and the Maytree Foundation. Integrating Immigrant Skills into the Ontario Economy: A Ten Point  
   Plan, (Toronto: Ideas that Matter) Oct. 2003. p. 6-7. 
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Analysis of Literature Search of Research and Reports 
 

Currently mentorship programs are structured in different ways; however the essence of 
what the Maytree Foundation suggests is for the Canadian practitioner to serve as a mentor 
to the skilled immigrant, helping navigate the system and obtain information, contacts and 
exposure (including job shadowing). The Maytree Foundation is not proposing ad hoc 
mentoring projects, but the ability to connect with a Canadian practitioner in a systematic 
way. Access to a Canadian practitioner would be made available through an internet portal 
while overseas. It advocates for Citizenship and Immigration Canada and Canadian Heritage 
to create a formal, national mentorship program to link Canadian practitioners with skilled 
immigrants in their fields. 

 
The Maytree Foundation’s work recommends that to achieve an integrated mentoring 
program, the following are required:  

• accessing sustained funding from government for recruitment, training, orientation, 
matching and supervision of mentors; 

• providing funding to a number of delivery bodies, including community agencies and 
professional associations; 

• ensuring availability of incentives for employers (engaging employers to design and 
implement solutions is critical since they are the “ultimate gateway” to the labour 
market); 

• bringing the professional associations on board; and, 
• conducting evaluations. 

 
The Maytree Foundation’s work further suggests exploring the option of expanding the Host 
Program funded by Citizenship and Immigration Canada that matches resident Canadians 
with new immigrants to include a network of mentors to be matched with immigrants from 
the same occupation. 

 
• Toronto Region Immigrant Employment Council (TRIEC) 

 
The Toronto Region Immigrant Employment Council15  is a multi stakeholder council working 
to improve access to employment for immigrants in the Toronto region.  The Council was 
launched in 2003 with a focus on labour market access because employment is of primary 
importance to the successful integration of immigrants.  The Council includes 
representatives from private and public sectors, employers, colleges and universities, 
community organizations, assessment service providers, organized labour, occupational 
regulatory bodes, foundations and all three levels of government: federal, provincial and 
municipal.  TRIEC calls for the development of a new culture of mentoring that involves a 
shift in the collective mindset about the place of immigrants in society.  It suggests the 
development of a Greater Toronto Region Mentoring Alliance that would: 

• create a centre and culture of mentoring; 
• identify and confirm strategic partnerships; 
• scale up the capacity of existing mentoring programs; 
• enhance capacity of current service providers to work with new partners; 
• create a clearinghouse of information on mentoring; 
• become the prime resource that supports the development of mentoring; 

                                                 
15 Lam, Ruby. Visioning a Greater Toronto Region Mentoring Alliance: A Proposed Working Model. Citta Consulting.  
   February 10, 2004.  
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Analysis of Literature Search of Research and Reports 
 

• launch a broad scale marketing program that builds support for mentoring; and, 
• increase the supply of mentors. 
 

Critical success factors for a new culture of mentoring include the ability to: 
• leverage high level relationships with diverse stakeholders in different sectors; 
• bridge the community and corporate sectors; 
• gain support of the corporate sector (incentives may be required); and, 
• demonstrate results. 

 
• Job Start and Skills for Change (Ontario) 
 

A further study on Access for Foreign-Trained IT Professionals: An Exploration of Systemic 
Barriers to Employment, Job Start and Skills for Change, Ontario, 200116 recommends that 
government, the voluntary sector and industry collaborate and implement mentorship, job 
coaching and co-op working trials for the IT sector. 

 
4.3 Lessons from the Literature on Mentoring Programs 
 
There are numerous publications that deal with mentoring in general17 and a growing body of 
research and reports on mentoring as it relates to skilled immigrants.  Mentoring programs are 
defined in a number of different ways in the literature,  for example:  
 

• The Traditional Mentor: An individual working in their field of interest (mentor) who is 
willing to act as a resource for mentees to call upon and ask questions. Often used in 
terms of a senior person mentoring a junior person. 

 
• The Employment Position: An employment opportunity where mentors are looking for 

new graduates with specific skills, and employers are interested in taking on someone 
new to the field and training them. 

 
• Mentoring for Skilled Immigrants: Structured programs where managers and qualified 

staff from a business organization (mentors) are matched with internationally trained 
professionals from the same profession (mentee).  

 
A review of the literature on mentoring programs specifically designed for skilled immigrants 
points to a number of strength, benefits and challenges. 
 
Strengths: 
 
Mentorship programs promote cross-cultural communication and volunteerism.  They can help 
address existing barriers to access for new immigrants.  They provide an opportunity for 
partnerships among community agencies, government and the business section.  They can help 
strengthen the economy when internationally trained professionals are gainfully employed and  

                                                 
16 Job Start and Skills for Change.  Access for Foreign-Trained IT Professionals: An Exploration of Systemic Barriers    
    to Employment. March 2001. 
17 For general information on mentoring see Cuerrier, Christine. Mentoring and the World of Work in Canada: Source  
   Book of Best Practices. Les Editions de la Fondation de l'Entrepreneurship. 2003.  
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Analysis of Literature Search of Research and Reports 
 
able to fully use their skills and training.  More specifically, mentoring programs provide benefits 
for the mentee, the mentor and the sponsoring business.18  Benefits include: 
 
For the Mentee 

• Provides the newcomer with focused advice as well as contacts, opportunities and 
exposure to the Canadian workplace that are difficult for new immigrants to obtain on 
their own; 

• Establishes networks and connections with like professionals in the Canadian workplace; 
• Enhances mentees access to coaching which assists with job search strategies (job 

interviews, resume writing, etc.); 
• Leads to further education or job training; 
• Improves language skills, particularly professional terminology; 
• Enhances self-confidence; 
• Provides mentees with advice, moral support and encouragement; and, 
• Facilitates mentees access to mentors’ workplace in-house events and workshops that 

can raise skills and enhance understanding of internal processes and perspectives. 
 
For the Mentor 

• Facilitates mutual exchange of ideas, information and resources; 
• Enhances job satisfaction; 
• Gains a new appreciation of the enormous talents of skilled immigrants and the barriers 

they face; and, 
• Provides potential to become internal agents for change. 

 
For the Sponsoring Employer 

• Increases awareness of skills and experience offered by internationally trained 
professionals; 

• Gains increased access to potential skilled recruits to increase their competitiveness; 
• Provides an innovative mechanism to attract and retain the best and brightest 

employees; 
• Provides opportunities to demonstrate corporate leadership and citizenship; 
• Enhances personal and professional development for staff; 
• Taps into a diverse pool of talent and expertise that reflects a multicultural population; 
• Builds capacity concerning how to work with and enhance services to people from 

different cultures; and, 
• Creates a positive perception of the organization within the community. 

 
For the Community Partners 

• Helps community agencies address existing barriers to access; 
• Provides opportunities for agencies to build partnerships with employers; 
• Brings agencies together who have not worked together in this way before; and, 
• Enhances opportunities to expand networks. 

                                                 
18 Silkowska-Masior, Benilda and Yardy, Gail. Making Connections: A New Model for Internationally Trained  
   Professionals. St. Michael’s Hospital. September 2003. 
   Also adapted from Cuerrier, Christine. Starting Point for Mentoring. The Mentoring Service of the Fondation de   
   l'Entrepreneurship. 2003. pp 276-278. 
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Analysis of Literature Search of Research and Reports 
 
Key factors to facilitate a successful mentoring program include: 
 
In terms of context: 

• Assess the program’s fit with the organization; 
• Identify internal champions; 
• Get buy-in from senior management; 
• Identify responsibility to oversee the implementation – leadership is required; 
• Ensure appropriate resources; 
• Secure strong partners; 
• Develop an external advisory committee with key partners; and, 
• Support mentoring programs with other integration programs. 

 
In terms of operation: 

• Start with a small number of mentors and build; 
• Establish an internal working group to provide guidance and direction; 
• Ensure roles, responsibilities and expectations are clarified; 
• Build awareness; 
• Ensure an adequate supply of mentors – incentives may be required; and, 
• Follow-up and evaluate results. 

 
In terms of the mentoring relationship: 

• Provide training and on-going support to mentors, mentees and the relationship; 
• Enable time for relationship to develop; 
• Know mentor and mentee needs; and, 
• Establish guidelines for managing the mentor/mentee relationship. 
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5. ANALYSIS OF WORKPLACE PRACTICE PROGRAMS AND INITIATIVES  
 
5.0 Overview  
 
This section provides an analysis of a number of key workplace programs and initiatives  
that illustrate best practices in workplace practice opportunities for skilled immigrants.  See 
Appendix 3 –Compendium of Programs. As previously indicated, there is growing experience in 
the use of mentorship programs; however, there are limited examples of internships and job 
shadowing initiatives for skilled immigrants.   
 
Many of the successful workplace practice opportunities, bridging programs and training for 
skilled immigrants are struggling to keep their momentum.  Funding is largely time limited and 
provided on a short-term project basis. Long-term funding is limited and sustainability of projects 
are a major concern.  Also, there are many levels of government and jurisdictions involved with 
numerous players and often little communication among them.  
 
Many of the workplace programs and initiatives for skilled immigrants do not have a long history 
of operation.  Therefore, evaluation results are generally limited and what exists is based on 
short-term experiences.  However, both current experiences and evidence from the literature  
reinforce the view that workplace practice opportunities are a critical component in an integrated 
bridging system for skilled immigrants. 
 
5.1 Mentorships 
 
There are a number of mentoring programs for skilled immigrants in BC and elsewhere in 
Canada.  What we learn from these programs is mainly anectodal information about best 
practices.  There have been few formal or long-term evaluations.  All of the examples of existing 
mentoring programs for skilled immigrants are designed to help newcomers become more 
familiar with the Canadian work experience and provide support to them in the search for 
employment.  These programs do not find work experiences and do not guarantee a job for the 
new immigrant.  However, evaluation results to-date indicate a high success in that mentorships 
lead to full employment in approximately 70% of the cases.  The biggest concern with current 
mentoring programs is the lack of sustainable funding as most of these initiatives are project-
based. The other major concerns with mentoring programs are the difficulty to recruit a sufficient 
pool of mentors with the required skills, qualifications and commitment, and the challenge to find 
the right match between mentor and mentee.  The success of the mentorship relationship 
depends on the chemistry of the two parties. 
 
The following provides a number of examples of mentorship programs highlighting some of their 
unique features, successes and challenges. For a complete list, see Appendix 3 – Compendium 
of Programs.  
 
• S.U.C.C.E.S.S.  Job Mentoring Program (British Columbia) 
 

The job mentoring program offered by S.U.C.C.E.S.S. was initially designed for engineers, 
IT specialists and accountants, but now covers a wide range of professions.  The program 
started in December 2000, and it is currently funded by Human Resources and Skills 
Development Canada on a one year basis with possibility of renewal.  The main purposes of  
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the program are for mentees to be able to plan for their career in a more realistic way, obtain 
information about their profession, and expand their professional networks.  The duration of 
the mentorship is a maximum of 16 hours over 12 weeks.  Evaluation to-date of this program 
has shown that it has helped many clients in various ways such as providing a more realistic 
understanding of job requirements and facilitating the development of professional networks.  
Results indicate that 70% of the mentees obtained employment, and out of this about 50-
58% secured employment in their related profession.  

 
• The Bamboo Network Host Mentoring Program (British Columbia) 
 

The Bamboo Network Host Mentoring Program is delivered by the Multicultural Helping 
House Society with one year of funding from the BC Ministry of Community, Aboriginal and 
Women’s Services.  Volunteers are recruited from the community who are professionals or 
tradespersons with a similar degree or training as the newcomers.  The volunteers act as 
both hosts and mentors assisting the newcomers to understand Canadian culture as well as 
supporting them in attaining their career goals.  In this program, many of the host mentors 
are immigrants who have been able to receive Canadian designation in their professions.  
Similar to other mentoring programs identified for skilled immigrants, this program does not 
guarantee the mentee a job but provides new immigrants with guidance on how to find work 
in their field,  information on the registration requirements in their profession or trade, and 
information on where job opportunities may exist.  The host mentor commits to a six month 
program with a minimum of six hours or two contacts per month.  Both individual and group 
matches have been established.  The program has recruited a group of mentors from BC 
Hydro. This program has yet to be evaluated, but is currently considering undertaking one. 

 
• St. Michael’s Hospital Mentoring Program (Toronto)   
 

A new model of mentoring for skilled immigrants has been identified by the pilot project at 
St. Michael’s Hospital19 in Toronto.  St. Michael’s Hospital became the first employer in 
Canada to implement a structured mentoring program that provides career development 
opportunities for internationally trained professionals.  In this model, managers and qualified 
staff from a workplace setting (the hospital) are matched with internationally trained 
professionals from the same profession (mentees).  The pilot project involved a broad range 
of professionals such as human resources, laboratory technology, library sciences, 
information technology, finance, etc. Nurses and physicians are not part of this project. This 
pilot has been successful on a number of fronts. One of its main goals was to develop a 
model that would be transferable to other work settings (the model has been documented in 
detail in Making Connections: A New Model for Internationally Trained Professionals, St. 
Michael’s Hospital.)   It has changed the organization’s thinking about skilled immigrants and 
raised its awareness of their competence and skills.  It has also demonstrated a 70% 
success rate with mentorship leading to full-time employment, further education or a more 
defined career path.  A key informant with this program indicated that success depends on 
securing buy-in by the employers and employees, recognizing the mentees for their 
contributions, ensuring care is taken in developing the matches, and highlighting results 
through formal evaluation. 
 

                                                 
19 Silkowska-Masior, Benilda and Yardy, Gail. Making Connections: A New Model for InternationallyTrained 

Professionals. St. Michael’s Hospital. September 2003. 
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• Skills for Change (Toronto)   
 

Skills for Change, a community-based organization in Toronto providing employment, 
training, and language services for immigrants and refugees since 1983, introduced a 
Mentoring for Employment Program20 in 1993. This program recruits and trains mentors who 
are matched with internationally trained professionals seeking employment in their field.  
The program also trains well-established internationally trained professionals who wish to be 
mentors.  Currently the program accepts engineers, accountants and professions from the 
field of biotechnology. Participants are referred to the mentoring program after completing 
an employment preparation program. The mentor is committed to six hours a month for a six 
month period and the new immigrant is expected to spend 20 hours a week actively looking 
for employment.  Separate workshops are provided to the mentor and mentee, and 
networking evenings are organized.  
 
Since the program began, 75% of the program participants gained employment in their 
fields. Results indicated that on average clients find work after being matched for only three 
months. The experience of the Skills for Change mentoring program suggests the following 
important tips for establishing successful mentoring programs: 

• conduct a needs assessment of the client group; 
• choose occupations where there is a steady supply of clients, but at the same time 

ones for which there is local demand.  It is important to research the labour market 
before deciding on professions for mentoring; 

• start with a narrow focus (one or two professions) and then expand if successful; 
and, 

• establish an advisory committee to provide guidance and keep the program focused. 
Members of the advisory committee provide an important source of information and 
connections. Members should include:  

– those employed in the professional fields chosen; 
– licensing bodies; 
– academia; 
– employment agencies; and, 
– human resource specialists. 

 
The Skills for Change experience also suggests that while mentoring programs provide a 
great source of satisfaction for the mentors and critical support to the mentees, their success 
is dependent upon the appropriate match.  Further, it cautions that mentoring programs do 
not necessarily succeed in isolation but should be complemented by the provision of other 
key supports such as job search training and continued efforts to increase access to 
professions and trades. 

 
• Job Start IT Mentoring (Toronto)   
 

Job Start works in partnership with Skills for Change’s mentoring program.  Job Start’s  
mentoring program is for IT professionals.  Mentors come from a variety of IT companies 
and most end up being repeat mentors.  The program has been quite successful at both 
finding matches as well as securing employment for its mentees. 

                                                 
20 Skills for Change. Mentoring for Employment: A Training Curriculum.1999. 
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5.2 Internships 
 
As indicated, there are limited examples of internship programs that illustrate best practices in 
workplace practice opportunities for skilled immigrants.  Informants interviewed for this project 
indicate that the success of internship programs is dependent upon the following factors: 

• securing the support of employers; 
• ensuring that the professions chosen are market driven to heighten the success that the 

internship will lead to permanent employment; 
• linking internships with other support programs such as mentorships; 
• promoting the value of internships to employers; and, 
• providing remuneration to the intern.  A paid intern position distinguishes this workplace 

practice from volunteer work and strengthens commitment from employers and interns. 
 
There appears to be a general consensus in the literature and from interviews with key service 
providers and new immigrants that internship programs that find work experiences for skilled 
immigrants and where the immigrant is remunerated (even at a low wage) are highly beneficial.  
Best practices with regard to internships for skilled immigrants are illustrated by the Career 
Bridge program in Toronto. 
 
• Career Bridge for Internationally Trained Professionals (Toronto) 
 

Career Bridge for Internationally Trained Professionals21 is an internship program that 
provides paid work experience in non-regulated occupations for highly employable, 
internationally trained, recent immigrants to Ontario.  Career Edge, a non-profit internship 
organization, developed and launched Career Bridge in conjunction with a consortium of 
immigrant serving agencies, the colleges in the Greater Toronto area, an Advisory Group 
and the Maytree Foundation.  It is the first initiative of the Toronto Region Immigrant 
Employment Council (TRIEC).  

 
This program was launched in recognition of the fact that the improved integration of 
immigrants into the labour market includes providing more opportunities for immigrants to 
benefit from first-hand knowledge of the Canadian workplace. The program is a four month 
Canadian work experience where companies pay the interns salary, while Career Edge 
does the initial interviews, credential screening, language evaluations before the employers 
choose the candidates. The response from internationally trained immigrants was 
overwhelming with 2000 people applying for 50 intern positions.   
 
The program works as follows: 

• Career Edge is the employer of the interns. It administers the payroll and invoices the 
host employers; 

• the host signs an agreement and commitment letter; 
• host employers identify the opportunities within their organizations and the intern 

qualifications required; 
 

                                                 
21 Career Bridge for Internationally Trained Professionals Interim – How-to Guide, Submitted to the  
   Ministry of Training Colleges and Universities Access to Professions and Trades Unit, March 2004.  
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• a consortium of immigration agencies and colleges works with Career Edge to pre-
screen qualified immigrants; 

• the host employers post internship positions on-line. Career Bridge registrants apply 
directly to the postings and the host employers select registrants for interviews and 
makes subsequent offers; 

• interns are paid a minimum stipend of $1500 per month.  The host employer has the 
opportunity to increase the stipend and in many cases in the pilot project they did so; 

• the host employer assigns a coach/mentor for each intern; and, 
• Career Bridge provides ongoing support. 

 
The program is regarded as an example of a significant best practice providing benefits to 
both employers and the skilled immigrant.  The value to employers in the Career Bridge 
program is that interns are pre-screened to ensure they are eligible to work legally and have 
the career and language skills required for each position.  Businesses get to “test the 
waters” before making hiring commitments.  The benefits to participants are a chance to see 
how the Canadian labour market works and perhaps to “audition” for a prospective 
employer. 
 
The pilot phase ended March 31st , 2004, and a review of the pilot is currently underway.  
Preliminary data indicates that out of 35 interns, six were employed by their host employers, 
six found employment externally, six intern positions were extended (during the pilot phase, 
internships could be extended from four months to a year) and a few found contract 
positions.  
 
Lessons learned to-date from Career Bridge about designing an internship program include 
the need to: 

• identify strategies to attract and maintain host employers;  
• ensure selection of employers is market driven to identify employers who have a 

current demand or may have a future requirement for skilled employees; 
• use volunteers and an advisory group to reach out to potential host employers; 
• ensure employers are supported, encouraged and nurtured throughout the 

organization not just as the top levels; 
• provide ongoing support to the interns; 
• provide communication workshops based on language ability; 
• ensure appropriate training for coaches is part of the program; 
• streamline and automate the screening process as much as possible as this can be 

time consuming and expensive; 
• extend the length of internship to a minimum of six months to allow for potential 

delays.  Generally there should be flexibility in structuring the internship program, 
enabling some to be up to a year, or facilitating special projects for the intern over an 
extended period of time;   

• customize agreements with employers to address specific concerns that may be 
particular to certain professions.  For example, there may be a need to address the 
liability issues in the health service sector with respect to interns working with 
patients; and, 

• provide an adequate stipend to the intern. 
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5.3 Job Shadowing 
 
There appears to be very little information on job shadowing practices for skilled immigrants.  
Job shadowing has largely been developed and used to support youth and student employment 
opportunities.   While there are limited examples of job shadowing programs for skilled 
immigrants, the few experiences that were identified highlight a number of important learnings.   
Job shadowing can be, 

• useful to skilled immigrants who wish to determine if a particular job is the right fit for 
them;  

• an eye-opener for individuals showing them what a job really entails;   
• an opportunity for the employer to screen potential candidates for future employment 

situations; and,    
• regarded as a useful component of a broader bridging program that provides some 

exposure to the Canadian work setting for skilled immigrants.   
 
The major challenges identified with job shadowing as a promising practice are that it is short-
term in nature, does not enable hands-on experience, and employers often raise liability issues. 
Two examples are provided below, one in BC and one in Ontario. 
 
• Stepping-up Program for Immigrant Women (BC) 
 

This program is provided by the Immigrant Services Society of BC assists immigrant women 
who are survivors of abuse to explore opportunities for employment.  A number of the 
women in the program are professionals.  The program offers a pre-employment bridging 
program with a variety of services including language training, life skills, career exploration, 
counselling, advocacy, a one month work experience and a job shadow.  The job shadow is 
usually one day and is often used when individuals are unsure about the area they want to 
pursue.  While the job shadow experience provides some limited exposure to a specified 
work setting, the job shadow alone is inadequate to assist the newcomer.  The job shadow 
needs to be part of a larger bridging program and one that provides a longer work 
experience.   

 
• Care for Nurses Project22 (Toronto) 

 
The Care for Nurses Project is a bridge training program funded by the Ontario Ministry of 
Training, Colleges and Universities that has a job shadowing component.   This project was 
developed for internationally educated nurses who are living in Ontario, and who have been 
deemed eligible by the College of Nurses to write the Canadian Registered Nurses or 
Practical Nurse Examination.  An orientation and learning plan is developed with each 
individual.  The program provides a range of supports including:  

• training (a number of mandatory courses that help familiarize the foreign trained 
nurse with nursing in Ontario); 

• mentoring specifically to help with passing the exam (“mentoring” in the Care for 
Nurses Project is defined as tutoring and coaching to help pass the exam);  

 

                                                 
22 See website: www.care4nurses.org 
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• a professional partnership program (the internationally trained nurse is matched with 
a professional partner in a health care setting);   

• a Resource Centre with access to a variety of resources and study materials, guest 
speakers and opportunities to meet peers and potential employers; and, 

• group support such as counselling, assistance with career planning, resume writing 
and job search. 

 
One of the key aspects of the Care for Nurses Program is the opportunity to job shadow for 
approximately 80-100 hours.  This is voluntary on the part of the professional partner though 
the job shadow has been approved by the care setting and the supervisor.  The 
internationally trained nurse is able to take advantage of workshops, professional 
development seminars, case conferences and orientations in the health care setting. This 
provides the internationally trained nurse with an opportunity to become familiar with the 
workplace.  This is extremely useful since it is often difficult for a internationally trained nurse 
to gain experience in a work setting even as a volunteer.  In turn, the health care setting gets 
to know individuals that they may want to hire.  This proves to be a unique recruitment tool.  
In some instances, the health care setting acts as a sponsor and helps fund the training the 
individual requires. The major disadvantage of the job shadow is the inability to do hands-on 
work, that is, to practice and to demonstrate one’s abilities.  The internationally trained nurse 
is only allowed to observe and must not have direct contact with patients. 
 
The pilot project has proven to be a resounding success.  The failure rate on the Nurse 
Examination among internationally educated nurses in the past was 66%.  The Care for 
Nurses Project reversed the result into a 66-70 % success rate. Currently the project is 
receiving funding from the Trillium Foundation and is expanding its service.  It will need to 
redefine its role and work more closely with the colleges when Ontario legislation changes 
and requires all nurses to have a Bachelauriate.    

 
Informants indicate that for job shadowing programs to be successful, there is a need to: 

• coordinate the job shadow with other bridging programs; 
• start small and build the program; 
• take care to make the right match; 
• seek a solid funding base; 
• operate within the system in collaboration with training institutions, government, 

professional associations and employers; and, 
• most significantly, bring employers on side and work closely with them.  

 
 

5.4  Other Examples of Promising Workplace Practice Opportunities 
 
There are a number of bridging programs across Canada that offer opportunities for mentoring, 
job shadowing and internships.  A few examples are worth noting to illustrate how workplace 
practice opportunities are an integral part of bridging programs for skilled immigrants.  
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• Centre for Foreign Trained Professionals & Trades people  
 

CFTPT23 in Toronto is a free program that assists internationally trained professionals and 
trades people to find work related to their skills or professional background.  It offers 
specialized job search preparation for newcomers to Canada that is provided in a five-week 
program. Participants are instructed andguided through the process of identifying career 
goals, marketable skills and developing techniques to organize and execute a job search. 
The organization works with employers to assist in choosing a service option such as being 
a mentor or offering a cooperative work placement. Funding is provided by Human 
Resources and Skills Development Canada. 

• Success Skills Centre – Winnipeg, Immigrant Professionals’ Employment Assistance 
and Internship Centre24 

This program has operated since 1985 as a community-based not-for-profit organization, 
working in partnership with the federal and provincial governments and the City of Winnipeg.  
The Centre works exclusively with professional skilled immigrants.  It is funded by the 
provincial Department of Education and Training (Employment and Training Services 
Branch) and the Department of Labour and Immigration.  Immigrant professionals are 
provided with a range of services from employment search, resume preparation, job 
interview skills, workspace for job search, and workplace internships. The onsite work 
placement can be done in a number of ways with agreed upon objectives for job shadowing, 
by carrying out assigned tasks or projects, by investigating specific markets or 
methodologies, or assisting with various tasks or operations.   The Centre also acts as a 
broker and advocate for access to programs, courses and employment training by skilled 
immigrants. 

• Dietetic Canadian Experience Program25  
 

This program offered at Langara College in BC is a pilot project funded by the BC Ministry of 
Community, Aboriginal and Women’s Services.  It is designed to help internationally trained 
dieticians obtain Canadian work experience to qualify to practice in Canada.  The College of 
Dieticians of BC which has become the regulatory body for dieticians in BC as of April 1, 
2004 requires internationally trained dieticians to have 600 hours of Canadian work 
experience in the last three years to be licensed to practice in Canada.  The Dietetic 
Canadian Experience Program finds employers, matches candidates, and confirms to the 
regulatory body the completion of the candidates Canadian work experience.  While this 
initiative can be regarded as a type of internship, the candidate is not remunerated, but 
instead is required to pay for this service.  The program has just recently commenced and 
currently has only three candidates.  The intent is to increase enrolment, undertake 
evaluation, and have the College continue providing the program on a cost recovery basis. 

 
 
 
 
                                                 
23 See website: www.cftpt.org/index.asp 
24 See website: www. successskills.mb.ca 
25 See website: www.langara.bc.ca/dcep/index.html 
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• New Canadian Program26 (Ontario) 
 

This program is designed for international professionals and trades people seeking 
employment in their trade or profession.  This project was developed in January 1992 by the 
Waterloo Region District School Board and is funded by Human Resources and Skills 
Development Canada for international professionals and trades people seeking employment 
in their profession or trade, who are over 25 years of age and have been in Canada less 
than five years.  The objective is to find work related to the newcomers profession, build 
supportive networks with a profession, better understand the Canadian workplace, improve 
workplace communication and gain Canadian work experience which could lead to a job.  
This program works with a number of community organizations and offers newcomers a 
variety of support services including three weeks of diagnostic work experience in a 
company.  To date the program has successfully supported over 750 internationally trained 
professionals.  Over 80% of program participants have secured employment related to their 
professions after their involvement in the program.  

 
Other examples further illustrate the importance of incorporating workplace practice 
opportunities within bridging programs.   For example, Metropolitan Immigrant Settlement 
Association27 in Nova Scotia provides skilled immigrants with a pre-employment program 
and a six week work placement experience. The Engineering and Technology Upgrading 
program at the Calgary Catholic Immigration Society28 connects engineering firms with 
engineers trained abroad who have completed four months of skills training and three 
months of employment work experience. 

 
5.5 Professional Associations  
 
A number of the professional associations in BC and elsewhere in Canada are becoming more 
involved in addressing the needs of skilled immigrants.   Many of the regulatory bodies require 
that international candidates have Canadian work experience to become licensed.   However, 
the difficulty of obtaining Canadian work experience remains a major stumbling block.  The 
professional associations in BC are not generally involved in workplace practice opportunity 
programs for skilled immigrants.  A number of them have mentoring programs that are only 
offered to their members.  Some professional associations have introduced an interim permit 
(e.g. Registered Nurses Association of BC) or provisional member status (e.g. Association of 
Professional Engineers and Geoscientists) that enable internationally trained professionals to 
work in their profession when they have completed all their registration requirements except for 
writing of the professional practice exam.  However, in these situations, the individuals are 
responsible for finding their own supervised workplace practice opportunities, and this can be a 
challenge for newcomers.   
 
A study of promising practices to facilitate access to Ontario’s regulated professions by 
international candidates29 confirms the above findings.  It identifies a checklist that regulators 
can use who wish to adapt and implement promising practices to improve access to their  

                                                 
26 See website: www.newcanadians.org/NCP/NewcomerInfo.htm 
27 See website: http://www.misa.ns.ca/ 
28 See website: http://www.ccis-calgary.ab.ca/engineering_program.html 
29 Ontario Regulators for Access. Research Report & Compendium of Promising Practices. July 2003. 
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profession for skilled immigrants.  Included in this checklist are post assessment and bridging 
activities such as: 

• partnering with educational institutions and community services to provide advice in 
bridging to employment and using vocational counsellors; 

• partnering with educational institutions who can offer occupation-specific language 
training; and, 

• partnering with educational institutions and employers for co-op placements as part of an 
individual’s study program to help international candidates understand Canadian 
workplace practices. 

 
A Regulators’ Forum30 based on this work confirms that one of the main challenges faced by 
skilled immigrants is finding bridging programs and work placements.  Forum participants 
indicated that international candidates should have access to volunteer opportunities, 
mentorship programs, provisional licences, Canadian professional ethics courses and practice 
directions.  These are important because they would provide direct experience and assist with 
the “soft skills” and orientation to the Canadian workplace context.  The Regulators Forum 
further identifies that some solutions require employers to take action.  They point to the Career 
Bridge program in Toronto which involves numerous employers with internships to help skilled 
immigrants “crack the no Canadian experience” barrier. 
 
Other reports call for regulatory bodies to develop special internship programs.  For example, a 
recent report by the Canadian Council of Engineers31 suggests that regulatory bodies should 
consider specialized internships for internationally trained engineers recognizing that these 
individuals have different experiences and needs than recent graduates. 
 
A number of professional associations in BC have been involved in pilot projects that have 
included workplace opportunities; however, the solutions have been temporary and piece-meal.  
What is lacking is an overall coordinated approach with professional associations to address 
workplace practice opportunities for skilled immigrants who need to acquire Canadian work 
experience.  A number of workplace initiatives undertaken by professional associations that 
demonstrate promising practices are noted below: 

 
• Association of Professional Engineers and Geoscientist (APEG) (BC)   

 
APEG undertook a pilot project, funded by the BC Ministry of Community, Aboriginal and 
Women’s Services, that has now been completed with no further activities underway.  This 
pilot identified 20 engineers and provided them with one-on-one support, information on the 
labour market and assistance with job search.  The pilot also offered workshops to help the 
skilled immigrant become more knowledgeable of Canadian culture and held informational 
sessions with employers.   
 
 
 
 

                                                 
30 Ontario Regulators for Access. Regulators’ Forum. Access to Ontario’s Regulated Professions by International  
   Candidates: Challenges and Solutions. October 17, 2003. 
31 Canadian Council of Professional Engineers. From Consideration to Integration. August 21, 2003. 
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• Ontario College of Pharmacists (Ontario and BC) 
  
The University of Toronto, Faculty of Pharmacy and the Ontario College of Pharmacists with 
funding from the Ontario Ministry of Training, Colleges and Universities have developed the 
International Pharmacy Graduate Program.32  This program provides pharmacists educated  
outside North America access to university-based courses and other supports in a 
structured individualized manner based on each candidate’s unique needs.  This is a  
multifaceted program built on four pillars: 

• a prior learning assessment to evaluate each individual’s unique learning needs and 
level of practice readiness, including a linguistic assessment;   

• customized learning plans which identify the required courses the individuals should 
be taking; 

• a practicum to provide work experience; and, 
• a mentorship network to enhance links to the profession. 

E-learning, using distance techniques, is also available to make the program more 
accessible. 

 
One of the main reasons of instituting the program was the high failure rate among 
international students on the national licensing exam, e.g. a 70-80% failure rate.  The pass 
rate for the National License exam for those who are part of this pilot is now up to 90%.   
This program is being brought to BC and is being piloted by the University of Toronto in 
partnership with Continuing Pharmacy Education at the University of British Columbia. 

 
• Law Society of Upper Canada (Ontario) 

 
The Law Society of Upper Canada33 started a mentoring program in 2000.  The program is 
currently open to internationally trained professionals. There are 15 internationally trained 
lawyers per year who participate in the program. They are matched by and guidance is 
provided through the Law Society of Upper Canada, but the relationship is self-managed.   
The program is fully funded by the Law Society of Upper Canada. 

 
• International Midwives Pre-Registration Program (Ontario)  
 

International Midwives Pre-Registration Program34 prepares internationally trained health 
care professionals to apply for licensure with the College of Midwives of Ontario.  The 
project includes clerkship placements, mentoring and preceptorships along with portfolio 
development, assessment of prior learning, occupation-specific language training and a 
clinical skills course. The cost to the participant is $3500 plus cost of books.  It is offered at 
Ryerson University.  Partners are Ryerson University Continuing Education Department, 
College of Midwives of Ontario and the Midwifery Education Programme. This project is 
partially funded by the Ministry of Training, Colleges and Universities. 

 
  
                                                 
32 See website: www.newontariopharmacist.com 
33 See website: www.lsuc.on.ca 
34 See website: www.equalopportunity.on.ca/English_G/apt/midwifery_fact.html 
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5.6 Networks of Internationally Trained Professionals 
 
There are a growing number of professional networks that provide support to skilled immigrants 
and provide important networking opportunities. These networks provide significant support to 
skilled immigrants in terms of establishing key contacts in various professions.  Furthermore, 
several of these networks are encouraging and/or introducing more structured programs such 
as mentoring.  A number of examples of promising practices illustrated by the work of 
professional networks are identified below. 
 
• BC Internationally Trained Professional Network (BCITP Net)35  (BC) 
 

BCITP Net has a goal of bringing together internationally trained professionals to build 
networks and associations.  BCITP Net’s aim is to encourage dialogue between immigrant 
professionals, regulatory bodies and government agencies.  By helping to create 
associations of skilled immigrants, BCITP Net hopes to enable them to have a collective 
voice in addressing issues of access to professions to policy makers.  BCITP Net carries out 
a number of similar functions as the Policy Roundtable Mobilizing Professions and Trades 
(PROMPT)36 in Ontario.  PROMPT is a policy roundtable made up of diverse associations 
and individuals representing immigrant professionals and tradespeople. The majority of 
representatives are immigrants.  PROMPT works towards developing policy 
recommendations advocating for policy changes related to access to professions and 
trades.  Currently in BC, BCITP Net is working with five groups to assist them in creating 
associations: one for engineers, one for physicians and surgeons and one each in Vernon, 
Nanaimo and Victoria.  The network of engineers is presently considering the development 
of a mentorship program.  The doctors are advocating for the recognition by policy makers of 
a clinical trainee position where an international student would be able to work under the 
supervision of a medical practitioner.  

 
• Chinese Canadian Information Technology Association (CCITA)37 (BC) 

 
CCITA is a non-profit organization registered in British Columbia, under the Societies Act. 
CCITA is a professional association for Chinese-Canadians, landed immigrants and 
companies in the IT field.  CCITA is a young but fast growing association with more than 300 
registered members and over 1,000 non-registered members who participate in various 
activities since its establishment in January 2001. The mission of the association is:  

• to provide an efficient channel in promoting the exchange of ideas, knowledge, work 
experiences, and career developments in information technologies and related fields 
among its members;  

• to foster a steady growth for a community in which members will receive valuable 
information, help and opportunities from other members. To create a friendly and 
cooperative atmosphere among members;  

• to act as an entity of experienced and specialized IT professionals, participating in IT 
activities and projects in local communities, trying to contribute to the popularization 
and development of IT technology locally;  

• to contribute to local communities by educating the public with IT knowledge; 
                                                 
35 See website: www.bcitp.net 
36 See website: www.promptinfo.ca 
37 See website: www.ccita.com 
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• to help new Chinese immigrants in seeking their IT careers in Canada; and,  
• to establish cooperative relationships with other organizations.  

• Society of Punjabi Engineers and Technologists of BC (SPEATBC)38  (BC) 
 

SPEATBC is a voluntary network with 250 members. The organization recognizes the need 
to support newcomers to secure employment in their profession.  The society indicates that 
there is a need to identify employers who are willing to take on engineers and technologists 
in junior positions, providing them with an opportunity to gain Canadian experience. The 
organization has recently started a mentoring program for newcomers. The program has 
started on a small scale with 10 volunteers.   

 
• Immigrating Women in Science (IWIS)39 (BC) 
 

Beginning in 2000, this project was created by the Society for Canadian Women in Science 
and Technology (SCWIST) with an aim to support female internationally trained 
professionals in science, engineering and technology. Funded jointly by SCWIST and Status 
of Women Canada, IWIS offers services, an e-resource open line and a mentorship 
resource centre designed to help internationally trained women with the challenges and 
barriers they face in starting and building careers in Canada. A network of 250 women 
employed in various professions (science, engineering and technology) is available to 
provide mentoring and valuable first-hand information to assist newcomers. Facilitators 
match mentors with mentees after an interview is conducted and the needs of the 
internationally trained professional is assessed. The mentor relationship is not structured but 
rather is a flexible, peer-to-peer contact based on the needs of the mentee. Information and 
contact may occur before the internationally trained professional comes to Canada. 20-25 
matches were made in 2003, 30 matches have  been made in 2004 and an evaluation of the 
project will be completed in December 2004.  

 
• Canadian Association of Professional Immigrants (CAPI)40 (Ontario) 
 

CAPI is an Ontario-based organization formed in September 2001 to address the critical 
needs of and challenges faced by skilled immigrants.  It is operated by a group of concerned 
and well established professionals. It is funded by private funding and does not receive any 
funding from government.  It provides a range of supports to new immigrants including 
resume and cover letter preparation, interview coaching, career counselling, jobs and 
resume posting website, career seminars, a mentoring program and a Canadian Work 
Experience Program (CWEP).  The mentoring program is on a group basis.  A seminar is 
held every three months for accountants, engineering and computers, with other professions 
on a need/demand basis.  The work experience program presents a promising practice 
worth considering.  It has several Co-op Officers who have been hired to go out into the field 
and reach out to prospective employers.  These Co-op Officers help to convince employers 
about the credentials and professional competence of the internationally trained 
professionals and persuade the employers to hire them as apprentices.  A three month 
agreement is entered into with the employer. There is no obligation at the end of the period,  

                                                 
38 See website: www.speatbc.org  
39 See website: http://www.harbour.sfu.ca/scwist/IWIS/index.html 
40 See website: www.capimm.com 



 
  Research @ ISS: 

Promising Practices in Workplace Practice Opportunities 
Immigrant Services Society of BC 

 
Page 26 

 

Analysis of Workplace Practice Programs and Initiatives 
 
but this program is regarded as a win-win situation for both the employer and the new 
immigrant.  If the employer is satisfied with the immigrant’s competence then he could hire 
the person and, if not, the new immigrant would have at least gained three months of 
Canadian work experience.  

 
5.7 Employers  
 
Involvement of employers in workplace practice opportunities for skilled immigrants is extremely 
limited.  Much of the literature and interviews conducted point to the strong need for involving 
employers. There are a number of mentoring programs and internships offered by employers, 
but these have traditionally been directed to students or to their own employees.  A study 
conducted in Ontario, Taking A Look at What’s Working,41 identifies a number of companies in 
Ontario who hire internationally trained professionals and provide them with supports in the 
workplace such as a buddy system or mentoring where the new internationally trained staff are 
matched with experienced employees.  What we learn from this report is the importance of 
educating employers as to the value of internationally trained professionals.  For example, 
internationally trained workers bring: 

• increased productivity and innovation; 
• skills required by the company; 
• a workplace in touch with the global market, drawing upon broader experience and 

knowledge that leads to more creative solutions; 
• excellent employee relations and attendance; 
• enhanced commitment from employees; and, 
• improved reputation in the community. 

 
This report also provides information on how employers can access internationally trained 
professionals.  A similar type of resource would be useful in BC. 
 
An example of an employer that supports internationally trained professionals is the City of 
Toronto.  In September 2003, it announced a Profession to Profession Mentoring Immigrants 
Pilot Project.42  This program matches members of the Toronto Public Service who are 
engineers, accountants or IT specialists with immigrants who have similar international training 
and are currently seeking employment.  Members of the Toronto Public Service are permitted to  
use four to six hours of paid work time a month over a six month period to mentor a skilled 
immigrant.  The initiative involves a number of community agencies working with immigrants 
such as Accessible Community Counselling and Employment Services (ACCES),  COSTI, Job 
Start, CanadaInfonet On-line Mentoring, Skills for Change, Humber College and Seneca 
College.  The community agencies sort through profiles of both mentors and mentees and 
provide the matching service as well as counselling, guidance, training and orientation 
throughout the four month mentor relationship. This pilot project began in February 2004 and 
ends in June 2004. The goal of employment is 60% and to-date, seven mentees have found 
employment.  There are currently 29 matches, with 14 being online.  A full evaluation of the 
project will be done in the summer of 2004.  The City of Toronto and the community agencies 
will report to the Toronto Region Immigrant Employment Council (TRIEC) and advocate for a 
continuation of the project. 

                                                 
41 Take a Look at What’s Working. Canadian Manufacturers & Exporters. 2003. 
42 See website: www.newswire.ca/en.release/archive/september 2003/11.c9042.html 
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St. Michael’s Hospital Mentoring Program, as previously mentioned in this report is a further 
example of an employer involved in workplace practice opportunities for skilled immigrants.   
The Toronto Region Immigrant Employment Council is beginning a project in May 2004 focusing 
on employer promising practices.43  A working group has selected IBM Business Consulting 
Services to collect data on best practices and types of working environments that facilitate 
recruiting and retaining skilled immigrants in the workplace.  This first phase is for a five month 
period and is being funded by Canadian Heritage and the Maytree Foundation.  The intent in the 
second phase is to develop an implementation plan that would inform and educate other 
employers about these promising practices.  
 
What is evident from the comments received by key informants is that workplace practice 
opportunities need to be embraced by the corporate, labour and public sectors where there is 
an untapped pool of mentors and a more direct line to potential employment.   
 
5.8 Internet 
 
The use of the internet and email is emerging as a means to encourage greater use and 
accessibility to mentoring. Supporters of this mode of mentoring indicate that the web:   
 

• makes it possible to provide resources to people who might not otherwise be able to 
access them; 

• provides for anonymity; and, 
• has greatest value in those areas that necessitate a high component of “how to 

approaches”, e.g. help with resumes, written materials, etc. 
 
Most informants indicate that the electronic relationship cannot replace the need for face-to-face 
meetings but can be used as a supplement.  It is also agreed that the more complex the issues 
at hand, the higher the need for “face-time”. The challenges of interpreting information, 
determining the intention of the message and communicating difficult news in a positive and 
constructive manner is more difficult to do electronically. 
 
Experimentation with the internet for mentoring is underway with several successful programs 
now established in the USA.  The most notable internet mentoring program in Canada is  
CanadaInfoNet established by the Jewish Vocational Services of Greater Toronto (JVS). 44   
This program uses web technology to provide new Canadians with a mentoring support network 
of people already employed in the newcomers’ chosen fields.  The mentee selects the mentor 
on-line and is able to do so before they come to Canada, if necessary. The relationship is for 
three to six months.  CanadaInfoNet has produced an E-Mentors Tool Kit which is a step-by-
step guide for setting up and maintaining an on-line mentoring relationship ensuring effective 
communication, listening skills and feedback techniques. 
 
The advantages of an internet mentoring program are that it is anonymous and it is not time and 
location bound.  It provides fast, easy access for both mentors and mentees, no need for 
offices, scheduling or face-to-face meetings.  It enables mentees to get into a mentoring 
relationship before leaving their homelands.  With this program a facilitator monitors online  
                                                 
43 See website: www.triec.ca 
 
44 See website: www.canadainfonet.org  



 
  Research @ ISS: 

Promising Practices in Workplace Practice Opportunities 
Immigrant Services Society of BC 

 
Page 28 

 

Analysis of Workplace Practice Programs and Initiatives 
  
mentoring interactions for integrity and assists with virtual relationship development.  The 
greatest challenge is how to communicate sensitive issues through email or instant messaging. 
 
CanadaInfoNet started in 2002 and currently has 300 mentors with 1000 newcomers. Currently, 
700 matches have been made.  One of the most difficult aspects of the program is recruiting 
volunteer mentors. A CanadaInfoNet informant indicated that “you need to cast a wide net” to 
recruit and maintain mentors. The success rate in 2003 was 76%.  This does not mean that 
76% found employment but includes mentees reporting that the program has helped them to 
integrate more easily into Canadian society.  Funding to sustain the program remains an issue.  
The parent agency JVS in Toronto is maintaining the program but it does not receive funding 
from any other sources.  It is myth that web-based mentoring programs require less resources.  
While the internet enables you to offer the service over a larger geographic area, adequate 
resources are required to be able to facilitate a match, ensure that it is working well and provide 
the necessary support and training to the mentors.    
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6. RESULTS OF INTERVIEWS AND FOCUS GROUP SESSION  
 
The literature search on key research and reports and the information found on  
workplace practice programs and initiatives for skilled immigrants was supplemented by 
interviews with key informants and a focus group with a mixed group of skilled immigrants. (See 
Appendix 5 – List of Key Informants).  The information from these interviews and focus group 
provided further insight into the successes and challenges of the workplace programs for skilled 
immigrants, funding issues and confirmation of the type of solutions required. 
 
Interviews with Key Informants 
 
Interviews with key informants confirmed a number of the major themes that have been 
identified in the literature and in the analysis of workplace practice programs.  For example, they 
concurred that: 

• workplace practice opportunities for skilled immigrants need to be seen as a critical 
component of a larger system of options for skilled immigrants;  

• supports to skilled immigrants need to be integrated and provided as part of an overall 
plan and not in an ad hoc or piece-meal fashion. For example, mentoring programs need 
to be accompanied by other bridging programs such as career assessment and planning 
services; 

• there is a need to involve all stakeholders including government, immigrant-serving 
agencies, regulatory bodies, educational bodies and employers; 

• most significantly, for workplace practice opportunities to be successful, there is a strong 
requirement to secure the support of employers.  Incentives need to be provided to 
ensure employer involvement; 

• regulatory bodies need to be brought on board and encouraged to “open their doors”; 
• with regard to mentoring programs, the key lessons identified are the need to develop 

strategies that will be able to maintain a sufficient and appropriate supply of mentors and 
ensure matches are carefully planned;   

• stand-alone job shadowing programs are not sufficient for ensuring future employment of 
skilled immigrants. The goals are better achieved through a co-op placement or 
internship; 

• internships that are arranged for the skilled immigrant and where the intern receives 
some remuneration are considered the most promising workplace practice opportunities; 

• there is a need to build upon the expertise of existing service providers and to develop 
partnerships that will lead to more sustained funding in the long term; and, 

• sustainable funding is critical for ongoing development and integration of workplace 
practice opportunities into the overall training, education and employment of skilled 
immigrants. 

 
Focus Group with Internationally Trained Professionals 
 
A focus group session conducted with internationally trained professionals including teachers, 
accountants, engineers, and a nurse and physician from various countries reaffirmed the 
following: 

• one of the biggest issues faced by internationally trained professionals in obtaining 
employment is lack of local Canadian experience; 
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• there is a need for networking opportunities and interaction with professionals in their 
field; 

• while mentoring and assistance with resumes and job search skills are seen as 
important, opportunities to show employers your abilities and skills are critical; 

• a mentor that can assist you to understand the differences in Canadian practices in your 
profession would be useful; 

• on-the-job training supported by government and the employer is seen as more effective 
than taking courses. Often courses are full time and it is difficult for newcomers to take 
courses if they have to support themselves and their families; and, 

• the most useful workplace practice program is paid internships.  Skilled immigrants are 
willing to work at minimum wage. They do not want to volunteer, but would like to be 
compensated during the internships to enable them to support themselves and their 
families while gaining Canadian work experience.  
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7. RECOMMENDED STRATEGIC ACTIONS                                      
 
Based on the analysis of the literature, review of programs, and interviews and focus groups 
conducted, a number of recommended strategic actions on promising workplace practice 
opportunities for skilled immigrants could be considered to enhance integrated bridging 
initiatives. 
 
Integrated Approach 

• Ensure that supports to skilled immigrants are integrated and provided as part of an 
overall plan and not in an ad hoc or piece-meal fashion; 

• Recognize that workplace practice opportunities for skilled immigrants are a critical 
component of a larger system of options for skilled immigrants.  Consider them as one 
type of bridging program along with technical language and skills training as well as 
career assessment and planning services;45 and, 

• Establish a triage centre that would be able to assess what skilled immigrants need and 
direct them to the range of options that they may require including language training, 
skills development, career assessment and planning and workplace practice 
opportunities such as mentoring, job shadowing or internships. Not everyone’s needs are 
the same, there needs to be a good assessment and availability of choices. 

 
Partnerships and Stakeholders 

• Involve all stakeholders including government, immigrant-serving agencies, regulatory 
bodies, educational bodies and employers in addressing workplace practice 
opportunities for skilled immigrants; 

• Form a leadership council by expanding on the stakeholder involvement of the BC’s 
government initiative Employment Access Skills for Immigrants (EASI) to include a 
number of significant partners such as private sector employers and professional 
associations;46 

• Build upon the expertise of existing service providers and include them in the 
partnership; and, 

• Provide incentives for all stakeholders to collaborate in designing, delivering and 
evaluating workplace practice opportunities. 

 
Focus on Employers 
Develop strategies to secure the support of employers such as:  

• Use volunteers and an advisory committee to reach out to employers;  
• Educate employers as to the value of skilled immigrants; 
• Provide incentives for facilitating employer involvement;  
• Develop a resource directory for employers on how to access internationally trained 

professionals; and, 
• Customize agreements with employers to address specific concerns that may be 

particular to certain professions (e.g. liability issues). 
 

                                                 
45 See Appendix 5 for an elaboration of the components of an Integrated Bridging System for Skilled Immigrants in  
    BC, Ministry of Community, Aboriginal and Women’s Services, December 18, 2003.  
46 See EASI website: www.mcaws.gov.bc.ca.amip/iqp/easi_main.htm for list of stakeholders currently involved e.g.  
    government ministries, post secondary institutions, non-government organizations and currently two regulatory  
    bodies. 
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Regulatory Bodies 

• Work with regulatory bodies to encourage their involvement in developing workplace 
practice programs that would provide skilled immigrants with required Canadian work 
experience. 

 
Mentoring programs 

• Develop an integrated mentoring system that will be able to maintain a sufficient and 
appropriate supply of mentors, ensure matches are carefully planned, and provide 
training and ongoing support to the mentor, mentees and the relationship; 

• Establish a registry of community-based mentors who are qualified to provide volunteer 
advice and support to skilled immigrants; and,   

• Combine mentoring programs with internships for improved results.  
 
Job Shadowing  

• Ensure that job shadowing programs provide for an extended experience and are linked 
with mentoring and internships. 

 
Internships 

• Enhance the development of internship programs as a best practice for providing skilled 
immigrants with required Canadian work experience;   

• Ensure internships are designed that provide remuneration to the intern in order to 
strengthen commitments from employers and interns; 

• Ensure internships are market driven – reflective of labour market demand – so that 
skilled immigrants will be more successful in securing employment as a result of the 
internship.  It is critical to identify the labour market demands in specific areas and to 
develop internship programs that match this demand; and, 

• Link internships with other support programs such as mentoring. 
 
Funding 

• Identify new sources of long-term funding among partners that would promote an 
integrated and sustained program for skilled immigrants. 

 
Evaluation 

• Provide incentives to ensure that formal evaluations are carried out for all programs put 
in place. 
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Summary 
 
What emerges from the results of this study is a model that places importance on  
employment preparation supports and workplace practice opportunities which are based on the 
readiness of the client.  The BEST model for ensuring the successful integration of skilled 
immigrants into their professions requires: 

• Building partnerships with key stakeholders and, in particular, employers; 
• Expanding the availability of internships that are paid, sector specific, market-driven, with 

commitments from employers and strongly supported by a mentoring program; 
• Supporting a range of programs in conjunction with workplace practice opportunities 

including language skills, self-marketing skills, and portfolio building (job search, resume 
preparation, etc.); and, 

• Testing and evaluating the effectiveness of programs implemented to ensure best 
results. 
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APPENDIX 1 – Glossary of Key Terms         
 
Promising Practices:  
Promising practices are those strategies, activities or approaches which prove to be effective in 
providing workplace practice opportunities to skilled immigrants. For the purposes of this 
research, promising practices are the opportunities and programs for immigrants that display 
effectiveness, helpfulness of services, competency, accessibility and responsiveness. These 
programs include, but are not limited to internships, preceptorships, co-op placements, job 
shadowing and mentorships (this research document will focus only on those programs 
identified in 1.0 Purpose). The service provided must be similarly valued and recognized as 
useful by skilled immigrants, program coordinators, employers and researchers. Although, 
Canada does not have an extensive basis for claiming to be an expert in the field of workplace 
practice opportunities for skilled immigrants, research is growing and many of the current 
practices are promising. 
Adapted from: 
Prized Knowledges: A Study of Family Support and Family Counselling Services in Six 
Immigrant and Refugee Serving Organizations. MOSAIC. 1999. 
 
Bridging Programs:  
For the purpose of this research, a bridging program is defined as a program designed to bridge 
the gap between the internationally trained immigrant and their desired profession in Canada. 
This may occur through various avenues, including training, accreditation and recognition, and 
workplace practice opportunities. Bridging programs help international candidates fill identified 
gaps rather than requiring them to take an entire course of study or practical training. This 
research paper will focus on recommendations for ways and means to utilize Canadian 
workplace practice opportunities in integrated bridging initiatives. 
 
Adapted from: 
Research Report & Compendium of Promising Practices. Ontario Regulators for Access. July 
2003. 
 
Workplace Practice Opportunities:  
 
Opportunities for internationally trained professionals to access professional experience in their 
field or associated profession. These may include, but are not limited to internships, 
preceptorships, co-op placements, job-shadowing, mentorships and apprenticeships. Please 
refer to 1.0 Purpose for the workplace practice opportunities examined in this research. 
 
Mentorships:  
Mentoring for skilled immigrants involves partnering experienced individuals who have an 
understanding of a profession or access to useful information regarding a particular profession 
or associated professions with a newly skilled or with an internationally trained newcomer 
seeking employment or Canadian experience. The mentoring experience allows for the sharing 
of knowledge and experience, either face-to-face or online, between mentors and mentees. A 
mentorship includes the following: an individual working in their field of interest (mentor), who is 
willing to act as a resource for mentees to call upon and ask questions. Mentorships can further  
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be defined as managers and qualified staff from a business organization (mentors) matched 
with internationally trained professionals from the same profession (mentees). In many cases,  
the mentees are referred by local community organizations, which offer employment preparation 
for newcomers. The goal of a mentoring program is to facilitate professional connections and 
experience for internationally trained professionals within the Canadian workforce. For the 
purpose of this research, the mentor-mentee relationship is mediated by a community 
organization and the mentor acts as a resource to facilitate access to Canadian experience, 
skills, orientation to Canadian workplace practices and professional networking connections. 
Results may be full-time employment, further education and/or a more defined career path. 
Adapted from:  
Making Connections. St. Michael’s Hospital. 2003. 
A Training Curriculum. Skills for Change. 1999. 
 
Internships: 
 
For the purposes of this research, internships are those formal workplace practice opportunities 
usually provided by the private sector for skilled immigrants to enable them to gain hands-on 
Canadian experience in their field of study or expertise. Internships are essentially employment-
driven and provide an experienced base for the private-sector to fill vacant positions. Some 
remuneration to the skilled immigrant is often part of the internship program. 
 
Job Shadowing: 
 
This term is used mainly to describe an informal, short-term mentor-type relationship in the work 
setting for an individual to become familiar with a particular job. In most situations, the individual 
is not allowed to do hands-on work, but to observe and benefit from the experience of a senior 
person in the position.   
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BC and Canadian Research and Reports of Workplace Practice 
Opportunities for Skilled Immigrants 
 
British Columbian Reports and Research Papers 
 
AMSSA. Synopsis of Initiatives Affecting the Labour Market Integration of Foreign-Trained 
Professionals and Trades Workers. Affiliation of Multicultural Societies and Service Agencies of 
BC. March 2000. 
 
 This paper provides a synopsis of changes (before 2000) that had a goal of positively 

affecting the labour market integration of internationally trained professionals and trades 
workers.  It mentions the lack of mentoring as a barrier to labour market integration. 

 
BC Ministry of Community, Aboriginal and Women’s Services. An Integrated Bridging System 
for Skilled Immigrants in BC. December 18, 2003. 
 

This report outlines the proposed guiding principles, system components, illustrated 
service delivery flow chart, governance structure and implementation strategy to 
introduce and maintain an integrated bridging system for skilled immigrants in BC. 

 
Geddie, Kate. Research on Immigration and Integration in the Metropolis: Working Paper 
Series. “License to Labour: Obstacles Facing Vancouver’s Foreign-trained Engineers” 
Vancouver Centre of Excellence. November 2002. 
 

This report focuses on foreign credential recognition. Mention of the mentorship 
program at Skills for Change in Ontario. Also provides an analysis of 
employment services in Vancouver. 

 
Handford, Penny. Community Bridging Programs Research Project. Vancouver: 
Affiliation of Multicultural Societies and Service Agencies of BC. 2003. 
 

This paper offers an overall analysis of current Host programs (with an immigrant and 
refugee adult client group) and Buddy programs (with an immigrant and refugee youth 
client group) and provides a discussion and recommendations on concerns and issues 
relating to current practices. An important finding worth mentioning is the need to involve 
the private sector in mentoring, job-shadowing and internship programs.  

 
Jothen, Kerry. Enhancing the Participation of Immigrants in British Columbia’s Economy  
and Labour Market: A Chinese Canadian Workforce Strategy. Vancouver: United  
Chinese Community Enrichment Services Society (S.U.C.C.E.S.S.). 2002. 
 

This paper provides a brief evaluation of the S.U.C.C.E.S.S. job mentorship program for 
professional immigrants. Afterwards, the author succinctly puts forward 
recommendations to stakeholders (provincial and federal government, industry, schools 
and immigrant groups) on establishing a mentorship program for immigrants with foreign 
credentials. 
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Looking Ahead BC.  Employing New Immigrants Forum: Case Study Discussion Group Notes. 
October 16, 2001. 
 

Discussion notes of case studies presented at “Employing New Immigrants” forum held 
by Looking Ahead BC. Discussion on case studies reveals a strong need for placements 
to gain Canadian work experience, mentoring, internships and job-shadowing. 
 

Spigelman, Martin. Looking Ahead: Options – Planning for the Labour Market 
Integration of Immigrants in the Lower Mainland and Fraser Valley Regions of British  
Columbia. Immigrants Labour Force Integration Steering Committee. August 1999. 

 
This report provides an environmental scan of the immigrant population in British 
Columbia, addresses barriers to their employment and provides an action plan to  
overcome these barriers. It suggests mentoring/internships as a part of an action plan to 
address these barriers. 
 

Canadian Reports and Research Papers 
 
Alboim, Naomi. Fulfilling the Promise: Integrating Immigrant Skills into the Canadian Economy. 
Ottawa: Caledon Institute of Social Policy. 2002. 
 

With a focus on integrated bridging programs, this paper provides a background/context 
for Canadian mentoring programs targeting skilled immigrants as well as discusses the 
rationale and strengths of the provision of these services.  

 
Alboim, Naomi and the Maytree Foundation, Integrating Immigrant Skills into the Ontario 
Economy: A Ten Point Plan, (Toronto: Ideas that Matter) Oct. 2003. 
 
Alboim, Naomi. For the New Government of Ontario: Integrating Immigrant Skills into the 
Ontario Economy. The Maytree Foundation. November 2003. 
  
 These documents present valuable ideas for the provincial government of Ontario, 
 with an emphasis on creating meaningful and lasting change for immigrants and 
 Ontarians. Presents an interesting 10-point plan in case study format where 
 mentorships and internships are suggested as solutions to the barriers encountered 
 by skilled immigrants. 

 
Brouwer, Andrew. Immigrants Need Not Apply. The Maytree Foundation. 1999. 
  

The purpose of this paper is to highlight the problems and policy issues that affect 
refugees and immigrants to Canada and to propose practical solutions to these 
problems. Briefly evaluates the environment of skilled immigrant mentoring programs. 

 
Calla, Maria. Mentoring. COSTI Immigrant Services. 
 

PowerPoint presentation made to TRIEC at the Toronto City Summit Alliance. It 
proposes mentoring to be an important linkage to the labour market for skilled 
immigrants. 
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Canadian Council of Professional Engineers. From Consideration to Integration. August 21, 
2003.  
 

This report provides an environmental scan and recommendations on engineering 
licensing bodies, as well as programs that assist internationally trained engineers 
achieve accreditation or licensure through either mentoring, internships, job placements 
or job search strategies. The report provides focus group feedback and a listing of 
available programs across Canada for engineers. Also provides a brief overview of the 
licensing process for other professional associations across Canada. 

 
CanadaInfoNet. e-Mentor's Toolkit: A Resource for Mentors. Jewish Vocational Services 
Toronto.  
 

A step-by-step guide, published by CanadianInfonet for the mentoring of skilled 
immigrants, that prepares the mentor for success while providing practical suggestions, 
common guidelines and structure. 
 

Canadian Manufacturers & Exporters  Take a Look at What’s Working. 2003. 
 

Guidebook for employers in Ontario to hire internationally trained professionals. Provides 
examples of current employers and their experience with internationally trained 
professionals with a focus on trades. 

 
JobStart and Skills for Change. Access for Foreign-Trained IT Professionals: An  
Exploration of Systemic Barriers to Employment. March 2001. 
 

This report identifies the nature and scope of the barriers encountered by internationally 
trained IT professionals and thus develop workable solutions. Recommends mentoring 
to facilitate the entry of internationally trained IT professionals into the labour market. 

 
Lam, Ruby. Visioning a Greater Toronto Region Mentoring Alliance: A Proposed Working 
Model. Citta Consulting. February 10, 2004. 

 
The purpose of this report is to outline a vision for the Great Toronto Region Mentoring 
Alliance, and present an operational plan for creating a culture of mentoring immigrants 
with foreign credentials 
 

Ontario Regulators for Access. Research Report & Compendium of Promising Practices. July 
2003. 
 

This report describes research on access to Ontario’s regulated professions by 
candidates who were educated or trained outside Canada.  It provides principles to 
guide regulators in their initiatives to improve access to professions by international 
candidates. Identifies lack of Canadian experience as a major barrier and recommends 
internships, co-op placements and mentoring as possible solutions. 

 



 
  Research @ ISS: 

Promising Practices in Workplace Practice Opportunities 
Immigrant Services Society of BC 

 
Page 40 

 

            Appendix 2 – Annotated Bibliography          
 
Ontario Regulators for Access. Regulators’ Forum. Access to Ontario’s Regulated Professions 
by International Candidates: Challenges and Solutions. October 17, 2003  
 

These forum notes provide recommendations based on the initial research “Research 
Report & Compendium of Promising Practices”. 

 
Silkowska-Masior, Benilda and Yardy, Gail. Making Connections: A New Model for 
Internationally Trained Professionals. St. Michael’s Hospital. September 2003. 
 

A “How-to” manual for organizations wishing to establish their own mentoring program 
for internationally trained professionals. 
 

Skills for Change. Mentoring for Employment: A Training Curriculum.1999. 
 
This training curriculum provides helpful information to representatives from 
organizations interested in setting up and running a successful "mentoring for 
employment" program, with a focus on internationally trained professionals. The goal of 
this document is to provide background information on the concept of this kind of 
mentoring and how it has developed at Skills for Change. It provides concrete advice on 
how to prepare for such a program and includes references to other helpful curricula. 
Key topics include selection and training of mentors and mentorees, the matching 
process and cross-cultural communication. 

 
Non-Immigrant Focus - Canada 
 
Cuerrier, Christine. Mentoring and the World of Work in Canada: Source Book of Best Practices. 
Les Editions de la Fondation de l'Entrepreneurship. 2003.  
 

This book highlights various regional differences of mentoring programs across Canada.  
 
Cuerrier, Christine. Starting Point for Mentoring. The Mentoring Service of the Fondation de 
l'Entrepreneurship. 2003.  
 

The purpose of this guide is explain the concept and applications of mentoring.  
 

Fortin, Julie. Evaluating a Mentoring Program. The Mentoring Service of the Fondation de 
l'Entrepreneurship. 2003.  
 

This guide provides tools for a structured evaluation of a mentor program.  
 

Hamilton-Wentworth Training Board. A Few Good Nurses. The Health Care Human Resources 
Advisory Committee. February 2001.  

 
This report proposes solutions and strategies to the challenges of human resource 
shortages in the health care field. Identifies the problems with existing preceptorships 
and mentorships in the nursing field.  
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MacAdam, Debra and Simpson, Carole. Preparing Mentors and Mentees. The Mentoring  
Service of the Fondation de l'Entrepreneurship. 2003.  
 

The purpose of this guide is to provide mentoring program coordinators with the 
structure and tools they need to incorporate training ideas.  
 

 
Morneau, Charlotte. Managing a Mentoring Program. The Mentoring Service of the  
Fondation de l'Entrepreneurship. 2003.  
 

This guide is directed to the coordination team of a mentoring program. It provides 
questionnaires, analytical tables, intervention philosophies and action strategies.  

 
Schetagne, Sylvain. Building Bridges Across Generations in the Workplace: A Response to 
Aging of the Workforce. Columbia Foundation. 2001. 
 

Provides a description of the Canadian labour market with a focus on the aging 
workforce. Makes recommendations suited to an oncoming labour shortage. Briefly 
recommends mentoring programs between an older worker on the verge of retirement 
and a younger worker. 

 
Non-Immigrant Focus – USA  
  
Creating Pathways to Diversity. Minority Corporate Counsel Association. December 2003. 
 

A guide to cross-gender and cross-race mentoring with an exclusive focus on the field of 
law. 
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Mentoring Programs - for Skilled Immigrants 
 
British Columbia   
 
Chinese Canadian IT Association – Job Mentoring Program:  
Through this program, professional immigrants will shadow qualified and experienced BC 
professionals who will provide employment orientation to immigrants, such as labour market 
norms and culture, and facilitate opportunities for building a professional network.  This program 
matches an immigrant professional with a qualified mentor within an established organization.  
 Website: www.ccita.com  
 
Multicultural Helping House Society – Bamboo Network Host Mentoring Program: 
This program assists newly arrived immigrants in professions and trades to gain a better 
understanding of job opportunities, educational/accreditation requirements, and work practice in 
the profession or trade of their choosing through mentor pairings. 
 Address: 4802 Fraser St. Vancouver 
 Tel:   604-879-3277 
 Email:  info@helpinghouse.org 
 Website: www.helpinghouse.org  
 
Society of Punjabi Engineers and Technologists of BC (SPEATBC) Mentorship Program: 
This program is designed for recent immigrants and students who may be unfamiliar with the 
career placement options in engineering and technology in British Columbia. 
 Address: SPEATBC 
   c/o 16638 – 78 A Avenue 
   Surrey, BC   V3S 8S2 
 Website: www.speatbc.org/mentorship.cfm  
 
S.U.C.C.E.S.S. – Job Mentoring Program: 
This program helps internationally trained professionals integrate into the community.  Through 
this program, these internationally trained professionals are matched with a mentor who will 
spend 4-16 hours to help them learn about the labour market in their intended field of expertise. 
Through this program they may gain pre-requisites, qualifications and work experience required 
and obtain valuable insight into Canadian work culture. 
 Contact:  Peter Leung @ 604-408-7274 ext. 2041 
 Address:  #106-28 West Pender Street  
   Vancouver, BC V6B 1R6 
 Website: www.success.bc.ca  
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Canada-wide  
 
CanadaInfoNet:  
An e-mentoring program for helping immigrants feel welcomed to Canada and specializing in 
connecting skilled professionals, business and trades people seeking work in Canada. Online 
forums are used to connect individuals with mentors.  Mentors must have a minimum of two 
years work experience in Canada and are provided with an online training tool kit and receive 
support from a mentoring coordinator.  Mentors can also participate in a mentor-to-mentor 
discussion group. 
 Contact: Brigid Elmy     
   CanadaInfoNet Coordinator 
 Tel:   416-787-1151 ext. 221    
 Email:  belmy@canadainfonet.org 
 Website: www.canadainfonet.org     
 
Hospital Mentors for Foreign Trained Professionals (Toronto):  
A hospital mentoring program for internationally trained professionals project initiated by St. 
Michael’s hospital.  Mandate of the project is to develop a mentoring program for internationally 
trained professionals at the hospital.  The project is guided by a steering committee from 
community-based agencies, hospital management and professions, mentors and mentorees, 
and a representative from St. Michael’s mentorship Inner City Health Program. The three year 
project was launched in May 2000. This project has resulted in the publication of Making 
Connections (a how-to manual for mentoring internationally trained professionals) in September 
2003. 
 Contact: St. Michael’s Hospital 
   Toronto, ON 
 Tel:   416-867-7560  
 Email:   Silkowska-Masior@smh.toronto.on.ca 
 Website: www.smh.toronto.on.ca  
 
IT Mentoring (Toronto):  
A mentorship program for internationally trained IT professionals managed and coordinated by 
JobStart.  The program has been quite successful at both finding matches as well as securing 
employment for its mentees. Mentors represent a variety of IT companies and recruiters, and 
most of them end up becoming repeat mentors. JobStart also works in partnership with Skills for 
Change’s mentorship program. 
 Contact: JobStart  
   Toronto, ON 
 Tel:   416-231-2295   
 Website:  www.jobstart-cawl.org   
 
Metropolitan Immigrant Settlement Association – Mentor Program (Nova Scotia):  
In this program mentors assist new immigrants with advice and coaching on how to get a job in 
their field, provides information on key skills, training opportunities, accreditation requirements, 
and employment-related language jargon. Mentors and newcomers are matched and meet 
informally over a six-month period. These meetings may include workplace tours, telephone or 
email contacts, attendance at professional events, or supportive conversation. This is a new  
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program in cooperation with the Metropolitan Immigrant Settlement Association’s Volunteer 
Services Unit. 
 Tel:  903-423-3607 
 Email:  info@misa.ns.ca 
 Website: www.misa.ns.ca   
 
City of Toronto – Profession to Profession (Toronto):   
This program is designed by Skills for Change and CanadaInfoNet as part of a community 
consortium to match internationally trained professionals with city employees in the engineering, 
accounting and IT fields. The City of Toronto allows for participating city employees to use a six-
hour/month minimum (of paid worktime) to mentor the mentee. Applicants who are accepted 
must be job ready. The community agencies sort through profiles of both mentors and mentees 
and provide the matching service as well as counselling, guidance, training and orientation 
throughout the four month mentor relationship.  
 Contact: Rose Lee 
   Coordinator, Diversity Management 
 Tel:   416-392-4991 
 
Skills for Change (Toronto): 
 
 a) Mentoring for Employment: This program links internationally trained engineers and 
accountants with employed professionals in their field.  The program is a 3-way partnership 
between the agency, internationally trained professionals and individuals that work in corporate 
or industrial sectors. Mentors meet with partners for 6 hours/month for up to 6 months or until 
the partner is employed.  They help them with their resumes and interview skills, provide them 
with information on professional associations and offer networking contacts.  Since 1993, when 
the program started, more than 80% of the program participants have gained employment in 
their fields. 
 Contact: Farida Zuberi   Rosaline Graham     
   Program Coordinator  Mentoring Program Worker 
 Tel:   416-658-3101 ext. 209 416-658-3101 ext.376    
 Email:  zuberi@skillsforchange.org  graham@skillsforchange.org 
 Website: www.skillsforchange.org/mentoring/  

 
b) Ontario Network for International Professionals Online – Online Mentoring Program:  
Through this program, Skills for Change offers a website dedicated to the career development 
needs of internationally trained professionals. Provides sector specific information for 
professionals re-entering their professional field in Ontario. The onip.online Mentoring Program 
matches internationally trained professional newcomers with individuals who have a strong 
background in the same professional field coupled with years of Canadian experience.  
 Contact: Farida Zuberi    Elga Nikolova 
   Mentoring Coordinator Project Coordinator 
 Email:  mentoring@onip.ca  coordinator@onip.ca 
 Tel:  (416) 658 3101 ext. 294 
 Website: www.onip.ca  
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Internship Programs for Skilled Immigrants 
 
Career Bridge (Toronto):  
This is a new program run by Career Edge, a Toronto-based youth internship program.  It offers 
paid internships to recent immigrants to Ontario who bring a high level of education and work 
experience from overseas.  
 Contact: Barbara Nowers, Director 
 Address:   181 Bay Street, Suite 2400   
   Toronto, Ontario M5J 2T3 
 Tel:   416-955-4290 / 1-800-507-3343 
 E-mail: info@careerbridge.ca 
 Website: www.careerbridge.ca  
 
Job-Shadowing for Skilled Immigrants 
 
Stepping-Up Program @ ISS (BC):  
In this program, job shadowing and work experiences are essential components of the 
curriculum that assists immigrant women who are survivors of abuse to explore opportunities for 
employment. 
 Contact:  Maria Nguyen 
   Stepping-Up Program for Immigrant Women 
 Tel:   604-684-2561 ext. 224 

Website: www.issbc.org 
 

Creating Access to Regulated Employment (CARE) for Nurses:  
This program is designed to help internationally educated nurses become licensed to practice in 
Ontario.  A registered client is eligible for the following free services: employer placements, test-
taking workshops, tutors and mentors, resource centre and individual and group support.  A key 
aspect of this program is a job shadow component. 
 Tel:  416-406-6166 
 Email:  info@care4nurses.org 
 Website: http://www.cno.org/international_en  
 
Professional Association Workplace Initiatives – BC and Canada-wide 
 
Association of Professional Engineers and Geoscientists of BC (APEGBC) – Mentoring 
Program (BC): 
APEGBC undertook a pilot project that identified 20 engineers and provided them with one-on-
one support, including information on the labour market, and assistance with job searches.  The 
pilot also offered workshops to help the skilled immigrant become more knowledgeable of 
Canadian culture, and held informational sessions with employers. This pilot project is now 
complete. It was a one-time research project and therefore will not be repeated.  
 Contact Person: Gillian Pichler 
 Tel:    604-430-8035 / 1-888-430-8035 
 Email:   apeginfo@apeg.bc.ca  
 Website:  www.apeg.bc.ca  
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College of Midwives – International Midwives Pre-Registration Program (Ontario):  
This program prepares internationally trained health care professionals to apply for licensure 
with the College of Midwives of Ontario. The project includes clerkship placements, mentoring 
and preceptorships along with portfolio development, assessment of prior learning, occupation-
specific language training and a clinical skills course.  
 Contact: Alison Gaul 
 Tel:   416-979-5000-1 ext. 7681 
 Website: www.equalopportunity.on.ca/English_G/apt/midwifery_fact.html  
 
International Pharmacy Graduate Program (Ontario and BC):  
This program assists international pharmacy graduates meet pharmacy practice standards and 
licensing requirements in Ontario. The program is built upon four pillars: prior learning 
assessment, customized learning plans, mentorship network, practicum and distance 
technologies (e-learning).  It is operating in Ontario and is currently being piloted in BC. 
 Contact: Marie Rocci Dean 
 Tel:  416-946-5586 
 Website: www.newontariopharmacists.com  
 
Law Society of Upper Canada – Mentoring for Foreign-Trained Lawyers (Ontario):  
The Law Society of Upper Canada started a mentoring program in 2000.  The program is 
currently open to internationally trained professionals.  There are 15 internationally trained 
lawyers per year who participate in the program.  They are matched and guidance is provided 
by the Law Society of Upper Canada, but the relationship is self-managed.   The program is fully 
funded by the Law Society of Upper Canada.  
 Contact: Rudy Ticzon 
 Tel:   416-947-3300  
 Email:  RTiczon@lsuc.on.ca    
 Website:   www.lsuc.on.ca   
 
Other Examples of Promising Workplace Practices  
 
Calgary Catholic Immigration Society – Engineering and Technology Upgrading Program 
– Career Pathways for New Canadian Professional (Alberta):  
This program is designed to give new Canadian professionals the opportunity to upgrade their 
engineering skills and apply their skills to the Canadian labour market. The program connects 
engineering firms with engineers trained abroad and after a meticulous screening and 
evaluating process, 15 internationally trained professionals are chosen to participate in the 
program. The program includes four months of skills training and three months of 
employment/work experience. The program is offered at no cost to the participant. 
 Contact: Heidi Tegart 
   Program Assistant 
 Tel:  403-262-2006 
 Website: http://www.ccis-calgary.ab.ca/engineering_program.html  
 
Centre for Foreign Trained Professionals & Trades People (Ontario):  
CFTPT is a free program (funded by Human Resources and Skills Development Canada) that 
assists internationally trained professionals and trades people in finding work related to their  
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skills or professional background.  It offers a range of support services to the new immigrant and 
works with employers to assist in choosing a service option such as being a mentor or offering a 
cooperative work placement.  

Tel:  416-789-3420 ext. 244 (Toronto Office) 
 Email:  fortrain@costi.org 
 Website: www.cftpt.org/index.asp  
 
Dietetic Canadian Experience Program (BC):  
The Dietetic Canadian Experience Program at Langara College, Vancouver is a pilot project 
funded by the Ministry of Community, Aboriginal and Women’s Services. It is designed to help 
internationally trained dieticians obtain Canadian work experience to qualify to practice in 
Canada.   It offers an internship experience. 

 Email:  dcep@langara.bc.ca 
 Website: www.langara.bc.ca/dcep/index.html    
 
Metropolitan Immigrant Settlement Association – New Beginnings Work Placement 
Program (Nova Scotia):  
A pre-employment program for newcomers to Canada. Participants must have education and 
experience in a particular occupation, want to work in this field, require Canadian work 
experience, need good English language skills and a clear career focus. The program begins 
with three core workshops: job search, interview skills, and working in Canada. These are 
followed by a practice interview and participation in a six-week work placement. The six-week, 
full-time work placement is unpaid but it provides an opportunity for participants to gain 
Canadian work experience, local references and contacts and the chance to demonstrate their 
skills to a Nova Scotian employer. 
 Address: 7105 Chebucto Road, Suite 201 
   Halifax, NS 
 Tel:  903-423-3607 
 Email:  info@misa.ns.ca 
 Website: www.misa.ns.ca  
 
New Canadian Program (Ontario):  
This program works with international professionals and trades people seeking employment in 
their trade or profession.  This project was developed in January 1992 by the Waterloo Region 
District School Board. It works with a number of other community organizations and offers 
newcomers a variety of support services including three weeks of diagnostic work experience in 
a company.   
 Address: 12 Dupont Street West 
   Waterloo, Ontario 
 Tel:  519-883-0216 
 Website: www.newcanadians.org/NCP/NewcomerInfo.htm  
 
Immigrating Women in Science (IWIS) Project (BC): 
This project was created by the Society for Canadian Women in Science and Technology 
(SCWIST) with an aim to support female internationally trained professionals in science, 
engineering and technology. IWIS offers services, an e-resource open line and a mentorship 
resource centre designed to help internationally trained women with the challenges and barriers  
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they face in starting and building careers in Canada. A network of 250 women employed in 
various professions (science, engineering and technology) is available to provide mentoring and 
valuable first-hand information to assist newcomers. Facilitators match mentors with mentees 
after an interview is conducted and the needs of the internationally trained professional is 
assessed. The mentor relationship is not structured but rather is a flexible, peer-to-peer contact 
based on the needs of the mentee. Information and contact may occur before the internationally 
trained professional comes to Canada.  
 Contact: Shauna Paull 
   Coordinator 
 Tel:  604-895-5800 
 Website: http://www.harbour.sfu.ca/scwist/IWIS/index.html   
 
Success Skills Centre – Immigrant Professionals’ Employment Assistance and Internship 
Centre (Winnipeg):  
This program has operated since 1985 as a community-based not-for-profit organization, 
working in partnership with the federal and provincial governments and the City of Winnipeg.  
The Centre works exclusively with professional skilled immigrants and offers a range of services 
from employment search, resume preparation, job interview skills, workspace for job search, 
and workplace internships.  
 Address: 440-500 Portage Avenue 
   Winnipeg, Manitoba 
 Tel:  204-975-5111 
 Website: www.successskills.mb.ca  
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An Integrated Bridging System for Skilled Immigrants in BC 
 
Ministry of Community, Aboriginal and Women’s Services 
December 18, 2003 
 
System Components 
 
Delivered primarily through third party contractors, components of an integrated bridging system 
include the following: 
 

(1) Enhanced English Language Services for Adults (ELSA+) 
ELSA+ will result in increased social connectedness and entry into the integrated 
bridging system.  Products and services will support: 

a. Language Proficiency Assessment 
b. Enhanced English Language Training - Levels 4 and 5 

 
(2) Career Assessment and Planning Services (CAPS) 

CAPS will result in an efficient movement of skilled immigrants directly into the labour 
market or into appropriate bridging interventions to enhance labour market attachment.  
Products and services will support:  

a. English language proficiency assessment (ELP) 
b. Essential skills assessment (ES) 
c. Academic qualifications assessment (AQ) 
d. Technical skills assessment (TS) 
e. Employability skills assessment (EMS) 
f. Information and referral (I&R) 
g. Individualized action planning (IAP) 

 
(3) Integrated Bridging Projects (IBP) 

IBP will result in increased and sustained labour market attachment for skilled 
immigrants through the provision of skill enhancement and workplace practice 
opportunities.  Products and services will support: 

a. Pre-technical Language and Skills Upgrading 
i. Labour market language training (LMLT) - Levels 6, 7 and 8 
ii. Essential skills training (ES) 
iii. Career and cultural orientation (CCO) 
iv. Job search skill development (JS) 

b. Technical Language and Technical Skills/Apprenticeship Training 
i. Technical language training (TLT) - Levels 9 and 10 
ii. Technical skills/apprenticeship training (TSA) 
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c. Workplace Practice 
i. Internship/preceptorship (IP) 
ii. Job shadowing/practicum (JSP) 
iii. Mentorship (MEN) 

 
(4) Program/Projects Evaluations 
A Program evaluation products and services will result in an increased understanding of the 
effectiveness, efficiency and impact of an integrated bridging system.  Project evaluation 
products and services will result in an analysis of the effectiveness, efficiency and impact of 
individual projects delivered within the system. 
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Flow Chart for an Integrated Bridging System 
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Arnold Adof 
CESO Aboriginal Services 
BC Yukon Region 
604 986-4566 
 
Casey Chow 
Peter Liang 
S.U.C.C.E.S.S. Job Mentoring Program, BC 
604 408-7274 
 
Patrick Coady 
BC Internationally Trained Professional Network 
604 729-6598 
 
Marie Dean 
Canadian Pharmacy Skills Program 
University of Toronto 
416 946-5586 
 
Brigid Elmy 
CanadaInfoNet, Toronto 
416 787-1151 ext. 221 
 
Carmen Handinero 
Bamboo Network Host Mentoring Program 
Multicultural Helping House Society, BC 
604 879-3277 
 
Al Hendricks 
Training for Jobs  
Immigrant Services Society of BC 
604  684-2561 
 
Charlotte Katzin 
Jewish Family Service 
Vancouver, BC 
604 257-5151 
 
Mehran Kiai  
Dean of Life Long Learning, BCIT, BC 
604 451-6845 
 
Rose Lee 
Profession to Profession, City of Toronto 
416 392-4991 
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Elizabeth McIsaac 
Toronto Region Immigrant Employment Council (TRIEC) 
416 944-2627 
 
Collin Mercer 
BC Ministry of Community, Aboriginal and Women’s Services 
604 775-0665 
 
Bantoo Minhas 
Society of Punjabi Engineers and Technologists of BC (SPEATBC) 
605 318-0701 
 
Johanna Nethercott 
Registered Nurses Association of BC 
604 736-7311 Ext. 212 
 
Maria Nguyen 
Stepping Up Program, Immigrant Services Society of BC 
604 684-2561 ext 224 
 
Barbara Nowers 
Career Bridge, Toronto 
416 955-4290 
 
Curtis Panke 
CAPI, Toronto 
416 464-4304 
 
Shauna Paull 
Coordinator, Immigrating Women in Science (IWIS) 
604 895-5800 
 
Gillian Pichler 
Association of Professional Engineers and Geoscientists of BC (APEG) 
604 412-4857 
 
Dawn Sheppard 
Care for Nurses, Toronto 
416 406-6166 
 
Benilda Silkowska Masior 
Making Connections – Hospital Mentors for Foreign Trained Professional 
St. Michael’s Hospital, Toronto 
416 867-7560 
 
Rudy Ticzon 
Law Society of Upper Canada, Toronto 
416 947-3300 
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Farida Zuberi 
Skills for Change, Toronto 
416 685-3101 Ext 209 


