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Executive Summary

AspireAtlantic presents a comprehensive employment program designed to
provide targeted support and guidance beyond that traditional employment
training or education initiatives, which can fall short in assisting job seekers to
secure sustained employment. Recognizing the need for a holistic, relationship-
centred approach, AspireAtlantic integrates employment strategies that guide
job seekers towards meaningful positions in a sector with prospects for career
growth. The program'’s foundation rests on the assumption that specific sectors
have an increasing demand for skilled labour, and there are participants in need

of foundational skills training to prime them for meaningful careers.

The program implementation is made up of 6 stages: pre-launch activities,
recruitment and selections, Career Readiness Services or Training, Occupational
Skills Training, post-training and employment support and post-employment
support. AspireAtlantic is an integrated employment model that bridges the gap
between job seekers and employers by fostering relationships, emphasizing
career readiness, and offering ongoing support, ultimately contributing to the

success and growth of both participants and the sectors they enter.

The intent of this document is to share promising practices, provide a description
of the AspireAtlantic implementation experience in Nova Scotia with the
Manufacturing, Industrial Commercial and Institutional (ICI) Construction, and
Residential Home Construction sectors. It is our hope that practitioners will use
this document as a case example and resource to inform the further applications
of the core components of AspireAtlantic to scale for impact and success in

other sectors and jurisdictions.
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Introduction

The rate of economic growth in Atlantic Canada is 50% of the projected federal
rate. To grow its economy, the Atlantic region will require investments in
infrastructure and skill development, along with an expanded workforce. The
Government of Canada reports that job vacancy rates have risen across Canada
over the last two years, with particularly high numbers in the three Maritime
provinces (when compared to Newfoundland and Labrador).! Nearly half of all
vacancies are in sales and service, construction trades, or transportation, but
the fastest growing vacancies are in health care-related jobs. Despite difficulties
filling these positions, most vacancies require candidates with less than two

years' experience.

Historically the unemployment rate in Nova Scotia exceeds the expected
number outlined by the federal government. When this project began in 2019,
the Nova Scotian labour force was on a four-year upward trend.? Despite this

promising growth, Nova Scotian employers in manufacturing and construction
{ continued to see unemployment rates higher than the national average.?

AspireAtlantic was implemented as a demonstration program aimed at
showcasing innovation in sector-based workforce development. The focus

is on a range of industry- or sector-driven activities such as training and

reskilling job seekers, helping employers retain and attract a skilled and diverse
\ workforce and other creative solutions to help sectors address labour market
needs. AspireAtlantic was adapted from the WorkAdvance model, designed

by the Mayor’s Office to Advance New York City, the New York City Center for
Economic Opportunity, and MDRC. WorkAdvance is a dual-client model, as it is
informed by the needs of both job seekers and employers. The WorkAdvance
study, a randomized control of four sites, was designed to enhance workforce
development by addressing sector-specific needs, by training and upskilling
individuals who are unemployed or underemployed toward secure employment
that provides opportunity for career advancement. The goal of WorkAdvance

is more than employment and retention (as with many other programs), it

helps participants prepare for and enter quality jobs in selected sectors with
opportunities for career growth. Once placed, participants are provided further
assistance to guide them on a path of career advancement. Advancement

is defined as attaining better-paying, middle-skill jobs that offer competitive
benefits packages and opportunities for growth. The strategic combination of
screening, preparation, skills training, placement support, and post-employment

assistance ensures a holistic approach to career development.

Centre nces futures
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Introduction

Though Nova Scotia has numerous employment support programs, no program
had incorporated key elements of WorkAdvance in a comprehensive way.
The AspireAtlantic model (Figure 1) was adapted as a dual-client approach to
support both Nova Scotian job seekers and employers to improve retention
and career advancement. AspireAtlantic was adapted and delivered by way of
collaborations with government departments, sector councils, social service
provider organizations, and other pivotal stakeholders. AspireAtlantic was
designed to attract and serve underrepresented groups such as women, new
immigrants, and individuals from diverse backgrounds - Black, Indigenous,
and People of Colour. Program staff stay informed about industry trends by
maintaining strong connections with employers, to tailor the program to meet
d sector needs. Service providers work closely with participants to support them
through the program and help them take full advantage of the opportunities
that the program provides. Additionally, service providers assist participants in
solving challenges that could hinder their career advancement. The program
provided the knowledge, supports, and opportunities essential to access
employment that would meet participants’ needs and offered sustainable career

pathways in high demand sectors.

The purpose the AspireAtlantic Implementation Toolkit (Toolkit), is to share the
program experience and promising practices that can support further program
scalability. The promising practices described below stem from the impact
evaluation conducted and documented in the AspireAtlantic Technical Report.
Based on the AspireAtlantic implementation experience in Nova Scotia with the
Manufacturing, Industrial Commercial and Institutional (ICI) Construction, and
Residential Home Construction sectors, this Toolkit is shared as a case example
and resource for knowledge dissemination purposes, with the intent that it may

inform the further applications of the core components of the WorkAdvance for

success in other sectors and jurisdictions.
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Figure 1 - AspireAtlantic Model (adapted from WorkAdvance: A Promising Sector-Focused Strategy. MDRC, October
2016.Web 11 Dec. 2016. http://www.mdrc.org/publication/workadvance-promising-sector-focused-strategy)
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AspireAtlantic Experience

This section provides highlights of what it was like e Job Seekers & Program Participants - applicants
to be a part of the AspireAtlantic program. While who are seeking meaningful employment
Figure 1 (above) shows the linear components opportunities in the identified sector pathways.
that define the program, here we describe how

people navigate through these components with * Service Providers - agencies that provide
perspective from many of the core actors. A full employment services and have agreed to be
version of the document can be found online.* AspireAtlantic program partners.

Income is one of the most influential determinants * Case Managers - working for the Service

of health and wellbeing® and, therefore, access to Provider, they support participant recruitment,
meaningful employment opportunities and career screening, and intake, facilitate career

choices become significant issues. Fundamentally, readiness training, and perform ongoing case
AspireAtlantic goes beyond employment and job management to help participants with social and
placement services forming strong relationships emotional skills to navigate life challenges.

with the goal of support the needs of growing

sectors with skilled labour e Sector Organizations -agencies that

are connected to employers and have
The following core actors are involved in a industry knowledge and have agreed to be
dynamic ecosystem designed to build trusted AspireAtlantic program partners.
relationships that trains job seekers to compete for

vacant positions in particular sectors as part of the * Advancement Coaches - working for the

Sector Organizations, they work with program

AspireAtlantic program.

participants during training and post training
to prepare job seekers for job opportunities in
the sector. Also, connect with employers in
the design of training curriculum, promoting
the program, and supporting participants

post-employment.

Employers - share hiring practices and provide
advice on the technical skills needed for
success in their sector and hence organization.
They also interact with advancement coaches
and program participants in getting to

know AspireAtlantic.

AspireAtlantic Team - program oversight
and foundational research and evaluation

to understand the efficacy of the model

and impact.
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AspireAtlantic Experience

The AspireAtlantic experience begins with awareness and understanding of
the program, both by potential program participants and Service Providers
and their Case Managers. Figure 2 shows three general employment situations
of individuals who Aspire Atlantic is designed to serve. Potential participants
may be new to the service provider offering the program or be an existing
client. Employers and other potential partners across sectors, similarly, need to

become aware and understand the program.

Looking for training
opportunities/

Person who is

looking to upskill W////"///, opportunities in

other sectors

Looking for ways to

5 o D increase their likelihood Is made aware
erson who is v/, //' ‘g i of attaining a better job
of the program
underemployed //// ///’ in a sector they're in/ through one of

interested to explore many channels

)
Clients of the
service providers

increase employable skills Media mouth

Person who is facing

prolonged unemployment V//////"#/' E (social & technical) and

increase Canadian work

Looking for ways to Social q Word of

experience Online
search
Figure 2. Raising awareness of Aspire Atlantic amongst the individuals in 3 unique employment scenarios
-
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AspireAtlantic Experience

During the Intake & Screening phase of the program (Figure 3), the participants
understanding of the program begins through the relationship with the Case
Manager. This phase prioritized relationship building and allows the participant
to learn more about what it is, and what it is not, and for both the participant and
the Case Manager to assess fit. This allows the participant to make an informed
decision about entering the program, with the intent to be sure that they will be

able to complete the program and secure employment.

Interviews with
AspireAtlantic
staff to assess
motivations &
coachability for
taking the progam

Visits the
AspireAtlantic
website and does
self directed reseach
to learn about
progam details

Make an informed decision

and chooses to apply to the
Obtains contact AspireAtlantic progam because Waits to hear back

infomation (e.g., on p the information and support J from AspieAtlantic
the website), reaches they received from the Case staff regarding their
out to program staff Manager makes them feel application status
and asks calrifying confident that the program and next steps
questions will support and enable them to

get a job in the sector they are

interested in

Starts to build
trust with the Case
Manager who is
happy to answer any
questions and doubts

Figure 3. Intake & Screening of participants who decide that this is
the right program for them

L] Centre
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AspireAtlantic Experience

Once the participant accepts the offer into the o

AspireAtlantic program, the relationships and
connections increase in number and in depth. In

the first part of the program, Career Readiness

Training (CRT, see Figure 4), the participants: °

* Begin the AspireAtlantic program as a
cohort to take virtual and in-person classes
designed to ready participants for a career

in a particular sector.

* Are experiencing orientation to the program,
that includes overall etiquette and expectations
as CRT is meant to simulate the workplace

environment as much as possible.

Receives formal acceptance
from Case Manager

Receives confirmation of their
enrolment in the program
from their Case Manager

Starts the Career

Readiness Training to learn
about industry-specific
workplace expectations
and cultural norms. They
are also provided with
advice and guidance on job
applications and interviews

For example, there are typically attendance
requirements and topics related to social and

emotional skills for the workplace.

Meet regularly with their Case Manager,
fostering more understanding and trust,

and begin goal-oriented meetings with the
Advancement Coach. These meetings are
focused on individual support and career
advancement. It is also an opportunity to
participants to deepen their understanding of

the sector as well.

D

720

Goes through training that
is tailored to cohort needs
(e.g. ISANS includes the
career readiness progam as
part of their curiculum)
and is sector focused (soft,
social and emotional skills)

)
g Receives a certificate upon
—— successful completion of the
= Career Readiness Training
Figure 4. Entering the Career Readiness Training
=
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AspireAtlantic Experience

Sector-specific training, or Occupational Skills Training (See Figure 5), is
aligned with the needs of the sector, to prepare participants with technical and

hands-on knowledge to be successful in job applications and interviews to best

position them for gainful employment in the sector.

Begins a formal four-to-
eight weeks of industry-
specific Occupational
Skills Training, which
leads to an industry-
recognized credential

Goes through training that is
tailored to cohort needs and is
sector focused

Graduates from “training”
to “post training”

(e.g. Manufactuing: all online,
4 weeks, 7 hours/day of

instructions with guest speakers

and site visits ' \ \
Construction: all in person, 8
weeks, 7 hours/day hands on w \V “/
training, focused on using tools)
With a job employment not
ready and actively employment
job searching ready

Figure 5. Occupational Skills Training g "‘

At this stage, the Case Manager is less involved while the Advancement Coach
plays an increasing role. Participants also gain exposure to industry experts

and leaders, and gain a sense of sector work environments through site visits.
They continue to receive support, if needed, to continue the program. The staff,
mainly the Advancement Coach at this stage, are directing participants toward
self-sustaining career advancement. Coaches will help participants set goals
and identify next steps in the program. There is an opportunity to identify any
challenges in attaining employment, such as transportation or child care, and

direct participants toward managing these challenges.

During the training stage of the program, participants have the opportunity
to learn together and build peer to peer relationships. This shared learning
experience has built enduring relationships and connections to support

participants through and beyond the training experience.

Upon completion of the training, a graduation event is held to celebrate the
completion of the program. At the graduation event, each participant receives

an industry-recognized credential.

=
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AspireAtlantic Experience

After successfully completing training, the participant is now also a graduate
of the program and moves to the Job Development and Placement Support

stage of the program (see Figure 6).

Case Manager and
Advancement Coach
explore what is

happening and develops
an individualized
support plan

Receives individualized
supports from

their Advancement
Coach as part of
AspireAtlantic’s post
training supports

Gets a job offer from their sector
that they are satisfied with

Stays in the program

Receives high-touch job
search supports from Continues to receive
supports from their

Advancement Coach

Advancement Coach supports
with the offer, e.g., salary
negotiations, start date, etc.

Advancement Coach
that includes managing
expectations and making
sure it’s active

VoL =
v v v

Resume Interview Employment
review for preparation readiness
Jjob search and support assessment
cv o ——
—_— L
fr— " fr—
—_— [ Figure 6. Employment supports and activities
— O—=
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AspireAtlantic Experience

The participant, Case Manager, and Advancement
Coach work together to determine an individual
plan, and the participant is supported through

all the steps of pre- and post-employment—from
resume development, job application, interview
preparation and debrief, and ongoing coaching
towards career advancement. Any career or
professional goals are owned by the participant,
with the intention of moving toward self-sufficiency
in managing their challenges and identifying their
own needs. Additionally, the Advancement Coach
works with employers, to better understand their
needs, make a connection between the employer
and the participant and support the participant in
their application or even transition into their new

job and help them adapt to their new job.

Following employment, the participant continues

to receive support from the Advancement Coach
and Case Manager (as needed). As a part of the
Post Employment Services & Post Program Support
stage (see Figure 7), the Advancement Coach works
with both the participant and the employer to help

navigate job transition and career sustainability.

Designed as a demonstration project, the
AspireAtlantic program ended December 2023.
Ideally the Advancement Coach would remain
connected to participants for 12 to 24 months
post-employment for continued coaching and
mentorship towards career advancement. The
Advancement Coach role also continues to work
with employers to help understand challenges

and monitor the progress of participants through

employer feedback in their new employment roles.

The career coaching model serves participants
in AspireAtlantic by focusing on identifying goals
and motivating factors, ongoing coaching and

mentorship; identifying the steps to success

Leaves/transitions
out of program

Advancement Coach
continues to regularly
each out to participant

Does not need support anymore
Stopped seeking out support
Attains employment

Did not realize that post-training
supports were still available to them

Advances - goes back to school

Job loss - feels discouraged

Figure 7. Post program

and actioning them with guidance as needed,
exposing graduates to industry connections,
networks, and employers, and individualizing
wraparound supports that lead to self-sufficiency
and independent career decision making. None
of this is possible without relationships. Building
genuine relationships takes time and intention and
makes ongoing engagement between staff and
participants positive and lasting. After training, as
check-ins and meetings become less frequent, the
relationship between staff and participants was vital
support when career tracks are less linear and job

seekers are navigating work and life challenges.
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Scaling Practices

1. Program Initiation & Delivery

As part of a Phase 1 report that summarizes
needs assessment findings and outlines the
AspireAtlantic concept and workplan, there

is some information about the Nova Scotia
employment ecosystem that can inform strategies
and tactics for implementation and delivery.
Within the employment ecosystem in Nova Scotia,
there are numerous programs delivering pre-
employment and employment services. However,
there was outlined a desire, on the part of Service
Providers, to expand post-employment services.
Service Providers are interested to see how post-
employment services can help their clients to

find and retain employment, but the capacity to
provide this kind of services is lacking depending

on the organization.

Key Insights & Observations

e Training or education as part of employment
programs does not guarantee that an attendee
with find a job as a result, hence the clear need
for a holistic targeted employment program that
can drive job seekers toward meaningful jobs

with career growth and advancement potential.

e AspireAtlantic was adapted based on the
assumption that there is a strong demand
for positions in particular sectors and that
employers will have vacancies that need to be
filled. Program participants are expected to
complete with other candidates in the market,
although they will benefit from the established
relationships between employers and
AspireAtlantic staff.

AspireAtlantic is an integrated, concentrated
employment model to serve both the job
seeker and employer needs. As such, each of
the phases of the program are not necessarily
discreet practices or independent components
or practices. Together they form a holistic
approach centred heavily around support and
encouragement of job seekers and the needs

of employers.

Promising Practices

a) Relationship-Centred Design: Building and
adapting the program based on continuous

learning about the job seekers and sector needs.

The dual-client model is a distinct focus on
serving employers and job seekers. These
groups must remain at the forefront of the

development and delivery of the program.

Designing a program that puts the job seeker
at the centre must focus on addressing

the inequities that exist in the employment
ecosystem and within the chosen sectors.
Participants, staff, and employers are aware of
these issues and the barriers that prevent some

seeking employment from reaching their goals.

Networking with key parties can be challenging.
Investing time and effort from the onset to
develop trusting relationships is a critical factor
in building success and achieving program
outcomes for job seekers and employers, as well

as supporting sector needs.
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Scaling Practices

Offering proactive wraparound supports at
every stage to support the human journey
through the program enables timely, trusted,
and honest conversations. Wraparound supports
are defined as those supports that are flexible,
family or person-oriented and comprehensive.

In AspireAtlantic, Case Managers and
Advancement Coaches work together to provide
or refer an individual to a variety of services
which make up a holistic system of supports. (see

Appendix for sample job descriptions)

Program success is dependent on adaptive
supports which are flexible and responsive to
changing needs of participants and employers.
However, applying a structured evaluation
approach to collect and understand learnings
(inhibitors and facilitators), enables adjustments
and improvements to program delivery

throughout the program implementation.

b) Partnership and Collaboration:
Working collectively across the employment
services ecosystem to learn and achieve

dual-client objectives

Establishing service delivery partnerships
early in the design process is critical for
operational success. Relationships with service
delivery partners and across the ecosystem of
employment service supports need to be well

developed prior to recruitment.

Successful promotion of the program is
dependent on the solid connections or
connectivity to both the target sector(s) and the
employment services industry. Early involvement
of the sectors, who ideally are well connected to
employers, and Service Provider Organizations
(SPOs) helped with effective implementation.
Sector organizations and advancement coaches
worked to understand the sector needs and

provided a connection to employers.

There was an initial intent to engage employers
early in the program, not just in the job search or
employment part of the program. To be sure that
the training, particularly the Occupational Skills
Training, will address current and emerging job
seeker skill gaps or general labour shortages,
some connection to employers is beneficial.

It also helps to create early buy-in to improve
awareness of the program. Once employers are
aware of programs that are industry focused,
small and medium sized business can see the
value in having a pipeline of talent that has

been developed to suit their needs. This kind

of access to employers is often possible with
robust relationships with active sector or industry

organizations as well.

AspireAtlantic ® Implementation Toolkit: Scaling for Greater Impact ® February 2024 W Cenre
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Scaling Practices

c) Staffing: Forming the right team from the
onset, recruiting team members who are open
to learning new ways of working in a highly
collaborative program delivery model

e With six partners, three SPOs, and three
industry or sector council organizations—and
the need for participatory decision-making
and innovative thinking—a highly collaborative
approach was required. Partner organizations
embraced a team approach that incorporated a
growth mindset, their industry and employment
knowledge, participant-centred thinking and
open-mindedness for new approaches in sector

growth and meeting demand.

e FEach partner was responsible for hiring staff
that could work as a team began by seeking out
partners who would put forward enthusiastic,
skilled, and ideally experienced staff was a
priority. Case Managers and Advancement
Coaches who have the knowledge and skills
to promote and engage job seekers and
underrepresented people while assessing
employers’ needs for skilled labour can
seem a bit counterbalanced. In a sense, the
program builds the capacity to understand
and respond to the labour market in particular
sectors by provide skills training and support
to job seekers that will qualify them for quality
employment roles in their chosen sector. It is a

challenging balance.

e When staff are on board, they need adequate
time to understand all the different parts of
the program and prepare effective materials
to communicate the program objectives
to the referral partners (other employment
practitioners, case workers for social support

programs, etc.)

With Advancement Coaches in place from the
onset of program delivery, participants were able
to focus on long-term career goals as early as the
career readiness services/training phase. In fact,
there are benefits to having the Advancement
Coach role hired and ready even earlier. Case
Managers and Advancement Coaches work
effectively together to recruit participants
through the intake and screening phase of the

program toward two main goals.

First, the advancement coaches can help the
intake and screening process by fully explaining
the career path and kinds of jobs in the sector
that are possible at the end of the program

and the skills that employers in the industry

are looking for, thereby helping participants

understand the program outcomes well.

The second benefit is all about relationships.

If the Advancement Coaches are involved

at the beginning of the program, they can
instill the principles of career advancement
with participants from the start. Also, as
Advancement Coaches are beginning to look
ahead to building relationships with employers,
they can tell the story of the participants that
are in the program, not individually, but rather
as a general profile. For a new program, the
more that employers know earlier, the better
and stronger those relationships will be later in
the program when looking at vacancies

in organizations.
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Scaling Practices

2. Intake & Screening

Through our initial research, it was determined

that many job seekers have the knowledge, skills,
and abilities necessary to gain employment. It

is the quality of the employment opportunities

that was uncertain. There were apparent barriers

to their entry into significant opportunities. The
recruitment and screening process was meant to
uncover these barriers, whether they were personal
or professional. Ideally, industries could also
provide information about particular skills required
for particular jobs in their sectors. However,
AspireAtlantic sector organizations did not use skills
tests or assessments as part of qualifying for the
program as these were industries that had never
used them fully before. This was something that
WorkAdvance sites employed as part of recruitment
and screening of participants in most cases but was

heavily influenced or requested by the sector.

The responsibility of recruitment and admittance
into AspireAtlantic fell mainly upon the Case
Managers, who were hired by SPOs. Early on,
Case Managers involved Advancement Coaches,
who were hired by industry and sector partners, in
order to be sure that the sector perspectives and

needs could be considered.

The following criteria, which were developed

as part of a participant decision making by

the AspireAtlantic team in consultation with
sectors and WorkAdvance partners and advisors
varied slightly in relation to the sector for which
job seekers were recruited. The following is

the general criteria for entry level roles in the
Residential/Home Construction Fundamentals
Program and the Manufacturing Fundamentals
Program. They were general employment criteria,
e.g. there were few employers who would consider
removing a minimum of high school equivalency

from their employment considerations.

AspireAtlantic minimum entry requirements

examples:

e Former/current participants who have
successfully completed an intensive program
(i.e., requires high level of commitment

motivation, 3+ days a week)

e Individuals with limited (less than 2 years)

Canadian work experience.

* High school graduation (lower level of post-

secondary education is acceptable)

e People who earn less than $32,000CAD or
approximately $15.50/hour or experiencing

financial barriers or hardships (self-reported).

e People in underrepresented groups including
women, new immigrants, and Black, Indigenous

and People of Colour (BIPOC) are welcome

to apply.
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Please note: Some sectors added requirements
such as an ability to stand for long periods or able

to lift a minimum of 30-40 pounds.

ICI Construction criteria was centred on more
middle skill-type jobs and hence the admissions
requirements were different. This was a targeted
program for a large group of skilled newcomers
(mainly engineers educated outside of Canada
and/or had work experience in the industry) who
reported difficulties in attaining employment

in the ICI Construction Project Coordination

and Management sector. As these are middle-
skill or better type roles, it was an uncertain
endeavour to provide assistance to “qualified”
or educated, in some cases highly educated
people, to find meaningful employment. However,
the AspireAtlantic program seemed to meet an
employer need in priming new Canadians’ skills
for employment and exposure to the culture

of the sector. This was a gap in services that was

worth exploring.
The criteria generally included:

* You have completed a high school or GED
program from a Canadian or international

educational institution

* You have some past professional experience (in
some field applicable to the construction sector)

or some post-secondary education (or both)

* You are eligible to work in Canada and available

for this full-time, 12-week training program

=
AspireAtlantic ® Implementation Toolkit: Scaling for Greater Impact ® February 2024 PIER LABS T FutureSkills Genro des

e You are unemployed, under-employed, or facing

financial challenges and barriers to employment

® You have a strong motivation to learn online and

to work in the Construction industry

Please note: This particular program is for those
with past professional experience only. Itis not a

beginner’s program.

Key Insights & Observations

® Attracting job seekers to apply for a program
requires a clear understanding of the program
and training objectives and expectations of the
program. It stands to reason that job seekers
must understand the timing and schedule of
the program, what they will learn during the
program, and potential jobs available at the end
of the program. This is important for job seekers
and for the staff who are promoting the program
as well. It is not easy to explain and promote
a program that is not clearly developed or is

subject to changes once recruitment has started.

“Need to show up on time - one
individual would show up 30 or
45 minutes late, almost every day.
Then the instructor would go over
everything again. Slowed the day
down some days.”

- Participant

nces futures
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® Program criteria by which job seekers or
applicants will be chosen, must be clear and
established validated by the sector early in the
selections and recruitment stage to ensure the
program is selecting for job readiness aligned

with sector opportunities.

* In conducting selections interviews, staff have
criteria that act as an initial benchmark. For
example, staff would note if an applicant has
completed high school equivalency, a history
with the criminal justice system that has not been
pardoned, and available for the daily hours of
the program, for example. However, staff also
document other criteria regarding a person'’s
current financial situation, that is, this program
could improve one’s financial situation. Also, staff
might make note of their observations in their
propensity to learn or be coached and some
kind of personal readiness for this program.
This holistic approach allows staff identify
candidates who not only have a high likelihood
of program completion but also demonstrate
the potential for long-term success and growth
within the sector. It also means that concepts of
an applicant’s appropriateness for the program
outside of the admissions criteria, that which is
more subjective, to make allowances for those
that may be struggling in some way and would
benefit the assistance and guidance of this

program to find a job.

e The participant selection process is unique
can be an assurance to employers that the
program staff have screened for job seekers with
advancement potential. By the time participants
are making connections in the sector and
beginning to meet employers, they represent
the program. Naturally, those that represent the
program should be high quality potential job
candidates who have taken full advantage of the
program and now have greater chances for job

search success and growth in the sector.

Promising Practices

a) Criteria for Advancement: Screening job
seekers to balance program suitability and career
advancement readiness

e Selections criteria should be established early
and can include criteria that is vetted by the
sector and a guideline to assess an applicant's
readiness for this program. For example, if an
applicant is interested in working online from
home, an onsite manufacturing job would not
be suited for them. For some job seekers, the
selections interview with an AspireAtlantic staff
member is the first time they have explored
their interest a career rather than a job, their
abilities or their concept or perception of their
own abilities, and their innate coachability and
motivation despite potential previous difficulties.
It is important that the selection and interview
process also include a sensitive and thoughtful
discussion of the applicants’ self-confidence and
other personal factors, which can affect a job
seeker’s plan for their future, propensity to make
mature career-related decisions and hence their

overall success.
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e Selecting participants who are ready to learn, can

make a commitment to the program (simulating
a job environment), and who are interested

in the industry is important and yet requires
balance. Program staff may interview folks who
need help with personal or professional barriers
to attend the program. However, strong and
flexible screening criteria allows AspireAtlantic
staff to look for potential. And the program is
built to foster confidence and train for the skills
needed to complete the program, find a job and

advance through a meaningful career.

A scoring system or rubric assists in ensuring that
participants are interested in the industry and
know what to expect in the program. It could
also be used as a tool to provide information
about the program so that they can decide

to enrol. For example, a rubric might include
questions what they know about jobs in the
sector and perhaps what might motivate them to
find quality employment. This is an opportunity
to provide information about job prospects

and their associated job readiness skills that

will be covered in the program, and any other
information about the program and its potential

commitments that a candidate will need to know.

In collecting this information, AspireAtlantic

staff can first determine if their marketing
activities have been useful, and second, inform
participants about the sector and potential
opportunities and the post-training and program
support available. Some of the SPOs operated
differently with respect to the populations served
and the size and variety of the organizations or

even their networks who can refer clients.

* Some other questions will focus on gathering

more personal information regarding personal
struggles, past work history or difficulties, and
any history with the criminal justice system.
AspireAtlantic staff can encourage applicants to
share their struggles for extra assistance

and referrals to community resources or

other supports.

Employers benefit as strong selection for
AspireAtlantic helps act like a “pre-screening”
for future employers. Early discussions

with employers, sectors, and SPOs about
selection criteria can help but is not the only
considerations for overall suitability. Regular
assessments of the selections process, including

the criteria, should be ongoing.

It is essential to have the resources and
knowledge to serve the diverse needs of the
participants in the program. In discussions with
staff, many difficulties reported with participants
who struggled or were not finding employment
seemed to have been attributed to accepting
people into AspireAtlantic who were not well
matched or ready for the program. This was a
powerful tool for staff in selecting participants
for future cohorts, that is, staff had a deeper
understanding of the kinds of help the program
can provide or if the needs of the individual is

beyond any assistance of the program.

e T
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b) Promotion & Outreach: Attracting Job Seekers e Recruitment materials should clearly discuss
requires proactive and systematic outreach with a the intentions of the program and be easily

variety of community groups accessible by the target audience. The value

e Effective recruitment and selection methods of the program must be clear to community
are critical for driving job seekers to apply for partners who send prospective candidates to
the program. Proactive and systematic outreach apply to the program and to the participants
and well-established networks increases the themselves. Staff found that participants
volume of applicants. From a larger pool of were more likely to engage in the selections
well-informed applicants, AspireAtlantic staff can process when they understood the program
more easily select strong candidates who can commitment (start times, number of classroom
benefit from the program. hours, learning schedule, total program length,
etc.) and the kinds of jobs that they could apply
e Adequate time is essential for this stage. for/be considered for.
This helps staff feel that their work is more
manageable. Appropriate timing between e Strong relationships with SPOs who have diverse
recruitment, selection, and training also outreach and networking tactics is important.
allows for job seekers to prepare for the time Recruiting underrepresented groups proved
commitment in the program. challenging to enroll women and gender diverse

people in the program.
* |t takes time to market a program and acquaint

other employment practitioners with a new c) Responsive and Flexible Support: Job Seekers’
program as this is the target audience for needs are emergent and unique

outreach. Ideally other employment service e AspireAtlantic had budget flexibility to provide a

providers community groups who have range of wraparound supports such as gas cards,

access to job seekers can recommend folks to training stipends, bus passes, referrals to mental

the program. health related resources, professional interview
_ . clothing, laptops to participate in training or job
e Particularly in early cohorts, the bulk of the L

search, and even further supplementary training

intake and screening responsibility fell on the ) . )
for program alumni. For many participants in the

Case Managers of our SPOs. In later cohorts, .
program, these supports made enrolling to the

Advancement Coaches were working with Case . .
program possible, not to mention were helpful

Managers to be sure that all information related o
for retention in our program.

to the program is relayed to the applicant in

the process.
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* Participants were provided with a weekly training
stipend while enrolled in the program that
was meant to provide some support as they
completed the training part of the program.
Because they could have been taken away from
paid work or other benefits, Case Managers
asked applicants to carefully consider the
repercussions of accepting a training allowance
or stipend in case it influenced their eligibility.
They advised prospective participants to check
about Employment Insurance (El) benefits or

other social assistance payments.

3. Career Readiness Service
(or Training)

Career Readiness Services or Training (CRT),
taught by Case Managers, included skills deemed
to be "non-technical”. The programming, taught
by Case Managers in AspireAtlantic, includes
training in soft skills or social and emotional skills,
writing cover letters and resumes, and preparing
for interviews. Ideally, this is the part of the training
in which staff bring a sectoral focus to their

topics and training, e.g. resume for a particular
industry, not just resumes in general. In addition,
Case Managers can teach and prompt discussion
and honest conversation on things such as the

unwritten rules of workplaces and industry norms.

It is of note that there were newcomer groups were
mainly taught by a Case Manager very familiar with
CRT elements that would benefit new Canadians.
CRT was developed with the experience of

Case Managers who understand the needs of
their participants and consultation with sector
organizations. Case Managers facilitated CRT

and focused on providing information relating to
interpersonal skills, self-care and resiliency, digital
skills, soft skills, workplace expectations, job search

processes, and job applications.

Key Insights & Observations:

e Building on the relationship and trust from

the selections and intake process ensures that
participants will share and seek out or even

accept help.

Career readiness training that focuses on both
societal, cultural and sector norms, recognizes
and prepares job seekers for the unique context
in their career. It's more than just resumes and

cover letters.

“They have gone beyond what
| expected, by helping my
family, with my child going to
school as well. They asked a
few extra questions about life in
general. My son refused to go
to the high school, and | could
only homeschool, and they
helped me found an alternative
program. They helped me

not have to move... [My Case
Manager] was quite good at
going the extra mile.”

- Participant
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Promising Practices: with participants throughout their engagement,

to remind them why they chose to do this
a) Continuous Support: responsive to the

. . . ) program. Also, coaches can discuss how
unique participant needs throughout their

program journey participants are making progress towards their

goal/motivating factor.
* Many participants will share their struggles in

the selections process. For those who have e For example, if there is a single mother who is

identified that they require additional supports, struggling in the program, with assignments or

the AspireAtlantic staff can follow up on issues attendance then this could be an important way

or life circumstances that can be supported to keep her on track. In addition to a natural goal

early in the program and in anticipation of any of finding work to support her family, she may

needs that could be recurring. Every situation
will be different,

also share something such as, “l would like to
earn $19 per hour or more” or “l want to be able

to give my children experiences | didn't have”.

e One on one meetings with Case Managers o
d d The coach would then ask, to be more specific

and Advancement Coaches begin early in . o . . .
in identifying one experience for instance it

the training. Though both of these roles could be going on a family vacation or her kids

take on the tasks of providing feedback joining a soccer club. This goal would then be

and encouragement and to check in on a . . . -
used in subsequent sessions with the participant.

articipant’s overall well-being, there is a slight . L
P P 9 9 This example may be how to use motivation

difference in their focus. The Case Manager's . . . .
with some specific illustrations to remind the

attention tends to be wrap-around supports . ) .
P PP participant how their work and effort in the

such as bus passes or gas cards that the SPO

training can get them closer to their goal.

is equipped to provide as part of the project.
Advancement Coaches are interested in a job
seeker’s personal and professional goals, and
this begins with coaching conversations to
about personal and career goals and talk about
where a participant's interest lies and jobs in a
particular industry. In particular, the personal
goal(s) can represent a motivating factor for
completing the program to encourage strength
and resilience. The training program that is
meant to mimic the workplace can be intense

for some. The advancement coach can use a

motivating factor as a touchpoint to bring up
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b) Sector Norms: Having the social and

emotional skills to understand, adapt, and

navigate the workplace, cultural and industry

e CRT generally marks the beginning of the
training part of the program. When a participant's
commitment or understanding of expectations
is in question, it is vital to be curious about
what could be going on. This is an essential
point to set out a plan to get a participant on
track for assignment deadlines or attendance
issues, for example. The expectations in the
training environment are meant to simulate the
expectations in the work environment, such as
attendance, punctuality or even dress codes.
Thus, if a participant is not attending or “showing
up” to class, then there is no reason to think that

the employer experience will be any different.

“There were parts of the course
where we went over scenarios ...
[AspireAtlantic staff] taught us to
stand up to bullies and negative
people ... it helped me in such a
way, that there was this guy who
was speaking negatively about
another person, and | stood up
for the other person. | probably
would have usually kept quiet,
but | had the courage to say | am
not with that.”

- Participant

Getting participants back on track or exiting
participants who cannot meet the standards
of the simulated work environment can

be difficult, but it is crucial. It benefits the
participant and the reputation of a new
program in a well-established employment
services ecosystem with many players and

practices that have not changed significantly.

The CRT part of the program is meant to be

a safe space to begin curious conversations
about the work, workplace cultures, and
industry norms and expectations. It begins
with expectations regarding attendance,
professional dress and conduct for the
industry (if applicable) and how to get your
resume noticed. Topics such as conduct

in the workplace, how superiors generally
like to be addressed, how to ask for a raise
(and when) or how to ask for feedback

to improve performance are important
discussion points for coaching sessions and
can help in solidifying goals and motivating
factors. This is also a part of the program

in which Advancement Coaches, with their
industry knowledge, can contribute and
facilitate conversations about workplaces and
employers with participants in the program.
This was particularly useful for newcomers
who were keen and curious about the cultural
differences in a particular industry and having
struggles in finding work in their industries

in Canada.
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e The program is meant help participants learn
the habits and expectations of employers in
their targeted industries. Though the program
does not guarantee that a participant will get a
job, there is an opportunity for Advancement
Coaches to recommend or refer to an
employer inside or even outside their network.
Advancement Coaches do their best to connect
job seekers and employers for networking
purposes, however, the participant must still
do the work to get a meeting or interview.
AspireAtlantic alumni are coached to take
charge of their job search and candidacy
with some guidance and advice. There is no
guarantee of a job after the training however
Advancement Coaches are likely making
connections and “"vouch” for the program
graduate with employers, particularly in the
post training part of the program. Career

coaching continues.

c) Sector Preparedness: Tailoring resumes and
interview preparation to a particular sector

e CRT with a sectoral focus helps participants to
practice emerging skills, such as promoting
their own achievements or using sector specific

terminology, in supportive settings.

* Preparing a participant for job searching and
applications in a particular industry requires
some guided practice in a safe environment.
For some learning how to promote themselves
in an interview or as part of an “elevator pitch”
or regularly update their resume with new
training achievements or skills is something
that job seeker will do as a lifelong skill that can
boost their self-confidence. This can provide
hope and optimism for their prospects toward a

meaningful career.

“I think it was well equipped,
and delivered effectively, we
got to meet some industry
experts, who had a lot of
experience. it also had
certifications, and important
introductions. They did a good
job explaining the information
in the Canadian context.”

- Participant

e Case Managers or facilitators can set up the

conditions needed for practicing new skills
with mock interviews or with alumni from
previous cohorts who can give feedback

on resumes or interview skills. Often

debrief sessions or information sessions or
presentations with alumni provide a powerful
testimonial for the program and hope for the

end of a challenging program.
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4. Occupational Skills Training

The implementation of Occupational Skills Training
focuses on the skills and outcomes that employers
deemed to be essential skills and knowledge for
success in their industry. The OST curriculum was
informed by the sector partners with Advancement
Coaches supporting, and in one case facilitating
and leading, OST. The industry organizations
informed the content and approach that would fit
local employers’ wish list of skills for prospective
employees . As a result, topics covered in OST
included sector fundamentals as advised by sector

organizations and employers.

Key Insights & Observations

e One of the strongest aspects of this program
was the prospect of learning about the
industry-related skills that are in demand by
employers. The type of training was likely to
make a difference in this program. It was meant
to fill a gap that did not exist in the training or
employment services ecosystems. This training
was intended to be practical and would provide
skills that employers would appreciate.

Though a credential could be attained at an
educational institution, it is not meant to be

post-secondary school.

e OSTis made possible by involvement of
employers and sector experts in developing
sector-related curriculum. Participants
interviewed felt that much of what they learned
was going to be helpful for their future careers.
Sector and employer feedback on the OST
learnings and outcomes was important to keep

the program relevant.

RN

e The concept or ideas behind microcredentials
were useful for guidance and perspective on
training. OST is meant to be of short duration
and impart skills that other program such as high
school or post secondary level training cannot.
A microcredential is defined as a recognition of
assessed competencies or skills earned through
a short learning experience. Microcredentials
should align with labour market, employer or
community needs to train for critical skillsets and
yet remain agile and responsive to changing

labour market requirements.seurce novascotia.ca/

microcredentials

Promising Practices

a) Industry-recognized credentials: Sector-based
programs offer industry informed training

with sector input and a base for fundamental
industry knowledge

e Developing strong, industry-informed OST
programming can create the best chance
that the skills are relevant for the sector. For
graduates to find jobs after the program is
complete, the OST should be sanctioned by

industry groups, and if possible, employers.

e |tis also important to note that AspireAtlantic
was developed to fill a gap and to improve the
success of the trained participant in getting,
keeping, and advancing in a job. This program
was not meant to compete with college level
programs such as certificate, diploma or degree
studies. The training in AspireAtlantic was more
like microlearning to teach the fundamentals
of an industry or particular entry level job.

This kind of trainind could certainly spark
a desire for further learning, which is also a

favourable outcome.
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e Skills training or even post-secondary training

does not guarantee that an individual will attach
to employment, as evidenced in instances
where a college or university graduate may not
be employed in their field of study. By taking on
the principles of just-in-time learning or priming
someone with knowledge and the vernacular of
an industry, AspireAtlantic was able to graduate
folks with a good base of understanding of an

industry.

“Have more opportunities to
practice. It's important that
you can perfect the specific
exercise. In real time, you need
to understand, it's important.
Have more practical exercises
before they try to get a job.
More hands-on work - with
blueprints especially.”

- Participant

Ideally, a sector-focused training program has
a credential that is recognized by a particular
industry, but is not a post-secondary or “school”
program. In AspireAtlantic, the three industries
did not have an existing widely recognized
credential, and so with industry input, the
AspireAtlantic program made one of its own.
The job of the Advancement Coach was to use
personal sector knowledge and “shop” the
program to new networks and employers to
validate the learning outcomes. Employers in
certain sectors have the potential to lean on a
particular way of finding new talent. Our work
with sector organizations This is also helpful in
making employers aware that this program will
soon have graduates that will potentially

be well-suited for their organizations as a form

of promotion.

In the development of the AspireAtlantic model,
our team referred to WorkAdvance which
referred to preparing job seekers for high-
demand and middle-skill jobs.MPRC2016 |t makes
sense that if participants have been trained or
primed for a particular industry and in a more
targeted way compared to other job seekers than
outside of AspireAtlantic, then it follows that the
AspireAtlantic alumni would better prepared,
more qualified or more likely to be considered
for more advanced roles. In the AspireAtlantic
program, many of the high-demand opportunities
were entry-level roles, and most organizations

in AspireAtlantic reported having fairly solid

advancement potential.
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e The ICI Construction sector and a service
provider who serves a group of highly educated
and foreign trained newcomers reported a need
for more middle-skill job opportunities for this
groups. They were not successful in attaining
entry-level roles. This particular stream of
participants had slightly different selections and
intake criteria and requirements. The training
was targeted to those with more advanced
skills and knowledge because the jobs required
more advanced skills and were well-suited to
participants who had previous education and

industry experience.

b) Integrating soft skills and technical skills
training: Providing holistic and industry
related context

® In early cohorts, CRT and OST training were
offered somewhat independently. For example,
the 8-week Manufacturing Fundamentals
program began with 4 weeks of CRT followed
by 4 weeks of OST. CRT sessions were generally
half days of training, and OST training days
were full days to simulate working days as much

as possible.

“Programs that | took
before were not as helpful
as this. When I was in [a
local community college]
they also were not willing
to do 1 on 1 and would not
accommodate me.”

- Participant

e In later cohorts, AspireAtlantic staff integrated

CRT and OST over the length of the program
in order to enhance both parts of the training.
The technical topics and soft skills topics could
be combined in a weekly or daily schedule, to
better simulate a work environment. Both staff
and participants responded positively to this
scaffolding of the content. [outline pros

and cons]

Participants felt that OST was unique to
AspireAtlantic. They appreciated receiving
customized training and sectoral based
learnings to guide them through their

employment journey.

c) Continued support: Helping participants
through training as needs change

e Training delivery methods, like overall support,

should be dynamic and responsive where
possible. For example, demand post-covid for
flexibility in training and work seemed to be
on the rise, and so the program endeavoured
to prepare participants for flexible work
environments. While building in this form

of resilience and adjustment is possible in
some aspects of the program, the jobs that
AspireAtlantic are training for are largely in
person. Hosting in person session to showcase
the hands-on practice and skills deemed to be
required in the roles in the sector can provide a

balanced learning experience.

Balancing the learning needs of a variety of
participants is a challenge. Regular check ins
not only between Advancement Coaches

and participants are important to be sure

that participants are supported, but also
between program staff and the facilitator of the
Occupational Skills Training to address behavior

and any recurring needs.

=
AspireAtlantic ¢ Implementation Toolkit: Scaling for Greater Impact ¢ February 2024 PIER LABS T FutureSkills Genro des

Centre nces futures




31

Scaling Practices

“I really love the fact that we get
to do site visits, showing us what
to expect, and it also shows us
what we can do, what we could
end up doing for ourselves.”

- Participant

e There are opportunities to use additional course
work and/or one on one support for those
who struggle. For those who were a bit more
advanced, staff reported allowing them to act as

peer mentors for others.

e Site visits or employers as guest speakers in
the program were built in as often as possible.
Participants get the benefit of information
directly from an employer and employers get a
preview of the calibre of participants that are in
the program soon to graduate. For a program
that simulates a genuine work environment,
participants meet real employers communicating
real expectations while making connections with

industry professionals.

5.Job Development
& Placement

The goal of AspireAtlantic was to provide job
seekers with the skills necessary to promote
success in future job searches. Though the original
model referred to this part of the program as

"Job Placement Services”, the AspireAtlantic team
called this “Job Placement Support” as placement
services in Canada usually refers to a job that

is guaranteed at the end of some ind of pre-
employment training or programming. This slightly

different philosophy means that Advancement

Coaches are not “placing” alumni into jobs, but
rather curating posted job opportunities and
providing dynamic career and job search coaching
and support for participants. For example,
Advancement Coaches would make contact with
employers with whom they had close relationships
and new employers. At the same time, they also
supported participants to search for jobs using

a variety of sources while helping participants
evaluate different job opportunities. For example,
one employer may not have a benefits plan but
may have higher wages, while others may have
lower hourly wages and shift work but they offer
health and vacation benefits. This post program
support (along with was intended for up to

18-months following graduation.

Key Insights & Observations

e Job development or job placement has
a particular meaning in the AspireAtlantic
program. At the beginning of the program, the
employer is the second of the "dual” customers,
and so the relationship with employers begins
with a strong understanding of the career

options and general workforce trends.

e Making a strong match between alumni skills
and abilities and skills outlined in vacant
positions in the sector is made somewhat easier
with established and trusting relationships with
employers. If employers feel that the program
has an understanding of their needs or even

workplace culture.
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Promising Practices

a) Employment Readiness Post Training: Assisting
and supporting those who are employed, job
searching, or experiencing job loss

* AspireAtlantic staff established certain criteria
and identified behaviours that made alumni
job ready. Advancement Coaches will identify
who is ready to job search and who perhaps
needs additional training or support based on
their progress in the training and their attitudes
and mindset post training. When Advancement
Coaches are putting forward to employers those
participants that have the best success of doing

well in an interview.

e Advancement Coaches are supporting the job
search process beginning with exploring job
postings and vacancies with alumni who are job
or employment ready. Alumni and ACs work
together to identify job postings and vacancies
which are in line with the sector and their
strengths and interests all while keeping realistic
expectations at the forefront. Staff (AC) leverage
their industry credibility and are well positioned

to vouch for job seekers and help overcome

employers’ potential biases.

After a participant has found employment, follow
up is reasonably immediate and has particular
goals in mind. For instance, an AC may follow
up with the employee after Day 1 at the job,
then Week 1, and then Month 1. Coaching
conversations early on and throughout are
important with both employers and employees.
Staying connected is important for retention
and this will look different for each participant
depending on their circumstances. There are

a variety of negative situations can arise, and
with regular contact, they can be avoided and
perhaps overcome. This is a chance to help a
graduate with self-reflection, motivation and

employer expectations in an employment role.

Job loss happens in employment programs

for a variety of reasons. Advancement Coaches
have an opportunity to collect valuable about
these situations. It could be that the applicant or
alumni was not employment ready or there is an
unexpected trend in the sector or situation with
the employer. ACs can follow up with employers
to get feedback that can help inform ways to

support the job seeker.

Depending on the situation, the Advancement
Coach can support by providing more training or
personal support for participants experiencing
job loss. Support could take the form of referrals
to helpful resources and talking though this
setback and looking forward. Every situation

will be different, so coaching to uncover a
systemic issue around actual job readiness

will be important. Some participants will be
eager to find another job and others may feel
disappointed or frustrated. For those who are

employment ready and can be coached past the
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set back of job loss, applying for other jobs and
continuing to job search are generally the best

next steps.

e If Advancement Coaches are able to maintain
the employer relationship from this situation,
it is a chance to show the employer that there
is something to be learned from this situation.
The AC will have perhaps better insight about
the employer and employment opportunity in
this organization. In this case, the AC can use
this to inform their practicing of matching job
seekers to these opportunities. These situations
ought to handle with care, as letting a program
participant go from a job could negatively
influence an employer’s opinion of the program
or quality of graduates. Some employers may
not be ready to engage with program staff after

ajob loss.

“I let [my Advancement
Coach] know | applied to this
position, | asked him if he had
any contacts for this position,
because he knows many
people in this industry. He did
have contacts at this company.
[The AC] asked his contact to
share my resume for me. [The
AC] also offered me a mock
interview before my interview
for my new job.

- Participant

Advancement Coaches use their extensive
sector-based knowledge and relational capital
to help employers make connections between
the skills learned in the program and the
employability skills in certain job postings.
Advancement Coaches can help employers
see how alumni are suited for opportunities in

their organizations.

Staff Advancement Coach understand

enough about the industry and what matching
a job seeker to a job looks like. Meeting
employer needs creates the positive conditions

for success.

The network that Case Managers and ACs

had were essential for the success of this
program. Case Managers were able to provide
participants with information regarding further
supports through their extensive knowledge
of social supports. Advancement Coaches

felt that their relationships with employers

and sector professionals often helped the
participants secure jobs. Advancement
Coaches often utilized different tactics to

help promote the program to employers and
AspireAtlantic graduates such as calls to hiring
managers to inform them of the program its
value and benefits to them and even invites

to AspireAtlantic information sessions and
celebrations. Employer involvement can lead
to buy in which helps to create a stronger

ecosystem of support for the participant.

b) Employer Relationship: Keeping in close touch
with employers and communicating AspireAtlantic
graduates as attractive, screened candidates

e Advancement Coaches can highlight the

quality of alumni that are interested in roles

with employers. By emphasizing the distinctive
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benefits for employers such as pre-screened
candidates for their job vacancies, the support
services that Advancement Coaches can provide
for job retention, and well-poised candidates
with industry-recognized skills, the program can
answer the question "what's in it for us” as the

employer or hiring manager.

® This part of the program may feel familiar to
those with a “sales” background. This is an
opportunity to show employers the kinds of
services that the program can offer to employers.
Advancement Coaches can showcase the
knowledge of the employer needs, thereby
building a relationship of understanding.
A strong relationship makes it easy for
Advancement Coaches to get information and
feedback about how the employee is performing
on the job, which areas to work on, and insight

into advancement paths and opportunities.

e Advancement Coaches, with feedback from
new employees, can also provide some
insights about an organization. For instance,
an organization could learn more about their
workplace culture for new employees including
the onboard process. With the right approach,
this information could be positioned as
something to help the employer and enhance

the relationship.

6. Post-Employment Services/Post
Program Support

Advancement coaches and case managers
maintain relationships with job seekers to provide
supports as necessary. Some of the supports

provided by AspireAtlantic staff included

supporting them in finding specialized education
for their children or additional funding to gain skill

gaps identified through their job search.

Key Insights & Observations

® In order to prioritize support for graduates
through job search and attaining employment,
the program prioritizes strong relationships with

both employers and participants.

e Mentorship scaffolds the experience of the
participants in the training and through the
employment experience. This program provides
job seekers with mentors in the form of
Advancement Coaches who have knowledge of
their specific needs and can help and support to
them succeed in the workplace. This mentorship
can transition to mentorship and trust in the

workplace as well.

e Follow up with graduates becomes more
challenging after the program training is
completed. Advancement Coaches follow up
regularly and Many participants do not keep
in touch regularly and help alumni see the
added value the after training support. Planning
and promoting relevant events that will entice
alumni to stay in contact with program staff
and continue learning can certainly assist.
Post-training programming can also take the
form of support to employers and participants.
Events that assist with networking, industry
guest speaker events and skill-building training
sessions can increase the likelihood that
participants will stay in touch and share their

struggles, and accept support offered to them.
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Promising Practices

a) Alumni Relationship: Maintaining relationships
with program alumni keeps participants engaged,
confident, and resilient.

e Relationship-building continues to be an
important part of supporting the job seeker.
Maintaining channels for open and authentic
communication are beneficial in at least two
ways. First, participants can continue to receive
support from program staff, as they job search
and begin their new jobs, which is important
in keeping on top of a participants’ progress.
Second, participants can provide valuable
information about their experiences and
insights in job searching and employment
with a particular organization that can help
uncover points of feedback for employers and

other alumni.

“Most importantly | met
knowledgeable people, who
are helpful and supported me
a lot. It was an honour for me
to meet them, and through
them | met other people in the
industry. It has been a great
program for me, and the most
important part is that they are
still trying to support me, even
though | already got a job.”

- Participant

e Prior to and following graduation,

Advancement Coaches set up expectations
that post-program support keeps graduates
connected to the program staff and to their
peers. Case managers were available augment
advancement coach support to provide various
wraparound supports and connection to other

social resources as needed.

Post-training becomes mentorship and
mentorship takes time, just as advancement
takes time in meaningful career paths. Support
from employers, program staff and even peers
can help when issues arise at work or even at
home. With Advancement Coaches and Case
Managers managing graduates and issues

as a team, the alumni have more all-
encompassing support for both personal

and professional issues.

Consistent and regular connections with alumni
for career planning (such as 4 times a year) to
follow up with intention, e.g., updating career
goals, sharing difficulties, check in overall
wellbeing and providing guidance and coaching

for difficult situations.

“IThe Case Manager] was the
leader, and she was open,

to answer questions and to
follow up anytime. | am still in
contact in[sic] [the CM]. She
would hold your hand and say
that we are going to make it.”

- Participant
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e Advancement Coach can balance working with
both job seekers and employers as a bridge with
proactive follow up and ensuring that the needs

of both are sufficiently met.

* Supplementary training post OST is beneficial
to support continued learning and build skills
necessary to get, keep, and advance in a job.
Program staff reported that keeping lines of
communication open and maintaining consistent
contact with participants was harder after the
program. Long-term focused engagement that
scaffolds the learning of participants by providing
networking, industry guest speaker events and
skill-building training sessions increases the
likelihood that participants will accept the support

offered to them.

b) Employer relationship: Keeping in close
touch with employers after alumni are hired as an
additional benefit of the program

¢ |Instilling a lifelong learning philosophy has
benefits for employers and graduates. With
continuous learning or supplementary training
and performance and career planning with
opinions and view from employers, employees
get real time support with feedback directly from

their workplaces.

* There were additional reported benefits ICI
Construction part of the program. This particular
program was developed in response to a
need identified by the sector organization and
a service provider who noticed an influx of
highly skilled internationally trained engineers
who were having difficulty finding work in
their field, mainly engineering, in Canada. This
program admitted applicants with degrees

and in some cases years of experience in the

project management field. This meant that

the kinds of roles they sought with the help

of the Advancement Coaches were middle-
skill type roles such as Junior Estimators and
Project Coordinators. As the need in the sector
had been identified, the skills training, cultural
context for the industry and job search support

was focused on filling this need.

Some AspireAtlantic graduates reported that
without the AspireAtlantic program, they

had trouble even getting interviews with
Construction and Engineering firms. After
AspireAtlantic, graduates interviewing more
frequently and more job offers after this
program. With the work of the Advancement
Coach to inform employers about the program
and with more Canadian context given to
participants as part of the program, the
graduates now seemed to be well matched
for the project management vacancies at

many firms.

For employers, with trust and confidence

in the ACs and the program, there is an
opportunity to use the AspireAtlantic program
staff as an additional support in performance
management or employee development. This
service or guidance from staff, particularly the
Advancement Coach, to the employer maybe
unwelcome. We have certainly heard from
employers that the Advancement Coaches
service sounds interesting but is not needed
now that they are employed-this is the
employer’s job. That is mentorship, support and
job coaching in the early weeks of employment
is the employer’s role and the Advancement

Coach service is not required.
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e AspireAtlantic had additional funds to obtain

additional training for participants if they were
in need of any personal and professional
development training that some employers
might not be able to afford. For example, some
newcomers were keen to continue English
language training in their own time, and the
AspireAtlantic program provided funding or
community referrals for graduates to pursue

additional support or learning.

With strong relationships and trust,
AspireAtlantic staff can showcase other
additional or residual benefits of the program.
For example, advancement coaches could
support HR functions in some organizations, by
recommending another AspireAtlantic graduate

to make recruitment easier.

e AspireAtlantic has the potential to enlighten
industry leaders and employers to the diverse
talent that advancement-focused, sector-based
programs can offer. Because the economy in
both Nova Scotia is characterized by small
to medium-size enterprises (SMEs), sectors
in AspireAtlantic highlighted the lack of
Human Resource (HR) capacity. The work of
Advancement Coaches to support employers
and employees has potential to address this
issue. Advancement coaches were a new
human resource tested through the model
and intended to be a compliment to

case management.

Below is a summary table, outlining the
AspireAtlantic promising practices significant to the
design and delivery of the scaling model to support

better outcomes for job seekers and employers.

PROGRAM INITIATION
& DELIVERY

INTAKE &
SCREENING

CAREER READINESS
SERVICES

¢ Employment programs ought * Program criteria must be e Career readiness services or

to be designed to serve job clear and established early training (CRT) should focus on

seekers holistically, to drive them in the recruitment process both societal and sector norms,

towards meaningful jobs with and validated by the sector to recognizes and prepares job

career growth and advancement ensure the program is selecting seekers for the unique context

potential with employers. for personal and professional in their career. The training

attributes in alignment with sector teaches more than just resumes

¢ Relationships-centered design
needs to be considered when
building and adapting the
program to factor in continuous
learning about the job seekers
and sector needs. Strong
relationships build strong trust
with participants.

opportunities.

Attracting job seekers to make

a commitment to the program
requires a clear understanding
of the program, expectations,
training objectives and potential
jobs available at the end of

the program.

AspireAtlantic ® Implementation Toolkit: Scaling for Greater Impact ® February 2024

and cover letters.

e Social and emotional skills,
the “non-technical” skills, and
awareness figure prominently

in the CRT.
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OCCUPATIONAL
SKILLS TRAINING

¢ Ensuring that the training was
practical, hands-on, and strongly
based on sector need allowed
participants to map their future
careers and make connections
between the training topics
potential jobs.

e The sector-based program and
credentials offered industry
informed curriculum with
employer input. The most
appropriate kind of training
that would benefits participants
in a matter of weeks was
fundamentals training in the form

of “micro-learning”.

¢ Participants benefited from
receiving continuous supports
throughout training as needed.

JOB DEVELOPMENT
& PLACEMENT

¢ Relationships with employers

begins with a strong understanding
of the career options and general
workforce trends.

Making a strong match between
alumni and vacant positions

in the sector is made easier

with established and trusting
relationships with employers to
understand an employer’s needs

and even workplace culture.

Participants benefited from further
training while employed, job
searching or experiencing job loss.

Advancement Coaches stayed
in close contact with employers
to encourage on-going
communication to support

the develop the Advancement

Coaches understanding of the

organization’s needs.
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POST-EMPLOYMENT
SERVICES &
POST-PROGRAM SUPPORT

e Strong relationships, with

employers and participants
means identifying potential issues
early for better job retention and
chances for career advancement

for an AspireAtlantic alumni.

Advancement Coaches provided
coaching and HR support to
employers as well.
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Scaling for Impact

Finding solutions to complex social issues takes e Build on the partnerships that have been

time and many iterations to build evidence and established through the AspireAtlantic

scale social innovation. The innovation cycle program with funders, service providers, sector
(Figure 8), developed by Blueprint, is rooted in associations and training institutions.

an evidence-generation approach to support the
effective scaling of promising programs. * Enhance employment services to enable sector

growth toward economic prosperity.

The goal of scaling the promising practices is to:
Scaling will require support from funders and

¢ Fill the vacancies in the sectors identified by committed partners, including sector associations,
connecting job seekers with employment service providers, and training organizations. The
opportunities with advancement potential that recommendations below outline the pathways for
will grow the sector. continued momentum and innovation to enable

(1) scaling of active sectors (manufacturing and
construction), (2) expansion to other sectors, and

(3) ongoing impact measurement.

Needs Assessment
What's the issue?

Sustainable Scale/

Systems Change

How do we ensue

sustainability and

move the needle on

systems change?

Scaling "
How do we grow

and maximize e_
reach and impact?

Delivery and

Iteration

How do we roll out

our offering and

improve it over time?

Blueprint, 2023. Source: https://www.blueprint-ade.ca/insights/scaling-social-innovation
Figure 8: Innovation Cycle

Concept Generation

How might we address
the issue?

Research, Design,
Prototype

How do we bing this
concept to life and de-risk
its development?

NG
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In the initial Design phase (Phase 1), the Pier Labs
research team worked our way through steps 1, 2,
and 3 to deepen our understanding of the issues
facing the employment landscape and designed an
adapted version of the model to facilitate upward
mobility for job seekers in Nova Scotia. In the
Implementation phase (Phase 2), Pier Labs and the

consortium of service delivery partners conducted

a prototype and pilot (steps 3 and 4) of the
AspireAtlantic model. The model was demonstrated

in manufacturing and construction sectors.

The results of Phase 2 have shown persuasive
evidence and promising practices that, with some
enhancements to stabilize the model (step 4), would
be beneficial to scale (step 5) for maximized reach

into the employment landscape in Nova Scotia.

Recommendation 1: Scaling for Active Sectors

Integrate the learnings and promising practices

to adjust and stabilize the model to generate a
steady supply of potential participants to focus
efforts on maximizing the reach and impact to
support workforce needs in the manufacturing and

construction sectors.

Adjusting the AspireAtlantic model to improve
stability will require partnerships with service
providers who have ready access to potential
participants (e.g., Nova Scotia Works and ISANS).
Having service agreements in place with service
providers who can reach and connect with a steady
supply of participants, will enable employers to find
skilled labour to support high growth sector needs.
The service providers would continue to provide
services for program intake, screening, career
readiness training, and ongoing case management

support for participants.

Integrating the promising practices into the
existing employment services landscape should be

completed through a stepwise approach as follows.

Step 1: Pre-Launch (3 months)

During this phase, the research team will work

with identified Sector Organizations and SPOs and
establish service agreements and adjust the model.
The service delivery team, including SPOs and the
research team, to build the needed infrastructure to

support the program.

Key Activities:

e |dentify service providers
e Establish service agreements

e Review and confirm the sector workforce gaps

continue to exist
e Adapt model based on prototype learnings
e Adapt evaluation framework and plan

¢ Onboarding service delivery partners (staff)
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Step 2: Program Delivery (12 months)

The service delivery team will be responsible for
developing the needed materials for the program,
preparing to deliver the training and support and
engaging with employers and job seekers. Program
launch includes the recruitment and screening of
participants, delivery of career readiness training
and Occupational Skills Training, and employment

or job placement support post-training.

Key Activities:

e Developing marketing materials and networking

with community serving employment groups
e Engaging employers and job seekers

e Assessing job seeker needs and support any

training related expenses

e Developing and adapting curriculums and

training materials

e Building the understanding of employer
readiness and offering the HR support

® Recruitment of program attendees

e Training Delivery

Step 3: Evaluate & Iterate

The research team works with the service delivery
team to collect and analyze data to support

continuous adaptation of the program.

Key Activities:

e Holding regular meetings between research
teams and service delivery to understand
what is working and what opportunities

for improvement.

e Conducting developmental evaluation activities
to understand what may be needed for future

applications.

Recommendation 2: Expanding to Other Sectors

A key factor in choosing the WorkAdvance

model to adapt and test in Nova Scotia, was the
demonstrated flexibility and adaptability of the
model to expand in response to high growth sector
needs. Leveraging the wealth of evidence, insights,
and learnings from other WorkAdvance sites

and practitioners, enabled our research team to
accelerate the design and testing of the model here

in Nova Scotia.

Additionally, having demonstrated a working model
in Nova Scotia, provides a base of knowledge

and expertise that will further aid in the expansion
to other sectors. However, with the expansion to
other sectors, it is vital for delivery partners circle
back to step 1 in the innovation cycle (Figure 8) to
understand localized issues facing the employment
landscape and design an adapted version of the
model to facilitate upward mobility for job seekers

in the sector(s) identified suitable for expansion.
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Acknowledging that many interventions and
best practices fail to translate to the employment
assistance services ecosystem, our research
team found value in using a systematic and
comprehensive approach to support the design
and implementation phases. Expansion efforts of

the model to other sectors would benefit from the

* Leaning from Experience

Phase

£

Impoving future
applications

Phase

3

Ongoing structure
once implementation
begins

ONGOING IMPLEMENTATION
SUPPORT STRATEGIES

« Technical Assistance/Coaching/
Supervision

« Process Evaluation

« Supportive Feedback Mechanism

Figure 9: Quality Implementation Framework

use of an implementation process model, known
as the Quality Implementation Framework (QIF;
Figure 9).¢ The QIF provided a valuable frame

to understand the sector needs, facilitators and
inhibitors facing job seekers, and assess the fit

and readiness of the employment landscape to

implement the model.

SELF-ASSESSMENT STRATEGIES

« Conducting a Needs and Resources
Assessment

« Conducting a Fit Assessment

« Conducting a Capacity/
Readiness Assessment

DECISIONS ABOUT ADAPTION
« Possibility for Adaption

1

Initial considerations
regarding the host
setting

CAPACITY-BUILDING STRATEGIES

« Obtaining Explicit Buy-in from
Critical Stakeholders & Fostering
a Supportive Climate

« Building General/
Organizational Capacity

« Staff Recruitment/Maintenance

« Effective Pre-Innovation
Staff Training

2

STRUCTURAL FEATURES
FOR IMPLEMENTATION

« Creating Implementation
Teams

Creating a structure
for implementation

« Developing an
Implementation Plan

Recommendation 3: Measuring Cumulative Impact

As the sector-based model continues to scale and
expand, the ongoing measurement and evaluation
to understand the efficacy and impacts of the
AspireAtlantic model over time is critical. While

the findings to date are promising, continuing

to examine and understand the impacts for
participants, employers, sectors, and systems, will
inform better pathways toward income security
and respond by seizing the opportunity to enable

economic prosperity.
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Conclusion

Adapted from WorkAdvance, AspireAtlantic was
implemented as a demonstration program aimed
to showcase innovation in sector-based workforce
development. This dual-client model focused on a
range of sector-driven activities to build stronger
connections across the employment services
continuum. Through this demonstration program,
we learned that job seekers benefited from training
and reskilling, helping employers retain and attract
a skilled and diverse workforce to support sectors

specific labour market needs.

Perhaps the most significant impact of the
AspireAtlantic program was the relationships-
centred approach, that strengthened connections
and integrated services from across employment
system to better meet the needs of employers

and participants.

— _ -
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The AspireAtlantic results have shown persuasive
evidence and promising practices that would

be beneficial to scale for maximized reach into
the employment landscape in Nova Scotia.

While regional variations are expected, we have
demonstrated that AspireAtlantic has significant
potential. The flexibility and adaptability of the
model means it can be expanded to other sectors
and geographic regions. Scaling and expansion
of this model will require further investment and
committed partners for continued momentum and
to realize its full potential. Adopting this model

or aspects of this model, into any employment
ecosystem needs sponsorship and support.
Sponsorship goes beyond funding for the model
but can also take the form of promotion and
backing from allies and partners from across the
employment continuum to create an ecosystem
approach that best supports job seekers and

employers, as enablers of economic prosperity.
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Staff sample job postings

AspireAtlantic Case Manager

Job description

The [insert sector here], in partnership with Pier
Labs, is seeking a dynamic and enthusiastic Case
Manager to provide support to an evidence-based
workforce development program across multiple

sites in Nova Scotia called AspireAtlantic.

AspireAtlantic is a new initiative which aims

to bridge the gap between the needs of
employers and workers seeking to advance from
unemployment or low-wage jobs into middle-

skilled jobs with advancement opportunities.

Accountable both to the AspireAtlantic program
and the [insert sector name here] the Case
Managers will work with AspireAtlantic participants
and graduates to boost their career opportunities
through training and career mentoring and with
employers to support the effective integration of

new hires to their organizations.

Organisation Overview

*SPO to include brief description of the SPO*

AspireAtlantic Overview

AspireAtlantic is a new workforce development
initiative with the primary goal to move unemployed
and low-wage working individuals into sectors with
good quality middle-skill jobs. AspireAtlantic is
newly adapted from a model developed and tested
in the US called WorkAdvance. The model is dual-
client, serving both employers and job seekers by
bridging job seekers with in-demand middle-skill
jobs in specific sectors, and providing long-term

retention and advancement supports.

AspireAtlantic is a collaboration between three
service providers in Nova Scotia, of which {insert
organization name} is one, supported by a
Technical Assistance Team and Program Director
that operates out of Pier Labs. The Program
focuses on three sectors: construction, home
building and renovation and manufacturing. The
program delivery involves intensive pre-screening
of participants, career readiness training, sector
specific Occupational Skills Training, job placement
support, and post-employment advancement

services to the participant and their employer.

AspireAtlantic will launch in September 2021 and
will run for approximately 2.5 years. During this time
the AspireAtlantic team will implement the model
with a focus on learning and adaptation to discover

what is working and what is not.
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About the Opportunity

Our ideal AspireAtlantic Case Manager will

have previous experience in the sector, values
evidence-based programs and practice, and is
familiar with training development. Additionally,
this person would also have prior experience
delivering program training (virtually and in-person)
specifically in the areas of career development,
support and personal growth. A learning, curious

mindset is essential for this role.

*SPO to include job location and details about work

hours/environment*

Your responsibilities

e Actively supporting recruitment selections
efforts to find eligible participants for

the program

e |eading the development and delivery of career

readiness workshops

e Work with participants to navigate any emerging
life challenges that might serve as a barrier to

completing the Occupational Skills Training

e Work closely with sector organizations
and/or training providers to actively respond
to participant needs as they come up

during training

e Support participants with their job search, which
may include help with writing resumes/cover
letters, preparing for interviews, and various

other job application activities

e Support participants in navigating any life
challenges that might impact their ongoing
participation in the AspireAtlantic program

Participate in all training and learning throughout

program delivery

Participate in data collection activities

What You bring

Your Skills & Attributes

Enthusiasm and a conviction to deliver
positive outcomes for persons facing barriers

to employment
Ability to assess participants readiness

Good understanding of workplace culture and

employer expectations

Learning, adaptive and outcomes-driven
mindset with willingness and experience in
resolving challenging and complex client

service issues.

Collaborative nature with the ability to work

effectively in an inter-organizational setting

Adherence to inclusionary practises, ethical

decision making, and respect for diversity

Experience evaluating program curriculum and
delivery to identify what is working and where

improvements are possible.

Demonstrated ability to maintain a safe,
professional and supportive learning and

service environment.

Flexibility and adaptability and thrives in a

rapidly changing environment.
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Your Qualifications

e Bachelor's degree or equivalent experience

* Minimum of 3 years of work experience in career

developmentin the last 5 years

e Experience working directly with job seekers
from marginalized backgrounds or experiencing

barriers to employment

e Experience in developing and delivering career

development workshops

e Being a Certified Career Development
Practitioner is an asset or willingness to work
toward the Career Development Practitioner

certification

e Must be eligible to work in Canada

Commitment to Diversity, Equality,
& Inclusion

We welcome candidates from diverse backgrounds
and who are representative of the communities that
we serve, in particular those with lived experience

of the barrier’s individuals face to employment.

We encourage applications from women, BIPOC,
LGTBQ2S+ and people with disabilities as we strive
to build a more inclusive society. We would like to
invite applicants to self-identify if they belong to an
equity seeking group and disclose this information
in their cover letter if they wish. Self-disclosure is

completely optional.

If you will require accommodations at any stage of
the selection process, please state the nature of the

accommodations in your cover letter.

AspireAtlantic
Advancement Coach

Job Description

The [insert sector here], in partnership with Pier
Labs, is seeking a dynamic and enthusiastic
Advancement Coach to provide support to an
evidence-based workforce development
program across multiple sites in Nova Scotia

called AspireAtlantic.

AspireAtlantic is a new initiative which aims

to bridge the gap between the needs of
employers and workers seeking to advance from
unemployment or low-wage jobs into middle-

skilled jobs with advancement opportunities.

Accountable both to the AspireAtlantic program
and the [insert sector name here] the Advancement
Coach will work with AspireAtlantic participants
and graduates to boost their career opportunities
through training and career mentoring and with
employers to support the effective integration of

new hires to their organizations.

Organization Overview

*Sector Organization to include brief description of

the organization.
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Pier Labs, Davis Pier’s social innovation outpost,
works with partners in government, healthcare,
academia, and the not-for-profit sector to help
solve some of the toughest problems our
country is facing. From poverty and healthcare, to
education and public safety, their approach is to
use all forms of evidence to develop policy and
program improvements that they then rigorously

test through experimentation.

Program Overview

AspireAtlantic is a new workforce development
initiative with the primary goal to move unemployed
and low-wage working individuals into sectors with
good quality middle-skill jobs. AspireAtlantic is
newly adapted from a model developed and tested
in the US called WorkAdvance. The model is dual-
client, serving both employers and job seekers by
bridging job seekers with in-demand middle-skill
jobs in specific sectors, and providing long-term

retention and advancement supports.

AspireAtlantic is a collaboration between three
service providers in Nova Scotia supported by

a Technical Assistance Team and a Program
Director that operates out Pier Labs. The Program
focuses on three sectors: construction, home
building and renovation and manufacturing. The
program delivery involves intensive pre-screening
of participants, career readiness training, sector
specific Occupational Skills Training, job placement
support, and post-employment advancement

services to the participant and their employer.

AspireAtlantic will launch in Fall 2021 and will run
for approximately 2.5 years. During this time the
AspireAtlantic team will implement the model with
a focus on learning and adaptation to discover what

is working and what is not.

About the Opportunity

Our ideal AspireAtlantic Advancement Coach will
have significant previous experience within the
sector, values mentorship and education, and is
familiar with best organizational practices within
the sector. Additionally, this person would also
have prior experience providing one-on-one career
coaching and/or mentorship as well as experience
in organizational capacity building. Because
evaluation and technical assistance are key
components of this project, a learning mindset is

essential for this role.

The successful candidate will mainly work out of
our office at [address here]. Typical work hours
will be 8:30 AM - 4:30 PM, Monday to Friday, with
modification to accommodate training sessions,

meetings and travel as needed.

Your Responsibilities

e Support recruitment efforts by providing
sector specific information that will help inform

recruitment strategies

e Support participant screening process by

advising on sector-specific participant criteria

e Work with participants to develop individual

career advancement plans

e Hold regular individual career advancement
coaching and check-ins and work closely with
the AspireAtlantic Case Managers to ensure

alignment of support services

e Provide ongoing employer and sectoral input in
Occupational Skills Training curriculum and lead

job development activities
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e Develop an in-depth understanding employers’
needs, values, and available positions, and then
matching the employer with candidates whose
goals, interests, and aptitudes are aligned

with their needs.

e Work with employers to support individualized
HR efforts, including diversity and inclusion,
conflict resolution, performance reviews

where necessary.

e Participate in all training and learning throughout

program delivery

e Participate in data collection activities

What you Bring
Your Skills & Attributes

e Solid understanding of the {insert sector} labour

market and existing career pathways

e Enthusiasm and a conviction to deliver positive
outcomes for persons facing barriers to

employment and advancement

e Ability to define and manage career

advancement goals and transitions

e Good understanding of employment issues
impacting a participants’ ability to advance their

career

e A self-starter and collaborative mentality
who can work effectively in an

interorganizational setting.

* Maintain a dual-client approach, matching
graduates with opportunities best aligned
with their skills and interests, while offering

employers a high-quality, reliable talent solution.

e Alearning, adaptive and outcomes-driven
mindset who can provide sensitive and

constructive feedback.

e Committed to Diversity, Equity and Inclusion

practices with culturally sensitivity.

Qualifications

e Relevant bachelor's degree or equivalent

industry experience

e Xto Xyears of progressive experience within the

{insert sector} sector in a variety of roles

e Experience in a mentorship role within the {insert

sector} sector preferred

e Performance management and training

management experience is an asset.

How to Apply

Please apply with your cover letter and resume.

Commitment to Diversity, Equality,
& Inclusion

We welcome candidates from diverse backgrounds
and who are representative of the communities that
we serve, in particular those with lived experience

of the barrier’s individuals face to employment.

We encourage applications from women, BIPOC,
LGTBQ2S+ and people with disabilities as we
strive to build a more inclusive society. We would
like to invite applicants to self-identify if they
belong to an equity seeking group and disclose
this information in their cover letter. Self-disclosure

is completely optional.

If you will require accommodations at any stage of
the selection process, please state the nature of the

accommodations in your cover letter.
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