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Global organizations such as the World Economic Forum (WEF) which actively monitor human capital trends across
the world continue to signal that the war for talent is likely to grow especially in light of the shortage of technical
skills in the work-eligible population. The situation is further exacerbated by the increasing levels of digitization and
automation occurring in some sectors. Given these pervading trends, it is incumbent on those charged with the
responsibility of building the workforce of tomorrow to take pre-emptive measures to assess emerging workforce
trends and implement human capital development initiatives that increase the readiness of job seekers for the
changing world of work.
This need to focus on building a highly skilled workforce is echoed in Ontario as manifested in the Highly Skilled
Workforce strategy that was introduced by the Premier of the Province in 2015. The intent is to “…develop an
integrated strategy to help the province’s current and future workforce adapt to the demands of a technology-driven
knowledge economy – with a goal of doing so by bridging the worlds of skills development, education and training.” ¹
Such trends are key for the development of the current, locally available Francophone bilingual human capital. Other
major changes were also in progress in the province on the immigration side with the Ontario Legislative Assembly
having passed Bill 49, entrenching in the Immigration Act new powers and tools in consonance with the Ontario
Immigration Strategy. These changes include mechanisms to enable tailored, timely overseas recruitment of talent
to respond to labour market gaps and employers’ human capital needs. These new powers and tools can be used to
foster Francophone immigration to the province, responding to employers’ needs in this area and to the province’s
yearly 5% Francophone immigration target.

La Passerelle-I.D.É. is grateful to the Ontario Ministry
of Advanced Education and Skills Development (now
known as Ministry of Training, Colleges and Universities)
for its financial support for this undertaking which aims
to gain an understanding of the labour market needs
for francophone immigrant and newcomer talent in the
Greater Toronto Area.
We thank Seneca College and the Francophone
Workforce Development Council who provided key
insights and guidance that greatly assisted the research.
Our special recognition goes to the Metcalf Foundation
for supporting and guiding this process. We would also
like to express our gratitude to the survey participants for
sharing their feedback and perspectives on the demand
for and supply of talent in this region.

La Passerelle-I.D.É., a non-profit Francophone human
capital development agency, initiated this research
project and brought together a team of experts in the
areas of human capital research, the non-for-profit
sector, and workforce development to provide input on
this study. Led by Leonie Tchatat, President and CEO
of La Passerelle-I.D.É. and her team, this research was
done in collaboration with:
•

Dr. Catherine Chandler-Crichlow, 3C Workforce
Solutions

•

Roberto Jovel, La Passerelle-I.D.É.

•

Kamini Sahadeo, Marketing Logics

•

Edem Tsogbe, PhD, La Passerelle-I.D.É.

•

Garth Gibbes, KAGM’s & Associates

•

Reem Attieh, La Passerelle-I.D.É.

The workforce ecosystem in Ontario is now and will continue to be rich in the availability of highly qualified and
skilled Francophone bilingual individuals who are graduates of local post-secondary institutions, past immigrants
and recent newcomers. Yet employers in the province continue to lament their inability to find the right talent with the
skills, knowledge, competencies and work experience that they need to fill vacant roles in their organizations. From a
conceptual perspective, the research that is provided in this report focuses on the delicate balance in the demand for
and the supply of talent in the region. From a practical perspective, this demand-supply dynamic has been explored
across three major sectors and focus on the current and future availability of jobs for Francophone bilingual talent in
the Greater Toronto Area (GTA).

1.

2

The Premier’s Highly Skilled Workforce Expert Panel. June 2016. Building the Workforce of Tomorrow: A shared responsibility, p. 2. Accessed: https://files.ontario.ca/
hsw_rev_engaoda_webfinal_july6.pdf
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Background

These demographic insights highlight the importance of taking proactive measures to facilitate the economic
integration of Francophone bilingual talent in the Toronto region.

Tackling the supply-demand equation in the Francophone community

As a global organization which specializes in human
capital research and development, La Passerelle-I.D.É.
has consistently sought to gain a deeper understanding
of career opportunities in the workforce for Francophone
bilingual immigrant and newcomer talent. Francophone
immigrants bring a rich mix of skills, knowledge,
competencies, experience, connections in their country
of origin and French-English bilingualism to Ontario.
Additionally, this group has higher than average
educational levels than Ontarians, yet they are two-tothree times more likely to live below low income levels. ²
It is from this human capital perspective, the introduction
of Bill 49 and the Ontario government’s stated intent to
increase Francophone immigration to the province by
5% annually, was the stimulus that led La PasserelleI.D.É. to establish the first-ever Francophone Workforce
Development Council (FWDC) in Canada. The goal
of the FWDC, which is a multi-stakeholder group
comprised of representatives of government, employers,
2.
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academia and professional associations, is to focus on
strengthening the Francophone-bilingual talent pipeline
and to implement a holistic approach to addressing the
employment needs of this demographic group. Additional
information on the Council is provided in Appendix A.
In the fall of 2017, the federal government announced
its intent to increase the number of immigrants coming
to Canada from 330,000 in 2018 up to 340,000 in 2020.
The federal government has set a target to increase
the number of francophone immigrants who settle
outside of Québec by 4.4% by 2023. These changes
will occur in a system in which the thorny issues that
plague racialized groups still persist and negatively
impact the Francophone immigrant community. Some
of the barriers that racialized communities and some
Francophones immigrants face are presented in
aggregated form in Table 1.

The presence of a Francophone immigrant talent pool
in the GTA is the result of both primary and secondary
migration movements that are driven by federal and
provincial government strategies and economic efforts.
La Passerelle-I.D.É.’s work in the area of Francophone
bilingual immigrant and newcomer workforce
development is attentive to the implications stemming
from Canadian and Ontarian legislation and policies.
In addition to governments’ strategies, laws and policies,
it is important to look at socio-demographic data
regarding the Francophone immigrant population in the
GTA and the province, and more specifically at their
ethno-racial diversity and current economic outcomes.
On the supply side, a number of barriers to labour
market integration have been identified through previous
research. La Passerelle-I.D.É.’s original research has
helped identify barriers specifically cited by Francophone
immigrants in areas such as access to health services

in Canada, and attitudes towards the Canadian
postsecondary education/training environment.
On the demand side, La Passerelle-I.D.É. has conducted
employer environmental scans with support from
Industry Canada and the City of Toronto’s Access and
Equity and Human Rights program. Employers from
different sectors have articulated their experiences
and challenges as they strive to recruit bilingual
Francophone immigrant and newcomer talent for their
workforce needs.
The three types of factors, government efforts, supply
features and demand specifics, epitomize the complexity
and challenges faced when it comes to matching the
demand for and the supply of Francophone bilingual
talent in the GTA and Ontario context.

La Passerelle-I.D.É. – 2010
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To implement evidence-based solutions to strengthening the Francophone-bilingual talent in the GTA, La PasserelleI.D.É has conducted ongoing environmental scans of employers’ experiences and challenges in recruiting and
retaining Francophone immigrant, visible minority talent. For the period 2013 – 2015, some of the key issues which
have been identified include but are not limited to the:
•

Knowledge gaps/misperceptions among employers about the local availability of Francophone immigrant talent
and the skills, competencies, and capabilities that they could bring to local companies;

A focus on job opportunities for Francophone bilingual talent
La Passerelle-I.D.É. initiated a human capital research
project in the fall of 2016 to determine how the
increasing automation of work across different sectors
in Ontario might impact occupations in the workplace.
The organization retained Mercer Inc. to conduct a
study with the overarching goals to determine how such
changes in automation and digitization could impact
job opportunities for Francophone bilingual talent.
Specifically, the research sought to:

•

Inadequate knowledge that employers have of the networks/media to best reach job-seeking Francophone
bilingual individuals;

•

Difficulties among employers to assess candidates’ actual skills, knowledge and experience during interviews;

•

Challenges faced during the on-boarding process, including new employees’ lack of understanding of Canadian
workplace culture and the technical platforms that are used in hiring processes by some large companies; and

1.

•

New recruits’ insufficient business communication skills, required English language proficiency levels, the gaps in
technical expertise and inability to successfully complete the probation period.

2. Determine which occupations might be at risk of
disappearing due to advances in technological
innovation.

•

The above issues all combine to create a very cumbersome and costly recruitment process that does not always
lead to employers’ expected workforce solutions. Conversely, they could lead to employer fatigue and helplessness
facing organizational French-language capacity development.

These organizational challenges to the recruitment
process as given by employers serve to underscore
the need for a more in-depth employer-community
engagement, while highlighting the strategic imperative
of the need to take a proactive approach to better
preparing newcomers and immigrants to match
employers’ needs and expectations in the province.
These insights are certainly relevant in order to tap into
Francophone bilingual immigrants who are already in
the province and therefore put a spotlight on the issues
faced in the broader workforce ecosystem.
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Therefore, when one considers the planned increase
for Francophone immigration to Canada and the
province, coupled with the stark reality of the critical
need for a more effective economic integration of this
group in Ontario, there is a need to develop a more
in-depth understanding of the demand and supply of
Francophone bilingual talent in the region. This broader
human capital approach was the catalyst that spurred
La Passerelle-I.D.É to explore how job opportunities
available for new Francophone immigrants might be
impacted by the advances in digitization in companies in
Ontario.

Identify the sectors in which new Francophone
bilingual immigrants could find jobs in the region.

3. Assess how organizations, such as La PasserelleI.D.É., which provide training and development
programs for new immigrants could better align their
offerings to the needs of employers.
With the use of environmental scans of publicly
available data from job postings across the province
as well as research findings from other studies of the
impact of increasing digitization in the workplace,
the research provided important insights into the
geographic spread of Francophone jobs, the top 10
industries with highest employment demand and the job

growth opportunities for Francophone bilingual talent.
Graphical representations of these results are provided
in Appendix B.
The employment growth trends identified for
Francophone bilingual talent now and in the future
were in the Finance and Insurance sector, Health
Care Sector, Technical/Technology Services and
other service sectors. Conversely, the data suggest
that with the technological advancements in the
workplace, there could be a decline in job opportunities
for Francophone bilingual talent in the Retail Trades
Sector and those Customer Service roles that focus
on repetitive and routine tasks. The outcomes from this
research were presented at the first-ever Francophone
Human Capital Forum that was held in the fall of 2016.
Participants in the forum represented key stakeholder
groups such as employers, government, foundations,
post-secondary institutions and the Francophone
community. From roundtable discussions, employers
indicated that Francophone bilingual talent that is
needed in their organizations would require fluent
French-English bilingualism. Other insights from the
roundtable discussions revolve around the need to better
understand the skills and capabilities being sought by
employers.
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Research Goals
2. As with the financial services sector, there are rich data sources on the opportunities for Francophone bilingual
talent in the health care sector. Additionally, organizations, such as Health Force Ontario, provide services
targeting newcomers to the province.
3. Since much data were available on this sector, La Passerelle-I.D.É. decided to focus on the technology and
other service sectors which have a wide range of sub-sectors and potential opportunities for job seekers. Given
the diverse segments in this cluster, the decision was made to focus on the telecommunications sector given its
continued growth and innovation. A further advantage with this group is that its business operations across the
province.
4. Employment opportunities were also projected for the service sectors. Here again, a decision was made to focus
on two major sectors that have a footprint across the province and a diversity of business clusters. The ones
chosen for further study were transportation and hospitality.

Having gained an understanding of the in-demand technical skills and competencies that employers have identified
as key and valuable for the job openings within their respective sectors, it was essential determine if the job seekers’
own skills and competencies match with those that are in-demand by employers. It was decided that this study would
provide a holistic view of the technical skills and competencies within the labour market in terms of both the demand
and supply sides.
With the focus on the telecommunications, transportation and hospitality sectors, this study sought to understand:

The overarching aim of this research was to build deeper insights into the demand-supply to Francophone bilingual
talent in the Toronto GTA. The primary goals of this project were to: i) advance the previous study done by Mercer
Inc. in 2016; ii) collect data at a more granular level that would provide greater insights into the in-demand jobs in
the sectors studied; and iii) collect data on the supply side to determine the readiness of Francophone bilingual
talent for the jobs identified in the GTA. This research was funded by the Ministry of Advanced Education and Skills
Development (MAESD) [now the Ministry of Training, Colleges and Universities (MTCU)] and done collaboratively
among La Passerelle-I.D.É., 3C Workforce Solutions and the Hospitality Training Centre.

•

Labour market gaps: Where is the current and long-term demand for Francophone bilingual talent in the
telecommunications, transportation and hospitality sectors of the GTA?

•

Skills shortages: What specific skills, competencies and/or qualifications are required by employers to fill
specific, in-demand roles?

•

Untapped skillsets: What are the essential skills, sector-specific technical skills and transferable skills that
Francophone youth, newcomers and racialized minorities present?

•

Employer Engagement: How can employer engagement and jobseeker training be used to capitalize on this
talent and better align the Francophone-bilingual talent in Ontario to in-demand jobs?

Given the sectors in which it was projected that there would be job opportunities for Francophone bilingual talent
notably Finance and Insurance sector, Health Care Sector, Technical/Technology Services and other service sectors,
there was a need to identify the specific sub-sectors on which further research should be conducted. The factors
provided below guided this decision.
1.
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Since there is a large body of research available in the public domain pertaining to job opportunities in the
Finance and Insurance industry and the fact that La Passerelle-I.D.É. has used such information as well as
targeted employer consultation to guide the development of its Financial Services Tremplin Emploi program, it was
decided that no further work would be done on this sector.
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Methodology

Phase I
Demand Side Secondary Research

Phase II
Demand Side Primary Research

The central goals of this phase of the research were to:

The results obtained from the environmental scan were
used to build the data collection instruments for use with
employers. The questionnaires were input to Survey
Monkey for ease of data collection, compilation and
analysis.

1.

Build a summary profile of each sector.

2. Determine occupations for which shortages have
been projected in the target sectors.
3. Identify the occupations for which employers are
actively recruiting in the target sectors.
4. Identify the technical and interpersonal skills,
knowledge and competencies being sought by
employers.

The guidelines that were used in this phase were:

d. 4 were recruitment-related items; and

1.

e. 1 sought interest in a post-survey
consultation

For all data collected, a time stamp should be
created by providing detailed end-notes.

b. Economic development groups
c. Chambers of Commerce
d. Trade and professional associations
3. Information would be gathered on the sectors
investigated to be able to build a profile of each
sector.
4. All data collected would be aggregated to develop
listings of the in-demand jobs, technical skills
and interpersonal competencies being sought by
employers of each sector.
5. To validate that employers were in fact seeking to
recruit talent for the in-demand jobs identified, scans
were done of job sites such as Indeed, Monster,
Workopolis and LinkedIn. Similar scans were done
of career sites of key companies in each sector.

1. http://www.fin.gov.on.ca/en/economy/demographics/quarterly/dhiq1.html

i. Structuring the survey: The survey contained 13
questions with the following focus:
a. 3 sought workforce data of the organization;

a. Published statistics: e.g. Statistics Canada
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The principles that guided the demand side research are
provided below:

With the sectors to be studied in this research, it was
decided to use the use the North American Industry
Classification System (NAICS) which would provide
consistency in the nature and interpretation of jobs
in different organizations and the Canada’s National
Occupational Codes (NOCs).

2. Data would be sourced from the websites of
reputable organizations such as:

In May 2017, La Passerelle-I.D.É. initiated the first phase of the research process that focused on the demand side,
with data to be collected and aggregated over the period May to June, 2017.

Research logistics

b. 3 pertained to French language needs;
c. 2 sought information on technical skills and
competencies needed by the organization;

It was determined that respondents would need 15
– 20 minutes to complete the survey.
ii. Informing participants of purpose of the survey: A
research summary that outlined the background and
purpose of the survey was developed to provide
potential participating organizations with the goals
of the study. This information was disseminated by
email and was also available on Survey Monkey.
iii. Target participants: Given the empirical nature of this
study, the target participants for the demand side
survey were large employers, with senior business
managers and human resources representatives
completing the survey.
iv. Data collection: The data collection period was set
to be July – September 2017. All data collection
was conducted in Toronto. Three large companies
from each sector were approached to complete the
survey. The data collected from these organizations
were analyzed for each sector.
v. Confidentiality: Given that this was not a sector-wide
survey, full confidentiality has been provided for the
respondents given the competitive nature of the
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market place in Ontario. All data are presented in an
aggregated format.
With the scope and limited timing of this project, the
over-arching aim was to create a snap-shot of the
human capital needs of the sectors, develop data
collection tools, and pilot the data collection approach.

As such, the findings cannot be considered to be: (i)
representative of the needs of the entire sectors; or (ii)
statistically valid for different sub-sectors in each area
studied.

Phase III
Supply-Side Research
Emerging out of its research on the demand side in
Phases I and II, which provided it with rich data on the
existing needs in the labour market, La Passerelle-I.D.É.
sought to understand the existing set of technical skills
and competencies within the supply side. For this phase
of the research, La Passerelle-I.D.É. used its ongoing
registration process, which collects client information on
areas, such as formal education and socio-economic
status, to obtain the data.
A short-list of the interpersonal competencies and
technical skills being sought by employers was used
to create questions that were then integrated into
La Passerelle-I.D.É.’s standardized intake form. The
questions were also added to a client survey that was
being conducted for another project, which enabled us
to capture data on more clients.
The goals of this phase were to:
i. Assess the prior experience and expertise of the
participants.
ii. Identify the technical skills and interpersonal
competencies that the Francophone bilingual job
seekers possess that would make them eligible to
access in-demand jobs in the target sectors in the
Toronto region.
La Passerelle-ID.É.’s client intake form enabled us to
determine the gaps in the in-demand skills amongst a
sample of job seekers and allow us to develop programs
to address the gap and better prepare them for the
job market. In addition, we have integrated the skills
questions into all of our data collection tools in order to
ensure that we continue to track any changes among
our clients’ sets of skills.
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Research logistics
The principles that guided the supply side research are
provided below:
i. Questions to job seekers considered:
a. Interpersonal competencies;

Phase IV
Stakeholder Consultations
The preliminary findings of the research were presented
at the second Francophone Human Capital Forum that
was held in February 2018. This provided the group
of 56 Forum participants who represented employers,
government, foundations, educational institutions,
Francophone community agencies and human capital
development organizations the opportunity to provide
input on the findings and suggestions for future research
that could be conducted in the region.
All groups were required to respond to the following
questions:
1.

As an immigrant brings a wide range of global
experience, how do we encourage employers to
hire Francophone bilingual newcomers? What are
the key elements to be considered in tackling this

challenge?
2. What are possible new ways of encouraging
collaboration among employers in Ontario to hire
and invest in francophone talent?
3. Francophone entrepreneurship -- how can it be
encouraged and leveraged?
4. From underemployment to full employment: How is
this be best achieved?
5. What is our vision of the successful, long-term
integration of francophone newcomers into Ontario’s
economy?

b. Technical skills and knowledge;
c. Demographics, such as educational background;
d. Prior work experience;
e. Bridging programs and courses being pursued in
Canada
ii. Target participants: The target participants were
existing clients of La Passerelle-I.D.É. that include
youth, immigrants, newcomers and racialized
minorities who were seeking job opportunities in the
GTA.
iii. Data collection: Data were collected from clients
from September to November 2017. All data
collection was conducted in Toronto. A paper based
questionnaire was issued to all participants and was
augmented with face to face or telephone interviews
that were designed to explain the essence of the
interpersonal competencies listed in the survey.
iv. Confidentiality: Full confidentiality has been provided
for the respondents. All data are presented in an
aggregated format.
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Research Findings
Current and Anticipated Labour Needs:
The Canadian Wireless Telecommunications Association
has shown that for 2016 the economic and job creation
performance of the wireless segments 5171 (wired) and
5172 (wireless) are: 3

Sector overviews
The sectoral structure and labour market trends provided below are based on
environment scans done of the three sectors.
Structure of the Telecommunications Sector
The telecommunications industry in Canada is a vibrant
mix of technologies that includes, but is not limited
to, wireless communication, fibre optics satellites and
television. With a mix of home-grown and global players
in the market, the sector continues to innovate. From
a human capital perspective, the sector relies both on
talent with highly technical expertise and talent with
the skills, knowledge and interpersonal competencies
needed to interface with an increasingly diverse and
discerning customer base. And it is this need for a highly
skilled workforce that is at the core of this environmental
scan of the sector. The scan seeks to identify: (i) any
jobs that employers are unable to fill (ii) the skills,
knowledge and interpersonal competencies being
sought by employers to fill these jobs; and (iii) the roles
for which Francophone bilingual talent would be an
asset.
3.
4.

5.

A scan of a wide range of publicly-available data reveals
that there are a number of jobs for which employers
face challenges in attracting the right talent. These
roles include telecommunications engineers, line and
cable installers, telecommunications repair workers
and wireless engineers. The data also show that
employers need a mix of technical skills (e.g. VoIP,
networks, wireless), software skills (e.g. network design,
user interfaces, network security) and soft skills (e.g.
the ability to work under tight dead-lines and paying
attention to detail). A review of job boards reveals that
there is a predominance of postings for the in-demand
roles identified, however while most of them clearly
articulated what specific technical knowledge was
needed, relatively few identified what interpersonal
skills were needed. None of the postings covered by the
scan indicated if employers are seeking Francophone
bilingual talent.

makes it an onerous task to quantify the number of
individuals working in telecom roles. A review of the job
market shows that:
•

The growing demand for telecom talent is likely due
to projected high levels of retirements rather than
technological advancements.

Employment of over 138,000 people in Canada; and

•

Telecom companies are predisposed to hire from
within, especially for highly technical positions.

A continued to demand for highly skilled talent with
knowledge of specialist areas of wireless telecom.

•

Entry-level roles are primarily in customer service
and key technical areas.

•

An economic contribution of $25.2 billion in GDP to
the Canadian economy

•
•

Conversely, for the satellite and cable subsectors
(5174 and 5175), which were impacted changes in the
regulatory environment, the findings for 2015 were:

The data show that the telecommunications sector in
Ontario projects skills shortages in the following roles:

•

A decline in economic contribution by $68.3 million
in GDP to the Canadian economy

•

Telecommunication engineers

•

Telecommunication carriers managers

•

530 jobs lost in Canada 4
•

Line and cable installers

•

Telecommunications repair workers

•

Wireless engineers

•

Installation and Maintenance technicians

•

Repair workers

•

Customer service representatives

•

Cable television service representatives

•

Cable maintenance technicians

Moreover, it is suggested that close to three-quarters
of telecommunications managers, who play a critical
role in the sector in Canada, would need to be hired by
Ontario and Quebec combined.5 The data show that,
for major cities in the southern Ontario belt, there is an
anticipated increase of telecom jobs through to 2020.
Based on these data, it is assumed that, for the City of
Toronto which employed 2,580 professionals in 2011,
this number could also increase as projected for other
cities in the broader Toronto CMA.
Telecommunications has a distinct duality: It is a sector
as well as the backbone for multiple industries. This

https://www.cwta.ca/facts-figures/
Peter H. Miller, P. Eng. , LL.B (June 25, 2014.) Canadian Television - An Environmental Scan. Submission to the Canadian Radio-television and Telecommunications
Commission (“CRTC”) to access: https://www.friends.ca/files/PDF/fcb.2014-190.appendix3-.pdf
Ontario Labour Market Adjustment Dynamics by Industry Sub-Sector, 2001 to 2006, LEAP Data
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Structure of the Hospitality Sector
The hospitality sector is tied closely
to both English and French, as they
are Canada’s official languages,
and are also the languages that a
significant number of national and
international visitors are most likely
to speak.6
The sector is flourishing and is
making significant contributions
to the economies of Canada,
Ontario and Toronto. However,
there are projections of a looming
labour shortage due to workforce
demographics. In Toronto alone,
tourism labour demand was 247,356
in 2010 and potentially will be
317,580 and 364,593 in 2020 and
2030 respectively. In 2011, Toronto’s
population was 2.6 million, of which
39,500 (1.5%) were Francophones.
The industry estimates that in
2020, there will be about 4,800
Francophone bilingual positions to
be filled.7

According Ontario’s Ministry of
Tourism and Culture, the hospitality
sector accounted for 3.8% of
Ontario’s Gross Domestic Product
(GDP) in 2011, generating more
than $22 billion in sales. The sector
continued to show strength over the
next three years with robust direct
impacts on the economy. As a result
of the rise of tourism revenue, a
value add on GDP of $13 billion
was created, with an employment
performance of 225,919 jobs
created.8

Table 2: Current and Anticipated
Labour Needs of the Hospitality
Sector9

The hospitality sector covers four
sub-sectors:
•

food and beverage services

•

lodging services

•

recreation services

•

travel

6.
7.

8.
9.
10.

Toronto is the largest city in Canada
and is also the leading tourism
destination in Canada. In 2015,
it received more than 40 million
visitors, among them 14 million
stayed in the city overnight and,
of these, 2.5 million came from

Structure of the Transportation Sector
the US and spent $1.32 billion.
Another 1.8 million visitors came
from overseas and spent $1.5 billion
in Toronto. The total spending
for all visitors was $7.2 billion in
transportation, accommodation,
food and beverage, entertainment
and retail.10
The following are positions in
demand:
•

Hospitality Sales Account
Executive

•

Restaurant Manager

•

Food Server

•

Concierge

•

Bar Manager

•

Assistant Food and Beverage
Manager

•

Recreation Worker

•

Sous Chef

•

Catering Sales Manager

International Travel Survey, Statistics Canada – 2016
The Canadian Tourism Research Institute and The Conference Board of Canada. The Future of Canada’s Tourism Sector: Shortages to Resurface as Labour Markets
Tighten (2012); Page 7]
http://www.mtc.gov.on.ca/en/research/econ_impact/econ_impact.shtml
https://www.ic.gc.ca/app/scr/sbms/sbb/cis/gdp.html?code=71; & https://ic.gc.ca/app/scr/sbms/sbb/cis/gdp.html?code=72&lang=eng
Source: Statistics Canada, Tourism and the Centre for Education Statistics; 2015
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Canada’s transportation sector is strongly influenced by its trade-reliant economy and a relatively small, mostly
urbanized population spread over a vast geographic area. In Ontario, the sector is expected to be strongly affected
by labour shortages. It is estimated that more than 276,000 jobs will go unfilled by 203011. For example, in air
transportation more than 70,000 workers are estimated to be needed, while in rail it will be 5,000 workers. Other subsectors, such as traffic, maritime, and trucking, are projected to need 200,000 workers.12
Various major employers in this sector have specific obligations under Canada’s official languages framework, with the
Official Languages Commissioner periodically conducting assessments and formulating recommendations regarding
linguistic capacity in both official languages.
The data provided here are compiled from publicly available information sources that were sourced by La PasserelleI.D.É. Reviews were done of Labour force surveys, Canadian census data as well as online documents from the
websites of organizations such as Statistics Canada, The Conference Board of Canada, Assemblée Francophone de
l’Ontario (AFO), Fédération des Communautés Francophones et Acadienne, Tourism HR Canada and Ontario Tourism
Education Corporation.

Table 3: Potential Labour Demand in Canada’s Transportation Sector (Full-Year Jobs)13

In Ontario, the data show that the transportation sector is expected to face labour shortages for the following
positions:14
•

Air traffic controllers and pilots

•

Technicians building and maintaining equipment

•

Airline and airport logistics agents

•

Customer service representatives in airline ticketing, check-in, cabin crew and retail

•

TTC transit operators (drivers)

11.
12.
13.

14.

www.google.com/search?q=276%2C000+jobs+will+go+unfilled+by+2030&ie=utf-8&oe=utf-8&client=firefox-b
The future of Canada’s tourism sector: Shortages to resurface as labour markets tighten; 2012
http://cthrc.ca/en/research_publications/~/media/Files/CTHRC/Home/research_publications/labour_market_information/Supply_Demand/SupplyDemand_Report_
Current_EN.ashx
http://pwp.vpl.ca/siic/industry-profiles/fastest-growing-industries-transportation/
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•

Store persons

•

Managers – Computer Suppliers & Asset Management (CSAM)

•

Fork lift/tow motor operators

•

Electricians-electro technicians

Demand Side Findings
A review of secondary information sources provided an array of in-demand jobs, technical skills and interpersonal
competencies needed in the three sectors. These data are summarized in the tables that follow.

French language Skills
All sectors identified roles for which it is an advantage to have French as a competency. A detailed listing of roles
where French is an asset is provided below.
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Technical Skills and Competencies

Workforce Data

The survey provided the comprehensive list of interpersonal competencies and technical skills that were identified
from the environmental scan and employers were asked to identify those that are most needed in their organizations.
A summary of these competencies by sector is given below

The data show that for the different sectors, the dispersal of employees across the province is quite different. For the
telecommunication companies, 50% of their employees were located in the Toronto GTA and the remainder across
Ontario. The converse spread of the workforce was observed with the transportation sector with just over 95% of the
workforce located in the GTA. With the hospitality sector, close to 65% of the workforce was located in the GTA and
the remainder in other locations across the province.

Recruitment Approaches
The highlighted text in the above table indicates that there is a cluster of interpersonal competencies that is needed
across all sectors, including service orientation, judgement, flexibility and problem solving.
By comparison, the technical skills needed by employers were quite varied competencies by sector. The table below
provides a summary of the technical skills identified by each sector.

All organizations responding to the survey have a recruitment approach that includes: (i) year-round hiring of talent; (ii)
interest in establishing partnership to support their recruitment process; and (iii) provision of on-boarding activities for
new hires.

Similar to the interpersonal competencies identified by employers, it is interesting to note that computer skills were
identified by employers in all three sectors as one of the required technical competencies.
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Supply Side Findings

Of the sample respondents, the percentage of respondents who identified as having the interpersonal competencies
outlined by employers are summarized in the table 13.

The data collected provides a snapshot of La Passerelle-I.D.É’s clients over a three-month period. A total of 102
clients had responded to the questions. This group was comprised of individuals with differences in their country of
origin, level of education and immigrant status. The data provided a very interesting overview of the actual human
capital capacity of the newcomers and immigrants.
Amongst our respondents, there were those who were permanent residents, refugees and some work permit holders.
It is worth noting that of those who are immigrants, 43% were economic immigrants, which indicates that they had the
appropriate skills and education levels that the Canadian government had deemed as a good basis for succeeding in
Canada. Of those who came in as economic immigrants, the vast majority were Federal Skilled Worker and the rest
came under one of the other programs, such as Canadian Experience Class, Start-up Business Class, Skilled Worker,
Provincial Nominee and Live-In Caregiver.
The majority of the respondents had completed post-secondary education with 20% and 38% of them having
obtained a BA and MA, respectively. Almost half of the respondents indicated that they had specialized in Commerce,
Management and Public administration. Other fields of specialization included education, mathematics, computer
science and IT as well as health. Approximately one third of respondents indicated that they pursued further education
certification in Canada. Of those, 25% of them obtained an undergraduate degree, 46% completed a community
college or technical certificate program, which seems to suggest that this may be to complement the education that
they already had or gain a Canadian educational certificate to improve their chances of gaining employment. It is
interesting to note that the fields of study in Canada mirror those pursued prior to immigration. The fields of study
included Commerce, Management and Public Administration, education, social sciences and health.
From the questions on technical skills, the respondents’ data are aggregated as shown in table 12.

From the cluster of interpersonal competencies that employers across all sectors indicated that they need in the
workplace, the findings show that many of the job seekers indicated that they: pay attention to detail, have a customer
service orientation, communicate effectively and are team players.
The data indicate that the majority of respondents have the soft-skills that are required by employers, but many of
them are missing the technical skills and competencies. However, it is important to note that the technical skills listed
in the survey were limited to those that were consistent for most employers, for example maintenance programs and
Canadian-specific training in areas such as WHMIS.

According to their self-assessments, a large number of the survey respondents indicated that they have the computer
skills that are needed across all sectors. Additionally, they can also adapt to and could learn specialized companyspecific and industry software.
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Stakeholder Consultations

•

In implementing Diversity and Inclusion programs in the workplace, newcomers and immigrants would be one of
the groups that should be included in a company’s equity program.

•

In discussing the employability skills that they need, employers should articulate how different it is really to
complete entry-level tasks in Canada such as the use of software programming that is done in a plethora of
different countries.

In addressing the question of the possible approaches that could be used to encourage greater synergy among
employers to hiring Francophone talent in Ontario, stakeholders representing Human Capital Development
organizations and agencies suggested that:
•

Employers should recognize the value-added that development agencies bring to economic and a community
development in the province.

•

A database of the technical, interpersonal and language requirements should be developed to aggregate what
capabilities different employers are seeking.

•

There should be more partnerships between employers and academia (universities/colleges) to deal with extreme
skills shortages.

•

Those involved in developing talent need to be kept aware of trends in the workplace such as future potential
automation, to focus on competencies for the future.

•

Community groups should partner more with employers to connect them with the high-quality candidates they
need as well as to advance the careers of workers.

•

Employers need to pay greater attention to competency-based hiring of newcomers rather than their credentialsbased hiring approach.

Representatives of different levels of government reflected similar views to other stakeholders such as the need to:

At the Francophone Human Capital Forum, a top-line summary of the research and findings was presented to diverse
stakeholders in attendance. A summary of comments provided by attendees are:
•

Since employers are seeking “Canadian Experience” from immigrants, this is a critical issue that they need to take
the lead on defining their specific requirements that should focus on the skills, competencies, credentials and
qualifications needed.

•

Organizations offering programs to newcomers should expand the integration process to include employers as a
means of bridging the understanding of the capabilities of newcomers.

•

Immigrants and immigrant job seekers need to be brought up to speed with how the Canadian job market works,
changes occurring in the workplace and the steps that need to be taken to access jobs in the region.
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•

Establish stronger working relationships with employers;

•

Work with human resources groups to improve the quality of their job postings;

•

Help newcomers, immigrants as well as employers better understand the integration process;

•

Share success stories in the effective integration of immigrants; and,

•

Build greater awareness of the increasing interconnectedness of global economies and regions such as Ontario
can benefit from the diversity of immigrants in the province.
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Key Insights and Recommendations

Insight 3

Insight 5

There are clusters of technical skills that are needed by
all employers.

For bilingual positions, all employers require that job
seekers should be able to communicate effectively in
both French and English as well as possess the required
strong technical capabilities for key roles.

Recommendation: Organizations such as La
Passerelle-I.D.É. that offer Francophone bilingual human
capital development programs need to ensure that such
programs help to build what appears to be the basic
skills needed in the workplace. Job seekers should also
be encouraged to enhance their skills software such as
Microsoft Office that are needed in multiple sectors.

Insight 4
Francophone job seekers in their self-assessments
indicate that they have a number of the key
competencies that employers need in the workplace.
Recommendation: Given the interpersonal
competencies that companies require of Francophone
job seekers, human capital development agencies
that offer programs to newcomers should ensure that
they understand how these competencies are actually
manifested in the Canadian workplace.

This research has enabled us to gain a better understanding of the demand and
supply of Francophone bilingual talent in the telecommunications, transportation and
hospitality sectors. Fundamentally, there is a wide range of jobs which newcomers and
immigrants can assess if they possess fluent French-English bilingualism. Further, there
is a need to understand the unique technical skills that are needed between and within
the different sub-sectors.
Key insights and recommendations from this study are provided below.
Insight 1

Insight 2

There are jobs for which fluent French-English
Bilingualism is an asset. However, there is little indication
of this in the job postings reviewed. This was consistent
across the board for the three sectors.

From comments given by employers, it was clear that
for some roles there is a premium placed on job seekers
having the technical capabilities needed for jobs such as
engineers, telecommunications technicians and licensed
transportation drivers. These essential skills were in fact
what were reflected in the online job postings.

Recommendation: Efforts need to be made to have
employers be more explicit on the need for fluent
French-English Bilingualism in key jobs in their sector.
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Recommendation: For Francophone newcomers and
immigrants seeking job opportunities in the sectors,
there would be a need to offer them both English
language upgrading as needed, but more importantly
opportunities to develop the business language skills
needed in each sector.

Insight 6
Key stakeholders involved in the demand-supply
equation have largely similar perspectives on steps
that can be taken to better integrate newcomers and
immigrants in the region.
Recommendation: Increased efforts need to be made
in establishing synergistic partnerships across the
integration ecosystem to align and connect people to
jobs and jobs to people in the province.

This study was empirical in nature with data on the demand-side being provided by a small sample of large
companies and data on the supply-side from a small sample of La Passerelle-I.D.É.’s clients. The findings are
therefore not generalizable across the sectors or seekers. In the long term, there will therefore be a need to expand
the study to more employers and job seekers in the future. However, in the short-term La Passerelle-I.D.É will:
1.

Expand its employer survey to include other large organization as well as small and medium-sized firms. This
should serve to provide greater sectoral insights into the in-demand jobs and skills/competencies.

2. Develop robust data collection tools for the aggregation of information on the technical and interpersonal
competencies needed by employers.
3. Attract Francophone job seekers who might already have the technical skills that are of a high premium for sectors
such as telecommunications and transportation.
4. Enlist support from the employers to serve as content experts, mentors and recruitment advisors to assist in the
development of readiness programs designed for Francophone bilingual talent.
5. Continue to secure partnerships with post-secondary institutions and/or professional associations for the
development and delivery of programs to Francophone job seekers.
6. Maintain a current understanding of the hiring trends across the sectors to align talent development initiatives for
the different sectors.

Recommendation: Efforts need to be made to have
employers identify both the essential skills and the
employability skills such as the ability to speak fluent
English.
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Conclusion
This research has enabled us to gain a better understanding of the hospitality, telecommunications and transportation
sectors. Some of the opportunities for strengthening the Francophone bilingual talent pipeline include:
•

Building an understanding of the broader need for Francophone bilingual (English-French) workforce ecosystem in
Ontario;

•

Having identified the sector needs and the clients’ existing skillsets, it is possible to proactively develop an action
plan for integrating Francophone talent into bilingual jobs in the region;

•

Identifying the specific training needs for the francophone immigrant and newcomers that will prepare them for the
labour market;

•

Working with educational partners, such as Seneca College and others, to develop customized programs that can
address the needs of the telecommunications and transportation sectors.

Appendix A
About the Francophone Workforce
Development Council
Founded over 20 years ago, La Passerelle-Intégration et Développement Économique is a leader in developing
solutions to key challenges facing the Canadian economy. Operating in the heart of downtown Toronto, we
specialize in building bridges between forward thinking companies and talented Francophone newcomers.

Our tailored and innovative programs allow both employers and job-seekers to take advantage of each other’s
strengths, creativity and productivity. We offer a robust continuum of services to support the economic development
and integration of Francophone newcomers in Toronto and Ontario. These include initiatives supporting employability,
entrepreneurship, and the development of soft-skills.
Our flagship skills training program Compétences Culturelles was declared a best practice by the Government
of Ontario in 2010, the program has helped more than 2500 immigrants and Francophone newcomers to
establish and settle in Ontario, 77% of the participants found a job. This program also helped employers and
organizations to hire and retain francophone immigrants and newcomers.

List of Appendices

La Passerelle-I.D.É. has played a key role in developing innovative initiatives stemming from a deep knowledge of
crucial issues in the field of inclusion in the context of the ever growing diversity that marks Ontarian and Canadian
society. La Passerelle-I.D.É.’s President and CEO has sat on numerous tables and counsels for the development and
improvement of policies and programs linked to the advancement of Francophone and immigration dossiers.

A. About the Francophone Workforce Development Council (FWDC)
B. Geographic spread of francophone jobs
C. Secondary Data Information Sources
D. Forum Agenda
E. Speaker bios
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Key initiatives have included:
•

A province-wide campaign at the request of Citizenship and Immigration Canada.

•

A province-wide campaign, at the request of the Ontario Ministry of Citizenship and Immigration.

•

High-level policy and programs contributions at the intersection of diversity, human capital, and economic
development.

•

Serving on CIC’s national Steering Committee for Francophone immigration outside of Québec since the early
2000s.

•

Serving on the Immigration Expert Roundtable to support the development of Ontario’s first ever Immigration
Strategy.

The Francophone Workforce Development Council is grateful to the following partners
and supporters:
•

La Passerelle-I.D.É		

•

Ontario Ministry of Citizenship and Immigration (MCI)

•

Ontario Office of Francophone Affairs

•

Via Rail Canada

•

Seneca College

•

Cisco Canada

La Passerelle-I.D.É. also has international recognition, with a bureau in Paris. It has been consulted to share
knowledge and expertise at France’s National Council of Cities 2011 seminar on diverse youth integration. We have
also partnered with French human resources development firms to deliver cultural competency trainings to private
sector in Paris and been commissioned to design and deliver interventions to foster the civic engagement of diverse
youth in municipalities in 5 regions of France.
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•

3C Workforce Solutions

•

Ontario Ministry of Advanced Education and Skilled Development (MAESD)

•

TD Bank Financial Group

•

Formative Innovations Inc.

•

Innovative Vision

•

Marketing Logics

•

TESS (Toronto Employment and Social Services), City of Toronto

•

RBC Royal Bank of Canada

•

Rogers Communications Inc.

•

Hospitality Workers Training Centre

•

Telus

Appendix B:
Geographical Spread of jobs for
Francophone bilingual talent
The geographic spread of Francophone jobs in Ontario

Job growth opportunities for Francophone talent
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Job growth opportunities for Francophone talent

Appendix C:
Secondary Data Information Sources
Telecommunications Sector
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•

http://searchtelecom.techtarget.com/definition/telecommunications

•

http://www.crtc.gc.ca/eng/publications/reports/policymonitoring/2015/cmr4.htm

•

http://www.investopedia.com/ask/answers/070815/what-telecommunications-sector.asp

•

http://www.statcan.gc.ca/eng/subjects/standard/naics/2017/concordance-2017-2012

•

http://www.crtc.gc.ca/eng/publications/reports/policymonitoring/2015/cmr4.htm

•

http://www.statcan.gc.ca/tables-tableaux/sum-som/l01/cst01/demo05a-eng.htm Date modified: 2016-02-10

•

http://www.investinontario.com/wireless-telecommunications-and-networks#who-is-in-Ontario

•

http://www.investinontario.com/wireless-telecommunications-and-networks

•

http://www.crtc.gc.ca/eng/publications/reports/policymonitoring/2015/cmr5.htm

•

http://www.conferenceboard.ca/press/newsrelease/16-02-03/canada_s_telecommunication_industry_to_see_
limited_growth_in_2016.aspx Canada’s Telecommunication Industry to

•

https://techtoronto.org/Report2016/images/TechTO_Report2016.pdf

•

https://www.cwta.ca/facts-figures/

•

https://www.friends.ca/files/PDF/fcb.2014-190.appendix3-.pdf

•

http://www.ogrady.on.ca/Downloads/Papers/Outlook%20For%20Human%20Resources%20In%20The%20
Information%20And%20Communications%20Technology%20Labour%20Market.pdf

•

http://bedc.ca/wp-content/uploads/2015/09/Key-Sector-Analysis-.pdf

•

https://www.toronto.ca/legdocs/mmis/2011/ed/bgrd/backgroundfile-37139.pdf

•

http://www.vividfuture.org/content/industry-faq

•

http://www.immigration.ca/fast-track-high-demand-occupations/

•

https://www.summitsearchgroup.com/telecommunications-recruitment/

•

Information and Communications Technology Council (2008). Outlook for Human Resources in the Information
and Communications Technology Labour Market, 2008 to 2015

•

Peter H. Miller, P. Eng., LL.B (June 25, 2014.) Canadian Television - An Environmental Scan. Submission to the
Canadian Radio-television and Telecommunications Commission (“CRTC”)
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Transportation Sector
•

http://www.otec.org/Files/pdf/resources/SupplyDemand_Ind_Trans_Current_EN.aspx

•

http://www.ryerson.ca/content/dam/rcis/documents/RCIS_MCI_PC_Fellowship_Report_Barber_2014.pdf

•

The Canadian Human Resource Council (CTHC), March 2012

•

The Canadian Tourism Research Institute

•

The Conference Board of Canada

Appendix D: Forum Agenda
2nd Annual Francophone Human Capital Forum
Location:
		

Ontario Investment and Trade Centre
250 Yonge Street, 35th Floor

Date:		
Time:		

Thursday February 15th, 2018
8:30 am – 2:00 pm

Hospitality Sector
•

http://www.mtc.gov.on.ca/en/research/econ_impact/econ_impact.shtml

•

http://cthrc.ca/en/research_publications/~/media/Files/CTHRC/Home/research_publications/labour_market_
information/Supply_Demand/SupplyDemand_Report_Current_EN.ashx

8:30 AM – 9:00 AM

•

https://www.ic.gc.ca/app/scr/sbms/sbb/cis/gdp.html?code=71

9:00 AM – 9:05 AM

•

https://www.destinationcanada.com/sites/default/files/2016-11/TourismSnapshot-Aug2016_EN.pdf

•

https://ic.gc.ca/app/scr/sbms/sbb/cis/gdp.html?code=72&lang=eng

•

https://opentextbc.ca/introtourism/chapter/chapter-4-food-and-beverage-services/

•

https://www.app.tcu.gov.on.ca/eng/labourmarket/ojf/profile.asp?NOC_CD=6453

•

https://www.adzuna.ca/browse/ontario?c=624046231 &ag=29966286905&kw=bilingual&dv=c&nw=s
&geo=1002451&gclid=CP_2kNWLldICFViewAodgToE0A

•

http://www.workopolis.com/jobsearch/french-bilingual-analyst-jobs/toronto-ontario

•

http://www.cic.gc.ca/english/hire/francophone.asp [gov’t website promoting hiring francophone/bilingual]

•

http://www.grants.gov.on.ca/prodconsum/groups/grants_web_contents/documents/grants_web_contents/
prdr014462.pdf

•

https://www.hcareers.ca/article/advice-from-employers/5-job-skills-hospitality-employers-want-to-see

•

https://ca.indeed.com/

•

sadasdjobs?q=Food+Beverage+Manager&l=Toronto%2C+ON&start=10#

•

https://marriott.taleo.net/careersection/2/jobdetail.ftl?lang=en&job=16001UOC&src=JB-10224

•

Statistics Canada. ITS Border Counts, December 2014

•

Houle, Rene, Daniel Periera and Jean-Pierre Corbeil. Statistics Canada. Statistical Portrait of the French-speaking
Immigrant Population Outside Quebec (1991-2011) June 2014.

•

https://www.canada.ca/content/dam/ircc/migration/ircc/english/resources/research/documents/pdf/r8-2014-frenchoutside-quebec.pdf

•

http://www23.statcan.gc.ca/imdb/p2SV.pl?Function=getSurvey&SDDS=3152
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Registration, Breakfast and Networking
Opening Remarks

9:05AM – 9:25 AM

9:25 AM – 9:40 PM

Mrs. Leonie Tchatat, Founder and President of La Passerelle-I.D.É.
Dr. Catherine Chandler-Crichlow, Co-Chair of The Francophone Workforce Development Council
Mrs. Marie-Lison Fougère, Deputy Minister for the Ontario Ministries of Francophone Affairs, Seniors’
Affairs and Deputy Minister Responsible for Accessibility
Keynote Speaker
Dr Dyane Adam, C.M, Chair, Technical Implementation Committee, Université de l’Ontario français
Panel presentation of the research: Key Findings and Q&A

9:40 AM – 10:20 AM

Mrs. Leonie Tchatat, Founder and President of La Passerelle-I.D.É.
Dr. Catherine Chandler-Crichlow, Co-Chair of The Francophone Workforce Development Council
Dr. Rick Guzzo, Co-leader Mercer, Workforce Sciences Institute

10:20 AM – 10:30 AM

Break
Cross-sectoral employers panel
Mrs. Chantal Dugas, General manager, Linguistic Affairs and Diversity at Air Canada

10:30 AM – 11:30 AM

Mrs. Mandie Abrams, Executive Director of Hospitality Workers Training Centre
Mr. Geoffrey King, Founder of BridgeDXi Americas
Moderator: Mrs. Marie-Lison Fougère

11:30 AM – 12:15 PM

Roundtable Discussions and Report-back

12:15 PM – 1:00 PM

Lunch

1:00 PM – 1:10 PM

Key Remarks
Honourable Marie-France Lalonde, Minister of Francophone Affairs
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Appendix E: Speaker Bios
Mme. LÉONIE TCHATAT
Founder and CEO of La Passerelle-I.D.É
Co-Chair and Co-Founder – The Francophone Workforce Development Council
Léonie Tchatat is a Canadian woman of Cameroonian origin. She first arrived in Toronto as a
high school student at the age of 16. Recognized for her leadership and volunteer involvement in
Francophone communities nationally and internationally, Ms. Tchatat works to build long lasting
bridges and fertile economic development initiatives bringing together the larger society and diverse, newcomer
Francophone communities.
Ms. Tchatat has played a key role in developing innovative initiatives grounded in a deep knowledge of crucial
inclusion issues in the context of the ever growing diversity that marks Canadian society. Her knowledge and expertise
make Ms. Tchatat a key partner around the table when it comes to strategic policies and programs, leveraging
Francophone contributions towards a healthy & prosperous future for all.
She spearheaded the design of Compétences Culturelles, a skills training program declared a best practice by
Immigration, Refugees & Citizenship Canada and the Government of Ontario. The program has helped hundreds of
Francophone newcomers to settle and integrate in Ontario, 77% of the participants having successfully used what
they learned to gain and maintain employment. She is also the driving force behind Ontario Business Platform,
version 3.0 of a unique, holistic entrepreneurship platform having supported dozens of young Francophone
women entrepreneurs launch their business projects in Ontario. She launched and currently co-chairs the first-ever
Francophone Workforce Development Council, a strategic human capital body comprised of senior representatives
of large private and public corporations, Ontario ministries and postsecondary education institutions unleashing
synergies to raise the profile and improve the pipeline of young Francophone talent to key industries in the Greater
Toronto Area.
Ms. Tchatat is a remarkable spokeswoman. She has received numerous distinctions acknowledging her
accomplishments: Chevalier à l’ordre de la francophonie et du dialogue des cultures de la Pléiade (2009); member of
the Passages to Canada Speakers Bureau (2002); Action Canada Fellowship and Youth Pioneer Award (2003); Nuit
des Dames Award (2009); Share the Light Leadership Award (2013); Canadian Centre for Victims of Torture Trevor
Bartram Award (2014) and 75th Anniversary AEFO Award (2014). A leader within the Canadian delegation to the World
Conference Against Racism in Durban, South Africa (2001), she has presented to the IACHR Special Rapporteur
and the UN WG on African Descendants. She launched the Coalition des Organismes de Minorités Raciales et
Ethnoculturelles Francophones de Toronto.
Since the early 2000s, Ms. Tchatat serves on Immigration, Refugees & Citizenship Canada’s Comité directeur –
Communautés francophones en situation minoritaire. In 2012 she was invited to join the Expert Roundtable on
Immigration that advised the Ontario government towards the province’s first-ever Immigration Strategy. In 2014, she
served on the Technical Advisory Group supporting the government of Ontario in the development of its Poverty
Reduction Strategy. She currently serves on the City of Toronto’s French Committee.

She was a delegate to the Canada-France seminar on youth and diversity integration held by the Canadian Embassy
in Paris and France’s National Council of Cities in 2011. In October 2015, she launched the Parisian chapter of La
Passerelle-I.D.É. at the Canadian Cultural Centre in the French capital, undertaking a Canada-France seminal project
to foster diverse youth international mobility and entrepreneurship.
She is the mother of two boys.

Dr. Catherine Chandler-Crichlow
President & Chief Human Capital Officer -- 3C Workforce Solutions.
Board Chair - Toronto Region Immigration and Employment Council (TRIEC)
Board Member – Postsecondary Education Quality Assessment Board (PEQAB)
Advisor – Toronto Sector Skills Academy
Board Chair and Co-Founder – The African and Caribbean Board of Industry & Trade
Co-Chair and Co-Founder – The Francophone Workforce Development Council
Prior Chair – Black Business and Professionals Council Advisory Body - City of Toronto.
Dr. Catherine Chandler-Crichlow is the President & Chief Human Capital Officer of 3C Workforce Solutions. With
close to 30 years of experience in human capital research and development, she has worked on a range of initiatives
that span private, public and voluntary institutions locally and internationally. Her areas of specialization are
specializations in the areas of workforce research, executive and leadership development, curriculum development
and implementation, technology mediated distance learning and program evaluation.
She was the Executive Director of the Centre of Excellence in Financial Services Education, was an Associate Vice
President – Education and Training at TD Bank Financial Group, and was Director – Corporate Programs, Rotman
School of Management, University of Toronto. She was a senior advisor to agencies such as the World Bank, The
Central Bank of Trinidad and Tobago, and the Securities and Exchange Commission of Malaysia. As Program Director
of the. Toronto International Leadership Centre for Financial Sector Supervision, she was responsible for the design,
development, delivery and evaluation of capacity building programs for financial sector supervisors in countries such
as Argentina. Brazil, Malaysia, Poland and Singapore.
An active volunteer, Dr. Chandler-Crichlow is Chair - Toronto Region Immigration and Employment Council (TRIEC);
Board Member – Postsecondary Education Quality Assessment Board (PEQAB); Chair and Co-Founder: The African
and Caribbean Board of Industry & Trade; Co-Founder and Co-Chair of the Francophone Workforce Development
Council; and was the Chair: Black Business and Professionals Council Advisory Body - City of Toronto.
She was a member of the Expert Advisory Panel for the Ontario Ministry of Citizenship & Immigration and as a
member of the Ontario Ministry of Advanced Education and Skills Development’s Reference Group on university
funding model reform for Ontario universities.
Dr. Chandler-Crichlow holds a Doctorate in Education degree from the University of Toronto – Canada (Ontario
Graduate Fellowship), a Master in Education degree from Harvard University – U.S.A. (Fellowship from the
Organization of American Studies – OAS), and a Diploma in Education as well as a Bachelor of Science degree
(Honours) from the University of the West Indies – Trinidad and Tobago. She is an author on human capacity
development and a frequent speaker on human capacity development at local and international conferences.

In the field of communications, she founded Taloua, the first female Francophone magazine ever in Toronto. In
November 2011, she launched a province-wide awareness raising campaign under the title Immigrant veut dire: une
francophonie ontarienne plus forte ! (« Immigrant means: a stronger Ontarian francophonie! »). In February 2015, she
led a coalition of Francophone associations, institutions and networks to launch phase 2 of this campaign, under the
title Immigrant francophone veut dire: ensemble pour un Ontario français prospère ! (“Francophone immigrant means:
together for a prosperous French Ontario!”).
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Hon Marie-France Lalonde

Dr. Shafiq Qaadri

Minister Responsible for Francophone Affairs

Parliamentary Assistant to the Minister of Citizenship and Immigration

The Hon. Marie-France Lalonde was first elected to the Ontario legislature in 2014 as the MPP
for Ottawa-Orléans.

Dr. Shafiq Qaadri was first elected to the Ontario legislature in 2003 as the MPP for Etobicoke
North. He was re-elected in 2007, 2011 and 2014.

Lalonde currently serves as Minister of Government and Consumer Services, and as Minister
Responsible for Francophone Affairs. She was previously Parliamentary Assistant to the Minister of Economic
Development, Employment and Infrastructure, focusing on economic development, and to the Minister Responsible
for Francophone Affairs.
She serves on the Standing Committees on Government Agencies and Social Policy, as well as the Select Committee
on Sexual Violence and Harassment.
With a degree in social work from the University of Quebec in Hull, she put her leadership and skills to work in a
career that began at the Children’s Aid Society, followed by the Children’s Hospital of Eastern Ontario and the Ottawa
Hospital.
Throughout the last decade, Marie-France continued her career in caring for people and became the co-owner and
executive director of the Portobello Manor in Orléans. Ms Lalonde opened Portobello Manor in 2008 to not only
effect change in the community, but to address a growing need for long term and senior care. During her career at
the Portobello Manor, Lalonde’s work and passion in senior care led to her receiving the 2010 New Business of the
Year Award from the Orléans Chamber of Commerce. In 2013, Portobello Manor was recognized as the Community
Service Business of the Year at the 2013 Orléans Business Excellence Awards.
Lalonde – who has lived in Ottawa—Orléans for 15 years – was also a Regional Director of Marketing and Sales in
Eastern Canada for All Seniors Care Living Centres.
Along with her career in social work, Ms Lalonde has served on the Community Advisory Committee for the
Champlain Community Access Centre and was part of the working group on affordable housing for seniors with the
United Way. Lalonde also served as Vice-President of CARP Ottawa, where she continued her advocacy for seniors
and senior care.
In 2012, her community involvement earned her a Leading Women Building Communities award from the Government
of Ontario.
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Qaadri currently serves as Parliamentary Assistant to the Minister of Citizenship and
Immigration.. He is a strong advocate of quality public health care, education, diversity and a just society. Dr. Qaadri
has served as Parliamentary Assistant to the Premier, as well as to the Minister of Government Services, Minister
of Children and Youth Services and Ontario’s first Minister of Health Promotion. He also served as Chair of the
Parliamentary Standing Committee on Social Policy, which oversees many important pieces of legislation and helps to
refine the province’s laws.
Dr. Qaadri graduated from Upper Canada College in 1982 and from the University of Toronto Medical School in 1988.
During his academic career, he won several scholarships and awards, including an English-Speaking Union Essay
Prize to Oxford University, a Canadian National Debating Championship, a Medical Research Council Scholarship in
Clinical Neurosurgery and a Senator Thompson Fellowship to the University of Pennsylvania. As a family physician,
the multilingual Dr. Qaadri has published and presented more than 700 articles on a variety of medical topics. He has
appeared on more than 1,000 radio and TV shows. His book, a health manual for men, “The Testosterone Factor: A
Practical Guide to Improving Vitality and Virility, Naturally,” was released in 2006 and is now published in five countries
and four languages.

Marie-Lison Fougère
Deputy Minister of Accessibility, Francophone Affairs and Seniors Affairs
L’Hon Marie-Lison Fougère is the Deputy Minister of Francophone Affairs and Seniors Affairs
since December 1, 2015. In June 2016, she was also appointed as Deputy Minister Responsible
for Accessibility. Prior to assuming these roles, she acted as Interim Deputy Minister of the
Ministry of Training, Colleges and Universities.
Ms. Fougère served for eight years as Assistant Deputy Minister, Strategic Policy and Programs Division, at the
Ministry of Training, Colleges, and Universities. In this role, she was responsible for strategic policy development and
program design for both postsecondary education and labour market skills training. From 2005 to 2007, Ms. Fougère
was Assistant Deputy Minister of the Office of Francophone Affairs (OFA) where she was responsible for Frenchlanguage services in the Ontario Public Service. She also has ten years of progressive experience at the Ministry of
Education, during which she held a variety of policy/program director portfolios. Ms. Fougère studied political science
and German literature at Dalhousie University (Halifax) and Heidelberg University in Germany. She also holds a
Master’s degree from York University in Toronto. She is fluent in French, English, and German.
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Harriet Thornhill

Jay Doherty

Vice President
RBC Royal Bank Contact Centre

Partner and co-founder Workforce Sciences Institute

Harriet Thornhill is currently the Vice President, RBC Advice Centre and Direct Investing
Discount Brokerage Contact Centre. She leads a team of 3,700 sales and service advisors and
leaders within 5 centres across Canada (Montreal, Moncton, Winnipeg, Vancouver, Mississauga).
Prior to assuming the current role, Ms. Thornhill was the Head of Caribbean Markets, Personal Banking, RBC
Caribbean Banking, and was based in Trinidad & Tobago. Her responsibility spanned across six strategic regional
markets where she led the development and implementation of key strategies aimed to create and sustain client
value, employee engagement, and financial performance. She was one of 12 Caribbean Banking Operating
Committee members responsible for setting the overall strategic direction of the RBC Financial (Caribbean) Limited
Group.
Ms. Thornhill joined RBC in Montreal over 30 years ago, and has held successively senior roles in Marketing,
Recruitment, Client Experience Strategy, Leadership Development and Sales Leadership.
She has roots in Barbados and a career built mostly in Montréal, Quebec and Toronto. Before relocating to the
Caribbean, Ms. Thornhill was the Regional Vice President for one of the high growth markets in the Greater Toronto
Region. She brings the best of these experiences to her current role.
Throughout her career, Ms. Thornhill has built a robust history of community involvement and leadership activities,
which includes her role in the Charity Trust Leadership Cabinet; Executive Cabinet member for the 2006 William
Osler Health Centre Foundation Public Fund-raising Campaign, and the RBC Greater Toronto Region Executive
Champion for the Black Cultural Markets. She has also served as the Chair of the Black Business Professionals and
Associations (BBPA) National Scholarship board. In her previous role, Ms. Thornhill served as a director on several
subsidiary boards across the Caribbean.
One of her proudest achievements came in November 2010, when she was a torchbearer for the 21st Winter Olympics
in Vancouver. In March 2011, Ms. Thornhill was awarded, along with five other recipients, with the prestigious PreHarry Jerome Award “Women of Honour.”
Ms. Thornhill has an executive MBA from the University of Athabasca.

Mr. Jay Doherty is a partner at Mercer and co-founder of its Workforce Sciences Institute. His
expertise is in workforce planning, labor market analysis, and the measurable link between
people management practices and bottom-line results. He has over thirty years of experience
helping leading companies in North America, Europe, the Middle East and Asia.
Prior to joining Mercer in 1996, Jay worked at a major management consulting firm leading Analysis and Design,
was office head of a systems consulting firm and worked at the Ministry of Finance and National Economy in Riyadh,
Saudi Arabia.
Jay received an MBA from Darden at the University of Virginia and a BS from Villanova University. Jay has authored
articles and is cited in the media on organization and workforce issues and is co-author of Play to Your Strengths,
McGraw Hill publishing 2004 and contributing author to Tangible Strategies for Intangible Assets, McGraw-Hill, and
Offshoring Opportunities, Wiley 2005.

Rick Guzzo
Mercer, Workforce Sciences Institute
Mr. Rick Guzzo co-leads Mercer’s Workforce Sciences Institute, a research and innovation
center, and is based in Washington, DC.
In addition to R&D responsibilities, Rick delivers data-based advisory work primarily to large,
global clients on a wide range of workforce issues. He has also worked extensively with
governments and government agencies on strategic workforce issues in regional, national, and global contexts.
Rick’s recent publications focus on the use of big data in workforce management. Examples include “A big data,
say-do approach to climate and culture“ (2014, Oxford Handbook of Climate and Culture) and “How big data matters“
(2015, Big Data at Work: The Data Science Revolution and Organizational Psychology).
Mr. Rick has been with Mercer since 1997 and previously was a professor at McGill University (1978-1980), New
York University (1980-89), and at the University of Maryland (1989-97). A Fellow of the Society for IndustrialOrganizational Psychology, his BS degree is from The Ohio State University and his PhD is from Yale University.
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Jayna Koria
Mercer, Talent Rewards
Ms. Jayna Koria is a senior associate in Mercer’s Talent business in Toronto. Jayna is an
experienced Project Manager and Talent Consultant. Jayna has been with Mercer for more than
10 years and worked on a variety of client projects and Mercer products over this time.
Jayna has worked on a variety of challenging assignments that include job evaluation system
design and implementation, compensation and policy market reviews, designing and developing salary structures, pay
equity compliance reviews as well as conducting employee engagement surveys and 360 reviews.
Many of the projects Jayna leads involve gathering leadership/employee insight through one-on-one interviews or
focus group discussions. Jayna has worked with many clients in various industries including insurance, retail, public
sector, not-for-profit, consumer goods, engineering services, life sciences and high-tech.
Jayna holds an honors degree in Economics and Management Science from the University of Kent at Canterbury, UK.
Jayna is also currently enrolled in the Certified Employee Benefits Specialist (CEBS) program and has earned the
Retirement Plans Associate (RPA) designation. In addition, Jayna has completed the Canadian Securities
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