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Executive Summary
Surrey receives an average of 7,000 new immigrants and 250 refugees every year. These newcomers
to the community often have difficulty integrating into the local economy. Access to employment and
the programs and services that support this are critical to successful immigrant settlement and
integration.
The Surrey Local Immigration Partnership (LIP) has identified the need to explore the challenges and
successes of immigrants to access employment in Surrey and to identify promising practices by various
stakeholders in facilitating immigrant labour market attachment.
The Surrey LIP is a committee of representatives of thirty organizations including community and
immigrant serving organizations, education, business, government and other local agencies.
The Surrey LIP is seeking a better understanding of the issues faced by immigrants who want gainful
employment in Surrey and to find actionable solutions and practices to maximize this. Human Capital
Strategies (HCS) was contracted to the City of Surrey to conduct a labour market integration study for
the Surrey LIP.
The findings from this project will be used by the Surrey LIP to guide and inform the development of
both its Immigrant and the Refugee Settlement and Integration Strategic Plans.
The goals of the Surrey LIP Labour Market Integration Study were to:
1. Obtain an understanding of Surrey’s current and looming labour market needs;
2. Understand the barriers and challenges faced by Surrey employers in their attempts to recruit,
hire and retain new immigrant and refugee workers;
3. Understand the successful practices of Surrey employers who have and are currently recruiting,
hiring and retaining new immigrant and refugee workers;
4. Understand the successful practices, supports, and key steps taken by new immigrants and
refugees who have successfully entered the labour market;
5. Identify the gaps in service between the needs and demands of immigrants and refugees and
the recruitment/employment demands and expectations of employers in Surrey; and
6. Identify improved means and methods of connecting employers with local immigrant talent.
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Project Approach and Methodology
One hundred and seventy-four individuals participated in the primary research of this project. HCS used
a comprehensive methodology to understand the challenges faced by immigrants and refugees seeking
employment and the potential solutions for ameliorating them. This included a literature review, a
survey of Surrey employers, a Surrey employer focus group, interviews of several Surrey employers, a
focus group of Surrey immigrants, interviews of several Surrey immigrants, a focus group of Surrey
immigrant-serving organizations (ISOs), and interviews of several ISO representatives.
Literature Review
A detailed literature review was undertaken by HCS, including the review of over thirty reports and
relevant data sources. A summary of the literature and data included a focus on immigrants in Surrey
and the broader provincial context, immigrant barriers to employment, employer involvement with and
employment related to immigrants in Surrey, labour market integration, challenges and opportunities
for immigrant employment in Surrey, and sixteen promising practices.
Employer Survey
The employer survey was designed to gather information from employers on several key topics that
allowed the consultant project team to gauge the respondent profile, data on immigrant hiring
practices, perceived barriers, incentives and supports, along with information on the usage of existing
immigrant support programs. The survey also probed for information on current and future labour force
demand.
Key findings from the employer survey include:







Nearly one-third of employer respondents are immigrants themselves
The majority (69%) of employers surveyed are forecasting employee growth in the next three
years with biggest increases seen in business generalist roles and skilled trades.
The vast majority of employers employ immigrants and recruit through referrals from their
existing employees
While over 70% of employer respondents have a workforce diversity policy, only 35%
proactively recruit immigrants
Strong desire by employers for assistance in verifying foreign credentials, recruiting qualified
immigrants, training grants and information on legal working requirements for immigrants
Less than one third of employer respondents have worked with an ISO in the past.
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Employer, Immigrant and ISO Interviews
Key findings from the in-depth interviews with employers include:








Employers rely heavily on online postings (not always accessible to new immigrants) and
referrals from existing employees to recruit new hires. In cases where the existing employee
base has a high number of immigrants, referrals tend to result in more immigrant hires.
Most employers have training in place for new hires but none of it is specifically designed to
accommodate the needs of new Canadians.
Employers are not formally tracking the ratio of immigrant to Canadian-born employees and
estimates range from 10% to 80% of the workforce.
There was general acknowledgement among employers that immigrants work hard despite (or
perhaps because of) challenges including limited English language skills, a lack of awareness of
Canadian workplace culture, minimal Canadian work experience and difficulty matching foreign
qualifications to their Canadian equivalent.
Finally, ‘awareness’ was a significant theme among employers. Employers reported that while
they were aware of some support programs, there were many programs and services that
were simply ‘off their radar’. Many employers in the survey and focus group demonstrated a
commitment to actively seeking ways to enhance their awareness of available programs and
services as a result of their participation in this study.

Key findings from the in-depth interviews with immigrants include:










The majority of respondents said that chose to come to Surrey to join other family members
and because of Surrey’s reputation for good schools and relatively affordable housing.
Many interviewees said that while they had hoped to continue the careers they began in their
home country, there were few opportunities to do so. This resulted in many new immigrants
taking what they called ‘survival’ work – just to make ends meet. A common theme was that
the immigration ‘points system’ gave them hope that skills and experience gained in their home
country would be in demand in Canada. Often, this proved not to be the case.
Interviewees said that, for the most part, they did not reach out to their respective ethnocultural community for help in securing employment. Instead, they tended to seek help from
their professional or religious communities. None of the interviewees reported experiencing
any active discrimination.
When asked about their awareness of immigrant programs and services, many were surprised
to learn that there were ‘so many’ organizations willing to help.
When asked about what they felt would break down some of the barriers to employment in
their chosen field, many said they would be willing to volunteer if doing so would allow them to
earn Canadian experience.
Finally, immigrant interviewees suggested that more coordination and better communication
among ISOs and immigrants (especially new immigrants) would be a significant benefit to them.
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A total of 8 ISOs were interviewed for this study. Some common themes emerged among them,
despite their differences. It was noted that it is more common for ISOs to reach out to employers than
for employers to approach ISOs. Mandates among ISOs differ – some focus on settlement while others
concentrate on employability skills (e.g. English language), and others are credential-focused.
ISOs said that it is challenging to follow-up on individual immigrants once they have been hired. As a
result, they prefer to work with employers that share such information with them. Eight employers
were identified as being particularly helpful in that regard.
ISOs suggested that there are certain occupational groups that offer a higher level of successful
workforce attachment for immigrants. These include entry-level positions in hospitality, healthcare,
retail, manufacturing, information technology and others.
Employer, Immigrant and ISO Focus Groups
The interviews of each group helped inform the
types of questions and further probing of
participants in focus groups of employers,
immigrants and ISO representatives.
A focus group consisting of sixteen individuals
from the City of Surrey’ Immigrant Advisory
Roundtable (IAR) was held as part of this
project. Immigrants cited a number of
examples of what is working well with respect
to Surrey Immigrants finding and retaining
meaningful employment with Surrey
employers.
There was an example that one of the
participants provided a story of how a group of
newcomers in Surrey attended some job search
programs and continued informally meeting
after the program finished on a
weekly/semiweekly basis to support each other
socially and in the job search process. The
participant also attends these meetings and
found them valuable, and asked how could more of this be facilitated.
Participants felt that creating more opportunities for job shadowing, volunteer work and internships
would help immigrants obtain critical Canadian experience. The group also agreed that employers
IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015
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should be encouraged to increase diversity in the workplace and that expanding and extending eligibility
would encourage greater participation in programs to accommodate immigrants who cannot get into
the workforce immediately after immigrating.
It was felt that the federal government should expand the Federal Internship for Newcomers Program
(FINP) and create programs like Ontario’s ‘Career Edge’, an industry-specific language training initiative.
The project team spoke with a group of five individuals from various ISOs operating programs in the
City of Surrey. ISOs shared some of the same concerns as other focus group participants. This group
cited the language profile of immigrants as a significant barrier – some immigrants simply have not
enough English for the workplace. In addition, unfamiliarity with Canadian work culture and lack of
Canadian work experience were flagged as significant barriers.
Participants felt that incentives to encourage immigrants to “move to where the jobs are” – often
outside of urban centres – was a positive approach. The ISOs highlighted two international examples as
suggested approaches for Surrey.
In a focus group of Surrey Board of Trade employer members, networking was cited by several
participants as a successful strategy for immigrant candidates. Networking offers immigrant candidates
an opportunity to:





Tap into the ‘hidden job market’
Meet potential employers and connect with them at a personal level
Learn about work culture in their industry of choice
Potentially meet fellow ex-pats in their industry who will have a personal interest in helping them
find meaningful work

Participants suggested that employers who wish to be successful at integrating immigrants into their
workforce need to ensure that there is a workplace culture onboarding process.
The City of Surrey, as an employer, has been successful in participating in the Immigrant Employment
Council of BC’s Connector Program in which immigrants and employers and professionals are
connected thereby helping immigrants build professional networks and find local opportunities.
Focus group participants were united in their intent to push the responsibility back to the candidate: If
the candidate wants a job, they need to make an effort to improve their English skills. They emphasized
that the hires they see practicing English at home – not just in ESL class – tend to pick up English much
more quickly and with greater proficiency. It was noted that there are certain roles that require less
English and might be a better fit (e.g. a Blackjack dealer at a Casino does not need to know much
English).
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Themes of Key Challenges
Based on the secondary (literature review and available data) and primary research (interviews, survey,
focus groups) and secondary research (literature review), it is evident that there are significant
challenges facing immigrants seeking employer in Surrey.
These challenges are as follows:
1.
2.
3.
4.
5.
6.
7.

English Language
Canadian Workplace Culture
Training/Internship Opportunities
Employer Capacities and Knowledge
Lack of Central Coordination
Entrepreneurship and Self-Employment Opportunities
Funding Challenges

These gaps are not radically different from those seen in, for example, the early days of the Toronto
Local Immigration Partnerships (LIPs). The integrated approach that the City of Toronto and a number
of regional and community LIPs are taking towards addressing these gaps proves that there are
potential viable solutions. Each of the above gaps is discussed in more detail below.
Recommendations
Given the limited resources available to the Surrey SLIP stakeholders to take on new projects or expand
existing services, this report’s recommendations focus on what can be realistically achieved with little or
no new funding:
1. Surrey LIP strengthening coordination of immigrant employment- and employer-related
programs and services in Surrey.
2. Partner with Surrey School District to enhance English language training
3. Encourage employers and industry groups to adopt occupation and sector-specific English
language training (on-site) strategies.
4. Create a Surrey Labour Shortage Task Force
5. Use the Surrey LIP to create an employer / immigrant portal focussed on jobs and employment
6. Strengthening Business Sector Involvement in the Surrey LIP.
7. Engage Local Professional Immigrant Networks.
8. Host an annual Surrey Immigrant Employment Conference or Summit. The
9. Increase Surrey employer and industry awareness of ISOs and capacity for employing Surrey
immigrants.
10. Create an Employer Advisory Roundtable to the Surrey LIP.
11. Leverage increased funding for Surrey immigrant employment strategies.
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12. Encourage and increase immigrant development in entrepreneurism and self-employment.
13. Advocate for and working with ISOs, governments and employer groups to increase immigrant
bridging and internship programs.
14. Pursue opportunities for further research on immigrant employment in Surrey.
Conclusion
The Immigrant Labour Market Integration Research Project aimed to identify the gaps specific to
newcomers entering Surrey labour market and existing and desirable solutions to improve immigrant
labour market outcomes. As a result, a variety of promising immigrant employment practices have been
uncovered in Surrey and other jurisdictions that support immigrant labour market integration. At the
same time, the study has identified some clear challenges in Surrey with regards to immigrant
employment and some constructive solutions reflected in the aforementioned recommendations.
Some clear challenges in Surrey with regards to immigrant employment have been identified in this
report, and some relatively inexpensive and constructive solutions have been offered that can be
implemented to further address the issues. In the long run, a looming labour shortage should drive
increased interest in immigrant employment in the next five years that may open up new funding to
address immigrant employment challenges.
In the meantime, the community of Surrey possesses two key success factors for immigrant
employment and career success:



The Surrey LIP members’ commitment to immigrant settlement and integration – and in
particular to immigrant training and employment; and,
The Surrey LIP’s body of work, strong advocacy role and comprehensive membership.

Surrey, therefore, is well-positioned to increase immigrant employment and career success through
collective efforts of the City, the Surrey LIP, individual immigrant-serving organizations, business groups
like the Surrey Board of Trade and many others.
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1. Project Purpose and Background
Surrey receives an average of 7,000 new immigrants and 250 refugees every year. These newcomers
to the community often have difficulty integrating into the local economy. Access to employment and
the programs and services that support this are critical to successful immigrant settlement and
integration.
The Surrey Local Immigration Partnership (LIP) has identified the need to explore the challenges and
successes of immigrants to access employment in Surrey and to identify promising practices by various
stakeholders in facilitating immigrant labour market attachment.
The Surrey LIP is a committee of representatives of thirty organizations including community and
immigrant serving organizations, education, business, government and other local agencies.
The Surrey LIP is seeking a better understanding of the issues faced by immigrants who want gainful
employment in Surrey and to find actionable solutions and practices to maximize this. Human Capital
Strategies (HCS) was contracted to the City of Surrey to conduct a labour market integration study for
the Surrey LIP. This project’s aim is to identify Surrey’s current labour market needs and integration
challenges from both immigrants’ and employers’ perspectives.
The findings from this project will be used by the Surrey LIP to guide and inform the development of
both its Immigrant and the Refugee Settlement and Integration Strategic Plans. This project is one part
of the Surrey LIP research and consultation work. The other three parts of this Surrey LIP agenda are:


Immigrant Integration Research: To better understand public perceptions of Surrey as a
welcoming and inclusive community.



Service Mapping Project: To identify and analyze settlement services’ gaps and distribution, and
develop an online map of settlement services available in Surrey.



Refugee Settlement Priorities Research: To identify settlement issues, solutions, actions and
promising practices specific to Surrey’s refugees.
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2. Project Goals
The goals of the Surrey LIP Labour Market Integration Study were to:
7. Obtain an understanding of Surrey’s current and looming labour market needs;
8. Understand the barriers and challenges faced by Surrey employers in their attempts to recruit,
hire and retain new immigrant and refugee workers;
9. Understand the successful practices of Surrey employers who have and are currently recruiting,
hiring and retaining new immigrant and refugee workers;
10. Understand the successful practices, supports, and key steps taken by new immigrants and
refugees who have successfully entered the labour market;
11. Identify the gaps in service between the needs and demands of immigrants and refugees and
the recruitment/employment demands and expectations of employers in Surrey; and
12. Identify improved means and methods of connecting employers with local immigrant talent.

2.1 Project Approach
2.1.1 Methodology
One hundred and seventy-four individuals participated in the primary research of this project.
HCS used the following comprehensive methodology to understand the challenges faced by
immigrants and refugees seeking employment and the potential solutions for ameliorating them:








A Literature Review focused on three main areas:
An overview of Surrey’s key economic sectors as well as current and looming labour market
needs;
Identifying promising practises of labour market integration of immigrants at the community
level; and,
Identifying potential gaps in employer capacity and practices.
Targeted consultations with key Surrey employers in high growth and high demand sectors to
identify current and projected skill shortages and labour market demand.
Consultation with the Surrey Immigrant Advisory Roundtable (focus group) to gather
employment and labour market perspectives from an immigrant and refugee perspective.
Consultation with immigrants and refugees (interviews) directly to learn from their experiences
in the labour market, particularly in Surrey.

IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

2





Consultations with a broad section of Surrey immigrant service providers (focus groups,
interviews) to determine best practices in employment services and identify gaps between
service provision and employment for immigrants.
A detailed online employer survey.

Table 1 - Research Deliverables

Research Deliverable
Employer Focus Group
Employer Interviews
Employer Survey Respondents
Immigrant Focus Group
Immigrant Interviews
Immigrant-Serving Organization (ISO) Focus Group
ISO Interviews

Number of
Outputs
1
16
1
1
11
1
8

Number of
Participants
4
16
114
16
11
5
8

2.1.2 Activities and Milestones
Table 2 - Activities and Milestones

Activities and Milestones
Project management
Research planning and design
Secondary Research
 Literature review
 Data review
Employer survey
Other Primary Research
 Immigrant interviews and focus group
 Employer interviews and focus group
 Immigrant serving organization interviews and
focus group
Analysis of research
Development of final report

Timelines
Ongoing
June 2015
July 2015

August 2015
August-September 2015

September 2015
October 2015
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2.1.3 Structure and Format of this Report
The remainder of this report presents research findings, key themes, recommendations and a
conclusion.
Section 3 presents research findings. This includes secondary research, specifically a summary of the
literature review (more details in Appendix A) and relevant existing data collected.
Section 3 then includes comprehensive primary research including:




A summary of results of an online survey of Surrey employers
Key findings from interviews of immigrants, employers and immigrant-serving organization
representatives (ISO)
Key findings from focus groups of immigrants, employers and ISO representatives

Section 4 contains a synthesis of key themes from the research findings that have implications for
further action and recommendations.
Section 5 includes a list of recommendations that emerge from an analysis of the findings and key
themes. The report ends with a short Conclusion section.
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3. Summary of Research Findings
3.1 Secondary Research - Literature Review
The detailed literature review – including cited pieces of literature – is contained in Appendix A of this
report. After reviewing over thirty reports and relevant data, a summary of key information learned
about immigrants and employers in Surrey (and elsewhere) follows.

3.1.1 Immigrants
Surrey attracts relatively large numbers of immigrants and is expected to welcome nearly 170,000
additional new Canadians to the City by 20351. Certain neighbourhoods in Surrey have higher
concentrations of immigrants than others2. There is a measurable gap between the expected and
actual quality of life for many immigrants when faced with the challenge of finding meaningful,
sustainable employment based on their experience and credentials. Second generation Canadians
report less satisfaction with their quality of life compared to their first generation parents3.
There are marked differences between the needs of recent immigrants and more established
immigrants. Helping immigrants make connections to employers, other community members, service
providers and mentors seems to have a big impact on an immigrant's ability to find meaningful
employment.
More collaboration between and resources to immigrant-serving organizations (ISOs) seems to be a
solution that works in other jurisdictions to support immigrants and employers who wish to hire them.
For example, in Ontario, the Provincial government has a Ministry of Citizenship, Immigration and
International Trade that provides a portal for immigrants to all of the local ISOs and related services (via
http://settlement.org/) and Municipal governments like the City of Toronto actively work to coordinate
efforts between all levels of government and Toronto-area LIPs to ensure that immigrants are finding
meaningful employment.

1

BC Stats. British Columbia Population Projections: 2015-2041. 2015. Page #3 (with some extrapolation seen in Appendix A of
this report on the referenced work).
2
City of Surrey. Citizenship and Immigration Fact Sheet 2011. 2011. Page #7.
3
Jill Bucklaschuk and Lori Wilkinson, University of Manitoba. A Profile of Economic and Labour Market Integration among
Immigrants in Canada. 2011. Page #19.
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Surrey’s immigrant population differs from that of other
jurisdictions in the following ways:


The sheer volume of immigrants coming into Surrey makes
workforce integration a bigger challenge over the next 20
years. Nearly 170,000 new immigrants in Surrey in the
next 20 years4.



Surrey has a disproportionately high Punjabi population
compared to other jurisdictions in Canada which makes it
easier for Sikh immigrants to integrate into the community

The sheer volume

and find work. This same unique circumstance also makes

of immigrants

it difficult for these immigrants to integrate into the non-

coming into Surrey

Punjabi-speaking workforce because English skills are not

makes workforce

required to work in Surrey. 16% of recent immigrants are

integration a

speaking English at work compared to 8% of all immigrants

bigger challenge

5



in Surrey . Only Abbotsford has lower rates of speaking

over the next 20

English at work (74%) but Surrey’s rate is 13 points lower

years. Nearly

than Coquitlam and Maple Ridge indicating that immigrants

170,000 new

with poor English skills should have a relatively easier time

immigrants in

finding employment in Surrey than the rest of Metro

Surrey in the next

Vancouver.

20 years

Recent immigrants to Surrey experience far lower average
employment income than their peers in Vancouver and
Burnaby - likely because of Surrey's lack of industries that
employ knowledge workers - the kinds of immigrants that
score well in Citizenship and Immigration Canada's points
system.



Surrey receives more Government Assisted Refugees
(GARs) than any other BC municipality6.

All of this means that what works in other jurisdictions must be
evaluated through the lens of these unique circumstances before
assuming they will work in Surrey.

4

BC Stats. British Columbia Population Projections: 2015-2041. 2015. Page #8.
New to BC. Various Immigrant Demographics. 2013
6
Surrey LIP. Who are Surrey’s Newcomers? 2014.
5
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3.1.2 Barriers
Based on analysis of the literature, the most common employment barriers cited by BC immigrants are
(in no particular order):
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Credential recognition (or lack of)
Regulatory and licensing barriers, including Canadian work experience requirement
Unconscious and conscious bias in hiring and development/promotion
Undervaluing of international experience (the peril of ‘Canadian experience’)
Lack of local networks (most employers especially SMEs use networks for hiring – networks
that immigrants cannot access)
A patchwork of service delivery organizations offering employment services that often do not
meet the needs of the changing profile of newcomers (e.g. highly skilled, professional)
Inadequate pre-arrival information (e.g. comprehensive labour market information about
licensing practices in Canada)
Non-inclusive workplaces
Employer perception on hiring immigrants as “risky” – reinforced by service providers portraying
newcomers as “needing help and accommodation”
Racism

While these are not specific to Surrey immigrants, this provided a broader context on which to base the
primary research questions. These barriers faced by employers of immigrants are minor in comparison
and revolve around a perceived deficiency in language abilities and cultural fit amongst immigrant
candidates – challenges which based on Surrey LIP research (e.g. Service Mapping and Immigrant
Integration Research projects) and other literature do not seem to be well-addressed by the current
network of service providers in Surrey. The previous Surrey-specific research identifies that a lack of
English language proficiency is one of the main barriers to integration in Surrey.
Currently, the value proposition to encourage employers to engage the immigrant community is
relatively weak. That is not to say that the actual value proposition for hiring immigrants is weak.
Rather, stronger arguments need to be developed and communicated to employers.

3.1.3 Employers and Employment
“As Tables 3 and 4 show, the number of business with employees and employment in Surrey tend to be
concentrated in retail trade, manufacturing, accommodation and food services, construction and other
services. The largest number businesses tend to be in Newton (28.5%), Guildford (18.8%) and South
Surrey (18.6%). Fleetwood and Whalley have the lowest proportion of businesses with employees.
In terms of employment, Newton (33.5%), South Surrey (17.3%) and Guildford (14.9%) have the highest
levels of employees in Surrey.
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Table 3: Number of Surrey Businesses with Employees, by Neighbourhood 7

NAICS
Code
11
21
22
23
31-33
41
44-45
48
49
51
52
53
54
56

NAICS Sector

Surrey

Whalley

Agriculture, forestry, fishing and hunting
24
1
Mining, quarrying, and oil and gas extraction
2
0
Utilities
3
1
Construction
822
82
Manufacturing
642
55
Wholesale trade
424
18
Retail trade
1066
78
Transportation
169
25
Postal service, couriers, warehousing and storage
142
19
Information and cultural industries
35
0
Finance and insurance
300
9
Real estate and rental and leasing
179
11
Professional, scientific and technical services
438
14
Administrative and support, waste management and
334
28
remediation services
61 Educational services
130
9
62 Health care and social assistance
511
30
71 Arts, entertainment and recreation
81
1
72 Accommodation and food services
665
47
81 Other services (except public administration)
724
71
92 Public administration
30
11
Total
6721
510
% of Total
100%
7.6%
(Source - City of Surrey Business License Database - Analysis by Human Capital Strategies)

Number of Businesses with Employees
South Surrey
Guildford
Fleetwood
Surrey Centre
3
0
10
0
1
0
0
0
1
1
0
0
97
63
130
27
119
3
59
6
87
7
62
4
183
68
237
158
20
7
32
2
33
0
26
0
6
2
4
2
39
22
62
34
28
5
37
18
57
27
80
35
36
28
47
40
16
68
4
111
92
2
1003
14.9%

8
38
5
56
35
4
379
5.6%

23
103
24
107
108
9
1160
17.3%

19
76
10
84
69
4
588
8.7%

Newton

Cloverdale

5
1
0
290
310
176
232
67
41
19
109
57
171
114

5
0
0
133
90
70
110
16
23
2
25
23
54
41

44
149
21
178
265
0
2249
33.5%

11
47
16
82
84
0
832
12.4%

7

Note that none of the major public sector employers (Fraser Health Authority, City of Surrey or Surrey School District) have business licenses on file so this data is naturally skewed towards
private sector employers.
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Table 4: Number of Employees in Surrey, by Neighbourhood (Source - City of Surrey Business License Database, Analysis by HCS)

NAICS
Code

NAICS Sector

Surrey

11

Agriculture, forestry, fishing and hunting

21

Mining, quarrying, and oil and gas extraction

22

Utilities

23

Construction

31-33
41
44-45

Manufacturing
Wholesale trade
Retail trade

Whalley

Number of Employees
South
Guildford Fleetwood
Surrey
40
0
139

Surrey
Centre
0

Newton

Cloverdale

24

260

485

22

62

0

12

0

0

0

50

0

976

20

140

816

0

0

0

0

6626

713

803

240

1544

96

1843

1387

10083

884

2443

17

934

25

4210

1570

4017

389

1002

121

590

29

1263

623

14116

657

3168

981

3440

1503

2951

1416

48

Transportation

2202

611

252

33

430

4

505

367

49
51

Postal, couriers, warehousing and storage
Information and cultural industries

2353
585

389
0

631
96

0
29

664
17

0
56

422
378

247
9

52

Finance and insurance

4230

45

462

202

549

1039

1672

261

53

Real estate and rental and leasing

2871

62

669

215

721

135

924

145

54

Professional, scientific and technical services

3727

76

368

160

645

766

1268

444

56

Administrative and support, waste management
and remediation services

2944

138

537

119

242

583

934

391

61

Educational services

1054

47

96

47

167

325

310

62

62

Health care and social assistance

3820

124

413

386

969

442

1243

243

71

Arts, entertainment and recreation

1307

3

11

20

384

99

205

585

72

Accommodation and food services

8917

571

1961

814

1686

1080

1811

994

81

Other services (except public administration)

5546

586

1169

172

989

428

1625

577

92

Public administration

8

0

2

1

2

2

1

0

Total

75929

5337

14275

4373

14112

6612

21639

9581

% of Total

100%

7.0%

18.8%

5.8%

18.6%

8.7%

28.5%

12.6%

(Source - City of Surrey Business License Database, Analysis by Human Capital Strategies)
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Labour market information indicates that larger employers in retail, finance and transportation along
with small to medium-sized employers in manufacturing and wholesale are most likely to have formal
immigrant recruitment policies in place. This is also true among unionized employers in health care,
construction and manufacturing. These employers are often regarded as a source of ‘best practices’
regarding immigrant employment.
In an effort to encourage greater numbers of immigrant hires, employers report that the return on
investment and value proposition of employing immigrant workers needs to be articulated more clearly.
Much of the current messaging revolves around "diversity of thought" or "accessing international
markets" rather than on the positive impact of immigrant employees on the local economy8.
One very important source of existing literature on employers and immigrants in Surrey is from BC
Employer Consultation Report: Recruiting and Retaining Immigrant Talent, a report prepared for the
Immigrant Employment Council of BC (IEC-BC) in April 2012. The significance of this report is that it
includes a focus group of fifteen Surrey-based representatives9 - one of the few pieces of research
found with a specific focus on Surrey employers and hiring immigrants.

8

Summary of language used in Citizenship and Immigration Canada marketing materials on “why hire internationally trained
workers” and other topics encouraging Canadian employers to hire recent immigrants.
9
Immigrant Employment Council of BC. Attracting and Retaining Immigrant Talent: BC Employer Consultation – Surrey Employer
Focus Group Summary. February 10, 2012.
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These preliminary findings informed our research by demonstrating that:













Potential immigrants need to be better informed about labour market conditions, employment
rules, regulations and timelines prior to their arrival to Canada. Government is responsible for
providing this information to newcomers.
All employers agree that immigrant workers have good work ethics and high potential to
succeed. Employers want immigrants to understand business and company needs, adjust their
academic and practical experience to local requirements and articulate how they can apply all of
the above to the Canadian workplace. Employers also need to understand that
racism/prejudice continues to exist in the workplace; they and others need to address this.
Immigrant employment is a multifaceted process. All levels of government, industries and
regions need to work together (pre-landing information support, pre-screening based on
industry/region needs, skill based assessment, job matching, credentials recognition, etc.).
Majority of employers think that the credential recognition process does not support
interprovincial and international labour mobility, and consequently, creates a lot of barriers for
both workers and employers. They perceive that professional bodies continue to be a barrier
Employers suggested incorporating technology into hiring foreign workers or immigrants in
their home countries (on-line screening, interviews).
Small and medium-sized enterprises (SMEs) do not have enough time and resources to deal
with a lot of HR related issues. They need more help with immigrant hiring in the form of
information support, training programs, credential recognition support, and other approaches.
There needs to be a better understanding of business needs/skills and match immigrants and
training to address these needs. It was suggested that an inventory of Surrey labour market
needs and of available immigrants and their skills be developed. There is no current up to date,
comprehensive picture of Surrey employer needs.

The employer representatives in this focus group also put forward suggestions for the kinds of support
employers need to hire immigrants: “What would help you and other employers to hire immigrants
more easily, quickly and efficiently?” Responses included the following:


Continue to have programs to support immigrants in developing workplace skills and educate
them about employers’ requirements.
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Employers need to have an Employer Resource Centre (possibly regional and/or communitybased and government-funded) where employers can get the help they need.
Educating employers about local labour market demand and supply is important, as is educating
immigrants about local business practices, employment regulations and cultural norms. Upper
management needs to be engaged in immigrant hiring initiatives and develop more flexible
selection and hiring practices.
Educating immigrants about entrepreneurial opportunities through some type of small business
portal is also needed.
A “Language at Work” tool(s) would be valuable for SMEs to assist with language and workplace
communication. Other resources are needed for small businesses, including language, culture,
computer, skills training in the workplace.
Employers and others should explore overseas and pre-arrival recruitment and incorporate
technology in immigrant attraction and selection. This could include developing industry
standards, conducting skills-based selection in home countries, matching with available job
opportunities in Canada and then proceeding with the immigration process.

While these findings are from a few years ago, underlying employer attitudes often take more than a
few years to change, what was heard at this focus group is pertinent to this current project and report.
It should also be noted that since the above study the federal government has introduced the Express
Entry system that include more emphasis on pre-arrival preparations and better linking of employers
and prospective immigrants.
Another employment factor for immigrants in BC is self-employment and entrepreneurial
opportunities. Over 17% of employed British Columbians are self-employed or a total number of
394,700 persons in 2014. This figure is even higher in BC’s private sector with 21% of jobs involving
self-employment.10
Statistics Canada found that immigrants’ motivation for self-employment revolved around two themes:
one associated with the entrepreneurial opportunities intrinsic of self-employment and one related to a
lack of opportunity (either unemployment or under-employment) in paid work.11
While there is not Surrey-specific data, Statistics Canada indicates that in 2006, about 17% of
immigrant working men aged 20 to 64 were self-employed, compared with 12% of Canadian-born men
in the same age group.12 This may represent an opportunity to promote this form of employment
among newcomers in Surrey.

10

BC Stats. Small Business Profile BC, 2015. 2015.
Statistics Canada. Immigrants in Self-Employment. http://www.statcan.gc.ca/pub/75-001-x/2011003/article/11500eng.htm.
12
Statistics Canada. Immigrants in Self-Employment. http://www.statcan.gc.ca/pub/75-001-x/2011003/article/11500eng.htm.
11
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These preliminary findings on immigrants, employers and employment informed HCS’ primary research
design and allowed it to focus on areas that were not addressed by the literature. Each of the four goals
identified below is explored separately.
The literature review allowed the consultant project team to:
1.

Define the scope and scale of the labour market integration challenges and opportunities
for employers and immigrants and refugees in Surrey;

2.

Obtain an understanding of Surrey’s current and looming labour market needs;

3.

Identify barriers faced by employers, immigrants and refugees who seek to work together;
and,

4.

Identify best practices and solutions developed both in Surrey and in other jurisdictions.

Surrey’s employers are forecast to create an additional
125,000 positions in the City by 2041. Based on the
above-cited JTST data, Surrey will already have several
thousand vacancies by 2022. By 2041, this situation will
likely be worse – barring unforeseen events that changes
labour demand at the regional level.
What is clear is that as Surrey continues to grow, it will need
skilled labour to counteract a projected labour shortage. As
the chart (next page) shows, the employers we surveyed
projected the biggest demand for new hires in sales and
general business management roles but significant growth
is projected in “skilled labour” categories such as equipment
operators, occupations unique to manufacturing and
primary industries as well as health. Work BC’s 2024 Labour
Market Outlook is projecting that the majority (42%) of all job
openings in BC over the next decade will be “skilled labour”
jobs requiring a college education or apprenticeship training13.

13

Work BC. British Columbia 2024 Labour Market Outlook. 2014. Page #14.
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When the Surrey economy is viewed as a subset of the BC economy, we see a number of sectors that
contribute significantly to Surrey’s economy14: The graphic below shows these highlighted sectors.

Employer survey respondents anticipating needing more hires in the
following occupational groups in the next three years (n=114)
Sales and Services

53%

Business, Finance and Administration

39%

Management

34%

Trades, Transport and Equipment Operators

23%

Occupations Unique to Processing, Manufacturing and
Utilities

19%

Occupations Unique to Primary Industries

19%

Health

16%

Social Sciences, Education, Government Services and
Religion

14%

Art, Culture, Recreation and Sport

6%

Natural and Applied Sciences

6%
0%



10%

20%

30%

40%

50%

60%

Construction companies represent the largest number (17%) of businesses with employees
in the City. However, the majority (69%) of employers in this sector only hire 1-4 staff.



Retail trade represents 10% of businesses with employees in Surrey.



Professional, scientific and technical services represents 9% of businesses with employees
in Surrey.



Other services (except public administration) represents 8% of businesses with employees
in Surrey.



Transportation represents 7% of businesses with employees in Surrey.



Health care and social assistance represents 7% of businesses with employees in Surrey.



Wholesale trade represents 6% of businesses with employees in Surrey.



Administrative and support, waste management and remediation services represents 5% of
businesses with employees in Surrey.



Accommodation and food services represents 5% of businesses with employees in Surrey.



Manufacturing represents 5% of businesses with employees in Surrey.

14

Service Canada. Custom Data Pull comparing Business Locations Counts for Surrey to NAICS codes, number of employees.
December, 2014
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There are other sectors that are popular to discuss in the context of Surrey’s economy – Agriculture, for
example. While nearly one third of Surrey’s land is Agricultural Land Reserve (ALR), the Agricultural
sector represents 1.5% of Surrey’s businesses15 with employees and 1.6% of Surrey’s labour force16 and
representing $153 million per year in revenue. While local food security is an important factor in the
long term viability of Surrey, Agriculture is not driving Surrey’s economy. The biggest employers in
Surrey are17:


Fraser Healthy Authority (22,000 staff)



City of Surrey (2,659 staff)



School District #36 (9,998 staff)



Coast Capital Savings (1,617)

The top three employers in terms of number of employees and direct contribution to Surrey’s GDP are
all public sector employers. Many of the vacancies in trades and technical occupations will also require
trades certifications that may or may not have recognizable equivalents in the home countries of many
immigrants. This will likely result in an employer-perceived credential gap that may hinder the ability of
many immigrants to meet Surrey’s labour market needs.
This may mean that immigrants with advanced post-secondary degrees who move to the city and who
lack English language skills will have a difficult time gaining meaningful employment in Surrey in years
to come. This is not unique to Surrey but will still need to be addressed as part of a Surrey immigrant
employment strategy.

15

Service Canada. Custom Data Pull comparing Business Locations Counts for Surrey to NAICS codes, number of employees.
December, 2014
16
City of Surrey. Agriculture Sector Profile. Page #2.
17
Business in Vancouver. Biggest Surrey Based Employers in 2015. September, 2015. https://www.biv.com/datatables/biggestsurrey-based-employers-in-2015/
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3.1.4 Scope of Labour Market Integration Challenges and Opportunities
The City of Surrey is growing at a brisk pace with nearly 10,000 new residents moving to Surrey every
year. Immigrants represented 40.5% of Surrey’s total population and by 2018, immigrants will account
for half of Surrey’s population – representing an immigrant growth rate that is nearly three times that
of Vancouver’.18 The broader context for the critical importance of increasing immigrant employment in
Surrey and other parts of BC is borne out by three strategic statistics at the provincial level:
1. In its workforce planning to meet long-term employment demand, the BC Government has set
a goal of recruiting 228,000 internationally trained workers by 2022. In its Labour Market
Outlook 2022, the Ministry of Jobs, Tourism and Skills Training projects needing workers to fill
985,100 job openings to 2022 and that this does not include a further 100,000 potential new
openings from liquefied natural gas projects.19
2. Based on statistics from BC Stats and Statistics Canada, it is estimated that for the first time in
BC’s history, the population of 55 to 64 year olds will exceed the size of the 20 to 29-year-old
population in 2015. With declining birth rates, the only way BC can ensure an adequate supply
of workers is through interprovincial and international migration (including better utilization of
existing landed immigrants).
3. BC Stats expects that the contribution of international migrants to total labour force needed in
BC will increase from 68% in 2014 to 106% in 2040.
The anticipated large numbers of immigrants and refugees moving to Surrey coupled with the projected
wave of retirements among ‘Baby Boomers’ presents many local challenges and opportunities. Based
on the 2022 Labour Market Outlook prepared by the Ministry of Jobs, Tourism and Skills Training (JTST),
and Metro Vancouver data, Surrey will likely have more than 8,000 unfilled positions between now and
202220 after factoring in existing labour supply. One solution to this anticipated shortfall is to encourage
net new immigrants to the city (i.e. a mix of new immigrants and intra- and interprovincial migration).
While the exact nature of the anticipated vacancies in Surrey is unknown, observations from other
jurisdictions that have faced labour shortfalls (e.g. Calgary during the oil boom) indicate that employers
will likely raise wages and be more willing to source labour from outside their geographic area. Surrey
continues to be a regional draw for certain immigrant populations – most notably, Punjabi families.

18

BC Stats. BC Population Projections: 2015-2041 http://www.bcstats.gov.bc.ca/Files/1129fe33-668a-4bab-a8ef32562eef7e79/BritishColumbiaPopulationProjections2015-2041.pdf
19
Ministry of Jobs, Tourism and Skills Training. Labour Market Outlook 2022. 2015.
20
Based on projected 42,250 jobs unfilled by 2022 (Ministry of Jobs, Tourism and Skills Training), two-thirds of which will be in
Metro Vancouver (WorkBC) and a 29% job growth in Surrey as a sub-set of Metro Vancouver (Metro Vancouver).
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3.1.5 Promising Practices
A combination of literature reviews, interviews and focus group discussions pointed to several
examples of promising practices among employers and ISOs. The practices featured in this report are
considered ‘promising’ rather than ‘best’. This is intentional as there is no evaluation framework that
determines what a ‘best’ practice is.
These successful practices serve as
potential models for future activities.
The consultant project team with input
from the City Project Team identified
promising practices for immigrants and

“By finding new and innovative ways to

others specifically for employers – along

integrate immigrants into small and medium

with some that served both audiences.

sized businesses, the Surrey Board of Trade

For the immigrant population, HCS
sought examples of innovative

shows they understand the critical role
immigrants play in growing our economy.”

approaches in immigrant employment
service delivery and success stories
related to clients securing employment
(e.g. placing skilled immigrants in

The Honourable Shirley Bond
Minister of Jobs, Tourism and Skills Training

professional occupations or assisting
significant numbers of immigrants to
find meaningful work).

Immigrant Initiatives
The Surrey Board of Trade 'HR Solutions for Immigrant Talent Initiative’
The Surrey Board of Trade was given the top award at the 2013 Canadian Chamber of Commerce
Convention for its leadership on connecting with educators to address the skills gap. The Surrey Board
of Trade earned Gold for their 'HR Solutions for Immigrant Talent Initiative'. This initiative in partnership
with Douglas College was an employer-focused program to assist small and medium-sized businesses
in the Surrey region in integrating immigrants into their labour pool.
The project involved workshops, resources navigation, training and immigrant HR support for
employers (with a one-on-one, hands-on approach by a mobile HR specialist). This program was
funded by the Government of Canada, the BC Government and the Immigrant Employment Council of
BC's Employer Innovation Fund.
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In Surrey, like many other cities across Canada, employers
are increasingly relying on new immigrants to meet their
skill shortages. It is a fact that small and medium sized
businesses need help in finding, recruiting and integrating
immigrant talent to address this issue. The Surrey Board
of Trade's program helped address this need. The program
successfully matched the needs of employers with the
skills of newcomers.

The role that libraries
including Surrey libraries play
in this initiative is important.
As a major public employer,
they have taken an active role
in supporting immigrant
integration.

Library Champions Program

As a result of this program
Library Champions are immigrants who participate as
volunteers in a three-month community outreach
project. Drawing on their language skills, cultural
knowledge and understanding of the immigrant
experience, Champions connect with newcomers in the
community to share their passion for public libraries and
raise awareness of the wealth of resources that libraries
offer.

Surrey Library has not only
supported hundreds of
immigrants in the program,
but have hired a few of the
Champions themselves.

Champions volunteer their time to engage in a wide range of experiences, reaching out to individual
community members, giving group presentations, speaking with community agencies, and using social
media.
The Library Champions Project offers participants the opportunity to build new skills and broaden
community connections while making a valuable contribution to their community. The program also
gives participants “Canadian Experience” – lowering one barrier to their successful workforce
integration in Surrey. Canadian experience is gained, in this context through:






Four training sessions to build communication, presentation and outreach skills
Increased confidence in public speaking
Extensive opportunities to practice spoken and written English
Certificate of achievement
Exposure to public sector employment norms and standards

Immigrant-serving agencies are key partners in this project and the initiative aims to enhance
partnerships between libraries and settlement service organizations through joint project promotion
and project resources.
Being aware of library resources, increased networking, Champion encouragement, and related
elements of this program support immigrant workforce integration. Job searches, preparing for
interviews and connecting with employers often involve researching and accessing information from
libraries and other resources.
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Provincial Immigrant Networks (PINs)
PINs are established groups of internationally
trained workers. Some PINs are occupation-specific
(e.g. Society of Internationally Trained Engineers of
BC); some are ethnic-specific (e.g. Iranian Engineers
of BC, Association of Punjabi Engineers); some are
industry-specific (e.g. Filipino Canadian Construction
Society); and some are geographic-specific (e.g.
Latincouver). The IEC-BC has conducted limited
research on PINs and from its 2014 “Mind the Gap”
Summit21, IEC-BC committed to “Work with PINs,
governments and key employer groups to explore
partnerships and possible synergy in matching
immigrants with employers/jobs related to their
training and chosen profession/occupation.”
According to a 2012 IEC-BC scan of PINs, 46 PINs
were found and represented over 9,000 members
including engineering, science, technology, finance,
accounting and construction.22 A 2015 survey of PIN
members conducted for IEC-BC shows they have a relatively high level of post-secondary education
and advanced English language skills.23
With PIN members concentrated in the Lower Mainland and in occupations/sectors important to Surrey
(see Surrey Labour Market sub-section earlier in this report), certain PINs may represent an untapped
resource to make connections between immigrants and employers/industry groups.
While not demonstrated as a best or effective practice (i.e. the practice of networking with similar
internationally trained workers and working together to make connections with employers) in BC, PINs
could have some promise for connecting employers and internationally-trained workers in Surrey and
elsewhere. PINs’ value has been demonstrated in under jurisdictions like Toronto. See, for example, the
TRIEC PINs three-year report on activities and

21

IEC-BC. Roundtable: Employers and Professional Immigrant Networks. (PowerPoint Slides). April 22, 2015.
IEC-BC. Immigrant Employment Roundtables Background Document. 2015.
23
Urban Futures. Survey of Members of Professional Immigrant Networks: Final Results. April 2015.
22
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One challenge with PINs is that they are volunteer groups and without any funding or sponsorship, their
full potential will not be realized. TRIEC’s PINs have received sustained corporate and CIC funding.24 This
will be discussed further in recommendations.
Bridge Program for At-Risk Immigrant Youth
Our Bridge Program for At-Risk Immigrant Youth aims to support the participants in developing
meaningful and realistic short and long-term goals to further training/education and career
development. As a result of this program, youth develop skills necessary for employment, earn 4 credits
toward graduation, receive support developing resume and interview sills and complete 80 hours of
practice at a worksite.
Since our Bridge Program’s inception in early 2014, we have connected over 100 students with
employers in our community. These students completed over 80 hours of work experience with
employers including Payless Shoes, Winners, Buy-Low Foods, White Spot, Boston Pizza, just to name a
few. Many of our students are hired as paid employees post work experience.
Career Bridge – Internship for Internationally Qualified Professionals
Career Bridge a paid internship program available to IQPs in Ontario. It is delivered by CareerEdge, a
social enterprise which has been offering paid internships to new graduates for over two decades.
Immigrants receive 4-12 month paid internships in professional jobs mostly in large/well-established
corporations.
It uses an online screening tool where IQPs are invited to provide their writing samples and record video
responses to three basic interview questions. Once the registration and screening process are
completed, their resumes and profiles are entered into the database.
Recently, CareerEdge entered into partnerships with CIMA (Charted Institute of Management
Accountants), Canadian Airforce and a number of local municipalities and now offers internships to IQPs
through these organizations.
Professional Qualification Program (PQP)
The Faculty of Education at Simon Fraser University (SFU), in collaboration with the Teacher Regulation
Branch of the BC Ministry of Education (formerly known as the British Columbia College of
Teachers) has developed the Professional Qualification Program (PQP). The PQP is designed to orient
foreign-trained teachers to the cultural, social, and political contexts of BC schools through a

24

R. Sevilla and M. Febria. TRIEC PINs. Three-Year Report. 2014.
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combination of seminar and in-school experiences. It is a 12-month, full-time program based at the
Surrey campus.
The PQP has been approved by the TRB and meets their familiarization and updating requirements.
This program has been specifically developed for individuals with previous teaching experience and
qualifications from outside Canada.
Applicants to the PQP are foreign-trained teachers who have been evaluated by the TRB and have
been recommended to complete the Professional Qualification Program at SFU.
Employment Program of British Columbia (WorkBC) Pilot Workshops for Immigrant Job Seekers
Via the Employment Program of BC, DIVERSEcity is offering this pilot program for immigrant job
seekers whose mother tongue is Hindi/Punjabi with English proficiency of 2 - 4 (Canadian Language
Benchmarks, or CLB for short).
By delivering career planning and job search trainings in dual language, English and Hindi/Punjabi, the
immigrant job seekers would have better outcomes at acquiring job search skills appropriate to the
Canadian labour market.
We also support these individual towards the job attachment outcome even when their English
proficiency is lower than CLB 4.
Topics covered include:


Canadian Workplace culture,



Labour market information,



Barriers to employment,



Occupational and Educational research,



Accessing hidden job market,



Building cover letters and resumes,



Identifying employability skills,



Networking and interview skills.

DIVERSEcity Community Resources Society - Arabic Employability Program
Funded by CIC, DIVERSEcity was offering an employability program for Arabic refugees with lower
English proficiency. By delivering career planning and job search trainings in dual language, English and
Hindi/Punjabi, the immigrant job seekers would have better outcomes at acquiring job search skills
appropriate to the Canadian labour market. A job fair was also coordinate so these clients have a
chance to present their newly created resume and cover letter, and practice interacting with hiring
managers and potentially a mini interview at the job fair.
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Employer Initiatives
For the employer side, the consultant project team identified examples of employers that had particular
success hiring immigrants and/or significantly improved their understanding of the benefits of hiring
immigrants. The following examples emerged:
DIVERSEcity / Get in the Know
Orientation, Retention and Promotion - A Guide for Building Welcoming and Inclusive Workplaces for
New Immigrant Workers is an outstanding resource that is the culmination of extensive consultation
and research. DIVERSEcity Community Resources Society undertook this initiative and throughout its
development, met with numerous employers, Human Resources professionals, business and
community organizations, all of whom shared a desire for improved information and tools to support
employers in the orientation, retention and promotion of new immigrant workers.
The information, resources and tools in the guidebook are a starting point for employers wishing to
successfully embrace cultural diversity within their workplace. For more information and additional
resources, please visit the website www.getintheknow.ca developed within this project by DIVERSEcity
Community Resources Society. This employer and community resource contains a comprehensive
inventory of tools, current articles, websites and community resources and supports all related to
aspects of immigrant workforce integration.
A full list of employer programs is available at http://www.getintheknow.ca/immigrantservices/Employment-Programs
Creating and maintaining a culturally diverse workforce is easiest when employers have the right
information. DIVERSEcity has compiled the most useful tips, strategies and research for employers and
new immigrants. Access the tools here http://www.getintheknow.ca/employer-tools
DIVERSEcity reviewed the best practices of local and national cultural diversity award winners to create
a list of examples that organizations might adopt. Winners of these awards included small, medium and
large sized companies. See the list here http://www.getintheknow.ca/best-practices
ASTTBC ITP Initiative
The organization has a staff dedicated to work with Internationally Trained Professionals (ITPs). This
staff member does presentations to Professional Immigrant Networks and runs a leadership group of
ITPs who advise the organization on matters related to certification and immigrant employment
challenges in the field to ensure that profession/regulatory processes are accessible to ITPs.
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ASTTBC also secured funding and developed a website that have information about the profession and
caters exclusively to ITPs: www.ittpbc.com Additionally, ASTTBC secured funding to develop tools and
resources for ITPs and employers, including videos that were developed by ITPs for ITPs.

Professional Development and Resources
HRMA is a professional certification body for HR professionals in British Columbia. HRMA has been
involved in a number of initiatives aimed at providing its members with better resources to hire
immigrants. For example, in 2011, HRMA received provincial funding to develop and publish a Cultural
Competency Toolkit for HR professionals. The Toolkit was the first resource of its kind in BC and is
available on HRMA’s website: http://www.hrma.ca/wp-content/uploads/2012/08/itiguide.pdf
Additionally, over the last five years, HRMA has provided a number of professional development
opportunities for its members through its Diversity Roundtable which is run by volunteer members and
open to general public for nominal fee.
Finally, HRMA has partnered with IEC-BC to develop webinars for employers and Hiring Managers.
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Combined Initiatives
Among the promising practices and local success stories, there were examples that introduced
concepts in bridging employers and immigrants. In addition to providing immigrants with valuable
knowledge and skills, employers benefit from opportunities to connect with immigrant talent in various
ways. These innovative approaches include:
Skills Connect for Immigrants and Skills Connect - Health
Among the best examples of successful programs that benefit both immigrants and employers are the
two Skills Connect programs; one supporting the full range of immigrant job seekers and the other
focusing on supporting those within twelve healthcare occupations, delivered in Surrey by Douglas
College and Back in Motion. In these two innovating programs, participants receive information about
their trade or profession in Canada, a tailored career plan, a professional resume, "Canadian-style" job
search skills, introductions to employers and professionals in their field along with job interviews. In
addition, participants are given language and credential assessments, individual assistance and ongoing
support that includes funding for short term courses to improve qualifications and English language
skills.
Eligible participants are immigrants with certification or 5 years’ experience in a profession/trade or high
skill occupation from outside of Canada or employed immigrants lacking high school, Essential Skills or
recognized certification.
For immigrants interested in careers in healthcare, the Skills Connect – Health program specifically
addresses career options for Licensed Practical Nurse, Medical Laboratory Technologist, Medical
Radiation Technologist, Midwife, Occupational Therapist, Pharmacist, Physician, Physiotherapist,
Registered Nurse, Registered Psychiatric Nurse, Speech Language Pathologist, Audiologist and
Ultrasonographer.
The Connector Program
The Connector is a program of the Immigrant Employment Council of BC, and the City of Surrey is an
employer partner. The program matches City’s employees with internationally trained professionals
(ITPs) and helps connect talented immigrants to local industry professionals and expand their
professional networks. In the pilot, 15 ITPs were matched with City’s employees from different
departments. Each ITP was provided with two or more further connections. The program is a great
leadership and coaching skill development opportunity for staff members. It received great feedback
from all parties and the second round of matches is scheduled for winter of 2016.
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Meeting Employers Series
This activity connects job-seeking newcomers directly to hiring employers by providing in-person
interactive group sessions. The participants learn about the employer, their hiring process, job
opportunities, and qualification requirements, followed by an initial screening or interview.
Since this activity may be their first experience of connecting with employers, clients are encouraged to
engage in the activity by bringing their resume, getting questions ready for the employer and being
prepared for an on-the-spot interview.
The 12 annual sessions with 20-30 participants each have had a high employment success rate
because staff establishes connections with local employers who are actively recruiting employees for
low-skill jobs, and who are willing to hire job seekers with minimal language skills.
Mini-Job Fair
This innovative internal partnership between Settlement Services and WorkBC ESC, held at City Centre
Library for the first time in September 2015 and to be continued semi-annually, provides newcomers
with the opportunity to interact with multiple employers who are recruiting new employees.
Newcomers with limited Canadian work experience or knowledge learn about the employers’ hiring
processes and qualification requirements, and have the opportunity to submit their resumes for
available job opportunities.
Clients also have access to Surrey Libraries, WorkBC and Settlement Services resource booths which
give them access to additional employment-related knowledge, services and training.
The 100+ clients who participated in the first event increased their understanding of local Canadian
employers' skill requirements and hiring procedures, developed new employment networking
opportunities and/or secured employment.
MAPLE 2.0
This program provides 4-to 12-week placement opportunities for Internationally Trained Professionals
to gain Canadian work experience and start working in their field. The program provides:





Canadian work experience in your profession through three-month unpaid mentorship
placements
Access to knowledgeable staff, career advisors, training, and mentors who supervise you during
your placements, providing advice, guidance and valuable input on your career transition
Opportunities to create and expand your professional networks in Canada
Opportunity to acquire ‘Canadian References’
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3.2 Primary Research – Survey, Interviews, Focus Groups
3.2.1 Surrey Employer Survey Findings
The employer survey was designed to gather information from
employers on several key topics that allowed the consultant
project team to gauge the respondent profile, data on
immigrant hiring practices, perceived barriers, incentives and
supports, along with information on the usage of existing
immigrant support programs. The survey also probed for
information on current and future labour force demand. Key
findings from the employer survey include:











Nearly one-third of employer respondents are
immigrants themselves
The majority (69%) of employers surveyed are
forecasting employee growth in the next three years
with biggest increases seen in business generalist
roles and skilled trades.
The vast majority of employers employ immigrants
and recruit through referrals from their existing
employees
While over 70% of employer respondents have a
workforce diversity policy, only 35% proactively recruit
immigrants
Strong desire by employers for assistance in verifying
foreign credentials, recruiting qualified immigrants,
training grants and information on legal working
requirements for immigrants
Less than one third of employer respondents have
worked with an ISO in the past.

The survey was developed in
consultation with several
stakeholders. The survey was
distributed assistance from:















The Surrey Board of Trade
BC HRMA
Self Employment and
Entrepreneur Development
Society (SEEDS)
The City of Surrey Economic
Development Office
The Downtown Surrey BIA
The Cloverdale BIA
The Cloverdale Chamber of
Commerce
The South Asian Business
Association
The South Surrey Chamber
of Commerce
Simon Fraser University
Kwantlen Polytechnic
University
Fraser Health
Surrey LIP Committee
members

After initially distributing the survey to member employers,
most of the above supporting organizations sent out follow up
emails to members to encourage them to complete the
survey. For example, the Surrey Board of Trade did two call out
follow ups after its initial survey distribution. HCS’ initial target was 150 employer respondents.
Response data indicates that while more than 300 participants began the survey 43% of the responses
were rejected because the employer respondent was not based in Surrey and/or did not have any
employees. Another 30% of respondents did not fully complete the survey.
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The consultant project team determined that the bulk of the incomplete surveys resulted from the
reluctance of respondents to answer some of the more complex questions. Ultimately, 114 completed
surveys were received by the closing date. The following highlights aided the project team in
determining its recommendations and action items.
The most notable survey questions and responses are summarized below. Note that the number of
respondents for some questions exceed 114 because many respondents partially completed the
survey. The full survey questionnaire is provided in Appendix B.
Respondent Profile
Respondents are distributed across all areas of Surrey with higher numbers in Newton, South Surrey
and Cloverdale. The majority of respondents are independently owned and operated businesses. There
is also significant representation by non-profits and branch offices of larger private-sector companies.
The largest representation among respondents is from:






Other Services (15%)
Manufacturing (13%)
Health Care and Social Assistance (13%)
Processional, Scientific and Technical
Services (11%)
Finance and Insurance (10%)







Educational Services (10%)
Retail (7%)
Real Estate, Rental and Leasing (4%)
Construction (4%)
Public Administration (4%)

Almost three-quarters of the respondents are employers in the service sector and roughly one-third of
the respondents are immigrants to Canada.
Employment of Immigrants
The majority (77%) of respondents employ immigrants. The most popular channels for recruiting
immigrants are referrals from colleagues (73%), the company website (58%) and job advertisements in a
newspaper (44%). Question 16 on the survey asked respondents to rank the effectiveness of these
channels.
Non-immigrants find referrals from colleagues and hiring via social media to be more effective in hiring
new staff than Immigrant-owned businesses. Immigrant-owned businesses are more likely to have
used ISOs for recruiting purposes and found them effective. All of this suggests that Immigrant-owned
and non-Immigrant owned businesses have different comfort levels with the range of recruiting
channels available to them.
Just over one-third (36%) of respondents report that they proactively hire immigrants despite the
majority (72%) having some form of diversity hiring policies in place. 86% of Immigrant-owned
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businesses hire immigrants compared to 75% of businesses owned by non-Immigrants. This is
reinforced by the responses to a question about intentionally hiring immigrants – 46% of Immigrant
owned businesses intentionally hire Immigrants compared to 33% of non-Immigrant owned
businesses.
Barriers, Incentives and Supports to Hire Immigrants
When asked to rank the impact of a list of barriers on their ability to hire immigrants, respondents cited
the following as the biggest barriers:






English skills of immigrant candidates (47% indicated that it is a “major” barrier)
Work eligibility of immigrant candidates (26% indicated that it is a “major” barrier)
Ability to check references from employers in another country (25% said it is a “major” barrier)
Lack of Canadian work experience (20% indicated that it is a “major” barrier)
Interview skills of immigrants (16% indicated that it is a “major” barrier)

When asked to rank the validity of a list of incentives associated with hiring immigrants, respondents
ranked the following incentives as the biggest ones for employers:






An opportunity to hire employees with a strong work ethic and loyalty
Finding qualified candidates
Supporting the local community
Bring positive cultural diversity to the workplace
Hiring employees willing to work their way up in the organization from an entry-level position

The biggest supports needed by employers are:





Help with recruiting qualified immigrants (64%)
Verification of immigrant qualifications (62%)
Information on legal work status of immigrants (55%)
Training grants for new hires (52%)

Using Existing Resources
Twenty-eight percent of respondents have worked with an ISO in the past to help recruit and hire from
the immigrant population. The survey listed a range of existing programs that could help employers
recruit, hire and retain immigrant employees. The most recognized/utilized programs are the CanadaBC Job Training Grant, BC Skills Connect, organizations that will post jobs to the immigrant community,
employer-sponsored training programs and organizations that connect employers to screened, jobready immigrants.
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The table below shows familiarity with and utilization of all programs identified by the employer survey:
Table 5 - Survey Results re: Program Awareness
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Certain practices are more common than others. Supervised work experience, mentoring programs and
workplace culture orientation are all used by a significant percentage of employers.
Table 6 - Common Practices

Labour Demand Forecast
More than two-thirds (69%) of employers surveyed anticipate increased numbers of employees in the
next three years with only 9% anticipating decreased employee numbers.
Table 7 - Labour Demand Forecast
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Employers were asked to specify which occupations (as defined by the National Occupation Codes) they
will be increasing in the future. The biggest increases should be seen in:
Sales and Services - Specifically, Surrey’s manufacturing and retail trade sectors are looking to increase
their staff numbers in Sales/Services.
Business, Finance and Administration - Specifically, Surrey’s Professional and Technical services, Health
Care, Education, Finance, sectors are looking to increase their staff numbers in business administration.
Management - All sectors are looking to increase their management head count – likely in response to
Baby Boomer retirement.
Trades, transportation and equipment operators - Surrey’s Construction and Manufacturing sectors are
anticipating more hires in these skilled labour categories.

3.2.2 Employer Interview Findings
In order to go into more depth with employers to clarify our findings from the survey and to explore
previously unexplored topics, the study team interviewed 16 organizations. A consistent set of openended questions was asked, allowing participants to tell their stories and focus their responses to
reflect their unique experiences.
Key findings from the in-depth interviews with Employers include:








Employers rely heavily on online postings (which are not always accessible to new immigrants
in Surrey) and referrals from existing employees to recruit new hires. In cases where the
existing employee base has a high number of immigrants, the referrals tend to result in more
immigrant hires.
Most employers have training in place for new hires but none of it is specifically designed to
accommodate the needs of new Canadians.
Employers are not formally tracking the ratio of immigrant to Canadian-born employees and
estimates range from 10% to 80% of the workforce.
There was general acknowledgement among employers that immigrants work hard despite (or
perhaps because of) challenges including limited English language skills, a lack of awareness of
Canadian workplace culture, minimal Canadian work experience and difficulty matching foreign
qualifications to their Canadian equivalent.
Finally, ‘awareness’ was a significant theme among employers. Employers reported that while
they were aware of some support programs, there were many programs and services that
were simply ‘off their radar’. Many employers in the survey and focus group demonstrated a
commitment to actively seeking ways to enhance their awareness of available programs and
services as a result of their participation in this study.
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The results of the interviews make it clear that there are similarities and common themes among
employers when it comes to recruitment, employee development, barriers facing immigrants and
general awareness of immigrant employment services and supports in Surrey.
Larger employers appear to be confident in their ability to recruit and onboard new hires on an asneeded basis and do not seem keen to work with programs designed to make hiring immigrants easier
because they have significant internal HR capacity and the paperwork burden of subsidy programs
creates diminishing financial returns for them.
Whereas small to medium-sized enterprises explicitly recognize the importance of immigrants in their
workforce but lack awareness of programs and tools that could help them better integrate new
Canadians into their workforce OR lack the internal capacity to leverage these programs.
There is a disconnect between reported levels of Diversity policies at employers in the Employer survey
and the “guestimates” we receive when we try to ask employers in the interviews how many of their
staff are immigrants. While hiring immigrants is clearly important to some employers, tracking how
many they actually hire seems in conflict with HR best practices which frowns upon questioning
someone’s origin beyond confirming that they are legally able to work in Canada. It is possible that this
metric (number or percentage of immigrant employees) is not an important figure for many Employers.
The 16 employers represented utilities, financial institutions, lumber and building products, food service,
professional and business services, manufacturing, municipal government and volunteer community
associations.
Specific feedback in these employer key informant interviews (KIIs) was sought on:


Their capacity to manage recruiting beyond posting a job and selecting candidates to interview
from a pile of resumes.



Some details about their current recruiting practices.



Their experience with recruiting/hiring immigrants in the past.



Specific feedback on their experience working with ISOs in the past.



Any suggestions they have for improving their/everyone’s ability to hire immigrants/refugees in
the future

The following are highlights from the employer interview sessions.
Tell me about the last person you hired.
Interviewees reported that there is a heavy reliance on online job boards like Craigslist and LinkedIn and
some employers are also turning to industry-specific recruiting sites. Employers regularly use referrals
from existing employees to recruit new workers – generally relatives or friends.
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Employers with especially hard-to-fill vacancies are using recruiters and several commented on how
much time they save as a result despite the cost. Employers remarked that vacancies in some trades
are hard to fill, even when using recruiters (e.g. line cooks). When screening candidates, most
employers report that they focus on the typical requirements to legally work in Canada. One employer
was particularly focused on hiring from within, keeping their existing staff inside the organization and
developing them internally.
Do you have programs for employee development/training? If so, describe them.
Most employers reported that they have training programs in place. Programs vary in length and
intensity by the size of the employer and the complexity of the role. Larger employers typically include
workplace culture in their training – a gap area identified later for many employers. Orientation at these
workplaces also focus on standards, safety and workplace-specific procedures. Employers in
manufacturing or warehousing provide first aid, forklift training or machine operation. Many employers
pair new hires with a more senior employee or a supervisor for the first few weeks of their
employment. Certified tradespeople are expected to have sufficient technical training prior to hiring.
How many immigrants do you currently have on staff?
None of the employers interviewed for this report officially track how many of their staff are
immigrants however estimates ranged from 10% to 80% of the workforce.
Do you intentionally recruit from immigrant communities?
One interviewee indicated that he intentionally recruits from the immigrant community. Others noted
that their current employee base has an influence over who gets hired because of referrals. For
example, if a workplace has a high percentage of South Asian employees, their referrals tend to be for
other South Asian workers.
Several commented that their companies do not have formal ‘Affirmative Action’ policies and that all
candidates are treated equally. As long as someone is legally able to work in Canada, the employers do
not treat them differently than a Canadian-born candidate. One interviewee recently became a
federally-regulated employer. Hiring practices comply with the federal government’s Employment Equity
Act.
What have you learned from recruiting immigrants and refugees in the past?
Employers consistently stated that immigrants work hard and are not inclined to complain about
overtime or having to work on statutory holidays. Key Informants also noted that turnover among
immigrant workers is low when compared to Canadian-born hires.
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However, Key Informants emphasized that some immigrant workers have less than ideal language
skills. Despite this, employers report that a lack of knowledge about Canadian workplace culture is the
bigger problem for many immigrant hires.
It was noted that employees with diverse language skills are often better able to talk to the multilingual
customer base in Surrey.
In specialty occupations with localized
variations in standards or practices, it
can be hard to hire immigrants. For
example, lawyers with experience
outside of Canada may be good lawyers
but have a very steep learning curve in
applying Canadian laws.

Some employers translate safety signage and
operating manuals to accommodate their
immigrant workers who have marginal
English skills.

Several employers emphasized that it is important to treat all candidates equally no matter where they
are born – focus on what they can do – not what they cannot.

What are the top 2 or 3 barriers to bringing immigrants/refugees on staff?
This question generated a number of opinions, with poor communication skills as a major factor.
Employers said that they had difficulty assessing a candidate’s knowledge, skills and abilities as a result.
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Similarly, workplace cultural integration was identified as a barrier (i.e. it is challenging to orient
immigrant workers to general Canadian workplace expectations).
Immigration policies at the federal level were cited as a barrier – especially relative to foreign
qualifications. Some employers reported anecdotally that Canadian-born customers sometimes
display a ‘bad attitude’ towards immigrant employees.
It was noted that there is frequently a ‘mismatch’ between an immigrant’s skills and their perceived
worth in the job market. For example, when someone is trained as an “engineer” in Eastern Block
European countries, that designation can mean anything from a machine operator (relatively low skilled
labour) to a mechanical engineer that can design a bridge. A new Canadian with an “engineering” degree
that covers running a lathe may feel they are qualified to step directly into a PEng. role but the
accreditation bodies and employers here may disagree. Hence a mismatch in the immigrants’ valuation
of their skills and their actual value in the job market occurs.
Conversely, employers’ sometimes have difficulty seeing
past what a candidate doesn’t have in order to focus on what
they can do.
For example, the same individual above might not have their
Red Seal designation to work as a Journeyperson in a
machine shop and they may have less than optimal English
skills but they may be an extremely gifted machine operator
that can make the most of oddball projects and
requirements.
Or they may be talented at repairing the machines that they
are trained to work on.
Transportation was also identified as a barrier for employees
in positions that require travel.
Do you have any policies or procedures in place when you bring an immigrant on staff?
None of the employers interviewed have special policies in place aside from ensuring that a potential
hire is legally able to work in Canada. In some cases, a criminal record check is performed.
Awareness and utilization of programs and services
All interviewees were asked if they have utilized any of several local immigrant programs and services.
Scores were tallied by assigning number values to each response. If an employer was unaware of a
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service, zero points were scored. If the employer was aware, they scored a 1, and if the employer had
used the program or service in the past, they scored a 2.
When asked why they had not utilized some of the programs listed, the most common response was
that they had not heard of the program or did not have a need for the program.
Awareness and Utilization of ISOs
Employers were also asked if they were aware of
and had utilized the specific ISOs. Note that none
of the interviewees was aware of UMOJA while
Surrey Board of Trade’s programs and DIVERSEcity
scored high.

Interviewees expressed a desire to
develop better relationships with
ISOs and to work with organizations
that truly understand immigrant

What these findings indicate is that programs with
significant marketing and visibility in the City score
better in terms of “brand awareness” – a finding
that is consistent with aided and unaided brand
awareness testing across a range of industries.
Organizations that wish to achieve better visibility
with employers will need to increase their
marketing efforts.

needs. Several employers indicated
that they expect to work with ISOs
in the future.

Why have you not worked with ISOs to date?
While awareness of these organizations was higher than some of the specific programs discussed
earlier, many employers did not know that these organizations offered any services around hiring and
recruiting employees. Several employers commented that online searches for immigrant services
seldom yield useful results. One employer expressed doubts about the effectiveness of these
organizations.
Assuming that you will need to hire again in future – how do immigrants and refugees fit into your
future hiring plans?
Most interviewees acknowledged the need for immigrants to fill their future labour needs but none
committed to making specific changes to their hiring policies or plans to target immigrants.
What would need to change about your organization or the environment in which you operate to
accommodate more immigrant/refugee hires in future?
Most interviewees did not think that their workplace needed to change so much as they needed to be
made more aware of those channels by which they can reach immigrants as a source of new hires. This
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is an opportunity to Immigrant Employment stakeholders in Surrey to raise awareness of the
challenges, the opportunities and the services that they can provide to alleviate the challenges
associated with hiring immigrants.

3.2.3 Immigrant Interview Findings
This study was designed to ensure that we gained insights from immigrants directly – not just from the
companies that hire them and the organizations that work on their behalf in the community. In order to
go into more depth with employers to clarify our findings from the survey and to explore previously
unexplored topics, the study team interviewed 11 individuals representing the following six countries:




India (5)
China (2)
Sri Lanka





Ghana
Russia
The Philippines

A consistent set of open-ended questions was asked, allowing participants to tell their stories and
focus their responses to reflect their unique experiences.
Key findings from the in-depth interviews with Immigrants include:










The majority of respondents said that chose to come to Surrey to join other family members
and because of Surrey’s reputation for good schools and relatively affordable housing.
Many interviewees said that while they had hoped to continue the careers they began in their
home country, there were few opportunities to do so. This resulted in many new immigrants
taking what they called ‘survival’ work – just to make ends meet. A common theme was that
the immigration ‘points system’ gave them hope that skills and experience gained in their home
country would be in demand in Canada. Often, this proved not to be the case.
Interviewees said that, for the most part, they did not reach out to their respective ethnocultural community for help in securing employment. Instead, they tended to seek help from
their professional or religious communities. None of the interviewees reported experiencing
any active discrimination.
When asked about their awareness of immigrant programs and services, many were surprised
to learn that there were ‘so many’ organizations willing to help.
When asked about what they felt would break down some of the barriers to employment in
their chosen field, many said they would be willing to volunteer if doing so would allow them to
earn Canadian experience.
Finally, immigrant interviewees suggested that more coordination and better communication
among ISOs and immigrants (especially new immigrants) would be a significant benefit to them.

All of this suggests that when arriving in Canada, these Immigrants are finding their way to a service
provider but are not shopping around to other organizations to find the full spectrum of services
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available to them. For a bigger picture understanding of the complete array of services at their disposal,
these new Canadians would have to have someone (who likely speaks their language) explain the range
of services available and how to access them.
There may be a role for religious and professional associations in helping disseminate this big picture
information for new Canadians. Specific feedback in these immigrant KIIs was sought on:


The expectation gap between what they expected to happen when they immigrated to Canada
and what actually happened in Surrey related to employment and labour market integration.



Their experiences with employers



Their experiences with Surrey ISOs and other organizations that try to bridge the gap between
them and meaningful employment



Their experiences with Surrey government immigrant employment programs



Any suggestions they have for improving Surrey stakeholders’ capacity and ability to hire
immigrants/refugees in the future

Highlights of their responses to several interview questions follow below.
Why did they immigrate to Canada and to Surrey?
Most interviewees chose Canada because of existing family connections. Surrey was noted for its
relatively affordable housing and good schools.
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What were their top 3 priorities when immigrating to Surrey?
Interviewees indicated that their priorities included settling into their community, finding meaningful
work and/or work in their field based on their experience and qualifications, finding good schools and
neighbourhoods for their children, and being in close proximity to Vancouver while enjoying a lower cost
of living.
What did you do for a living prior to immigrating to Canada?
Younger people who moved here while in high school or post-secondary did not have a career before
moving to Canada and found it easier to integrate when they arrived. The other respondents (usually
older) had careers in their home country that they were, for the most part, unable to continue after
arriving in Canada.
What were they hoping would happen when they arrived in terms of work and being employed?
Most interviewees said they were hoping to find a job in their field or a career that was not ‘survival’
work like basic retail or food service positions. Those with credentials from overseas were hoping to
become certified or licensed to work in Canada shortly after moving here. Several felt that because they
qualified to immigrate to Canada on the points system that their skills and experience must be in
demand – which did not always prove to be the case.
What actually happened in terms of work?
One interviewee was able to find work in their field but most had to take survival jobs or commission
work because that was all that was available to someone with little or no “Canadian work experience”.
Two of the interviewees had not yet been able to secure employment since moving to Canada.
Did you consider self-employment or starting a business of some kind?
This question differentiated the interviewees. Several had considered self-employment and see it as
superior to working as an employee but have not yet made the move to self-employment. Others did
not consider self-employment because of the associated risks or lack of interest in being selfemployed.
Is there a gap between their expectations and the reality of what happened?
While most interviewees had realistic expectations, some underestimated how difficult it is for
immigrants and non-immigrants alike to find work in Surrey. This mismatch between expectations and
reality is a source of stress. Many reflected on how they did not appreciate how easy life was in their
home country. Most interviewees indicated that they were actively looking for work in their current
field.
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Experience in current and previous roles
Most are working in fields other than what they may have trained for in the past. Younger immigrants
feel some resentment in the workplace but they are unclear if that resentment is because they are
immigrants or because they are young and inexperienced. Several noted that they did not receive any
training before starting work – they were expected to learn on the job.
Tell me about your job search for your last couple of jobs.
Only one interviewee secured employment within a short span of time after moving to Canada. Most
had good experiences applying for work and did not feel like they were treated differently as an
immigrant.
Did you reach out to your ethno-cultural community here in Surrey to get help with the job hunt?
Most respondents did not reach out to their ethno-cultural community because they either did not
believe that they would find appropriate work or it did not occur to them to do so. It was more common
for interviewees to reach out to their professional or religious communities for help.
What kinds of jobs are easy for someone like you to get and why?
Interviewees had difficulty answering this question. Some spoke of “survival jobs” in retail or food
services while others identified volunteer opportunities to gain “Canadian work experience”.
What kinds of jobs are hard for someone like you to get and why?
Jobs in the public service were mentioned as difficult to secure. Roles involving customer service or
special certification were also identified as difficult to secure.
Tell us about the best job you’ve had since coming to Canada.
Government jobs were mentioned several times in response to this question. “Easy” to get survival jobs
(albeit with undesirable hours or low pay) were also mentioned.
Have you experienced discrimination from employers during the job hunt?
None of the interviewees felt they had been deliberately discriminated against.
Awareness of ISOs
All interviewees were asked if they were aware of and had utilized the ISOs listed below. This chart was
created by assigning number values to each response. If an immigrant was not aware of an
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organization, 0 points were scored. If the immigrant was aware, they scored 1 point and if the
immigrant had participated in programs offered by the ISO in the past, they scored 2 points. The
numbers in the chart are the weighted average of these scores.
Figure 1 - Awareness and Utilization of ISOs by Immigrants

DIVERSEcity, Douglas College (The Training Group) and SUCCESS had the highest level of awareness
among interviewees; they were least aware of UMOJA and PCRS. In the case of PCRS, this may be
because of these ISOs’ mandates being broader than serving immigrants. Note that some of these
organizations helped distribute the request for interviews so the respondents may be biased towards
one organization over another.
Why have you not approached any of these organizations for help?
Answers varied but most commonly, they were unaware that there were so many organizations
offering help.
Tell us about your experience working with them.
Comments were particularly positive for the BCIT credential evaluation program, SUCCESS and Douglas
College.
What have you learned that was most valuable in your job hunt from working with the ISOs?
Interviewees agreed that networking is important. They acknowledged that there are many useful
websites to check for job postings. Resume writing, interviewing skills and letter writing were all cited
as valuable.
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In working with ISOs, did they facilitate any direct contact / experience with employers for you?
In some cases, yes, the ISOs helped interviewees connect with employers and work experience.
Did you participate in any of the following?
Mentorship programs and short-term volunteer assignments were common bridging programs for
these interviewees.
What else do you think the ISOs could do to help people like you find good jobs?
Several comments indicated that interviewees felt that the ISOs could do more to help immigrants find
volunteer work and direct introductions to employers. Some suggested that ISOs should increase the
number of ‘non-survival’ jobs in their listings.
Other interviewees suggested that ISOs should not lump all skilled immigrants in together – there are
grades of skilled immigrants suitable to certain kinds of work. Others would like help from ISOs to find
opportunities for immigrants to gain Canadian work experience.
If someone new moved into your community from your home country and was looking for a job –
which ISO would you tell them to talk to and why?
The most notable recommendations were BCIT, Back in Motion, SUCCESS, WorkBC and Douglas
College.
What would need to change about Surrey, the ISOs, the employers and the city in general to help people
like you find meaningful work?
Interviewees identified a desire for timelier advice for immigrants regarding programs that can be
accessed, how to find volunteer opportunities, etc. Many new Canadians have a very limited amount of
time and resources to set up their household, find work and get established when they arrive in Surrey.
The speed and order in which they find out about specific services can be critical.
In addition, they sought more information about ISOs and a more simplified way to connect with them
– ideally through a single point of contact. Interviewees also suggested that ISOs should train
immigrants to understand the Canadian work culture. Better foreign qualification recognition programs
and education programs for employers to better gauge the benefits of hiring immigrants were also
suggested.
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3.2.4 Immigrant Service Organizations (ISOs) Interview Findings
A total of 8 ISOs were interviewed for this study. Some common themes emerged among them,
despite their differences. It was noted that it is more common for ISOs to reach out to employers than
for employers to approach ISOs. Mandates among ISOs differ – some focus on settlement while others
concentrate on employability skills (e.g. English language), and others are credential-focused.
ISOs said that it is challenging to follow-up on individual immigrants once they have been hired. As a
result, they prefer to work with employers that share such information with them. Eight employers
were identified as being particularly helpful in that regard.
ISOs suggested that there are certain occupational groups that offer a higher level of successful
workforce attachment for immigrants. These include entry-level positions in hospitality, healthcare,
retail, manufacturing, information technology and others.
Some of the programs cited by ISOs as successful include mentoring, resume preparation, English
language skills, job search skills and career counseling among others. Not surprisingly, ISOs were in
agreement that more could be done to assist immigrants in finding meaningful employment if
additional funding was available.
To gain the insights of Surrey’s ISOs, the project team engaged with eight organizations that routinely
provide services to immigrants. These organizations are combination of professional associations,
private sector contractors, educational institutions and immigrant organizations. The key informant
interviewees were represented the following organizations:
Specific feedback in these immigrant service organization KIIs was sought on:


Their experience working with employers



Their experience placing immigrants and refugees with employers



Experience with government programs that are designed to support immigrant/refugee
employment and integration



Any suggestions they have for improving employers’ ability to hire immigrants/refugees in the
future

A large employer walks in the door today and says “I want to hire from the immigrant community for a
specific job” – how do you help them?
Interviewees reported that it is more common for the ISOs to reach out to specific employers on behalf
of an immigrant than for employers to approach an ISO directly. On the occasions when an ISO was
approached by an employer, the ISO would try to match employer needs with the immigrant jobseekers. This is analogous to the role of the recruitment firm.
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Some interviewees’ organizations are not mandated or funded to directly connect immigrants with
employment opportunities and, therefore limit their work with immigrants to helping them find work on
their own.
Jobs fairs (e.g. PICS) have had measurable success matching employers with the immigrant community
in Surrey.
How does working with employers fit into the mandate of your organization?
The degree to which interviewees’ organizations actively work with employers varies. Some are
focused on settlement and see employment as a way to more successfully settle, others are tasked
with increasing employability through language or cultural training.
Many interviewees report that their respective organizations partner directly with others (e.g. WorkBC)
that are actively engaged in matching immigrants with specific employers.
How often do employers contact you with requests for assistance in hiring/recruiting immigrants and
refugees?
This is an uncommon practice among interviewees and if they are receiving calls, they tend to be from
smaller enterprises that do not have the HR staff to handle recruitment.
Are there employers that regularly seek you out?
All interviewees reported having a small number of employers that regularly reach out to them with job
postings. A number of interviewees said that they are trying to connect employers to the immigrant
community by recruiting mentors with adding the caution that there are “never enough mentors to go
around.”
Tell us about your most successful experience working with an employer.
ISOs prefer to work with employers that provide them with notification and confirmation of
employment once a client is placed. Those identified as exemplary firms include:


RBC



Safeway



Canadian Manufacturers and Exporters



Nature’s Path



Pharmacists of BC



TNT



Shaw Cable



Cathay Pacific
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Tell us about your least successful experience working with an employer.
Interviewees noted that a small number of employers take advantage of wage subsidy programs to
hire immigrants only to lay them off once the subsidy period ends. Many employers do not do this and
use such funding to try to sustain employment after it ends.
ISOs also reported that Immigrant businesses have been known to “take advantage” of immigrants
from their community.
Are there industries/types of organizations that you have had more success than others in placing
immigrants/refugees?
Interviewees cited the following examples of successful types of organizations in response to this
question:





Entry-level health positions
Hospitality and tourism jobs
Manufacturing sector jobs
IT sector occupations






Retail jobs
Warehousing jobs
Security jobs
Volunteer opportunities

Do you have established partnerships with businesses or industry associations in Surrey?
Every interviewee responded positively to this question. Notable examples include:





Surrey Board of Trade
Canadian Manufacturers and Exporters
Industry Training Authority
Association of Professional Engineers
and Geoscientists of BC




Applied Science Technologists and
Technicians of BC
WorkBC

Would you like to work more directly with employers in future?
All interviewees expressed their desire to work more directly with employers but cite lack of mandate,
funding restrictions, staffing and other resources as impediments to doing more direct work with
employers.
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What is the number one thing that employers need to understand about your organization and the
people you serve before they contact you?
The comments of interviewees varied, however several common themes emerged including:






Canadian work experience is often ‘overrated’
Hiring immigrants can be a win-win situation
Some very competent employees can be found in the technical industries but they may need
time to polish their soft skills
The work-readiness of immigrants varies widely based on their country of origin and the
circumstances under which they arrive in Canada
ISOs do not always have capacity to facilitate and manage the interaction between the
employer and the potential immigrant hires

How does trying to place immigrants and refugees with employment opportunities fit into the mandate
of your organization?
This is a significant element (either explicitly or implicitly) of the mandates of every participating
organization.
What kind of programs do you run to help match immigrants/refugees with employment opportunities?
Some organizations are explicitly not permitted to run job-matching programs and service based on
their funding. Those who are able to offer such programs/services generally offer the following to
facilitate matching:





Mentorship programs
Resume workshops
Career counselling
Language skills training






Workplace vocabulary
Job search programs
Job fairs
Employer workshops
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How many immigrants/refugees per month do you successfully match with a work opportunity?
The overall number of immigrants helped by each organization varies widely – some are only helping 23 per month while others are helping hundreds. Each organization is meeting their respective
performance indicators so the variation is likely rooted in their capacity and funding to manage cases
and in the complexity of the needs of their clients.
Are there characteristics of immigrants/refugees that make some easier to place than others?
Those who begin the credentialing process and who start looking for work opportunities before they
come to Canada tend to be more successful. In addition, immigrants who have a positive attitude and
are willing to accept whatever work is available are easier to place.
Immigrants with better English skills and who have travelled internationally before coming to Canada
tend to do better as job seekers. In Surrey, Punjabi-speaking immigrants frequently have better success
securing employment because English is not necessarily a requirement at certain workplaces.
Does your organization support immigrants’ placements in any of the following work experiences or
practicum placements as part of your employment program practices?
Interviewees reported that job shadowing and internships are rarely used.
What have you learned from trying to connect immigrants and refugees with work opportunities in the
past?
Interviewees indicated that group training is often not as successful as one-on-one counseling. It was
reported that some employers are biased against immigrants and that ‘there are no shortcuts’ if the
client has poor English skills and credentials that are not recognized here. Anecdotally, ISOs collectively
agreed that the only reliable way to improve an immigrants’ employability is to help them to upgrade
their English skills.
How often do immigrants come in looking for support in starting their own business or becoming selfemployed in some way?
Most of the participating organizations do not offer self-employment services. Some organizations are
interested in exploring it as an alternative for some of their clients. There is comparatively more
interest in self-employment in South Surrey because there are wealthier potential clients in the area.
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Please tell us which government programs related to immigrant employment with which you
participate and/or receive funding.
Interviews were conducted at a time when access to funding was “up in the air”. Programs such as
Skills Connect were highly praised but interviewees felt unclear about the future of such initiatives. One
generally negative comment focused on the paperwork burden (to ISOs and employers) that often
accompanies government funding programs.
Are there examples of best practices or highly effective programs that you are aware of or have
participated in?
Interviewees made particular reference to:




Skills Connect (soon to be phased out)
Job Options (wage subsidy program)
Path2Work (Canadian Manufacturers and Exporters)

What would need to change about your organization or the environment in which you operate to
accommodate more successful immigrant/refugee placements in future?
Responses to this question included more funding, more staff, continuation of programs like Skills
Connect and Job Options, multi-year funding agreements, new and improved programs, more job fairs
and new success metrics for organizations.

IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

49

3.2.5 Focus Groups: Surrey Employers, Immigrants and Immigrant Service
Organizations
One focus group was conducted with each of groups of employers, immigrants and ISOs. The purpose
of the focus groups was to probe more deeply into findings from the literature review, survey (in case of
employers) and interviews.

3.2.6 Employer Focus Group Findings
The project team conducted a focus group on September 25, 2015 with representatives from the four
Surrey Board of Trade members. A summary of responses to questions of this focus group follows:
What is working well (for your organization or others you are familiar with) in terms of hiring and
retaining immigrant employees?
Networking was cited by several focus group participants as a successful strategy for immigrant
candidates. Networking offers immigrant candidates an opportunity to:





Tap into the ‘hidden job market’
Meet potential employers and connect with them at a personal level
Learn about work culture in their industry of choice
Potentially meet fellow ex-pats in their industry who will have a personal interest in helping them
find meaningful work

Note that networking can be a difficult challenge for immigrants without a strong command of the
English language. Ethno-cultural community groups can also help new immigrants connect with
potential employers in their area
Internships and job shadowing are considered best practices for integrating immigrants into the local
workforce. How could this work at your workplace? What other best practices have you experienced or
heard about?
Some of the focus group participants had ethical concerns about using unpaid labour and cited that
most internships were not legal according to the BC Employment Standards. Some employers do not
participate in internship programs because they have concerns about commercially sensitive
information that interns might access. It is also felt that internships may detract from employees’
working time and that there is a serious liability issue since WorkSafeBC does not offer coverage for
interns. Participants did not comment on paid internships.
Internships and job shadowing can work effectively in areas where there is minimal danger or training
required, such as food services or a day care for Early Childhood Educators.
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Employers are looking at quick results from new hires and an intern does not typically produce results in
a timely manner.
Participants felt that a possible solution would involve a combination of an unpaid ‘working interview’
and a more rigorous probation period. The following would occur under this model:







A potential hire comes in for 2-3 days to prove that they have the technical abilities to do a job.
This could be very successful if the wage for the working interview was subsidized for
immigrants through an agency.
Once they can prove the above, they are hired on but employers must be more diligent about
enforcing the probation period and making it clear that new hires that do not meet expectations
will be let go before their probation period is over.
The probation period is started after the working interview and extended for up to six months
to ensure that a new hire is going to work out.
It is ensured that the goal-setting is built into employee reviews so that there is a paper trail to
back up a decision to let an employee go during the probation period.

Employers who wish to be successful at integrating immigrants into their workforce need to ensure
that there is a workplace culture onboarding process.
City of Surrey, as an employer, has been successful in participating in the Immigrant Employment
Council of BC’s Connector Program in which immigrants and employers and professionals are
connected thereby helping immigrants build professional networks and find local opportunities.
There is a forecasted labour shortage in BC in the coming years. How do you intend to address this
shortage and how do immigrants figure into your solutions?
Participants displayed an overall lack of concern because employers are not currently experiencing
labour shortages and it is difficult to project several years ahead. HR units within large organizations are
doing their best to educate organizations about the coming shortage with limited success.
As shortages become more apparent, employers will have to compete with higher wages and may
need to lower their hiring standards in some areas. Employers will need to look more at experience and
who that person is as opposed to just their resume. Skills and experience may end up trumping postsecondary degrees in future.
Employers plan to take the ‘80/20 approach’ (i.e. if a specific hire fits 80% of the requirements, they can
train for the remaining 20%) when reviewing potential hires and offer training to address skill gaps.
Insufficient English language skills are often cited as a deal breaker by employers who want to hire
immigrants. How much would you be willing to do to secure a good hire in a competitive market if their
language skills are the only problem? Are there other barriers to immigrant success in your workplace?
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Focus group participants were united in their intent to push the responsibility back to the candidate: If
the candidate wants a job, they need to make an effort to improve their English skills. They emphasized
that the hires they see practicing English at home – not just in ESL class – tend to pick up English much
more quickly and with greater proficiency. It was noted that there are certain roles that require less
English and might be a better fit (e.g. a Blackjack dealer at a Casino does not need to know much
English).
What more/else could government programs, community immigrant agencies and industry
associations do to help your organization to hire and retain skilled immigrants?
Participants felt that employer appreciation events would ensure good linkages and dialogue between
employers and the service organizations. Employers have, in the past, given ISOs some good
suggestions on how they can change their offerings. ISOs have improved their service as a result.
Participants agree that government needs to be more flexible on what they consider to be employer
“contributions” to funded programs. For example, it was suggested that the cost of training new hires
with less experience should be counted as an in-kind contribution.
Focus group participants suggested ISOs should focus on job readiness including:




Some training focused on Canadian work culture
How to navigate Canadian corporate structures
Better resumes – especially around job titles and what they mean in the Canadian context

Some participants felt it would be good to see trade-specific (or sector-specific) English through the
LINC (Languages Instruction for Newcomers to Canada) program.
Conversational English is also viewed as important as people need to be able to make “small talk” to
enable effective networking and workplace relations.
The ISO job developers need to be able to stand behind the candidates and make sure that they are
telling the whole story to the employer. For example, if a candidate is not capable of doing a portion of
the described role or fails to meet one of the bona fide occupational requirements, they need to be
honest with the employer instead of glossing over holes in their qualifications or experience. The
employers we spoke with said that they know when a candidate is being dishonest about their
experience. Perceived dishonestly reflects badly on the candidate and the organization representing
them. Job developers also need to work on the transparency and vulnerability of the candidates, making
sure that they understand indicating gaps is not a bad thing.
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3.2.7 Immigrant Focus Group Findings
A focus group consisting of sixteen individuals from the City of Surrey’ Immigrant Advisory Roundtable
(IAR) was held in Surrey on July 22, 2015. The focus group covered the following topics:
What is working well with respect to Surrey Immigrants finding and retaining meaningful employment
with Surrey employers?
Participants responded to this question with a variety of perspectives, including:












Relatively inexpensive real estate creates competitive advantage for employers in Surrey.
There are programs in Surrey that do a good job of training immigrants and helping them find
work.
Diversity and Inclusion department at City of Surrey has a Multicultural Ambassador Program
that has immigrant volunteers, interviewed, trained, and assigned to serve other newcomers.
Red Cross Surrey Volunteer Program led to volunteers being employed by Red Cross after
volunteering for a number of time.
The Language Learning Program at SUCCESS is very useful, taking about six months to
complete program and people who complete it are presented with a certificate that shows
completion to show employers.
The Employment Mentoring Program approaches professionals in various industries and these
professionals serve as mentors to newly landed immigrants to show them criteria and help
them match their background from their home country.
Pacific Community Resources’ Connecting Youth with Local Employers provides 50% of funding
and the employer pays youth a wage for going through the training.
Refugee orientation sessions at “Neighbourhood Welcome House.”
Informal group of friends (refugees and immigrants going through similar struggles).

There was an example that one of the participants provided a story of how a group of newcomers in
Surrey attended some job search programs and continued informally meeting after the program
finished on a weekly/semiweekly basis to support each other socially and in the job search process. The
participant also attends these meetings and found them valuable, and asked how could more of this be
facilitated.
What could be done to enhance or expand these initiatives or practices?
Participants felt that creating more opportunities for job shadowing, volunteer work and internships
would help immigrants obtain critical Canadian experience. The group also agreed that employers
should be encouraged to increase diversity in the workplace and that expanding and extending eligibility
would encourage greater participation in programs to accommodate immigrants who cannot get into
the workforce immediately after immigrating.
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The Federal Internship for Newcomers
(FIN) Program provides newcomers
with valuable temporary Canadian
work experience and training
opportunities with federal government

What are some successful practices and supports by
employers, immigrants, ISOs and governments you
have seen, hear about or experienced first-hand
(in/outside of Surrey) to facilitate immigrant hiring and
retention?
It was felt that the federal government should expand
the Federal Internship for Newcomers Program (FINP)
and create programs like Ontario’s ‘Career Edge’, an
industry-specific language training initiative.

departments and agencies and private
sector organizations.
The number and types of positions

Employers should be encouraged to create more
friendly and supportive work environments for
immigrants.

available in a given year vary.
Internships are offered in fields like
policy, administration, project
management, computer science,
communications, science and finance.
Interns are hired for 90 working days.
The internship may be extended an
additional 90 working days. A mentor
is provided for the duration of the
internship.
In addition to gaining Canadian work
experience, interns are able to:


learn about Canadian workplace
culture



understand hiring processes



network with professionals



attend orientation sessions or
training

Immigrants should be encouraged to never stop
trying and to be reflective. They should pursue English
language and Canadian culture training, have realistic
expectations of job prospects, and conduct research
into potential employers before being interviewed.
What programs or services that connect immigrants
and employers in Surrey are missing?
Participants would like to see programs for
immigrants who have been in the community for
longer than five years – citing that some immigrants
take longer than five years to develop the need for
programs. They also suggested consolidated
immigration information and timely ways to connect
new immigrants to employers – a centralized hub
physically located in immigration-dense areas. In
addition, participants suggest ISOs send information
to immigrants prior to their arrival in Canada.
What are most serious barriers and challenges faced
by Surrey immigrants to find and retain employment
or to become more fully employed?
The most significant barriers were identified as
insufficient English language skills, a lack of jobs in
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Surrey, and a lack of credential assessment/recognition services. Insufficient coordinated services and
supports for immigrants was also viewed as a barrier. Finally, participants felt that immigrant hires and
their experience are not valued by Surrey employers as much as they should be.

3.2.8 Immigrant Service Organizations (ISOs) Focus Group Findings
The project team spoke with a group of five individuals from various ISOs operating programs in the City
of Surrey. Representatives from five organizations attended a focus group on August 20, 2015 at the
Surrey Central Library.:
The focus group covered the following topics, with highlights of responses following each question.
What are the most serious barriers and challenges faced by Surrey immigrants to find and retain
employment or to become more fully employed?
ISOs shared some of the same concerns as other focus group participants. This group cited the
language profile of immigrants as a significant barrier – some immigrants simply have not enough
English for the workplace. In addition, unfamiliarity with Canadian work culture and lack of Canadian
work experience were flagged as significant barriers.
An inability to verify overseas experience for employer was another common theme, along with
transportation challenges for immigrants. ISOs raised the issue of refugees suffering from posttraumatic stress disorder (PTSD), health issues and complex socio-economic challenges, coupled with a
fear of living in a large community that differs from their own ethno-cultural group.
What is working well with respect to Surrey immigrants finding and retaining meaningful employment
with Surrey employers?
Participants felt that incentives to encourage immigrants to “move to where the jobs are” – often
outside of urban centres – was a positive approach. This was also found in recent work of IEC-BC on
attracting newcomers to the north.25 Bridging programs that link immigrants to mentorship,
internship, job shadowing and volunteer opportunities in their field were also mentioned, along with
funding for adult newcomer education. The ISOs highlighted two international examples as suggested
approaches for Surrey – the Swiss model of paying a daily wage then taxing it back when they get a job
– like a loan – and group (sector) employment and training models like those in Australia.

25

IEC-BC. The Northern BC Initiative. http://www.iecbc.ca/Northern_BC_Initiatives.
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Should we be encouraging and supporting Surrey immigrants to start their own businesses or to
become self-employed? Why?
This is not an area of expertise for most of the ISOs however they feel that they could support potential
entrepreneurs by pointing them in the right direction about laws, how to start a business and how to
secure funding. The group acknowledged that self-employment is a good solution for their clients that
already have a background in running their own business.
There are a number of organizations, including different levels of government, post-secondary
institutions and non-profits working to improve labour market integration for new Canadians in Surrey.
How well are these groups working together today and how could they be working better together in
future?
Echoing a theme that has been raised in interviews and among other stakeholders, access to
centralized information – one website where employers and immigrants can go to get information –
was identified as a possible improvement.
ISOs also suggested more informal and multi-level meetings between the players in Surrey so that
“everyone knows what’s going on”. This could include a centralized database of mentorship, internship
and job shadowing opportunities.
A further suggestion was that all the ISOs should collaborate on joint presentations to the HR
Managers who are looking for new talent in Surrey.
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4. Synthesis of Findings: Key Themes
Based on the secondary (literature review and available data) and primary research (interviews, survey,
focus groups) and secondary research (literature review), it is evident that there are significant
challenges facing immigrants seeking employer in Surrey. Each of the above gaps is discussed in more
detail below. These challenges are as follows:
4.1. English Language: The language profiles of many immigrants (low English language capability)
coming to Surrey make it difficult for employers to hire them, unless it is an employer that
speaks the immigrant’s language. A related need is for occupation or sector-specific technical
English.
4.2. Canadian Workplace Culture: The lack of “Canadian work experience”, particularly the “lack of
understanding of Canadian workplace culture” and specialized technical knowledge unique to
Canada is almost as large a barrier for immigrants as lack of sufficient English skills.
4.3. Training/Internship Opportunities: There are too few opportunities for immigrants to develop
the necessary skills and knowledge that is BC Employment Standards compliant and low-risk
(i.e. in terms of safety, productivity, etc.) for employers.
4.4. Employer Capacities and Knowledge: The majority of employers in Surrey are not actively
recruiting immigrants despite most possessing organizational values that encourage diversity
in the workplace. Smaller employers have little capacity to successfully recruit, onboard and
retain immigrant workers. Further, many employers lack the awareness of ISO programs and
services and government programs that could help them to access immigrant talent pool and
resources to hire immigrants.
4.5. Lack of Central Coordination: There is no centralized portal or mechanism for immigrants and
employers to leverage in order to connect with one another on employment and job training
opportunities and career development.
4.6. Entrepreneurship and Self-Employment Opportunities: For new or recent immigrants, it is
difficult for some to learn English and adjust to the culture in BC and Canada. How to start a
new business and how to do business in BC and understanding the laws and customs of selfemployment are additional challenge to newcomers.
4.7. Funding Challenges: Overall, there is too little funding for programming to address the above
points. These gaps are not radically different from those seen in, for example, the early days of
the Toronto Local Immigration Partnerships (LIPs). The integrated approach that the City of
Toronto and a number of regional and community LIPs are taking towards addressing these
gaps proves that there are potential viable solutions.

IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

57

4.1 English Language Skills
Surrey has a vibrant infrastructure of settlement and language services. However, a “Surrey Social
Infrastructure Leaders Survey” conducted as part of the Surrey LIP’s Service Mapping project found that
70% of service leaders believed that English as an Additional Language Programs were “inadequate.”
This may refer to waitlists for language training – which are growing in recent years – and not the
quality of training for spaces that can be accommodated.
These programs, while reasonably effective, are limited in their outcomes for the following reasons:
1. There is insufficient funding to deliver the amount of English language training to meet a
growing demand in Surrey.
2. These programs are often ‘one-size fits all’ and by their nature, cannot take into account
specialized situations such as:
a. Learners who are unable to improve their English in the timeframe of the training
b. Learners who need specialized English for their industry as a supplement to
conversational English
c. Learners who have no incentive to practice English at home. ISOs indicated that
practicing at home leads to mastery of English.
d. Learners, such as those in the Punjabi community, who can obtain work as new
immigrants in their mother tongue but who may want to learn English at a later date so
that they can move into a non-Punjabi workplace
3. There are few, if any, organized opportunities for alumni of the English programs to practice
their English – particularly occupation-specific English – in a safe, non-judgemental
environment.
4. English proficiency does not guarantee comprehension. In talking to some employers, it is clear
that there is a big difference between the ability to speak and the ability to comprehend –
comprehension is the desired outcome for most employers. For example, some employers
cited situations where new immigrant hires communicated that they understood a set of safety
instructions but their actions following the safety orientation made it clear that they had not
actually understood the instructions in the context of the job site. The individual words were
understood but it was presumed that they were having trouble visualizing the context in the
workplace.
Other aspects of the English language training need are the level of proficiency and opportunities to
learn occupation- or sector-specific technical English. While training for basic and intermediate English
language proficiency is most accessible, funding and spaces for advanced English and technical English
specific to certain occupations, professions and sectors are less available.
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There is a subtlety about “insufficient English language skills” from an employer perspective. According
to the project team, some studies refer to employers meaning by this the English communication skills
of immigrants, referring to a combination of English language capacity and personal communication
styles that are acceptable/or not in the Canadian context.
Further, just the sheer volume of immigration growth in Surrey increases demand for English language
training and makes it a challenge for funding and service providers to keep up with demand.

4.2 Canadian Workplace Culture
The consultant project team heard a lot about “Canadian work experience” in conversations with
employers, immigrants and the ISOs. “Canadian work experience” is a codified way of discussing
workplace culture and fit. In many cases, immigrants entering Surrey’s workforce have the technical
skills to do a job and if they can overcome the language/comprehension barrier, the next barrier is
workplace culture.
For example, in some cultures described by the ISOs and employers interviewed for this report, it is
culturally unacceptable to show weakness in the form of admitting that one does not know how to do
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something. In Canadian working culture, it is expected that workers who do not know how to complete
a task will ask for instructions, training or clarification and that asking how to do something correctly is
not a sign of weakness. New hires from some cultures would rather say that they know how to do
something than to admit they do not.
In another example, a representative from the ITA told a story about an immigrant that he placed with a
construction company. When the ITA representative checked up on him after a few weeks on the job,
the new hire was distressed because he thought his co-workers did not like him. The ITA representative
asked for some clarification and was told that his co-workers had:




Given him an unflattering but jocular nickname
Swore a lot around him and yelled
Played pranks on him

The ITA representative also inquired about a few other circumstances and found out that:




His new boss had bought him lunch several times
His co-workers ate lunch with him every day and seemed genuinely friendly
One co-worker had been offering him a ride home after work

The ITA representative then had to explain to the new hire that in Canadian trades culture, giving
someone an insulting but jocular nickname and playing pranks on him was friendly initiation and meant
that he was part of the team, and that his boss would not buy him lunch nor would his co-workers eat
with him every day if they did not like him. These nuances were an aspect of the work culture that had
not been understood by the immigrant.
Other issues that arise around work culture are:




Showing up to work on time and expectations to put in overtime when required
Making an effort to make personal connections with coworkers
Gauging the acceptable level of familiarity appropriate to the work environment

These are difficult things for anyone entering the workforce to navigate but doubly so for someone who
did not grow up in Canada and does not understand the many cultural references associated with
working in this country.
Workplace culture is something that has to be learned and can be acquired while studying in schools or
post-secondary institutions. However, even Canadian-born job seekers changing fields or industries
need to learn a new workplace culture as well.
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4.3 Training and Internship Opportunities
In the context of potential solutions for immigrants seeking Canadian work experience, a solution that
was discussed extensively throughout this project was the notion of internships and job shadowing
assignments. In discussing these opportunities with employers and ISOs, the following observations
were brought to light:





Some employers have ethical concerns about using free labour and are aware that interns who
are not part of a post-secondary program are illegal under BC’s Employment Standards.
Interns and volunteers in a private company are not covered by WorkSafeBC, thereby increasing
the liability for the company should someone on an internship get injured on the job.
Training interns who are unlikely to stay with the company is costly in terms of other
employees’ time.
ISOs have not always been satisfied with the outcomes of immigrant internships.

In many cases, employers find it easier to simply hire new staff when they have unexpected growth.
Volunteer opportunities with municipal programs, non-profits and post-secondary institutions were
noted as ‘successful.’ Volunteer opportunities do not contravene WorkSafeBC or BC Employment
Standards requirements, and allow immigrants to learn workplace culture, practice their English and
meet individuals who can mentor them. The weakness of these volunteer opportunities is that they
rarely lead to paid employment. The consultant project team found no volunteer opportunities in the
private sector in the course of its research.

4.4 Employer Capacities and Knowledge.
While many employers spoke about the good qualities that immigrant hires bring to the workforce, the
consultant project team heard many reasons why employers are not ‘going out of their way to hire
immigrants’ including the following:


Lack of language skills and workplace culture awareness were a deal-breaker with many
candidates;



Some companies stated that customers give immigrants in customer service a “hard time”;



Some employers are not sure where to find immigrants to hire and rely on immigrants seeing
their online job postings; and,



Employers have trouble verifying the overseas experience and credentials of candidates.

These concerns – combined with a lack of proactive workforce planning vis-à-vis a looming labour
shortages – mean that Surrey’s employers do not currently have to go outside their comfort zone
when hiring in 2015. While they acknowledge that there is a labour shortage possible in future, they are
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not investing in extra capacity now. This
means that for employers, the benefits
associated with hiring immigrants do
not outweigh the perceived risks.

The City of Toronto has developed a
centralized strategy and portal called

It seems that local employers have not

“Working as One” that serves to connect

yet acknowledged that when the labour

anyone (including immigrants) looking to

shortages hit Surrey, they will be hitting

enter the Toronto workforce to employers. In

every Western nation simultaneously

many ways, anyone looking to enter the

and the global supply of immigrants will

workforce is going to face some barriers –

not be sufficient to fill the job openings.

English skills aside.

The reality is that Surrey will be
competing for talent with cities in other
parts of BC, Canada and around the
world.
Another employer capacity issue in regards to recruiting and employing immigrants is low a level of
awareness and information about ISO and government programs and services available to help
employers with this. This research and well as previous research show many employers are not aware
of the resources available to help them connect with and hire immigrants.

4.5 Lack of Central Coordination
Related to the last point above (awareness), employers, immigrants and ISOs report that while there is
a wide range of services and organizations mandated to connect immigrants to employers, it can be
difficult for everyone involved to navigate the networks and find the information they are looking for.
While there are a number of portals and organizations that act as aggregators for immigrants’ issues in
general, the issue of employment appears to need its own central coordination point. In many ways, the
Surrey LIP could become a good central contact point for immigrants, but employers and immigrants
looking at employment issues need something more akin to a “landing page” that is specific to work.
ISOs reported that the nature of the funding they compete for with other ISOs sometimes leads these
organizations to not collaborate as closely as they should.
These organizations would also like to liaise with each other at multiple levels to discover opportunities
for collaboration – at the executive level and at the programming staff level. At a high level, however, all
stakeholders saw the benefit of increased collaboration, communication and centralized portals for
reaching out to target audiences.
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4.6 Entrepreneurship and Self Employment
It may be easier for a newcomer with certain employment barriers to cope and get by as an employee,
whereas a self-employed immigrant is the face of his/her business and will require certain business and
communication skills and understanding to succeed. This project’s research found little about selfemployment and entrepreneurship from immigrants, employers and ISOs in the primary research.
There was generally a level of interest and recognition of the need to consider these options among
immigrants and ISOs, but there were no indications of extensive programming and supports for this.
Given that BC’s self-employment involves almost one in five workers, this is an obvious area in which to
work with immigrants, ISOs, government agencies and organizations that provide business and selfemployment services. Leveraging immigrants’ greater motivation (than non-immigrants) for
entrepreneurial values (e.g. independence, freedom, control, responsibility, decision-making, creativity,
success, etc.) should be part of any strategies in this area.26

4.7 Funding
As with many social policy issues in Canada, funding dedicated to immigrant issues and more
specifically to immigrant employment is limited. Funding levels are unlikely to change in the near future
and the recommendations for action in this report are based on the premise that there will be no new
sources of funding for service delivery in the next few years.
However, there may be opportunities to better leverage existing government funding through getting a
bigger share of the labour market funding ‘pie’ for immigrant employment programming, and through
partnerships with employer groups, training institutions and professional associations.
The Province of BC has identified the need to recruit 228,000 international workers by 2022 in order to
avoid labour shortages from new employment and employment arising from retirements. While
program streams under the Canada-BC Job Fund, the Canada-BC Labour Market Development
Agreement, and the Employment Program of BC are not immigrant-specific, they may be envelopes
that ISOs, employers and other organization can make a stronger case for more resources for
immigrant employment programming. This is particularly important to emphasize in the value
proposition of such efforts to leverage more government funding for immigrant employment
strategies.

26

Statistics Canada. Immigrants in Self-Employment. http://www.statcan.gc.ca/pub/75-001-x/2011003/article/11500eng.htm.
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The specific program streams are as follows:
Canada-BC Job Fund
 Canada-BC Job Grant
 Employer-Sponsored Training
 Employment Services and Supports
Canada-BC Labour Market Development Agreement
 Job Creation Partnerships
 Labour Market Partnerships
 Project-Based Labour Market Training
 Research and Innovation
Employment Program of BC
 WorkBC Centres
 Apprenticeship and Training Supports
 Community and Employer Partnerships
 Personal Services and Supports
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5. Recommendations
Given the limited resources available to the Surrey SLIP stakeholders to take on new projects or expand
existing services, this report’s recommendations focus on what can be realistically achieved with little or
no new funding.
1. Surrey LIP strengthening coordination of immigrant employment- and employer-related
programs and services in Surrey.
A key theme in the findings of this project was the need for better coordination among
stakeholders and service providers including employers, industry groups and immigrants. Based
on the work of the Surrey LIP to date and based on its broad compositions of stakeholders and
service providers, this committee is well-positioned to assist in better coordination in Surrey in
order to maximize limited funding outcomes. This could be facilitated through communication,
leadership, social media, creating and strengthening partnerships. It will be important that the
Surrey LIP is seen as a legitimate leader in playing a central coordinating role.
2. Partner with Surrey School District to enhance English language training
The Surrey School District already provides a significant amount of programming for
immigrants and their families but there are opportunities for ISOs and other English language
training providers to partner more closely with the District to close the loop 3. between ESL
parents and children. Several ISOs reported that one of the challenges with language training
for adults is that they do not practice their English in the home – falling back on their mother
tongue instead. If immigrant students in the K-12 system could be incentivized to support their
parents’ learning in the home, this could increase the impact of adult language training and
decrease the time it takes for immigrant adults to reach proficiency in English.
There are likely other joint programs that could arise from a partnership between the District,
the ISOs and the City of Surrey. These ideas should to be explored as a group. As a first step,
the Surrey LIP should approach the School District to initiate talks about partnership
opportunities.
More broadly (i.e. not just with regard to the School District), there should be greater advocacy
directed at funders for more English language training in Surrey given the growth in immigrants
settling in this city and particularly given the increasing influx of refugees.
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3. Encourage employers and industry groups to adopt occupation and sector-specific
English language training (on-site) strategies.
Employers in the research for this project and other research have identified the English
language challenge in employing immigrants. The Surrey LIP with the Surrey Board of Trade
should consider opportunities to partner with ISOs, major employers (in the same sector or
employing similar occupations) and industry and professional associations to develop and
deliver at the workplace technical English language training. Employers may contribute their
own resources that in turn may leverage provincial and federal funding (e.g. Canada-BC Job
Fund streams) for such training.
The Surrey Board of Trade and industry associations could help in establishing buy-in and
ownership of such training among key Surrey employers. Local post-secondary education
institutions should also be part of this dialogue.
4. Surrey Labour Shortage Task Force
It is clear that employers are not fully prepared to start planning for predicted labour shortages.
The research team recommends establishing a Task Force to address the issue at the municipal
level. Education events and reports may help employers take the issue more seriously in the
next few years. This would be similar in nature to the Asia Pacific Gateway Skills Table (funded
by Service Canada) to ensure that there was a plan in place to recruit sufficient employees to
keep the Port of Metro Vancouver running in years to come. While immigrant employment
would be a necessary pillar of this Task Force, opening up the issue to the macro level will
create opportunities for other stakeholders and funders to get involved as the Task Forces’
work touches their mandates.
If the task force can secure funding, some of it can be applied to supporting existing ISO
programs that advance the mandate of the newly formed Task Force – in part, addressing the
funding shortage around immigrant employment issues.
5. Use the Surrey LIP to create an employer / immigrant portal focussed on jobs and
employment
While the Surrey LIP site is already meant to be a clearinghouse for information, employers are
still not finding the information they want about how to connect with the immigrant population.
To solve this, it is recommended to create Surrey-specific landing pages (a portal) to act as a
clearinghouse for information that employers and immigrants alike are seeking in the context of
finding work in the City.
6. Strengthening Business Sector Involvement in the Surrey LIP.
Building on its current relationship with the SBOT and other industry groups, the City and its
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Surrey LIP could leverage the Board’s strong leadership and its connections with the employer
community in Surrey, as well as some key industry sector organizations responsible for
construction (Vancouver Regional Construction Association), technology (HR Tech Group of the
BC Technology Industries Association), tourism and hospitality (go2), forestry (Council of
Forestry Industries), the Fraser Valley Chapter of BC HRMA, etc. These employer-driven
organizations could be useful partners and advocates for hiring and retaining immigrants for the
City and for the Surrey LIP. These are all key sectors based on the literature and data review for
this project.
This should include further analysis of Surrey labour market data and expected skill shortage
areas and working with the Surrey LIP to make these industry group connections.
7. Engaging Local Professional Immigrant Networks.
Connecting with immigrants who have experience and credentials in certain occupations or
sectors and want to pursue employment in them has been identified as a need by immigrants
and employers. Professional immigrant networks (PINs) are established groups of
internationally trained workers. Collectively, these associations of skilled immigrants have been
relatively untapped in BC, as evidenced by the research conducted for IEC-BC. The Surrey LIP
could establish relationships with some key PINs and hold regular dialogues and perhaps even
joint projects focused on certain sectors in Surrey. The Surrey LIP should consider working with
IEC-BC in pursuing opportunities to tap into the strengths of PINs, and to facilitate connections
between certain PINs and key employers and industry groups in Surrey. Corporate sponsorship
and other industry contributions might be sought to supplement the volunteer efforts of any
PINs that are engaged in the Surrey context.
8. Host an annual Surrey Immigrant Employment Conference or Summit. The City and its LIP
should partner with key ISOs, key employer groups, major corporations on an annual basis to
hold a multi-stakeholder summit or conference that brings together immigrant groups,
employers, training institutions, government agencies to focus on profiling successful local
practices, holding workshops to develop new solutions, and engaging all stakeholders to work
together on immigrant employment challenges and goals in Surrey. This annual event could
include recognition awards for successful immigrants, ISOs and employers.
9. Increase Surrey employer and industry awareness of ISOs and capacity for employing
Surrey immigrants.
It is clear from research that Surrey and other employers are not aware of the services and
strengths of ISOs. A first step would be for the Surrey LIP to work with key business and
industry groups to increase awareness of the immigrant service provider infrastructure in
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Surrey and of individual ISOs. The other part of this recommendation is to work with ISOs and
governments to promote and encourage employers to avail themselves of the many tools and
resources that exist for assessing, recruiting, onboarding, developing and retaining immigrants.
Collectively, Surrey LIP members might consider some kind of promotional campaign directed
at Surrey employers and major professional and industry groups with a presence in Surrey.
10. Create an Employer Advisory
Roundtable to the Surrey LIP.
Just like the Surrey LIP has an Immigrant
Advisory Roundtable, it would be useful
for it to strengthen its ties with the
business and industry community by
creating a small, representative (of
Surrey employers) committee of
employers and industry groups to advise
the Surrey LIP on strategies and
partnerships for connecting immigrants
and employers in Surrey.
Composition of such a roundtable would
be based on key sectors of the Surrey
economy and on individuals who are
champions and role models for
immigrant employment and success.
11. Leveraging increased funding for Surrey immigrant employment strategies.
The Surrey LIP and its individual members should work with ISOs, employers and industry
groups to advocate for using funding from existing provincial and federal programs to increase
immigrant-employer connections and increase meaningful immigrant employment and career
development opportunities. As indicated in this report, based on demographic realities in Surrey
and the rest of BC, the demand for immigrants to fill job vacancies will only increase in the
future. This should be part of the value proposition for employers and ISOs to work together to
propose using more of existing government funding for immigrant employment development.
In addition to increased use of existing government funding, employer contributions and
corporate sponsorship should be sought for strategies that will benefit employers (as well as
immigrants).
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12. Encouraging and increasing immigrant development in entrepreneurism and selfemployment.
There opportunities for the Surrey LIP and its Immigrant Advisory Roundtable to work with the
Surrey Board of Trade, Self Employment & Entrepreneur Development Society (SEEDS), Small
Business BC and ISOs and others to promote entrepreneurism to immigrants in Surrey. This
could involve building on programs that ISOs have in place and leveraging tools and resources
from other organizations that helps individuals pursue entrepreneurial and self-employment
opportunities.
Existing tools and resources can be adapted and customized to Surrey immigrants and
opportunities and promoted through the Surrey LIP’s broad network of individuals and
organizations.
Promotion could include role models and success stories of Surrey immigrant entrepreneurs
and self-employed persons. Strategies could include building on existing mentorship programs
among ISOs and adapt them to tools and support for self-employment opportunities.
13. Advocating for and working with ISOs, governments and employer groups to increase
immigrant bridging and internship programs.
Immigrants and employers would benefit from funding and programs that would bridge skilled
immigrant into sustainable employment through gap training and employer-led (paid)
internships. Work experience and training in a specific skill-set or learning Canadian-specific
technical skills can often be the difference for immigrants to secure meaningful employment.
The Government of Ontario, for example, provides funding for bridge training.27 While the Skills
Connect for Immigrants Program funding ends in March 2016, there may be future
opportunities to propose funding for bridging programming with funding moving back to CIC.
An example of paid internships involving newcomers is the Career Bridge Internship for
Newcomers operated by the Career Edge organization. The Surrey LIP could work with the
Surry Board of Trade, other employer organizations (including the corporate sector) and service
providers to advocate for and develop a paid internship program for skilled immigrants.

27

Bridge Training Programs. http://www.ontarioimmigration.ca/en/working/OI_BRIDGE_NONREGS.html
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14. Opportunities for further research on immigrant employment in Surrey.
Five areas of inquiry come to mind after having completed this project:
1. Professional Immigrant Networks – Relatively little is known about these potentially
valuable networks that operate with volunteer effort, other than some initial good work by
IEC-BC. In a Surrey-specific context, the Surrey LIP may want to work with some key PINs
on systematizing their approach to connecting with employers. This first should involve
collecting more data on them and then consider advocating for employers and industry
groups to contribute to funding through partnerships with key PINs.
2. Entrepreneurship and Self-Employment - While an important source of work opportunities
for newcomers and other British Columbians, there is little data on immigrant selfemployment and entrepreneurship in Surrey and the Lower Mainland.
3. Refugee-specific knowledge – There needs to be more research on the unique
employment challenges and solutions for refugees in Surrey, and finding out about their
employment experiences to date.
4. Qualitative research on immigrant and employer experiences and insights – This project
uncovered some interesting examples of immigrants’ and employers’ insights and
experience in what works for hiring, developing and retaining newcomers in meaningful
jobs. However, this was limited by the time and resources of the project – more delving into
these experiences can yield a better understanding and application of what works and what
does not.
5.

Evaluation research – Evaluation is a form of research and the Surrey LIP can work with
ISOs and government agencies involved in immigrant employment in Surrey to promote the
use of evaluation by ISOs to prove the effectiveness of various immigrant employment
programs and services.
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6. Conclusion
The Immigrant Labour Market Integration Research Project aimed to identify the gaps specific to
newcomers entering Surrey labour market and existing and desirable solutions to improve immigrant
labour market outcomes. As a result, a variety of promising immigrant employment practices have been
uncovered in Surrey and other jurisdictions that support immigrant labour market integration. At the
same time, the study has identified some clear challenges in Surrey with regards to immigrant
employment and some constructive solutions reflected in the aforementioned recommendations.
Some clear challenges in Surrey with regards to immigrant employment have been identified in this
report, and some relatively inexpensive and constructive solutions have been offered that can be
implemented to further address the issues. In the long run, a looming labour shortage should drive
increased interest in immigrant employment in the next five years that may open up new funding to
address immigrant employment challenges.
In the meantime, the community of Surrey possesses two key success factors for immigrant
employment and career success:


The Surrey LIP members’ commitment to immigrant settlement and integration – and in
particular to immigrant training and employment; and,



The Surrey LIP’s body of work, strong advocacy role and comprehensive membership.

Surrey, therefore, is well-positioned to increase immigrant employment and career success through
collective efforts of the City, the Surrey LIP, individual immigrant-serving organizations, business groups
like the Surrey Board of Trade and many others.
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Appendix A – Full Literature Review
Literature on Immigrants and Refugees
This section of the literature review focuses on data and studies that examine the issues around
Immigration and Employment through the lens of Immigrants and Refugees. The format and structure
of this literature review follows the format suggested by the project team, organized by secondary
research focus and by each piece of literature within that focus.
Demographics of Surrey Immigrant and Refugee Population
BRITISH COLUMBIA POPULATION PROJECTIONS: 2015 - 2041 – BC STATS
http://www.bcstats.gov.bc.ca/Files/1129fe33-668a-4bab-a8ef32562eef7e79/BritishColumbiaPopulationProjections2015-2041.pdf
This report is the most cited document showing population projections for the entire Province. Forecast
immigrant population for Surrey has to be extrapolated from this information based on historical trends.
Key Facts:
‐ Between 2015 and 2035, BC is set to see 891,300 net new immigrants.
‐ Extrapolation:
o An average of 19% of all immigrants to BC are currently settling in Surrey (Welcome BC
report cited later in this review). As the City grows and the cost of living in Vancouver
increases, we expect to see Surrey's share of total BC immigration increase but as a
conservative estimate, we can assume that 19% of the 891,300 immigrants expected
to enter BC in the next 20 years will come to Surrey.
o This allows us to estimate an increase in Surrey's immigrant population over the next
20 years of 169,347 individuals.
CITIZENSHIP AND IMMIGRATION FACT SHEET 2011 – CITY OF SURREY
http://www.surrey.ca/files/Immigration_Demographic_Profile.pdf
This report is a Surrey-specific drill down of Statistics Canada 2011 Census/NHS data pertaining to the
immigrant makeup of the Surrey population.
Key Facts:
Biggest immigrant hubs in Surrey are:
o
o
o
o

City Centre (16.7% of the population)
Newton (14.8% of the population)
Guildford (13.6% of the population)
Whalley (13.6% of the population)
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‐

Surrey was home to 187,840 immigrants in 2011:
o
o
o

37.6% from India
10.8% from the Philippines
5.6% from China

o
o

5.4% from the UK
4.5% from Fiji

REFUGEES IN CANADA AND BC FACT SHEET – SURREY LIP
http://www.surreylip.ca/sites/default/files/LIP-InfoSheets04-web.pdf
This quick study on refugees, compiled by the Surrey LIP, contains some valuable statistics on refugees
in Surrey.
Key Facts:
‐ Surrey (28%), followed by the Tri-Cities and Burnaby (16%), are BC’s largest refugee destination
‐ Refugees represent 4% of total BC immigrant population
‐ Government Assisted Refugees (GARs) represent 40% of total Refugees in BC/year
‐ Between 2010- 2013: 701 refugees arrived in Surrey
‐ Most Refugees in Surrey arrive from Somalia, Iraq, Afghanistan, Myanmar and the Democratic
Republic of the Congo, and more recently Syria
‐ Refugees in Surrey tend to settle in Guildford, Whalley and Newton
‐ Many refugees have high needs characteristics including:
o Low literacy levels in their original languages
o Increased physical and mental health issues
o Larger households
o More households with single parents, mostly led by women
o Youth with limited exposure to formal education
‐ Many refugee families arrive in Canada with almost $10,000 in debt due to transportation loan
from federal gov’t. 90% manage to pay this off
THE BIG PICTURE: WHY DO IMMIGRANTS MATTER TO SURREY? - SURREY LIP
http://www.surreylip.ca/sites/default/files/LIP-FactSheet02Why%20Immigrants%20Matter%20to%20Surrey.pdf
This quick study on immigrants, compiled by the Surrey LIP, contains some valuable statistics on the
immigrant population in Surrey.
Key Facts:
‐ By 2018, immigrants will account for half of Surrey’s population
‐ Between 2001 and 2011 Surrey’s immigrant population increased 64% compared to the Metro
Vancouver increase of only 24%
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‐

Immigrants in Surrey earn an average employment income that is about $7000 less than their
Canadian born counterparts and about $5000 less than immigrants in other parts of Metro
Vancouver

WHO ARE SURREY'S NEWCOMERS? – SURREY LIP
http://www.surreylip.ca/sites/default/files/LIP-FactSheet01Who%20are%20Surreys%20Newcomers.pdf
This quick study on immigrants, compiled by the Surrey LIP, contains some interesting high-level
demographic information on the immigrant population in Surrey.
Key Facts:
‐ Between 2006 and 2011, 19% of all BC newcomers came to Surrey (7000/year)
‐ Surrey receives more Government Assisted Refugees (GARs) than any other BC municipality
(180 annually and about 220 other types of refugees)
‐ Every year in BC, 60% of immigrants come as skilled workers who seek better economic
outcomes while replenishing the labour market
‐ 1 in 3 arrive as family members reuniting with their relatives.
‐ Languages most often spoken at home by immigrants in Surrey:
o Punjabi 30%
o Hindi 3%
o Mandarin 4%
o Korean 3%
o Tagalog 4%
‐ 76% of newcomers in Surrey are below age 44, 41% have a Bachelor’s degree or higher, and
47% are a part of Surrey’s labour force in sectors such as retail (10%), manufacturing (11%), and
healthcare (10%).
SURREY IMMIGRANT DEMOGRAPHICS – NEW TO BC, 2013
http://newtobc.ca/wp-content/uploads/2013/07/Surrey-Immigrant-Demographic-Profile10.2014.pdf
This report, compiled by the New to BC program (associated with BC Public Libraries and SFU),
incorporates 2011 National Household Survey and 2011 Census data. The most interesting information
comes from the NHS but the report states that total population numbers from this source are often
lower than the census information.
Key Facts:
‐ Immigrants represent 40.5% of Surrey’s total population in 2011
‐ Top three groups are India, Philippines and China
‐ 83% are speaking English at work
‐ Only slightly lower employment rate than Canadian-born residents (59.5 v 61.3)
Unemployment rate is nearly identical
‐ Disproportionate representation in Manufacturing, accommodation and food services
IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

76

‐
‐
‐
‐

Average employment income for recent immigrants is $15k/year less than Canadian Born
residents.
Sikh and Christian religions are nearly equally represented in the immigrant population of Surrey
with roughly 34% of the immigrant population each
16% of recent immigrants to Surrey are speaking Punjabi at work compared to 7.8% of all
immigrants in Surrey
At the request of the City, we have conducted additional analysis on the unique socio-economic
status of Surrey immigrants by comparing the Surrey fact sheet to fact sheets on:
 Vancouver
 Coquitlam
 Abbotsford
 Delta
 Burnaby
 Maple Ridge
 Langley
o Findings from this analysis are:
 Only Abbotsford has lower rates of speaking English at work (74%) but Surrey’s
rate is 13 points lower than Coquitlam and Maple Ridge indicating that
immigrants with poor English skills should have a relatively easier time finding
employment in Surrey than the rest of Metro Vancouver.
 Recent immigrants throughout Metro Vancouver experience lower average
employment income than their Canadian-born peers but the difference in Delta
($22k/year difference between recent immigrants and Canadian-born
residents) is in excess of the difference in Surrey with an otherwise similar
immigrant profile. Recent immigrants in Vancouver and Burnaby are far less
likely to experience income disparity with their Canadian-born peers.
 Like most Metro Vancouver cities, recent immigrants in Surrey are overrepresented in industries with lower skill requirements such as manufacturing,
accommodation and food services.

THE ROLE OF MIGRANT LABOUR SUPPLY IN THE CANADIAN LABOUR MARKET – CITIZENSHIP
AND IMMIGRATION CANADA, 2012
http://www.cic.gc.ca/english/resources/research/2012-migrant/documents/pdf/migrant2012-eng.pdf
The purpose of this paper is to provide some background information, future expectations and raise
some important issues to help define the role of Canada’s immigration program in the context of
Canada’s labour market. While the paper is mostly about national immigration policies and concludes
that Canadian immigration programs alone cannot address the major challenges faced by the Canadian
labour market, the paper does have some interesting statistics on immigrants in the labour market in
Canada.
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Key Facts:
‐ New immigrants will represent 1.1 million new labour market entrants nationally by 2022 and
an estimated 100% of net labour force growth after Canadian-born supply meets attrition due
to retirement across all industries
‐ 13 - 19 % of landed immigrants return home or migrate to other countries after Canada
‐ Labour force participation among immigrants (especially female) is lower than Canadian-born
citizens
‐ In 2010, there were roughly 72,000 transitions from temporary to permanent status as foreign
nationals who come to Canada with temporary work permits can become PR after entry
NATIONAL HOUSEHOLD SURVEY (NHS) PROFILE, 2011 SURREY
https://goo.gl/Zf8jDH
This data product from Statistics Canada reflects the 2011 NHS findings. This study – conducted in
parallel to the Census for the first time in 2011 – is meant to replace the long-form census. It’s
voluntary and the completion rate was just under 70% in Surrey. The survey is designed to collect social
and economic data about the Canadian population in smaller geographic areas and looking at smaller
population groups than the census normally allows.
Key Facts:
 The majority of immigrants coming to Surrey (62.8%) are 15-44 years of age when they
arrive in Canada. This is the prime demographic to enter the workforce after arriving.
 27% of Surrey’s population is made up of second generation Canadians – a group that when
surveyed, reports higher levels of workplace discrimination than immigrants to Canada.
 Four biggest non-official languages spoken in Surrey:
o Punjabi (23.8%)
o Tagalog (4.4%)
o Hindi (6.5%)
o Mandarin (2.9%)
PROFILE OF IMMIGRANTS IN BC COMMUNITIES 2006 IMMIGRATION PARTNERSHIPS –
WELCOME BC
http://goo.gl/IpZQwr
Note that this data is nearly 10 years old and may no longer be reflective of the current state of the City
of Surrey with regards to its immigrant population.
Key Facts:
 The immigrant population trends younger than the total population in Surrey with a much
higher grouping in the 25-45 and 45-64 year old bands than the total population.
 The unemployment rate amongst immigrants has dropped significantly in Surrey since
1996 but is still slightly higher than the unemployment rate for the total population.
 Immigrants are over-represented in occupations unique to processing, manufacturing and
utilities. (9.9% of immigrant population vs. 6.4% of total population)
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Immigrants are under-represented in Business, Finance and administration occupations
(14.3% of immigrant population vs. 18.3% of total population)

Barriers Faced by Immigrants and Refugees seeking employment
A PROFILE OF ECONOMIC AND LABOUR MARKET INTEGRATION AMONG IMMIGRANTS IN
CANADA – UNIVERSITY OF MANITOBA
http://goo.gl/Zx0PAU
This research summary reports on findings from immigration-related studies that have used Statistics
Canada data and Research Data Centres data. The researchers identified all available papers in the
database that focus on some aspect of economic and labour market integration of immigrants to
Canada and summarized the findings. The key facts obtained from this report are significant in number
because of the unique nature of the report.
Key Facts:
‐ The points system, which awards 24 out of 100 points for education, is a contributing factor to
the high rates of education among many immigrants. Newcomers assessed under the point
system need between 30 and 67 points to gain entry to Canada, so having a university degree
contributes to over half the points required
‐ Immigrants with University degree twice as likely to be unemployed as their Canadian
counterparts
‐ Canadian-born population aging faster than immigrant population, therefore, Canadian-born
population has greater years of experience than immigrant-born population. Hence the higher
wages seen in statistics.
‐ Though immigrants are twice as likely to be unemployed than Canadian-born, they are slightly
more likely to be employed
‐ Many immigrants prioritize finding adequate shelter, learning a new language and settling
children at school over finding a “good” job for which they may be qualified. Once their family is
settled in, they are more likely move on to better job prospects
‐ Because credentials are not weighted equally in the Canadian Labour market, we are
experiencing massive losses on foreign education and work experience
‐ Seeking and finding Canadian work experience is more beneficial to immigrants than education
because it positively impacts earnings
‐ Refugees are the group that have the most difficulty having their credentials assessed and
recognized, and refugees cite cost as a barrier to receiving recognition
‐ Li (2008) used the Ethnic Diversity Survey to suggest that credential recognition is only a barrier
to a small proportion of immigrants. The larger barrier is ties to their ethnic group. Visible
minorities with weak ties to their ethnic group report higher income than those with strong ties
‐ Immigrants are less likely to earn a college diploma or study trades and apprenticeships than
Canadian-born citizens
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After arriving in Canada, 47% of immigrants earned their highest credential in Canada. This
group is more likely to be working than those whose highest credentials were obtained outside
of Canada
Canadian-born workers are more often found in management and high-level business work
than immigrants. Immigrants, however, are more likely to work in health and science fields,
manufacturing, and in wholesale and retail
Immigrant women earn significantly less than immigrant men and have higher unemployment
rates and less job security than immigrant men and all Canadian-born citizens
Unemployment rate for immigrant women arriving as spouses is low because many do not
intend to work and are not looking to participate in the labour market and are therefore
excluded from the unemployment rate
As immigrants become more comfortable speaking an official language, they also report higher
levels of discrimination on the job
Second generation Canadians are less happy than their first generation counterparts even
though they are more likely to find employment. This may be tied to perceived discriminations
which tends to 2.5 times higher than the first generation

CONTINUITY OF EMPLOYMENT FOR IMMIGRANTS DURING THE FIRST FOUR YEARS IN CANADA
– TORONTO IMMIGRANT EMPLOYMENT DATA INITIATIVE
http://www.yorku.ca/tiedi/doc/AnalyticalReport24.pdf
The Toronto Immigrant Employment Data Initiative (TIEDI) seeks to assist organizations whose
mandate includes the better integration of immigrants into Toronto’s labour force. Such partner
organizations include immigrant service agencies and advocacy groups, labour organizations, regulatory
bodies, professional associations, training organizations, and credential assessment agencies. This
study by TIEDI examines how the employment histories of immigrants vary by demographic
characteristics (i.e. gender, age at arrival in Canada, visible minority status), immigrant class and premigration occupations over time.
Key Facts:
‐ Immigrants with a university degree are more likely than less educated immigrants to be
employed throughout their first four years in Canada
‐ Female immigrants are more likely to be unemployed than male immigrants during the first 4
years after arrival in Canada
‐ Visible minority immigrants are more likely to experience disrupted labour market experiences
than Caucasian immigrants in the first four years in Canada
‐ Skilled immigrants are more likely to be employed than other classes of immigrants throughout
the first four years in Canada
‐ Fluent language skills and credential recognition enhance the chances of being employed
continuously during the first four years in Canada
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Immigrants who are employed continuously are slightly less likely to report workplace
discrimination
41.6% of immigrants were employed over there first four years in Canada but only 42% of this
group were continuously employed
o 31.1% were employed over their first two years in Canada
o 19.1% employed in the first six months
o 8.2% were unemployed after their first two years in Canada
Refugees are only 4% of those continually employed, but account for 8.6% of those who were
never employed in their first four years

QUALITATIVE RESEARCH ABOUT NEWCOMER AND IMMIGRANT ISSUES 2014 – IPSOS
http://goo.gl/lFL4Ly
14 focus groups were conducted among immigrants in seven locations with members of the Indian
(Punjabi), Chinese (Cantonese and Mandarin), Filipino, and Lebanese communities. In each location,
groups were segmented by tenure: the first group having been in Canada for less than 5 years; the
second group comprised of immigrants who have been in Canada for 5-20 years. Participants were
asked to contemplate the most important issues facing Canada today.
Key Facts:
‐ The importance of creating more and better jobs
‐ The need to take steps to ensure foreign credential recognition
‐ The importance of addressing what many see as a rising cost of living
‐ General agreement that economic migrants, family class migrants and foreign students were
most beneficial to the country as a whole
‐ Economic migrants, as skilled workers, are adaptable to Canada’s needs and they generally are
seeking to stay in Canada for the long term
‐ Family class immigration allows for reunification of family members who in turn assist with at
home responsibilities /parenting etc. and contribute to lessening the longing for country of
origin
‐ Foreign students were also viewed favorably, as language acquisition is easier for this group,
and their training and competencies are more aligned with Canada’s needs
PROMOTING ECONOMIC PROSPERITY THROUGH SETTLEMENT SERVICES - REPORT OF THE
STANDING COMMITTEE ON CITIZENSHIP AND IMMIGRATION – GOVERNMENT OF CANADA,
2015
http://goo.gl/6E9ufD
On 19 February 2015, the House of Commons Standing Committee on Citizenship and Immigration
agreed to undertake a study on ways of promoting economic integration through settlement services in
order to ensure that immigrants and refugees are able to use their skills and experience to secure
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employment and reach their full potential; and in order to assess activities of settlement.
Key Facts:
‐ This report identifies the following barriers for immigrants looking to join the work force:
o Finding suitable child care
o Getting treatment for mental health issues/trauma
o Inadequate soft skills and lack of connections
Solutions and best practices from other jurisdictions
LABOUR MARKET INFORMATION FOR EMPLOYERS AND ECONOMIC IMMIGRANTS IN CANADA: A
COUNTRY STUDY – CENTRE FOR THE STUDY OF LIVING STANDARDS
http://www.csls.ca/reports/csls2013-01.pdf
This report draws lessons from the Canadian immigration experience that can contribute to improving
the labour market outcomes of immigrants and alleviate barriers related to labour market information
issues. The report, after examining services available and citing statistics seen in other studies in this
literature review, identifies best practices from Canada.
Key Facts:
‐ Toronto Regional Immigration Employment Council (TRIEC): offers a variety of services to
immigrants and also maintains a database of qualified immigrants, which employers can turn to
when looking for applicants
‐ Skills International: a searchable online database of screened, internationally qualified
immigrants living in the province of Ontario
‐ Job Fairs: when promoted in immigrant communities, can attract skilled immigrants that other
traditional recruiting practices do not reach
‐ Career bridge: an intern placement program, designed to provide assistance placing highly
educated individuals with three years of international work experience in a paid internship in
their profession for four to twelve months. Between 75 and 80 per cent of those participating
in the program found full-time employment in their field.
PRACTICE TO POLICY: LESSONS FROM LOCAL LEADERSHIP ON IMMIGRANT INTEGRATION –
MAYTREE FOUNDATION
http://citiesofmigration.ca/wp-content/uploads/2012/03/Practice-to-Policy.pdf
Cities of Migration is led by the Maytree Foundation in partnership with international foundations active
in the migration and integration field: the Barrow Cadbury Trust (United Kingdom), Bertelsmann Stiftung
(Germany), the Tindall Foundation (New Zealand), the Fundación Bertelsmann (Spain) and the J.M.
Kaplan Fund (United States). In the United States, the project is also supported by the Carnegie
Corporation of New York. Cities of Migration tells stories about cities that are working on innovative and
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practical ways to foster inclusion, diversity, and shared urban prosperity.
Key Facts:
‐ Libraries - Many cities use their municipal libraries as sites to promote newcomer integration
‐ The City of Auckland has developed a most ingenious walkway to integration – “the Walking
School Bus.” With more than 300 different routes and networks across the city, children and
parents walk a set route and schedule to school every day, picking up more participants as they
proceed just like a real, motorized bus. In the process diverse families connect, know each
other’s homes, and become neighbours
‐ Some cities are promoting immigrant entrepreneurship as a route to economic integration and
to prosperity for all city residents
MUNICIPAL REPORT – CANADA – MAYTREE FOUNDATION, 2013
http://www.citiesofmigration.ca/wp-content/uploads/2013/03/Municipal_Report_Canada.pdf
Another report by the Maytree Foundation. This report provides a snapshot of municipal leadership and
excellence in Canada; each of the 12 city profiles includes a selection of international comparators.
Key Facts:
‐ Immigrant Sector Council of Calgary established the Immigrant Employment Partnership
Project to promote newcomer employment in Calgary. Each forum provides direct interaction
with City of Calgary hiring managers to discuss recruitment process, how the HR Manager
profession is practised within the municipality, and most valuable, managers sit down one-onone with the immigrants, who get a chance to ask questions
‐ The Halifax Connector Program builds and expands networks between newcomers and
established members of the community to meet recruitment and retention goals. Over 500
local connectors representing 300 organizations have participated, working with 428
international students and newcomers. 177 new immigrants have found jobs
‐ In 2006, Montreal became the first North American city to take the step of establishing a
municipal Charter of Rights and Responsibilities translating into Spanish, Mandarin, and Arabic.
The Charter outlines the rights and responsibilities under the themes of democratic life,
environment and sustainable development, and municipal services
‐ In 2006 the Professional Sponsorship Program in Montreal. With the aim to increase workforce
integration of ethnic and visible minorities (85% of participants), the program includes a sixmonth paid internship with the City of Montreal. 58% have found permanent jobs after their
internships. Within this group, 76% have been employed by the City
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Literature on Employers
This section of the literature review focusses on data and studies that examine the issues around
Immigration and Employment through the lens of Employers.
Profile of Surrey Employers
CITY OF SURREY 2011 LABOUR FORCE, 2013
http://www.surrey.ca/files/Labour_Force_Demographic_Profile.pdf
This report is a Surrey-specific drill down of Statistics Canada 2011 Census/NHS data pertaining to
labour force participation of Surrey residents. Labour force status refers to whether a person was
employed, unemployed or not in the labour force during the week of Sunday May 1 to Saturday, May 7,
2011.
Key Facts:
‐ 60.4% of Surrey’s population 15 years of age and over was active in the labour force
‐ In 2011, the proportion of residents 15 years of age an over active in the labour force ranged
from 71.0% in Cloverdale to 57.4% in Whalley
‐ The unemployment rates in Whalley (9.5%), Newton (8.9%) and Guildford (8.9%) were higher than
the overall unemployment rate for Surrey total (7.9%)
‐ The most common occupations, representing over 60% of all employed adults in Surrey in
2011, were:
o sales and service
o trade, transport and equipment operators
o business, finance and administration
STATISTICS CANADA CUSTOM DATA PULL, NAICS COUNT FOR SURREY, DECEMBER, 2014
Link not available – not public data
We contacted Service Canada to see if they could provide some data that we have not been able to
source from publicly available sources and they provided a data table (which we will provide to the
committee) that breaks down NAICS codes for the City of Surrey, presumably from CRA data.
Key Facts:
‐ As of December, 2014, this dataset represents nearly 94,000 businesses - 77,505 (82%) of
which are self-employed individuals. Our analysis of this data will not be looking at businesses
with no employees. This data is much more comprehensive than that City of Surrey business
license database which only covers roughly 14,500 businesses.
‐ Excluding self-employed individuals, the majority (10,100 or 61%) of the businesses in Surrey
have between one and four employees.
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This dataset shows that the largest number of employers (17%) in Surrey are in the
Construction industry with over 2,800 businesses with employees. Nearly 70% of these
businesses are small businesses with one to four employees.
Retail trade represents nearly 10% of employers in Surrey but has nearly twice as many
employers that hire between five and 99 employees (57%) than the Construction industry that
only has 30% of its employers hiring between five and 99 employees.
Professional, scientific and technical services make up nearly 9% of Surrey employers and Other
Services (except public administration) make up 8% of employers in the City.
Health Care and Social Assistance (7%), Wholesale Trade (6%), Manufacturing (5%) Administrative
and support, waste management and remediation services (5%), Accommodation and food
services (5%) also represent notable portions of the employers in the City.
Nearly 8% of employers are “unclassified” but only 21% (1,300) of these have any employees.
This is likely from employers who don’t know or haven’t filled in their NAICS code on their T1
General.

CITY OF SURREY BUSINESS LICENSE DIRECTORY, MAY 2015 (WITH CUSTOM CODING BY
CRUIKSHANK)
http://www.surrey.ca/business-economic-development/6790.aspx
The City of Surrey makes its listing of Business Licenses issued publicly available with the business
name, their address, the phone number, the number of employees and the neighbourhood pre-coded.
While the methodology used in collecting and coding this data is not apparent, there are some gaps in
this data that make it difficult to compare it to BC Stats/Statistics Canada data. Most notably,
businesses with no employees appear to be coded as having one employee (verified by observing
licenses for our colleagues who are self-employed and have been coded as having one employee) and a
lack of agreement between “Products or Services” coded and standard NAICS two or four digit
headings.
To make use of this valuable data, we put considerable time into hand-coding the majority of the
businesses listed in this directory. We were unable to code roughly 740 businesses that have no
employees due to time constraints but will make this data available to anyone who wants to spend
the time hand-coding the remaining un-classified businesses. For the purposes of our analysis,
we’re only going to be looking at businesses with employees. Of the 14,525 businesses listed in
this dataset, 6,729 have employees. There are some notable employers missing from this dataset
– mostly from public sector institutions e.g. hospitals, CRA, the City of Surrey, etc. As a result, the
project team recommends that this data be used as a valuable indicator of sector employment at
the neighbourhood level.
Key Facts:
‐ This dataset represents 76,394 employees and is up to date as of May, 2015
‐ While some of this data does not agree with the Statscan/CRA data, it does allow for analysis
of # of employees vs. # of businesses and neighbourhood analysis.
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Noteworthy statistics:
o While Construction represents 12% of all Surrey employers in this dataset, it only
represents 9% of employees. This dataset shows Retail Trade as the biggest sector
with 16% of businesses and nearly 19% of employees. Other Services is also a large
employer with 11% of businesses and 7% of employees.
o Whalley has an above-average sized Transportation industry (11% of employees vs. 3%
for all of Surrey) as well as above-average sized Construction and Warehouse/Courier
industries. Retail trade is under-represented in the area as is Finance and Insurance.
o Guildford is reasonably representative of the city as a whole in terms of number of
employees per industry.
o Fleetwood has a massive under-representation of Manufacturing jobs compared to the
city average and an above-average percentage of jobs in Accommodations and Food
Services.
o South Surrey has an under-represented Manufacturing industry compared to the city
average and an above-average number of jobs in retail trade.
o Surrey City Centre also has a massive under-representation in Manufacturing jobs
compared to the City average and a large over-representation of Finance and Insurance
jobs. Processional Services and Administration and Support are also above average in
the area.
o Newton has a higher than average percentage of manufacturing jobs compared to the
city average and an under-representation in Retail Trade but is otherwise close to city
averages.
o Cloverdale has an over-representation in the Construction industry compared to the
city average.

BC BUILDING PERMITS BY TYPE, 2006-2014, 2015 YTD, BC STATS
http://www.bcstats.gov.bc.ca/Files/3251b2db-3734-46bd-92e51790a3504a35/BuildingPermitsbyCommunity.pdf
This data product takes self-reported building permits at the municipal level and compares them over
time. Many municipalities (such as Toronto) use movement up or down in building permits as a proxy
for economic development, assuming that growth in permits is an indicator of economic growth. There
is one caveat with this strategy though – building permits are issued at the rate that the City can
manage to review and issue them. A backlog in processing permit applications could make growth
appear artificially flat.
Key Facts:
‐ Total building permits issued per year in Surrey has remained relatively stable over the past
nine years with an average of $1.2 billion worth of buildings permitted per year. 2013 and 2014
were below average years for permit values but 2015 is already on track to meet or exceed the
average over the past 9 years.

IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

86

‐

‐

Residential building permits represent just over half of the value of permitted property under
development and fluctuates by wide margins from year to year. Residential building permits are
down in the last three years compared to the 9 year average but again, 2015 is showing a
stronger start than 2014.
Commercial building permits are showing a strong decline in Surrey over the past year and are
very weak compared to 2007 and 2010.

COLLIERS Q2 2015 METRO VANCOUVER OFFICE MARKET REPORT V2
http://www.collierscanada.com/~/media/Files/Research/2015/Vancouver%20Office%20Market%
20Report-%20Q2%202015/Q2%202015%20Office%20Market%20Report%20V2.ashx
This data product looks at the commercial office market for Metro Vancouver but has breakdowns and
analysis for the Surrey market. Again, commercial real estate vacancy rates are often used as a proxy
for economic growth/recession at the municipal level.
Key Facts:
‐ Commercial office vacancy rates in Surrey have been climbing steadily and doubled since 2011
but have dropped slightly since the beginning of the year. Vacancy rates are not expected to
change much over the coming year. The current vacancy rate is around 15% and has been as
high as 20% in the past year. This is very high for a major market like Surrey.
‐ There is significant new class A supply coming onto the market in Surrey over the next 18
months (over 350,000 sq. ft.) with no corresponding indicator in increased demand. This may
drive the vacancy rate higher in Q4, 2016.
Surrey Labour Market Needs
BRITISH COLUMBIA 2022 LABOUR MARKET OUTLOOK – GOVERNMENT OF BC, 2014
https://www.workbc.ca/WorkBC/media/WorkBC/Documents/Docs/BC-LM-Outlook-2012-2022.pdf
Presented by the BC Ministry of Jobs, Tourism, and Skills Training and Responsible for Labour, the
Outlook provides labour market demand and supply trends to 2022. This data is based on the BC
Labour Market Scenario Model which was developed in 2009. The information in this report is high level
but gives general trajectories for major industries in BC – some of which have a significant presence in
Surrey but all of which will rely on support industries located in Surrey.
Key Facts:
‐ Labour market outlook based on an economic scenario without LNG (liquefied natural gas)
o 985,100 projected job openings to 2022
o 44% require college diploma or trade certificate
o 34% require university degree (management occupations; getting employment depends
on education and experience)
o 18% require high school diploma and specific occupational training
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o 5% require less than a high school education
Labour demand is expected to grow faster than labour supply in BC
There are projected to be 42,250 unfillable jobs between 2012 and 2022 if labour supply
conditions do not change
Immigrants are expected to fill one-third of projected job openings in BC between now and
2022
The three occupation groups with the most expected job openings (based on NOC) are:
o Sales and Service Occupations (187,000 openings)
o Business, Finance and Administration Occupations (167,000 openings)
o Trades, Transport and Equipment Operators and Related Occupations (160,000
openings)
The aforementioned occupations account for 52 per cent of total projected job openings in BC
between now and 2022
Two-thirds of projected job openings in British Columbia to 2022 are expected in the Metro
Vancouver region
We are received some non-statistically significant data from the Employer Survey as part
of this project but labour forecasting numbers as the municipal level are not available nor
would they be reliable predictors if they were available. Local employment numbers are a
function of large external macro-economic factors.
Note that there is no NOC-related data available for Surrey – only for the Vancouver CMA
which is not reflective of the local economy.

SURREY REGIONAL CONTEXT STATEMENT – METRO VANCOUVER, 2014
http://www.metrovancouver.org/services/regionalplanning/RegionalContextStatements/SurreyRCS.pdf
While the methodology used to forecast the population and employment numbers for Surrey out to
2041 are not transparent, the numbers are accepted by Metro Vancouver and other stakeholders. This
report covers population and employment growth to 2041 on page 232 - Tables 8 and 9.
Key Facts:
‐ Between 2012 and 2041, Surrey’s population is set to grow by 267,475 individuals to 770,200
people – which would make Surrey the largest municipality in British Columbia by 2041.
‐ Between 2012 and 2041, Surrey’s employers are forecast to increase jobs by over 125,000
positions to 296,600 jobs.
Barriers Faced by Employers to employing Immigrants/Refugees
BUSINESS USE OF LMI: SURVEY OF SMALL AND MEDIUM SIZED EMPLOYERS ON LABOUR
MARKET INFORMATION NEEDS – EKOS RESEARCH, 2007
http://hrcouncil.ca/lsearch/docs/21.pdf
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This report, commissioned by Human Resources and Social Development Canada (HRSDC) and
produced by Ekos Research was a national telephone survey of 2204 representatives of SMEs
(individual establishments or locations or worksites of an organization, with between five and 100
employees). The study was conducted to determine the current use of labour market information (LMI)
and related tools by employers to support business and HR management and planning decisions and
activities in order to determine potential gaps in information, tools and services. Use of LMI was
explored in the context of three general HR areas: recruitment and hiring; training and development;
and workforce retention. The sample consisted of employers from the Retail, Service and Finance
sectors as well as Primary industries. The majority of the respondents represented employers with less
than 20 employees.
Key Facts:
‐ Employers at SMEs are highly engaged in recruitment, hiring, and training and have made
decisions relating to recruitment activities in the past year (88 per cent), and most have made
decisions regarding training and development (72 per cent) or employee retention (70 per cent)
‐ Over 40% seek LMI about training, where to get training, career development processes,
occupational standards, training needs analysis, and selecting a training provider
‐ Employers found LMI data to be more useful for training and retention than recruitment
decisions
‐ Those who are most likely to use LMI include:
o Larger Pro-active Employers
 non-unionized employers
 operating for over 20 years
 mainly in retail, finance, and transportation industries
 actively engaged in HR activity
 recruit through advertising and head hunters
o Smaller Expanding Employers
 operating <10 years
 manufacturing and wholesale industries
 in expansion mode
 recruit through job banks or business associations
o Larger Unionized Employers:
 often found in non-profit, construction, and manufacturing industries.
 operating for over 10 years
 unionized
 more than 1 work site
 in expansion mode
 recruit through HR Placement agencies and post on National or private website
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BC EMPLOYER CONSULTATION REPORT: RECRUITING and RETAINING IMMIGRANT TALENT–
IEC-BC, 2012
http://www.iecbc.ca/sites/default/files/IEC-BC_BCEmployerConsultationReport_Spring2012_0.pdf
This report, commissioned by IEC-BC and produced by Human Capital Strategies, confirmed real and
perceived barriers, identified effective practices and made suggestions as to effective policies and
programs. Employers throughout all parts of BC were consulted with a particular emphasis on SMEs.
Several industries of focus in this study are germane to the Surrey context including Retail and Trucking.
Employers from Surrey were consulted in this project.
Key Facts:
‐ The lack of English language fluency was a top issue raised by employers
‐ The difficulties of translating, evaluating and assessing the equivalency of foreign credentials
and qualifications was noted by many employers, particularly for regulated occupations
‐ Employers view a lack of Canadian work experience as a clear impediment to hiring more
immigrants, primarily because they see a cost associated with training and mentoring
‐ Employers would like to see better coordination of service agencies that work with immigrants,
and improvements in their capacity to interface with and support employers
‐ Employers indicated they need easy access to other supports such as on-line tools/tool-kits for
employers (e.g. recruiting plans, in-house mentoring, etc.) that are immigrant-specific
Solutions and best practices from other jurisdictions
THE ROLE OF EMPLOYERS IN BRIDGING NEWCOMERS ABSORPTION AND INTEGRATION IN THE
CANADIAN LABOUR MARKET: A KNOWLEDGE SYNTHESIS PROJECT, 2014
http://goo.gl/oWpflG
This report is largely a review of Canadian research to synthesize what is known about employers’ use
of and involvement in the immigration program, and employers’ workforce needs. A systematic scoping
review of a wide range of literature resources (peer-reviewed and grey literature) and methodologies
(qualitative and quantitative) was conducted. Various related themes are covered including immigration
policies on supply and development of skills; role of employers and employer organizations; role of
settlement agencies engaging with employers and shaping employer behaviour; importance of
successful job placement for absorption and integration of newcomers; supply and demand of skills for
the labour market; and promising practices and policies for absorption and integration of newcomers.
Key Facts:
‐ SMEs underinvest in immigrant integration
‐ Promising practices:
o Supervised work experiences
o Advanced language training for the workplace
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Targeted retraining programs for immigrants in non-regulated professions
Retraining opportunities accessible to women and women with young children, often
family class immigrants or refugees
o Expression of Interest (EOI): designed to establish a highly qualified, readily accessible
pool of foreign skilled workers for possible selection and admission to Canada
Alberta Oil and Gas Industry, Tower Cleaners and Maple Leaf: employers helped with workplace
orientation and language training as well as non-work related assistance involving housing and
transportation, help with applying to become permanent residents
Alberta Employment and Immigration (2008) suggests to employers to inform current
employees that they are recruiting, demonstrate pride in diversity, participate in community
events, join other organizations that help recruit newcomers, and involve the knowledge of
diverse team members. The publication emphasizes the importance of accommodating
employees with family responsibilities as well as identifies strategies to retain employees
o
o

‐

‐

SURVIVAL TO SUCCESS: TRANSFORMING IMMIGRANT OUTCOMES – GOVERNMENT OF
CANADA, 2014
http://www.esdc.gc.ca/eng/jobs/credential_recognition/consultations/index.shtml
In the fall of 2014, then Minister of Employment and Social Development Canada, the Honourable
Jason Kenney, appointed the Panel on Employment Challenges of New Canadians to consult with ISOs,
regulators, employers and other stakeholders. The Panel was asked to identify and report on
successes, innovative approaches and promising practices on the licensing, hiring and retention of
recent immigrants, as well as the challenges of this process faced by employers. In-person
consultations were held in Vancouver, Calgary, Saskatoon, Toronto, Ottawa, Montreal and Halifax.
During these events, the Panel met with over 150 organizations closely involved in the issue of
employment for new Canadians. The Panel also posted an online survey open to all Canadians and
received input from over 600 respondents.
Key Facts:
‐ Assess and recognize Credentials before immigrants arrive to Canada. Programs that do this for
regulated occupation like physicians, architects, and nurses are already working
‐ Regulated occupations should participate in licensing processes to connect licensing and
immigration processes to minimize confusion among immigrants who take credential
assessment test twice (for assessment and for licensing)
‐ Soft skill development through employer partnerships with HR Departments and ISOs to create
better environment for immigrants
‐ Soft skill development through mentorship to benefit both parties, but not confined to career
mentoring
‐ Employers need to be better educated about ROI from immigrant employees in order to engage
them in the training and integration into their companies
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‐

‐
‐

‐
‐
‐
‐

Most SMEs concerned with their own business needs and don’t see themselves as
“employers”, and don’t want to take the risk of hiring immigrants unless they have strong HR
(hence larger organizations more successful at immigrant integration)
Follow fair recruitment practices and consider international job experience when creating job
offers
SMEs need to be aware of where to go for support and chambers of commerce can be that link
to connect with larger organizations who have successfully hired and integrated immigrants,
while ISO’s can be a good immigrant pool from which to hire
ISOs need to work together towards a shared goal rather than individual goals - potential
multi-stakeholder forums
Immigrant Services Association of Nova Scotia, where employers and regulators meet on a
regular basis to discuss issues and specific cases.
After pre-immigration steps, there should be clear information about next steps for integration
(soft skills and how to get credential recognition)
The Halifax Connector Program: enables newcomers to grow their professional network by
matching them with a local employer, civil servant or community leader who meets with the
candidate and then refers them to three other people in their network, and so on. The program
allows newcomers to build their professional network within the community while also
exposing potential employers to a skilled professional

IMMIGRANT-FRIENDLY BUSINESSES EFFECTIVE PRACTICES FOR ATTRACTING, INTEGRATING,
AND RETAINING IMMIGRANTS IN CANADIAN WORKPLACES – CONFERENCE BOARD OF
CANADA, 2009
http://www.wpboard.ca/english/pdfs/Immigant-Friendly_Businesses_CBC.pdf
This report looks at how businesses across Canada can attract, integrate, and retain immigrants and
international talent. It highlights the value of implementing immigrant-friendly programs and practices
to address the needs of immigrants and articulates a number of “keys to success” to attract
international top talent. Through an analysis of award-winning business programs and practices and a
series of key informant interviews, this report provides practical insights that businesses can use to
more effectively leverage the skills, knowledge, and creative capacity of international talent.
Key Facts:
‐ McCain Foods Limited, headquartered in Florenceville-Bristol, New Brunswick, has used the
TFWP to hire
Approximately 100 information technology specialists from South America, India, and Eastern
Europe over the past five years. It is estimated that over 90 per cent of the TFWs at Maple Leaf
Foods in Brandon, Manitoba, apply for permanent residency through the Manitoba Provincial
Nominee Program
‐ Hiring a Chinese hydrogeologist, for instance, has allowed Rescan Environmental Services Ltd.,
a medium-sized Vancouver company, to expand its business into China
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‐

‐

‐

‐

‐

Rose Patten, Senior Executive Vice-President at the Bank of Montreal, says creating a
workforce that mirrors the client communities has helped BMO better understand its customer
needs
At IBM Canada, immigrant employees screen product ideas for cultural compatibility, review
product language to eliminate jargon, translate documentation, and conduct cross-cultural user
testing
Mentoring programs link immigrant job seekers on a one-to-one basis with experts in their
field, who act as mentors, helping the newcomers become familiar with Canadian workplace
culture, master the professional jargon, and establish professional networks. Immigrant
employment councils work with corporate partners to recruit mentors and work with
community partners who screen and recruit mentee candidates. Speed mentoring facilitates
“speedy professional interactions” between employers and immigrant job seekers. Like speed
dating, immigrants have 10 - 15 minutes with a mentor or professional in their field
Christie Digital encourages immigrant employees to go through credentialing process, they also
have a tuition program that fully subsidizes any training or exam costs that may be required for
newcomers to receive their P.Eng. Christie also provides financial support to any employee
working towards a degree
Appoint immigrant-focused roles/HR managers whose duty is to ensure recruitment, training
and retention of immigrants. Use culturally sensitive interview practices to reduce barriers of
traditional interview practices. Managers and those in leadership roles should undergo cultural
awareness training to become aware of any biases. Immigrant-friendly businesses provide
their recruitment personnel with training in cultural awareness

BC HRMA IMMIGRANT TALENT INTEGRATION GUIDE: A CULTURAL COMPETENCY TOOLKIT 2009
http://www.hrma.ca/wp-content/uploads/2012/08/itiguide.pdf
This guide is an excellent tool to address one of the key points in - above – the need for training
resources for HR professionals hiring immigrants. The purpose of this guide is to provide a culturallycompetent tool for HR practitioners and hiring managers to enable them to reach, assess and integrate
skilled immigrants into their workplace, thereby increasing organizational diversity and helping to
resolve the shortage of skilled workers.
The toolkit is filled with suggestions and resources to assist in the process of hiring and retaining skilled
immigrants. Along with tips and tools, it provides references at each step to assist the recruiter.
Ultimately, this guide encourages recruiters to reflect upon cultural biases, and lays the groundwork for
ensuring skilled immigrants and employers realize their shared professional potential despite their
differing backgrounds.
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Appendix B – Employer Survey Questions
Instructions and Introduction
Thank you for taking the time to respond to our survey. This survey is part of a research project initiated
by the Surrey Local Immigration Partnership (LIP).
The Surrey LIP works with stakeholders in the region to determine what the community needs to be
welcoming and inclusive. The Surrey LIP is a robust council made up of 30 community organizations
including community and immigrant serving agencies, education, business, government, libraries,
health, parks and recreation, faith, and others.
Human Capital Strategies (HCS) has been contracted by the City of Surrey, the Surrey LIP Contract
Manager, to conduct a Labour Market Integration study. This survey is being generously distributed by
<insert name of partner> but has also been distributed through other lists. If you receive this survey
more than once – please only fill it out once.
There will be two prizes drawn – a $100 gift card to My Shanti restaurant by Virkam Vij in South Surrey
and an iPad Air (worth approximately $500). Please note that in order to complete this survey and to be
eligible for the prize draw, you need to be a Surrey-based business with employees.
The information we gather in this survey (which should take less than 12 minutes to complete) will be
used to understand Surrey’s labour market needs as they relate to immigrant workforce integration.
Your individual responses will in no way be passed along to any third parties and no individual or
organization names will be identified in the report.
If you have any questions about this survey or experience any technical difficulties completing the
survey, please contact Hardeep Sidhu at hardeep@cruikshank.me. We are also looking for employers to
interview in-depth so please indicate at the end of the survey if you are willing to be contacted for us to
arrange this. Thank you again for your time.
Screener Questions
1. Please indicate which Surrey neighbourhood your organization is based in (if more than one,
pick the location of your head office):
a. Cloverdale
e. South Surrey
b. Fleetwood
f. Whalley
c. Guildford
g. Not based in Surrey
d. Newton
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2. Does your business have employees? (excluding contractors)
<if no to any two above, exclude from survey>
Respondent and organizational information
About the business
3. How many years has your organization been operating in Surrey?
4. What is the legal/ownership structure of your organization?
a. Independently owned and operated
b. Franchise
c. Branch office of larger organization with headquarters outside of Surrey
d. Incorporated non-profit society
e. Government or Crown Corp
5. Do you have dedicated HR staff?
6. How many employees does your company have?
About you
7. What is your role in the company?
a. Founder/Owner
b. Executive Leader (CFO, COO, Vice President, etc.)
c. Manager (HR Manager, Marketing Manager, etc.)
d. Other (all other levels of employee below Management)
8. Do you have employees that report directly to you?
9. Are you responsible for hiring decisions within your department and/or the whole company?
10. Are you an immigrant to Canada?
11. What is the primary language within your organization?
12. Do you employ your family members?
Immigrant/Refugee Employees
13. Does your company employ any immigrants?
a. Yes
b. No
c. Not Sure
14. If yes to above, what percentage of your workforce would you estimate are immigrants?
15. If yes to above, what channels did you use for recruiting immigrants? (Check all that apply
a. Referrals from colleagues, employees or friends
b. Job advertisements in newspaper or magazines
IMMIGRANT LABOUR MARKET RESEARCH PROJECT | Surrey Local Immigration Partnership | November 2015

95

16.

17.

18.

19.

c. Company website
d. External websites – Workopolis, etc.
e. Social media
f. Unsolicited applications
g. Post-secondary institutions – (co-op programs)
h. Recruiting agencies / head hunters
i. Immigrant serving agencies / organizations
j. Local job fairs
k. Government funded employment services (WorkBC, etc.)
l. Recruitment abroad
m. Federal immigration programs
n. Other, please specify
How would you rate the effectiveness of each of the aforementioned recruiting channels?
a. Very ineffective
b. Ineffective
c. Unsure how effective
d. Effective
e. Very Effective
f. Have never used
Do you pro-actively hire immigrants in your business?
a. Yes
b. No
Do you have hiring policies that encourage diversity in your workforce?
a. Yes
b. No
Please rank the impact of the following barriers on your ability to hire immigrants in your
organization. <4 point Likert Scale: 1 This is not a barrier at all, 2 This is a minor barrier, 3 This is
a major barrier, 4 This barrier makes it nearly impossible to hire immigrants >
a. English skills of immigrant candidates
b. Ability to check references from employers in another country
c. Suitable places to post the jobs to attract the immigrant community
d. Ability to validate the education and training credentials of an immigrant candidate
e. Interview skills of immigrants
f. Inexperience hiring and retaining immigrants
g. Training needs of immigrants
h. Work eligibility of immigrant candidates
i. Workplace culture integration
j. Lack of Canadian work experience
a. Immigrant willingness to work in entry-level positions
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20. Please rank the validity of the following opportunities/incentives associated with hiring
immigrants in your organization. <3 point Likert Scale: 1 This is not an incentive to hiring
immigrants, 2 This is a minor incentive, 3 This is a major incentive >
a. An opportunity to support my local community
b. An opportunity to bring positive cultural diversity to the workplace
c. An opportunity to hire employees with a strong work ethic and loyalty
d. An opportunity to hire employees that are willing to work their way up through the
organization from an entry-level position
e. An opportunity to serve the immigrant community better
f. An opportunity to serve a global marketplace more effectively
g. An opportunity to find qualified candidates to for my organization
h. An opportunity to introduce fresh ideas and new perspective to my organization
21. As an employer, please indicate which of the following supports you require to encourage you
to hire and retain immigrants: (check all that apply):
a. Verification of their qualifications from outside of Canada
b. How to integrate immigrant/refugee employees
c. Recruiting qualified immigrant candidates
d. Directory of resources and materials to hire immigrants
e. Promotion of employment opportunities at my company to the immigrant community
f. Information on legal work status of immigrant recruits
g. Training grants for new employees
h. Other
Programs and Practices
22. Have you ever worked with an Immigrant Service Organization (ISO) to help recruit and hire
from the immigrant community before? (e.g. DIVERSEcity, Options, ISS of BC, etc.)
a. Yes
b. No
23. Have you heard of or used any of the following programs, services and resources available in
your community: (1 – Never heard of anything like this, 2 – Have heard of services like this, 3Have heard of and looked up information on this service, 4 – Have called for more information
on this service or attended an info session, 5 – have used this service)
a. BC Skills Connect Program for Immigrants
b. Canada-BC Job Grant for training new or existing employees
c. ITA Immigrants in Trades Training Program
d. BC Construction Association STEP Program
e. Employer-Sponsored Training Program
f. Language Instruction for Newcomers (LINC)
g. Organizations that connect employers to screened, job-ready immigrant hires
h. Organizations that will post my job openings to the immigrant community
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i.

Companies/media outlets that advertise jobs at my company to the immigrant
community
j. Easy to use HR tools, materials and courses specific to hiring and retaining immigrants
k. BCIT International Credential Evaluation Service (ICES)
l. The Immigrant Employment Council of BC (IEC-BC)
m. BCHRMA Diversity Roundtable
n. Surrey Board of Trade Workforce Development and Education Resources
o. getintheknow.ca
p. Other (please specify)
24. How satisfied were you with the programs you used? [only respond to those ones you have
used]: (1 – Very unsatisfied, 2 – unsatisfied, 3 – neither unsatisfied or satisfied, 4 – satisfied, 5
– very satisfied)
a. BC Skills Connect Program for Immigrants
b. Canada-BC Job Grant for training new or existing employees
c. ITA Immigrants in Trades Training Program
d. BC Construction Association STEP Program
e. Employer-Sponsored Training Program
f. Language Instruction for Newcomers (LINC)
g. Organizations that connect employers to screened, job-ready immigrant hires
h. Organizations that will post my job openings to the immigrant community
i. Companies and media outlets that advertise job openings at my company to the
immigrant community
j. Easy to use HR tools, materials and courses specific to hiring and retaining immigrants
k. BCIT International Credential Evaluation Service (ICES)
l. The Immigrant Employment Council of BC (IEC-BC)
m. BCHRMA Diversity Roundtable
n. Surrey Board of Trade Workforce Development and Education Resources
o. getintheknow.ca
p. Other (please specify)
25. Does your organization use any of following practices? (Check all that apply)
a. Advanced language training for the workplace
b. Workplace culture orientation
c. Mentoring programs/buddy system for new hires
d. Supervised work experience
e. Retraining opportunities
f. Assistance with finding housing, transportation and/or child care
g. Hired an HR staff member who specializes in immigrant recruitment and retention
26. Please share any best practices (we have not listed) that you have used and/or are aware of
that have helped you hire and develop immigrants in your organization.
a. <open ended>
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Future Labour Demand
27. How much do you expect the number of employees at your organization to change in the next
3 years?
a. Significant decrease in employees
b. Small decrease in employees
c. No increase or decrease anticipated
d. Small increase in employees
e. Significant increase in employees
28. What categories of jobs/occupations do you anticipate reducing/increasing in the next three
years? <Matrix table – a number of occupations by reducing or increasing columns to check off:>
a. Management
b. Business, Finance and Administration
c. Natural and Applied Sciences
d. Art, Culture, Recreation and Sport
e. Sales and Services
f. Health
g. Social Sciences, Education, Government Services and Religion
h. Trades, Transport and Equipment Operators
i. Occupations Unique to Primary Industries (Agriculture, Fishing, Forestry, Mining, Oil &
Gas)
j. Occupations Unique to Processing, Manufacturing and Utilities
k. Other
29. What industry is your company in?
a. Agriculture (including aquaculture)
b. Forestry
c. Fishing/Hunting
d. Mining
e. Oil and Gas
f. Utilities
g. Construction
h. Manufacturing
i. Transportation and Warehousing
j. Wholesale Trade
k. Retail Trade
l. Accommodation and Food Services
m. Finance and Insurance
n. Real Estate, Rental and Leasing
o. Professional, Scientific and Technical Services
p. Administrative, Waste Management, Remediation Services
q. Educational Services
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r.
s.
t.
u.
v.
w.

Health Care and Social Assistance
Arts, Entertainment and Recreation
Public Administration (Federal, Provincial, Municipal, excluding First Nations)
Public Administration (First Nations only)
Management of Companies and Enterprises
Other Services (except Public Administration

Closing/thank you
Thank you for the opportunity to connect with you about immigrant employees and your experiences
as an employer. To be eligible to win a $100 gift card to My Shanti restaurant by Virkam Vij in South
Surrey and an iPad Air (worth approximately $500), we need to get your contact information. The draw
for the prize will take place on August 7, 2015 with the winner contacted shortly thereafter.
Please enter your contact details below and check off the ways in which we have your permission to
contact you in future:
<At exit of survey, take them to the Surrey LIP website>
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