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The decision to recruit and/or hire Internationally Educated Professionals must be part of an integrated workforce plan.  A thorough workforce plan 
review  to determine the organization’s needs in light of its business goals -- whether cost optimization, maintenance or growth -- will help ensure that 
current and emerging labour needs are addressed. 

A workforce plan review should assess issues affecting each role in the organization, program or department, and the impact 
those issues have on retention or succession.  This assessment would inform the strategy for addressing all staffing needs.  
Once strategies have been identified and implemented, the plan must be evaluated for effectiveness and there must be 
measures to determine the return on investment of those strategies.  A clear assessment of the risks and rewards of a 
workforce plan will help define the financial commitment your organization can make to address staffing needs.

2

With the province of Alberta forecasting a worker shortage of 96,000 for 2023 
and the federal government’s report on labour supply painting a similar picture, 
workforce planning is going to require different approaches and strategies in the 
decade ahead.

In the face of these shortages, Alberta businesses will need to find talent from 
previously untapped labour markets to meet their workforce needs and to 
succeed when the competition for skills increases.  Many organizations are 
already recruiting and benefiting from the skills and experience of 
Internationally Educated Professionals (IEPs).  This initiative requires planning 
and review of internal processes, policies and resources to ensure IEPs are 
appropriate candidates for available positions.  Some organizations may also 
need to generate support and buy-in from their various stakeholders in order to 
pursue IEPs as employees.

Careful consideration of the steps outlined in this toolkit will help ensure that 
your business achieves its goals and obtains the desired return on investment.  
The stages in recruiting, on-boarding and retaining IEPs are as follows:

1. Determine Workforce Needs and Build Business Case
2. Expand Access to Potential Employees
3. Assess Abilities and Needs of Potential Employees
4. Identify and Implement Resources to Support Integration
5. Determine Steps for Attaining Professional Designation

Introduction

Step 1:  Determine Workforce Needs and Build Business Case

The strategies you adopt will be influenced by: 

• the amount and levels of the positions you need to fill
• the consequences of not filling these positions,
• the resources you are willing to commit,
• the availability of specific talent required within your organization and,
• the talent supply in the local labour market.

If succession planning indicates that the role(s) cannot be filled from within the organization and there is a 
shortage of key skill sets within the local workforce, these gaps could be addressed by accessing 
unconventional labour pools.  This may involve looking at available talent among: 

• underemployed Internationally Educated Professionals already in Canada 
• international labour pools which have an oversupply of the skill sets you require

http://alberta.ca/release.cfm%3FxID%3D35688E54ABCFF-E1D1-F201-B2CD74326BEFC380
http://www23.hrsdc.gc.ca/l.3bd.2t.1ilshtml%40-eng.jsp%3Flid%3D16%2520%26fid%3D1%26lang%3Den


Step 3: Assess abilities and needs of potential employees

Step 2:  Expand Access to Potential Employees
There are two ways to recruit employees from non-conventional sources: to actively send recruiters into other geographic regions or to adapt your 
organization’s online presence to increase applications from a greater variety of backgrounds.

 Active Recruiting
There are a number of options in this approach to recruiting:

1.  Participate in job fairs overseas aimed at recruiting labour from regions where there is an 
oversupply of labour.

2.  Use an international firm that specializes in recruiting from the geographic region or skill 
set in which you are interested.  These agencies can adapt their services to your needs and 
provide you with the support and guidance you require to deal with immigration, visa and 
work permit matters.  They can also provide effective skill assessment.

3.  Conduct the recruiting process in-house.  This may require a greater effort establishing 
the required knowledge to deal with the cultural issues that you may encounter. There are 
also legal requirements in the immigration process and necessary documentation that may 
cause challenges and delays in the recruiting process.  

Legal Considerations
There is a significant range of compliance matters to consider when recruiting, hiring, retaining and 
promoting an Internationally Educated Professional.  The compliance concerns that pertain to visas, work 
permits and residency vary significantly depending on the country of origin of the employee, the field 
that they are working in and numerous other factors.  These factors may impact the length of time you 
are able to employ individuals, their ability to travel cross-border and their status in Canada.  

Given the frequency of federal policy changes and legal requirements on these matters and the strict standards of 
compliance that pertain to the employment of Internationally Educated Professionals in Canada, it is highly 
recommended that you hire an immigration law firm to support and guide you in these matters.  Failure to comply 
may impact whether or not a new employee can enter the country and conduct the work you have assigned them.  
Non-compliance could also result in prohibition from recruiting internationally.  To determine current policies for 
work permits and other requirements visit Citizenship and Immigration Canada.

Passive Recruiting
The other, more passive, approach is to adapt your organization’s online presence to 
encourage a more diverse range of applicants and to adjust screening and interview 
procedures to ensure strong candidates are not screened out.  There are two keys to 
passive recruiting: 

    1. Make your website more accessible
    2. Adapt applicant tracking systems to further review international applications
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Making Your Website More Accessible to Internationally Educated Professionals

Increasing the accessibility of your website for job applicants from other regions, language 
groups or cultures is one subtle way to invite more traffic to your career opportunities page.  
Providing a clearly identified page that directs Internationally Educated Professional 
 audiences to visit your website and explore job opportunities would allow a larger number of 
submissions from untapped labour pools. To increase traffic or the number of applications 
from Internationally Educated Professionals online, consider the following strategies:

• Use simple, clear English
• Provide pages translated into the languages of groups you would like to target
• Describe your recruiting process
• Provide more information to potential applicants about your organization, your policies 

on diversity, the communities in which you do business, some keys to adapting to life and 
corporate culture in Canada, English language requirements and the assessment tools you 
accept 

http://www.cic.gc.ca/english/hire/index.asp
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Adapting Applicant Tracking Systems

To complement the modifications to encourage applications from Internationally Educated Professionals, it would be 
ideal to modify or augment:
• applicant tracking systems
• phone screening processes and 
• interviews 

Changing these systems and process could ensure applicants do not get screened out prematurely because of embedded filters at each 
level.  With applicant tracking systems, it may be beneficial to have a separate assessment of resumes that have been screened out. This will  
ensure that excellent candidates who complete resumes or CV’s in a different format still have the opportunity to be fairly assessed.  
Alternatively, it would be worthwhile to advise applicants in advance how resumes can be effectively laid out and to provide guidance on 
how to best complete each stage of the application process.

Local Recruiting Through Mentorship Programs

When recruiting Internationally Educated Professionals, investigate the variety of mentoring 
programs and job placement partnerships that post-secondary institutions and settlement 
agencies offer in your community.  These organizations and agencies provide training programs 
to landed immigrants who are in the community, have marketable, transferrable skills and have 
completed courses to prepare them for the cultural transition to the Canadian workplace. 

Partnering with these agencies by creating mentorships between program participants and your organization’s staff or by 
providing a practicum placement for Internationally Educatd Professionals would give your organization the opportunity to assess 
potential to fill a role without making a commitment to full employment.  The following organizations have training and/or mentorship 
programs to help Internationally Educated Pofessionals adapt to the Canadian workplace and they welcome corporate involvement in 
the form of job practicum placements and/or mentoring partners:

Bow Valley College Corporate Readiness Training Program
Calgary Region Immigration Employment Council
Edmonton Region Immigration Employment Council

You may also want to investigate mentorship and employment programs that are offered by settlement agencies throughout Alberta as 
well.  Human Services Alberta has a complete list of programs providing such training and mentoring to Internationally Educated 
Professionals.

Step 3:  Assess Abilities and Needs of Potential Employees

Clarifying a candidate’s proficiency and competency is an obstacle that may discourage employers from recruiting Internationally Educated 
Professionals.  However, resources are available and processes have been established to ensure an accurate assessment of skill and 
competence prior to hiring a candidate. 

http://crtp.bowvalleycollege.ca/host-companies
http://criec.ca/
http://eriec.ca/
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-training-excerpt.pdf
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Basic Skills Assessment

The Test of Workplace and Essential Skills (TOWES) identifies the 
literacy, oral fluency, pronunciation, numeracy, and others 
essential skills a candidate has for a position.  This assessment is 
available online and is aligned with federal government National 
Occupation Classification (NOC) codes to allow you to efficiently 
identify a candidate’s suitability for the position they are applying 
for.  The assessment would also allow you to identify the remedial 
training that a candidate may require to fill a position.

Prior Learning Assessment and Recognition 

Prior Learning Assessment and Recognition (PLAR) is another form 
of assessment that post-secondary institutions, industry bodies 
and professional organizations are using to assess the skills and 
competency of Internationally Educated Professionals. These as-
sessments ensure they have skills and experience appropriate for 
work in Canada. 

Post-secondary institutions use this assessment to grant 
credit based on skills and knowledge gained through work and 
this assessment can also be used to determine eligibility to 
practice a trade or profession.  PLAR assessment, like the 
TOWES assessment, can also identify an individual’s training 
needs if there are areas of deficiency.  PLAR processes can include 
challenge exams or other formal assessments that allow 
candidates to demonstrate their skills or proficiency, but can 
extend to assessments of 
post-secondary transcripts or work 
experience.  PLAR 
processes can be adapted to suit 
your organization’s needs.  Many 
organizations have 
adopted PLAR assessment for a 
variety of purposes including the 
Province of Alberta, some business 
sector associations and several 
post-secondary institutions in Alber-
ta including NAIT, SAIT, 
Athabasca University and Medicine 
Hat College. 

 Soft Skills

Determining candidates’ soft skills and their ability to adapt to 
Canadian workforce culture is more challenging to quantify and 

assess.  At the same time there is 
the complementary task of 
assessing the ability of the host 
organization and the Internation-
ally Educated Professionals to 
adapt to one another, ensuring 
that integration is sustainable, 
enhances the workplace culture 
and stabilizes the workforce 
within the organization.

Step 4:  Identify and Implement Resources to Support Integration 

When looking to fill labour shortages, organizations must 
determine how capable the organization is of integrating 
the number of Internationally Educated Professionals they 
are seeking to hire.  It is also useful to evaluate diversity 
and inclusion policies.  

A corporate diversity and inclusion self-assessment would 
measure the organization’s strengths and areas for 
development as you prepare to integrate Internationally 
Educated Professionals.  The City of Calgary and City of 
Edmonton have done comprehensive self-assessments 
that include their services to the community and other 
components beyond their HR policies and which might be 
valuable references for a more comprehensive review of 
diversity and inclusion policies.   

If your organization already consists of a highly diverse 
workforce it will simply be a matter or examining current 
procedures and programs and ensuring that they are 
adapted, if necessary,  to the needs of these new 
employees.  There are self-assessments available, as well 
as consultants who can provide this assessment and 
augment your on-boarding processes as well.  

When hiring a small number of Internationally Educated 
Professionals, adaptation strategies can be customized to 
identify and address the needs of an individual or a small 
cohort of new hires.  Mentoring partnerships or other 
peer-to-peer arrangements can be efective in supporting 
the incoming staff.  Success can be achieved by 
communicating regularly with each individual to ensure 

http://www.towes.com/en/home/home


they have the support and information they need to better understand the 
community and the workplace. However, if a larger group of new employees is being hired at one time there will be a significant need to 
formalize the support that group receives.  It is necessary to have those measures and programs firmly established before the Internationally 
Educated Professionals begin work to ensure that the new employees are properly integrated from the very outset of the on-boarding 
process. This will ensure that the hiring initiative has the positive impact on the organization that is intended.

The organization does not need to have the expertise in house to develop on-boarding and integration programs. There are a variety of 
institutions and organizations able to advise on implementing these programs and providing the support that the Internationally 
Educated Professionals may need when adapting to life in Canada beyond the workplace.  Settlement agencies throughout the province 
provide Internationally Educated Professionals and their families with the information and support to help them integrate into the 
community.  Some agencies have programs, activities and classes that allow Internationally Educated Professionals to develop social networks 
outside the workplace that will help them adjust to life in the greater community.

To improve the cross-cultural envionment in your organization, programs are also offered in th post-secondary sector and by private 
consultants. The following is a list of post-secondary institutions and non-for-profit organizations that offer valuable programs and resources 
to enhance inter-cultural competence and support newcomer employees and their families in adapting to life in Alberta. 

Post-Secondary Programs 
Supporting Integration of 
Newcomers in the Workplace

Bow Valley College
Norquest College Centre for Intercultural 
Excellence

Inter-cultural Training 

Centre for Race and Culture 

10

List of Settlement Agencies Across Alberta:
Brooks
Brooks and County Immigration Society

Calgary
Calgary Bridge Foundation for Youth
Calgary Catholic Immigration Society
Calgary Immigration Education Society
Calgary Immigration Women’s Association
Centre for Newcomers
Immigrant Services Calgary
Jewish Family Services

Edmonton
ASSIST Community Services Centre
Catholic Social Services – Immigration and Settlement Services
Centre d’accueil et d’établissement du Nord de l’Alberta (CAÉ)
Edmonton Immigrant Services Association
Edmonton Mennonite Centre for Newcomers

Fort McMurray
Centre d’accueil et d’établissement du Nord de l’Alberta
YMCA Wood Buffalo Immigrant Settlement Services

Grande Prairie
Grande Prairie Centre for Newcomers

High River / Okotoks
Foothills Community Immigrant Services

Lethbridge
Lethbridge Family Services

Lloydminster
Catholic Social Services Gateway for Newcomers

Medicine Hat
Saamis Immigrant Services

Red Deer
Catholic Social Services
Central Alberta Refugee Effort

A comprehensive list of bridging programs 
aimed at supporting newcomers transition 
into their professions in Alberta can be found 
at http://humanservices.alberta.ca/docu-
ments/Calgary-etcs-immigrant-bridging-ex-
cerpt.pdf.

Step 5: Determine Steps for Attaining
Professional Designation

Attaining the recognized designation, certification or accreditation 
to work in licensed or regulated occupations in Canada often re-
quires an assessment of skills, knowledge and experience.  Those 
assessments will involve:

1. An applicant’s education – the Province of Alberta 
International Qualification Assessment Service can provide an 
assessment of an individual’s international education and indicate 
its equivalent value in Canada.
2. A formal test or examination to determine knowledge of the 
theory relevant to the occupation.  There are a number of bridging 
programs offered by organizations throughout Alberta that help 
individuals prepare for the exams for many regulated professions.
3. An assessment of a candidate’s professional experience.  
Often this includes a requirement for Canadian experience to 
demonstrate a candidate’s understanding of legislation and 
other requirements that pertain to the work.  In some instances, 
this experience may require some degree of oversight by a peer in 
the workplace but this requirement would be consistent with the 
requirements for a candidate who has a Canadian post-secondary 
education.
 

https://coned.bowvalleycollege.ca/iia
http://www.norquest.ca/norquest-centres/centre-for-intercultural-education.aspx
http://www.norquest.ca/norquest-centres/centre-for-intercultural-education.aspx
http://www.cfrac.com/
http://mcbsol.com/
http://www.jfsc.org/
http://www.ccis-calgary.ab.ca/index.php%3Foption%3Dcom_content%26view%3Darticle%26id%3D214%26Itemid%3D163
http://www.calgarybridgefoundation.com/default.aspx
http://www.ccis-calgary.ab.ca/
http://www.immigrant-education.ca/
http://www.ciwa-online.com/
http://www.centrefornewcomers.ca/index.shtml
http://www.immigrantservicescalgary.ca/
http://www.immigrantservicescalgary.ca/
http://assistcsc.org/en/
http://www.catholicsocialservices.ab.ca/CSSFindServicesbyCategory/ImmigrationandSettlement.aspx
http://www.lecae.ca/
http://www.eisa-edmonton.org/
http://emcn.ab.ca/
http://www.lecae.ca/
http://www.ymca.woodbuffalo.org/community-programs/immigrant-services.php
http://www.gpcn.ca/
http://www.ccis-calgary.ab.ca/index.php%3Foption%3Dcom_content%26view%3Darticle%26id%3D121:foothills-community-immigrant-services%26catid%3D10:community-development-a-integration-services%26Itemid%3D125
http://www.lfsfamily.ca/immigrant_services/index.php
http://www.lfsfamily.ca/immigrant_services/index.php
http://www.catholicsocialservices.ab.ca/CSSFindServicesbyLocation/default.aspx%3Fid%3D449
http://www.catholicsocialservices.ab.ca/CSSFindServicesbyLocation/default.aspx%3Fid%3D449
http://www.saamisimmigration.ca/
http://www.catholicsocialservices.ab.ca/CSSFindServicesbyLocation/default.aspx%3Fid%3D2486
http://immigrant-centre.ca/
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-bridging-excerpt.pdf
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-bridging-excerpt.pdf
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-bridging-excerpt.pdf
http://work.alberta.ca/Immigration/international-qualifications-assessment-service.html
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-bridging-excerpt.pdf
http://humanservices.alberta.ca/documents/Calgary-etcs-immigrant-bridging-excerpt.pdf
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