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INTELLECTUAL PROPERTY

The content of this document is protected by Copyright © 2022 Alberta Association of Immigrant
Serving Agencies (AAISA). All Rights Reserved. No part of this document including, but not
limited to, the text, graphics, images, logos may be modified, reproduced, transmitted, distributed,
publicly displayed or utilized for any commercial purpose, in any form, by any means, in whole or
in part, without AAISA’s specific written permission. This Copyright Notice is an integral part of
this document and shall not be removed or altered.
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As we collectively strive to understand the historic and ongoing relationship between settlement
and the land on which we are located, AAISA respectfully acknowledges that the province of
Alberta is comprised of Treaty 6, Treaty 7, and Treaty 8 territories, and is the traditional lands of
First Nations and Métis peoples.

This Health of the Sector report was authored by Marokh Yousifshahi and Leesha Kanbour with
contributions from Oluwatomi Turner.

AAISA would like to extend our sincere gratitude to the front-line staff from across Alberta,
Manitoba, and Saskatchewan who participated in Health of the Sector Survey, and we are grateful
for the invaluable information that was provided through your engagement. AAISA would also
like to extend our thanks to Immigration, Refugees and Citizenship Canada (IRCC) for their
financial support as well as their partnership throughout all stages of this project.
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INTRODUCTION

The Health of the Sector (HOTS) survey was conducted between March 31, 2021, and July 31,
2021, with 912 responses from front-line settlement and integration professionals across the
Prairies and Northern Territories (PNT) region. The HOTS survey examines the perspectives of
front-line staff working within agencies in the newcomer-serving sector to better understand their
employment experience, assess organizational strengths and challenges, as well as discern the
opportunities available to them. The findings of the report are highlighted in the Health of the
Newcomer-Serving Sector in the PNT Region: A Survey of Front-line Workers in Alberta, Manitoba

¢ Saskatchewan which portrayed the perspectives of front-line employees in the sector and

contains foundational information to inform discussions among the sector, and between
Immigration, Refugees and Citizenship Canada (IRCC), newcomer-serving agencies, and
Umbrella organizations.

While the Health of the Newcomer-Serving Sector in the PNT Region report provides high-level

themes identified from the PN'T newcomer-serving sector, the HOTS survey accumulated a wealth
of perspectives from various front-line roles, program types, locations, small and urban centres,
and Francophone and Anglophone agencies. As a result, the perspectives of front-line staff based
on location, type of program or department, municipal population of agency, and official language
of agencies requires further analysis. Accordingly, the purpose of this report is to highlight the
disaggregated results from front-line staff in the Francophone service providers which was
comprised of 17 respondents.

RESPONDENT FRONT-LINE STAFF PROFILE

The following sections will outline the demographic information, employment profiles, and
agency profiles of respondents that indicated their organization as a Francophone service provider
in the HOTS survey. The disaggregated data for respondents in Francophone agencies was
informed by 17 of the 756 respondents that completed the HOTS survey (see Error! Reference
source not found.).
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Figure 1

Primary Language of Settlement Service Provider by Percentage

97.8%

2.2%

English French

Official Business Language

RESPONDENT DEMOGRAPHIC INFORMATION

Location of Respondents at Gender of Respondents at Francophone
Francophone Service Providers Service Providers
Figure 2 Figure 3
Location of Respondents by Percentage Gender of Respondents by Percentage
64.7%
70.6%
29.4%
5.9% 23.5%
[
. 5.9%
Alberta Manitoba Saskatchewan -
[
Location
Female Male Prefer not to say
Gender
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Age of Respondents at Francophone
Service Providers

Figure 4
Age Category of Respondents by Percentage
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Race and Ethnicity of Respondents at
Francophone Service Providers

Figure 5

Race and Ethnicity of Respondents by
Percentage

58.8%

23.5%

11.8%
5.9%

Indigenous Racialized White  Prefer not to
say
Race/Ethnicity

Length of Time in Canada of Respondents at Francophone Service Providers

Figure 6

Length of Time in Canada by Percentage

29.4%

17.6%

< 5 years 5-10 years

41.2%
I 3
> 11 years Born in Canada

Time in Canada
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EMPLOYMENT PROFILE OF RESPONDENTS

Employment Status of Respondents at Length of Service of Respondents at
Francophone Service Providers Francophone Service Providers
Figure 7 Figure 8
Employment Status by Percentage Length of Service in Current Organization by
Percentage
82.4%

52.9%

0,
17.6% 17.6%

_ 11.8% 11.8%
5.9%
K

Full-time Part-time [

%
Type of Employment <6 6tol2 1to4 5t09 10tol5 >15
months months years  years years  years

Length of Time

Current Program/Department of Respondents at Francophone Service Providers

Figure 9

Program/Department of Respondents in Agency by Percentage

41.2%

35.3%

17.6%

5.9%

Employment Language Training  Resettlement Assistance Settlement
Program
Program/Department
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Current Position of Respondents at Francophone Service Providers

Figure 10

Current Position of Respondents in Agency by Percentage

41.2%

29.4%

17.6%
5.9% 5.9%
Administrator Counsellor Instructor Practitioner Supervisor

Position

AGENCY PROFILE OF RESPONDENTS

Municipal Population of Settlement Provider Location for Respondents at Francophone
Service Providers

Figure 11

Municipal Population of Agency Location by Percentage

82.4%
11.8%
5.9%
0.0% 0.0% 0.0%
Not sure < 2,000 2,000 to 9,999 10,000 to 99,999 100,000 to 499,999 > 500,000
Municipal Population
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ORGANIZATIONAL EVALUATION

The following sections provide the results of front-line staff at Francophone service agencies. The
results can provide a glimpse of challenges and opportunities present. The following sections have
been categorized into six focus areas regarding organizational evaluation perspectives of staff at
Francophone service agencies:

e Organizational alignment

e Compensation and benefits

e Diversity and inclusion

o Work-life balance wellbeing

e Management and leadership

e Professional growth and stability

ORGANIZATIONAL ALIGNMENT
Figure 12

Organizational Alignment

5.9%

My personal values align with the organization’s mission and
vision.

I feel a sense of belonging within my organization.

I believe the expectations of funders align with the realities of my

11.8% [ 11.8%

work.

M Strongly agree W Agree M Neutral m Disagree M Strongly disagree
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COMPENSATION AND BENEFITS

Figure 13

Compensation & Benefits

I am satisfied with the level of compensation provided by my
employer.

5.9%

I am getting paid appropriately for my current role and job

g 17.6% 29.4% 11.8%
responsibilities.

5.9%

I am satisfied with the level of health insurance provided by my
employer.

5.9%

My employer’s contribution to my retirement fund meets my
expectations.

5.9%

I am satisfied with the number of vacation and sick/personal days
provided by my employer.

35.3% 17.6% [ 17.6%

M Strongly agree 1 Agree M Neutral m Disagree M Strongly disagree
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DIVERSITY AND INCLUSION

Figure 14

Diversity & Inclusion

I am confident the organization has adequate policies and
procedures promoting diversity, equity, and inclusion in the 35.3% 35.3% 17.6% [11.8%
workplace.

5.9%

Employees of different ages, genders, sexual orientations, races,
ethnicities, abilities, and religions are valued equally by this 47.1%
organization.

I am aware of my organization’s procedures for reporting incidents L .
of discrimination and harassment. " -

5.9%

I feel supported to voice concerns about discrimination and

. . 23.5% 5.9%
harassment without fear of reprisal. @ i

I believe the organization will take appropriate action in response to

. e e . 11.8% 11.8%
incidents of discrimination, bias, and/or harassment. s

6.3%

Employees are treated fairly in internal promotion processes and
equal opportunities are available, regardless of age, gender, sexual 25.0%
orientation, race, ethnicity, ability, and religion.

6.3%

My organization demonstrates a commitment to meeting the needs
of employees with disabilities.

37.5%

W Strongly agree 1 Agree M Neutral = Disagree M Strongly disagree
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WORK-LIFE BALANCE AND WELLBEING

Figure 15

Work-Life Balance & Wellbeing

5.9%

My organization has well developed policy structures supporting
work-life balance and mental health.

5.9% 17.6%

My organization takes actions to support employees’ mental

29 . 8% 11.8%
health and offers adequate resources to help manage stress. S 1 8%

5.9%

The stress level at my work is manageable and does not adversely

()( . 0,
affect my mental health and work productivity. 11.8% A

I feel confident that I can take time off when I am sick.

5.9%5.9%

I always feel confident that I can take vacations without any

0,
additional pressure on my work. 35.3%

5.9%

Managers and organizational leadership encourage staff to use
their time off.

W Strongly agree 1 Agree M Neutral 1 Disagree M Strongly disagree
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MANAGEMENT AND LEADERSHIP

Figure 16

Management & Leadership

My manager/supervisor provides me with regular constructive
feedback on my performance.

11.8% [11.8%

My manger/supervisor recognizes and appreciates my outstanding

O 0, 0,
efforts and accomplishments. e 6%

5.9%

My manager/supervisor shows genuine interest in my professional
growth and career advancement.

5.9%

My manager/supervisor uses appropriate techniques to effectively

. 17.6%
resolve conflict among team members. -

5.9% 5.9%

I feel comfortable to approach my manager and share my concerns
and needs.

6.3%

I believe our leadership team models our organization’s mission,
vision, and values.

6.3%

Our leadership team keeps employees informed of decisions
affecting them and the organization.

m Strongly agree  m Agree M Neutral m Disagree M Strongly disagree
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PROFESSIONAL GROWTH AND STABILITY

Figure 17

Professional Growth & Stability

I receive adequate training and learning opportunities to

0, 0 0, 0y
effectively perform my current job. S - 17.6% .

My current position and responsibilities help me to achieve my
- 23.5% 41.2% 23.5% 11.8%
long-term career goals and aspirations.

I believe there are opportunities to advance my career within

17.6% 29.4% 23.5% 17:6%  11.8%

my organization.

I feel confident about the long-term security of my position

s - 11.8% 41.2% 29.4% 17.6%
within my organization.

W Strongly agree 1 Agree M Neutral = Disagree M Strongly disagree

FUTURE DIRECTIONS OF FRONT-LINE STAFF

The following sections provides perspectives of front-line staff in the Language Assessment
program and their plans for the future regarding employment within the newcomer-serving sector.
The following sections have been categorized into three focus areas:

e Career plans of front-line Language Assessment staff
e Reasons that would compel Language Assessment staff to leave their current position
e Priorities for improvement that the sector will need to consider
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CAREER PLANS

Figure 18
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Career Plans

I plan to stay at my current job at least for the next 2-5 years.

I would recommend employment in my organization to
someone else.

m Strongly agree  m Agree

REASONS TO LEAVE

Figure 19

m Neutral — m Disagree

5.9%

11.8%

23.5%

5.9%

m Strongly disagree

Reasons to Leave

My level of compensation and benefits are is not sufficient
given my skills and efforts

The settlement sector lacks long-term opportunities for
professional growth and advancement

I am looking to pursue further education opportunities
and/or skills diversification

My workload is stressful, and it has negative impacts on my
health and wellbeing

I am looking to advance my career in another sector

My work or suggestions are not recognized or respected by
my co-workers and/or manager

Our funding context is too uncertain

I feel unsupported by my manager and/or coworkers

The work is not aligned with my skills, experience, and/or
career aspirations
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PRIORITIES FOR IMPROVEMENT

Figure 20

Priorities for Improvement

Broader alignment of values and culture across the organization  [HEY) 76.5% 11.8%

5:9%5.99

Compensation (salary rates and structures)

5.9% 5.9%
Compensation (benefits beyond salary, including health and
. 17.6% 70.6%
retirement benefits)
5.9%
Diversity and inclusion policies and practices 23.5% 70.6%
5.9%
Direct management of staff 29.4% 47.1% 17.6%
5.9%
Leadership of organization 23.5% 58.8% 11.8%
5.9%
Professional development opportunities 35.3% 52.9% 5.9%
5.9%
Opportunities for promotion 35.3% 35.3% 11.8% 11.8%
5.9%
Stability of employment 29.4% 52.9% 11.8%

5.9% 5.9% 5.9%

General workplace culture, atmosphere, and sense of employee
belonging

M Very important M Important M Neutral  ® Somewhat important W Not very important
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CONCLUSION

The HOTS survey results provide the newcomer-serving sector, governments, funders, and other
stakeholders critical knowledge and insight to build on and evaluate the systems in place that
impact front-line staff within the sector as a conduit to supporting sectoral health. Through data
collection across the PNT region, the HOTS survey examined the perspectives of front-line staff
within the settlement and integration sector by looking at the employment experience,
organizational strengths and challenges, and opportunities available. This report focuses on the
perspectives of staff at Francophone service agencies which provides a strategic lens on front-line
staff regarding their perspectives on organizational evaluation and their plans for the future within
the newcomer-serving sector. Through these results, targeted actions and increased understanding
of front-line staff within the PNT to support a strengthened, sustainable, and equitable settlement
and integrations sector.
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