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OVERVIEW

Employer-Driven Model – employers endorse a candidate and provide a welcoming environment
through fulfilling broad settlement-related objectives
Settlement requirements – settlement plans are required for all principal applicants, as part of
application for permanent residence
Multi-Party Delivery Model – a collaboration between IRCC, the Atlantic Provinces, ACOA, provincially and
federally funded service providing organizations (SPOs), and employers to deliver various aspects of the
AIP.

Implemented in March 2017, the Atlantic Immigration Pilot (AIP) was designed as a 3-year pilot program to
promote economic growth by testing approaches to attract and retain skilled immigrants and international
graduates in Atlantic Canada. There are three innovative aspects to the design of the AIP:

In 2019, Immigration, Refugees and Citizenship Canada (IRCC) conducted an evaluation of the AIP to assess
the extent to which the pilot has been successful in achieving its expected outcomes, to inform lessons
learned, and to provide recommendations prior to making a decision on the future of the Pilot.

This report reflects the presentations, discussions, questions and answers generated from a meeting of
settlement service providing organizations and other stakeholders, held virtually due to COVID-19, on
December 15th, 2020. The meeting was hosted by the Atlantic Region Association of Immigrant Serving
Agencies (ARAISA) on behalf of IRCC. The objective of this meeting was to share IRCC program updates and
preliminary findings of the AIP evaluation, and to discuss next steps in moving forward collaboratively
towards a permanent program.

The consultation included presentations and remarks from David Kurfurst (Director, Evaluation & Performance
Measurement Research and Evaluation Branch, IRCC), David Cashaback (Senior Director, Settlement and
Integration Policy, IRCC), Magali Stretch (Assistant Director, Settlement and Integration Policy, IRCC), Karen
Clark-Verbisky (Assistant Director, Settlement and Integration Policy, IRCC), Maryse O’Neill (Director
Integration, Settlement Network, IRCC) and a Q&A panel including Lara Dyer (Director, Immigration Branch,
IRCC). Over eighty attendees participated, from domestic and pre-arrival service provider organizations, as
well as representatives from various branches of IRCC and the four Atlantic provincial governments.

Attendees had an opportunity to participate through breakout groups and a question-and-answer period.
Unfortunately, due to technical issues encountered on the virtual platform, parts of some of the presentations
were missed. Towards the end of the meeting, however, participants were transitioned to a different online
platform, and key points were summarized. Additionally, written notes of the presentations were provided to
all attendees post-meeting.



Landing Year

2017 - 1%

2018 - 25%

2019 - 73%

Province of Destination

NL - 10%
PEI - 10% 
NS - 34% 
NB - 45%

Country of Citizenship

Philippines - 22%
India - 17%
China - 13%
South Korea - 5%

EVALUATION OF THE ATLANTIC
IMMIGRATION PILOT - SETTLEMENT
HIGHLIGHTS

Gender

Male - 63%

Education

University - 67%

Diploma - 24%

Secondary or Less - 9%

National Occupation
Classification

NOC 0 - 9%
NOC A - 9%
NOC B - 46%
NOC C - 36%

R e p o r t
V i r t u a l  A I P  C o n s u l t a t i o n s  2 0 2 0 0 4

The evaluation of the Atlantic Immigration Pilot (AIP) conducted by IRCC covered the period of March
2017 to March 2020 and assessed the early implementation and outcomes of the program.

As of December 2019, IRCC received 9,019
AIP applications. The following outlines
some of the socio-demographic
characteristics of the 5,590 AIP newcomers
who arrived in Canada:

Profile of AIP
Population

A further breakdown of the 2,565 principal
applicants who arrived in Canada shows:

Female - 37%
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As of December 2019, 8,298 AIP settlement plans were recorded in iCARE*. Of the 1,773 AIP Principal
Applicants (PAs) who arrived in Canada and received an IRCC-funded settlement plan, 55% received
their plan through a pre-arrival SPO and 41% from a domestic SPO.

Surveyed AIP principal applicants found settlement plans useful, with a majority (92%) indicating that it
was helpful to some extent in identifying their settlement and integration needs. Site visits also found
that settlement plans were helpful primarily for the families of PAs who had come directly from abroad.
From an AIP employer perspective, 76% of those surveyed described the settlement plan as a useful tool
for their organization in supporting AIP employees. However, some employers found the settlement
plans to be a ‘formality’ and not entirely useful, particularly for newcomers who had previous temporary
residence experience.

Overall, the most common needs identified were for community and government services (84%), life in
Canada (72%) and community services (68%). There were differences between the needs identified in
domestic settlement plans and pre-arrival settlement plans, but this can be expected. Domestic clients
included international graduate stream, who had previous experience in Canada for periods of time,
explaining why there would be fewer needs identified. Pre-Arrival clients were more likely to have no
previous work experience in Canada, and the higher proportion of needs identified can correlate to the
limited time spent in Canada. When identified needs were separated according to domestic and pre-
arrival settlement plans, these were the results:

Settlement
Plans

Top 5 most identified domestic needs

0% 25% 50% 75%

Community & Gov't Services 

Access to Local Community Services 

Community Services 

Life in Canada 

Language Skills 

65%

52%

39%

36%

35%

Top 5 most identified pre-arrival needs

0% 25% 50% 75% 100%

Community & Gov't Services 

Life in Canada 

Community Services 

Working in Canada 

Professional Netwroks 

98%

98%

92%

91%

87%

Evidence indicates, however, that
there are differences in the way
settlement plans are delivered
between SPOs. For domestic SPOs,
types of needs identified varied. For
example, 96% of settlement plans for
one SPO identified language skills
needs compared to 1% of another
SPO.

*The Immigration Contribution Agreement Reporting Environment (iCARE) system is an online tool which allows for the collection of service
information on the Settlement Program and Resettlement Assistance Program delivered by funding recipients to eligible newcomers (IRCC).
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According to iCARE, 44% of AIP principal applicants accessed an IRCC-funded domestic settlement
service at some point during their immigration journey. Information and Orientation (I&O) was the most
commonly accessed IRCC-funded settlement service (57%), followed by community connections (47%).
Approximately 74% of surveyed AIP principal applicants who reported receiving SPO settlement services
indicated they were very helpful. 

Uptake of IRCC-funded settlement services is comparable to newcomers for other economic programs
who were also destined to Atlantic Canada:

Settlement
Services

IRCC-funded settlement service uptake

Principal Applicant

Spouse and Dependent44%

55%

45%

59%

47%

56%

9%

21%
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AIP Stream - Highest among the International Graduate stream (28%), followed by 21% for high-
skilled stream, and 20% for intermediate-skilled.
Province – Highest among those destined to PEI (26%), followed by Newfoundland and Labrador
(25%), Nova Scotia (23%) and New Brunswick (18%).
Landing year – Highest among those who landed in 2018 (26%), compared to 2019 (19%).

Although AIP settlement plans are intended to connect the newcomers to settlement supports, 21% of
surveyed AIP principal applicants were not aware that they could access settlement services. As
settlement plans are administered early on in the AIP newcomer’s immigration journey (especially for
those who receive a Pre-Arrival settlement plan), the lack of awareness of services may be attributable to
the duration of time that passed between AIP settlement plan and arrival in Canada.

Of those who were not aware they could access settlement services:

Of those not aware, 48% said they would have accessed services if they had known. 

Regarding the helpfulness of SPOs for their employees, 77% of surveyed employers reported that
services provided by SPOs were helpful in meeting the needs of the AIP employees and their
organization.



0% 20% 40% 60%

Providing information and orientation 

Connection to community services 

Transportation assistance 

Housing 

Provincial representatives highlighted that there are gaps in monitoring employers on their
commitment to provide necessary settlement obligations (i.e., workplace cultural sensitivity and
diversity training, connecting with SPOs). While workplace cultural sensitivity and diversity training is
highly encouraged for employers, only 49% of surveyed employers indicated that their organization had
provided training to their employees in some capacity.

While the type of support varied by employer, a majority of surveyed employers (81%) reported that
their organization provided settlement supports to their AIP employees.

Although a large proportion of surveyed employers reported providing settlement services, only 44% of
surveyed AIP principal applicants reported receiving settlement supports from their employer. Surveyed
AIP principal applicants reported receiving settlement services from the following: 
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Employer
Supports and
Obligations

Supports provided by surveyed employers

57%

47%

41%

40%

AIP designated
employer only

Did not receive
services

SPO only SPO and AIP
designated employer

Don't know

27% 23% 19% 17% 14%



While it is still too soon to fully evaluate the retention benefits of the pilot, early evidence indicates that
AIP has a higher retention rate than other economic programs in Atlantic Canada. Ninety percent of
surveyed AIP principal applicants reported living in Atlantic Canada, and of the 10% who were no longer
living in Atlantic Canada, the most commonly reported province of residence was Ontario. 
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Retention in
Atlantic Canada

NL PEI NS NB

100% 

75% 

50% 

25% 

0% 

Surveyed AIP principal applicants living in province of destination, by year of admission

The evaluation developed five recommendations for IRCC to action as the pilot transitions to a permanent
program, which centered on performance data, employers awareness, settlement services awareness, roles
and responsibilities, and communications. 

Two recommendations in particular are relevant to settlement stakeholders. First, that due to the importance of
settlement plans but the lack of awareness of settlement services, IRCC should develop and implement a
strategy to increase awareness of settlement services for AIP clients and their spouses and dependents.
Second, with the multiple stakeholders involved in the AIP, IRCC should ensure that announcements, program
changes and updates are broadly communicated to AIP newcomers, partners and stakeholders (including
SPOs and employers) in a timely manner.

IRCC expressed readiness to help move the AIP program forward, noting that key improvements can be made
by working to raise awaremess of settlement supports and conveying consistent information to stakeholders.

Conclusions 
and Recommendations

First Year in Canada

Second year in Canada

84%
74%

94%

68%

95%

80%

94%
82%
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INTERCULTURAL COMPETENCY TRAINING

 Early collaboration with a settlement service provider 
 A commitment to support newcomers’ access to settlement services 
 A commitment to foster a welcoming workplace 

Key elements of employer-focused competency training; 
A scan of current service offerings / identifying service gaps;
What flexibilities and modes of training are needed to ensure all types of employers have access to the
supports that they need; and
What services are needed to ensure AIP newcomers and their families are supported as they integrate
into their workplace.

A distinguishing feature of the Atlantic Immigration Pilot is the increased role of the employer in the
settlement and retention of newcomer employees and their families, in coordination with settlement service
providers. Specifically, designated employers are required to commit to three settlement-related obligations: 

1.
2.
3.

The creation of welcoming workplaces is foundational to the long term retention of newcomer talent and is
key to the Atlantic Immigration Pilot’s success. However, as AIP evaluation results indicate, while workplace
cultural sensitivity and diversity training is highly encouraged for employers, only 49% of surveyed employers
indicated that their organization had provided training to their employees in some capacity.

As noted in the feedback from previous SPO engagement meetings, it is strongly recommended that
employers and their employees, as well as the client themselves, undertake culture competency training to
ensure a welcoming, inclusive and effective workplace. Interestingly, many communities in Ontario and
Western Canada participating in the Rural and Northern Immigration Pilot launched by IRCC in 2019, have
opted to include intercultural competency training as a mandatory component for all participating employers.
Yet, while SPOs in the Atlantic region are well positioned and experienced to offer cultural competency
training, it can be challenging to get traction.

Though employers have access to supports such as IRCC’s Dedicated Service Channel, further work is required
to support employers in creating welcoming workplaces. In an effort to ensure employers get the knowledge
and skills they need, an Intercultural Competency Working Group will be established and will examine:

The working group will be led by IRCC and will include representatives from provincial governments, and two
to four service providers in the Atlantic region who have expertise in the delivery of intercultural competency
training for employers.
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STRENGTHENING SETTLEMENT PLANNING
AND AWARENESS OF SETTLEMENT
SERVICES

One of the key pillars of the AIP is the pre-application mandatory settlement plan. This stage ensures that both
candidates and employers are aware of specific settlement needs and assets, which can help to prepare and
facilitate early integration and retention in the community of destination. 

The findings from the evaluation indicate that the settlement plan at the application stage has been
beneficial, particularly for the families of Principal Applicants who had come directly from abroad. On further
analysis, the evaluation also found that there was no significant difference between the results of those who
were overseas and received a settlement plan from a pre-arrival SPO, and those who were already in the
Atlantic Provinces and had received a settlement plan from a local SPO. 

Though the settlement plan component seems to be working relatively well from a client perspective,
findings from the evaluation indicate, however, a need to ensure that AIP clients are aware of, and are
encouraged to access, free settlement services upon arrival in their community. IRCC also recognizes that
there have been challenges associated with the delivery of the settlement plan component of the pilot and
the transition from pre to post-arrival services. 

In order to improve and strengthen the existing settlement plan and referrals process, IRCC also aims to
establish a working group. The Settlement Planning Working Group will include IRCC representatives from
the Settlement and Integration Policy Branch who work on pre-arrival services and Needs and Assets
Assessment and Referral Service (NAARS) policy, representatives from Settlement Network in the Atlantic
region, and representatives from the Strategic Management Coordination Division who provide functional
guidance to IRCC program officers. Other representatives will be from each of the provincial governments,
and pre-arrival SPOs and domestic SPOs from each Atlantic province. 
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The mandate of the Working Group will be two-fold:
Strengthen the settlement planning process which will include ensuring that appropriate processes and
mechanisms are in place to provide the client with a smooth “hand-off” from pre-arrival SPOs to a
domestic SPO in each Atlantic Province.
Ensure AIP candidates are aware of and are encouraged to access free settlement services on arrival.
Some activities IRCC envisions exploring via the working group to achieve this outcome include, but are
not limited to: 
Strengthening IRCC-funded Settlement Plans to ensure clear references to the availability of free
settlement services. 
Encouraging employer partners to help make AIP clients aware of local settlement services.
Enhancing IRCC and provincial communication with AIP applicants for further opportunities to
communicate the availability and value of settlement services. 
 (For example, IRCC’s settlement brochure could be distributed to clients via Service Providers delivering
NAARS at pre-application stage; via AIP-designated employers; and via IRCC and provincial
governments when they communicate with AIP candidates)

Overall, the Working Group will be used to address existing gaps and to test and implement workable
solutions to enhance pre-arrival and domestic settlement plans. It will also serve to ensure that pre-
arrival SPOs are making the right connections with SPOs across the Atlantic region and appropriate
referrals to services and community supports, resulting in a smooth transition along the settlement
continuum for AIP clients, while improving communication and coordination between service providers. 
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BREAKOUT SESSIONS
Attendees from settlement SPOs were asked to participate in breakout sessions to discuss the following
questions: 

Do the evaluation findings resonate with your organization's experiences
with AIP newcomers and employers?

Most attendees agreed that the findings presented resonated with them, but wanted to see the full
report to find out if there is further breakdown and analysis of some of the data. For example, does the
report explore differences between rural areas and urban centres? Does it examine what might account
for large variances in identification of client needs between SPOs? Does it provide insight into why the
uptake in settlement services isn’t higher? 

Recognizing that settlement plans are an integral component of the AIP program presents a clear
opportunity for improved communication and coordination between employers, settlement agencies
and the client. Some participants shared the perception that employers have gotten better in providing
AIP candidates information on how to access settlement services. Others, however, felt that there remains
a need to increase employers’ understanding of the importance of settlement plans and services for
successful longer term newcomer integration and retention. In addition to employers’ possible lack of
understanding of their relationship to settlement, some surmised that small employers may not have the
capacity to fully attend to supporting their settlement obligations.

The importance of increasing awareness of family members’ access to settlement services was also
emphasized. There is a great need to ensure that spouses and dependents have the same level of access
to these services as the principal applicant. This plays an important role in retention by helping to
address potential challenges in the settlement process, not only for the principal applicant, but for the
entire family unit, where applicable. 

There was interest to explore further the effectiveness of settlement plans, and to compare the
differences that exist, particularly between domestic and pre-arrival plans. Based on the experiences of
several domestic SPOs, gaps occasionally exist in some pre-arrival services that can leave clients with
challenges upon arrival at their destination, exacerbated by a lack of awareness of local settlement
services. Though many acknowledged a need for consistent settlement plans and sharing of tools across
service providers, it was also felt these plans could be improved by leveraging local knowledge of the
arrival destination to better tailor plans to specific client needs, rather than ‘just following a checklist and
ticking off boxes’.
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Attendees noted that the AIP has increased collaboration and communication among various
stakeholders. There remains, however, a sense that more might be done to apply a Francophone lens to
the program, to increase the uptake of this immigration stream for the benefit of Francophone minority
communities in the region.

 

What can other regions of Canada learn from the Atlantic experience of
the AIP?

The AIP has become a great tool to attract skilled immigrants and international graduates to the Atlantic
region, including from other parts of Canada. As an innovative employer-driven model, it has provided
options to fill labour gaps for larger private sector companies as well as small and medium enterprises.
Following on this, the AIP should inform initiatives like the proposed Municipal Nominee Program.

It is important to engage with and provide support to employers, particularly with small and medium
enterprises. The Dedicated Service Channel is a helpful tool in this regard, especially for employers new
to the program.

It is imperative to have an effective screening process in place for employer designation that achieves a
balance between clear criteria, and encouragement to participate. Employer accountability should be
assessed on a regular basis in order to maintain designation.

A collaborative approach between employers, SPOs, employees and the community contributes to
successful outcomes.

Employers need to have efficient mechanisms to recruit employees, to fill vacant positions in a timely
way. They must also, however, fully understand their commitments under a program such as the AIP. The
fact that only 40% of employees reported receiving settlement support from their employers
demonstrates a need for improvement in this area, as a mandatory requirement of the program.

Efforts should be made to offer quality jobs that match applicant skills and qualifications. Discussants
expressed concern that evaluation findings showed that 67% of AIP employees had a university degree,
but a substantial percentage of those were working in positions with NOC codes B and C. Though early
data demonstrates high retention rates, having highly educated employees working in positions where
they are overqualified may lead employees to go elsewhere to seek employment. Furthermore, attention
should be made to ensuring any potential barriers to recognition of foreign qualifications are resolved
prior to arrival. 



It was noted that the evaluation data may not be reflective of the full picture. SPOs that are not funded by
IRCC, but who are otherwise designated to provide services to AIP clients, do not report to the iCARE
database. There is concern that this leaves a gap in understanding of the entirety of  settlement services
that are being provided, and a recognition of the accompanying level of effort and resources required to
do so.

It is important to ensure that those without PR aren’t falling through the cracks. For example, some
attendees were concerned AIP clients did not have access to Medicare due to their initial lack of PR card.
On the other side of the PR card issue, other attendees noted that some AIP clients, particularly those
initially destined to rural or remote areas, are choosing to leave the employer, and sometimes the
region, once they have obtained their PR cards.

There is an ongoing need to promote immigration pathways to prospective French-speaking applicants
looking for opportunities to live in Official Language Minority Communities, particularly if federal and
provincial targets in this area are to be met. This lens must be applied to programs such as the AIP and
others, throughout all phases of outreach to integration.  

Effective communication and coordination between pre-arrival and domestic settlement services is key to
ensuring a seamless transition experience for newcomers. There is a risk that if AIP employees do not
engage with local settlement organizations soon after arrival, they may not end up accessing the services
available to them.

Eligible clients already in Canada will have more experience with their settlement journey compared to a
new arrival. There are different needs when comparing pre-arrivals and individuals who are already in
Canada.

A cultural competency assessment should be part of the criteria for employer designation, with free
training available for employers to improve their capacity to onboard newcomers, foster a welcoming
workplace, and support the settlement process.
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In your opinion what are key elements of success for immigration
initiatives to smaller centres?

The availability of services in general, as well as access to employment for clients and spouses and
availability of housing, are important factors in attracting and retaining newcomers to smaller centres.
Many employers have helped their newcomer employees by finding housing, providing a vehicle, or
helping access other necessities. 

Availability of virtual services can facilitate access to those in rural areas, reducing the need to travel to
urban centres. Virtual service delivery can also broaden reach and break barriers for family members.

Having the right resources in place to support candidates and families upon arrival is key. A ‘wrap
around’ approach involving multiple stakeholders can help provide the necessary supports. 

In smaller centres especially, direct communication and coordination between all stakeholders
(newcomer, employer, community, settlement agency and government) early in the process increases
awareness of available resources and supports. 

In smaller centres, service providers may also play an important role in assisting AIP employees to  adapt
to their new surroundings by responding to questions they may be hesitant to ask their employers.

Smaller communities can create welcoming environments which could serve to attract and retain
newcomers to their area. Establishing and facilitating connections to faith, ethno-cultural, or other
community groups can be helpful, as can preparing communities to welcome newcomers, accept new
diversity, and be more inclusive than they have ever been. 

Focus on bringing families and supporting spouses with access to services. With children enrolled in
school and spouses having access to language and employment programs, it helps families put down
roots in the community.

While people coming from different countries to a small community may find the settlement process
challenging, greater numbers of people coming from the same country to settle in a community may
ease the settlement process through mutual support. 
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CONCLUSION

Following the consultation, a survey was sent to attendees to gain a better understanding of their experience
participating in the consultation. The survey also allowed attendees to ask additional questions they did not
have the opportunity to ask during the consultation. These questions, along with those asked during the
consultation, appear in Appendix A of this report, along with responses from IRCC. 

IRCC and ARAISA would like to thank everyone who participated in the consultation. The insights, thoughtful
questions, and experience of the attendees contributed to engaging discussions. Throughout the meeting,
many participants commented on the importance of communication and collaboration among all
stakeholders as fundamental to the success of the AIP. We hope this opportunity to bring together so many
individuals committed to growing Atlantic Canada demonstrates just that.
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APPENDIX A – QUESTIONS AND
ANSWERS
Both during, and after the consultation in a post-event evaluation, attendees had the opportunity to ask
questions. Below are the questions and the responses provided: 

What are the key successes from AIP that you hope other regions of
Canada can replicate?
From a global perspective, the AIP is a success story. The employer-driven aspects of the program help to meet
local labour market needs in the region. Having the settlement plan is not only to support settlement upon
arrival, but also to encourage long term retention in the region. Collaboration between various levels of
government, communities and families has been vital to the success of the program. 

Employers seeing settlement plan more as a formality… Any insights on
what employers would need?
One of the pieces to working with employers is to increase their awareness of the value of settlement plans,
particularly in terms of retention. If we continue to increase employers' awareness of the importance of the
settlement plan, we will be more likely to increase integration and retention of newcomers. We need to help
employers to see themselves as part of that process. 

We need to find a way to use this project more wisely by targeting
applications that are most likely to become established over the long term.
Recruiting candidates is the responsibility of employers - they are the ones who select their candidates. We need
to work with the employers to help them understand the goal of the AIP is to help people settle in the region on
a long-term basis. It is a question of making your community known to your employees, to incite the interest of
the candidates and their families, offer them a welcoming community and a “whole of family” approach to
settlement and integration – job opportunities for spouses, help settling kids into schools, help finding housing
and connecting with public transit. Think about all the needs of the candidates and their families, and try to
show them how the employer can contribute by offering them a good life for them and their family. 
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What is the profile of candidates leaving the region? Any trends about
candidates who are leaving?

Arrival year: 48% arrived in 2018, and 44% in 2019
AIP Stream: 60% were in the high skilled stream, followed by 24% AIP intermediate skilled stream, and
13% international graduates
Marital Status: 50% were married or common law and 49% were single
Gender: 68% were male and 32% were female
Previous work permit: 73% had a previous work permit (any type of work permit – AIP specific or non AIP
specific)
Previous study permit: 38% had a previous study permit

Of the 106 AIP principal applicant survey respondents who reported they were not currently living in Atlantic
Canada:

IRCC has a great capacity to measure retention (and economic) outcomes of AIP clients through the
Longitudinal Immigration Database (IMDB) which is reported annually by Statistics Canada. More IMDB
data will be available in future years to demonstrate AIP retention by province for every year after arrival
in Canada. This data has a two-year lag, as it is based on an individual’s tax filer information.
Should IRCC undertake another evaluation in the future, IRCC can conduct similar surveys to those
undertaken in the 2020 Evaluation to determine retention rates. 

Additional results information on AIP clients and their experiences outside of what is currently collected
through iCARE and other means would indeed be very useful to further understand outcomes of the
program and its clients.
Ideally, additional data gathering would be focused on filling information gaps and looking at the critical
indicators.

Are there plans for AIP spouses to access employment-related services
during the pre-arrival stage?  
Spouses of AIP principal applicants can access pre-arrival services (including employment-related services)
when their permanent residence application has been approved in principle.

What is the capacity of IRCC to capture data on retention in the longer
term (after 3, 5 and 10 years)? 

Some SPOs are provincially funded and do not have the opportunity to
provide data in iCARE. Do you think would it be useful to collect that
data? 
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What was the immigration status of the respondents?
Survey respondents were AIP permanent resident principal applicants who had arrived in Atlantic Canada.

Is there any word on if and when the program will become permanent? 
Making the pilot a permanent program was a mandate commitment of the IRCC Minister in 2019. The pilot
phase of the AIP will end on December 31, 2021. IRCC and the Atlantic provinces are in the process of
transitioning the AIP to a permanent program following the completion of the pilot phase.

Designation of small employers seems difficult compared to large
employers. Is there a simplified procedure? 
The designation process is the same for all employers. Understanding small employers may not have the
same resources to dedicate to HR and immigration, IRCC and the provinces continue to engage with
employers to explain the process and try to make it as user-friendly as possible. For example, IRCC’s
Dedicated Service Channel hosts a monthly webinar for newly designated employers which explains the AIP
process.

We often receive requests to get Needs Assessment and Settlement Plan
services from applicants currently living in provinces like ON or BC. As
our service is designed only for overseas applicants, we would like to
refer them to a SPO that provides remote service to in-Canada
applicants. 
AIP applicants in other parts of Canada should be referred to a SPO in their intended community in Atlantic
Canada for the purpose of their AIP NAARS and settlement plan. This service can be provided remotely to the
applicant. More details regarding the referral process will be outlined in the work undertaken by the AIP
Settlement Plans and Referrals Working Group.
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APPENDIX B – MEETING AGENDA

1:00PM – Introductions, Overview of objectives

1:15PM – AIP Evaluation – Overview of Settlement Findings

1:35PM – IRCC Updates on the Pilot Status of AIP - Permanent Program Design and Implementation   
 |Proposed Working Groups | Critical Path

1:55PM – Question and Answers 

2:05PM – Break

2:20PM – Breakout Discussions: Do the evaluation findings resonate with your organization’s experiences
with AIP newcomers and employers? | What can other regions of Canada learn from the Atlantic experience of
the AIP? | In your opinion, what are key elements of success for immigration initiatives to smaller centres?

3:00PM – Settlement Plans and Awareness of Settlement Services: Actions IRCC is planning to take to
increase awareness of settlement service availability | Settlement Plans & Referrals Working Group

3:15PM – Intercultural Competency Training Working Group

3:30PM – Next Steps
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APPENDIX C – MEETING EVALUATION

The objective was “to share IRCC program updates and preliminary findings of the AIP evaluation and to
discuss next steps in moving forward collaboratively towards a permanent program”. In your opinion, how
well was the objective met?

Moderately well
47.1%

Well
29.4%

Very well
17.6%

Not well at all
5.9%

Was your breakout group able to engage in a good
discussion?

Yes
47.1%

Somewhat
29.4%

Didn't participate
23.5%

Why didn't you participate in a discussion group?

I had tech issues
75%

I didn't know which group to join
25%

How satisfied are you with Pheedloop, the meeting platform used for the consultations?

Somewhat dissatisfied
47.1%

Very dissatisfied
29.4%

Satisfied
23.5%
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Apart from the technical issues that we're aware of, please explain why you were dissatisfied.
The technical issues were the biggest part. There are many other programs that work incredibly well. 
It was a very 'busy' screen and was somewhat intimidating at first to navigate.  Though in fairness, the
system was not difficult to use once you tried using it a bit.    
All technical.
There are few participants joining the breakout group and discussion was not very fruitful. More
instructions should be provided on how to join the breakout room and participants should be
encouraged to attend.
Mainly technical issues and interpretation interface didn’t quite work as it should have. Also, a lot of lost
time which curtailed discussion. 
Nothing apart from the fact that platform did not work.
La connexion n'était pas intuitive je trouve pas intuitif
The technical issues were the major challenges during the meeting. I also noticed that the platform is not
very user friendly, some of the icons and functions are confusing. 
I found the home platform hard to navigate. 
The technical issues prevented me from fully participating.
The IRCC presentation (PowerPoint) was great and useful. However, we did not have much chance to
discuss the next steps in moving forward collaboratively towards a permanent program.  I suppose the
working groups will be part of the steps.

Are there specific topics you'd like to discuss during future AIPP Consultations?
Items covered during a settlement plan meeting. 
Cultural Sensitivity Training 
More detailed stats/data on newcomers to Atlantic Canada (ie. countries of origin; rural vs cities; ages; #'s
in families, etc.)
Solutions and strategies around settlement service uptake. 
Potential access to IRCC funded immigrant services for AIPP applicants who have applied for PR and just
waiting.
Les statistiques des NA francophones avec le PPICA
Lentille francophone au PPICA
I would like to have the designated employers' feedback on what specific settlement services or gaps
they consider are in needs to support the workers and their family members.   
Standardized settlement plans
Steps in moving forward more collaboratively towards a permanent resident program
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Other comments or questions:
It's 2020 - patience is truly a virtue this year.  And that includes attempts at using technology, both
familiar and new.  Obviously, the interruptions were not ideal, but it's almost to be expected during the
uncertain times that we are living in - and this experience should not prevent anyone from trying out
new tech in order to see if it is an improvement on another method of communication.  Happy Holidays!  
"The conference itself was very informative, and it provides great opportunities for us to hear from IRCC,
provincial governments, employers and other SPOs. Unfortunately, due to some technical issues, I
wasn't able to fully participate in the discussions.
Thanks a lot for organizing the conference. I look forward to the next one!"
Thank you.
Thanks- It was still a useful session - and bravo to the organizers who tried to save the day despite the
technology challenges :)
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APPENDIX D - PARTICIPANTS
Alexandra MacKenzie, PEI Office of Immigration
Andrew Leverman, ISANS
Anthony Doiron, Société Nationale de l'Acadie
Arlene Barker, Immigration, Refugees and Citizenship Canada
Carmen Budilean, New Brunswick Multicultural Council
Carole Burton, Immigration, Refugees and Citizenship Canada
Caroline Liebenberg, Immigration, Refugees and Citizenship Canada
Carolyn Whiteway, ARAISA
Celeste Roberts, Multicultural Association of Carleton County
Christine Alvarez, ISANS
Claudine Tesire, Immigration Francophone de la Nouvelle Écosse
Craig Mackie, PEI Association for Newcomers to Canada
Craig Silliker, Miramichi Regional Multicultural Association
David Cashaback, Immigration, Refugees and Citizenship Canada
David Kurfurst, Immigration, Refugees and Citizenship Canada
Edwin Wong, S.U.C.C.E.S.S.
Elizabeth Kaminsky, Immigration, Refugees and Citizenship Canada
Esma K. Zahzah, ESMACOM
Evan Royle, Association for New Canadians
Florian Euzen, Société Nationale de l'Acadie
Geneviève Beaudoin Vallée, Compas
Hajar Hajhouji, Immigration Francophone de la Nouvelle Écosse
Inhae Park, YMCA of Greater Halifax/Dartmouth
Ivana Krgovic, Interprefy
Jacques Savoie, Multicultural Association of the Greater Moncton area
James Baker, Association for New Canadians
Jan-Mark van der Leest, Immigration, Refugees and Citizenship Canada
Jennifer L’Esperance, Nova Scotia Office of Immigration
Jennifer Watts, ISANS
Jennifer Cairns-Burke, PEI Department of Economic Growth, Tourism and Culture
Jessica Schafer, Immigration, Refugees and Citizenship Canada
Joan Majchrowski, Multicultural Association of Charlotte County
John Kimmel, RevIQ etc.
Johnny Cheng, S.U.C.C.E.S.S.
Julie Nadeau, Atlantic Canada Opportunities Agency
Julie-Ann Vincent, ISANS
Karen Clark Verbisky, Immigration, Refugees and Citizenship Canada
Kathryn Melvin, YMCA of Greater Saint John Inc.
Kevin Terry, Nova Scotia Office of Immigration
Lara Dyer, Immigration, Refugees and Citizenship Canada
Lesley Alexander, Immigration, Refugees and Citizenship Canada
Li Feng, Government of PEI
Lisa Bamford de Gante, Multicultural Association of Fredericton Inc.
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Magali Stretch, Immigration, Refugees and Citizenship Canada
Maria Cain, ISANS
Marie Mota-Lee, Immigration, Refugees and Citizenship Canada
Maryse O’Neill, Immigration, Refugees and Citizenship Canada
Mathew Allen, Multicultural Association of the Greater Moncton area
Mathieu Arsenault
Matt Fast, ARAISA
Maxine Rennie, West Prince Ventures Ltd.
Megan Morris, Association for New Canadians
Mehr Singh, Immigration, Refugees and Citizenship Canada
Melanie Burns, YMCA of Greater Saint John Inc.
Melanie Veerapen, ARAISA
Melanie Bailey, PEI Association for Newcomers to Canada
Michael Frenette, Immigration, Refugees and Citizenship Canada
Michael Vandrick, Immigration, Refugees and Citizenship Canada
Mohamed Bagha, Saint John Newcomers Centre
Molly Fall, Immigration, Refugees and Citizenship Canada
Nadine Paruch, Cape Breton Island Centre for Immigration
Najlaa Alzaanin, Antigonish Women's Resource Centre
Néné Oularé, Fédération des francophones de Terre-Neuve et du Labrador 
Nicole Nader, New Brunswick Multicultural Council
Normand Bourdeau, Centre de ressources pour nouveaux arrivants au Nord-Ouest
Pony Huang, YMCA of Greater Toronto
Rana Sioufi, Immigration, Refugees and Citizenship Canada
Remzi Cej, Office of Immigration and Multiculturalism
Reza Talebi, YMCA of Greater Toronto
Sally Parker, Event Host Inc.
Samira Wahhab, ISANS
Sébastien Morneault, Centre de ressources pour nouveaux arrivants au Nord-Ouest
Sheldon O'Neill, Government of Newfoundland and Labrador
Stéphanie Lasnel, Centre d'accueil et d'accompagnement francophone des immigrants du Sud-Est du Nouveau-Brunswick
Steve Lai, PEI Association for Newcomers to Canada
Sungmi Song, Multicultural Association of Fredericton Inc.
Sylvie Moreau, Colleges and Institutes Canada
Tessa Dixon, ISANS
Tooba Housany, Immigration, Refugees and Citizenship Canada
Vivien Keeping, Government of Newfoundland and Labrador
William Tarr, Saint John Newcomers Centre
Zach Noel, Association for New Canadians
Zachary Van Daele, Immigration, Refugees and Citizenship Canada
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