Promoting
and
Retaining
IEPs
Promoting
Many IEPs have international experience, qualifications,
and transferable skills that are currently underutilized
in their current position. If given the opportunity and
support, they can rise quickly to management levels.
Following are some good practices for promotion to
keep in mind:

•

•
•

Make sure that promotion opportunities and
the criteria for selection are made known to all
potentially interested employees.
Ensure training and development opportunities
are widely publicized.
Discuss training and development needs
with all employees as part of their regular
performance management.

Look for alternative career paths for employees who
deserve the recognition of a promotion, but are not
interested in managing other employees. For example:
special assignments or job rotation.
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As a manager, what can I do to help
promote and retain new hires, including
Internationally Educated Professionals
(IEPs)?
Building on your existing talent will not only benefit
individual employees and increase their likelihood of
retention, but also support the organization’s efforts to
plan and address critical skill requirements into the
future. Furthermore, research into the experiences of
visible minorities, including IEPs in Canada, found
that career satisfaction has a significant impact on
employee performance and retention. 1
Many organizations build their learning and development
approach on the 70/20/10 formula* that describes how
learning occurs:
• 70% from real life and on-the-job experiences, tasks
and problem solving
• 20% from feedback and from observing and working
with role models
• 10% from formal training
*

Developed by Morgan McCall, Robert W.
Eichinger and Michael M. Lombardo at the
Center for Creative Leadership

The ICT occupations which grew the fastest in the last
decade were those that combined an understanding of
ICT with an understanding of business. A consequence of
this change was a transformation in the capabilities profile
sought by employers and a corresponding change in the
nature of ICT careers. Employers re-defined ICT occupations
as requiring ‘soft skills’ and context skills, as well as
technical ICT skills.

The role of mentoring is indispensable when grooming an
IEP for management – the more senior mentor will be in a
position to expose the IEP to professional networks, allow
the IEP to join meetings, and assist or shadow on certain
tasks as appropriate.
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Formal and informal methods employers can use to develop
high potential IEP candidates for promotion and allow them
to acquire and “practice” such skills include:
• Stretch and short-term special assignments
• Cross-functional opportunities (involvement in crossdepartmental work teams)
• Mentoring of more junior employees
• Coaching
• Networking and participation in professional
organizations
• Involvement with internal working groups, committees,
and communities of practice
• Volunteering
• Occupational-specific language training
• Subsidized training at local educational institutions or
professional associations
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Areas in which some IEPs need support to adapt skills
required to advance include:
• Awareness of culturally specific conventions, nuances
and interpersonal behaviours that impact the
management of staff– e.g. gender roles, manager-direct
report relationships
• Advanced communication soft skills for the Canadian
workplace, such as influencing, articulating one’s point
of view to staff and all levels of management, providing
feedback in an effective way, etc.
• Hard communication skills such as presentations,
project planning, and technical report writing 2
• Knowledge of Canadian laws and regulations relevant
to your industry
• Canadian certification or licenses
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Techncial skills
•
•
•

Education
Certification
Relevant work experience

Communication skills
•
•
•

Includes, but goes beyond English and
French
Necessary to express complex technical
ideas to clients
Inspires confidence in clients; helps
build trust

Business savvy
•
•

Important for understading client
needs, identifying opportunities
Critical for managing projects to a
margin

Figure 1: The skill requirements of an ICT worker in
the Canadian labour market
Source: Adapted from ICTC and The Diversity Institute
at Ryerson University. Diversity - The Competitive Edge:
Implications for the ICT Labour Market. March 2007. P. 8
Use this chart to work with your employee in
determining any gaps in skills, and the areas of
development to be addressed for promotion.
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Retaining
With the current shortage of ICT skills, organizations should
ensure that they take steps to retain their staff. When an
employee leaves an organization, they take their knowledge
with them. Developing internal capacity is costly, so
employers need to retain employees they’ve invested in.
Measures ICT employers can implement to improve
employee satisfaction include:
• Flexible work hours
• Religious and cultural accommodations
• Celebrating holidays and religious observances (prayer
times, exceptions for company dress policies, etc.)
• Performance evaluation and providing clear
and constructive feedback aimed at continuous
improvement
• Training opportunities aimed at career development
• Opportunities to “give back” to society and make
a difference through volunteering or sponsoring
community events.
• Cultivating an environment of learning

“We have developed a culture where people know what
to do, and an environment where everyone can learn
from each other: as smart people want to work with
smart people, all team members want to stay.”
ICT Employer

The top retention techniques (by degree of
effectiveness) are:
1. Challenging work assignments
2. Favourable work environment
3. Flextime
4. Additional vacation time
5. Support for career/family values
6. High-quality supervision and leadership
7. Visionary leadership
8. Cross-functional assignments, tuition and training
reimbursement

Source: ICTC HRM Guide. P.153.
For more information, see 20 Ways to Ensure an Inclusive
Workplace.
Managers and supervisors have a critical role to play in
employee retention. Tips include:
• Clarify employee objectives and expectations
• Pay particular attention to cultural differences
• Frequently offer constructive feedback to employee(s)
on work accomplishments
• Ensure professionalism as a supervisor
• Listen to employee suggestions
• Take time to greet employees and listen to them
• Celebrate successes and achievements
(congratulations, thanks)
• Consult employees in the decision-making 3
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Resources
ICTC HRM Guide on retention ICT Competency Profiles
Framework
Integration and Retention Programs
The Ontario Regulators for Access Consortium (ORAC)
booklet for Canadian employers on Managing Cultural
Differences
The Construction Owners Association of Alberta
Workplace Respect Handbook

