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2014-2016

+ Information gathering
+ Develop a Framework for the recruitment and retention of bilingual
health human resources and tools

2017
+ Adaptation and launch of the HHRStrategy.ca platform

2018-2021/2022

¢ Launch of eQUITY Link
*« New realities of the labour market
* Project opportunities
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Now available on eQUITY Link

Health 2.0

B 8 MODULE(S) ® 35

A Guide to Attracting and Retaining a Bilingual Workforce in the
Health, Social and Community Services Sector.

VIEW RESOURCE



http://www.equity-link.ca/

_ RENDEZ-VOUS
SANTE EN FRANCAIS 2022

COMMITMENT

IN SOLIDARITY

ity and Accessibility in French

Dealing with bilingual
health workforce
shortages — How to
adapt to these
challenging times

THURSDAY, NOVEMBER 10, 2022,
FROM 2:45 TO 4:15 P.M. (EST)

REGISTER TODAY!



https://evenements-ssf.ca/en/inscription/
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With you today

Maurice Le Maire
Director, HR, Transformation & Government Services
maurice.Lemaire@sia-partners.com
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We are a next generation consulting firm...

We are a

that has

grown steadily over the past 20

years.

We

to stay on cutting-edge and

meet our clients' evolving
challenges.

We

stemming

from R&D activities and our
proximity with our clients’
industries.
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2,700

consultants

40 offices

across 19 countries

420 M$ in revenue

for FY21/22

700+ clients

92% returning
5 Al centers

2 Design Centers

4°A) of our revenue
invested in R&D

Who is Sia Partners

Offering a large range of expertise through our different brands

SIAPARTNERS

SIAX%@ NCE

HEKA.Al

Create value through our business expertise
and transformation capabilities, the very
essence of activity.

A new approach to collaboration to foster the
emergence of new ideas and accelerate our
clients’ growth through and

Our platform, with
emerging technologies and Open Innovation to
increase the impact of our consulting missions.

CONSULTING
FORG D

Making Corporate Social Responsibility a lever for

profitable transformation



With a strong Canadian presence.

Sia Partners

Calgary
in Canada 25
°
(=L offices
Vancouver
00 2
ﬁ'ﬁﬁ‘ consultants
°
customers

g@ Al center

Design Center
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Edmonton
50

Montreal
Ottawa 100
4
Toronto

'.0
75

# of consultants per market

Who is Sia Partners



Who is Sia Partners

What makes us distinctive

We are committed to We believe in fostering a diverse, equitable and
inclusive culture where our employees and partners are valued and thrive in a sense of belonging.

We are colleague centric.

01.

Projects will be successful when it is owned by the people who will be going
through the change, while building your own capacity for change. We put people at
the center of activities to create ownership, buy-in and remove the sense of change
being ‘put upon’ them.

We tailor our approach.

02.

We are not attached to a single approach; we draw from multiple models to design
a tailored approach that will enable the organization to achieve its objectives.

We rely on a strong collaborative global network.

03.

Working on strategic and cutting-edge topics, through our Canadian team you will
be able to easily leverage the collective intelligence of this network to provide you
with the most up-to-date leading practices.

SIAPARTNERS 10



Outline

Objective:

Provide an overview of the HR resource available online

Table of Contents
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Q&A
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1. Introduction - Evolution over recent years & Organizational Implications

Context Planning Alignment

@ Increased social role of

organizations Philosophies

Strategic

O
—— Clear delineation between Skills &

=] =] |=] Roles

Policies
Tactical

N

=-A4=-— Talent Competitiveness
fopl :

Procedures
Operational

@ Pressures: Social, economical & - -
political in the health sector I
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1. Introduction - Talent Management Areas

Attraction & Hiring Support and Promotion & Recognition
development

=

Onboardin
Planning J Engagement & Performance



2. Planning - Talent Management Model

Factors impacting job

evolution
P - o= ~
/ Al
|—> Actual Needs Future Needs |[pumms (OEMAND _ GROWTH
A‘Y Jobs Postings,
Human Capital
Needs, Stategic Plan
. L=
Strategic Salaries o I . .
Objectives Roles Job Families N Gap . Talent OPTIMIZATION
and Key Competencies Geography Analysis Strategy [ : RETENTION

Results Training

EXTERNAL ATTRACTION

Immigrants,
New Grads,
Active/Passive

Competition,
EVP, Job Postings,
Work Environment

Future
Resources
Required

Job Seekers

Available
Resources




3. Attracting & Hiring

e Retention starts at sourcing:

Roles Segmentation
o  Searching for the right skills

o  Finding the right cultural fit 4
e Key Factors - Employer Brand
° Empl9yers repd tation - Professional Expert
S UL CRUl Pl o High Impact, Available High Impact, Scarce
o Quality of work life o ’ ’
o Salary §
e Attraction activities %
o  Partnerships, immigration, (14
media, direct approach,
incentives and boomerangs Support Specialist
Low Impact, Available Low Impact, Scarce

Scarcity of skills

SIAPARTNERS” confidentiel
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4. Onboarding

Key points of onboarding

Onboarding is the defining moment in retention

It is not limited to the administrative aspect.

Cultural onboarding into the organization through IDEA principles is paramount

The process is a shared responsibility, and requires a tailored approach for bilingual resources
Telecommuting, and people working independently, must also be considered

Sample High Level onboarding Plan

Before 1st day 30 days 60 days 90 days 180 days

Preparation of tools, 1 First day activities, ' Meeting to review: i Meeting to review: ' Meeting to review: ' Meeting to review
finalization of forms | Feedback,

materials, meetings, site visit, end of probation or | progress, follow-up
documents and familiarization with etc. observations, extension as the of objectives, etc.
access related to the! tools, expectations validation of case may be.

position . and objectives etc. responsibilities, etc.
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5. Support & Development

_Q_ Tools to support bilingual resources:

O Translated forms and documents,

1 Language support tools

O Access to language training and training in both languages

(A Integration and support (mentoring, coaching, language collaboration etc.)

Activities to develop talent

4 Coaching

Mentoring

Individual development plans
Nine Box Grid

Cross training

Temporary Assignments

Job shadowing

Job rotation (if possible)
Succession planning

I Iy Iy Ny N Iy

External online training

SIAPARTNERS confidential
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1. 2 3 4 5 6

6. Engagement & Performance - Link between engagement and performance

Engagement:
Sense of belonging and desire to

contribute to the cause

Recruitment:
Attract, hire and integrate the right skills

Recognition:
Feel valued through daily activities and
contribution to goals

Development:

Provide the tools and opportunities to
develop new skills and grow
professionally

Legend: P: Personnel U: User of Services O: Objectives

SIAPARTNERS confidential 18



6. Engagement & Performance - Performance Management
e N N ™
Box 5: Box 2: Box 1:
© , : :
- Experienced able to expand Is doing very well in her current Meets and e
c
‘9 responsibilities, but may need job, with the potential to do more to
g_ coaching and mentoring. get to the next level. solving, self-
- J (. J
4 ) 4 )
Box 8: Box 6 Box 3:
Need guidance to progress within The current role can still offer
the same level. Set ambitious opportunities for development and
goals. ultiple areas, improvement of strategic thinking
(. J (. J
' ) N
Box 4:
Box 9:
. . Good experience but may have
Consider fog Performing well, but may have
] . reached the limit of their career
reached his potential as a career . o
o ) potential. Develop communication
coach to develop in innovation.
and delegation skills.
(. J - J - J
SIAPARTNERS >

Performance
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7. Promotion & Recognition

4 dimensions of recognition

Ideas to promote language
v Recognition of the person skills
v Recognition of results

O Encourage language
v Recognition of effort -
training
v Recognition of work practice O Support by matching with
bilingual resources
2 ways of recognition O Create opportunities to
v Financial

maintain the French
v Non-financial

language
Frequency O Bilingual communications
v Daily
v Long term

SIAPARTNERS  confidential 20



8. Conclusion

Work Environment

Designing the physical workspace and
managing the organization's policies to
maximize employee potential

Meaning at Work

Reason for existence, the organization's
credo, long-term thinking, the goals it
wants to achieve and the type of clients it

w‘ ‘ serves

Transformation

Speed and scale at which change is
introduced, implemented and adopted
throughout the organization

Organization

Structuring of roles and responsibilities
through clearly defined leadership,
distributed equity and felt inclusion at all
levels

Workforce

Level of collaboration among employees and how
they perceive their potential career development
within the organization
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s IA PA R T N E Ry Questions? Connect with us at

maurice.lemaire@sia-partners.com
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