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EXECUTIVE SUMMARY

About CNNAR

The Canadian Network of National Associations of Regulators (CNNAR) is an association of
national organizations whose provincial and territorial members are identified in legislation as
responsible for protection of the public through the self-regulation of professions and
occupations.

November 2010 Forum on Qualification Assessment and Recognition

CNNAR held a forum in November 2010 to allow Canadian regulated professional groups to
share information and best practices related to foreign qualification assessment and
recognition. The event followed up on CNNAR’s March 2009 National Forum on Mobility, which
explored strategies toward full labour mobility within specific professions in Canada.

On Day One of the 2010 forum, participants received an update on the implementation of the
Pan-Canadian Framework for the Assessment and Recognition of Foreign Qualifications, heard a
summary of consultation findings regarding the framework and learned about Citizenship and
Immigration Canada’s International Qualification Network, a best practices information site. On
Day Two, after reviewing amendments to Chapter 7 of the Agreement on Internal Trade,
participants listed outstanding issues facing regulatory bodies with respect to foreign credential
recognition and inter-jurisdictional labour mobility, and identified best practices and concrete
steps toward implementing those practices.

Outstanding Issues Facing Regulatory Bodies
Forum participants identified the following outstanding issues facing regulatory bodies:

» Evaluation of professional experience

« Mobility of discipline (inter-jurisdictional labour mobility)

» Assessment of ability to apply knowledge, skill and judgment in the
Canadian context

« Identifying educational resources to fill gaps

» Workforce integration: Innovation and cultural competence

» Need for training on competency-based evaluation

» How are professions measuring outcomes?

» Assessment of academic credentials

o Credential-based versus competency-based assessment: Is competency-based
assessment a perceived barrier?

« Harmonizing licensing process among provinces/jurisdictions

» Right to Title versus Right to Practice: Maintaining standards

o Transition from accreditation to competency-based assessment

» Dual assessment processes

 What to do when professions are not regulated in other countries or are regulated
differently among jurisdictions and countries
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e Creating and sustaining an alliance of regulators

e Jurisprudence and communities of practice: Need for learning modules
« Profession-specific language assessment and instruction

e Sharing evaluation data and outcomes

o Cultural aspects of practice

» Differences in scope of practice between jurisdictions

» Helping applicants understand regulation in Canada

» Reconciliation of costs with foreign candidate’s ability to pay
» Publicinformation regarding regulation

» Self-assessment tools

» Sustainable bridging programs

Best Practices Café Highlights

Once they had identified the outstanding issues, participants discussed the preferred state —
the elements that would address the most difficult challenges they were facing around these
issues. With the help of 11 presentations on best practices by participating organizations, they
identified practices to take back to their own profession or jurisdiction:

Credential assessment:
e Evaluating the authenticity of documents
« Communicating with foreign academic institutions and governments
« Having skilled credential assessors and appropriate authentication tools

Evaluation processes:
« Moving to competency-based evaluation
« Ensuring the equivalence of evaluations
e Training evaluators and optimizing the evaluation process
« Improving language testing methodologies

Support for international applicants
e Communicating with candidates early in the process
» Providing information on the registration process
» Offering tools for competency-based self-assessment

Transition into professional practice
» Providing information on the profession in Canada
e Providing cultural information on the Canadian context
o Developing mentorship and support programs

Bridging programs
» Identifying gaps in competency
e Learning from programs in other professions

Quality assurance
e Conducting quality assurance reviews
« ldentifying barriers to licensing
« Developing national standards that support labour mobility
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Key Messages

e As peers across different professions, we all have the same issues. It is enlightening to
speak with knowledgeable people who present a different perspective.

e There is a lot of power in collaboration. Regulators should explore opportunities to work
together or work with the International Qualifications Network. Information could be
posted on the International Qualifications Network website to facilitate sharing across
professions and sectors.

e Itis useful and important to look beyond one’s own profession or sector.

e Credentials are not always what they appear to be. The size of a profession can vary
among provinces and territories. A smaller college with just 400 members may not be
able to support a program that would be feasible for one with 4,000 members.

o If regulating organizations worked together across Canada, they could obtain HRSDC
funding. This would help address the issue of being under-resourced.

e Work still needs to be done to reconcile jurisdictional differences in the assessment of
gualifications.

¢ Those who attend these forums are those who choose to grapple with the many
challenges of this issue — a “coalition of the willing.” The next step should involve inter-
professional forums where every regulatory board from each jurisdiction is in the room.
Even when there is strong majority support within a profession, there are always some
holdouts. That will not change until those holdouts are at the table with government
and other professions.

¢ Information technology offers a good way to come together.

¢ The way this meeting was set up allowed for the dialogue that needed to happen.
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INTRODUCTION

Background to the 2010 Forum on Qualification Assessment and Recognition

CNNAR has always recognized the importance of sharing information on foreign credential
review and, where relevant, addressing common issues collectively at a national level. In March
2009, CNNAR, with funding from Human Resources and Skills Development Canada (HRSDC),
organized the National Forum on Mobility. About 75 CNNAR members and representatives
from their respective provincial associations participated in the Forum. Delegates gained an
understanding of the challenges to mobility and discussed strategies to move toward achieving
full labour mobility within their occupations. Participants identified the need to continue the
dialogue at the national level and across professions about strategies and best practices.

Since the March 2009 forum, a number of milestones were achieved by governments, with a
direct impact on the professions. The Chapter 7 amendments of the AIT came into effect on
August 11, 2009, and the federal government is proceeding with negotiations toward a
Comprehensive Economic and Trade Agreement with the European Union. Recently, the Forum
of Labour Market Ministers has given the green light to a new framework to enhance foreign
gualification recognition for internationally trained workers. The Pan-Canadian Framework for
the Assessment and Recognition of Foreign Qualifications will be implemented within eight
professions by December 2010. Over time, it will impact all occupations.

CNNAR members identified foreign qualification recognition — the process of verifying that
knowledge, skills, work experience and education obtained in another country are comparable
to the standards established for Canadian professionals and tradespersons — as the priority
issue for the professions. CNNAR members also recognized that they felt ill-equipped to
address the challenges facing them. As a result, CNNAR received funding from HRSDC to hold a
two-day conference to enable Canadian regulated professional groups to share information and
best practices regarding foreign qualification assessment and recognition.

November 2010 Forum on Qualification Assessment and Recognition

With support from the Government of Canada’s Interprovincial Labour Mobility Initiative,
CNNAR held a conference and forum in November 2010 on foreign qualification assessment
and recognition.

CNNAR set the following objectives for the forum:

e To obtain a pan-Canadian perspective on the remaining issues and challenges to
implementing labour mobility and the pan-Canadian framework for the assessment and
recognition of foreign qualifications;

e To identify best practices in qualification assessment and recognition and labour
mobility;

e To share ideas on approaches to implementing best practices.
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Attendees included CNNAR members, CNNAR members’ members (i.e. provincial and territorial
regulatory authorities), federal/provincial/territorial government representatives and others
with an interest in regulatory issues. The conference was a learning opportunity for

participants, while the forum on Day Two focused on the identification of key issues and best
practices.

The expected outcomes from the Conference were as follows:

To provide an understanding of the requirements for the professions with regards to
the assessment and recognition of foreign qualifications

« The sharing of information regarding outstanding issues and best practices on labour
mobility and the assessment of internationally trained practitioners

» The identification of appropriate benchmarks for success for regulatory authorities
e The future enhancement to regulatory bodies’ internal processes

« Information disseminated to a broader constituency

Page 7



PAN-CANADIAN FRAMEWORK FOR THE ASSESSMENT AND RECOGNITION OF
FOREIGN QUALIFICATIONS

Bev Davis (HRSDC) and Chloé Shniffer (Government of Ontario), FPT Working Group on
Foreign Qualification Recognition

Bev Davis and Chloé Shniffer provided an update on the implementation of the Pan-Canadian
Framework for the Assessment and Recognition of Foreign Qualifications.

Foreign Qualification Recognition — An Important Issue for Canada

First Ministers recognize the importance of foreign qualification recognition. Current
projections estimate that immigration will contribute to all net labour force growth in Canada
by 2016, and will make up 100 per cent of net population growth by 2030. Many immigrants
struggle to find sustainable employment commensurate with their level of education and
experience. Current foreign qualification assessment and recognition processes can be
confusing, lengthy, costly and inconsistent across the country.

On January 16, 2009, First Ministers directed Labour Market Ministers to develop a pan-
Canadian qualification recognition framework and implementation plan. On November 30,
2009, the Foreign Qualification Assessment and Recognition (FQR) Framework was launched by
FPT Ministers. The Forum of Labour Market Ministers (FLMM) tasked the FQR Working Group,
an ad hoc committee of federal, provincial and territorial officials, to coordinate
implementation of the Framework within and across governments.

Purpose of the FQR Framework

The Framework articulates a new, joint pan-Canadian vision: A fair and competitive labour
market environment where immigrants have the opportunity to use their education, skills and
work experience fully for their benefit and for Canada’s collective prosperity.

The Framework represents a public commitment by all governments to take action on the
issue of qualification recognition. It has the following features:

» Itis principles-based: Processes and practices must be fair, transparent, timely and
consistent.

» Itis collaborative: Successful implementation requires a collaborative, supportive, and
respectful environment.

e |tis results-focused: By December 31, 2010, an initial set of target occupations are
expected to have identified actions towards implementation of the Framework. Leading
up to December 31, 2012, a second set of target occupations will be engaged in 2011.

The Framework includes a commitment to timely service: “Our goal is that within one-year, an
individual will know whether their qualifications will be recognized, or be informed of the
additional requirements necessary for registration, or be directed toward related occupations
commensurate with their skills and experience.” This one-year period begins once all
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documents and fees required to process the application are provided to the relevant regulatory
authority and ends after the candidate receives a decision related to the assessment of his/her
foreign qualifications.

While the one-year commitment to timely service applies only to the assessment of foreign
gualifications, the principle of timeliness applies along the entire pathway to recognition in
Canada.

The FQR Framework co-exists with other governmental initiatives involving qualification
recognition. Chapter 7 of the Agreement on Internal Trade is a federal/provincial/territorial
agreement aimed at eliminating or reducing barriers that restrict or impair labour mobility in
Canada. In particular, its goal is to enable any worker certified for an occupation in one
jurisdiction to be certified by all other jurisdictions. Legislation has been enacted in some
provinces to ensure that registration practices are fair, transparent, objective and impartial. The
Framework and its principles are consistent with these other initiatives.

FQR Consultations with Regulators and other Stakeholders

Success means recognizing the differing starting points and capacities of stakeholders,
respecting jurisdictional authority and ensuring continuous improvement through
accountability, measurement and public reporting.

The role of governments is to consult and engage with stakeholders, support stakeholder
efforts through funding and other means, collaborate and share information and report on
progress. The role of regulators and stakeholders is to work with governments to develop and
implement tools, resources and processes to achieve the Framework’s principles and desired
outcomes.

From March to June 2010, the FQR Working Group led face-to-face consultations with
regulators and other stakeholders from the first set of target occupations. The objectives
were to review assessment and recognition processes and identify gaps and priorities with a
view to developing occupation-specific Pan-Canadian Action Plans.

Consultations provided several opportunities for the Working Group:

» Hear regulator perspectives on FQR gaps and priorities

» Confirm that stakeholders are already engaged in making improvements along the
pathway to recognition

» Establish that pathways are specific to each occupation, often unique to a jurisdiction,
and that each profession has multiple decision points along the pathway

« Identify common issues that are potential opportunities for cross-occupation initiatives
within specific sectors or through a broader application
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Pan-Canadian Action Plans
Pan-Canadian Action Plans are intended to do several things:

e Set a common understanding between governments and stakeholders on how to ensure
continuous improvement along the FQR pathway

* Underline FQR work currently underway

» Indicate areas for continued work to improve the FQR pathway for internationally
trained workers and priority initiatives that could be undertaken by regulators and other
stakeholders in the future

e Inform governments’ progress reports on FQR Framework implementation

Pan-Canadian Report: Overview

The first progress report on FQR, to be released in spring 2011, will be primarily narrative and
will focus on pan-Canadian implementation work. A section of this annual report will provide an
overview of progress in target occupations, more precisely:

e A summary of the consultation process
e Relevant information on action plans
e Avreport on the one-year commitment to timely service

The intent is not to place an additional reporting burden on regulators and other stakeholders.

The FQR Working Group, in collaboration with regulators and other stakeholders, will take the
following next steps:

» Follow up with the first set of target occupations to discuss occupation-specific pan-
Canadian action plans, with the intent of having action plans in place by December 31,
2010

» Meet with other national stakeholder organizations to further advance the Framework
objectives

» Release the first annual report on FQR Framework implementation in spring 2011

» Begin consulting the second set of target occupations in 2011

»  Work with FQR government contacts
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KEYNOTE ADDRESS: PAN-CANADIAN FRAMEWORK FOR THE ASSESSMENT AND
RECOGNITION OF FOREIGN QUALIFICATIONS: CONSULTATION FINDINGS AND
POSSIBLE NEXT STEPS

Naomi Alboim, School of Policy Studies, Queen's University

Debrief on Consultations

The consultation process took place between March 23 and June 9, 2010. It involved half- or
full-day meetings with the first batch of targeted occupations:

e Physiotherapists

e Occupational therapists

» Registered nurses

e Pharmacists

e Engineers

» Medical laboratory technologists

» Chartered accountants

» Certified general accountants

» Certified management accountants

The consultations primarily involved provincial and territorial regulators and their national
bodies, as well as government representatives from HRSDC, CIC, Health Canada and the
provinces and territories.

Feedback from Regulators

There was useful exchange in both directions. Stakeholders requested more information in
several areas, including the one-year service standard, reporting and accountability
requirements, plans of action and the definition of “occupation.”

Regulators had different capacities and were at different stages in dealing with this issue.
Several themes emerged:

e The need for sustainable funding
« Fairness for domestically and internationally trained candidates
« Legislative, regulatory and policy barriers

It was noted that the amendments required to remove barriers were not being given priority.
Another concern involved the implications of more temporary foreign workers. Participants
also commented that there was a mismatch between priority occupations and ministerial
instructions.
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Key Findings
Key findings from the consultations included the following issues:

« Complex and diverse pathways based on several factors:

e Occupation

e Jurisdiction

» Multiple decision points with individual detours on the way

« Same or different requirements as domestically trained

» Different assessors

» Requirements based on assessment of skills, knowledge, education and work
experience, or not

e Unequal progress:

e Alotis happening in individual jurisdictions or occupations but not equitably
across the country

e Occupation-specific versus cross-cutting opportunities:
e Scope for both
» Cross-cutting opportunities
= All professions
= All health professions
= All nursing professions
= All business professions
= All accounting professions
« Appetite for pan-Canadian, pan-profession or sector-wide initiatives
= Cost-effective
= Prevent duplication
= Allow for economies of scale
= Build on best practices

e Pre-arrival:
o Appetite for more information products, self assessment tools, formal
assessments and upgrading opportunities to be undertaken before arrival
» Need for increased opportunities for better preparation, guidance and planning
for applicants

e Assessment:
» Need for strengthening of assessment processes — but with different focuses
for different professions (e.g. academic credentials, language, PLAR, exams)

« Partial recognition/upgrading:
« Need for sustainable, accessible bridge training across the country that leads to
recognition and work outcomes
« Evidence that those who take bridge training are more successful in licensing
exams and workplace integration
« Build on best practices, develop sustainability models and viable options for
immigrants settling in smaller jurisdictions
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o Communication and soft skills:
e Often culturally determined and a common gap identified
* Need for better assessment, training and instructional tools relevant to the
practice of the profession in Canada
» Real potential for work in partnership with related professions

» Workplace opportunities:

« Not just at end of pathway, but often a requirement for, or enhances chances for
registration

« Major challenges to find supervised placements/work experience/preceptors
(liability, employer resources, preceptor fatigue)

o Cross-cultural training necessary for employers, co-workers and preceptors

» Incentives and employer supports, provisional licenses and alternatives to
employer-based supervised placements may address barriers

» Individual supports:
» Recognition that some immigrant professionals don’t have access to financial or
human supports available to domestically trained individuals
« Potential area for pan-Canadian and pan-profession initiatives (e.g. loans or
subsidies, mentoring, coaching supports)

» Non-recognition/alternate pathways:
e Counseling applicants on alternate pathways is not a regulator role
e Other stakeholders should provide this function and regulators could refer
people to them
e Useful to do this in a pan-profession way

Top Priorities
The top priorities identified during the consultations were shared by several occupations:

» Bridging programs (6)

» sustainable; accessible; modular; geared to gaps in training and skills; common
standards; evaluate and adapt bridging programs; include cultural competency,
language/communication, exam preparation and work experience

e Pre-Arrival supports (5)

« enhanced information; video about practice in Canadian context; online practice
exam/pre-exam booklet; self-assessment tools; competency assessment;
testimonials; evaluating exam administration; online language self-assessment
and training.

» PLAR/Competency assessment tools (5)

« develop and implement sustainable competency assessment tools; trained
advisors; rationalize PLAR tools and self-assessment with evaluating and
qualifying exams
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e Supports for individuals and employers (5)

« financial support and loans for internationally trained applicants for bridging
programs and fees; mentorships; subsidies to employers for internships and pre-
exam clinical experience; clearinghouse of employment opportunities; incentives
for employers to offer supervised work opportunities and to support non-
technical courses for internationally trained employees

» Academic credential assessment (4)
» pan-Canadian database to determine comparability of degrees; centralized
assessment process and document validation/retention; training of assessors

o Communication and language (3)
« communication and language training programs; language testing; training in
critical thinking, communication and cultural competence

o Exams (3)
* map essential competencies to exam blueprint; review need for certain exams;
overseas invigilation

e Research (1)
« identify gaps to build programs to support internationally trained applicants

« MOU/MRA (1)
» streamline assessment process through additional MOUs/MRAs with foreign
certification bodies

Other Ideas

The following ideas were not identified as top priorities but participants did not want them to
be overlooked:

» Academic credential assessment to be done abroad
o Central documentation validation and storage

» Alternatives to original documentation

» Increase frequency and location of exams

» More provisional licenses in more jurisdictions

» Provide workplace experience through simulations and practice firms
» Develop return of service agreements

« Employer tax credits or payroll rebates

» Marketing and information provision to employers
e Cross cultural training

» Liability insurance

Possible Strategies and Initiatives
Naomi Alboim noted that the possible strategies suggested reflected the views of the

consultation co-facilitators who operated on behalf of the FPT working group, and not
necessarily the FPT members. Several possible strategies were identified:
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« Focus on high-impact initiatives that will address the timeliness principle throughout
the pathway rather than focusing exclusively on whether the one-year service standard
is met

* Do not duplicate or add to reporting requirements of provincial Fairness
Commissioners

» While occupation-specific pan-Canadian action plans are critically important, focus as
well on possible high-impact, cross-cutting initiatives

Within specific occupations, the following initiatives were suggested for consideration:

« MRAs and MOUs
« Send delegations of regulators/national bodies to major source countries of
immigration to review professional credentialing and to develop MRAs (for full
recognition) or MOUs (for partial recognition)

« Exemptions from Mandatory Bridging or Work Experience
» Determine ways to fully or partially exempt fully qualified persons from Canadian
courses and work experience that are currently mandatory for internationally
trained applicants

« Exams
« Review qualifying and jurisprudence exams for relevance, necessity and
frequency

For occupation families/sector groupings, the following initiatives were suggested:

« Competency Assessment Tools (PLAR)
« Develop competency assessment tools for related professions (e.g. for
accounting, nursing and engineering families of professions)

« Communication and language programs
» Develop and implement communication and language programs for health
sector and business sector

» Alternatives to work placements
« Develop innovative alternatives to employer based workplace experience (e.g.
simulations, practice firms for business sector and health sector)

For pan-profession application, the following initiatives were suggested:

» Legislative/regulatory/policy review
» Review legislation, regulations and policies to accelerate recognition and
workplace entry (e.g. authority for provisional licences in more jurisdictions;
authority to begin assessment overseas; temporary foreign worker access to
study)
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e Pre-arrival supports
« Determine what additional pre-arrival supports can be initiated (e.g. using CIIP to
invigilate exams; overseas assessment of academic credentials, language
proficiency, foreign work experience; Canadian context videos; link to online
mentors; link to online)

More possible pan-profession initiatives:

» Academic credential assessment: Have Alliance of Academic Credential Assessment
Services authenticate and store documents, train assessors within regulatory bodies and
provide access to database.

» Sustainable bridging model: Develop a sustainability model for bridging programs in
health and non-health sectors which include access for immigrant professionals in
smaller jurisdictions.

» Student Loans: Expand student loan provisions to cover bridging programs or provide
subsidies/scholarships for this purpose.

« Transportation loans: Expand the current CIC transportation loan system to allow loans
to pay costs associated with assessment, upgrading, and registration.

« Mentorship: Develop programs to connect internationally trained applicants with
practitioners for mentorship and to recruit, train and match mentors. This could begin
online while immigrants are still overseas.

« Employer tax credits: Develop a tax credit program to employers who provide
supervised work placements.

« Internships: Develop a program to match employers and internationally trained
individuals for their first Canadian work experience in their profession.

« Liability insurance: Develop a national liability insurance program to cover employers
who provide work placements for unregistered internationally trained individuals.

» Counselling for alternative pathways: Train immigrant settlement agencies to provide
counselling on alternative pathways for internationally trained.

Conclusion

Regulators and governments are strongly committed to this issue. Significant progress is being
made, but there is still room for improvement. Coordinated, cross-sectoral initiatives may be
more cost-effective and prevent duplication. Such initiatives could allow for economies of scale
and build on best practices. They would be more sustainable and would address the concerns
of smaller jurisdictions. This presents a real opportunity for CNNAR.
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AGREEMENT ON INTERNATIONAL TRADE (AIT) CHAPTER 7 (LABOUR MOBILITY)

Vincent Athey, Labour Mobility Coordinating Group, Forum of Labour Market Ministers

Improved Labour Mobility in Canada

Shifting demographics present new economic and social challenges for all Canadians. Labour
mobility is part of the solution.

The benefits of improved labour mobility include: a better balance in supply and demand for
workers with a more efficient labour market; greater opportunities for workers to relocate
quickly to wherever opportunities exist; a larger and richer pool of workers for employers to
draw upon; greater access to services for all Canadians; and, globally, a more competitive and
attractive labour market.

Labour mobility means that Canadians have the right to pursue a career in their chosen
profession anywhere in the country. People have the right to live wherever they choose and
pursue opportunities wherever they exist. Employers can attract workers from across Canada.
Under the Canadian Constitution, provinces and territories have the authority to regulate
professions and trades within their jurisdictions. However, because individuals have the right to
pursue opportunities anywhere, Canada established the Social Union Framework Agreement in
2000. The agreement states that “no new barriers to mobility can be created in new social
policy initiatives.”

History of Agreement on Internal Trade (Chapter 7)

In 1994, the Agreement on Internal Trade was signed by all provinces and territories (except
Nunavut) and the federal government. Regulatory bodies began work to improve labour
mobility within regulated occupations. In 2008, because of concerns that qualifications were
not being recognized consistently across Canada, the premiers directed internal trade
ministers to amend Chapter 7 (Labour Mobility) of the AIT by January 1, 2009 to establish full
labour mobility. Key stakeholders, in particular regulatory bodies, were consulted and the
revisions to Chapter 7 were finalized in 2008. On August 11, 2009, all jurisdictions ratified the
Chapter 7 amendments and they came into effect. In November 2009, exceptions began to be
posted. The number of sectors covered by Chapter 7 continues to grow. In June 2010,
premiers directed internal trade ministers to bring financial sector occupations under the AIT by
July 2011.

The revisions to Chapter 7 state that any worker certified for an occupation by a regulatory
authority of one party is to be recognized as qualified to practice that occupation by all other
parties. Any exceptions to full labour mobility must be clearly identified and justified as
required to meet a legitimate public policy objective such as public security and safety.
Regulators may still impose requirements on workers, including a reasonable application or
processing fee, insurance or malpractice coverage, a bond, a criminal background check,
evidence of good standing and good character, and demonstrated knowledge of local
measures.
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Regulators may maintain certain certification practices to address specific issues, including
complaints, disciplinary or criminal proceedings; non-practice; language proficiency; and
assessment of the equivalency of limited, restricted or conditional licenses.

Exceptions to Full Labour Mobility

For exceptions to full labour mobility, each jurisdiction must demonstrate why an exception is
necessary to achieve a legitimate objective and that it is not a disguised barrier to mobility or
more restrictive than necessary. Any exceptions must be linked to demonstrated significant
differences in the skills, area of knowledge or ability to practice the occupation.

Legitimate objectives for exceptions include public security and safety; public order; protection
of human, animal or plant health; protection of the environment; consumer protection;
protection of the health, safety and well-being of workers; provision of adequate social and
health services to all geographic regions; and programs for disadvantaged groups.

Each province or territory will determine the role of regulatory bodies and government in
posting exceptions to labour mobility. Regulatory bodies may have the opportunity to submit
any exceptions they consider necessary. A generic form is available to help clearly identify the
exception and which legitimate objective it meets. The final decision rests with provincial or
territorial government. Once approved, exceptions are posted on the AIT website
(http://www.ait-aci.ca/index.html). The posting of exceptions is required to ensure
transparency.

Reconciliation of Standards

Another key area for the agreement is the reconciliation of standards. This is not harmonization
— it is reconciling standards. To the extent possible and where practical, parties agree to adopt
occupational standards based on common interprovincial standards and to take steps to
reconcile differences in standards. Occupational standards are dynamic and can change for a
variety of reasons (such as changes in technology and operational procedures). When standards
are changed, it is important to review and address the impact on labour mobility. Under the
AIT, the parties agree to establish transparent notification practices among regulatory
authorities to avoid the creation of new barriers to labour mobility.

Relationship with Other Agreements

Where differences exist, the provision that is more conducive to labour mobility must prevail.
The following domestic agreements are also in place:

e New Brunswick—Québec Construction Sector Agreement

« New Brunswick—Nova Scotia Partnership Agreement on Regulation and the Economy
e Ontario—Québec Construction Agreement

e Trade and Cooperation Agreement between Québec and Ontario

e The New West Partnership Trade Agreement

The implementation of other agreements must be coordinated with Chapter 7. Chapter 7 sets
the stage for other national initiatives, such as the Pan-Canadian Framework for Foreign
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Qualification Assessment and Recognition. International trade and labour agreements are
another essential component of Canada’s continued economic success. A Comprehensive
Economic and Trade Agreement (CETA) between Canada and the European Union is being
negotiated in consultation with all provinces and territories. Québec and France have signed bi-
lateral international agreements. Governments all share responsibility for monitoring,
coordinating and assessing the impacts of trade agreements on labour mobility.

Governance Structure

A number of governing bodies oversee the AIT. At the top of the pyramid is the Council of the
Federation. Made up of first ministers of the provinces and territories, the council meets twice
a year and puts out a communiqué in the spring to announce its decisions. Next in the hierarchy
is the Committee on Internal Trade. This committee oversees the AIT and is made up of
federal, provincial and territorial ministers responsible for internal trade. The Forum of Labour
Market Ministers is overseen by the Committee on Internal Trade and consists of federal,
provincial and territorial ministers responsible for Chapter 7 of the AIT. At the bottom of the
pyramid is the Labour Mobility Coordinating Group (LMCG). This is a federal, provincial and
territorial working group designated by the Forum of Labour Market Ministers to guide
implementation of Chapter 7.

The regulated occupations represent a complex environment. As governments and regulatory
authorities work to implement Chapter 7, differences in interpretation and process will arise.
LMCG is working with HRSDC and all partners to establish processes for dealing with such
issues. Governments are monitoring the potential impacts and will report on unintended
consequences. The implementation of Chapter 7 is an ongoing process that will require the
support and commitment of all stakeholders.

Effective labour mobility requires a good understanding of the regulated labour market and an
ongoing, coordinated response. Regulatory authorities are essential to the successful
implementation of all labour mobility initiatives. LMCG, working with HRSDC, will continue to
work with occupations to advise regulatory bodies of their obligations and provide support and
advice throughout the process. LMCG and HRSDC will oversee recognition and reconciliation
processes, develop policy options to address recurring mobility barriers, monitor and evaluate
the results of negotiations to ensure compliance, and respond to worker inquiries.

Implementation Support and Tools
The HRSDC Interprovincial Labour Mobility Initiative provides funding assistance to eligible

regulated occupations for activities that facilitate labour mobility. Its goals are to develop a
better understanding of the AIT requirements and to develop tools to enhance mobility.
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Sharing information and developing common processes is essential. A number of
implementation methods and tools are available for regulators to help them meet this
complex obligation:

» Work together through consortia meetings and existing national forums

» Share information bilaterally and multilaterally

« Develop mutually agreed on common policy platforms (old MRA process)

o Develop a common glossary of terms

» Match common categories of certification or identify “crosswalks” between categories
» Identify and describe common limitations or restrictions

» Develop common transfer documentation (such as letters of good standing)

» Consult on and coordinate changes in occupational standards

» Develop national databases of certified members

» Monitor inter-jurisdictional transfers and establish baseline data
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FORUM ON QUALIFICATION ASSESSMENT & RECOGNITION AND LABOUR MOBILITY:
SCOPING THE ISSUE

A number of issues and challenges face regulatory bodies with respect to foreign credential
recognition and inter-jurisdictional labour mobility. Participants identified specific issues and
broke into small groups to discuss the most difficult challenges and describe the ideal preferred
state. They recorded their conclusions on paper, as summarized below.

Evaluation of Professional Experience

Topic summary:
Processes and policies are in place to evaluate the relevance of diplomas and certificates, but
tools and approaches are needed to evaluate the impact and relevance of experience.

What are some of the stumbling blocks you experience around this issue?
e There is no existing process — how do we establish one?

e We need an equitable process that can be defended while balancing the interest of the
public

e This is a big job with a cost limitation

e Not all professions across provinces are regulated

e Legislation does not necessarily address this issue

e Establishing a partnership between the employer and the regulator is a challenge
e Harmonizing credential assessment among provinces is a challenge

What are the most difficult challenges you are facing around this issue?
e Financial resources
e Human resources
e Technical skills
e Broad-based skills that include all facets of a profession

Describe the preferred state
e Accessible bridging programs that have sustainable funding
e Adequate tools to assess competencies
e A bank of assessment tools from which professionals can draw
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Mobility of Discipline (Inter-jurisdictional Labour Mobility)

Topic summary:
How should cases be handled where once-licensed professionals lose their license in one
jurisdiction? What processes are needed to harmonize discipline across the country?

What are some of the stumbling blocks you experience around this issue?
e Discipline in jurisdictions other than where registered
e Passing information between jurisdictions
e Short-term work can be hard to capture
e Does self-identification for disciplinary action work?

What are the most difficult challenges you are facing around this issue?
e Who is responsible? What information can be shared between the different
jurisdictions?
e Role and limitations of police checks
e Need permissions to transfer information

e Asking the right questions, and understanding what questions can be asked (e.g.
pardons)

Describe the preferred state
e Standard forms for all jurisdictions
e C(Clearinghouse of disciplinary actions (Canadian, North American)
e Renewals can be used to declare disciplinary issues in other jurisdictions
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Assessment of Ability to Apply Knowledge, Skill and Judgment in the
Canadian Context

Topic summary:
How do regulatory bodies assess the ability of candidates to apply their knowledge/skills in the
Canadian context?

What are some of the stumbling blocks you experience around this issue?
e For smaller professions — capacity issues and critical mass (number educated)

e Employers are often unwilling to offer practicums for internationally educated
professionals

What are the most difficult challenges you are facing around this issue?
e Systemic issues in most provinces — lack of education/bridging programs to fill gaps

Identifying Educational Resources to Fill Gaps

Topic summary:
Once we have evaluated an international applicant and identified gaps, we have trouble finding
resources to help them fill those gaps.

What are some of the stumbling blocks you experience around this issue?
e The assumption that as a regulator we have a responsibility to provide education

e Educational institutions do not offer bridge training, training to address gaps or
refresher training

What are the most difficult challenges you are facing around this issue?
e Availability of specific competence-focused education
e Resources and sustainability — cost to applicant and feasibility for programs

e Harder to fill small gaps in education than large gaps — with larger gaps, educational
institutions can admit people into programs

e Upgrading of practical skills can be problematic where one is dependent on issues
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Workforce Integration: Innovation and Cultural Competence

Topic summary:
Integrating internationally educated professionals into the workplace brings opportunities for
innovation and reflects the mosaic of Canadian culture.

What are some of the stumbling blocks you experience around this issue?
e Burnout for preceptors/mentors
e Employer expectations that the new employee is job-ready — similar for new grads and
internationally educated professionals (IEP) — unrealistic
e The human resources shortage
e The need for critical thinking abilities among IEP
e Communication for IEP

What are the most difficult challenges you are facing around this issue?
e Educating the employee and employer
e Using the preceptorship model appropriately

Describe the preferred state
e Governmental initiatives to help applicants before they come to Canada: the more
prepared they are, the easier the transition
e We need activity on all elements of the framework. What is good for IEPs is also good
for new Canadian graduates. Looking at it this way may help with sustainability.
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Need for Training on Competency-based Evaluation

Topic summary:
Organizations need training on how to recognize competencies outside the academic paradigm.
This is a science in itself and need special expertise.

What are some of the stumbling blocks you experience around this issue?
e Major paradigm shift for all — lack of understanding of the need to move to
competency-based assessments
e Lack of expertise in competency assessment — need to solicit external resources
e Where does prior learning fit into competency assessment?
e Cultural bias associated with traditional evaluation methods

What are the most difficult challenges you are facing around this issue?
e Cost and sustainability
e Knowing what other professions are doing and being able to share experiences

Describe the preferred state
e Multi-faceted assessment
e Training for mentors/preceptors who are evaluating competence in the practice setting
e Find a common competency framework and tools across professions
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How are Professions Measuring Outcomes?

Topic summary:
What tools are being used to evaluate and measure outcomes?

What are some of the stumbling blocks you experience around this issue?

e The sensitivity of information versus its value to many stakeholders and the need to
share information

e The time taken by the process through various pathways (different groups) and how it is
working — need for specific measures

e What are the reasons for internationally trained professionals not getting positive
outcomes?

e What are we measuring? Potential aspects to measure include the time it takes to
process applicants, applicant success, the pathway, and exam results. Measures are
often only focused on process

e How to define success for internationally trained professionals — successful transition
to registration and licensure, or to work?

e How long should we wait to follow up? After registration, there are ongoing
performance measures

e What s relevant information — what statistics are relevant?

e Effort required to achieve outcome (for different applicants) — i.e. inputs may be
needed to support some applicants

What are the most difficult challenges you are facing around this issue?
e Not having definitions of outcomes
e Consistency of approach — including measures
e Consistent, reliable and effective information

Describe the preferred state
e Qutcomes information in occupations and across professions — to improve process
e Outcomes information to applicants — to help them meet standards and be successful
e A minimum data set to share
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Assessment of Academic Credentials

Topic summary:
What tools exist to evaluate international academic credentials?

What are some of the stumbling blocks you experience around this issue?
e Accreditation of programs versus accreditation/assessment of individuals

What are the most difficult challenges you are facing around this issue?
e Three-year versus four-year degrees
e Accredited versus non-accredited programs
e College versus university degrees

Describe the preferred state
In a perfect world, degrees would be consistent in length and content

Academic Degree Recognition versus Competency-based Assessment: Is
Competency-based Assessment a Perceived Barrier?

Topic summary:
Many internationally trained professionals rely on an academic degree as proof of competence.
How can regulatory bodies rationalize their requirement of competency assessment, and will
international applicants see this requirement as a barrier to integration?

What are some of the stumbling blocks you experience around this issue?
e Some people/professionals feel that “the degree” is all that should be necessary for
license
e How do competencies get measured accurately and fairly?

What are the most difficult challenges you are facing around this issue?
e Competency measurement
e Acceptance of this requirement

Describe the preferred state
Acceptance of the measure of competency for licensee
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Harmonizing Licensing Process among Provinces/Jurisdictions

Topic summary:

Different provinces have similar but slightly different processes to license people for practice.
How could these processes be harmonized among the provinces so that international
applicants have only one process to follow no matter where they go in Canada?

What are some of the stumbling blocks you experience around this issue?

Reconciling standards across jurisdictions

Isolating internationally trained versus Canadian-trained: the preferred approach is to
make the process universal for everyone, but because of different structures, this is
challenging

There is not always a regulatory board in every jurisdiction (the authority may be a
government department instead)

Legislation is different, but the process is the same — most important is to achieve the
identified outcome

Legal restraints regarding administration of exams

Different types of registration status (i.e. restrictions/limitations)
Different academic standards across jurisdictions

What is an appropriate use of “jeopardy” or “restricted” license?

What are the most difficult challenges you are facing around this issue?

Different exams in different jurisdictions

Justifying the AIT exemptions

Lower standards in some jurisdictions (i.e. low standards in one jurisdiction affect all
jurisdictions under the AIT)

Are foreign exams equivalent to Canadian ones?

Labour mobility may have brought us to the point of harmony, but this has led to much
closer examination of the underlying procedures. There are still specific jurisdictional
requirements that cannot be bypassed. The issue comes down to political will within
each jurisdiction and each regulator, and among the professions.

Lack of clarity regarding practical exams for professions where the licensing process is
mostly an “administrative review”

For those licensed in multiple jurisdictions, there are numerous issues of discipline,
short-term certification, continuity of practice (in cases where temporary certification
has been started, but certification lapsed in the home jurisdiction)

Under the AIT, will there be federal reporting of metrics or measures?

As regulators get updated, the AIT is increasingly embedded

Describe the preferred state

Some say the preferred state is not a standard but a framework. However, in medicine
there is a national standard and the professions are adapting.

Harmonize where possible

AIT exemptions (e.g. different scope in practice)

Pan-Canadian discussions on minimum entry-to-practice standards
Sharing inter-provincial best practices
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Right to Title versus Right to Practice: Maintaining Standards

Topic summary:
Jurisdictions differ in their approach to licensing outside applicants for some professions: some
jurisdictions provide full licensing, while others simply offer recognition of licensing (or “right to
title”). The two are different in terms of the disciplinary measures available.

What are some of the stumbling blocks you experience around this issue?

e Ininterprovincial mobility, there are different forms of regulation depending on
whether licensing involves right to title or right to practice. With the former, someone
unlicensed can do work as long as they do not use title.

e Use of educational title versus professional title (i.e. public does not know the
difference)

e Leaders, educators and managers (experienced practitioners) drop professional title or
want title but cannot keep it because their current work is so different from practice

What are the most difficult challenges you are facing around this issue?

e Trying to maintain standards nationally where authorities vary from province to
province
e As practitioners change their role and scope, should/can they maintain their title?

Describe the preferred state
e Similar licensing across provinces
e License to practice (not license to title)
e Consistency in licensing to protect the public

Page 29



Transition from Accreditation to Competency-based Assessment

Topic summary:

Regulatory bodies are moving away from academic credentialing to competency-based
assessment. Traditionally, bodies have relied heavily on accreditation. Some challenges
associated with competency-based assessment include the cost and the need for stakeholder

buy-in.

What are some of the stumbling blocks you experience around this issue?

Identifying the competencies and harmonizing this with the jurisdiction of origin
Accreditation of academic program to match the standard of the regulatory body (which
may or may not be involved in the accreditation of the international programs)

In one case, the competency approach stopped because the gap was too great — the
regulator used a combined academic and competency approach (not appropriate for
career transition)

Confidence and trust in competence-based system

The need to convince people that competency-based assessment is valid and not more
onerous

Money and resources to develop competency-based assessment (especially for small
groups)

Comparisons between people — assessments vary by country, educational institution
and work experience

What are the most difficult challenges you are facing around this issue?

Standardizing the assessment

Standardizing the weighting ratio (theory/academic versus competency)

Relevance of theoretical examination (schooling/academics and then regulatory body
examination)

Defining competencies well and approach and having buy-in from
profession/applicants/public/government

Costs

Being sensitive to cultural bias in defining competencies

Describe the preferred state

Finding a realistic tool for dual assessment without duplicating efforts
Evaluator and candidate have a realistic context to assess the required competencies
(i.e. If one can demonstrate competencies, is the academic component necessary?)

Identify and use expertise to define valid competencies effectively (the experts may not
necessarily be the regulators)
Have a blended approach — educational standards and competency

Consistency — communication and messages on why regulators take this approach,
how it works and that it is valid to users — keep stakeholders involved early

Change regulations to include competency assessment
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Dual Assessment Processes

Topic summary:
In the profession of nursing, an international nurse may not be prepared to work in Canada as
an RN but may qualify as a licensed practical nurse (LPN). Rather than going through two
assessments (one for an RN and one for an LPN) the resources should be available for that
candidate to undergo one dual assessment (using two experienced assessors).

What are some of the stumbling blocks y