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ExecuHve Summary 
 

 

The following report examines workplace culture within the primary agriculture 

and food and beverage manufacturing sectors within Canada.  First, an environmental scan was 

conducted on exisHng research related to workplace culture and the last impacts of the pandemic 

on the Canadian workplace in a post-pandemic Hme period.  Second, qualitaHve research, 

including interviews and focus groups were conducted to understand high level challenges and 

opportuniHes in the industry.  QuanHtaHve research was then conducted to inform stakeholders 

on current and future workforce challenges, to understand what will be needed to retain and 

a`ract workers over the next 5-10 years and to inform tools and recommendaHons for employers.  

This survey, with over 200 responses, included quesHons that were informed by the results of the 

environmental scan and the qualitaHve research.  Based on the research findings, sector specific 

recommendaHons were developed, as well as four case studies with takeaways and learnings for 

the industry.  Lastly, this report includes pracHcal and acHonable recommendaHons for industry 

leaders to create a posiHve culture to a`ract and retain workers in a post-pandemic workplace. 
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Introduction 

The agri-food sector plays an outsized role in the Canada’s economy accounting for 1 

out of every 30 jobs in the country and employing over 500,000 people. In economic terms, the 

industry accounts for 3.3% of Canada’s GPD, or $65.1 billion dollars (Statistics Canada, 2023).  

Despite its impressive position in Canada’s labour market, agriculture, meat processing, and 

food & beverage manufacturing and processing are faced with crisis level labour shortages. This 

report is situated within the present day environment and aims to address ways in which the 

agri-food business can build employment cultures that both attract and retain employees. The 

purpose of this project is to uncover challenges and opportunities within the agri-food 

workforce sector, as well as develop actionable recommendations for employers, decision-

makers, and other partners.   

In the fall of 2023, there are several environmental factors that influence the future of 

labour that need to be considered as part of any strategic recommendations. First, living in a 

post-pandemic economy, the shifting expectations of workers both within the organization and 

in the broader labour market need to be integrated into recruitment strategies and human 

resource practices.  Second, labour needs to be considered as a global resource. As 

immigration, migration, and government partnerships reshape how people move for 

employment, the agri-food sector needs to consider immigration and migration when planning 

for strategies to address persistent labour shortages.  Third, organizations generally need to 

remain connected to the issues that are important to today’s worker. This means that an 
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understanding of broader forces acting on employment relationships is key to developing 

workplaces for today’s worker.  

This environmental scan follows the priorities outlined above. Through a thorough 

review and examination of government, industry, and research reports, recommendations are 

developed to support planning for the current and future labour needs of the agri-food sector.   

Objective 

The purpose of this environmental scan is to examine Canada’s workplace in 2023, 

taking into account the effects of the pandemic and other societal or environmental factors. 

The focus will be on the agri-food sector; however, the broader workforce will be examined in 

order to inform our understanding of agri-food business.   

Methodology 

In preparing this environmental scan, resources were identified for examination using a 

range of approaches. Statistics Canada publications, general searches for white papers, industry 

reports, and private research were collected. Particular focus was given to reports on the 

agricultural sector, meat processing and food & beverage processing and manufacturing. 

Finally, academic and scholarly research that was thematically related to the issues identified 

within the sector were reviewed.  

In addition to this environmental scan, primary research was conducted whereby 

employers were interviewed on their ‘best practices’ and a sample of employers were asked to 
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complete a survey reporting on their HR practices.  Also, a series of focus groups and interviews 

were conducted with employees. The project used an iterative approach. The methodology  is 

summarized in the table that follows:  

Table 1.  

Source Purpose 

Review of Statistics Canada reports To understand (1) broad trends in the industry; (2) 

issues important to government; (3) ways in which 

government might support efforts within the 

sector 

Primary data collection Conducting qualitative interviews along with 

quantitative surveys allowed for a focused 

understanding of the issues relevant to this 

project.  While the data collected was analyzed 

separately, this research was an iterative process 

and the learnings drawn from the primary research 

shaped the environmental scan, and vice versa.   

Identification of research specific to the 

relevant industries 

Sub-sectors of the agri-food industries have 

conducted assessments, primary research, and 

analyses to understand the specific challenges 

facing them, during and post-pandemic. A review 

of these reports, and an understanding of the 
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unique and overlapping challenges has helped to 

shape our understanding of the diversity of issues 

within the sector.   

Review of broader HR literature The field of HR is generally concerned with many of 

the themes identified as being key concerns of the 

agricultural and agri-food business sectors. 

Through an understanding of what has worked in 

other sectors, and why, this literature helped to 

develop strategies to address the challenges facing 

the agri-food workforce.  

Influences of the pandemic on Canada’s workplace 

The agri-food sector exists within the broader Canadian context.  While each country 

responded differently to the pandemic, Canada’s labour force was impacted by the health 

strategies implemented locally, which included extended periods of time working remotely, and 

working under restricted social conditions.  The resulting impact was that a large number of 

Canada’s jobs moved from ‘high-contact’ sectors such as food services and accommodations to 

‘low-contact’ sectors such as online services, banking, and technology (RBC, 2022). This 

motivated youth to gain increased levels of education in order to prepare for high-skilled 

employment.   

Overall, the movement of workers to remote working conditions has persisted post-

pandemic.  In a survey of over 5000 workers, 40% of employees reported that they continued 
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to work from home almost 2 years since the pandemic was declared (Future Skills Centre, 

2023). This same report found that remote work was associated with job satisfaction and 

employee well-being.   

A report by the Labour Market Information Council (LMIC) reported on consequences of 

the pandemic for the manufacturing sector specifically. This is an industry that suffered 

significant job loss as plants were forced to close or reduce the number of employees on site in 

compliance with social distancing measures. A result of these measures persisting for several 

years is that the sector now suffers from lack of skilled employees from which to draw as 

existing employees within the sector were forced to retool for work that was available during 

the pandemic (LMIC, 2020).  

As we consider the balance of remote to onsite work in the Canadian labour force, 

McKinsey has found that there is a need to reflect on this question through the lens of 

inclusivity.  They found that employees with disabilities were 11 percent more likely to prefer a 

hybrid work model than employees without disabilities. Men and women both expressed 

strong preferences for hybrid work, but nonbinary employees were 14 percent more likely to 

prefer it. LGBQ+ employees were 13 percent more likely to prefer hybrid work than their 

heterosexual peers. The takeaway from this work is that individuals with stigmatized identities 

prefer work from home arrangements as it allows them to avoid the negative interactions they 

may face when dealing with others in the workplace.   

In sum, the pandemic has changed Canada’s workplace: 
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o Workers who experienced the pandemic have been motivated to increase their skills 

so that they might gain access to flexible work options, and avoid any potential 

volitivity in the labour market 

o Employees are demanding some level of flexibility in their work schedule 

o Individuals from historically underrepresented groups are more likely to desire a 

work from home arrangement 

o There is a need to build inclusive cultures with flexible work arrangements for 

today’s post-pandemic workplace 

Challenges in Agri-food business 

There is no doubt that the persistent labour shortage is at the heart of the challenges 

faced by businesses in the agricultural and agri-business sectors. These challenges preceded the 

pandemic, but have magnified since 2020.   

In part, this shortage is due to the growth of the sector. For instance, the food and 

beverage manufacturing sector  has identified significant potential for growth as Canada 

responds to the world’s increasing demand for food (FPSC, 2021). They have identified labour 

as a challenge to this growth both in terms of replacement of employees leaving the sector, and 

demand for employees to meet the expansion of the industry. A sub-sector that will suffer 

greatly due to the need for replacement of workers is the seafood processing industry where 

the average worker is over 50 years of age (FPSC, 2019). In a report on the meat processing 

industry, Food Processing Skills Canada found that the sector is expected to grow year over year 

due to increased worldwide demand. At the same time, the labour modelling predicts a vital 
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need for hiring to meet both replacement and expansion demands. Meat processing faces a 

particularly acute challenge as the labour needs are compounded by a high turnover rate across 

the industry of 41%. This is further complicated by the fact that the labour needs are in 

unskilled work, at odds with the emerging workforce where youth earn higher levels of 

education, than generations before (FPSC, 2019).  

During the pandemic, the labour challenges in the sector have been addressed through 

a migrant workforce. For instance, there was a 0.6% decrease in employment from 2020 to 

2021 resulting in increased need for Temporary Foreign Workers (TFWs) to fill the vacancies.  At 

the same time, a study by CAHRC found that in 2020, 40% of employers in primary agriculture 

were not able to fill vacancies and the industry suffered earning losses. There was a similar 

finding for food and beverage manufacturing, which represents the largest percentage of 

Canada’s manufacturing employers, where it was estimated that the sector would be short 20% 

of its workforce (CAHRC, 2020). In food and beverage processing, a sub-sector which accounts 

for 7600 businesses and 280,000 employees, 70% of employers reported facing recruitment 

and retention challenges (FPSC, 2021). Their report identified firm size as a major challenge to 

competitiveness as an employer with the majority of businesses being small to medium sized 

operations with limited capacity for development in areas such as human resource practices. 

Similarly, most primary agriculture operations are family-owned businesses (CAHRC, 2022).  

While the business continuity challenges of a labour shortage are clear, there are 

significant workplace consequences. For instance, labour shortages have risks to current 

employees in the form of worker health and safety due to longer shifts, burnout due to 
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productivity pressures, and stress from the persistent nature of the environmental challenges 

(Statistics Canada, 2022). As a result, understanding how to mitigate the current labour issues 

and make plans for future is key the ongoing success of this sector.  

Various studies have uncovered a range of issues underlying this particular challenge: 

seasonal work, rural locations, limited transportation options, and difficult work (e.g., 

harvesting animals in meat processing), to name a few. It seems as though the industry’s 

employment challenge is not ‘one thing’ but a few key issues that make it difficult to either 

recruit or retain employees.  

As the figure below from Food Processing Skills Canada’s report titled At the Crossroads 

to Greatness indicates, many of the challenges in the agri-food sector are related to labour and 

employment.  It follows that an examination of strategies to attract, engage, and retain a 

robust workforce are key to economic growth within this sector.   
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Figure 1. Food Processing Skills Canada’s report titled At The Crosswords to Greatness 

A way forward 

Several partner organizations of the agricultural and agri-food business sectors have 

explored avenues for addressing the labour challenges faced across industry. A number of 

studies have indicated the need to focus on recruitment and retention efforts, including the 

What we Heard Report from Statistics Canada (2023) and the National Workforce Strategic Plan 

for Agriculture and Food and Beverage Manufacturing Report by the Canadian Agriculture 

Human Resource Council (2022). Similarly, specialized reports from various sub-sectors have 
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identified strategies for addressing the challenges identified.  The proposed strategies will be 

reviewed and summarized here.   

In May 2023, Statistics Canada released the What we heard report – Agricultural labour 

strategy. They focussed on recruitment, retention, skills, automation and technology, and 

capacity building. The data they collected revealed that operations within the industry 

identified the following strategies:  

o Improving wages and offering non-wage incentives such as increased benefits, 

opportunities for growth, and training and skills development opportunities; 

o Increasing education on the career opportunities that exist to enhance 

knowledge and change perceptions of the sector; 

o Ensuring the voice of workers is included in all conversations; and 

o Creating mentorship programs for youth and underrepresented groups. 

In the same study, the following priorities were identified:  

o Improve workplace culture 

o Improve working conditions 

o Offer non-wage incentives 

o Focus recruitment on youth and new Canadians 

o Keep older workers in the workforce longer 

With a similar aim, the Canadian Agricultural Human Resource Council (CAHRC) report 

identified 5 pillars to develop a strong and sustainable workforce: 
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o Perception and Awareness of Industry and Careers  

o People and Workplace Culture  

o Immigration and Foreign Workers  

o Skill Development  

o Automation and Technology  

Most relevant to the current project is the 2nd pillar, people and workplace culture. Under this 

theme, the working paper identified three priorities:  

1. Developing and promoting workplace culture models. 

2. Identifying HR Best Practices. 

3. Attracting and retaining workers, including underrepresented groups. 

Also of particular note is a thorough report titled Securing Canada’s Meat Workforce (Food 

Processing Skills Canada), although it is specific to the Meat Processing Industry and written 

from a pre-pandemic lens.  The report conducted analysis to understand the labour challenges 

within the sector and provided key sector-specific recommendations including: 

• Federal policy changes that would help to address the critical labour shortage 

• Support more skilled meat cutters to immigrate permanently to Canada through 

changes to the NOC coding system 

• A focus on permanent pathways for immigration 

• Encouraging young families to remain or relocate to rural communities 

• Engaging effectively with groups experiencing low labour market participation 
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• First Nations partnerships 

• Sector employment opportunities awareness campaigns 

• Examine reasons for the low levels of enrollment in existing training for meat cutting 

and butcher programs 

• Support more systematic development of training materials, tools and programs within 

the industry to enhance on-the-job training 

• Industry learning/development programs (including some leading to a certificate) 

• Innovation partnerships 

Recruitment 

The meat processing industry has identified a core strategy for addressing the labour 

shortage; hire employees from groups who are currently underrepresented in the industry, 

namely youth, Indigenous peoples, new Canadians, and unemployed (FPSC, 2019). In examining 

this strategy, employers needed to build their operations so that they become increasingly 

attractive to a wide range of job seekers as well as to existing employees.   

The problem of recruitment can be viewed through the lens of culture, where culture is 

intended to describe the ‘characteristics’ of a business environment that both attracts and 

engages employees, a place where people want to work for more than just a paycheque. The 

report also acknowledges the impact that the pandemic has had on work attitudes, the 

workplace, and business in general.  As a result, employers need to move toward post-

pandemic employment practices that include progressive HR programs and policies (e.g., right 

to disconnect, flexible work hours; CAHRC, 2022).  This cultural shift should also include 
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addressing employees’ needs around healthy workplaces and mental health programming. 

Finally, there is a need to respond to 21st century employment challenges. This includes aligning 

the values of the corporation with the environment in which it exists and the employees it 

hopes to attract. This would include developing strategies for inclusion, and environmental 

sustainability.   

In terms of attracting potential employees, the reputation of the employer has been 

identified as a key factor. In At the Crosswords to Greatness,  FPSC confirmed that labour 

segments who have been underrepresented in this subsector (i.e., youth, recent immigrants, 

Indigenous People and those who are tenuously attached to the labour force) are more 

predisposed and open to working in the food and beverage processing industry than other 

Canadians. Recent immigrants to Canada and Indigenous peoples were found to be a 

particularly promising target group.  

In 2020, the FPSC conducted research on Canadians’ percepHons of working in food and 

beverage manufacturing industries.  Youth, Indigenous people, new Canadians and unemployed 

individuals were consistently more interested in exploring career opHons in this industry than 

the general populaHon; this was especially true for new Canadians. Figure 2 summarizes their 

findings.   
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Figure 2. from Your next worker: What you need to know (FPSC, 2020) 
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Retention 

In identifying the best practices for retention, the food and beverage manufacturing 

sector cited a range of solutions (FPSC, 2021). In surveying potential employees among the 

general populations, they described a need to focus on compensation from a creative 

perspective. While hourly wage and salary are important factors, non-traditional compensation 

and benefits were valued highly by respondents. They also reported recognition and award 

programs as being attractive employment practices.  Benefits beyond compensation were also 

found to be valued highly.  The figure below from their report summarizes their findings.  

Notably, the figure distinguishes between all workers and generation Z. Youth are an important 

target group for the entire agri-food industry as many sub-sectors face record levels of 

retirements within the next decade. According to the chart below, the retention strategies on 

this chart have the same pattern of preference for both youth and all Canadians of all ages, 

however, many of the practices are more significantly valued by youth. Understanding these 

trends will help employers plan for the workforce of today, and tomorrow.   
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Figure 3. FPSC, 2021 

 

In a study that focused on generaHonal differences in the seafood processing sector, FPSC 

(2020), examined the following goals:  

o Career-related goals and aspiraHons.  

o Career-related concerns and fears. sources of moHvaHon.  

o ExpectaHons of employers and the workplace.  

o Internal communicaHons.  

o CompensaHon.  

o Learning and training.  

o PercepHons of a career in the trades.  

o PercepHons of unionizaHon.  
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o Openness and interest in working in sectors of the economy, including food and 

beverage manufacturing.  

Their summary findings are included in figure 4.  

 

 

 

Figure 4. Seafood processing industry, FPSC (2019) 

From this, they concluded that there is a great deal of overlap in how the generaHons 

view work with financial security and work-life balance being key for everyone. Ongoing 

learning emerged as a priority. The study also found that employers should focus on employee 

health and wellness programming and speak to values and contribuHons in their recruitment 

strategy rather than just duHes and responsibiliHes.  

In At the Crosswords to Greatness, Food Processing Skills Canada reported on lessons 

learned as a result of the COVID-19 pandemic. They found that, in the future, there will be a 

need to be adaptable to consumer demand as it ebbs and flows. As a result, the workforce will 

need to be able to flex and adjust. This is a business argument for flexible work arrangements, 
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however, there is also a need to respond to employee expectaHons. Across sectors, employees 

are demanding flexible hours, work from home policies, and non-tradiHonal arrangements. The 

agri-food sector will need to be creaHve in this respect in order to compete with adjacent 

industries.    

In the meat processing sector, research found that workers wanted the availability of 

predictable, full-Hme work, and transportaHon to and from work (FPSC, 2019). Youth were 

enHced by tuiHon reimbursement programs. Some addiHonal, innovaHve retenHon programs 

include: 

o Shorter shits; flexible schedule 

o Phone breaks 

o Music on headphones while working 

o TransportaHon 

o Tailored comp: forgoing health benefits in favour of wages, educaHon bursaries, 

PT work; leaves of absence for educaHon/travel 

o Be`er training opHons on site 

While compensaHon and flexible work represent important issues to today’s employee, 

there are other engagement strategies available to employers.  Businesses should adopt 

modern HR pracHces. This would include creaHve cultures that are open, flexible, diverse and 

empower employees.   Lastly, at the foundaHon to successfully a`racHng, recruiHng and 

retaining workers is effecHve leadership at the managerial level.  It is key to have the right 

leaders in the right posiHons who can easily adapt their leadership style depending on the 

situaHon and the individuals who are being managed.   
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Conclusion 

The environmental scan provides the industry with a great deal of insight and guidance into 

how to proceed post pandemic. There is a need to shit in response to changes in employment 

expectaHons, naHonal employment trends, and changing demographics. The table below 

summarizes some of the key findings from this secHon.  

Table 2. Responding to Today’s Workplace Trends:  DirecHons for Leaders 

Recruit from underrepresented groups Youth 

Newcomers to Canada 

Robust compensa5on IncenHves 

Bonuses 

RecogniHon 

Engage employees directly Seek feedback 

Be responsive 

Provide developmental opportuni5es TuiHon reimbursement 

On the job training 

Provide support to the whole person Wellness programming 

Mental health policies 

Be ready to change Workplaces need to conHnue to adapt to the 

changing world around  

Implement flexible work prac5ces CreaHve shit scheduling 

Remote work where possible 
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Research Findings 

Both qualitaHve and quanHtaHve research was conducted to inform partners on current 

and future workforce expectaHons and what is needed to retain and a`ract workers, as well as 

to inform tools and resource content for workers over the next five to ten years.  The number of 

surveys and interviews/focus groups was based on the results of the environmental scan and 

the consultants’ knowledge of a sample size that would deliver appropriate staHsHcal power for 

the analysis.    

QualitaCve Research Findings 

From a qualitaHve perspecHve, 13 interviews/focus groups were conducted with 30 

parHcipants.  The parHcipants were asked the following quesHons: 

1. What moHvated you to work in this industry? 

2. What a`racted you to work at this operaHon specifically? 

3. Why do you stay with this operaHon? 

4. What are some things your employer does that make this somewhere you want to 

work? 

5. What are some things that your employer could do differently or be`er? 

6. What are some challenges in your industry that are important to you and that impact 

the work that you do? 
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There were several themes that emerged from these interviews/focus groups that are worth 

noHng, and are consistent with the findings from the environmental scan.  

First, there are opportuniHes to change the percepHons of working in the industry.  While 

20% of the populaHon sees the sector in a posiHve light and 30% see it negaHvely, there is a 

huge opportunity to sway the other 50% undecided towards posiHve.  Work should be done on 

improving the percepHons of the industry from a workplace culture perspecHve. 

Second, given the increases in minimum wage, the fact that the individuals in the labour 

pool have other employment opHons (e.g., Amazon, Starbucks, McDonalds, etc.) and there are 

limited margins to offer higher wages within this sector, employers cannot a`ract workers based 

on pay.  Therefore, it is even more important to invest in pracHces to improve the workplace 

culture to compensate. 

Third, it was found that employers who have been successful at a`racHng and retaining 

workers have 

• Made an  intenHonal effort to invest in pracHces to set a purposeful culture within their 

workplace. 

• Invested significantly in the onboarding of their employees.  Specifically, there were 

several examples of employers who spend Hme interviewing or checking in with their 

employees at several points in Hme ater the iniHal hire (e.g., one week, two weeks, one 

month, etc.) The biggest challenge with retenHon is within the first month or so.  This 

has resulted in a significant reducHon in turnover for these employers. If employers can 
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get over the iniHal hump, then they are likely to retain the employee.  This speaks to the 

importance of finding an employee that fits with the operaHon (i.e., working condiHons, 

workplace culture, etc.) and invesHng in an onboarding process. 

• Worked on more invest for roles with challenging working condiHons. This plays a major 

role in the difficulty in a`racHng and retaining workers.  OperaHons with challenging 

working condiHons must invest more in pracHces directed towards a`racHng and 

retaining their workers to compensate.  For these operaHons, intenHonal programs to 

improve workplace culture are essenHal for low turnover. 

• Spent Hme listening to their employees.  They ask for input, criHcisms and suggesHons 

for improvements, and then follow up with either changes to the workplace to address 

any concerns, or an explanaHon as to why the changes are not possible. 

• Build a culture of community for their temporary foreign worker (TFW) labor force, both 

among the TFWs and between domesHc workers and TFWs.   

• Looked for innovaHve ways to offer TFWs programs to transiHon into permanent 

residency in order to retain them at the end of their placement.  For example, transiHon 

programs including providing connecHons for housing, drivers licenses, and other 

necessiHes.  They are using the TFW program as a potenHal pathway to immigraHon, 

mutually beneficial to both the worker and the employer. 

• Invested in small, fun iniHaHves to create a workplace culture of family and inclusion.  

Examples of these iniHaHves include contests, prizes, draws, food trucks, community 

iniHaHves (e.g., parades), discounted food orders, and cultural fesHvals. 
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• Recognized that the labour shortage/crisis has been the impetus for change and have 

realized that innovaHve pracHces are needed to become an employer of choice.  

Examples of these innovaHve pracHces include invesHng in inclusive workplaces, flexible 

shits/hours, pleasant break areas, lunches, holiday parHes, picnic/lunch areas, 

recogniHon programs, and referral programs.  

These interviews and focus groups also led to conversaHons resulHng in unintended 

connecHons that are worth noHng. For example, interviewed employers were connected to 

WALI to explore the use of their new onboarding program for Mexican TFWs.  Another 

example is the facilitaHon of working group meeHngs with Mushrooms Canada on 

developing a transiHon plan for TFWs seeking permanent residency.  In addiHon, best 

pracHces were shared anonymously with the interviewer and other organizaHons that were 

discovered from previous interviews and focus groups.  The benefits of these interviews and 

focus groups will spread far beyond this report because of the conversaHons that unfolded 

during the process. 

The results from these interviews and focus groups were used to inform the content of 

the quanHtaHve survey and to create case studies of best pracHces to be shared with other 

producers, processors and manufacturers. Both the environmental scan and this qualitaHve 

research informed the focus of the quanHtaHve survey, namely turnover and retenHon of 

domesHc workers. 

 

QuanCtaCve Survey findings 
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An online survey was sent out through distribuHon lists and personal networks. 

Respondents were asked to respond to all quesHons.  Between 30 August and 11 October, 2023 

we received 235 responses represenHng independent operaHons in the Agriculture and Food & 

Beverage Processing and Manufacturing sectors.   

Who responded? 

Responses included 78% represenHng primary agriculture, and the 22% are from meat 

processing, and food and beverage processing and manufacturing. Most responses were from 

mid-size operaHons: 33% with 11-30 employees, 26% with 31-99 employees, and 20% with over 

100 or under 10.  Of these, 53% did not have any dedicated human resource management 

employees.  38% had 1 or 2; 8% had 3-5, and finally 2% had over 6 dedicated HR staff members.  

For those without HR professionals, 45% spent less than a quarter of their Hme on HR related 

acHviHes, while 16% reported spending between 25% and 50% of their Hme on people 

management type work.   

In sum, this survey represents a range of operaHons in the agricultural sector from 

primary agriculture to meat processing and food and beverage manufacturing. The size of the 

operaHons surveyed are representaHve of the types of organizaHons that operate in this 

environment, with most being mid-sized firms. Given that we are focussed on HR issues in this 

survey, it is notable that only 38% of the operaHons surveyed had a dedicated HR employee.   

 

Respondents indicated an average rate of voluntary turnover of 10% in the last 6 months 

with some reporHng rates as high as 45%. Involuntary turnover at between 1% and 5%, leading 



 30 

to an overall turnover rate of between 8% and 15% among respondents with a few outliers at a 

25% overall rate of turnover.  

The survey focused solely on Canadians or permanent residents (not TFWs) since this 

gap was iden5fied through the environmental scan.  Ques5ons were asked about two groups 

of employees, entry level employees and skilled employees. 

 

Canadian, or permanent resident entry level employees 

Recruitment 

 

 

The chart above describes how Canadian or permanent resident entry level employees 

are recruited by operaHons in the agricultural sector.  Of those who listed ‘other’, their 

responses included social media posHng, local adverHsements, job banks, radio adverHsements, 

and university job boards.  Most, 67%, indicated that it is very difficult to recruit these 

employees.  

Onboarding 
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New employees are onboarded through a range of strategies, with the most popular 

being job shadowing, 84%, and spending Hme with a manager or supervisor, 74%. These 

methods were respecHvely ranked as being the most effecHve.  

 

Engagement 

Most operaHons are targeHng the employee experience through social events (eg., 

holiday celebraHons, summer picnics, staff lunches) and financial incenHves. Training programs 

and periodically gathering feedback are also employed regularly. Only a few operaHons, 10%, 

create partnerships within the community.  Of those who selected ‘other’, they noted that 

either they did not have a large enough conHngent of Canadian employees to organize this type 

of programming, or their only Canadian employees were summer students.  In terms of which 

acHviHes were most effecHve, respondents ranked any of the top four, namely social events, 

financial incenHves, gathering feedback and training with no real observable pa`ern.  
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Reten5on 

A range of issues regarding  retenHon were noted.  Workers let because the job is not 

what they expected, they find work that pays more, or generally find “a be`er opportunity” 

elsewhere. Of those who hire Canadian employees, there is a reported retenHon rate of 50% of 

employees hired within their first month of employment and a 25% average turnover rate 

beyond the first month. 58% of respondents reported being ‘concerned’ or ‘very concerned’ 
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about employee turnover.  

 

Workforce planning 

Respondents indicated that they wished to recruit from a range of demographic groups 

for entry-level posiHons as per the table above, the most sought ater being newcomers to 

Canada, youth, and workers from other sectors who have transferable skills.  Of these groups, 

respondents are looking for support or assistance in recruiHng newcomers, 54%, youth, 48%, 
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and workers from other sectors, 40%.  

 

Canadian, or permanent resident skilled employees 

Respondents indicated using similar strategies for skilled employees are they did for entry level 

employees.  67% reported that recruiHng skilled Canadians or permanent residents is ‘very 

difficult.’ 

 

Onboarding 
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Similar strategies are used to onboard skilled employees, with shadowing an employee 

and spending Hme with a manager being the most popular.  These direct person-to-person 

training methods were also ranked as being the most effecHve.   

 

Engagement 

Again, employers are reporHng similar strategies for engaging skilled Canadian or 

permanent resident employees as they did direct entry.  Most operaHons are targeHng the 

employee experience through social events and financial incenHves, with training programs and 

periodically gathering feedback as well. Respondents ranked any of the top four, namely social 

events, financial incenHves, gathering feedback and training as most effecHve with no real 

observable pa`ern.  
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Reten5on 

In this category, respondents reported very low turnover rates losing an average of close 

to 0% in the first month, and between 0 and 25% ater that.  16% were ‘not at all concerned’ 

about turnover, 29% were ‘somewhat concerned’, 29% were ‘concerned’, and 26% were ‘very 

concerned’. The most oten reported reason for leaving was finding a posiHon that paid more, 

followed by the job not meeHng expectaHons.   
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Workforce planning 

When reporHng on skilled Canadian or permanent resident employees, respondents indicated 

that they are interested in hiring workers from other sectors who would have transferable skills.  

They are also interested in targeHng newcomers to Canada and youth for skilled work.  Support 

for hiring these individuals follows the same pa`ern.  
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Culture 

Respondents were asked to list words that described their operaHon’s culture. The word 

cloud below represents these responses. The larger the word, the more oten it was used.   

 

Comparison between Entry vs Skilled Employees 

 The findings for entry vs skilled employees were very similar, where there were 

differences, it was completely expected, for example: 

• skilled workers are more likely to learn on their own and read manuals from an 

onboarding perspecHve 

• from a retenHon perspecHve, entry level employees are more likely to leave 

because the job was not as expected (e.g., physical working condiHons), and 

skilled workers were more likely to report burnout 
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• from a workplace planning perspecHve, youth and seasonal workers were much 

more likely to be used for entry level workers and for skilled workers, it was much 

more likely to hire workers from other sectors with transferrable skills 

It was notable that only 13% and 14% of employers looking for entry level and 

skilled employees respecHvely were looking to employees from equity deserving 

groups. 

 

Summary of QuanCtaCve Research Findings 

 It had been idenHfied from the environmental scan and the qualitaHve research, that 

there was a gap with respect to understanding specifics around HR pracHces with domesHc 

employees.  The following are the highlights from our findings: 

• For entry and skilled employees, word of mouth and referrals from current employees 

are by far the most popular methods of recruitment. 

• For onboarding both skilled and entry level employees, most employers use job 

shadowing and spending Hme with the manager or supervisor. 

• Most operaHons use many different methods to keep all their employees engaged 

including social events, training sessions or other development opportuniHes, financial 

bonuses and periodically gathering feedback about working condiHons. 

• With respect to reasons why employees quit, for entry level employees, the most cited 

reason was that the job was not as expected (i.e., working condiHons), followed by the 

fact that they found a job that paid more, or a be`er opportunity.  Skilled employees, on 

the other hand, let mostly because they found a job that paid more, followed by the job 
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not being as expected.  Skilled employees were much more likely to leave because they 

were burned out. 

•  While 67%, indicated that it is ‘very difficult’ to recruit domesHc employees. Employers 

hiring for entry level posiHons were most likely to look for workers from other sectors 

with transferrable skills, followed by youth and seasonal employees, and newcomers to 

Canada, whereas employers hiring for skilled employers were looking mostly for workers 

from other sectors with transferrable skills, followed by newcomers to Canada. 

• Overall, respondents indicated an average rate of voluntary turnover of 10% in the last 6 

months with some reporHng rates as high as 45%. Involuntary turnover at between 1% 

and 5%, leading to an overall turnover rate of between 8% and 15% among respondents 

with a few outliers at a 25% overall rate of turnover.  

• With respect to hiring entry level employees, there is a reported retenHon rate of 50% of 

employees hired within their first month of employment and a 25% average turnover 

rate beyond the first month. 58% of respondents reported being ‘concerned’ or ‘very 

concerned’ about employee turnover.   This is very different than the findings for skilled 

employees, where respondents reported very low turnover rates losing an average of 

close to 0% in the first month, and between 0 and 25% ater that.  16% were ‘not at all 

concerned’ about turnover, 29% were ‘somewhat concerned’, 29% were ‘concerned’, 

and 26% were ‘very concerned’.  

• Only a few operaHons, 10%, create partnerships within the community.  This is an 

opportunity, given that the interviews, focus groups and case studies suggested this is to 

be criHcal to becoming an employer of choice and retaining workers. 
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Research Conclusions 

The findings from the quanHtaHve research reinforced what was heard anecdotally in the 

interviews and focus groups: 

• There are intenHonal efforts across all sectors to increase engagement and create a 

posiHve culture in the workplace.  There is an opportunity here to further invest in the 

community to engage employees. 

• The qualitaHve research also showed that employers who have been successful at 

a`racHng and retaining their employees spend Hme listening to them. This was 

reinforced with the survey with 55% of employers periodically checking in with their 

entry level employees and 58% checking in with their skilled employees. 

• The interviews/focus groups showed that the biggest challenge with retenHon is within 

the first month or so.   

• The qualitaHve research showed that working condiHons play a major role in the 

difficulty in a`racHng and retaining workers.   

• The interviews/focus groups, for the most part, suggested they are losing workers to other 

sectors (e.g. fast food) where they can receive the same pay with be`er working condiHons.   
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RecommendaCons for CreaCng a PosiCve Workplace Culture 

Do 

• Understand that culture ma`ers! Culture sets the tone for how people treat one another 

and consequently signals to perspecHve employees what is valued within the 

organizaHon. Culture can a`ract or discourage employees from seeking employment 

with the firm.   

• Decide what values you want to guide your operaHon. Be careful yet deliberate about 

your prioriHes. These prioriHes then need to flow down through all parts of your 

organizaHon, leadership, business strategy, and employment policies.   

• Ensure that sezng the tone for the organizaHon starts at the top. Leaders need to ‘walk 

the walk’. Culture is determined from the very top, both in statement about vision and 

strategy and through behaviour from top management. Leaders need to represent the 

cultural values they hope to set.  

• Monitor and evaluate culture. For culture to be successful, it needs to be more than a 

plaque on a wall or words shared by leaders. OrganizaHons should conHnuously evaluate 

their company culture to ensure that it is aligned with the intenHons set by top 

management. Regular cultural audits where employees have input into their experience 

within the firm will help leaders ensure that their collecHve vision is on track.  

• Set a culture that includes every employee. As employers in Canada, there is great 

opportunity in drawing from the diversity within this country. In order to reap this 

benefit, operaHons need to ensure that there are places that are welcoming of all 

employees and value broad ranging contribuHons. 
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Don’t 

• Don’t set a culture and forgot about it. A staHc culture does not take into account the 

rapid rate at which business and the world changes. Ensure that you are constantly 

reevaluaHng your cultural prioriHes and ensuring that you are deliberately strategizing 

ways to share your vision with those around you.  

• Don’t forget to align your HR policies with your culture. All of your efforts to support and 

guide your people should be grounded in your culture.  For instance, you want your 

cultural vision to determine how you orient new employees to the firm. Employees, new 

and longstanding, should understand the culture of the firm as a guidepost to the 

operaHon’s prioriHes.   

• Don’t let a culture develop haphazardly. Culture should develop following a careful 

process of deciding on prioriHes, planning, and set goals. If you let a culture develop on 

its own, you might end up with a culture that you don’t want, or no discernable cohesive 

culture at all! 

• Don’t forget about employee onboarding. The best way to support employees into a 

successful transiHon into the firm is to onboard them deliberately and purposefully in a 

way that is aligned with culture. This your opportunity to ensure that employee 

expectaHons are set appropriately and to engage them through the values of the firm.  

• Don’t work in silos! In order to share cultural values, employees should be encouraged 

to collaborate and work across departments. Exposure to people across the whole firm 

will help culture spread.   
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RecommendaCons for Being an EffecCve Leader 

Do 

• Alter your leadership style depending on many factors.  Different people are moHvated 

by different leadership styles and different situaHons require different leadership styles.  

There is not one best leadership style.  Leaders can be DirecHve (they simply tell their 

employees what to do), ParHcipaHve (they involve their employees in decision making 

and seek input), Encouraging/SupporHve (they provide resources, support and feedback) 

or Achievement Oriented (focus on sezng and achieve goals).  Which one of these styles 

is best depends on who you are leading and what moHvates them, their posiHon, your 

strengths as a leader, and the culture, structure and strategy of the operaHon. Which 

leadership style is best?  It depends! 

• Recognize that in some situaHons, workers will be more moHvated by a visionary, 

charismaHc leader, whereas in other situaHons, workers will be moHvated more by a 

transacHonal leader, someone who provides clear expectaHons and feedback on 

performance.   

• Spend Hme to understand what leadership style works best for which employees.  Have 

conversaHons with your employees and ask them what moHvates them in order to 

understand which leadership style would be most effecHve for them. 

• Reflect on the situaHon to understand how that impacts which leadership style you 

should use in any given situaHon.  Is there a Hme urgency or would a mistake be very 

costly?  Then you likely need to use the DirecHve leadership style.  Is the culture of your 
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operaHon to be very open-door and your employees are empowered to make decisions?  

Then the ParHcipaHve leadership style might be most effecHve. 

• Think about how the strategy of your operaHon will affect which leadership style you 

should use.  For example, the most effecHve leadership style will be different in an 

operaHon with a strategy that focuses on low cost, in which case you would likely use 

the DirecHve or Achievement Oriented style versus one that focuses on customer 

service, where you would likely not use the DirecHve style.   

• Think about how the structure of your operaHon will affect which leadership style you 

should use.  For example, the larger your organizaHon, the more difficult it becomes to 

use the ParHcipaHve style.  The number of levels and bureaucracy in your operaHon will 

also affect which leadership style is effecHve (for example, the more levels and 

bureaucracy, the more likely the DirecHve Style would be most effecHve). 

Don’t 

• Don’t use the same leadership style in every situaHon.    

• Don’t assume what leadership style you prefer is the same one that moHvates each of 

your employees. 

• Don’t use the DirecHve style and just tell your employees what to do if you think that 

parHcular employee likes to parHcipate in decision making or needs feedback and 

support to be moHvated. 

• Don’t use the Encouraging or ParHcipaHve leadership style if there is Hme urgency (for 

example, during Harvest or PlanHng season), or if it would be expensive if the employee 
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made a mistake (for example, if there are high input costs).  In this case, you would want 

to use the DirecHve style and just tell the employee what to do. 

• Don’t use the ParHcipaHve style if you aren’t going to consider the employee’s input and 

suggesHons.  They would feel frustrated if you asked them to parHcipate in decision 

making and then you didn’t use their advice. 

• Don’t use the Achievement-Oriented Style if you can’t clearly set goals and easily and 

objecHvely measure achievement on the goals.  It’s not always possible to set goals in all 

posiHons.  If you do use the Achievement-Oriented leadership style, involve the 

employees in the sezng of the goals, provide conHnuous feedback on the progress of 

achieving the goals and set challenging, but a`ainable goals. 

• Don’t ignore the impact of your operaHon’s culture, strategy and structure on which 

leadership style is most effecHve.  They are all important factors in determining which 

style you should use. 
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RecommendaCons for Hiring New Employees 

Do 

• Do make sure your hiring process is valid which means it is based on an actual job 

descripHon.  You can’t have a hiring process that is fair and legally defensible if you 

haven’t invested Hme in developing solid job descripHons (tasks required to do the job 

and the relevant knowledge, skills and abiliHes required).  The interview quesHons 

should be job-related and based on the job descripHon. 

• Do make sure your hiring process is reliable which means you are applying the same 

process and criteria to everyone that applies.  From both a legal standpoint, and also to 

pick the best person, you need to ensure you are evaluaHng all of the resumes in the 

same way, and asking the same quesHons to everyone you are interviewing.  You should 

also have a scoring system in place to score their answers to the interview quesHons. 

• Do make sure your hiring process is as free from bias as it possibly can be.  There is a lot 

of potenHal bias when you are hiring someone, for example, you might be more inclined 

to hire someone who is similar to you (similar interests, values, characterisHcs).  Or if the 

interviewer has stereotypes, they may be biased against people of a certain age, 

ethnicity or gender.  Interviewers can be trained on what these potenHal biases are so 

that they are less likely to be biased through the hiring process.  Bias can lead to people 

from marginalized communiHes and disadvantaged groups being discriminated against.  

From a fairness, ethical and legal perspecHve, it is very important that the interviewer 

isn’t biased in any way. 
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• Having said all of this, you sHll need to make sure your hiring process is pracHcal, from 

both a cost and Hme perspecHve. The CAHRC Agri-HR Toolkit has excellent templates 

and guides to help you to develop a job descripHon and interview quesHons! 

Don’t 

• Ask random, open ended interview quesHons that are not based on a job descripHon.  It 

can really get you in to trouble from a legal/discriminaHon standpoint and will not help 

you to hire the best person.  It can lead to biases and stereotypes that you might not 

even be aware of. 

• Don’t create interview quesHons without spending a lot of Hme wriHng up a solid job 

descripHon.  Remember, the interview quesHons must be based on the job descripHon in 

order for the interview to be legally defensible. 

• Don’t use a different hiring process for different candidates for the same job.  You need 

to ask the same quesHons to each person and evaluate the resumes in the same way. 

• Don’t ever try to hire someone without 

o A solid job descripHon of the job tasks and knowledge, skills and abiliHes 

required to do the job 

o EvaluaHng all resumes in the same way 

o Interview quesHons that are based on the job descripHon 

o A scoring system for interview answers with criteria 

o Asking all potenHal employees the same interview quesHons 

o Thinking about whether it is more important to find someone who has the 

specific skills to fill the job or who fits with the culture of the operaHon 
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RecommendaCons for Onboarding New Employees 

Do 

• Invest the Hme in onboarding your new employees.  Make a plan and checklist of items 

you will include throughout the onboarding process. 

• If appropriate, set your new employee up with a mentor within your operaHon.  Ensure 

this mentor is someone who you value as an employee, as it is quite likely this new 

employee will model the behaviours of their mentor. 

• Conduct interviews or check-ins with your new employees regularly (perhaps ater the 

first week, every two weeks ater that for a few months).  Try to understand what they 

like and dislike about the job and make changes were necessary to reduce turnover.  

Create a culture where new employees feel like they can speak up if they aren’t happy 

about something and come to you with any concerns. 

• Provide a realisHc job preview when you are hiring them so that you don’t have unmet 

expectaHons.  When you are going through the selecHon process, or even early on 

during the employment relaHonship, be open and transparent about what the job 

entails (the good and the bad)!  If employees know what they are walking into, it will 

reduce turnover and increase moHvaHon! 

• Remember that new employees can be commi`ed in different ways.  They can have 

conHnuance commitment which means they will stay because they have to (maybe they 

don’t have another opportunity to go to), or they could stay because they have 

normaHve commitment, meaning they stay because they feel like they should stay. We 

don’t want employees to have either normaHve or conHnuance commitment.  We want 
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employees who have affecHve commitment, meaning they stay because they want to 

and because they simply feel posiHvely about the organizaHon.  A strong onboarding 

program with a mentor, a realisHc job preview and Hme spent on socializing them into 

the company will result in higher affecHve commitment! 

Don’t 

• Don’t underesHmate the importance of invesHng Hme in an onboarding program.  It will 

reduce turnover and increase moHvaHon. 

• Don’t choose the wrong person if you are going to set up a mentorship relaHonship.  The 

new employee will likely exhibit the same behaviours as the mentor you have chosen for 

them, so it is criHcal that you choose the right person. 

• Don’t sugar coat things.  Provide a realisHc job preview to the new employees so they 

understand the good and bad about the job.  Otherwise, you are wasHng your Hme as 

things will not be as they expect them to be, and they are more likely to leave. 

• Don’t ignore your employees once they start.  You need to check in with them regularly 

to understand how they are feeling and to understand if there are ways that you can 

improve things that aren’t working.  Create a culture where new employees feel like they 

can speak up if they aren’t happy about something.  
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RecommendaCons to MoCvate Your Employees 

Do 

• Be mindful of the importance of fairness because it is very important to moHvate your 

employees.  Employees can be moHvated by three types of fairness.  First, they can be 

moHvated by distribuHve fairness; feeling that one is paid fairly relaHve to others.  

Second, they can be moHvated by InteracHonal fairness which means do they feel they 

are treated with respect.  The most important type of fairness when it comes to 

moHvaHon is procedural fairness.  Do your employees feel that HOW you make decisions 

is fair.  It’s not the outcome of the decision that is important, it’s the procedures that you 

used to make the decisions. 

• Do spend Hme ensuring your decisions are procedurally fair.  Ask yourself whether each 

decision is made using a procedure that is representaHve of how your employees would 

want you to make the decision.  For a very simple example, think about how vacaHon 

Hme is allocated, do employees think this process fair?  Have you asked them?  It can 

apply to any decision you make as a manager – who works what shit?  Who works on 

which piece of machinery or which line?  Who gets promoted?  Who gets to go on 

training courses?  Another way to ensure procedural fairness is to apply the same 

procedure when making a decision consistently, to all employees.  Also, ensure that your 

employees feel comfortable coming to you if they don’t think a decision is fair, without a 

fear of you judging or punishing them.  Lastly, you need to be transparent and 

communicate HOW you are making decisions so you’re your employees can see that you 
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are being fair.  Procedural fairness is extremely important in order to have moHvated 

employees. 

• Do make sure your employees have a high level of self-efficacy, which is their belief that 

they can do the job.  It’s different from self-esteem, which is an overall belief about 

yourself.  Self-efficacy is job or task-specific.  If an employee isn’t moHvated or 

performing well, you should ask yourself whether they have all of the tools, resources 

and skills to do you the job and whether you have given them clear instrucHons. 

• Do talk to each of your employees to understand what moHvates them.  Some 

employees are moHvated by extrinsic factors, meaning they are moHvated by pay, 

benefits, vacaHon and other tangible things.  Others are moHvated more by intrinsic 

factors, which are feelings from within like feeling saHsfied, being challenged, or feeling 

like you have accomplished something.  It is important for you to understand which is 

more important to each employee so that you can manage them differently.  For 

example, if one employee is more moHvated by intrinsic factors then conHnuous 

feedback is going to be very important.  Whereas for an employee who is moHvated by 

extrinsic factors, you are going to want to pay very close a`enHon to ensuring rewards 

are given in a Hmely way, Hed to performance and that they are valued.  It gets tricky 

because you want to treat all employees fairly, but differently according to what 

moHvates them. 

• Do set goals with your employees.  However, you need to ensure that the goals are 

challenging, but a`ainable, and easily and objecHvely measured.  However, the most 
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important thing about goal sezng is that you need to provide conHnuous feedback on 

the progress on the goals. 

• Do recognize that your employees are constantly comparing themselves to other people, 

both inside and outside of your organizaHon.  They will be comparing everything they 

bring to the job (their skills, educaHon, aztude, effort, etc.) and what they get in return 

(salary, incenHves, vacaHon, benefits, etc.).  They then compare their percepHons on this 

to other people.  If they feel others are paid more for the same effort and performance, 

they will not be moHvated and they will stop working as hard.  Individuals will use their 

co-workers within the company as comparators, but also people working in other 

organizaHons as well. 

Don’t 

• Don’t assume that all of your employees are moHvated by the same thing.  Remember, 

some are moHvated by feelings from within, whereas others are moHvated by tangible 

things like pay and vacaHon. 

• Don’t underesHmate the importance of intrinsic moHvators, or feelings from within.  

Managers tend to assume that people are mostly moHvated by money, and that oten 

isn’t the case. 

• Don’t confuse rewards with reinforcers.  Rewards are provided to employees without 

being Hed to anything, for example, a holiday bonus.  Reinforcers, on the other hand, are 

rewards that are Hed to performance (merit pay, for example).  While rewards may 

increase employee engagement and morale, they do not increase moHvaHon.  

Reinforcers, because they are Hed to performance, increase moHvaHon. 
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• Don’t hide how you make decisions.  If you are making decisions in a fair way, then 

communicate openly and transparently how you are making decisions. 

• Don’t assume if an employee isn’t moHvated or isn’t performing well that it is 

necessarily because of something they are struggling with.  Look to the situaHon, and to 

yourself as a Manager to see what you could do be`er.  Put yourself in their perspecHve 

and try to understand if they have clear instrucHons, and all of the skills, resources and 

Hme to do the job.  When someone isn’t performing, Managers typically assume that it 

is the worker’s fault, and this oten is not the case, and it is actually because of external 

factors.
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RecommendaCons for ConducCng EffecCve Performance Appraisals 

Do 

• Ensure you are doing performance appraisals for all employees.  They are criHcal from 

both a moHvaHonal and also a legal perspecHve.  It is not legally defensible if you are not 

formally documenHng your employees’ performance (for example, if there was a claim 

of discriminaHon with respect to a promoHon or pay, you could be asked to produce the 

employee’s performance reviews). 

• Ensure your performance appraisals are valid (meaning the quesHons are based on the 

job descripHon) and reliable (administered the same way consistently for every 

employee). 

• Provide conHnuous feedback.  The performance appraisal should not be a discrete 

event.  Rather, a manager should be providing conHnuous feedback throughout the year 

so that there are no surprises at the Hme of the review, and it is more of a formality to 

sign off on the documentaHon. 

• Perform “start-stop-conHnues” with your employees.  Ask them what you as a Manager 

can stop, start and conHnue doing to improve their job.  Just by asking for their opinion, 

it will increase their moHvaHon, and it oten leads to conversaHons about things that can 

easily be improved upon.  You can also reverse the exercise and also do “stop-start-

conHnues” of your employees in the same exercise.  Use the opportunity to tell them 

what you would like them to stop, start and conHnue doing. 

• Make a diary of your employees’ performance.  When you see something you like or 

dislike, write it down.  This will help when it comes Hme to conduct your performance 
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review, as you won’t be biased by the most recent thing that happened.  It will help you 

to look more wholisHcally about their performance over the raHng period.  Your 

employees will also feel valued because you took the Hme to document their 

performance. 

• Be mindful of the various biases that can occur in a performance review. Rater biases 

affect the performance raHng more than the employee’s actual performance! 

o The halo effect says that if we see an employee do something good, we 

automaHcally rate them high on everything.  It can also be the reverse and if we 

see an employee do something bad, we automaHcally rate them lower on 

everything else. 

o The similar-to-me bias says that raters will rate employees higher if they are 

similar to them in some respect (could be similar interests, educaHon, gender, 

etc.) 

o The recency bias says that raters will remember the most recent thing the 

employee has done and it will affect the raHng and the primacy bias says that the 

rater may remember the first thing the worker did in the raHng period, and that 

in turn, affects their overall raHngs. 

o Some raters commit the strictness bias and rate everyone harshly, while others 

commit the leniency bias and rate everyone leniently.  Most managers commit 

the central tendency bias, and rate everyone right down the middle! 

 



 58 

• Do use CAHRC’s AgriHR Toolkit to get started with a performance review if you are 

currently not conducHng them.  It is a great place to start with templates and 

suggesHons! 

Don’t 

• Don’t ignore the importance of conducHng performance reviews.  From both a 

moHvaHonal and legal standpoint, they are incredibly important!   

• Don’t forget the importance of invesHng Hme in a job descripHon.  The items you are 

raHng your employees on will be based on the job descripHon in order for the appraisal 

to be valid and legally defensible. 

• Don’t just do performance reviews once per year, or even once six months.  

ConHnuously provide feedback to your employees so that the performance review is not 

a discrete event.   

• Don’t make the performance review a one-way conversaHon.  Use the conversaHon as 

an opportunity to ask your employee what you could stop, start and conHnue doing. 

• Don’t rate everyone the same, in the middle of the scale.  Take the Hme to think about 

any way that you might be biased towards an employee and try not to have that affect 

the raHng you give them. 

• Don’t just measure an employee’s performance either subjecHvely (using scales) or 

objecHvely (using hard numbers such as number of sales, quality measures, etc.). If you 

just use subjecHve measures (e.g. on a scale of 1 to 10, how oten do you see an 

employee exhibit a certain behaviour), because that can lead to a great deal of bias.  On 

the other hand, you don’t want to only use objecHve measures/hard numbers (for 
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example, sales, quality measures, safety measures) as it can feel frustraHng to the 

employees if there are things outside of their control.  You want to use a combinaHon of 

both subjecHve and objecHve measures! 
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RecommendaCons for EffecCvely Training and Developing Your Employees 

Do 

• When deciding which employees to offer training and development opportuniHes to, 

ensure you are choosing individuals in a fair and consistent way.  From both a legal 

standpoint, and also to moHvate your employees, you need to have a fair procedure to 

determine who receives training and development opportuniHes.  Also, this process 

needs to be applied consistently to all employees. 

• When training for new skills or processes, measure the success of training by increases 

in performance, not by employee percepHons of whether they enjoyed the training or 

thought it was worthwhile.  Training is only valuable if it increases the performance of 

your employees.  It would be ideal to have some measure of performance before the 

training, and then to measure that performance a few weeks or months ater the 

training to see if it was a success. 

• Use training and development opportuniHes as a benefit to offer strategically to your 

employees to increase their commitment to your operaHon and reduce turnover.  Think 

of it as a form of compensaHon for those who value upgrading their skills.  It can help 

you to become an employer of choice and differenHate you from other compeHtors 

when it comes to recruiHng your employees. 

• Before deciding what type of training and development opportuniHes to offer, conduct a 

needs analysis, at the organizaHonal level (is training needed on the culture, values, 

mission, goals and strategy of your operaHon?), at the job level (is training needed on 

new knowledge, skills and abiliHes required for the job?) and at the person level (are 
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there gaps between the knowledge and skills needed for the job and the employee in 

the posiHon)? 

• Use your performance appraisal conversaHon as an opportunity to give feedback to the 

employee on what knowledge, skills and abiliHes could be improved upon and offer 

training and development opportuniHes that address them.  Also, use the performance 

appraisal conversaHon to ask your employees if there are parHcular areas where they 

would welcome training and development opportuniHes.  You might be surprised to find 

out they are interested in training in other areas of your operaHon! 

• If you are offering the training and development “in-house”, keep the learning principles 

in mind.  The following learning principles help people to learn most effecHvely:  

ParHcipaHon – ensure the parHcipants are acHvely involved in the training;  RepeHHon – 

repeat the material as much as possible (research tells us we forget 50% of what we 

hear immediately and 75% of what we hear in two months;  and of that 25% we 

remember, only 60% of it is correct);  Relevance – ensure the material is meaningful; 

Transfer – make the training as similar to the actual job as possible (e.g. train in the same 

locaHon, with the same coworkers) and Feedback (provide feedback to the learners on 

their progress).  These principles will help to increase the likelihood that the employees 

will retain the informaHon they learn! 
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Don’t 

•  Don’t randomly choose who receives training and development opportuniHes.  In order 

to be legally defensible and not biased, you should have a procedure of deciding who 

receives training opportuniHes and when, and that procedure should be applied 

consistently to all employees. 

• Don’t always assume there will be an upward learning curve when you train your 

employees.  Learning takes places in bursts, and can plateau before it increases again 

over Hme. 

• Don’t underesHmate the importance of self-efficacy with respect to training.  Self-

efficacy is the belief that someone can learn the skills that they are being trained and 

that they can apply the skills to the job.  It is different than self-esteem which is one’s 

overall belief in themselves because self-esteem is job specific.  Ater an employee is 

trained you should ensure they have self-efficacy by asking them if they feel confidence 

in applying the newly learned informaHon or skills to their job.   

• Don’t ignore organizaHonal influences on the transfer of training, meaning the likelihood 

that they will transfer what they have learned to the workplace.  First, ask yourself 

whether there are rewards for demonstraHng the new skills or behaviours.  Second, are 

there environmental constraints or obstacles (for example, is there a lack of equipment, 

tools, Hme, etc. that may prevent the employees from using their newly learned skills?). 

Also, ensure there is both supervisory and peer support for what was learned in the 

training.  Training coworkers together can help to reinforce the behaviours with each 
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other.  Lastly, ensure you have a strong organizaHonal learning climate where learning is 

encouraged, supported, and rewarded. 

• Don’t measure the effecHveness of the training based on the employees’ reacHon as to 

whether they were saHsfied with it.  Instead, you want to measure the actual learning 

and whether it resulted in aztude or behaviour changes.  
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RecommendaCons for EffecCvely CompensaCng Your Employee 

Do 

• Do He some pay to performance.  From a moHvaHonal standpoint, it is important that 

employees have some porHon of their pay Hed to performance (an incenHve).  But it is 

also criHcal that those incenHves are provided in a Hmely manner, and based on a fair 

and valid performance appraisal so that employees can make the connecHon between 

the incenHve and their performance. 

• Do have incenHves or merit pay that are based on a combinaHon of individual and 

organizaHonal performance. If you only provide individual incenHves, you will create a 

culture of compeHHveness and people will look out for themselves.  If you only provide 

incenHves based on organizaHonal performance, you will end up with some individuals 

being social loafers, meaning that they don’t work hard because they know they will get 

the same reward as everyone else. 

• Do have an open and transparent pay system, IF AND ONLY IF, you have invested Hme 

into ensuring it is procedurally fair.  Have you spent Hme ensuring that the procedures to 

decide what job receives what level of pay are fair and valid?  Ideally, if you have, and 

you can communicate that process, it will greatly moHvate employees because they can 

understand why they are receiving the pay that they are.  If you don’t have an open and 

transparent pay system that is procedurally fair, then employees will overesHmate what 

their coworkers are being paid and it will affect their percepHons of equity. 

• Do ensure you have both internal equity and external equity.  Internal equity means that 

you are paying people fairly relaHve to each other within the organizaHon.  External 
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equity means that you are paying your workers fairly relaHve to those in similar posiHons 

at your compeHtors.  Your employees will constantly be comparing themselves to other 

people within the organizaHon and in other organizaHons. 

Don’t 

• Don’t have an open and transparent pay system if you haven’t invested the Hme to 

ensure it is procedurally fair and unbiased. 

• Don’t randomly determine wages or merit pay.  In order to moHvate your employees, 

the pay system must be structured and based on job descripHons, external wage rates 

and internal equity.  Merit pay or incenHves must be Hed to a performance measure that 

is objecHve and free from bias.  Employees must feel like both their wages and any merit 

pay are determined in a fair and equitable way. 

• Don’t have incenHves that are solely based on either individual performance or company 

performance.  It should be a combinaHon of rewards that are Hed to both individual and 

organizaHonal performance. 

• Don’t forget that your employees are constantly comparing themselves to others both 

within your organizaHon and in other organizaHons.  If they feel like they aren’t being 

paid fairly compared to someone else, they will not be as moHvated and will put in as 

much effort.  Spend the Hme to analyze whether you are paying people fairly relaHve to 

each other within your organizaHon, and gather data from other organizaHons. 

• Don’t wait too long to provide incenHves that are Hed to performance. Employees need 

to see the connecHon between the performance and the reward. 
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CASE STUDY #1:  Becoming an employer of choice 
 
Nortera, a large vegetable processor with 13 operaHons and 3000 employees, has become an 

employer of choice in both Canada and the United States. Over a 25 year history, they have 

responded to challenges by creaHng a strong company culture anchored by a strong leadership 

team with stable, grassroot values and a commitment to employee saHsfacHon, success and 

well-being. 

A notable example of their strength is the STAY program. In response to a recorded 17% 

turnover rate in one of their departments, they built an employee feedback system in order to 

get the root of this challenge.  This program involves a series of interviews with both new and 

long-term employees where feedback is collected on the employee experience.  It should be 

made clear that this differs from performance appraisal or evaluaHon.  Performance 

management conversaHons happen at a different Hme.  The STAY interview is a scheduled, 

open, two-way conversaHon between each employee and their supervisor.   For new 

employees, the interviews occur at 2 weeks, 6 weeks, 12 weeks and 16 weeks, and is used a tool 

to retain new employees.   

There are five quesHons that are asked in the STAY interview: 

1. What do you enjoy about working here? 

2. What do you learn from working here? 

3. When was the last Hme you thought about leaving us and what prompted that? 

4. Why do you stay here? 

5. What can I do to make your work experience be`er? 



 68 

The outcomes of these interviews are recorded and inform all kinds of acHviHes within the 

operaHon including: the establishment of an outdoor non-smoking area, hosHng team meeHngs 

at a different Hme of the day (beginning vs end of shit) and providing freezer jackets and tuques 

during cold temperatures. Notably, turnover was reduced to 5%.   

In addiHon to the STAY program, Nortera has found other creaHve ways to listen to their 

employees. For instance, supervisors are encouraged to have a true “open door policy” where 

leaders are accessible and employees are encouraged to share concerns or suggesHons. 

Similarly, they have implemented a stop-start-conHnue program where employees are regularly 

asked what they want you to stop, start and conHnue doing.  They have also launched an online 

tool called Office Vibe, where employees are prompted by email every two weeks to report on  

relaHonships with managers, relaHonships with co-workers, recogniHon, saHsfacHon, personal 

growth, ambassadorship, alignment, feedback and wellness.  The answers are anonymous, 

although the employee can choose to idenHfy themselves.  It has an astounding parHcipaHon 

rate of 66%!  The benefits are that managers receive a snapshot of how their employees are 

feeling, co-workers can send “good vibes” to colleagues, and all employees have an opportunity 

to feel heard. The key to the success of this program is that there is follow-up on the answers 

and a sincere effort to address concerns or ideas that are raised through the survey.  Some of 

that follow-up may even come directly from the CEO! 

Through open communicaHon with employees and responsiveness to employee feedback, 

Nortera has created a culture that withstands labour shortages, compeHHve with other sectors 

where pay might be higher, and earned a reputaHon as an employer of choice.  Their employees 
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talk about the operaHon with great pride espousing the core values of the company, namely 

environmental sustainability and healthy living through plant-based diets.  

In reflecHng on their success in responding to challenging labour markets, one leader noted 

“maybe the shortage has hurt some companies, but it has made us be`er… we have become 

soluHon-based thinkers because we didn’t have a choice”.  This shit in mindset and perspecHve 

has made a big difference in their ability to retain workers.  Some employees have gone as far as 

to call Nortera a “mysHcal” place to work. What have they done to earn this reputaHon and to 

become an employer of choice. See Table 1 for some concrete examples of their strategies.   

Perhaps the biggest learning from Nortera is that their strong, posiHve culture is not an 

accident, it is purposeful and is the outcome of intenHonal programs and pracHces targeted at 

the employee experience. Here are the key learnings from this case study: 

• Be intenHonal and though~ul of programs or pracHces that will lead to a posiHve 

culture; 

• Look at data on turnover and understand why people are leaving; 

• Seek employee feedback and make changes based on that feedback; 

• Foster and create a culture of pride amongst your employees; 

• Invest in the community; 

• Over-hire to deal with absenteeism and prevent burnout; 

• Be flexible with your policies and pracHces – be open to making changes to 

accommodate your employees; 

• Don’t underesHmate the importance of working condiHons, and invest in improvements; 
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• Look at the industry labour shortage from a different perspecHve – focus on how it can 

make your organizaHon be`er and be soluHon based. 

Table 1. Examples of programs that support Nortera’s culture 

Wages.  

• They acknowledge that you have to pay general labour almost as much as skilled 

labour, but they also recognize that they can’t compete with automoHve salaries. 

• Focus on building a workplace where people want to be.  

• Invested in creaHng a transparent pay system with strong pay equity. 

Working condiHons 

• Focused on posiHve, safe and inclusive workplaces.   

• Investment in pleasant break areas, improving faciliHes, paving the parking lot, 

providing picnic areas and providing healthier alternaHves for lunch.  

• Investment in automated equipment to improve the experience of their employees, 

specifically with respect to the physicality of work. 

RecogniHon through events 

• Frequent, yet simple events such as barbeques and holiday parHes to support the 

culture of pride at Nortera. 

Staffing 

• Over-hire by 8-13%; employ more staff than they need to prevent burnout and fill 

gaps when absenteeism occurs. 
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• Ensure hiring pracHces are fair and effecHve; careful interview quesHons that allow 

the selecHon of people who fit with their unique culture and organizaHonal values. 

Employee development 

• Self-paced training and development informed by a competency based.   

• Employees have the opportunity to move quickly through a series of levels; progress is 

recognized with pay raises.    

• The program has allowed them to cross train, resulHng in efficiencies. For example, 

they are now able to run each shit with 18 people versus 24 people 3 years ago. The 

money saved goes to increased wages! 

Encouraging a culture of pride and helping 

• In line with their value of caring for people, Nortera also quietly and humbly invests in 

the community, whether it’s to foodbanks, children’s’ camps, inner city schools, just to 

name a few, which further contributes to the sense of pride among employees. 

Responsive work arrangement 

• Flexibility out of necessity! In response to employee demand, they have developed 

flexible and innovaHve with policies and pracHces, because “they don’t have a choice 

if they want to a`ract and retain talent”.  

• Example: A site who was having difficulty with weekend skilled trades so they hired 

two workers who work solely on the weekend (two 12 hour shits for which they pay 

Hme and a half).  These posiHons are now a`racHve to some individuals who can get 

36 hours of pay in two days. 
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Key Take-Aways from this Case Study 
 

• Employers like Nortera who have been successful in a`racHng and retaining workers 

have recognized that the labour shortage/crisis has been the impetus for change and 

have realized that innovaHve pracHces are needed to become an employer of choice.  

Examples of these innovaHve pracHces, include invesHng in inclusive workplaces, more 

flexible shits/hours, pleasant break areas, providing lunch, holiday parHes, picnic/lunch 

areas, recogniHon programs, referral programs, etc. 

 

• Be mindful of the importance of fairness, because it is very important to moHvate your 

employees.  Employees can be moHvated by three types of fairness.  First, they can be 

moHvated by distribuHve fairness which means do they feel they are paid fairly relaHve 

to others.  Second, they can be moHvated by InteracHonal fairness which means do they 

feel they are treated with respect.  The most important type of fairness when it comes 

to moHvaHon is procedural fairness.  Do your employees feel that HOW you make 

decisions is fair.  It’s not the outcome of the decision that is important, it’s the 

procedures that you used to make the decisions. Ask yourself whether each decision is 

made using a procedure that is representaHve of how your employees would want you 

to make the decision.  One way to ensure that you are using this strategy as your guide is 

to give employee’s voice into your processes.  Another way to ensure procedural fairness 

is to apply the same procedure when making a decision consistently, to all employees.  

Also, ensure that your employees feel comfortable coming to you if they don’t think a 

decision is fair, without a fear of you judging or punishing them.  Lastly, you need to be 
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transparent and communicate HOW you are making decisions so you’re your employees 

can see that you are being fair.  Procedural fairness is extremely important in order to 

have moHvated employees, and Nortera has excelled in this regard! 

 

• Nortera has clearly demonstrated that ParHcipaHve Leadership (involving employees in 

decision making and asking for their input) can be very effecHve!  But we need to 

remember that you need to alter your leadership style depending on many factors.  

Different people are moHvated by different leadership styles and different situaHons 

require different leadership styles.  There is not one best leadership style.  Leaders can 

be DirecHve (they simply tell their employees what to do), ParHcipaHve (they involve 

their employees in decision making and seek input), Encouraging/SupporHve (they 

provide resources, support and feedback) or Achievement Oriented (focus on sezng 

and achieve goals).  Which one of these styles is best depends on who you are leading 

and what moHvates them, their posiHon, your strengths as a leader, and the culture, 

structure and strategy of the operaHon. Which leadership style is best?  It depends! The 

parHcipaHve style has worked very well for Nortera! 

 

• Employers, like Nortera, who have been successful at a`racHng and retaining their 

employees spend Hme listening to them.  If employees feel they have a voice, they will 

be more moHvated. They ask their employees for input, criHcisms and suggesHons for 

improvements, and then follow up with either changes to the workplace to address any 

concerns, or an explanaHon as to why the changes are not possible. 
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• Employees can be commi`ed in different ways, and Nortera has created a great deal of 

AffecHve Commitment within their employees (meaning they stay because they want to 

and because they simply feel posiHvely about the company).  AlternaHvely, and not 

desired, you can have employees who have conHnuance commitment which means they 

will stay because they have to (maybe they don’t have another opportunity to go to), or 

they could stay because they have normaHve commitment, meaning they stay because 

they feel like they should stay. We don’t want employees to have either normaHve or 

conHnuance commitment.  All of Nortera’s intenHonal pracHces and iniHaHves towards 

developing a posiHve workplace culture has resulted in high affecHve commitment and 

pride amongst their employees. 

 

• Like Nortera, perform “start-stop-conHnues” with your employees.  Ask them what you 

as a Manager can stop, start and conHnue doing to improve their job.  Just by asking for 

their opinion, it will increase their moHvaHon, and it oten leads to conversaHons about 

things that can easily be improved upon.  You can also reverse the exercise and also do 

“stop-start-conHnues” of your employees in the same exercise.  Use the opportunity to 

tell them what you would like them to stop, start and conHnue doing.  This has worked 

well for Nortera by giving their employees a voice, which increases moHvaHon and 

commitment! 
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CASE STUDY #2:  CreaCng a Culture of Community 

The labour crisis facing the Agri-food sector is perhaps the industry’s biggest challenge and is 

not going to go away anyHme soon. OperaHons in this sector have a reputaHon for difficult 

working condiHons, making it challenging to a`ract and retain workers.  A recent survey of 

businesses in the sector found that retenHon is at its worst in the first few weeks of 

employment.   According to this study, there is a retenHon rate of 50% for entry level employees 

within the first month of employment and a 25% average turnover rate beyond the first month.  

The research also showed that 67% of employers report that they lose entry level employees 

because the job was not what they expected with respect to working condiHons. Employees are 

largely lost to other sectors such as fast food, where employees receive the same pay but with 

be`er working condiHons.  Given the increases in minimum wage, the fact that the individuals 

in the labour pool have other employment opHons and there are limited margins to offer higher 

wages within this sector, employers cannot a`ract workers based on pay. In fact, 65% of 

employers reported that they are losing entry level employees because they find be`er pay 

elsewhere.  If organizaHons in the sector want to a`ract and retain workers, they need to make 

significant and intenHonal investments to become employers of choice, meaning that 

employers need to create operaHons where people want to work. This is of parHcular 

importance given that word of mouth and referral from current employees are by far the most 

common methods of recruitment.  Therefore, it is even more important to invest in pracHces to 

improve the workplace culture to become an employer of choice. 
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In a recent study, respondents in the Agri-Food sector were asked to provide three words to 

describe the workplace culture of their organizaHon.  The word cloud below represents these 

responses (the larger the word, the more frequently it was used): 

 

It is no surprise that in the Agri-food sector, workplace cultures are described as family-oriented, 

posiHve, inclusive, supporHve and friendly given that the majority of these operaHons are in 

rural communiHes with strong values.  Those that have been successful at becoming an 

employer of choice have excelled at creaHng a culture of community.  Employers can do this by 

creaHng engagement within the organizaHon, or externally with the surrounding community. 

Investment in the local community has been shown to increase engagement and create a 

posiHve workplace culture.  However, recent research has shown that only 10% of employers 

make this investment! There is a huge opportunity to not only make a difference in the 

surrounding town, but also to engage employees by insHlling values, and differenHaHng the 

employee experience. 
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Some organizaHons exemplify community engagement by invesHng in several iniHaHves that 

bridge a relaHonship between the company and the community.  As a result, some operaHons 

have taken a role in community economic development. In a few cases, the operaHons have 

become the main economic driver of the towns in which they operate and have provided 

significant economic investment in the form of housing, playgrounds, and sporHng faciliHes. 

Other organizaHons show their commitment to their community by quietly donaHng to local 

community organizaHons (e.g., hospitals, sports organizaHons), encouraging their employees to 

volunteer in the communiHes in which they live, parHcipaHng in parades, and holding cultural 

events aimed at building community among their Temporary Foreign Workers (TFWs) and the 

local communiHes.  All of these iniHaHves create a feeling of community among employees, 

which leads to increased engagement and commitment. 

In addiHon to being a strong community partner, there are many examples from organizaHons 

who make an intenHonal effort to create a culture of community within the workplace.  

• With respect to onboarding new employees, specifically TFWs, some employers spend a 

significant amount of Hme orienHng new employees and equipping them with 

everything that is available in the community.  Most employers also use job shadowing 

and ensure the new worker spends Hme with the direct manager or supervisor. 

• To retain employees, several organizaHons check in with their employees quite oten and 

listen to what they can do to make improvements.  This can be a formal program with 

regular increments between check ins for new employees (e.g., ater one week, two 

weeks, one month, two months, etc.) or informally for longer term workers.  In fact, 55% 

of employers periodically check in with their entry level employees and 58% check in 
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with their skilled employees.  They ask their employees for input, concerns, and 

suggesHons for improvements, and then follow up with either changes to the workplace, 

or an explanaHon as to why the changes are not possible. 

• Recent research also showed that most operaHons invest in keeping their employees 

engaged through social events, training and development opportuniHes, financial 

bonuses and small, fun iniHaHves to create a workplace culture of family and inclusion.  

Examples of these iniHaHves include contests, prizes, draws, and food trucks, community 

iniHaHves (e.g., parades, cultural fesHvals), and discounted meat orders. 

• Employers of choice go out of their way to build a culture of community for their TFWs, 

both among the TFWs and between domesHc workers and TFWs.   
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Key take-Aways from this case study 

o Working condiHons play a major role in the difficulty in a`racHng and retaining workers.  

OperaHons with challenging working condiHons must invest more in pracHces directed 

towards a`racHng and retaining their workers to compensate.  For these operaHons, 

intenHonal programs to improve workplace culture are essenHal for low turnover. 

 

o Given that most entry level workers quit because the job was not as expected (i.e., 

working condiHons), and that this turnover is most likely to happen in the first month, 

ensuring organizaHons provide a realisHc job preview (RJP) is very important.  A RJP is 

process whereby perspecHve employees receive a realisHc descripHon of what the 

working condiHons are actually like so that new employees have appropriate 

expectaHons.  Some organizaHons even prepare videos and bring the employee to the 

workplace prior to hiring them to make it as realisHc as possible. 

 

o OrganizaHons successful at retaining workers live by their organizaHonal values. Spend 

Hme deciding what values you want to guide your operaHon. Be careful yet deliberate 

about your prioriHes. These prioriHes then need to flow down through all parts of your 

organizaHon, namely leadership, business strategy, and employment policies.   

 

o Understand that culture ma`ers! Culture sets the tone for how people treat one another 

and consequently signals to perspecHve employees what is valued within the 
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organizaHon. Culture can a`ract or discourage employees from seeking employment 

with your organizaHon.   

 

o Monitor and evaluate culture. For culture to be successful, it needs to be more than a 

plaque on a wall or words shared by leaders. OrganizaHons should conHnuously evaluate 

their company culture to ensure that it is aligned with the intenHons set by top 

management. Regular cultural audits where employees have input into their experience 

within the firm will help leaders ensure that their collecHve vision is on track.  

 

o Employers of choice invest in small, fun iniHaHves to create a workplace culture of family 

and inclusion.  Examples of these iniHaHves include contests, prizes, draws, food trucks, 

community iniHaHves (parades, sports, etc.) and cultural fesHvals. 

 

o InvesHng in your community can insHll feelings of AffecHve Commitment meaning that 

your employees are more likely to stay because they feel posiHvely about where they 

work and have pride in their organizaHon. 

 

o Employers who have been successful at a`racHng and retaining their employees spend 

Hme listening to them.   If employees feel they have a voice, they will be more 

moHvated. They ask their employees for input, criHcisms and suggesHons for 

improvements, and then follow up with either changes to the workplace to address any 

concerns, or an explanaHon as to why the changes are not possible. 
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CASE STUDY #3:  Equity, Diversity & Inclusion:  From a Temporary Foreign Worker Lens 

Recent research has shown that 67% of employers surveyed find it is ‘very difficult’ to 

recruit domesHc employees.  In addiHon, respondents indicated an average rate of voluntary 

turnover among domesHc employees of 10% in the last 6 months with some reporHng rates as 

high as 45%. Many operaHons have turned to recruiHng Temporary Foreign Workers (TFWs) to 

address the labour challenge.   

In this case study, we examine methods used by employers to retain, moHvate, and 

engage TFWs. Many of these efforts are strategic in nature; strategies to become an employer of 

choice.  What makes all of these iniHaHves truly remarkable is that they are intenHonal efforts 

towards improving equity, diversion and inclusion (EDI) within the Canadian workforce.  These 

organizaHons have worked hard to make their workplace an inclusive place to work, where the 

TFWs and domesHc workers are treated equally, while acknowledging and celebraHng cultural 

differences. 

There are some exciHng examples of operaHons going above and beyond to a`ract and 

retain employees arriving in Canada through the TFW program through both intenHonal 

pracHces that engage employees, improving their overall experience in Canada and others that 

support pathways to immigraHon.   The following are notable examples: 

• Exceeding requirements with respect to sourcing and providing housing.  Some 

organizaHons offer a choice in the type of housing available to TFWs so that the worker 

can choose what suits their situaHon best (e.g., condos, large family homes, etc.).  

Another organizaHon has renovated a nursing home so that the workers can stay 

together and form their own community-like environment.   
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• IntenHonally promoHng workplace values around inclusion to ensure that their TFWs are 

considered an extension of their work-family and treat all employees domesHc and 

foreign, according to the same labour standards and pracHces.  

• Sending managers to the host countries to recruit and select TFWs to ensure fit with the 

organizaHon’s needs and workplace culture. 

• CreaHng an environment that celebrates cultural differences and tradiHons through 

events and iniHaHves both in the workplace and in the community (e.g., food trucks, 

ethnic grocery stores, and cultural heritage fesHvals). 

• InvesHng in an extensive onboarding process where new employees learn about the 

company as well as their local community and Canada. In addiHon, there are relaHvely 

small things they do to help to onboard new employees.  For example, some operaHons 

provide furniture for new homes, carpooling opHons to get to work, support in 

navigaHng the driver’s license process, as well as assistance with obtaining a SIN, and 

health card and sezng up Canadian banking services.  A notable example about how to 

support the adjustment of TFWs to Canada comes from the Western Agriculture Labour 

IniHaHve (WALI). WALI is developing a unique pilot onboarding iniHaHve for Mexican 

TFWs whereby they are offering training in the host country on what to expect when 

they arrive in Canada.  This is to reduce the unmet expectaHons amongst TFWs, and to 

create a smoother transiHon into their work in Canada. Any efforts to ensure that 

workers’ expectaHons are accurate and in line with the standards of employment will 

help employees adjust and remain saHsfied.  Not only will this support transiHon to the 
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work, it will ensure that the new worker has everything that they need to be successful 

in the role.   

• Some organizaHons recognize that TFWs can become an important source of labour at 

the end of their contract and offer support for pathways to immigraHon (e.g., support 

for housing, employment opportuniHes for family members, and assistance in 

compleHng immigraHon paperwork and navigaHng the process).  CreaHng an inclusive 

culture that celebrates equity and diversity will increase the likelihood that TFWs will 

want to stay with your organizaHon if they transiHon to permanent residency. 

In summary, creaHng a welcoming and inclusive culture is a sound investment. When 

employees who arrive in Canada as foreign workers are made to feel part of the work-family 

through support of life and family, as well as cultural celebraHon, everyone wins.  
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Key take aways from this case study 

 

• Employers of choice go out of their way to build a culture of community for their TFWs, 

both a community within the TFWs and also a community between domesHc workers 

and TFWs.   

 

• Set a culture for both domesHc and TFWs that includes every employee and creates a 

posiHve, inclusive workplace culture. As employers in Canada, there is great opportunity 

in drawing from the diversity within this country. In order to reap this benefit, operaHons 

need to ensure that they are places that are welcoming of all employees and value 

broad ranging contribuHons. 

 

• Treat all employees, domesHc and TFWs, fairly and with respect.  How your domesHc 

employees perceive how you treat your TFWs will increase their own moHvaHon.  

TreaHng everyone consistently and fairly will improve the workplace culture of inclusion, 

and increase moHvaHon for all employees. 

 

• IntenHonally celebrate the cultural differences amongst all of your employees, perhaps 

through social events or food trucks, for example. 
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• Be creaHve about helping your TFWs to transiHon to permanent residency (if this is a 

strategic direcHon for your operaHon).  While ensuring you are also following all 

regulaHons, think creaHvely about ways you can support their pathway to immigraHon. 

 

• Dedicate resources within your organizaHon finding and a`racHng the right TFW and 

supporHng them through their onboarding process and during their Hme in Canada.  A 

small investment can go a long way in both their well-being and feelings of inclusion, 

and it is the right thing to do. 

 

• Invest the Hme in onboarding your TFWs.  Make a plan and checklist of items you will 

include throughout the onboarding process. If appropriate, set your TFWs up with a 

mentor within your operaHon.  Ensure this mentor is someone who you value as an 

employee, as it is quite likely this new TFW will model the behaviours of their mentor.  In 

addiHon, invesHng in onboarding increases self-efficacy, which is a worker’s belief that 

they can do the job.  It’s different from self-esteem, which is an overall belief about 

yourself.  Self-efficacy is job-specific and predicts job performance and producHvity. 
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CASE STUDY #4:  Challenges to A\racCng and Retaining DomesCc Workers 

There is a great deal of evidence of the labour challenges within the Canadian 

agricultural sector and the Food and Beverage Manufacturing/Processing sectors. CAHRC 

recently funded a research study that included both interviews and focus groups and a 

quanHtaHve survey to understand turnover.  Overall, respondents indicated an average rate of 

voluntary turnover of 10% in the last 6 months with some reporHng rates as high as 45%. 

Involuntary turnover at between 1% and 5%, leading to an overall turnover rate of between 8% 

and 15% among respondents with a few outliers at a 25% overall rate of turnover. For both 

entry and skilled employees, 67%, indicated that it is very difficult to recruit domesHc 

employees.  With respect to hiring entry level employees, there is a reported retenHon rate of 

50% of employees hired within their first month of employment and a 25% average turnover 

rate beyond the first month. 58% of respondents reported being ‘concerned’ or ‘very 

concerned’ about employee turnover.   This is very different than the findings for skilled 

employees, where respondents reported very low turnover rates losing an average of close to 

0% in the first month, and between 0 and 25% ater that.  16% were ‘not at all concerned’ about 

turnover, 29% were ‘somewhat concerned’, 29% were ‘concerned’, and 26% were ‘very 

concerned’.  

The interviews/focus groups provided context around the causes of turnover and what 

innovaHve employers were strategically doing to retain their employees. The labour shortages 

and challenges were evident and consistent across the Agricultural, Meat Processing and Food 

and Beverage Processing/Manufacturing sectors.  However, anecdotally, it appeared through 

the interviews/focus groups that the causes were different.  In Primary Agriculture and Meat 
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Processing, the challenging working condiHons seemed to play the largest role in a`racHng and 

retaining employees, which was not necessarily the case with the Food and Beverage 

Processing/Manufacturing sectors which face the same compeHHve labour market as other 

industries.  When working condiHons play a major role in the difficulty in a`racHng and 

retaining workers, those operaHons must invest more in pracHces directed towards a`racHng 

and retaining their workers to compensate.  For those operaHons, intenHonal programs to 

improve workplace culture are essenHal for lower levels of turnover. Examples of these 

innovaHve pracHces, include invesHng in inclusive workplaces, more flexible shits/hours, 

pleasant break areas, providing lunch, holiday parHes, picnic/lunch areas, recogniHon programs, 

and referral programs. Given that the research showed that for both entry and skilled 

employees, word of mouth and referral from current employees are by far the most popular 

methods of recruitment, these types of iniHaHves go a long way. 

The research showed that working condiHons play a major role in the difficulty in 

a`racHng and retaining workers, specifically, the survey showed that 67% of employers report 

that they lose entry level employees because the job was not what they expected with respect 

to working condiHons. In addiHon, the interviews/focus groups, for the most part, suggested 

that organizaHons are losing workers to other sectors (e.g., fast food) where they can receive 

the same pay with be`er working condiHons.  The survey reinforced this with 65% of employers 

reported that they are losing entry level employees because they find be`er pay.  Given the 

increases in minimum wage, the fact that the labour pool can work at places like Amazon, 

Starbucks, or McDonalds and there are limited margins to offer higher wages within this sector, 

employers cannot a`ract workers based on pay.  Therefore, it is even more important to invest 
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in pracHces to improve the workplace culture to compensate.  Some operaHons invest in small, 

fun iniHaHves to create a workplace culture of community and inclusion.  Examples of these 

iniHaHves include contests, prize draws, food trucks, community iniHaHves (e.g., parades, 

sports), meat orders and cultural fesHvals.   

What was clear from the interviews/focus groups was that employers who have been 

successful in a`racHng and retaining their workers, have made very intenHonal efforts to invest 

in pracHces to increase the culture within their workplace. For example, they have invested 

significantly in the onboarding of their employees.  Specifically, there were several examples of 

employers who spend Hme interviewing or checking in with their employees at several points in 

Hme ater the iniHal hire (one week, two weeks, ater one month, etc.) to ensure worker 

saHsfacHon and to check on areas of possible improvement.  This has resulted in a significant 

reducHon in turnover for these employers. The biggest challenge with retenHon is within the 

first month or so.  If employers can get over the iniHal hump, then they are likely to retain the 

employee.  The interviews/focus groups showed that the biggest challenge with retenHon is 

within the first month or so.  The survey showed that there is a reported retenHon rate of 50% 

of entry level employees hired within their first month of employment and a 25% average 

turnover rate beyond the first month. An interesHng disHncHon in the survey was that there was 

an average of close to 0% in the first month, and between 0 and 25% ater that for skilled 

employees.  From an onboarding perspecHve, the research showed that for both skilled and 

entry level employees, most employers use job shadowing and spending Hme with the manager 

or supervisor. 
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In addiHon, employers who have been successful at a`racHng and retaining their 

employees spend Hme listening to them.  They ask their employees for input, criHcisms and 

suggesHons for improvements, and then follow up with either changes to the workplace to 

address any concerns, or an explanaHon as to why the changes are not possible.  The qualitaHve 

research also showed that employers who have been successful at a`racHng and retaining their 

employees spend Hme listening to them. In the interviews/focus groups, there were several 

examples of employers who spend Hme interviewing or checking in with their employees at 

several points in Hme ater the iniHal hire (one week, two weeks, ater one month, etc.) to 

ensure worker saHsfacHon and to check on areas of possible improvement.  This was reinforced 

with the survey with 55% of employers periodically checking in with their entry level employees 

and 58% checking in with their skilled employees. 

Most notably, from the interviews/focus groups, it was found that employers who have 

been successful in a`racHng and retaining workers have recognized that the labour 

shortage/crisis has been the impetus for change and have realized that innovaHve pracHces are 

needed to become an employer of choice.  They have made intenHonal efforts to a`ract and 

retain workers, that has paid off with lower turnover. 
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Key Take-Aways from this Case Study 

• Invest the Hme in onboarding your new employees.  Make a plan and checklist of items 

you will include throughout the onboarding process.  If appropriate, set your new 

employee up with a mentor within your operaHon.  Ensure this mentor is someone who 

you value as an employee, as it is quite likely this new employee will model the 

behaviours of their mentor. 

 

• Conduct interviews or check-ins with your new employees regularly (perhaps ater the 

first week, every two weeks ater that for a few months).  Try to understand what they 

like and dislike about the job and make changes where necessary to reduce turnover.  

Create a culture where new employees feel like they can speak up if they aren’t happy 

about something and come to you with any concerns. 

 

• Provide a realisHc job preview when you are hiring them so that you don’t have unmet 

expectaHons.  When you are going through the selecHon process, or even early on 

during the employment relaHonship, be open and transparent about what the job 

entails (the good and the bad)!  If employees know what they are walking into, it will 

reduce turnover and increase moHvaHon! 

 

• Remember that new employees can be commi`ed in different ways.  They can have 

conHnuance commitment which means they will stay because they have to (maybe they 

don’t have another opportunity to go to), or they could stay because they have 
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normaHve commitment, meaning they stay because they feel like they should stay. We 

don’t want employees to have either normaHve or conHnuance commitment.  We want 

employees who have affecHve commitment, meaning they stay because they want to 

and because they simply feel posiHvely about the organizaHon.  A strong onboarding 

program with a mentor, a realisHc job preview and Hme spent on socializing them into 

the company will result in higher affecHve commitment! 

 

• Understand that culture ma`ers! Culture sets the tone for how people treat one another 

and consequently signals to perspecHve employees what is valued within the 

organizaHon. Culture can a`ract or discourage employees from seeking employment 

with the firm.   Decide what values you want to guide your operaHon. Be careful yet 

deliberate about your prioriHes. These prioriHes then need to flow down through all 

parts of your organizaHon, leadership, business strategy, and employment policies.  

Ensure that sezng the tone for the organizaHon starts at the top. Leaders need to ‘walk 

the walk’. Culture is determined from the very top, both is statement about vision and 

strategy and through behaviour from top management. Leaders need to represent the 

cultural values they hope to set.  

 

• Invest in a`racHng the right people, a dedicated onboarding program, and intenHonal 

iniHaHves to engage and retain your employees! 
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PRACTICAL AND ACTIONABLE 

RECOMMENDATIONS FOR 
INDUSTRY LEADERS 
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PracCcal and AcConable RecommendaCons for Industry Leaders 

 

1. Promote and disseminate the Sector Specific RecommendaHons / Tools and Case Studies 

included in this report. 

2. Develop a dynamic website dedicated to disseminaHon of HR tools, including weekly 

newsle`ers, blogs, Q&As, etc.  It is key that the material is relevant to mulHple sectors 

(Agriculture and Food & Beverage Processing and Manufacturing) and that it is updated 

frequently. 

3. Create a ‘community of pracHce’ among leaders in the industry where they can share 

‘best pracHces’ regarding cultural change, community building, and general engagement 

acHviHes within their operaHons.   

4. Host industry specific workshops/roundtables for organizaHons to learn about and share 

best HR pracHces and work through challenges together and with topic area experts.  

Meet frequently.  Invite experts/guest speakers to facilitate the discussion. 

5. Promote and disseminate exisHng and free sector-specific online resources: 

• FoundaHons in Agricultural Management:  Online, free course developed in 

partnership with the University of Guelph, RBC and FCC.   This course explores 

agricultural business strategy and planning, farm management, succession 

planning and financial fundamentals. 

h`ps://www.guelphagriculturalmanagement.com 
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• CAHRC Agri-HR Toolkit:  A low-cost, complete HR guide for Agriculture Employers 

and Managers with templates and modules on recruitment, selecHon and hiring, 

compensaHon and benefits, worker performance, succession planning, HR 

policies, health and safety, wellness, diversity and inclusion and foreign workers. 

h`ps://hrtoolkit.cahrc-ccrha.ca 

• Farm Credit Canada’s (FCC) website/portal for Managing People:  Includes 

resources to manage and lead employees in the industry. 

h`ps://www.fcc-fac.ca/en/knowledge/managing-people.html 

• Farm Management Canada:  NaHonal organizaHon dedicated exclusively to the 

development and delivery of leading-edge resources, informaHon and tools to 

support farm business success. 

h`ps://fmc-gac.com/who-we-are/ 

• Western Agricultural Labour IniHaHve (WALI):  Currently developing an innovaHve 

onboarding program for Mexican TFWs. 

• Food Processing Skills Canada’s comprehensive reports with sector-specific 

recommendaHons: 

• Securing Canada’s Meat Workforce:  A thorough report including 

recommendaHons on HR pracHces and opportuniHes with TFWs in the 

meat processing industry. 

h`ps://fpsc-ctac.com/wp-content/uploads/2020/03/exec-summary-

canadian-meat-and-poultry-lmi-final-report.pdf 

https://www.fcc-fac.ca/en/knowledge/managing-people.html
https://fmc-gac.com/who-we-are/
https://fpsc-ctac.com/wp-content/uploads/2020/03/exec-summary-canadian-meat-and-poultry-lmi-final-report.pdf
https://fpsc-ctac.com/wp-content/uploads/2020/03/exec-summary-canadian-meat-and-poultry-lmi-final-report.pdf
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• Working Together:  A Study of GeneraHonal PerspecHves on Canada’s 

Labour Force 

h`ps://lmi.fpsc-ctac.com/wp-content/uploads/2022/08/Working-

Together.pdf 

• At the Crossroads to Greatness: 

h`ps://lmi.fpsc-ctac.com/reports/at-the-crossroad-to-greatness/ 

6. Promote and disseminate exisHng and free non-sector-specific online resources by 

creaHng an online ‘library’ or repository for research, tools and other work that would 

support knowledge sharing among leaders in the sector.  For example: 

• Chartered Professionals in Human Resources Canada (CPHR): A website with 

firsthand, high quality, evidence based, Hmely informaHon including a toolkit and 

reports. 

h`ps://cphr.ca/resources/ 

• Human Resources Professional AssociaHon (HRPA):  A website with the latest news, 

trends and thought leadership that shape HR in Canada including up to date 

resources on current employment legislaHon, HR best pracHces and white papers. 

h`ps://www.hrpa.ca/hr-insights/ 

• Canadian Government: Services and informaHon relevant to Canadian employers. 

h`ps://www.canada.ca/en/services/business/hire/humanresourcesmanagement.html 

• Canadian HR Reporter:  Timely news on HR issues in Canada including arHcles and 

videos. 

h`ps://www.hrreporter.com/news/hr-news 

https://lmi.fpsc-ctac.com/wp-content/uploads/2022/08/Working-Together.pdf
https://lmi.fpsc-ctac.com/wp-content/uploads/2022/08/Working-Together.pdf
https://cphr.ca/resources/
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7. Plan networking acHviHes for industry leaders. They can be social events with a keynote 

speaker or sector conferences focussed on people leadership and culture. These types of 

events allow for the creaHon of informaHon networks that can then become useful 

connecHons for ongoing sharing of knowledges and resources, both formally and 

informally.   

8. Develop a cultural audit for the industry, meaning a tool to be used to conduct a 

comprehensive evaluaHon of an organizaHon's values, beliefs, behaviors, and pracHces 

to understand the current culture and idenHfy strategies for improvement. OperaHons 

could conduct these audits themselves or hire third-party services for these purposes.   

9. Develop a set of evaluaHon tools to support operaHons in conHnually evaluaHng their HR 

pracHces in order to be conHnuously revising, updaHng, and ensuring their operaHons 

are ‘working’ as planned from an HR perspecHve.  

10. Conduct future research to examine how the trends explored in this report develop over 

Hme: 

• Consider how retenHon differs for the various interest groups (e.g., youth, 

immigrants, skilled versus non-skilled employees). To date this work has been 

conducted for recruitment only.  

• There is a general finding that support for mental health and well-being would 

benefit workers in this sector. Explore various intervenHons and their relaHve 

uHlity across the various industries and workplaces.  
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• ConHnue to examine issues of diversity and inclusivity withing the agricultural 

sector. As operaHons gain success in hiring across the demographic groups 

explored in this project, there will be a need to support the growing diversity 

within each business.  How can operaHons in the agri-food business sector 

benefit from the potenHal for innovaHon and creaHvity that comes from a 

diverse workforce? 

 

  



 98 

References 
 

Beland, L., Brodeur, A., Mikola, D. & Wright, T. (2022). The short-term economic consequences of 
COVID-19: Occupation tasks and mental health in Canada.  Canadian Journal of Economics, 55, 214-247.  

Canadian Agricultural Human Resource Council (2021). Agriculture Forecast to 2029: How Labour 
Challenges Will Share the Future of Agriculture in Ontario. CAHRC Factsheet. https://cahrc- 
ccrha.ca/sites/default/files/2021-11/factsheet_ON_E_web.pdf   

Canadian Agricultural Human Resource Council (2022). NaHonal Workforce Strategic Plan for 
Agriculture and Food and Beverage Manufacturing: Interim Report. Retrieved from 
h`ps://cahrc-ccrha.ca/sites/default/files/2022-12/CAHRC%20-
%20NWSP%20Interim%20Report%20-%20Dec%206%2C%202022.pdf  
 
Dowling, B., Goldstein, D., Park, M. & Price, H. (2022). Hybrid work: Making it fit with diversity, 
equity, and inclusion strategy. McKinsey Quarterly, April. Retrieved from 
h`ps://www.mckinsey.com/capabiliHes/people-and-organizaHonal-performance/our-
insights/hybrid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy  
 
Granthan, A. (2023). In sickness and in “health”: Canada’s labour market. Prepared for CIBC 
Capital Markets.  
 
Gulseren, D., Lyubykh, Z., & Turner, N., (2021). Reimagining work safety behaviors in the light of 
COVID-19. Journal of OrganizaJonal Psychology, 14, 214-216.  
 
Fan, C., Janzen, N., & Powell, N. (2022). Proof Point: Canada's post- pandemic labour market 
shakeup. Prepared for Royal Bank of Canada.  
 
Food Processing Skills Canada (2019). Securing Canada’s meat workforce: Real challenges, 
pracHcal soluHons, fresh perspecHves (final report).  
 
Food Processing Skills Canada (2019). Technology uHlizaHon in AtlanHc Canada’s Seafood 
processing.  
 
Food Processing Skills Canada (2020). Working together: A study of general perspecHves in 
Canada’s labour force.  
 
Food Processing Skills Canada (2020). Your next worker: what you need to know.  
 
Food Processing Skills Canada (2021). At a crossroads to greatness: Key insights & labour market 
research about Canada’s food and beverage processing industry. Retrieved from h`ps://fpsc-
ctac.com  
 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/hybrid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/hybrid-work-making-it-fit-with-your-diversity-equity-and-inclusion-strategy
https://fpsc-ctac.com/
https://fpsc-ctac.com/


 99 

Larue, B. (2020). Labor issues and COVID-19. Canadian Journal of Agricultural Economics, 68, 
231-237.  
 
LMiC insight report no. 34. Sectors at risk: The impact of COVID-19 on Canadian manufacturing.  
Retrieved from h`ps://lmic-cimt.ca/publicaHons-all/the-impact-of-covid-19-on-canadian-
manufacturing/#:~:text=Manufacturing%20and%20COVID%2D19,-
In%20February%202020&text=This%20represents%20a%2017%25%20drop,especially%20those
%20related%20to%20inventory.  
 
Lowe, G. & Hughes, K.D. (2023). Shaping the future of work in Canada: Beyond the COVID-19 
pandemic. Prepared for Future Skills Centre.   
 
Ontario workforce recovery advisory commi`ee (2021). The future of work in Ontario: Findings 
and recommendaHons. Retrieved from h`ps://www.ontario.ca/document/future-work-ontario  
 
McKinsey Global InsHtute (2021). The future of work ater COVID-19.  
h`ps://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-ater-covid-19 

Statistics Canada (2023). What we heard report: Agricultural labour strategy. Retrieved from 
https://agriculture.canada.ca/en/department/transparency/public-opinion-research-
consultations/what-we-heard-report-agricultural-labour-strategy 

Statistics Canada (2022). Rejuvenating the workforce: Developing a national agricultural labour 
strategy. Retrieved from https://agriculture.canada.ca/en/rejuvenating-workforce-developing-
national-agricultural-labour-strategy-agls 

 
 

 

  

https://lmic-cimt.ca/publications-all/the-impact-of-covid-19-on-canadian-manufacturing/#:~:text=Manufacturing%20and%20COVID%2D19,-In%20February%202020&text=This%20represents%20a%2017%25%20drop,especially%20those%20related%20to%20inventory
https://lmic-cimt.ca/publications-all/the-impact-of-covid-19-on-canadian-manufacturing/#:~:text=Manufacturing%20and%20COVID%2D19,-In%20February%202020&text=This%20represents%20a%2017%25%20drop,especially%20those%20related%20to%20inventory
https://lmic-cimt.ca/publications-all/the-impact-of-covid-19-on-canadian-manufacturing/#:~:text=Manufacturing%20and%20COVID%2D19,-In%20February%202020&text=This%20represents%20a%2017%25%20drop,especially%20those%20related%20to%20inventory
https://lmic-cimt.ca/publications-all/the-impact-of-covid-19-on-canadian-manufacturing/#:~:text=Manufacturing%20and%20COVID%2D19,-In%20February%202020&text=This%20represents%20a%2017%25%20drop,especially%20those%20related%20to%20inventory
https://www.ontario.ca/document/future-work-ontario
https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-19
https://agriculture.canada.ca/en/department/transparency/public-opinion-research-consultations/what-we-heard-report-agricultural-labour-strategy
https://agriculture.canada.ca/en/department/transparency/public-opinion-research-consultations/what-we-heard-report-agricultural-labour-strategy
https://agriculture.canada.ca/en/rejuvenating-workforce-developing-national-agricultural-labour-strategy-agls
https://agriculture.canada.ca/en/rejuvenating-workforce-developing-national-agricultural-labour-strategy-agls


 100 

Authors 

Dr. Sara Mann completed her Bachelor of Commerce and MBA at McMaster University, and a 

PhD in Management at the Rotman School of Management, University of Toronto.  Prior to 

compleHng her PhD, Sara worked as a Supply Chain Analyst for Krat Foods and Stelco.  Sara’s 

experHse includes employment issues, performance management, selecHon, and 

compensaHon.  Her current research includes examining employment issues specifically in the 

Agriculture Sector and Rural areas.  She has delivered a leadership training program for both 

Ontario Pork and the Ontario Agribusiness AssociaHon for over a decade, and frequently 

delivers presentaHons and consults within the Agri-food industry. 

 

Dr. Marie-Hélène Budworth holds a Bachelor of Science from McMaster University, Master in 

Counselling from the University of Toronto, and a PhD in OrganizaHonal Behaviour and HRM 

from Rotman School of Management, U of T.  Currently, she is the Director of the School of 

Human Resource Management at York University and Associate Professor in OrganizaHonal 

Behaviour and HRM. Her program of research is focused on performance management, career 

development, and learning. She holds experHse in both quanHtaHve and qualitaHve researcher 

methods. Marie-Hélène is currently serving an Associate Editor at the Canadian Journal of 

AdministraJve Sciences and sits on the editorial boards of Human Resource Management, 

Human Resources Management Review, OrganizaJonal Dynamics and Human Resource 

Development Quarterly.  Marie-Hélène has also consulted with public and private sector 

organizaHons across a range of industries including agriculture, technology, law, government, 

architecture, medicine, and media.  



 101 

 

 
RestricCons and QualificaCons  
 
This report is provided for informaHonal purposes only.  This report has been based on 

informaHon, documents and explanaHons that have been provided to or discovered by the 

authors; thus, any research and analysis are based on these data and informaHon; and the 

analysis in this report draws on the references listed in the references secHon.  InformaHon, 

opinions and staHsHcal data contained in this report were obtained or derived from sources 

believed to be reliable, but the authors do not represent that any such informaHon, opinion or 

staHsHcal data is accurate or complete, and they should not be relied upon as such. The 

informaHon provided and referenced for this report was not independently verified for 

accuracy.  All opinions and recommendaHons expressed herein consHtute judgments and are 

subject to change without noHce as new or addiHonal informaHon becomes available.  The right 

to review all calculaHons and comments included or referred to in this report is reserved. 

 


