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Preface:

The Reimagining Career Services initiative

Canada’s world of work is shifting rapidly. Automation,
the rise of gig work, climate change, an aging
populace, and other forces are driving the need for
new approaches to career development for workers
and workforce development for employers. These
shifts have exposed deep gaps in our employment
ecosystem: services that no longer meet the needs
of today’s workers, employers struggling with
inadequate support, and practitioners asked to do
more without the tools and training to succeed.

Our current ecosystem fails to meet the needs of four
key groups. Individuals facing complex barriers are
often pushed into rapid job placements that overlook

underlying challenges, leading to cycles of precarious
work. Mid-career workers receive little support

to reskill or transition while still employed, limiting
proactive adaptation to labour market shifts. Small-
and medium-sized enterprises (SMEs), despite
employing most of the private-sector workforce,
often lack the resources for effective recruitment,
retention, and workforce planning. At the same time,
career development practitioners in the public sector
operate within a fragmented system and under-
resourced profession. This constrains their ability

to meet increasingly complex demands from both
workers and employers.

Rethinking our approach to work and learning:

A portfolio of innovation

In response, Blueprint launched the Re-imagining
Career Services (RCS) initiative with funding from
the Future Skills Centre (FSC). Rather than a single
solution, RCS tests multiple models to serve various
parts of the system: unemployed people with
complex barriers, mid-career workers navigating
transitions, SMEs addressing recruitment and
retention, and practitioners guiding Canadians
through disruption. Each project is co-designed with
partners on the ground, piloted in real-world contexts,
and evaluated to generate evidence on what works.

Mid-Career Transitions

By experimenting across this range of challenges,
RCS is helping to rebalance the employment
ecosystem. The portfolio is building knowledge,
capacity, and new service models that can inform
how Canada better supports workers, employers,
and practitioners in the years ahead. Our goal is
to ensure our employment system s inclusive,
responsive, and ready for the future of work.

2026 5
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1. Introduction

1.1. About the Mid-Career Transitions project

Inearly 2023, Douglas College (Douglas) and the and career development expertise. Inresponse,
Manitoba Institute of Trades and Technology (MITT) Mid-Career Transitions aimed to better understand
launched Mid-Career Transitions with support from the needs and services required to support these
the Future Skills Centre (FSC). This dual-client groups—to help workers navigate career transitions
project designed and tested career and workforce and employers identify promising workforce
development service models —for both mid-career development supports.

workers and small- and medium-sized enterprises

, The project launched through a Needs Assessment
(SMEs)—from April 2023 to June 2025.

(2023) and rapid co-design and prototyping

Blueprint’s previous research found that Canada’s process. Blueprint's Interim Report (December
career and skills development system largely 2024) documented service design decisions,
overlooks working mid-career adults. The system implementation experiences, and user outcomes
is also misaligned with the realities of SMEs,' which for early worker-stream cohorts (from April to

oftenlack dedicated humanresources (HR) capacity ~ November 2023).2

1 By “mid-career workers,” this report refers to people with considerable work experience and who are still years from retirement.
SMEs are those that employ fewer than 500 people.

2 See Table B1in Appendix B for an overview of model phases, participant cohorts, and their associated reports.

Mid-Career Transitions 2026 6
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Final Report

1.2. About this report

This Final Report builds on the Interim, presenting
findings from a longer period of delivery and
refinement (from April 2024 to July 2025). It
includes additional worker-stream cohorts® as
well as findings from SME services, delivered from
September 2023 to May 2025.4 It describes how
service design and delivery evolved, and presents
findings from user-testing, key lessons learned,
and potential next steps for development in the
following sections:

2. Context (pp. 8-9) explains the labour market
background and Needs Assessment findings
motivating the dual-client service models.

3. The Mid-Career Transitions service models

(pp. 10-22) describes the models designed and

tested by Douglasand MITT.

4. Methodology (pp. 23-27) outlines our
research methodology, learning agenda, data
sources, and limitations.

“Workers opportunities
to grow or pivot depend
heavily on employer
oractices, culture, and
supports.”

3 Includes worker cohorts 3—-6 at Douglasand 3-5at MITT.
4 Includes employer cohorts -3 at Douglasand 1-4 at MITT.

Mid-Career Transitions

5.

6.

Worker-stream findings (pp. 28-49) presents
results for each model's worker stream.

Employer-stream findings (pp. 50-59)

presents results for each model's
employer stream.

. CDP and staff findings (pp. 60-64) presents

insights from the career development
practitioners (CDPs) and Douglas and MITT
staff delivering the services.

. Discussion and conclusions (pp. 65-69)

explores implications for the design, funding,
and scaling of mid-career support models, as
well as areas for future research.

2026 7



2. Context

2.1. The need for career and workforce development supports

In rapidly evolving labour markets and periods of
uncertainty and risk, workers and employers must
make high-stakes decisions. These include whether
toinvest in new skills, change roles, or adjust
workforce strategies. Economic downturns and
disruptions heighten this uncertainty.

Pressures are especially acute for mid-career workers
and SMEs. Mid-career workers represent a large
share of the Canadian workforce and bring skills
and experience shaped by prior learning and work.
However, they often face barriers to transition, including
financial and family constraints and skills tied to specific
roles. Meanwhile, SMEs operate with limited HR
capacity and career development expertise.

Mid-career workers face gaps in both
access to and uptake of career services.

Career services in Canada® aim to help workers
navigate employment and career transition
decisions.® However, over 80% of adults aged
25-64 do not use them, with nearly half reporting
no need and many relying on other informal
supports,’ such as online resources (53%) or
friends and family (22%)." Among those who do
engage, use is typically short-term and reactive:
job search assistance is the most common service
(64%), including among those employed. Proactive
engagement is limited. Although service use
increases during crises (such as COVID-19), it is low
among those in at-risk roles.

As aresult, mid-career workers often navigate
transitions with minimal expert guidance, increasing
the risk of missed opportunities and poorer career
outcomes. This challenge is compounded by the
fact that many publicly funded career services
prioritize unemployed jobseekers, leaving employed
workers with limited access to proactive career
support unless it is available through their employer
or they can afford private services.

5 These services are also referred to as “career guidance” and “career counselling” services.

6 Thisreportuses “career transition” to refer to any form of career development, including progressing in a current role or making a
more substantial change of occupation or sector. “Workforce development” refers to processes ensuring organizations have the
people and skills they need through recruitment, clear role expectations, performance management, and opportunities for learning

and advancement.

Mid-Career Transitions
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SMEs encounter gaps in tailored,
strategic HR support.

Constraints also exist on the employer side. Most
SMEs rely oninformal or hybrid approaches to HR
management, largely due to limited capacity.™"
Without dedicated HR specialists, responsibility for
workforce decisions often falls to owner-managers,
who may lack formal expertise.”™ Globally,
outsourcing HR functions is becoming more
widespread, but SMEs typically do so only for routine
tasks, such as payroll and benefits administration. "

More strategic supports, such as workforce

planning or talent development, are less accessible.
Customized services are often prohibitively
expensive,* while affordable options are often not
well-tailored to SMES needs.* As a result, many SMEs
are left without the expert support to make informed,
long-term workforce decisions.

Taken together, current offerings fall short of
what mid-career workers and SMEs require,
creating an opportunity for a dual-service
model better suited to their circumstances.

2.2. Learnings from the Needs Assessment phase

Blueprint partnered with two organizations to design
and test services to respond to these challenges:
the Training Group at Douglas College (Douglas)
in Greater Vancouver, B.C. and the Manitoba
Institute of Trades and Technology (MITT) in
Winnipeg, Manitoba (see Acknowledgements

on p. 3 for information on Douglas and MITT). Both
organizations have extensive experience in career
and workforce development.

In 2023 and 2024, partners conducted needs
assessments in their provinces to understand
specific circumstances, motivations, and
challenges facing mid-career workers and SMEs.
They engaged working adults exploring career
transitions and SME employers across arange

of industries. Using mixed methods, the partners
gathered insights on participants’ characteristics,
needs, and types of supports sought, captured
inour Needs Assessment report and summarized
in Table A2 in Appendix A.

Mid-Career Transitions

Threekey insights emerged from the Needs Assessment:

1. Career transitions are shaped by workplace
contexts, not just individual decisions.
Workers' opportunities to grow or pivot depend
heavily on employer practices, culture, and
supports. However, existing career services are
generally delivered outside of one's workplace,
are usually worker-focused, and do not address
the workplace environment, organizational
practices, or employer capacity.

2. Employers benefit when workers gain clarity,
confidence, and direction—but they often
lack the tools or knowledge to support these
conversations. No existing model meaningfully
connects worker needs with employer capacity,
leaving a gap that limits long-term impact.

3. Supporting workers and employers
together may increase the likelihood of
sustained change. This has the potential to
reduce misalignment and strengthen career
and workforce development that supports
organizational needs and individual growth.

These insights inspired the dual-client service
models iterated and prototyped by our partners.

2026 9
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3. The Mid-Career Transitions service models

This section details the design and delivery of the However, the models differed in implementation.
service models tested by Douglas and MITT. Douglas treated worker and employer streams
independently and emphasized a structured,
time-bound model with standardized content and
limited one-on-one support. MITT's model was
flexible, allowing for joint or parallel engagement,
offering more intensive and open-ended support,

Douglas and MITT developed models to address
gaps in the career and workforce development
ecosystem related to limited services for employed
workers and SMEs. Both models:

» adopted a dual focus on mid-career workers and tailoring delivery to participant needs. These
and SMEs, differences reflected a more standardized approach

« used a blended approach, combining workshops  in Douglas’s model and a more adaptive, participant-
with individualized supports, and driven approachinMITT's.

« aimed to strengthen workers’ readiness for Each model is described below. See Appendix B
career transitions while building employers’ for a more detailed comparison.

capacity for workforce development.

‘Douglas emphasized a structured, ‘\

standardized approach, while MIT T adopted a ﬁ’

more adaptive, participant-driven model”

Mid-Career Transitions 2026 10
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3.1. The Douglas service model

Douglas's dual-client service model adopted a
group-based approach. It delivered content through
cohort-based workshops, encouraging peer-to-
peer learning and interactive environments. It was
designed to be financially sustainable and resource-
efficient at scale, with group work supplemented by
individualized guidance as needed.

3.1.1. Douglas worker stream

Douglas's worker stream, called the Mid-Career
Transitions Program, aimed to strengthen mid-career
workers' abilities to navigate career transitions. It
encouraged long-term career growth by building skills
(e.g., financial management, networking), participant
confidence, and clarity, and providing access to
effective career development tools and supports.

Target group and eligibility. The model targeted
employed, mid-career workers who felt stuck in
their current careers and wanted to change jobs.
Participants needed to be employed, with at least
five years of Canadian work experience (or a
combination of at least three years of employment
plus volunteer experience). Staff prioritized intakes
based on years of work rather than age.

Recruitment and screening. Individuals completed
an intake form and interviews. Candidates were
screened to assess whether they felt stuck in their
current careers, wanted to make a change, and
were ready to do so. Participants needed to be

able to attend all required model activities, actively
participate, and complete assignments.”

Service components and participant journey.
The model was delivered over 12 weeks and
involved nine workshops (one in-person and

eight virtual, facilitated by experienced CDPs).
Workshops were coupled with online resources and
optional one-on-one career counselling sessions.
Participants could exit at any time, although Douglas
recommended that they complete at least seven
workshops before doing so.

Table 1 (on the next page) summarizes
components. Figure 1 (on page 13) shows
the participant service journey.

‘. "The model targeted employed, mid-career workers who felt
' stuck intheir current careers and wanted to change jobs.”

7 Participants were recruited from those involved in the needs assessment and through Douglas’s social media platforms. Project
participation was incentivized for cohorts 3 and 4 to support sustained engagement and enable iterative, user-centred refinement of
the model; individuals received $450 upon completing the model and exit survey.

Mid-Career Transitions
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Table 1 | Douglas worker-stream service components

Component Description

Workshops 1. Personality Dimensions (in-person), helping participants understand their
(inorder of personalities, strengths, preferences, and careers or jobs aligned with them.
delivery) 2. Managing Career Transitions (virtual), introducing life and work transitions that
zgzi'é’\:%lg;g?e o affect careers and strategies for navigating uncertainty during these periods.
reading materia.ls.’ 3. Dependable Strengths (virtual), helping participants identify strengths

and reflection and how to use them to advance their careers.

agt?/lt_lez)n?elped 4. Financial Management (virtual), introducing financial planning and ways of
Bretplgrpe S navigating financial uncertainty during career transitions.

5. Presenting Your Value (virtual), helping participants recognize their transferable
skills and how to articulate them in interactions with employers and mentors.

6. Networking and Mentorship (virtual), providing networking and mentorship
skills and highlighting their value in creating meaningful career opportunities.

7. Thriving on the Job (virtual), helping participants identify how to thrive and
actionable strategies for leveraging their current jobs for career growth.

8. Navigating Disruption in the Workplace (virtual), building awareness of
workplace complexity and unpredictability and strategies to strengthen
adaptability and resilience.

9. Generative Al (virtual), introducing emerging generative Al tools (e.g., Gemini,
ChatGPT, Claude, DeepSeek, etc.) and how they can support career planning.

For cohorts 5 and 6, the "Thriving on the Job' and ‘Navigating Disruption in the Workplace

workshops were combined into one (‘Navigating and Adapting to the Changing World

of Work’). The ‘Generative Al' workshop was also added to the curriculum.®
Career Available during and after the model and hosted on Blackboard,® the Toolbox included
Transition mental health resources, tips on resume and cover letter writing, industry-specific skill
Toolbox information, and broader labour market information, featuring high-demand sectors.

It also provided access to digital career guidance tools, such as Career Cruising

and OpportuNext, to help identify viable career transition pathways and encourage

proactive career planning.

Optional, one- Participants had access to three one-hour counselling sessions with CDPs to

on-one career ask questions and develop action plans, allowing for follow-up support tailored

counselling to participants’ levels of self-efficacy. Because worker-stream participants were
employed, counselling was made available outside of work hours.

8 Foran overview of the model's evolution since its inception, see Figure B2 in Appendix B.

9 Blackboardis a learning management system that allows for centralized access and participant tracking.

Mid-Career Transitions
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Figure 1 | Douglas worker-stream participant journey

(X | | o9
AAL_AA
Recruitment Screening & intake Service delivery (12 weeks) Exit from service
Needs Eligibility and I:l;\:l Career
assessment sustainability Transition One-on- Complete
partlicipant.s and assessment Workshops Toolbox onesupport  the program
social media Using intake forms lin-person  Self-directed Upto3hours
and interviews and8virtual  resources with CDP
optional optiona

3.1.2. Douglas employer stream

Douglas's employer stream, called Futureproofing
Your Business, was designed to build employers’
access and capacity to use workforce development
tools. It aimed to strengthen employers’ recognition
of the value of internal career pathways within their
organizations and improve their ability to support
employee career development.

Target group and eligibility. The model was
targeted to SMEs with at least two employees.®
SMEs from any sector or status (for-profit or not-for-
profit) could participate. Participants could be owners,
HR specialists, or other senior representatives.

Recruitment and screening. Employers were
recruited through an email newsletter (via Douglas's
mailing list); CDPs working with Douglas; social

< QP
as

media advertisements; and long-standing partner
organizations (such as with the Tri-Cities Chamber

of Commerce, Jelly Academy,and WorkBC) that
provide training and employment opportunities for
students. Employers completed an intake form and
participated in a 15—-30-minute interview, during which
Douglas managers outlined the model's structure, key
topics, and expected takeaways."

Service components and participant journey.
The model was delivered over five weeks and
consisted of five, 90-minute workshops on
workforce development and emerging trends and
other pertinent resources. Staff recommended
which workshops and resources participants
should use based on their needs and goals.

While attendance was flexible, participants were
encouraged to attend at least three workshops.

10 Douglas made some allowances for self-employed individuals or businesses with only one employee as long as their needs aligned
with the model offerings. See section 6 for a breakdown of employer participants.

11 As part of screening, model managers also assessed employers’ availability to participate in the workshops and their comfort
engaging in group settings. Most employers who expressed interest were accepted provided they met these criteria.

Mid-Career Transitions
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Table 2 summarizes components. Figure 2 (on the next page) shows the employer service journey.

Table 2 | Douglas employer-stream service components

peer discussions.

Component Description

Workshops 1. Futureproofing Your Business, helping employers identify trends in business
(inorder of delivery) (e.g., evolving workplace environments, employee expectations, digital

Led by aCDP, innovation, and workplace wellness and health).

these 90-minute 2. Performance Management, exploring retention strategies to ensure

group workshops . . i : .

e employees receive the right training and support during onboarding,
presentations with understand expectations, and are supported via coaching to perform tasks

confidently and grow within the company.

3. Generative Al, providing foundational knowledge about how Al can help
prepare their organizations for the changing world of work. Insights involved
business proposals, marketing, and workflows.

4. Leading with Equity, introducing effective Diversity, Equity, and Inclusion (DEI)
practices and how embedding DEI can strengthen workforce performance
and outcomes.

5. Leading Through Times of Change, exploring the value of change capability,
with a focus on communicating change processes and ways employers and
employees can adapt in business and/or workplace together.

After feedback from cohort 1and testing with cohorts 2 and 3, workshop curricula
and online resources were revised to improve relevance. For example, B.C. SME
cases and data were introduced to better resonate, and the additional information
was organized to facilitate easier content navigation.

Additional After each workshop, participants received resources to further explore the topics.
resources These included a guide with advice on translating workshop discussions into
summaries of key trends, including:
* Emerging technological trends for businesses and practical steps for futureproofing.
* Integrating wellness programs into business practices (concept, incentives,
and examples).
» Generational shifts and theirimpact on workplaces.
» Effective communication with employees.
Optional, After feedback from cohort 1and testing with cohorts 2 and 3, a one-hour counselling
one-on-one session witha CDP was added for those needing further support.
counselling

Mid-Career Transitions
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Figure 2 | Douglas employer-stream participant journey
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31.3. Douglas logic models

Figure 3 illustrates logic models for each stream, conveying how program inputs and activities
are expected to lead to outputs and outcomes.

Figure 3 | Douglas logic models

Activities

Outputs
Short-term
outcomes

Long-term
outcomes

Mediating
and
moderating
factors

Both streams
Financial resources (FSC)
HR (staff and external CDPs)
Needs Assessment findings
Blueprint’s RCS phase 1findings
Targeted screening and recruitment of mid-career workers.
Group workshops, focused on identifying strengths, recognizing transferable skills, and
developing strategies to thrive in the workplace.
Optional, personalized, one-on-one career counselling.
Douglas worker stream , Douglas employer stream
A Career Transition Toolbox, composed of tools Resources for employers to translate
and resources for career transition planning. learning into action.
Mid-career workers access relevant Employers access relevant services,
services, training, and/or supports. training, and/or supports.
Increased understanding of skills. Greater access to workforce development
Shiftin mindsets about career transitions. tools andresources.
Increased clarity around career transition merolv%d worléfolr(gl?e development
goals and next steps. N@IEEDENCIHNIIE:
Improved skills and confidence to support career transitions.
Career growth and/or progression toward Enhanced recruitment, retention, and
career transitions workforce development strategies.
(e.g., promotion or salary increase, Shifts in organizational views of
enrolment in education and training). workforce development.
Achievement of career transition goal(s).
Improved skills and confidence to support
career transitions.
Mid-career worker readiness, motivation, Employer readiness, motivation, and capacity
and capacity to engage with the program. to engage with the program.
Capacity of delivery staff and CDPs Capacity of delivery staff and CDPs to provide
to provide high-quality, tailored, and high-quality, tailored, and relevant services.
relevant services. Workplace and organizational conditions,
Workplace and organizational including employers’ organizational contexts
conditions. (eg. time, resources, no competing priorities, etc.)
Local labour market conditions.
Support and capacity from employers and leadership to adopt workforce development strategies.

Mid-Career Transitions 2026 16
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3.2. The MITT service model

MITT designed a dual-client model to help
participants identify and address their needs using
‘career conversations.” This termrefers to structured,
collaborative dialogues between employees and
employers focused on career goals, skill development,
performance management, and opportunities

for growth within the organization. Workers and
employers could partake in services independently

or as part of the same organization. In Manitoba,
worker supports also involved employers, either
directly or through sector councils and employer
organizations, reflecting MIT T's emphasis on testing
anemployer-responsive approach. The centralaim
was to build participants capacity to conduct career
conversations independently and navigate career and
workforce transitions with light-touch supports.

Both streams followed a “rolling intake, individual
delivery” approach: participants were recruited

on anongoing basis within a fixed period and
progressed independently.” Initially, employer and
individual participants were recruited from those who
participated in the needs assessment. Additional
participants were recruited through advertising,
outreach, and connections through MITT and sector
councils (noted below). Workers and employers
worked closely with CDPs to build their skills and move
from a fully supported to a self-directed, lower-intensity
service, increasing their autonomy and self-efficacy:.

3.21. MITT worker stream

Called Career Services for Working Canadians,
MITT's worker stream focused on strengthening
participants’ abilities to articulate aspirations,

identify career development needs, and engage
in productive conversations with employers about
career direction and opportunities.

Target group and eligibility. The model targeted
currently employed, mid-career individuals from any
sector or profit status.”

Recruitment and screening. Participants were
recruited through social media marketing, social
networks, local marketing, and referrals from
employers and employment assistance services.
Applicants completed a screening form. Individuals
were eligible if they could legally work in Canada and
were living or working in Winnipeg upon enrolment.
Selection followed a first-come, first-served approach.

Service components and participant journey.
The modelincluded one-on-one support from
CDPs, group workshops, and self-directed
resources. Across these components, services
were delivered using the career conversations
approach to help participants identify and address
their needs. The service also incorporated Labour
Market Information (LMI) resources, including
Lightcast, to support career exploration and
decision-making. Lightcast is a labour market
analytics tool that provides compensation
benchmarking, skills comparisons across job roles,
and local hiring trends, among other insights.

Originally, the model was delivered over eight weeks,
during which participants could access an unlimited
number of one-on-one sessions with a CDP. Starting
with cohort 4, participants could receive up to 10,
one-hour sessions with a CDP. They could also exit

12 The model was delivered over several such periods; for analysis purposes, participants who enrolled and completed the model

within the same period are referred to as a cohort.

13 MITT allowed some select exceptions to its eligibility: three unemployed individuals participated because they had recently lost or
left their jobs, and three individuals in the sample were below the age of 25, so not mid-career.

Mid-Career Transitions
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after using their allotted time or when they no longer interview with their assigned CDP to select which
needed support. Participants in cohort 3 engaged components best met their needs.™

with services immediately. Those in cohorts 4 and 5
began with a group kick-off, followed by an intake

Table 3 summarizes components. Figure 4 (on
the next page) shows the worker service journey.

Table 3 | MITT worker-stream service components

Component | Description

One-on-one Allworkers first met with a CDP to discuss their needs and clarify their employment goals.
CDPsupport | CDP support was designed to help participants build the skills, confidence, and action plans
needed to engage in career conversations with employers. Participants could continue

to meet with CDPs for guidance, activities, and assessments to explore their skills and
aspirations and create an action plan to support career exploration and transitions. Early
participants engaged with services immediately; cohorts 4 and 5 began with a group kick-
off meeting and intake interview with assigned CDPs to determine which components

best met their needs. Starting in cohort 4, all CDP support moved from unlimited over eight
weeks to up to 10 one-hour sessions. Individuals exited when their identified, presenting
needs were met. CDP support was delivered flexibly, with sessions available outside regular
hours by agreement between CDPs and participants.

Group 1. Confident Career Navigation, providing tools and strategies to support mid-career
workshops workers navigate career exploration.

2. Interviews, covering strategies for how to succeed in job interviews.

3. LinkedIn Set-up for Success, outlining best practices on how to set up a LinkedIn
account and leverage it for networking and job searching.

4. Networking, covering strategies to engage effectively in networking.

5. Thrive at Work (Career Conversations), introducing career conversations and
providing strategies on holding them with employers.

Self-directed | « Career conversations: Anemployee guide to conducting effective career conversations.

fSRtlG s  Career planning: Websites and guides to help workers explore their interests, values, and
abilities when identifying potential future career opportunities.

« Interview preparation: Tips for preparing for and excelling injob interviews.

» Job search: Tips for conducting ajob search, including key job boards and websites.
« LinkedIn: Tips for setting up a LinkedIn account and leveraging the platform.

¢ Resume writing: Tips for writing resumes for different audiences.

14 This change was introduced after noting that participants from earlier cohorts who started without guided support were less successful
inusing self-directed resources. For an overview of the model's evolution since its inception, see Figure B2 in Appendix B.
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Figure 4 | MITT worker-stream participant journey
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3.2.2. MITT employer stream

Called the Responsive Career Pathways
Project, MIT T's employer stream aimed to help
participants clarify organizational needs, engage in
conversations about employee development, and
build practices for ongoing workforce planning and
skill development.

Target group and eligibility. The model targeted
SMEs with at least two employees. Eligible
employers needed to show interest inintegrating a
career and workforce development approach within
their organizations. The model also accepted some
employers from larger organizations who were
involved in the needs assessment and wanted to
continue working with CDPs."®

Recruitment and screening. Employers were
recruited through MITT's employer network; referrals
from sector council events; CDPs' contacts; and a
‘Career Conversations information session led by

Service delivery

QP&

Exit from service

¢

One-on-one Complete
career the program
navigation when ready

Self-directed el

resources Upto10hours

to support withCDP

independent

navigation

optional

CDPs. Employers completed an expression of interest,
collecting contact information. Each candidate was
theninterviewed to assess their needs and determine
whether participation was a good fit.

Service components and participant journey.
Once enrolled, participants met witha CDP for
adiscovery and scoping session. This session
determined which “pathway” was most appropriate
based on their needs, challenges, size, sector, and
yearsin operation. Pathways were called ‘Fully
Supported’ and ‘Group Learning.

As shownin Table 4, ‘Fully Supported’ involved
one-one-one interactions with CDPs, and ‘Group
Learning’ involved group-based seminars that
occurred at participants’ workplaces to help

start career conversations. Participants could
switch between pathways. As the model evolved,
online learning resources and tools were also

15 One participant was a representative from a sector council interested in supporting its career pathways.
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made available. Across all pathways, the model resources, including Lightcast, to support career
emphasized career conversations to support exploration, identify in-demand occupations and
employee development and retention. Within the skills, and inform workforce planning for both workers
Fully Supported pathway, CDPs also worked with and employers. With no fixed endpoint, employer
employers and sector associations to identify participants exited when their needs and outlined
occupational career pathways and develop career commitments were met.

matrices that mapped potential progression
opportunities and the competencies required for

Table 4 summarizes components. Figure 5 (on
the next page) shows the employer journey.

advancement. As in the worker-stream, CDPs
also integrated Labour Market Information (LMI)

Table 4 | MITT employer-stream service components

Component

Description

Fully
Supported

Provides one-on-one, individualized support from a CDP to identify workforce needs and

provide the supports, tools, and services best suited to address them. Supports may include:

* Assisting with job advertisements and interviews.

 Implementing career conversations within the workplace by supporting employers and
managers to conduct these conversations with staff and, where appropriate, working directly
with employees to prepare for and participate in these conversations.

 Supporting with identifying skills needs and workforce planning using LMl tools, including
Lightcast.

 Collaborating with employers and sector councils to develop sector-specific career pathways
and career matrices that map progression opportunities and the competencies required for
advancement.

 Developing other tailored resources and approaches.

Group
Learning

* ‘From Go to Grow’ Using Career Conversations: sessions designed for managers and
leaders to equip participants with the knowledge and skills to conduct career conversations
with their staff.

* ‘Thrive at Work’ Using Career Conversations: sessions to provide staff with better
understandings of the purpose of career conversations.

Online
resources
andtools

Online resources and tools included career matrices, interview guides, and workshop slide
decks. By program end, five online guides were available for employers:

» Career Conversations: Nurturing and Retaining Talent

« Informational Interviews

* Tips for Job Ads That Get Results

 Successful Interviewing

* Competency-Based Approach to Hiring and Growing Talent

Mid-Career Transitions 2026 20
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Figure 5 | MITT employer-stream participant journey
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"MIT T's employer stream model emphasized career
'—"7 conversations to support employee development and retention.”
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3.2.3. MITT logic models

Figure 6 illustrates logic models for both streams, conveying how program inputs and activities are
expected to lead to outputs and outcomes.

Figure 6 | MITT logic models

Activities

Short-term
outcomes

Long-term
outcomes

Mediating
and
moderating
factors

Both streams

Financial resources (FSC)

HR (staff and external CDPs)
Needs Assessment findings
Blueprint’s RCS phase 1findings

Group workshops, covering aspects of career planning, exploration, transition, and advancement.

Personalized, one-on-one CDP support.

MITT worker stream

Targeted screening and recruitment of
mid-career workers.

Self-directed resources and tools to support
career planning.

Mid-career workers access relevant
services, training, and/or supports.

Greater understanding of skills.
Shift in mindsets about career transitions.

Increased skills and confidence to support
career transitions.

Increased clarity around career transition
goals and necessary next steps.

Intermediate

Progression toward career growth and/or
transitions (e.g., enrolment in training, internal
mobility, promotion, or salary).

Longer-term

Achievement of career growth and/or
transition goals.

Mid-career workers'
readiness, motivation, and capacity
to engage with the program.

, MITT employer stream

Employer recruitment through scoping conversations
to understand organizational needs and opportunities

for workforce development.
Career Conversations information session,

introducing career conversations in the workplace.

Employers access relevant services,
training, and/or supports.

Employers develop self-directed tools
and resources.

Greater access to workforce development
tools andresources.

Improved workforce development
knowledge and skills.

Enhanced recruitment, retention, and
workforce development strategies.

Shifts in organizational views of workforce
development.

Employer’s readiness, motivation, and capacity
to engage with the program.

Capacity of delivery staff and CDPs (with direct experience with supporting workers and employers)

to provide high-quality, tailored, and relevant services.

Workplace and organizational conditions (employers have sufficient time, resources, and no

competing priorities).
Local labour market conditions.
Support from and capacity of employers

and leadership to adopt workforce development strategies.

Mid-Career Transitions
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4. Methodology

4.1. Blueprint’s evidence generation approach

The Mid-Career Transitions project is in Stage 3:
Research, Design, and Prototype of our innovation
cycle, shownin Figure 7 (on the next page). This
stage explores how we can bring the concept to

life and de-risk its development. Our Interim Report
documented the co-design and initial prototyping of
worker-stream service elements through ongoing
collaboration between participants and CDPs.
Through this process, participants and CDPs
worked alongside the project team to shape how the
services were designed and delivered, drawing on
their experiences to identify needs, test ideas, and
recommend changes.

Mid-Career Transitions

This report documents the next stage of work:
testing and refining the prototypes based on what
participants, CDPs, and delivery teams learned
through implementation. It includes more robust
insights into the worker streams as well as findings
from the employer streams, launched in 2023 by
MITT and 2024 by Douglas. Given the phase of the
project, Blueprint's evidence generation focused
on questions to support learning, improvement,
and decision-making rather than summative
assessments.
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Figure 7 | Blueprint’s six-stage innovation cycle

Needs Assessment
What's the issue?

Sustainable Scale/Systems Change

How do we ensure sustainability and move the
needle on systems change?

Scaling

How do we grow and
maximize reach and impact?

4.2.Learning agenda

Our learning agenda aims to understand who

the models were reaching, how participants and
employers experienced the services, and whether
early outcomes were emerging as intended.
Specifically, we address the following questions:

» Uptake and reach
oWho enrolled in the services?
o Why did participants enrol?

« Participant experience

o How satisfied were participants with
the services?

o What did participants identify as opportunities
forimprovement?

o What specific service components did
participants engage in? How satisfied were
they with them?

e Preliminary outcomes

o Did worker-stream participants experience the
following outcomes:

=increased understanding of their skills;
= improved skKills and confidence to support

Mid-Career Transitions

Research, Design, Prototype
How do we bring this concept to life and
de-risk its development?

H Delivery and Iteration

Concept Generation
How might we address the issue?

How do we both improve our offering
over time and prove that it works?

career transitions;
-increased clarity of career transition
goals; and

- career growth and/or progression
toward career transitions?
o Did employer-stream participants experience
the following outcomes:
- greater access to tools and resources;

- improved workforce development
knowledge and sKills;

=enhanced recruitment, retention, and
workforce development strategies; and

- shifts in organizational views of workforce
development?

* Implementation

o What did CDPs and Douglas/MITT project
staff see as the models’ strengths?

o What challenges did CDPs face delivering the
models? How could they be improved?

o What expertise and competencies are required
by CDPs to deliver the models successfully?
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4.3. Data sources and sample sizes

As summarized in Table 5, we gathered quantitative and qualitative data using interviews, surveys, and
focus groups. We also analyzed administrative data provided by delivery partners.™

Table 5 | Data sources and sample sizes

Sample sizes and response rates

Data sources and descriptions Dates Douglas MITT

Worker-stream participant data

Administrative data | Record of the total number of | Douglas:

people who enrolled in the models. Apr.2024-2025 90 5
MITT:
Apr.2024-2025

Intake form (Douglas) and survey Douglas:

(MITT) | Online surveys capturing socio- Apr.2024-2025

demographic information (i.e, age, gender, migration | MITT: 90 61

status, race, disability status, employment, education, | apr 20242025 (100%) (100%)

andincome). MITT's survey also asked about reasons

for enrolment.

Micro-interviews | Short interviews to understand Douglas: Jan.—

participants’ expectations and reasons for joining. Apr.2025" 14 N/A
MITT:N/A™®

Exit survey | Online survey collecting data on Douglas: May

participants’ satisfaction with model componentsand | 2024—-June 2025 86/901 58/61

perceived effectiveness. MITT: Apr. (96%) (95%)
2024—May 2025

Focus groups | Online discussions to capture Douglas: May o

participant feedback andinsights into their 2024—June 2025 19a%6r1(r3n325‘)i€2t8 12 participants across

experience with the models. MITT: July focUS groups three focus groups
2024-May 2025

Website analytics | Tracker of user experienceand | Douglas:

engagement with the models’ websites, resources, Aug.2025 N/A N/A

and online workshops. MITT: July 2025

16 Further information on findings from earlier parts of the prototype are available in the Interim Report.
17 Micro-interviews were introduced starting with cohort 5 to gain deeper insight into participants' needs and reasons for joining the model.

18 Thisinformation was collected through the intake survey.

19 One person exited the survey before completing the outcomes section.

Mid-Career Transitions
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Sample sizes and response rates

Data sources and descriptions Dates Douglas MITT
Employer-stream participant data
Administrative data | Record of the number of Douglas:
people enrolled in the models. Apr.2024-2025 49 15
MITT: July
2023-June 2025
Intake survey | Online survey capturing information Douglas: July
about employers (i.e, firm size, sector,and profit model) | 2024-Apr.2025 49 14
and workforce challenges. Douglas's survey also MITT: Apr. (100%) (93%)
included a question about reasons for enrolment. 2024—Jan. 2025
Interim interviews | Short onlineinterviewstogain | Douglas: N/AZ
insights into employers’ experience mid-way through | MITT: Apr. 20252 N/A 5
the model; conducted only with cohort 3.
Exit interviews | Online interviews to capture Douglas:
employers' feedback and insights into their Feb—~June 2025
motivations to join the models, experiencereceiving | MITT:Nov. 13 12
the service, and outcomes. 2023: July 2025
Follow-up interviews | Online interviews to follow Douglas: N/A?2
up with employers about intermediate outcomes MITT: Feb. 2025 N/A 3
of the model; conducted only with employers from
cohort 1who continued service from 2024.
Staff and CDP data
Staff interviews | Semi-structured interviews with Douglas:
model staff (managers and coordinators) to learn May 2025 5 5
about the setup, adaptations, uniqueness, lessons MITT: July 2025
learned, and scalability.
CDP interviews | Semi-structured interviews with Douglas and
CDPsto learn about their role and skills required, MITT: July 2025 3 4

model content, and strengths and challenges of
delivering the models.

20 Due to the model lasting only five weeks, micro-interviews were not conducted with Douglas employer-stream participants. Instead,
exitinterviews were conducted to understand outcomes and collect feedback.

21 Micro-interviews were conducted only with MITT employer-stream participants enrolled in 2025.

22 Douglas began iterating the employer stream of the modelin 2025. Because it was implemented over a short period of time (five
weeks), follow-up interviews were not conducted with Douglas employer-stream. Instead, exit interviews were used to understand

outcomes and gather feedback.

Mid-Career Transitions
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Sample sizes and response rates
Data sources and descriptions Dates Douglas MITT
Partner meetings | Bi-weekly meetings with Douglasand
partners to discuss model adaptations and MITT: Apr.2023 N/A N/A
track progress. —June 2025
CDP case notes | Highlighting CDPs'interactions Douglas:
with participants (workers and employers), their Feb.—-May 2025 | Workers: 492 Workers: 61
observations, and progress related to each MITT: Apr.2024 | Employers: 112¢ Employers: 14
participant. —June 2025

4.4.Data limitations

Findings in this report should be interpreted within the
context of certain limitations:

« Limited generalizability due to small sample
size, non-randomness, and attrition. The
study involved a modest number of participants,
consistent with its early stage of development.
Research participation was voluntary, leading to
potential self-selection bias if only those most
motivated and positioned to benefit participated.
In some cohorts, attrition was high and likely
non-random. Findings should be interpreted
as exploratory rather than generalizable to all
participants or the broader population of mid-
career workers or employers.

Survey design and dataset inconsistencies.
Differences in the models resulted in variations
ininterview formats and survey instruments
between Douglas and MITT. Where possible,
survey questions were aligned to enable project-
level analysis, but consistency was not achieved
across all areas. These discrepancies limit direct
comparability between partner results and
constrain the scope of aggregate insights.

23 CDP case notes were recorded and shared for cohorts 5 and 6.
24 CDP case notes were recorded and shared for cohorts 2 and 3.

Mid-Career Transitions

* Incomplete data on service utilization. There
were gaps in data on the use of individual service
components. For example, access to online
resources was provided only for a limited time.
CDP administrative data for Douglas employer-
stream participants were limited to cohort 3.
Some case notes were incomplete, resulting
in minor data gaps. As a result, findings related
to service utilization should be interpreted as
indicative rather than comprehensive and may
not fully capture patterns of engagement across
all participants and cohorts.

¢ Inconsistent data on participant motivations.
Baseline data on participant enrolment were
collectedinthe intake survey by MITT only.
For Douglas cohorts, interviews asking similar
questions were held with cohorts 5 and 6.
Baseline data on participant motivations are not
consistently available across all cohorts, limiting
our ability to compare motivations systematically
between Douglas and MITT or across cohorts.
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5. Worker-stream findings

5.1. Uptake and reach

51.1. Participant characteristics

Enrolment reflected strong uptake among the target demographic—mid-career workers with
stable employment—with notable representation among highly educated, women-identifying,
and foreign-born participants.

Since 2024, 151 participants enrolled in the worker bachelor’s degree or higher (67%),
streams: 90 in Douglas'’s four cohorts and 61in « working full-time (83%), and
MITT's three cohorts. As shown in Table 6, intake

. , « reporting earnings above the median income
data reveal that participants were predominantly:

in their respective census metropolitan areas

* women-identifying (77%), (63% of participants in Vancouver and 70%

* between the ages of 35 and 54 (75%), in Winnipeg).?®

. e(lJIucated atthe pogt—gegondary level (92°ﬁ’)’ Additionally, 52% were foreign-born, 39% identified as
with many of those individuals possessing a aperson of colour, and 8% identified as Indigenous.

Table 6 | Participants’ sociodemographic characteristics®®

Sociodemographic characteristics Douglas (N=90) | MITT (N=61) | Total (151)
Gender Woman 80% (70/88) 74% (45/61) | 77% (115/149)
identification Man 18% (16/88) | 26%(16/61) | 21%(32/149)
Other 2% (2/88) 0% (0/61) 1% (2/149)
Age 191024 years 0% (0/89) 5% (3/61) 2% (3/150)
25t0 34 years 9% (8/89) 28% (17/61) | 17% (25/150)
35to44 years 43% (38/89) 44% (27/61) | 43% (65/150)
45t0 54 years 42% (37/89) 18% (11/61) | 32% (48/150)
55and above 7% (6/89) 5% (3/61) 6% (9/150)

25 Participants reported theirincomes in brackets (e.g., $40,000-$60,000 and $60,000-$80,000). We counted only participants
inbrackets entirely above the local median as earning above it. The reported proportions are therefore conservative, since some
participants in the $40,000-$60,000 bracket may also have earned more than the median. In 2023, the most recent year available,
median employment income among 25- to 54-year-olds was $57,600 in Vancouver and $52,800 in Winnipeg. See: Statistics
Canada. (2025). Income of individuals by age group, sex and income source, Canada, provinces and selected census metropolitan
areas [Table 11-10-0239-01]. https://doi.org/10.25318/1110023901-eng

26 The table includes only valid responses, excluding those marked “not applicable,” “prefer not to answer,” and missing data.
Mid-Career Transitions 2026 28
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Sociodemographic characteristics Douglas (N=90) | MITT (N=61) | Total (151)
Indigenous Yes 7% (6/88) 10% (6/60) 8% (12/148)
identity First Nations 29%(2/88) | 2%(1/60) | 2%(3/148)
Métis 2% (2/88) 8% (5/60) 5% (7/148)
Other 2% (2/88) 0% (0/60) 1% (2/148)
No 93% (82/88) 90% (54/60) | 92% (136/148)
Persons with Yes 18% (14/78) 15%(8/54) | 17%(22/132)
disability No 82% (64/78) | 85%(46/54) | 83% (110/132)
Persons Yes 40%(33/82) | 38%(21/56) | 39% (54/138)
of colour No 60% (49/82) | 63%(35/56) | 61% (84/138)
Frimary Caregiver | ves 34%(30/89) | 42%(25/60) | 37%(55/149)
members 17 years
old and under No 66% (59/89) 58% (35/60) | 63% (94/149)
_Citiz_enship and Canadian-born 51% (45/89) 45% (27/60) | 48% (72/149)
RS Naturalized citizen 33%(29/89) | 25%(15/60) | 30% (44/149)
Permanent resident 17% (15/89) 17% (10/60) | 17% (25/149)
Other (non-resident, work permit, etc.) 0% (0/89) 13% (8/60) 5% (8/149)
Highest education | No high school diploma 1% (1/89) 0% (0/61) 1% (1/150)
oeletizinee High school diploma or equivalency 4% (4/89) 1% (7/61) 7% (11/150)
certification ? ? ?
gfgﬁ)%;;;‘;“‘”““’em”y certificate, 24%(21/89) | 21%(13/61) | 23% (34/150)
University degree (bachelor’s) 34% (30/89) 33% (20/61) | 33% (50/150)
gg%?gggfgii certiioate e 34%(30/89) | 34%(21/61) | 34%(51/150)
Registered apprenticeship or 3% (3/89) 0% (0/61) 2% (3/150)
other trades
Employment Working full-time for an employer 83% (75/90) 81% (48/59) | 83% (123/149)
Siziue Working part-time 10% (9/90) 8% (5/59) | 9% (14/149)
Freelance/on-call/temporary job(s) 1% (1/90) 2% (1/59) 1% (2/149)
Has one or more additional job(s) 18% (16/90) 25% (15/59) | 21% (31/149)
Self-employed 3% (3/90) 0% (0/59) 2% (3/149)
Unemployed 0% (0/90) 5% (3/59) 2% (3/149)
Other 2% (2/90) 2% (1/59) 2% (3/149)

27 Respondents could select all options that applied to their situation; therefore, the percentages may not sum to 100%.
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food service, and aerospace)

Sociodemographic characteristics Douglas (N=90) | MITT (N=61) | Total (151)
Personal Under $20,000 2% (2/88) 0% (0/57) 1% (2/145)
gglr‘]rl:iﬁlgs?s $20,000-$59,999 35% (31/88) 30% (17/57) | 33% (48/145)
$60,000-$79,999 30% (26/88) 7% (4/57) | 21% (30/145)
$80,000-$99,999 23% (20/88) 28% (16/57) | 25% (36/145)
$100,000 or more 10% (9/88) 35% (20/57) | 20% (29/145)
Most Non-profit and government sector 24% (18/75) 19% (11/55) | 22% (29/130)
gggg:ggm Healthcare and social services 15% (11/75) 14% (8/55) 14% (19/130)
Education and training 12% (9/75) 9% (5/55) 1% (14/130)
Retall 4% (3/75) 12% (7/55) 8% (10/130)
focounting inance, Insurance, 5% (4/75) | 9%(5/55) | 7%(9/130)
Sr?(;ns?g f;ﬁ]séources, administration, 0% (0/75) 9% (5/55) 4% (5/130)
Engineering and technology 5% (4/75) 7% (4/55) 6% (8/130)
Manufacturing 4% (3/75) 9% (5/55) 6% (8/130)
Other (e.g. transportation, automation, 31% (23/75) 9% (5/55) 21% (28/130)

Source. Douglas intake formand MITT intake survey

28 Questionnaires from Douglas and MITT used slightly differentincome ranges for this question. Those used by Douglas are shown
inthe table; those from MITT were $20,001-$60,000, etc. For reporting purposes, responses across the two questionnaires were
combined by treating categories with minor boundary differences as equivalent under the assumption that these discrepancies
would not materially affect the overall distribution. This approach may lead to minor limitations, such as reduced precision, small
boundary bias, and lower comparability between surveys.

29 Although both questionnaires included an open-ended question about participants’ jobs, the phrasing differed between Douglas
and MITT. Douglas asked, “What industry is your job in?" whereas MITT asked, “What industry do you work in and what is your job?”
Responses to these questions were then grouped by sector, consistent with the approach used in the Interim Report.

30 Inthe Douglas worker stream, the intake form included this question only for participants employed full-time (N=75). Inthe MITT
worker stream, the intake survey included this question for all, but three participants who were unemployed could not indicate their
current sector, and another three provided no response, resulting in 55 valid responses.
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5.1.2. Reasons for enrolment

According tointerviews, participants enrolled to make progress in their careers and improve

their career-related clarity and confidence.

Douglas participants’ reasons for enrolment

Douglas participants enrolled primarily to gain
clarity, confidence, and tools to transition into
more meaningful and better-aligned work.

As noted in section 3, Douglas’s screening process
selected participants who felt stuck in their careers
and were willing to move past that stagnation. Micro-
interviews with cohorts 5 and 6 unpacked how
participants felt and their reasons for enrolling.

Consistent with the selection criteria, many
described feeling capped in their current roles due
to credential requirements or limited advancement
opportunities. Several worked in the same
positions for a decade or more, felt overlooked for
promotions, or were confined to survival jobs taken
out of necessity. Only a few interviewees shared
animminent need to seek new opportunities due
to structural changes at their workplace, such as
business closures or eliminated positions.

Most joined the model to step back and reflect
critically on the next stage of their careers. They
sought clarity, self-confidence, and alignment
between their work and personal values. They
wanted opportunities to network and access peer
support to reduce the isolation they felt navigating
career transitions. Many hoped to learn how to
‘brand’ themselves for new opportunities, identify
transferable skills, and strengthen their resume-
writing, communication, and networking skills.

Mid-Career Transitions

“I've never had an active choice in pursuing
something meaningful, that makes sense
to my heart. | just want to find that thing
that will make me feel like | accomplished
something.”

— Douglas worker-stream participant

MITT participants’ reasons for enrolment

Most participants enrolled to gain clarity on
career options and pathways, with strong
interest in coaching support, skill development,
and tools to advance in new or evolving careers.

As shown in Table 7 (on the next page), most MITT
intake survey respondents reported wanting a better
understanding of available career options (89%)
and to build skills to advance in their careers (70%).
They were also interested in learning about skKill
development (77%) and career exploration tools
(75%). To address these needs, most participants
(84%) listed one-on-one coaching with a CDP

as their preferred service support, with 57%
anticipating using online resources.
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Table 7 | Career transition needs, topics, and preferred supports

Survey questions and response options % (N=61)

Current career development and transition needs

Better understand my career options and potential career moves 89%
Looking to build more skills to advance my career 70%
Build more confidence in myself and my value as a worker 64%
Feel more motivated to start navigating career transitions 61%
Need more clarity for my career direction 59%
Learn more about how to communicate with my employer 34%
My sector/occupation is facing disruption, and | need support to navigate future directions 21%
Other 3%

Career development topics of interest

Skills development 77%
Career exploration tools and personality assessments 75%
Labour market information 69%
Managing career transitions 64%
Having career conversations with employers 64%
Interview skills 59%
Networking 56%
LinkedIn 44%

Preferred supports to meet career development goals

One-on-one coaching with a career development professional 84%
Self-directed through online tools and videos 57%
Group sessions (attending two-hour in-person and/or online sessions facilitated by a CDP) 44%
Unsure 26%

Source. MITT intake survey; respondents could choose all options that applied
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In focus groups, cohorts 4 and 5 respondents
shared that they joined the model to receive
career advice from CDPs. They noted a lack of
clarity on their career direction and wanted to
explore new opportunities. Some had clear career
goals. Foreign-born participants sought to better
understand the Canadian job market, networking,
and career options.

5.2. Participant experience

“The fact that they could match you with an
actual career consultant was something |
haven't had experience with before. That
sounded very interesting to me.”

— MITT worker-stream participant

Participants in both models reported high satisfaction and clear value. Some saw value ina
longer model with more CDP support, follow-ups, and practical tools.

5.21. Overall satisfaction

Participants reported high satisfaction and
value; most said the models met their needs and
supported their career transitions, and that they
would recommend the models to others. Some
would also be willing to pay for the services.

As shown in Table 8 (on the next page), 95% of
exit surveys respondents indicated being “very” or
‘somewhat” satisfied. MITT participants were more
likely to report being “very satisfied” (79% of MITT
respondents versus 67% of Douglas respondents).
Nearly all respondents (91%) rated the models a

4 or 5 out of 5 on their overall value for their career
transition, and 79% said the models addressed
their specific needs “very well” or “extremely well.”
Moreover, when describing how their needs were
addressed, 79% of respondents said, “very well”
or “extremely well” (75% for Douglas and 86%

for MITT) 3

Additionally, 93% had already recommended the
models or were “very likely” or “likely” to do so.
Overall, 24% had already recommended the model
to others and another 53% were very likely to do so.

31 Several factors could explain this pattern, including differences in participants’ baseline expectations, how they interpreted survey
response categories, the urgency or clarity of their needs, model framing, sample composition, and external circumstances at the

time of participation.

Mid-Career Transitions
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Table 8 | Participant assessment of program satisfaction, value, and needs addressed

Total of favour-
able responses
Response Douglas (N=86) | MITT (N=58) | Total (N=144) (N=144)
Overall satisfaction with the model:
Very satisfied 67% 79% 72%
Somewhat satisfied 29% 14% 23% 95%
Neither satisfied nor dissatisfied 2% 3% 3%
Somewhat dissatisfied 1% 2% 1%
Very dissatisfied 0% 2% 1%
Overall value of the program for career transition:
5 =\Very valuable 44% 67% 53%
4 47% 24% 38% ot
3 9% 5% 8%
2 0% 3% 1%
1=Novalue 0% 0% 0%
How well the services addressed participants’ specific needs:
Extremely well 19% 41% 28%
Very well 56% 45% 51% 9%
Moderately well 19% 12% 16%
Slightly well 7% 0% 4%
Not well at all 0% 2% 1%
Likelihood of recommending the program to others:
Already recommended 24% 22% 24%
Very likely to recommend 45% 64% 53% 93%
Likely torecommend 23% 5% 16%
Neutral 6% 7% 6%
Unlikely to recommend 0% 2% 1%
Very unlikely to recommend 1% 0% 1%
Source. Douglas and MITT exit surveys
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Douglas respondents expressed high satisfaction
in focus groups, describing content as relevant and
well-tailored. They valued pre-session homework
for self-reflection, identifying transferable skills, and
clarifying career goals, along with peer and CDP
interactions that supported action planning.

MITT focus group respondents praised the model's
relevance and usefulness, noting that activities
encouraged reflection and helped them move past
feeling stuck.’ The free access to expert CDPs,
with their focus on mid-career professionals, added
considerable value.

“The program gave me a lot of insights
that | would not necessarily even think
about, [including] sheets on how to reflect
about your current career and what your
goals are.”

— MITT worker-stream participant

MITT cohort 5 participants were also asked about their
willingness to pay for the model to inform discussions
about future sustainability. Among respondents, 62%
(13/21) said they would pay, with an average payment
response of $611and a median response of $200.
This question was added only for the final cohort and
not asked to Douglas participants.

Mid-Career Transitions

5.2.2. Opportunities forimprovement

Participants in both models often suggested
extending their length and increasing access
to practical supports, including one-on-one
coaching, job search tools, and ongoing
follow-up.

Inthe Douglas exit survey, 84% of respondents
suggested improvements, with 72% of them
recommending additional tools and 45% wishing

the model was longer. Of those who suggested
improvements, 49% preferred more one-on-one time
with CDPs, post-program follow-ups, and sessions
about job search support. Other, less common
suggestions were for more in-person group sessions,
time with peers, information on education and training
opportunities, mock interviews, and networking
opportunities with industry experts.

Inthe MITT exit survey, 70% of respondents
suggested program changes, and 67% of them
proposed additions to the program. These included
extending the program'’s length or adding materials
on networking (26%), training on how to use Al or
other technologies injob searches and applications
(28%), and further assistance with interview
preparations (21%). In focus groups, participants
expressed wanting a longer model and suggested
regular check-ins for progress and guidance and
more group reflections.

‘I wish this was a longer program so | could
implement more of the info and get feedback
onitand try new things as needed.”

— MITT worker-stream participant
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5.2.3. Engagement and satisfaction with specific model components

Aligned with the model's design, Douglas participants primarily engaged in workshops. MITT
participants primarily accessed one-on-one CDP support. Participants in both models noted
CDP support as being the most useful component.

Douglas worker-stream component

uptake and satisfaction

Douglas participants engaged widely across all
components, finding the most value in one-on-
one coaching and peer interaction. Resource
use and workshop experiences varied in
usefulness; most found interacting with CDPs
and peers the most useful component and the
Career Transition Toolbox the least.

According to the exit survey, most Douglas
participants used all three components, with 97%
accessing the Career Transition Toolbox, 94%
attending a career counselling session, and 92%
attending a workshop.

Uptake of the Career Transition Toolbox

Blackboard analytics from January to March

2025 offer insights into participants’ engagement
and platform use (see Table A3 in Appendix A).
Download records show that the Career Transition
Toolbox was the most accessed resource, with
616 downloads during this three-month period.

In a focus group, participants reported that the
Toolbox was particularly useful for updating their
resumes and cover letters. Among all workshop
resources, “Networking and Mentorship” had the
highest number of downloads (295), and “Financial
Management” had the lowest (148).

Mid-Career Transitions

Uptake of one-on-one career counselling

with CDPs

CDP attendance records show that most
participants met with a CDP twice (71%) (see Table
A4 in Appendix A). In focus groups, participants
noted that the sessions let them discuss lessons
learned in the workshops, ask questions, and work
on career action plans. Only 7% did not meet with

a CDP, citing personal commitments or workshops
being sufficient in the exit survey.

“The sessions allowed me to have a more
in-depth discussion with my career coach
on navigating the courses. They gave me
time and access to a coach to come up
with action plans for my career.”

— Douglas worker-stream participant

Uptake of group workshops

According to workshop attendance records, 81% of
participants completed at least seven workshops,
as per program requirements, and 57% completed
eight (see Table A5 in Appendix A).

While workshop attendance was consistently over
75%, it was highest for “Managing Career Transitions”
(100%), “Navigating Disruption in the Workplace”
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(100%),%? and “Personality Dimensions” (97%) (see  Over half of exit survey respondents found the
Table A6 in Appendix A). As noted by some focus Career Transition Toolbox least useful (55%).
group respondents, meeting in person was valuable, However, some focus group respondents did find
but virtual delivery via Zoom facilitated participation it practical, offering clear references and examples

given busy schedules and long travel distances. for updating LinkedIn profiles, resumes, and

Utility of specific model components Cover Iletters, and actionable next steps for career
. transitions.

As shown in Table 9 (on the next page), 31% of

exit survey respondents found conversations with

CDPs the most useful component. This component This Career Transition Toolkit is the one

was fO”OW?d by attlendir?g workshops on Zgom that they have material for LinkedIn, for

(26%) and interacting with peers (26%), which were mental health, for networking. They provide

appreciated for providing relevant information. In
focus groups, respondents said CDPs created a
safe space for reflections and provided mentorship,
personalized guidance, and clarity on career
direction. Participants noted that peer interaction
was highly valuable. It allowed them to share their — Douglas worker-stream participant
experiences, learn from others, and feel less isolated

and more hopeful about their career paths.

you with session-related resources that
relate to the action plan. It provides you
with instructions to come up with kind of
action plan for the next steps.”

In focus groups, some noted that the “Financial
Management” workshop was less helpful than
others. Participants either already knew the material,
found it irrelevant, or wanted additional resources.

“The one workshop that wouldn't
necessarily be relevant to me specifically
was the [one on] financial management.

| found, you know, sure, some tidbits of
information here and there, but not really
useful for the time that | had.”

N ‘Many participants
— Douglas worker-stream participant d@SCTib@ d gaiﬂiﬂg the 'l‘.
confidence to pursue ‘_
opportunities they had
previously delayed.”

32 This workshop was offered only to cohorts 3 and 4 (N=41).
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Table 9 | Participants’ ranking of program activities in terms of their usefulness for their needs (N=86)

Response 1: Most useful 5: Least useful
“Having conversations with my career coach” 31% 8%
“Attending workshops on Zoom” 26% 6%
“Meeting peers like me in sessions on Zoom” 26% 13%
“Having Blackboard to access all the sessions and resources” 12% 19%
“Independent navigation of the Career Transition Toolbox” 6% 55%

Source. Douglas exit survey

MITT worker-stream component
uptake and satisfaction

MITT participants engaged flexibly based on
needs, with universal uptake of one-on-one
coaching and varied use of other components.
Many exited once they felt prepared for their
next career steps. Most found CDP support to
be the most beneficial component.

While Douglas offered a workshop series with

a defined completion point, the MITT program
provided a flexible model, allowing participants

to exit once their needs were met. Of exit survey
respondents, 53% remained in the program for
nine weeks.®® Among those who exited early, 40%
remained engaged for at least six weeks (see Table
A7 in Appendix A). Of those who exited early

and provided areason, 75% said they obtained
everything needed for their next career steps. The
remaining 25% cited personal reasons or caregiving
responsibilities (see Table A8 in Appendix A).

Attendance records show that all participants
accessed one-on-one CDP support (100%). Far fewer
(38%) attended a workshop. Exit survey responses
indicate that 45% accessed online resources.

Uptake of one-on-one CDP support

According to attendance records, 100% of
participants had at least one CDP meeting, with 41%
having three to five meetings and 43% having six

to 15 meetings (see Table A9 in Appendix A). Most
meetings (76%) lasted one to two hours.

Uptake of online resources

Webpage analytics from April 15 to June 8, 2025
show usage of self-directed resources. Counts
represent page views rather than individual
participants, meaning some users visited resources
multiple times.2* Table 10 (on the next page) shows
the six available resources. “Career Planning” (58
views), “LinkedIn Set up for Success” (563 views), and
“Career Conversations” (52 views) were the most
frequently accessed. The small difference in views
(32-58) suggests that engagement was distributed
across resources (i.e., participants accessed arange
of resources based on their varied needs).

33 Some participants engaged with services beyond the intended eight-week duration, as permitted by program staff.

34 The 58 views of Career Planning, for example, came from 27 unigue users.

Mid-Career Transitions
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Table 10 | Self-directed resources accessed (MITT)

Self-directed resources Views Unique users
Career Planning 58 27
LinkedIn Set up for Success 53 22
Career Conversations 52 25
Job Search 43 18
Resume Writing 37 13
Interview Preparation 32 14

Source. Website analytics

Uptake of workshops

Five workshops were delivered across three from seven to 17 participants. “Thrive at Work,”
cohorts, with each topic offered between one and the most popular workshop, introduced ‘career

three times per cohort, for atotal of 22 sessions. As  conversations’ and provided strategies on holding
shownin Table 11, attendance per workshopranged these conversations with employers.

Table 11 | Number of workshops offered and overall attendance

Total sessions
Workshops delivered Total attendance
Career Navigation 5 13
Interview 4 8
LinkedIn 3 7
Networking 3 11
Thrive at Work 7 17

Source. Website analytics

Mid-Career Transitions
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Perceived benefits of model components

As shown in Table 12, 52% of exit survey
respondents preferred working with a CDP over

Table 12 | Service component benefits®®

other service components, and 31% found it
beneficial to access all components.

Response % (N=29)
CDP support 52%
Allcomponents 31%
Group workshops 3%
Self-directed resources 3%
CDP support and group workshops 3%
CDP support and self-directed resources 3%
Group workshops and self-directed resources 3%

Source. MITT exit survey

In focus groups, participants reported valuing CDPs’
tailored guidance, personalized feedback, and
encouragement to advance their careers. They

also highlighted CDPs' culturally sensitive support,
practical tools, and confidence-building feedback,
which encouraged them to take further steps.
Focus group participants also highly valued all three
components (CDPs, group workshops, and self-
directed resources) for supporting different learning
styles, appreciating their complementarity and
range of supports.

‘My favourite was meeting with the career
development consultant, who clarified
my thinking and gave me new ideas
throughout the process —even after | had
used the self-directed material.”

— MITT worker-stream participant

35 Survey respondents were asked, “Please tell us a bit more about your experience with multiple streams. Was there one stream that
was more beneficial? Was there a benefit in being able to move between streams?”

Mid-Career Transitions
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5.3. Preliminary outcomes

Participants reported gains on most intended outcomes for skills, confidence, and clarity.
Many began searching for ajob and others reported increased satisfaction in their current
roles. Foreign-born participants were more likely than Canadian-born to report gainsin
understanding workplace expectations, confidence, and proactive career steps.

5.31. Understanding of skills

Across both models, most participants
reported improved ability to identify,
understand, and confidently communicate
their skills in relation to in-demand career
opportunities.

As shown in Table 13 (on the next page), 90% of
exit survey respondents across both models said
they improved their ability to identify their skills and
understand how they aligned with in-demand work
opportunities. Another 78% said they learned to
identify relevant, in-demand skills for their careers.

In focus groups, Douglas participants noted that
reflecting on their values and personalities helped
them recognize and express their strengths and
qualities more confidently. MITT participants
credited assessments and CDP activities with
boosting confidence and clarifying strengths.

“Where | gained more value was the focus
on myself, learning about my skills, being
able to better communicate and present
my skills and understand my values.”

— Douglas worker-stream participant

Mid-Career Transitions

‘I've been actively assessing my current
Skills and interests, identifying roles and
industries that align well with my strengths
[through] self-assessment, researching
Jjob descriptions, and speaking with
professionals in those fields.”

— MITT worker-stream participant

"Participants reported
strongest gains in career-
related skills and confidence.”
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Table 13 | Self-reported improvementsin skills awareness

“Improved a lot” or “Improved somewhat” %
Douglas MITT Total
Response (N=85) (N=58) (N=143)
Identifying skills 89% 90% 90%
Understanding skills alignment with work opportunities 88% 91% 90%
Identifying relevant skills in-demand for my career 75% 81% 78%
Source. Douglas exit survey and MITT exit survey
5.3.2. Career-related skills and confidence
Participants reported strong gainsin careers. Skills included researching potential career
career-related skills and confidence. options (83%), understanding employers’ needs

. . (69%), and finding relevant information about

reported developing key skills to support their effective career decisions (MITT: 86%).

Table 14 | Self-reported improvements in skills awareness

“Improved alot” or “Improved somewhat” %
Response Douglas (N=85) | MITT (N=58) | Total (N=143)
Researching potential career options to inform o o o
[ p— 80% 86% 83%
Understanding what a potential or current . 57
employer needs 75% 66% N/A
Finding information about potential employers to
make good career decisions 67% N/A N/A
Finding information to make good career decisions N/A 86% N/A
Using career development resources and tools N/A 84% N/A

Source. Douglas exit survey and MITT exit survey

36 Onthe MITT survey, the question asked only about one’s current employer, and not about potential employers.
37 Given the differences in the survey question between the Douglas and MITT surveys, we do not report a total.
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As shownin Table 15, across both models, most exit
survey respondents reported improved confidence
in marketing their skills to employers (87%), having
clarity about their career direction (86%) and

career options and potential career moves (85%),
and asking for career advice (85%). Most (84%)
also reported improved confidence in achieving a
satisfying and fulfilling career thanks to the program,
with slightly more MITT participants expressing that
sentiment (90%) than Douglas participants (80%).%

Table 15 | Self-reported improvementsin confidence

“The discussion around networking helped
me realize it is just a conversation. There is
nothing to be embarrassed or shy about,

which makes me feel confident.”

— Douglas worker-stream participant

“The workshop about those conversations
with employers ... was something important

because ['ve been afraid of that.”

— MITT worker-stream participant

“Much more confident” or

“Somewhat more confident” %
Response Douglas (N=85) | MITT (N=58) | Total (N=143)
Marketing skills and abilities to an employer 88% 84% 87%
Having clarity in the direction for career 86% 86% 86%
Having clarity in career options and potential o o o
career moves 85% 84% 85%
Asking for career advice and help from an established o o o
person in career of interest 86% 84% 85%
Achieving a satisfying and fulfilling career 80% 90% 84%
Finding mformatlon, resources, tools, and people to 92% NJ/A N/A
help achieve career goals
Finding what's needed to achieve career goals N/A 83% N/A

Source. Douglas exit survey and MITT exit survey

38 Caution should be exercised when interpreting this finding, as it concerns different levels rather than changes in confidence that may
stem from differences in participants  baseline confidence, which cannot be assessed due to data limitations.

Mid-Career Transitions
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5.3.3. Clarity on career goals

Participants reported increased clarity,
motivation, and direction in their career goals.

As shown in Table 16, most exit survey respondents
said the programs helped them feel motivated to

act (90%), know what to do to achieve career goals
(83%), and form clear career goals (76%). Far more
MITT participants reported this outcome (93%) than
Douglas participants (65%).2°

Table 16 | Self-reported program contribution to career transition goal setting

“Strongly agree” or “Agree” %
Response Douglas (N=85) | MITT (N=58) | Total (N=143)
Feeling motivated to work toward career goals 88% 93% 90%
Knowing what to do to reach career goals 80% 88% 83%
Having formed a clear career goal 65% 93% 76%
Having a clear idea of the type of job to have now 69% N/A N/A
Knowing where to be in one’s career in two years 61% N/A N/A
Having clarity in one’s career next steps N/A 88% N/A

Source. Douglas exit survey and MITT exit survey

39 Further researchis needed to understand what drives this difference. For example, additional data would determine whether
it reflects animprovement or baseline differences in participants stages in their career transitions. This finding may also reflect
differences in programs’ goals and corresponding target populations and service model designs.
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5.3.4. Career growth and/or progression As shown in Table 17, most exit survey respondents
toward career transition noted that the program inspired them to plan skill
development or educational opportunities outside
of work (88%) and network with others (84%). More
Douglas participants reported these outcomes than
MITT participants, as shown below.4°

Most participants reported that the service inspired
them to take further steps to support their career
growth and transitions.

Table 17 | Program-inspired actions toward career transition

“Greatly inspired” or “Somewhat inspired” %

Response Douglas (N=85) | MITT (N=58) | Total (N=143)
Planning skills development or education outside of work 96% 76% 88%
Networking with others (e.g., experts in the industry, o 0 o
colleagues and mentors, going to networking events, etc.) 9% 2% 84%
Searching for a job opportunity with another employer 87% 67% 79%
Starting a career conversation with current employer 73% 1% 72%
Discussing opportunities for skills development and/or o o o/ (Nl
education with current employer 4% 62% 69% (N=99)
Setting up a LinkedIn profile to market oneself 67% 48% 59%
Negotiating a salary and/or promotion with
current employer 4% 43% 0%
Expl_orlng opportunitiesin line with own skill set NJ/A 88% NJ/A
andinterests

Source. Douglas exit survey and MITT exit survey

After completion, 29% of exit survey respondents

in both models reported being more satisfied with ‘It gave me a lot of clarity as to what I'm

their current roles. In focus groups, participants achieving in my current role and what |

recognized the benefits of their current positions actually want to achieve in the longer run. So

and opportunities for career growth. In some cases,
they were actively exploring advancement within
their organizations.

| [understood] that | want to stay in this role.”

— Douglas worker-stream participant

40 Several factors could explain this pattern, including differences in participants’ baseline expectations, how they interpreted survey
response categories, the urgency or clarity of their needs, model framing, sample composition, and external circumstances at the
time of participation.
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‘I explored a job offer and decided to stay
with my current employer. 'm working to
renegotiate my contract to suit me better.”

— MITT worker-stream participant

Over one-third of participants reported progress in
their career transitions: pursuing education, improving
employment conditions, and initiating advancement-
related conversations with employers.

As shownin Table 18, 36% of exit survey
respondents reported changes in their situation.
As shown, most reasons were related to education
(61%), employment conditions (43%), and/or

pay and benefits (20%). Changes in employment
conditions were often related to promotions and role
transitions (e.g., becoming specialists, managers,
and directors). Changes in education included
enrolling in training that aligned with participants’
career goals (e.g., real estate courses, language
courses, and obtaining a bachelor’s degree).

‘I've identified key areas where | need to
improve my skills and have enrolled in
online courses to enhance my knowledge
in these areas. Additionally, 'm working on
obtaining relevant certifications to bolster

my credentials.”

— Douglas worker-stream participant

‘I'm currently working on completing my
HRM certificate through the U of M with the
company's financial support.”

— MITT worker-stream participant

Table 18 | Self-reported changes in a work situation related to education, employment, or pay/benefits

Response Douglas (N=85) | MITT (N=58) | Total (N=143)
No changes 68% 59% 64%
Reported changes 32% 41% 36%
Changes related to education (e.g., enrolled in a training or
education program or on-the-job training) 8% 42% 61%
Changes related to employment conditions
(e.g.,changed jobs, started additional job, or changed from 30% 58% 43%
full-time to part-time)

Changes related to pay and benefits o o o
(e.g.,changed wage or salary) 26% 13% 20%

Source. Douglas exit survey and MITT exit survey; individual respondents could select more than one change.

Note. Percentages for types of change are calculated among participants who reported a change in employment or education status.
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In interviews, many participants from both
models noted how the career conversations*
approach proved valuable. It helped them take

on new responsibilities, pursue skill development
opportunities, update their job titles to reflect their
roles, and explore potential promotions.

“Since starting this program, | have had
conversations with three leaders in my
organization about my skills, opportunities
to advance the organization's goals, and my
career goals and how they align.”

— Douglas worker-stream participant

"The services
helped participants
ouild confidence

to navigate career
transitions.”

‘I have successfully had a career
conversation with my employer that is
leading me to a promotion in the next
few months.”

— MITT worker-stream participant

41 Asnoted, MITT used career conversations as a core organizing principle and reflected this inits workshop titles and materials.
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5.3.5. Outcomes for immigrant participants

Immigrant participants were more likely to report
gains in understanding workplace expectations,
confidence, and proactive career steps. They
were less likely to report immediate changes in

employment or earnings.

As shown in section 5.1.1, both models enrolled
alarge proportion of immigrants. Given the well-
documented labour market barriers faced by
immigrants in Canada, we compared their outcomes
with those of Canadian-born participants using a
difference-in-proportion test.*? Our results focus on
outcomes where meaningful differences between
the two groups were observed, as shown in Table 19
(see Table A10 in Appendix A for further details).

Immigrant participants were more likely to report:

 improved clarity about their employers’

expectations;

* increased confidence in seeking career advice
from expertsin their target field;

« increased likelihood to take proactive steps
toward a career goal; and

e changes in enrolment in education or training.

However, immigrant participants were less
likely to report changes to employment and pay

and benefits.

Table 19 | Select outcome differences, by participant origin

Expected Canadian Foreign Difference,
outcome Survey response -born -born % points
Douglas exit survey (N=85)
Improved skills ‘Ask for career advice and help from Answeredyes: | Answeredyes:
and confidence an established personin my career of . ' . ' +16
tosu pport career interest” (N=81) 79% (33/42) 95% (37/39)
transition
“My understanding of what my
employer wants has improved o o
asaresult of Mid-Career 34% (14/41) 63%(24/38) 29
Transitions” (N=79)
MITT exit survey (N=58)
Improved skills “My understanding of what my
and confidence employer wants has improved as a o o
tosupportcareer | resultof Career Services for Working 50% (12/24) 78% (21/27) 28
transition Canadians” (N=51)

42 Differences between Canadian-born and foreign-born participants were identified using a difference-in-proportion test comparing
the proportion of respondents in each group who answered “yes” to each outcome indicator. Differences with p-values below 0.05
were considered meaningful.

Mid-Career Transitions
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Expected Canadian Foreign Difference,
outcome Survey response -born -born % points
Progression “Negotiate a salary and/or promotion 0 o
O with my employer” (N=35) 47% (7/15) 85% (17/20) +38
transition
/growth . . L
Search for a job opportunity with o o
another employer’ (N=44) 63% (12/19) 100% (25/25) +37
Career growth “No, there have not been any notable
and progression changes to my employment, pay and 76% (19/25) 45% (14/31) -31
benefits, and/or education” (N=56)
“Yes, my participation in education has
changed (e.g. lenrolled in new training 4% (1/25) 9% (9/31) 105

or education program, on-the-job
training, language, etc.)” (N=56)

Source. Douglas exit survey and MITT exit survey

‘Participants consistently reported high ‘
levels of satisfaction with the services!”
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6. Employer-stream findings

6.1. Uptake and reach
6.1.1. Employer characteristics

Participants were predominantly small employers from a mix of sectors who learned about the
models primarily through referrals and newsletters.

The two models enrolled 64 employer-stream were from for-profit organizations (64%).4®
participants: 49 in Douglasand 15 in MITT. As Participants represented diverse industries:
shownin Table 20 (on the next page), employer in Douglas, the largest proportion was from
intake form data tell us that: social services (24%); in MITT, the largest

proportion was from construction (21%). Most

* Most participants were from small businesses o , _
came from organizations with over 10 years in

with fewer than 100 employees (63%),

predominantly represented in Douglas’s model operation (66%).

(with 32 small businesses in Douglas versus * AllDouglas participants were in leadership

seven in MITT). More businesses were medium- roles (eg. with titles such as president, VF,

sized (100-499 employees) or large (500+) in CFO, manager, and owner);in MITT, fewer

the MITT model than in Douglas’s. held leadership roles (43%) and many held
HR positions (50%).

» Douglas participants were primarily not-
for-profits (73%); most MITT participants

‘Employers appreciated flexible, relationship-based
support tallored to their organizational needs.”

43 One of the MITT participants was from a sector council looking to provide guidance and support to their members.
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Table 20 | Employer-stream participant characteristics**

Participant characteristics Douglas MITT#® Total
Business size Smallbusiness (<100 employees) 66% 50% 63%
(Douglas: N=48; MITT: N=14; 19% o 15%
Total:N=62) 1employee 9% 0% 5%
2-49 employees 38% 21% 34%
50-99 employees 10% 29% 15%
Medium business (100-499 employees) 27% 29% 27%
Large business (500+ employees) 6% 21% 10%
Organization type Not-for-profit 73% 36% 65%
(DOUglaSZ N=48; MlTT N=14; _ H 17()/ 40/ 270/
Total:N=62) For-profit () 64% 0
Other 10% 0% 8%
Industry Other 20% 36% 24%
10 most common .
ﬁesponses) Social services 24% 14% 22%
(Douglas: N=45;MITT:N=14; | Education 1% 7% 10%
Total:N=59) :
Manufacturing 9% 14% 10%
Arts, entertainment, and recreation 1% 0% 8%
Construction 2% 21% 7%
Health and wellness % 7% 7%
Accommodation and food services 7% 0% 5%
Retail 4% 0% 3%
Transportation 1% 0% 3%
Duration in business Fewer than 5 years 31% 0% 24%
(Douglas: N=48; MITT:N=14; = 10% 7% 10%
Total:N=62) 5-10vyears 0% () 0%
Over 10 years 58% 93% 66%
Employer role Leadership (president, VP, CFO, 100% 43% 87%
(Douglas: N=49; MITT: N=14; | manager,owner)
Total:N=63) HR role 0% 50% 11%
Other (senior trainer) 0% 7% 2%

Source. Douglas intake form and MITT intake survey

44 Table 20 includes only valid responses, excluding those marked “not applicable” and “prefer not to answer,” as well as missing data.
45 QOut of 15 employers who consented to participate in MIT T's program, 14 completed the intake survey.
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As shown in Table 21, intake respondents reported and Bioscience Association Manitoba’s networks.
learning about the models through referrals (60%) CDPs leveraged their connections through

and email newsletters (22%). LinkedIn, established relationships, or cold outreach.
Douglas used employer-focused newsletters,

CDP connections, and social media to reach
approximately 2,700 employers during delivery.

Toincrease enrolment, MITT hosted seven, three-
hour workshops to introduce employers to career
conversations and this research project. Following
the session, MITT invited employers to participate Through these efforts, 49 employers enrolled in

if they had the capacity to integrate career Douglas's modeland 15 enrolled in MITT's. The
conversations in their workplaces. Workshops issue of low employer engagement is taken up in
engaged 53 employers. MITT also promoted the section7.

model via the Manitoba Construction Sector Council

Table 21 | How participants heard about the project (multiple options selected)

Source Douglas (N=49) | MITT (N=14) Total (N=63)
Ere:g[@l;{(es% eeerrr1:1)ils from other organizations 65% 43% 60%
Newsletters 29% N/A 22%
Advertisements/social media 6% 14% 8%
Career Conversations workshops N/A 29% 6%
Needs Assessment phase intake N/A 14% 3%
From their company’s human resources 4% N/A 3%

Source. Douglas intake form and MITT intake survey

6.1.2. Reasons for enrolment

Employer-stream participants joined to strengthen workforce development practices and
learn about emerging technologies in a free, accessible, and low-barrier environment.

Participants from both models acknowledged enrolling to force themselves to reflect on organizational
challenges and address long-standing priorities. These priorities had often been deprioritized due to other
immediate urgencies.
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‘I needed to step back and think about the
business again. This gave me that space.”

— Douglas employer-stream participant

‘I'm a single-person departmentin a
business of 65 staff, so | have to cover a lot
of ground in my HR role. | need to do this
one-day checklist item but just didn't have
the resources or the capacity to take it on
in the way that | wanted to.”

— MITT employer-stream participant

Douglas exit interviewees were interested in
emerging technologies, especially Al. Many were
new to public employment services and aimed to
improve employee retention and build workforce
development capacity; others sought support with
hiring or compensation. MITT exit interviewees
noted they were drawn to the model to strengthen
their workforce development strategies and stand
out from competitors. Some saw it as particularly
effective for retaining younger employees focused
on building skills and growing careers.

As shown in Table 22, intake data show that
participants key business challenges were staff
recruitment and the limitations of their organizational
structures and HRM. Other notable challenges
included mitigating the impact of new technologies
and navigating skills gaps.

Table 22 | Self-reported challenges faced by participants’ businesses (multiple options selected)

Challenge Douglas (N=49) | MITT (N=14) | Total (N=63)
Organizational structure 18% 64% 29%
Staff recruitment 33% 7% 271%
Impact of new technology on business model 200, NJ/A 17%
(e.g.,automation, Al)

Staff retention/attrition 10% 14% 1%
Staff performance 6% 21% 10%
New skills required in the workforce 6% 29% 10%
Diversity, equity, and inclusion 6% N/A 5%
Other 6% 21% 10%
Source. Douglas intake form and MITT intake survey
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6.2. Participant experience

6.2.1. Overall satisfaction

After model refinements addressed early concerns about clarity and fit, participants in both
models reported high satisfaction, valuing flexibility, tailored support, and CDP expertise. They
recommended increased peer exchange, clearer communication, sustained follow-up, and
tailored cohorts. Willingness to pay for the model was mixed.

Interviewed Douglas participants from cohort
1found some activities unclear and certain
materials inapplicable.*® This feedback informed
key modifications to content and delivery
discussed in section 3. These refinements led to
notable improvements in satisfaction. Interviewed
participants from cohorts 2 and 3 described the
model as helpful and well-paced, with a good overall
fit and balance of peer interaction and information.
The short, focused workshops and practical
facilitation were appreciated by participants with
limited time.

Interviewed MITT participants expressed strong
satisfaction, citing flexibility, CDP expertise, and
tailored, practical tools. They valued access to both
one-on-one and group support, as well as the model's
responsiveness to their timelines, capacities, and
evolving business needs. Engagement was described
as highly customized. CDPs adjusted the intensity of
support, offering both in-person and virtual options,
and iteratively refined the scope and direction of work.
Guides, matrices, and compensation reports were co-

developed and customized to each organization's size,

context, and culture, with language adapted as

needed. CDPs were consistently described as the
program’s greatest strength: responsive, adaptable,
and skilled at translating ideas into high-quality,
organization-specific tools.

“Yeah, so satisfied. If there's a scale,
whatever the highest part of the scale.
Without this project, these still would
be ideas. We wouldn’t be implementing
anything.”

— MITT employer-stream participant

‘Career conversations
helped employers
think differently

apout employee
development.”

46 As only two participants took part in exit interviews in cohort 1, their feedback may not represent the entire cohort. However, since
they were among those few who completed all workshops, their perspectives offer useful insight into the experiences of others who

exited the program earlier.

Mid-Career Transitions
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6.2.2. Opportunities forimprovement

Although satisfaction was high for both models,
interviewed participants recommended:

e greater peer exchange,
» more accessible digital materials,

« clearer pre-model communication about
content and expectations,

« further and more sustained follow-up, and

» cohorts tailored by industry and
organization size.

Employer views on potential pricing

Douglas exit interviewees from cohort 3 were
unconvinced the model provided enough value to
justify a paid service. Three said they would not pay
due toinsufficient value of the program, budgetary
constraints, and lack of detail and industry-specific
focus. Four said they would pay as they found the
model helpful. One said they would pay up to $50
per session.

Some MITT exit interviewees said they would pay
for the model, though views on appropriate pricing

varied. One suggested a fee of $10,000 to $20,000,

and one proposed a tiered payment structure.
The other four opposed fees entirely, citing equity
concerns, preference for government funding, or
limited organizational budgets.

6.2.3. Engagement and satisfaction
with specific model components

Douglas employer-stream component uptake
and satisfaction

Reflecting the model’'s design, Douglas
participants primarily engagedin
group workshops. Fewer engaged in
one-on-one CDP meetings and online
resources.

Group workshops

Across three Douglas cohorts, 100% of participants
attended at least one workshop, and 54% attended
one or two* (see Table A11in Appendix A). Among
workshops offered, “Futureproofing Your Business”
and “Generative Al” (59% each) were most frequently
attended due to their perceived relevance to
participants businesses (see Table A12 in Appendix
A).In exitinterviews, participants shared that
“Generative Al” helped them understand how they can
use Alin their work.

“The Al session blew my mind. Seeing an
app built in real time showed me just how
powerful these tools can be. That alone
made it worthwhile.”

— Douglas employer-stream participant

47 Inresponse to decreasing workshop attendance in cohort 1, Douglas recommended that participants attend at least three
workshops, which contributed to higher attendance in cohorts 2 and 3.

Mid-Career Transitions
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One-on-one meetings with CDPs

Due to data limitations, the frequency of one-on-one
meetings with CDPs was captured only for cohort 3.
Only 29% used this support. In exit interviews, some
said they were unaware of the sessions, but those
who attended found them valuable for applying
lessons to their business contexts.

“The consultation was the most impactful
part. | left with a real plan.”

— Douglas employer-stream participant

Online resources

The use of online resources varied among exit
interviewees. Some found them a helpful reference,
while others, mostly in cohort 1, felt overwhelmed by
the information and the lack of tailoring. Cohort 2 and
3 participants noted the helpfulness of the materials
accompanying the “Generative Al workshop, noting their
clarity and practicality, which supported independent
exploration and application to business needs.

MITT employer-stream component uptake
and satisfaction

MITT participants primarily accessed
the ‘Fully Supported’ service pathway
(i.e.,one-on-one CDP support)
compared to the ‘Group Learning’
pathway and online resources and tools.

The ‘Fully Supported’ pathway

During the program, 14 participants met with CDPs
98 times, with 50% having up to five meetings. Most
sessions lasted one to two hours (51%) and were
held virtually (83%); see Table A13 in Appendix

A). Interviewees noted that CDP support helped
them learn about and apply best practices in their
workplace. These included how to implement the
‘career conversations approach, tailor relevant
materials to their context, refine job titles, and
develop career matrices,*® job ads, and sector
competency lists. CDPs also worked directly with
four employers to implement career conversations
within their organizations (by supporting managers
to conduct conversations with staff and, where
appropriate, helping employees prepare for these
discussions). In addition to career conversation
resources, employers also used Lightcast and other
labour market information tools throughout.

‘I was connected with [a CDP]. She really
took the time to learn about what we really
need as an organization and what | need
from an HR perspective and see how she
could help me inany way.”

— MITT employer-stream participant

48 The competency matrix is a tool that maps the skills, behaviours, and knowledge areas required for specific job roles. It helps identify
gaps inemployee development, support career progression planning, and align roles with organizational needs.
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The ‘Group Learning’ pathway

MITT delivered 14 ‘Group Learning’ sessions to
leaders and staff, including 11 “Go to Grow: Career
Conversations” and three “Thrive at Work: Career
Conversations.” Ininterviews, respondents praised
CDPs for their facilitation skills and expertise in
delivering organization-relevant training to diverse
audiences. One noted that their presence increased
staff trust and program adoption. Those who did not
attend group learnings cited time conflicts, lack of
awareness, and that their needs were met by their
one-on-one sessions with their CDP.

“Coming to this workshop, | felt they
did a really good job in touching on our
differences and how we can maybe
leverage this program or this project.”

— MITT employer-stream participant

6.3. Preliminary outcomes

Resources and tools

As online resources were shared gradually,
participants demonstrated limited awareness

of them. They often recalled only the “Career
Conversation Guide” and the accompanying slide
deck. Most found them helpful, but they suggested
further tailoring to organizational contexts.

‘Participants
reported
improvements
in workforce
development
knowledge
and skills.”

®

D 4

Participants in both models described greater access to tools and resources, improved
workforce development skills, knowledge, and strategies, and enhanced recruitment and
retention strategies. MITT participants were also more likely to report shifts in organizational

views of workforce development.

Greater access to tools and resources

In interviews across both models, participants
reported gaining greater access to practical
tools and tailored resources. These included
leadership and performance review strategies,
career conversation guides, and career matrices,

Mid-Career Transitions

which provided actionable plans and accelerated
workforce development efforts.

Through these resources, Douglas interviewees
reported gaining access to information on Al,
leadership, and performance management,
which they felt improved their communication
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and management practices. MITT interviewees
appreciated receiving ready-to-use materials,
including the career conversations slide deck and
facilitator guide, which increased their confidence
to engage staff. Participants also valued the career
matrices, with one sector council representative
planning to adapt them for industry-wide use.
Some, especially in HR roles, noted they could have
developed these tools on their own, but they said
the model sped up their progress by months.

"‘And so now we have this matrix, and

we can pare it down and provide it to
industry to create and use for their own job
assessments.”

— MITT employer-stream participant

Improved workforce development
knowledge and skills

In interviews, most participants reported that

the models strengthened their understanding of
workforce development and revealed organizational
gaps. They also equipped them with practical tools to
sustain career transitions within their organizations.

Most Douglas interviewees reported a better
understanding of how workforce development
supports retention, team health, and sustainability.
Some also recognized structural gaps and the
need to establish foundational processes before
progressing to more advanced approaches.

Mid-Career Transitions

‘I realized we weren't ready for formal
reviews, but we could start with check-ins.”

— Douglas employer-stream participant

Many MITT participants said the model clarified
how they could implement workforce development.
Some learned about change management and
communication strategies. Others recognized

the need for basic structures, like meetings and
performance reviews. One noted the model
broadened their views of career transitions

to include education, work, and community
experience. Four MITT participants who
implemented career conversations with their staff
reported improved staff understanding and skills in
career transitions and managers becoming more
aware of their role in supporting employee growth
and feeling better equipped to do so.

‘I think it was about building skill for
managers, but also supporting employees
and giving them the knowledge to take
charge of their own career as well.”

— MITT employer-stream participant

MITT participants who received support with job
postings and role definitions said they learned to
write clearer ads and choose appropriate titles and
salaries. All interviewees felt prepared to apply what
they learned. Some developed concrete plans to
strengthen career transitions in the future.
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Enhanced recruitment, retention, and
workforce development strategies

Thanks to improved access to tools and knowledge,

some Douglas participants said they felt more
equipped to talk about their employees career
transitions and growth paths. They shared plans to
introduce new structures in their organizations to
support staff growth and formalize HR processes,
such as onboarding and performance reviews.

‘I'm better at talking about growth paths
now, even if we don't have a full HR
structure yet.”

— Douglas employer-stream participant

Some MITT participants reported already applying
their learning to advance internal workforce
development initiatives and retention. The four
who had implemented career conversations
described how this approach allowed them to
track staff retirement plans, identify career and

skill opportunities, and strengthen manager-staff
relationships. This led to a better organizational

culture and an anticipated increase in staff retention.

“We're looking to take what we can to
build it in so when we have a more formal
Strategy.”

— MITT employer-stream participant

Mid-Career Transitions

Shifts in organizational views
of workforce development

Only one Douglas interviewee reported increased
organizational buy-in for workforce development,
noting a mindset shift among leaders and staff,
particularly in how growth and feedback were
approached.

“We're putting more intention into how we
support people through transition.”

— Douglas employer-stream participant

At MITT, several participants described a
broader shift in their organizations’ perspectives
on workforce development, especially among
those who implemented career conversations.
Participants reported staff originally viewed

the exercise as having little value or benefit.
However, since implementing it, they came to see
it as a valuable tool for strengthening culture and
workforce planning. Some began to align their
performance management, career matrices, and
succession planning with career conversations,
as the process creates space to discuss current
performance and future aspirations. The model
also helped build leadership and manager buy-in for
future workforce development strategies.

‘Even that exposure to this topic from an
outside party helped spark some of the
willingness to explore this topic.”

— MITT employer-stream participant

2026 59



7. CDP and staff findings

71. Perceived strengths of the models

CDPs and staff emphasized that the blended one-on-one and group-based model—grounded
in early needs assessment, structured reflection, self-exploration, action planning, and labour
market insights —was a core strength. It enabled tailored support, trust-building, and informed
next steps for both workers and employers.

On mixing one-on-one and
group-based support

Similar to worker and employer participants, CDPs

from Douglas and MITT, as well as MITT staff, noted 'Either one [group or one-on-one support]
in interviews that core components (i.e., workshops, in isolation would not have worked. The
online resources, and one-on-one sessions) were one-on-one really helped [and provided]
effective in supporting workers and employers. They ‘a-ha' moments.”

highlighted the value of combining individual with
group-based support to balance tailored guidance
and reflection with peer interaction.

— Douglas CDP respondent

Mid-Career Transitions 2026 60



Final Report

On space for self-discovery, career
exploration, and action planning

Both CDPs and MITT staff identified core strengths
as dedicated space for reflection, self-discovery,
and individualized planning. The models’ systematic,
early focus on understanding participant needs
fostered trust and enabled tailored, relevant support.
Interviewees emphasized that this reflective
approach strengthened participants’ understanding
of their skills and goals, built capacity, encouraged
ownership of next steps, and was supported by

guided assessments, advice, and structured planning.

Two strategies supported this reflective approach:

* Assessment tools and guided conversations.
Self-reflection tools (such as the Myers-Briggs
personality test) helped assess worker-stream
participants needs, skills, and career directions.
Paired with informal discussions, CDPs and staff
felt they helped participants interpret and use

assessment results to support their career planning.

‘People thought they had to quit their

Jjob or get another degree, but they didn’t
know they had transferable skills. So those
assessments were really critical to anchor
the conversations.”

— Douglas CDP respondent

“That facilitated reflection to me is very,
very critical.”

— MITT staff respondent

Mid-Career Transitions

« Action planning. MITT CDPs and staff found
action plans helpful for charting a path forward and
supporting continued progress, independently
or with scaffolded support. They noted how
worker-stream participants mapped steps
for self-discovery, skills development, and job
search. Employer-stream participants developed
communication strategies or change management
plans. Douglas CDPs used action planning less
frequently, as the capped number of sessions (up to
three) limited progression to this stage.

‘l learned that [having a] communication
strategy [for] their employees is of the
utmost importance. We learned having
champion and leadership buy-in is so
important.”

— MITT staff respondent

On providing labour market information to
support next steps for workers and better
HRM practices among employers

CDPs and staff shared that educating participants
about sector trends and labour market information
was vital in helping them develop realistic, informed
next steps. Benchmarking against skills in demand
and industry norms let worker-stream participants
assess their skill gaps and employer-stream
participants evaluate their HRM practices.
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7.2. Perceived challenges and suggestions for improvement

CDPs recommended earlier counselling sessions and structured follow-ups for worker-stream
participants. To address employer engagement challenges, they suggested better tailoring
delivery, pacing, and workshop content to employers’ capacity and readiness for deeper

organizational change.

Structured, post-program follow-ups
and earlier counselling sessions can
support workers.

CDPs emphasized that mid-career transitions
usually unfold over time. The current dual-client
models offer short-term support that assumes
participants can complete action plans on their own.
CDPs suggested adding structured, post-program
follow-ups to help maintain momentum. Douglas
CDPs also recommended placing counselling
sessions with worker-stream participants earlier.

‘I think maybe starting the one-on-ones

a little bit earlier [and] usually we have a
three-month follow-up. | think the follow-up
would be really important.”

— Douglas CDP respondent

“It's like talking to a financial advisor; you
don'tjust go once; you go back again.
Career development should be more of an
ongoing relationship.”

— MITT CDP respondent

Mid-Career Transitions

Clearer marketing materials
and strong sector partnerships can
boost employer enrolment.

Based on their experience, CDPs suggested

that employers' limited capacity has been a
long-standing issue, which may help explain low
enrolment. At Douglas, this may have contributed

to lower workshop attendance and low uptake of
one-on-one counselling. At MITT, some employer-
stream participants asked for more time between
sessions due to their workloads. In response, MITT
delivered workshops online and allowed CDPs

to offer weekend support to employer-stream
participants if both agreed. CDPs suggested that
unclear employer-focused messaging limited uptake
and recommended clearer marketing materials and
stronger partnerships with chambers of commerce
and boards of trade to improve recruitment.

“We really had a hard time having
employers engage, which is quite
surprising because they said they were
going to do it. My overall impression

Is the engaging of employers in these
employment programs consistently is a
challenge to this day.”

— Douglas CDP respondent
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CDPs made further recommendations to awareness to application to strategy. MITT's CDPs

fine-tune workshops for different needs. highlighted challenges recruiting participants due to
time constraints among the target group. In the case

of employers, they noted difficulties with leadership
buy-in, as some employers preferred quick, one-off
workshops over deeper organizational change.

Douglas CDPs noted that the “Generative Al”
and “Leading with Equity” workshops were
sometimes either too generic or too advanced
and recommended a stepped approach: from

7.3. Expertise and competencies required by CDPs
to deliver the models

CDPs and staff noted career transition, business advisory, communication, critical thinking, and
relationship-building skills, along with a responsive, tailored, and solutions-based consultative
approach, were important for CDPs to deliver the models.

Table 23 describes the core skill areas CDPs identified as relevant for their colleagues to best serve both
worker and employer participants.

Table 23 | Core CDP areas of expertise and stream-specific competencies

CDP skill area For workers | For employers

Career transitions and business advisory skills

Knowledge of HR-related and labour market trends as well as labour v v
market information-related tools and resources.

Experience supporting individuals through career transitions and in- v
demand career opportunities.

Business acumen, knowledge of business operations, change
management, and economic development; able to provide expert W,
guidance on all aspects of career and workforce development based on
industry best practices.

Understanding of how to implement workforce development strategies in
an organization, including developing talent strategies to attract, retain, and v
develop employees.

Well-connected and resourceful, able to refer clients to other services to v v
support career transitions and organizational development.
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CDP skill area For workers | For employers

Communication skills

Active listener, able to understand participants unique situations and use v v
language and terms that resonate with clients.

Able to influence senior-level decision-making by articulating value and v
shifting perspectives.

Critical thinking skills

Able toidentify, collect, and analyze information required to diagnose
the issue and test ideas to address it, draw conclusions, and generate v v
relevant insights.

Relationship-building skills

Supportive, encouraging, empathetic, and able to create a trusting v v
environment and see the client’s perspective.

Adaptability and responsiveness-related skills

Adaptable, flexible, and able to adjust services and approach based on v v
immediate needs.

Able to propose solutions that are both relevant and feasible; can help the
client understand short- vs. long-term goals and develop solutions that fit v v
the client’s current stage.

Able to propose outcomes that are mutually beneficial for the employer v
and the employee.

Demonstrates a holistic understanding of an organization's current needs
and able to engage with all levels of management; able to recommend v
and tailor strategies to employer-specific needs and environments that
resonate with leadership and staff.

Source. Employer-stream participant interviews from both programs (N=13); interviews with CDPs from both programs (N=6); MITT program
staff interviews (N=2).

4‘
‘Flexibility was one of the defining
’ strengths of the services.”

N
i
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8. Discussion and conclusions

8.1. Summary of findings

Both models achieved their intended short-term outcomes. Across worker and employer
streams, participants reported high satisfaction, value, and gains in skills, confidence, and
career clarity. Many took concrete steps toward career advancement or improved workforce
practices. Longer-term outcomes (e.g., sustained employment or organizational change) were
less consistently observed. However, results suggest progress and a strong foundation for

future impact.

Worker-stream findings

Models enrolled the target populations of
mid-career workers with stable employment.
Participants joined to advance their careers

and improve clarity and confidence. Douglas
participants were selected because they felt stuck in
their careers and enrolled to gain clarity, confidence,
and tools to transition into more meaningful, better-
aligned work. MITT participants primarily sought
clarity on career options and pathways, coaching
support, skill development, and tools to navigate
new or evolving careers.

Participants in both models reported high
satisfaction and value. Most said the models met
their needs, supported their career transitions, and
were worth recommending. Common suggestions
included extending model length and expanding
access to practical supports, such as one-on-one
coaching, job search tools, and ongoing follow-up
from CDPs.

Mid-Career Transitions

Consistent with model design, Douglas
participants primarily engaged in workshops,
while MITT participants primarily used one-on-
one CDP support. Douglas participants engaged
broadly across components, placing greatest value
on coaching and peer interaction. Experiences with
workshops and resources varied. MITT participants
engaged flexibly according to their needs, with
universal uptake of one-on-one coaching, varied use
of other components, and many exiting once prepared
for their next career steps. Participants in both models
noted CDP support as the most useful component.

Participants reported gains in short-term

and intermediate outcomes related to skills,
confidence, and clarity. Many began job searches;
others reported greater satisfaction in their current
roles. Most improved their ability to identify and
confidently communicate their skills in relation to
in-demand opportunities. They also reported gainsin
career-related skills and confidence. These included
researching opportunities, understanding employer
needs, navigating and advancing career paths,
clarifying and pursuing goals, and exploring training,
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networking, and new or improved opportunities.
More than one-third reported progress in career
transitions, including education, employment
conditions, and advancement-related discussions
with employers.

Immigrant participants were more likely than
Canadian-born participants to report certain
outcomes. Immigrant participants more often
reported gains in understanding workplace
expectations, confidence, and proactive career
steps, but were less likely to report immediate
changes in employment or earnings.

Employer-stream findings

Participants were mostly SMEs from arange

of sectors. They joined to strengthen workforce
development and learn about new technologies
ina free, low-barrier environment. Consistent

with model design, Douglas participants primarily
engaged in group workshops. Fewer used one-
on-one CDP support or online resources. MITT
participants primarily accessed the Fully Supported
pathway (i.e., one-on-one CDP support) rather than
the Group Learning pathway.

Following refinements that addressed

early concerns about model clarity and fit,
participants reported high satisfaction.
Employers valued the flexibility, tailored support,
and expertise provided by CDPs. Suggestions for
improvement included more peer exchange, clearer
communication, sustained follow-up, and further
tailoring to cohorts. Willingness to pay for the model
was mixed.

Participants reported progress toward their
goals. Goals included greater access to tools
and resources, improved workforce development
knowledge and skKills, and stronger recruitment,
retention, and workforce development strategies.

Mid-Career Transitions

‘Career development should
become a proactive rather
than reactive service.”
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MITT participants were also more likely to report
changes in organizational perspectives on
workforce development.

Findings from CDPs and staff

CDPs and staff noted strengths in the blend of
one-on-one and group-based support. Needs
assessments, structured reflection, self-exploration,
action planning, and labour market insights enabled
tailored support, trust-building, and informed
decision-making for both workers and employers.

CDPs recommended adjustments to both
streams. For workers, CDPs suggested earlier

8.2. Implications

Insights point to considerations for designing,
funding, and scaling mid-career support programs.

Demand remains uncertain, especially
among employers.

Workers expressed interest in career development
supports. However, it is unclear whether this interest
would translate into sustained uptake under real-
world conditions, where services may not be free or
incentivized. Employer engagement was more limited,
even when services were no-cost, suggesting barriers
extend beyond price. Research participation may also
underestimate demand, as workers and employers
often engage when a specific need arises and may
require greater flexibility than study timelines allow. This
highlights the need to better understand the factors
that drive participation and the mix of incentives,
outreach, flexibility, and timing needed to support
sustained uptake.

Mid-Career Transitions

counselling sessions and more structured follow-up.
To address employer engagement challenges, they
recommended better tailoring of delivery, pacing,
and workshop content to employers capacity for
organizational change.

CDPs and staff identified skills and approach
needed for delivery. They noted career transition
and business advisory expertise, communication,
critical thinking, and relationship-building skills

as important for delivery. They emphasized the
need for a responsive, tailored, consultative, and
solutions-focused approach.

Tailoring improves relevance
but affects scalability and cost.

Participants consistently valued supports tailored to
their individual or organizational context, including
their stage of development and future goals. Highly
standardized models may be less effective, but
tailored approaches are typically more resource-
intensive. Findings therefore highlight the trade-off
between customization and scalability, which should
be considered in design and funding decisions.

Multiple delivery models
may be most effective.

Despite differing structures and delivery
approaches, both models generated positive value
for participants. This suggests there is no single
optimal model; effectiveness likely depends on
alignment with target populations and contexts.
Allowing variation within a broader framework,
rather than prescribing a single approach, may
better support diverse needs.
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Service models that blend one-on-one and
peer-based support may add value.

Workers and employers benefited from combining
one-on-one and peer-based supports, with
differences in preferences. Workers emphasized
individual counselling to address specific
challenges, while peer interactions supported
motivation and confidence. Employers valued both
approaches, with smaller firms benefiting more
from peer exchange and larger placing greater
emphasis on tailored advisory support. Findings
suggest flexible models, which can adjust the mix of
supports based on participant type and context.

Sustained engagement
with participants may be needed.

Participants and CDPs described the model ended
abruptly, limiting opportunities to consolidate gains
and maintain momentum. Light-touch, ongoing
supports (e.g., check-ins, continued access to
resources) may help sustain and extend outcomes
without greatly increasing intensity or cost.

Early outcomes show promising
but preliminary findings.

Findings suggest workers experienced
improvements in clarity, confidence, and readiness
for career transitions. Employers reported more
intentional workforce practices. However, these
results are exploratory and based on small, non-
random samples and should be interpreted as early
signals. Further testing, using more rigorous and
scalable designs, can assess effectiveness and
inform decisions about broader implementation.

CDP workforce capacity may limit scaling.

Model effectiveness was closely tied to CDP
capabilities, including tailoring supports, building
trust, and engaging individuals and organizations.
Delivering these services requires a high level of
expertise. Although this study did not assess CDP
supply directly, Blueprint's broader experience
suggests there may be constraints in the availability
of sufficiently trained and experienced CDPs. This
highlights the importance of expanding capacity
while maintaining quality as programs scale.

8.3. Opportunities for future development

Building on these exploratory findings, future work
could address the following evidence gaps:

Examine the durability of outcomes
over time.

Mid-career transitions and workforce development
evolve gradually. It is most important to understand
whether short-term gains persist and when further
support may be most valuable. Longer-term follow-
ups would improve program design and inform

decisions about the timing and intensity of supports.

Mid-Career Transitions

Investigate differential outcomes
for priority populations.

Stronger gains among foreign-born participants
highlight the need to examine how different groups
benefit, and why. Seeing improved clarity for
immigrants is notable as it reflects progress on a
commonly cited labour market integration barrier:
understanding implicit employer expectations.
Seeing increased confidence in seeking career
advice reflects progress on another well-
documented barrier: building and using professional
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networks. Research should explore outcomes for
populations facing structural barriers to advance
equity goals and inform resource targeting.

Test adaptations for workers experiencing
labour market disruption.

Neither model was designed for workers undergoing
or anticipating job disruption. Future work should
explore how the approach can be adapted for workers
atrisk of job loss or major role changes due to external
forces. These include automation, economic shocks,
and restructuring. Thisis also relevant to emerging
federal priorities, such as Workforce Alliances and
other Budget 2025 measures, which focus on
resilience, skills development, and sectoral responses
to labour market change.

8.4. Conclusions

Exploratory findings suggest that when tailored to

context, delivered flexibly, and supported by skilled
CDPs, a dual-client service model can create early
momentum for both workers and employers.

The findings offer a strong foundation for refining
the models and exploring their relevance to different
labour market contexts. For example, these can
include urban versus rural regions and high-demand
versus low-demand sectors. Findings also prepare

N
W
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supported together”

Examine drivers of employer engagement
and sustained participation.

Employer uptake was limited and varied across
contexts. Findings suggest a need to better
understand what influences participation, retention,
and perceived value. Research might explore how
factors such as firm size, sector, service model,

and cost-sharing affect engagement, as well as
which approaches are most effective for supporting
different types of employers.

the way for testing the models’ applicability to
broader workforce challenges, including labour
market disruption.

Building on these insights through future research
and longer-term evaluation will be essential for
determining the models’ potential effectiveness,
scalability, and roles within Canada’s evolving skills
and workforce development landscape.

‘Career and workforce development are most
effective when workers and employers are
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Appendix A:

Supplementary tables
Table A1 | Mid-Career Transitions project phases and reports
Number of cohorts
Project phase Timeline Worker stream | Employer stream | Related report
Needs Feb—-Apr.2023 | Notapplicable Not applicable Needs Assessment Report
assessment

Co-designand Douglas: 2 Douglas: 0 Interim Report
prototyping Apr—Nov. 2023 MITT: 2 MITT: 149 (worker-stream findings)
Prototypingand | Apr.2024 Douglas: 4 Douglas: 3 Final Report (worker-and
refinement —June 2025 MITT:-3 MITT:-3 employer-stream findings)

Table A2 | Summary of findings from the Needs Assessment Report

Workers Employers
Barriers « Difficulty finding optimal work-life balance, * Vulnerable to economic disruptions: hard to

growth, fulfillment, and values-alignment. anticipate, react to, or understand.

» Amplified barriers for foreign-born workers, | ¢ Limited by capacity to engage in proactive
which are often distinct from those of workforce planning.
Canadian-born (eg. lack of recognitionof |« pifficutty competing with large firms for
non-Canadian education and experience). experienced employees, especially in

industries with labour shortages.

* Persistent gaps among staff in core soft
skills (e.g., communication) and role-specific
skills (e.g., empathy in care roles).

Attitudes * |Internally motivated to change; less » Embraced alternative approaches to
motivated by external factors (such staffing and employee retention but
as industry decline, automation, had limited resources available for skills
recessions, etc.). development.
 Over half were curious and open to » Opento hiring for soft skills and right
exploring alternative roles but taking little attitudes (e.g., adaptability), hoping to teach
action due to uncertain outcomes. technical skills later.

49 Findings from this single employer cohort were combined with those from the subsequent phase to present employer-stream results
more holistically in this Final Report,and maintain coherence in the Interim Report, which primarily focused on the worker stream.
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Final Report

¢ Self-assessment tools.

¢ Performance feedback and career
pathway maps.

* |Information on training opportunities.

Workers Employers
Supports » Build confidence, explore career interests * |dentify and articulate requirements to
needed through self-reflections, and rediscover the fillimmediate workforce gaps and build
to.. motivation for change. greater capacity for longer-term workforce
« Articulate specific career goals and planning and development.
map pathways to achieve them through * Help with short-term, targeted training
informed decision-making. opportunities and processes and tools to
« Help with concrete actions, such as identify development potential among staff.
refining career transition plans and
building the skills, resources, and tools to
accomplish them.
Resources  Labour-market information. * Labour market information.
needed

» Best HR practices guidelines.
* |Information on training options.

Cross-cutting
opportunities

 Improve employee retention and build long-term employment relationships.

 Develop greater capacities for skills development and career advancement.

 De-risk investments in upskilling and development activities.

« Establish proactive communication between workers and employers to align workforce

and career transition goals.

Table A3 | Resources downloaded (Douglas)

Resource Downloads
Career Transition Toolbox 616
Workshop supplemental materials:

Networking and Mentorship 295
Generative Al 270
Managing Career Transitions 245
Dependable Strengths 245
Presenting Your Value 219
Navigating and Adapting to the Changing World of Work 195
Financial Management 148

Source. Douglas Blackboard website analytics

Mid-Career Transitions
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Table A4 | Counselling sessions

Table A5 | Workshop attendance,

with CDPs (Douglas) by number of sessions (Douglas)
Number of sessions attended % (N) Number of workshops attended % (N)
1 18% (16) 8 57% (51)
2 71% (64) 7 24% (22)
3 4% (4) 6 14% (13)
0] 7% (6) 5 or fewer 4% (4)
Source. Douglas attendance record (N=90) Source. Douglas attendance record (N=90)
Table A6 | Workshop attendance, by workshop (Douglas)
Workshop % (N)
Offered to cohorts 3-6 N=90
Managing Career Transitions 100% (90)
Personality Dimensions 97% (87)
Dependable Strengths 94% (85)
Presenting Your Value 92% (83)
Networking and Mentorship 86% (77)
Financial Management 84% (76)
Generative Al 77% (69)
Offered only to cohorts 3and 4 N=41
Navigating Disruption in the Workplace 100% (41)
Thriving on the Job 85% (35)
Offered only to cohorts 5 and 6 N=49
Navigating and Adapting to the Changing World of Work 76% (37)
Source. Douglas attendance record (N=90)
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Table A7 | Program participation duration (MITT)

Table A8 | Reasons for leaving the program (MITT)

Number of weeks % (N) Reason % (N)
2 2% (1) Obtained everything | needed 75% (12)
toinform career next stepsin
3 3% (2) under 8 weeks
4 2% (1) Lack of time or availability due to 25% (4)
personal reasons or caregiving
5 0% (0) responsibilities
6 19% (11) Content and materials of the 6% (1)
° program were not very useful to me
7 12% (7) Found another program or service 6% (1)
that better met my needs
8 9% (5)
Lack of time or availability due to 6% (1)
9 53% (31) being too busy at work
Source. MITT exit survey (N=58) Source. MITT exit survey (N=16)
Note. Participants could select multiple responses.
Table A9 | Key attendance statistics on CDP meetings (MITT)
Attendance characteristics % (N)
Number of meetings per participant
1-2 16% (10)
3-5 41% (25)
6-7 23% (14)
8-9 5% (3)
10-15%0 15% (9)
Source. MITT CDP case notes (N=61)
50 While the model provided up to 10 meetings per participant, additional meetings were offered in a few cases.
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Table A10 | Select outcome comparisons, by origin®

95% confidence
intervals
Expected Canadian | Foreign | Difference,| Lower | Upper
outcome Survey response -born -born | %points | bound | bound
Douglas
Improved skills “Ask for career advice and
and confidence help from an established 79% 95% 16 509 3051
tosupportcareer | personinmy career of (33/42) | (37/39) ' '
transitions interest.”
“My understanding of what
my employer wants has 34% 63%
improved as aresult of Mid- (14/41) (24/38) 29 789 5012
Career Transitions.”
MITT
Improved skills “My understanding of what
and confidence my employer wants has 50% 789
to support career | improvedasaresult of (12 /22) 1 /207) 28 2.36 532
transitions Career Services for Working
Canadians.”
Progression “Negotiate a salary and/or 47% 85%
toward career promotion with my employer.” (7/15) (17/20) 38 863 6804
transitions
/growth “Search for ajob opportunity 63% 100% 37 1515 5853
with another employer.” (12/19) (25/25) ' '
Career growth “No, there have not been
and progression any notable changes to 76% 45% 31 5507 661
my employment, pay and (19/25) (14/31) ' '
benefits, and/or education.”
“Yes, my participationin
education has changed (e.g., o o
enrolled innew training or (14/'2/05) (333/?) 25 7.3 42.76
education program, on-the-
job training, language, etc.).”

Mid-Career Transitions

51 Atest of difference in proportions was conducted to compare outcomes between foreign-born and Canadian-born participants.
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Table A11 | Workshop attendance, per participant (Douglas)

Sessions attended, Cohort1 Cohort 2 Cohort3 %
per participant (N=26) (N=9) (N=14) (n, total)
1 10 2 1 27% (13)
2 5 3 5 27% (13)
3 4 1 5 20% (10)
4 4 2 2 16% (8)
5 3 1 1 10% (5)

Source. Douglas attendance record (N=49)

Table A12 | Workshop attendance, by workshop (Douglas)

Workshop Cohort1 Cohort 2 Cohort 3
Futureproofing Your Business 20 5 4
Generative Al 11 6 12
Leadership Performance Management 9 6 6
Leading Through Times of Change 14 1 6
Leading with Equity 9 4 7

Source. Douglas attendance record (N=49)
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Table A13 | CDP engagements per participant (MITT)

Category Cohort1 Cohort 2 Cohort 3 Total
Number of engagements

1-2 50% (2) 0% (0) 14% (1) 21% (3)
3-5 0% (0) 0% (0) 57% (4) 29% (4)
69 25% (1) 33% (1) 14% (1) 21% (3)
1015 25% (1) 67% (2) 14% (1) 29% (4)

Meeting duration

Less than 1hour 50% (12) 44% (16) 39% (15) 44% (43)
1-2 hours 50% (12) 56% (20) 47% (18) 51% (50)
2 hours or more 0% (0) 0% (0) 13% (5) 5% (5)
Meeting format

Online 88% (21) 94% (34) 68% (26) 83% (81)
In-person 8% (2) 3% (1) 32% (12) 15% (15)
Phone 4% (1) 3% (1) 0% (0) 2% (2)

Source. MITT CDP case notes cohort 1(N=24); cohort 2 (N=36); cohort 3 (N=38); total (N=98)
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Appendix B:

Model comparison and evolution charts

Model comparison

Douglas and MITT developed models with the
shared goal of addressing key gaps in Canada’s
career and workforce development ecosystem.
Design differences reflected their unique visions:
Douglas aimed to serve employers and workers
independently,and MITT envisioned a model that
could flexibly serve them independently or jointly.
This subsection explores how their objectives were
implemented through distinct delivery designs,
levels of support, and structures, with a summary
presented in Table B1 (on the next page).

Model similarities

The two models aligned along key
dimensions, namely:

» Dual focus on workers and employers.
Both models targeted mid-career workers
(typically those feeling stuck) and employers,
primarily SMEs.

* Blended learning structure. Each includes
group-based learning (through workshops) and
individualized learning (through CDP meetings
and self-directed resources).

» Both had similar intended outcomes.
Both partners aimed to help worker-stream
participants identify their needs and build skills
and confidence to support career transitions.
Both sought to increase employer-stream
participants’ understanding of and capacity for
workforce development best practices, thereby
promoting long-term career growth for workers
and workforce development for employers.

Mid-Career Transitions

Model differences

Some notable variations in their approaches
included the following:

« Integration between worker and employer
streams. Douglas treated both streams
independently, aiming to increase the individual
capacity of workers and employers to
address their career transition and workforce
development needs. MITT held group learning
workshops, designed to help employers and
employees build the skills to engage in effective
career conversations, either together or
separately. Insights from employers were also
used to inform worker supports, and vice versa,
fostering alignment between components.

Intensity and flexibility of CDP support.
Douglas offered limited one-on-one CDP support
(up to three hours for workers and one hour for
employers), whereas MITT provided substantially
more or unlimited support (up to 10 hours for
workers and open-ended support for employers).

°

Program duration, progression, and
customization. Douglas used a group-based
intake and service delivery approach and offered
a fixed-duration program (12 weeks for workers
and five for employers), with standardized
workshop content. MITT used rolling intake with
individualized service delivery, a flexible duration
(workers participated until they exhausted CDP
support or no longer needed services, and
employers had no set limit), and customized
workshop content.
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Table B1 | Model comparison®

Aspect Stream Douglas MITT
Intake Workers Group-based Rolling
approach
Employers
Service Workers Group-based Individualized
delivery
Employers
Modality Workers Blended (in-person and virtual) In-person or virtual, based on
. participant availability
Employers | Virtualonly
Target Workers Mid-career workers feeling stuck Employed individuals
opulation
Sl Employers | SMEs
Program Workers 12 weeks Until 10 hours of CDP hours are used,
duration or services are no longer needed
Employers | Five weeks Unrestricted
Focus Focus on self-discovery (i.e., Support and resources tailored to
values, skills, and career goals) and participants needs, with a strong
Workers communicating professional value focus on capacity building and
(ie, branding and networking). foundational skills to support life-long
career transition.
Focus onemerging trends, Support and resources tailored to
Employers | leadership, DEI, performance employers  needs; for many, this
management,and Al. focused on career conversations.
Intended Workers Short-term outcomes focus on improved awareness, skills, confidence,
outcomes and clarity for career transition
Emplovers Short-term outcomes focus onimproved access to resources and increased
ploy knowledge and awareness of their capacity for workforce development.®?
Amount of Workers Up to three meetings Up to 10 meetings (10 hoursin total)
one-on-one (three hours in total)
CDP support
2L Emplovers One meeting (one hour in total) Unlimited, based on need
ploy and availability
Independent Available through supplemental Key component through additional
VS. group Workers resources and CDP counselling. resources and CDP counsellingin
engagement both streams.
Emplovers Core workshops were the key Recommended workshops available
ploy component in both streams. inboth streams.

52 The table reflects the service models after all current phase modifications were implemented.

53 Douglas's participants are also intended to gain increased understanding of the value of workforce development, while MITT's
participants gain enhanced workforce development strategies.

Mid-Career Transitions
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Figure B1 | Douglas worker-stream evolution

Co-design and prototyping phase

First feedback

and iteration loop Second feedback
between participants and iteration loop

and staff, including: between participants
« Participant surveys andstaff.

following each workshop » Post-workshop
» CDP observations sunveys
from conversations «CDP
and sessions observations

Initial lterated
prototype prototype
Group-based Group-based lterated
workshops and workshops and prototype
optional career toolkitand
counselling optional career
counselling
Initial Substantial Substantial
prototype change change
« 10 virtual workshops » Reducedtoeight « Developed a Career
on topicsidentified workshops, iterated Transition Toolkit

as overarching WOI’K;?O z materials,and 1 e all materials to
themes from needs MOdINEASESSIONSIZE 3 centralized LMS for
assessment research « Defined number easy access
» Optional career e hgg&ifsc(;r”ionareer « Shifted order of topics
counselling 9 toimprove overall flow of
« Allprogram program and build skills
information incrementally
_andresources « Intentionally designed
distributed via email

iNn-person sessions to
facilitate relationship

building between

Core principles

Provide participants with
foundational knowledge and skills
to achieve career self-efficacy

Continuous learning and iteration
based on participant feedback
Constant communication and idea
exchanges between staff
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participants

Prototyping and refinement phase

Feedback and iteration
loop based on informal
conversations staff had with
participants nearing the end
of the program

Lbococooo

Iterated
prototype

Iterated

prototype

Substantial Substantial
change change
« Introduced a » Merged
bonus workshop two workshops
(oticzl)  Added the bonus
workshop to the
core curriculum
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Figure B2 | MITT worker-stream evolution

Co-design and prototyping phase

Feedback
Feedback and iteration loop
and iteration loop between participants
between participants and and staff and staff-
staff, including: led employer needs
« Participant assessment:

reflections submitted » Employer interviews

» CDP observations » Employer feedback
from conversations for materials and

and sessions resources developed

Initial
prototype
1-on-1

career transiticn
support

Initial
prototype

« Individualized career
identity discovery

« Needs identification

« Tailored service
provision (eg.,
career guidance,
planning, job search
support, etc.)

Iterated
prototype
tond Iterated
career transition prototype
support
+group-based
workshops
Substantial Substantial
change change
» Added group-based « Increased group-
workshops, which based workshops based
were developed based onemergent themes
oncommon needs and demand
anddemandsacross « Developed self-guided
cohort members

resources for participants
touseonowntime

« Infused employer
perspectives into materials
for mid-career workers
toimprove the worker/
employer relationship
(ie., helping workers
understand the employer
perspective)

Core principles

Person-centred, tailored, and fluid approach to service delivery

Commitment to continuous learning and iteration in response
to emergent needs and demands

Constant communication and idea exchanges between staff
and participants
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Prototyping and refinement phase

Feedback and
iteration loop

based oninformal
conversations staff had with
participants nearing the end
of the program and CDPs’
observations during delivery

Iterated
prototype

Iterated
prototype

Substantial Substantial
change change
 Program duration « Introduced
extended from six initial CDP needs
to eight weeks (with assessment
option to extend andservice
to 10 weeks)

« CDP support

» Added three more changed from
workshops reflecting unlimited to up
most frequently to 10 hours
discussed topics « Exit rules changed
« Self-directed from “8 weeks or no
resources became need”to “upto 10
available online hours of CDP support
ornoneed”
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