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Context 
The Trucking Human Resources Sector Council Atlantic (THRSC Atlantic), based in 
Truro, NS, works with the trucking industry in Atlantic Canada to address its human 
resource needs. There are approximately 1500 sector employers in Nova Scotia who 
represent roughly 20,000 employees ( approximately 4% of the provincial workforce, 
according to the NS government). For every professional truck driver there are at 
least six human resources individuals who form his or her support team; they can be 
found in administrative, IT services, social media advertising/marketing, mechanics, 
driver technician, and / or safety positions. Indeed, one of the characteristics of this 
sector is the creation of cross-sectoral employment opportunities. However, 
currently the industry is not only short on professional truck drivers, but also in 
support people.   
 
THRSC Atlantic is one of the proponents of the two-year New Opportunities for Work 
(NOW) wage subsidy program. It targets populations who are historically 
underrepresented in the workforce (First Nations, African Nova Scotians, racially 
visible persons, Nova Scotians on Employment Support and Income Assistance (ESIA), 
persons with a disability, and older workers i.e., those over 55 years of age), offering 
an innovative approach to addressing key labour market challenges, with both short 
and long-term impacts. It aims to help employers create more diversity in their 
organizations. Participants receive the training and ongoing supports necessary to 
flourish in their new work environments, with the hope that current NOW employers 
will retain the employee past the two years, appreciating the value and experience 
that the employee now brings. In addition, during the program the participants are 
acquiring valuable job experience and skills that not only apply to today’s job market 
but will be transferable to other organizations.  
 
 

Intended Outcomes 
This project will:  

Ø Create a diverse human resource team for the Atlantic trucking industry. 
Ø Provide underrepresented populations opportunities to work within the 

trucking sector.  
Ø Increase employer awareness of what it means to break down barriers to 

employment and to take the time to accommodate employee needs as much 
as possible. 

Ø Attempt to fill labour gaps within the trucking sector by hiring outside the 
traditional labour pool 
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The Challenge 
Traditionally the trucking sector has not been a particularly diverse industry, and as a 
result there may be challenges around the employer-employee connection. The goal 
of THRSC Atlantic is to think first of the candidate and then of the employer; it is just 
as important if not more so that the job applicant feels secure, confident, and 
supported. There are numerous variables to consider when forming employment 
connections between candidates and employees: sometimes the chemistry just isn’t 
right, employers aren’t always on-board with what is asked of them, and aren’t 
always willing to make a commitment to the populations represented by the NOW 
program. Individuals like the participants in the NOW program often come to 
employment support offices because they feel like they don’t have the same 
opportunities others have. They want to feel supported and feel like they are being 
paid attention to and not cast aside.  
 
 

The Client  
(Please note that this is a fictitious client who is representative of the individuals this program has 
been developed for.) 
The client was a 54 year old woman who had recently come to Canada under the 
Syrian refugee program. She had many years of administrative experience, and 
everyone who knew her considered her to be an organizational genius. She had 
excellent computer database skills, and was interested in working in a warehouse 
inventory control position. While there were a number of available openings, she was 
having difficulty in securing a position because her English language skills were poor. 
This is a common barrier for non-English speaking immigrants; they have the 
technical knowledge, but are unable to communicate in the language of their new 
country. THRSC Atlantic brought her into their NOW project, and connected her with 
an employer who was interested in hiring her. However, after six weeks, he let her go, 
citing her lack of English and cultural differences in the work environment as the 
reason. To everyone’s surprise, another employer who was participating in the 
project, upon hearing about the situation, stepped up and offered her a similar 
position with his company. He was willing to work with her on her language skills, 
including giving her flexible work hours so that she could attend ESL classes. He also 
encouraged his other employees to help her out, and a couple of the women in the 
company stepped in to act as informal mentors, even to including her and her family 
in social activities outside of work. THRSC Atlantic also connected the employer to 
ISANS, who was able to continue to support both the employer and employee 
through existing programming. The employer’s rationale when asked, was that it was 
difficult to find people who already had the high level of required inventory control 
skills she held, so he was willing to invest time and money in her, knowing that such 



 4 

an investment would be repaid tenfold in loyalty and excellent work. In time, as her 
English improved, she moved into a managerial position.  

 

Lessons Learned 
• On-the-job training - The organization wanted to be sure that all resources 

being used were going to be used as effectively as possible; to make sure this 
happened, this program took a different approach at training. Instead of 
providing the training prior to beginning work, the training was provided on-
the-job, with the employer around to see it unfold. The benefit of this is that 
the employer can see where the candidates excel and where they may benefit 
from extra training. Every professional truck driver has different needs, and if 
the training of the employee is done in tandem with input from the driver, the 
training can be tailored for best-fit with that employer. Even though this “on-
the-job” training was not part of THRSC Atlantic’s original plan for their NOW 
project, it turned out to be of mass benefit; employers took on part of the 
responsibility and training to be sure candidates had the absolute best 
education for their specific occupation.  However, pre-employment training is 
definitely available and encouraged for those who need it or wish to have it. 
But those who are ready to transition to a more hands-on approach have the 
opportunity to do so. 

 
• Job development lens - it is important that a job development lens is used i.e., 

an employer is being found for a candidate, and not the other way around. 
There must be a good fit, and screening or else it won’t work. 

 
• Shifting employer opinions - employers have to be patient and willing to 

commit to the candidates; this sometimes results in employers walking away 
or the organization saying ‘maybe this employer isn’t the best fit for this 
candidate.’ THRSC Atlantic found that most employers liked this approach and 
even benefited from it.  
 

• Success begets success, and word of mouth still works – Trucking sector 
employers from all over Atlantic Canada have lined up to be part of the THRSC 
Atlantic’s NOW program. Most importantly, employers who have been part of 
the program are telling their success stories about the benefits they’ve found 
by removing barriers for underrepresented individuals looking for work. This 
talk is spreading awareness all through the region in a way that may not have 
reached employers otherwise, or at least as quickly. There is one company in 
particular that is now operating at 46% capacity in terms of their number of 
professional truck drivers; there are around 70-75 employees in total of which 
approximately half are immigrants. The diversity in that workforce is 
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widespread, and the employer is proud to talk about it. In fact, it is so 
successful that many of the employer’s older drivers, the demographic often 
most likely to challenge change, are embracing this opportunity with open 
arms; they’re proud of what their employer stands for and are supporting it 
accordingly. 
 

• Importance of workplace culture – a workplace culture that is welcoming to 
diversity usually has to have buy-in from the top. The second employer played 
an active part in helping the client fit in, as did the other employees.  
 

• Collaborative partnerships between organizations – THRSC Atlantic is in the 
process of developing a diversity toolkit that employers in the sector will be 
able to use for their own diversity and inclusion training. In the meantime, 
partnering with other service organizations who can provide expertise in areas 
like working with immigrants, and diversity and inclusion training (in this case, 
ISANS) to fill in the gaps benefits both employees and employers and adds an 
additional level of support to ensure successful attachment.  

 


