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Dear Reader,
You might be picking up this document because you have been part of the evolution of East 
Scarborough Works, are studying our approach to workforce development or are just curious as to 
what East Scarborough Works is all about.  I hope that you find this document useful and inspiring.

The East Scarborough Storefront (The Storefront) has been implementing an approach to 
community development that we have coined the Connected Community Approach (CCA). 
The Learning Report you are about to read describes how we apply this approach to workforce 
development.  This Learning Report serves as a reflection of our learnings over the past 5 years, it 
documents the difference we have made toward systems change and the tensions that still exist in 
our work; it also provides a foundation for understanding the things we must tackle in the future in 
order to unlock the potential of an equitable economy in East Scarborough. By  sharing this with our 
East Scarborough Works network we will have a shared point of reference to plot our path forward. 
It is also intended to be shared broadly in order to provide an example of the purpose, power and 
potential of taking a Connected Community lens to workforce development.

I want to thank our funders who have made it possible for us to implement this work and have 
given us the space to reflect and learn.  In particular, we have learned from and with the Metcalf 
Foundation and the Toronto Workforce Funders Collaborative, who have both provided insights, 
resources and spaces for collaboration.  Our sister organization, Openly Connected, has also 
supported this learning journey immensely by providing the broader context of workforce 
development, connecting us to institutional players considering approaches to workforce 
development, and helping us to amplify our learnings and impact by sharing them widely.  Thank 
you also to Openly, who provided the data and evaluation support, upon which our reflections and 
learnings in this document are based.

Why a Learning Report?
While we value a formal evaluation and have undertaken one with Openly, we wanted to live into one 
of the keys of the Connected Community Approach, "Learn Together". To do this we needed to, as a 
staff team and with our networks, sit with the data and make sense of it on a deeper level.  The result 
is a nuanced and contextualized report that doesn't simply list our accomplishments, but provides an 
honest look at the challenges and tensions in our work and where we continue to learn.  We hope that 
our transparency and humility lead to a deeper and richer learning experience for you as the reader.  

 
Sahar Vermezyari 
Director, East Scarborough Storefront
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Introduction

1    https://metcalffoundation.com/publication/the-working-poor-in-the-toronto-region-a-closer-look-at-the-increasing-numbers/
2    http://3cities.neighbourhoodchange.ca/wp-content/themes/3-Cities/pdfs/three-cities-in-toronto.pdf
3    http://www.urbancentre.utoronto.ca/pdfs/gtuo/PovertybyPostalCodeFinal.pdf

Since 2016, The East Scarborough Storefront 
(The Storefront) has been experimenting with 
how the Connected Community Approach 
can best be leveraged to address the issue of 
geographic poverty in East Scarborough.1,2,3  

The Connected Community Approach is a 
set of principles and practices that embeds an 
important facilitative role within a geographic 
context.  This role has been variously called 
a “community backbone organization”, an 
“integrator” or a “network weaver”.  The 
purpose of this role is to maximize the 
potential of local investments, knowledge 
and opportunities to benefit local residents.  
An integrator (such as The Storefront) helps 
to achieve this by surfacing, leveraging and 
connecting local assets in ways that prioritize 
equitable processes and put community 
realities and aspirations at the centre of 
strategy and project design.  

This report takes a learning stance on the systems 
change work of the East Scarborough Works place-
based workforce development initiative. The purpose of 
this report is to capture reflections on:  

  What difference The Storefront, as a community 
backbone organization, has made in the employment 
ecosystem

  The implications that taking a place-based, Connected 
Communities lens has for the future of workforce 
development in one of Toronto’s most marginalized 
and racialized communities; and 

  The challenges and tensions that will need to be 
addressed as East Scarborough Works evolves into the 
future.
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East Scarborough Works Overview

4    https://www.icecommittee.org/reports/Workforce-Development-Research-Report-March-30-2021-Final.pdf

East Scarborough Works evolved out of several 
years of exploration about the potential impact the 
Connected Communities Approach (CCA) could 
have on local economic well-being.  The Storefront’s 
purpose in creating ESW was to co-design workforce 
development strategies in the local geographic context 
for the benefit of people who struggle with chronic un/
underemployment due to systemic barriers.  

While there is no universal definition of workforce 
development, the ecosystem described by Metcalf 
Fellow Tom Zizys closely aligns with East Scarborough 
Works’ approach: 

“ supporting individuals further from the labour 
market and/or experiencing barriers to 
employment which includes: facilitating entry 
or re-entry into the labour force, which often 
includes preparatory support in advance of 
employment, connection with other services and 
opportunities to acquire workplace experience, 
developing robust relationships with employers, 
to understand their needs, to support them in 
receiving these job candidates and to engage 
with employers to make jobs better, to the 
benefit of the company.”4

Zizys’s definition implies that chronic un/
underemployment are complex issues requiring multi-
pronged and multi-faceted strategies with multiple 
touch-points.  It is this complexity that inspired The 
Storefront not to just seek to create a better workforce 
development program, but to understand and design for 
place-based systems change.  

The change we sought was seamless workforce 
development pathways that:

  Are informed by, meaningful to and easily accessible 
by people who have long been marginalized by 
mainstream systems

  Are supported by the organizations with specific 
expertise relevant to the specific needs of individuals 
along the pathway

  Include training designed to help people succeed 
in securing and retaining jobs being created in their 
communities

  Are conduits for employers in the community to 
effectively live into their local and equity hiring goals
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Initiated in 2016, the project has been through various stages of development:

2016/17

Mapping the ecosystem

Exploring potential  future 
labour markets in East 
Scarborough

Understanding the 
barriers

Convening collaborative 
employment services 
table

Testing possible 
employment pathways  
in hospitality with the 
Guild Inn

Taking previous 5 years 
of community/university 
partnership work with 
UTSC to the next level 
with focus on our 
potential to collaborate 
around local economic 
development

2018/19

Testing possible 
approaches with social 
sector employers

Convening symposium to 
increase understanding 
across sectors

Designing first 
construction pathway

Initiating discussions with 
other Anchors: Toronto 
Zoo and Scarborough 
Health Network

2020/21

Pivoting to adapt 
pathways (social sector 
and construction) in the 
face of COVID

Testing pathways with 
Toronto Zoo

Exploring implications 
for ESW in the context of 
addressing anti-Black 
racism

2022

Convening symposium 
to better understand the 
ecosystem and its players

Beginning  intentional 
process of embedding 
an anti-racism lens in 
network and pathways

Network-wide evaluation, 
reflection and learning 
on our approach and 
dialogue on next steps
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Who is in our network:

66 employers 
(includes anchor 

institutions, 
contractors, unions, 

social sector 
employers and other 

local employers)

 16 trainers 7 employment service 
providers

34 wraparound 
service providers

9 workforce 
development peers  10 funders 11 government / 

policymakers 22 resident leaders

To date, ESW has worked with local networks to co-
design and develop local workforce development 
pathways in three sectors: hospitality, social services 
sectors and the construction trades.

This work has resulted in a growing, diverse, inclusive 
and connected local employment ecosystem network in 
East Scarborough.

Since April 2017, over 362 job seekers have 
connected to workforce development pathways, 
where they have gotten the individualized support, 
training and connections they needed to progress 
towards meaningful employment. As a result of these 
connections, there have been 121 hires over and above 
regular employment work in the community.

From the outset, ESW has embedded a strong equity 
lens and intentional power-sharing practices. Our 
assumption was that this implicit equity focus was 
enough to address the intersecting oppressions that 
many residents in the community we serve face, 

including racism. This is reflected in the fact that we 
did not collect race-based data for jobseekers and 
therefore race was not an explicit category of analysis. 
This assumption was challenged in the wider context 
of the racial reckoning of 2020 that shone a light on 
the longstanding and urgent need to confront anti-
Black racism in our institutions, organizations, and 
relationships. Since 2020, The Storefront in its pathway 
integrator role has worked to bring a lens explicitly 
addressing anti-Black racism to ESW, with the goal of 
embedding this strengthened, anti-racist lens in all areas 
of East Scarborough Works. One way we intend to do 
this is to expand The Storefront’s practice of collecting 
race-based data on general surveys related to ESW. 
We prioritized a dialogue on this topic at our 2022 ESW 
Symposium, our first in-person network-wide gathering 
since 2018. Early learnings and actions in our journey 
to confront anti-Black racism in our work are reflected in 
this report.
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East Scarborough Works Theory of Change 
East Scarborough Works is designed on the premise that:

  There are people living in East Scarborough (and other of Toronto’s Neighbourhood Improvement Areas) for whom 
the employment system has failed: the personal struggles individuals face when seeking, securing and retaining 
work are exacerbated by the very systems that lie between their reality and the jobs they aspire to. 

  The systems designed to support people furthest from the labour market have not been designed to address 
harmful societal issues. We have since refined this further to include an analysis of anti-Black racism and 
articulate how current systems perpetuate an exclusionary white supremacist paradigm.

  There are multiple players (organizations, 
grassroots groups, networks institutions, 
government entities) in and connected to a 
community who, in one way or another are 
involved in local employment (as employers, 
recruiters, trainers, service providers, etc).  Each 
of these players is part of the local employment 
ecosystem and yet each operates separately, with 
minimal relationship with and knowledge of the 
others resulting in a fragmented system,  
leaving it to the job seeker to navigate multiple 
players, programs and processes to figure out 
and even to build their own employment pathway.

And if...

  there is intentionality in facilitating meaningful relationships across divergent players in and connected to a 
local employment ecosystem, it will result in better understanding of the roles and realities of each organization/
institution in helping people secure and keep decent work.

  strategies, tools and processes are co-created that support employment ecosystem players to come together 
to learn about and address complex societal issues, focus on anti-racist paradigms, and adapt their own ways 
of working to better align with, and meet the needs of, the realities of marginalized/racialized job seekers, while 
integrating each other’s roles and approaches

Then…

  The ecosystem of players in the employment system will have increased capacity to create change in ways that 
overcome barriers, gaps and create meaningful opportunities for local people furthest from the labour market to 
secure and retain decent work. 

Thereby…

  Changing local systems not just for a one-time project, but to fundamentally shift how the local employment 
ecosystem works to reduce marginalization.  

LOCAL PEOPLE
IN NEED OF

EMPLOYMENT

JOBS
CREATED BY

PUBLIC SECTOR
SPENDING

College 
programs/
pre-apprenticeship

Essential skill/
foundational 
skill training

Employment 
pathway access/
knowledge of 
what’s available

Trade unions/
technical skill
training

Employers

Employment
support

Wraparound
supports
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In this document, we refer to this fundamental shift in the local ecosystem by using the analogy 
of laying railway tracks. In order for trains to run smoothly down the tracks in the future, 
significant investment is needed to build the tracks and operate the system: engineering, staffing, 
procuring and transporting supplies, figuring out how to cross rivers, move around, through or 
over mountains, and noting when the trains will need to slow down and when they need to move 
at a quick, efficient pace. Once the tracks are laid and there is committed maintenance over 
time, trains can use the infrastructure to move from place to place for generations. Similarly, the 
“tracks” laid by ESW can continue to be used over time to reduce barriers for individuals and 
scale the project without having to rebuild the tracks every time.

Policies

Practices

Resource Flows

Relationships & Connections

Power Dynamics

Mental Models
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Methods
East Scarborough Works has been 
the subject of ongoing professional 
evaluation by a third party evaluator 
since its inception.  This learning 
document is a summary and analysis 
of these evaluations combined 
with funder reports and anecdotal 
evidence, and has been co-written by 
staff of East Scarborough Storefront 
and staff of Centre for Connected 
Communities, our sister organization 
and partner in ESW.5

The analysis and sense making 
happened in various stages with 
Storefront staff and ESW network 
stakeholders and used Ursula 
Wright’s six conditions of systems 
change as a framework.6

Given the cross-community nature 
of the initiative, The Storefront felt 
it important to engage players from 
across the ecosystem in reflecting on 
key learning questions:

5   Details of the reports reviewed/cited can be found here
6   Ursula Wright, Systems Change is a noun and a verb, 2019 FSG

What:
  What has changed in the local ecosystem as a result of 

East Scarborough Works?

  What difference has The Storefront’s role as 
community backbone/integrator and its use of the 
Connected Community Approach made in how the 
community comes together to address issues of 
geographic poverty and marginalization? 

So what:
  What is the significance of the changes brought about 

by the collective investment in East Scarborough 
Works? 

Now what:
  What tensions continue to exist within the ecosystem? 

  What are the important considerations for the future of 
East Scarborough Works?

Structural Change

Transformative Change

Relational Change

Policies Resource
Flows

Mental
Models

Relationships
& Connections

Power
Dynamics

Practices

East Scarborough Works LEARNING REPORT7

https://changeopenly.com/services/
https://docs.google.com/document/d/1ULRjh7gRbF6I9flVDcqlSaFBKJR4cSJDeoX5q6JLyMU/edit?usp=sharing
https://www.fsg.org/blog/systems-change-noun-and-verb/


Signs and Signals of Systems Change
What has changed in the local ecosystem  
as a result of East Scarborough Works
In 2016, when East Scarborough Works was a purely conceptual idea, a great deal of investment was made in 
understanding the ecosystem.  Of course, the ecosystem is ever evolving and changing so understanding the 
ecosystem continues to be critical.  

In this section we identify the signs and signals that indicate East Scarborough Works has affected positive change 
towards its stated goals according to Ursula Wright’s six conditions of systems change.  In this document we will 
be focusing on 1) Changes in Mental Models; 2) Changes in Relationships and Power Dynamics; 3) Changes in 
Structures and Processes; 4) Changes in Policies and Resource Flows. The section is followed by an analysis of the 
role East Scarborough Storefront played in effecting that change.  For an example of how these changes manifest in 
a resident experience, see Appendix B; specifics as to employment outcomes in the various sectors can be found in 
Appendix C.

Changes in Mental Models

Mental models are the implicit attitudes and beliefs that 
influence decision-making and action by each of the 
players along the employment pathway. Signs of change 
within mental models include deepening understanding 
of the issues, learning more about possible solutions, 
deeper understanding of their own impact on the 
success or failure of the ecosystem and gaining 
confidence in taking action.

Summary of our Impact: 
As a result of ESW, there is greater familiarity with place-
based workforce development and the benefits of a 
“whole ecosystem” approach among key players.  Key 
players are now planning in the context of a workforce 
development ecosystem:

  71% of survey respondents reported they had learned 
more about their role within the ESW ecosystem and 
the pathway approach to local workforce development

  64% of respondents reported they learned more about 
how different cohorts can work together to strengthen 
the pathways to local jobs for local people

  88% of job seekers on the first construction pathway 
indicated that their motivation increased when they 
had a clear line of site from where they are to local jobs

While this shift in mental models can be seen across the 
ecosystem, the most significant and impactful shift was 
with the anchor institutions.

Problem:
There is a significant and difficult mental leap required 
between the intention to make the change and 
commitment to making that change. Barriers to local 
hiring can be created when there is a disconnect about 
the impact of their role in the ecosystem.For Anchor 
Institutions, the commitment to change shows up in 
how Anchors relate to the local community; the way in 
which Anchor institutions relate to the local community 
impacts whether or not they are able to live into their 
local hiring goals. 

Mechanism:
Demonstrating, modeling and facilitating intentional 
discussions about the local ecosystem and anchor 
institution’s intentional or unintentional impact on it.

Sharing of stories and data and creating ongoing 
feedback loops between key organizations and anchor 
institutions.
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Changes in Relationships and Power Dynamics

Relationships and power dynamics are present in any 
system. Whether intentional or unintentional, who holds 
power and how people engage with each other has a 
profound influence on how information flows, who has 
access to opportunities and who influences decision-
making. 

Summary of our Impact: Signs and signals of 
positive change in relationships and power dynamics 
included better communication and stronger 
relationships between all stakeholders. The most 
substantive shift was in breaking down silos. As a 
result of this shift, key players have made a stronger 
commitment to strengthening workforce development 
pathways within their sectors.

Signs and signals of change:
Anchor institutions signaled a positive shift in gaining 
insights and learning:

Articulation by leadership at two anchor organizations 
that partnership at the leadership level is insufficient 
for real and lasting impact. These anchors are now 
demonstrating their understanding of the need for 
embedding change by inviting the right people (HR, 
general contractors, subcontractors, hiring managers) 
to problem solve systemic barriers to local/equity 
employment. Departments within Anchor institutions 
working on ESW can then extend their learnings on the 
employment barriers their practices pose to other parts 
of their organization such as their main service offerings:

“ We gained a different perspective to our whole 
recruiting process and are reaching people who 
wouldn’t normally apply to our jobs. Getting our 
jobs out there to the community partners has 
made a difference … like we used to post our 
jobs on our site and nobody really knows about 
it. Until now, we haven’t really engaged the 
community in the way that we have with The 
Storefront.” – Anchor Institution partner

Toronto Zoo identified The Storefront as a primary 
recruitment partner when looking to fill hard-to-fill 
positions.

Anchor Institutions articulated specific future 
commitments: 

  Discuss with the trade unions where opportunity lies 
for apprentices to join our project

   Advocating for responsive, transparent, and intentional 
accountability tools and spaces

  Challenging assumptions, identifying barriers and 
improving the pathway

  More listening and asking, and acting when possible to 
continue to bring new learnings and experience to the 
project
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Problem #1:
Organizations on “the same side” compete with one 
another

Mechanism:
Continued facilitation of SCENE network of employment 
services providers; facilitated co-creation of a “network 
tracking system” to coordinate outreach among 
employment service providers; aligned training across 
multiple organizations focused on specific employment 
opportunities; shared data previously held only with 
one organization; modeled collaborative approaches to 
problem solving based on trust.

Signs and Signals of Change:
SCENE network tracking system in development; 
outreach to job seekers is coordinated; residents get 
the same information on employment opportunities 
and pathways no matter which employment service 
provider they speak to; SCENE network acts as a 
unified voice when communicating the mechanisms 
needed to support marginalized job seekers with anchor 
organizations. SCENE network shares experiences and 
resources to address issues and especially anti-Black 
Racism as a network.

Problem #2
Anchor institutions are critical players in the ecosystem 
but haven’t used their power to best effect to improve 
local/equity outcomes

Mechanism:
Demonstrated the necessity and potential of using their 
influence so that unions and contractors were able to 
co-ordinate their hiring to a shared goal; explored other 
means (beyond/in addition to workforce development) 
for anchor institutions to invest locally (e.g. through 
Social Procurement).

Signs and Signals of change:
General contractor hired by anchor institutions is now 
making requests to the labour union LiUNA for local 
apprentices to fill specific positions. This request comes 
through the influence of a local anchor institution 
employer who has grown their commitment to local 
hiring through ESW. The table in Appendix C shows the 
engagement in the construction pathway since 2019.

A Scarborough-wide network of local businesses 
(Scarborough Business Association) is working with 
anchor institutions and The Storefront on a social 
procurement strategy.

Problem #3:
When problems arise for job seekers that could be met 
by wrap around supports: What “wraparound supports” 
job seekers are connected to depends on ad hoc 
relationships within the ecosystem; employers/unions 
are disconnected from the support systems that might 
help people stay in a job.

Reports from unions: “Someone suddenly doesn’t 
show up for job they’ve been hired for. Turns out 
person has been evicted; embarrassed; no idea 
where to turn; thus is silent.”

Mechanism:
Network-weaving: brokering relationships among service 
providers and between service providers and job seekers 
(and unions and trainers, where appropriate).

Signs and Signals of Change:
Robust ESW network includes 34 wraparound supports 
which are all connected to one another. Unions and 
employers recognize that job seekers connected to 
ESW have access to robust wraparound supports and 
therefore will be more likely to succeed. Unions now 
know they can turn to “social services” or connect with 
someone in the ESW network to get support for their 
members and/or candidates in their training program.
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Problem #1:
Just-in-time hiring policies/practices and other 
recruitment processes pose barriers to people from 
marginalized/racialized communities

Mechanism:
Designed and implemented workback plans that tangibly 
demonstrate/articulate the specifics required by each 
of the players in the ecosystem in order that people 
furthest from the labour market have the best chance to 
succeed.

Signs and Signals of Change:
Final linkages made with construction pathway: the 
contractor is now identifying specific positions for local 
apprentices/ requesting local apprentices from the 
union hall for these positions, Toronto Zoo CEO has 
connected with senior leadership at UTSC to include 
the “local hiring/social procurement” language UTSC 
used into their procurement contracts with general 
contractors for the campus construction.

Memorandum of Understanding signed between 
The East Scarborough Storefront and Toronto Zoo, 
signaling deepened commitment and accountability in 
community-based recruitment partnerships.

New practice established by UTSC HR department that 
now job postings can be posted internally and externally 
at the same time, giving external candidates the time 
they require to prepare for the job competition.

Candidate tracking and feedback loops with local 
employment agencies in place for UTSC and in 
development with the Toronto Zoo, which is working on 
new ways to integrate community-based recruitment.

Partnership started with Toronto Shelter Network and its 
individual members which provided line of sight for job 
seekers and those that support them to real jobs in the 
social service sector.

“ You have to chip away at it. It’s not like you 
are going to make this giant change in an 
environment like ours. Don’t get me wrong, we 
work in an amazing environment. This place 
is like any other place I ever worked at in, in a 
positive way. It is about chipping away and I 
hope that our partners understand. I hope our 
partners understand that we can’t make these 
massive shifts but are working on shifting.” 

- Employer/Anchor Institution

Structures and Processes

Structures and processes are the formalized ways 
in which ideas are moved into action. Formalizing or 
institutionalizing structures and processes so they are 
both collaborative and designed to be accessible to job 
seekers furthest from the labour market is a key long-
term objective of ESW.

Summary of our Impact: 
As a result of engagement in ESW, employers/anchor 
institutions have piloted changes to recruitment 
practices that better enable marginalized job seekers to 
secure employment, practices which are now becoming 
institutionalized and beginning to show tangible 
employment results.
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Problem #2:
Short turn-around time for postings don’t provide 
sufficient time for employment organizations to help 
people prepare for/ skill up for specific jobs

Mechanism:
Worked with employers to explore local labour 
market forecasting. Used workback plans to plot out 
time requirements for each necessary step along 
the employment pathway: recruitment, training etc; 
leveraged the insights and networks of local grassroots 
groups/leaders to increase reach to job seekers who 
were not accessing employment programs; improved 
access to accurate and timely job information through 
community-wide crowd-sourced newsletter; building 
relationships and convening conversations through ESW 
to help information to flow in a timely way

Signs and Signals of change:
Improved communication channels to inform diverse 
local candidates about the specifics of upcoming job 
vacancies. Employers and service providers recognized 
the value of having stronger channels for flowing 
information and communicating with key audiences and 
the value of an ecosystem approach in strengthening 
these communication channels, noting in some cases 
it resulted in less competition and more collaboration 
between organizations. Employers request timelines and 
workback plans in advance.

Increased understanding of key information about jobs/
labour market trends. Key players identified how critical 
it was to have a mechanism for sharing information 
about the future skills that would be needed and what it 
will take to secure upcoming jobs. 

Problem #3:  
No way for local employment organizations to interface 
with employers to receive necessary feedback on 
specific candidates, in particular why someone did or did 
not succeed in securing a job.

Mechanism:
Co-created candidate tracking system with UTSC and 
SCENE so that UTSC can identify the candidates who 
are on a specific pathway; co-designed mechanisms for 
feedback loops with employers. 

Signs and Signals of change:
Job seekers receive feedback on their application and/
or interview so, if unsuccessful, they can learn and 
grow to be better prepared for the next job and The 
Storefront can also refine its understanding of the job 
requirements. 
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Policies and Resource Flows

For embedded change to happen within institutions 
or organizations, structures and processes need to be 
enshrined in policy and sufficiently resourced to make 
the change(s) practical.

Summary of our impact: 
In the case of East Scarborough Works, community 
players have leveraged resources from private 
foundations to influence entrenched institutional 
practices at anchor institutions.

Problem:
Investment in local hiring/local pathways comes from 
the community rather than government or the anchor 
institution itself.

Mechanism:
Business case presentations; demonstration of the 
value; personal stories of job seekers intended to create 
multiple champions within government and institutions 
to leverage their economic heft for benefit of local, 
marginalized and racialized community members.

Signs and Signals of change:
The Toronto Zoo is investing its own resources to advance 
a local hiring pathway, which will aim to create paid 
positions for youth at the Zoo drawn from community-
based recruitment. This will be in partnership with The 
Storefront and other community partners.

Creation and resourcing of new roles at UTSC to support 
embedding and operationalizing their local hiring 
commitment:

  The Community Partnership department at UTSC, 
which is a key internal advocate for local hiring at 
UTSC, was made up of 2 staff members, but they are 
now resourced to grow their team to 5 full-time staff 
members.

  A new role is being created under the Director of 
Operations that previously did not exist to support 
community benefits activities and projects including 
local/social hiring related to capital planning

Support from some players within municipal government 
signals potential in this area, in the form of both 
resourcing and championing ESW:

  The City of Toronto’s Community Benefit Framework 
named the ESW approach (known as Connected 
Communities Work) as their key strategy in meeting 
their local/equity hiring agenda.

  In 2018, the local councilor secured funds for 
barrier reduction in East Scarborough works and 
subsequently, in 2021, City of Toronto Economic 
Development department followed suit.  This was 
especially significant as EcDev is an area of the City’s 
policy-making that has focused on more traditional 
economic development strategies.  Their proactive 
redistribution of resources to a place-based workforce 
development initiative demonstrates interest in 
learning from our initiative and is an early sign and 
signal of change.
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Role and Contribution  
of East Scarborough Storefront
ESW’s success rests on collective action. This means 
that the strengths that make it work, and the knowledge 
and expertise that drive it, do not all lie with one 
organization or leader but rather with a set of committed 
network players. Each network member plays a critical 
role, is accountable to others in the network, and above 
all, is accountable to the community. 

The signs and signals of systems change in the East 
Scarborough employment ecosystem that we’ve tracked 
so far are the result of this collective action and can only 
be sustained by continued collective action. 

Collective action, however, does not happen without 
skilled, intentional, values-based and purpose-
driven coordination. This is the role and contribution 
of The Storefront which plays a critical “community 
backbone” or “workforce integrator” role in creating and 
sustaining workforce development pathways in the East 
Scarborough employment ecosystem . 

This role is fundamental to not only The Storefront’s 
workforce development work but our approach to 
place-based community development in general (the 
Connected Community Approach) and includes the 
following:

1. Weaving networks

2.  Designing pathway strategy that centres  
jobseeker experience

3.  Coordinating pathway implementation to ensure 
seamless jobseeker experience

4.  Embedding knowledge and shared learning among 
stakeholders in the local ecosystem

5. Mobilizing information across the community

A sixth role that The Storefront plays, which is not typical 
of the workforce integrator role, is the direct provision of 
employment services and training.  We call attention to 
this tension that we call “Wearing two hats: Navigating 
the Service Delivery / Community Development tension” 
in a note at the end of this section.
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Jan. 2016 Nov. 2018

1. Weaving Networks

Examples of activities:

    Convened and facilitated quarterly pathway 
development & operationalization meetings with 
several networks of key players: 1) Scarborough 
Collaborative Employment Network East (employment 
service provider network) 2) UTSC senior leadership 
including Operations, Facilities, Community 
Partnerships, and HR 3) Toronto Zoo senior leadership 
including CEO, HR, Finance

  Developed social procurement partnership project 
with Scarborough Business Association

One of the greatest strengths of ESW is the extent to 
which Storefront staff invest in network-weaving across 
the employment ecosystem to build trusting, effective, 
mutually beneficial relationships. These relationships 
then can be leveraged to support changes in behaviours 
and structures that help to continuously strengthen the 
pathway.

Storefront staff have engaged ecosystem players (i.e., 
employers, anchor institutions, unions, training and 
employment organizations, social service organizations, 
funders, government, and others) to recognize their 
role and contribution to the ecosystem of workforce 
development. They have invested in building and 
nurturing relationships among the players, through both 
formal ESW-related meetings and participation in each 
other’s ongoing events, which provides the momentum 
for strengthening and progressing along a workforce 
development pathway now and over the long term.

The Storefront has mapped the ecosystem at strategic 
points throughout its evolution.
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2.  Designing Pathway Strategy:  
Centring the Job seeker Experience

Examples of activities

    Designed and operationalized 3 place-based, sector 
specific pathways in hospitality, social sector, and 
construction

    Engaged local jobseekers in key informant interviews 
and focus groups in 2021-22 third party evaluation 

    Engaged 3 resident leaders to co-facilitate 2022 
network-wide symposium and 11 local residents to 
participate

Storefront staff convene multiple players and lead 
complex facilitation processes to design win-win plans 
that work for all involved, from job seeker, to sector 
trainer, to employer. The Storefront’s approach is rooted 
in hope for the possibility of win-win solutions that 
recognize both the specific aspirations of each player as 
well as the entrenched inequitable power dynamics, and, 
fundamentally, centre the priorities and experiences of 
marginalized jobseekers. Storefront staff have convened 
spaces in which organizational and institutional partners 
are able to hear directly from residents. The Storefront 
synthesizes this knowledge to iterate pathway design 
over time. 

3.  Coordinating the “doing”:  
Implementing a seamless pathway 
experience for job seekers

Examples of activities

    Employer-side coordination: Developed a pathway 
workback plan template to guide pathway 
development and track pathway operationalization 
across all players

    Jobseeker-side coordination: Supported construction 
pathway jobseekers to prepare, apply for, and 
complete union apprentice training and connect with 
local jobs in the trades, with 1-on-1 support, barrier 
reduction funds, and other wraparound supports 
available before and completion of the apprentice 
training and once they were on the job.

The Storefront has developed a comprehensive pathway 
workback plan template that it uses with all partners to 
map the complex array of players and actions needed, so 
those job seekers furthest from the labour market have 
the best possible chance of preparing for and securing 
local jobs. The Storefront’s coordinating role along the 
pathway is unique, in that we have working relationships 
and ongoing communication along the whole 
employment pathway, from the employment service 
provider, to the essential skills trainer, to the union, to 
the anchor institution or other employer, as well as, of 
course, the jobseekers themselves. Indeed, another 
coordinating role The Storefront pays close attention to 
is ensuring that the jobseekers have one main point of 
contact as well as  the support they need to navigate 
along the whole length of the pathway, even after they 
get the job. Currently, this function is carried out by The 
Storefront’s Pathway Coordinator staff (as mentioned 
above, this is not typical of the workforce integrator 
role, but rather falls in the category of a service delivery 
role - see “Wearing two hats” below for more details on 
this tension). Building trusting relationships and  good 
communication with jobseekers on the pathway is a 
critical way the ESW network also monitors how smooth 
or effective the implementation of the pathway is.
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4.  Embedding knowledge and shared learning

Examples of activities

    Hosting and facilitating three network-wide learning 
symposium events from 2016-2022 with a collective 
attendance of 228 local ecosystem players 
representing all points along the pathway

    Resourcing and coordinating a series of robust third-
party evaluations of the initiative

    Facilitating ESW network discussions on anti-Black 
racism and related topics, including hosting a learning 
symposium focused on anti-racism in 2022 to explore 
next steps (98 ecosystem players in attendance 
across digital and in-person parts of this hybrid event) 

Storefront staff convene events and conversations that 
build knowledge, commitment, a sense of responsibility 
and accountability and ensure the information, 
knowledge and resources flow among all the players in 
the ecosystem, so job seekers have the right information 
at the right time, no matter what their entry point. 

The Storefront has convened three “symposium” 
knowledge sharing events through which we built trust, 
understanding and empathy across the ESW network:

    2016: 30 attendees: residents, UTSC staff, policy, 
funding and advocacy workforce experts

    2018: 100 attendees, residents, employment 
organizations, politicians, funders policy makers, 
service providers, UTSC, the Zoo, SHN and social 
sector employers

    2022: 98 unique attendees with representation 
from all stakeholders, across leadership and 
implementation positions, in the local economic 
ecosystem (virtual and in person) 

Notably, a strong, sustained focus of network-wide 
learning and knowledge-sharing that The Storefront 
facilitates is continually strengthening how our network 
embeds an equity / addressing anti-Black racism lens. 
The Storefront deepened its integration of equity and 
Anti-Black Racism perspectives into ESW by building 
the capacity of anchor institutions for community-based 

recruitment. This attention and focus encouraged new 
learning and commitments for ecosystem players. 
The Storefront has facilitated discussions on Anti-
Black Racism and topics related to Anti-Black Racism  
and hosted an anti-racism focused symposium (98 
participants) to explore next steps.

5.  Mobilizing information  
across the community

Examples of activities

    Hosted 2 construction pathway information sessions 
with jobseekers, unions, anchors, employers, 
and wraparound support agencies in attendance 
(collective attendance: 88)

    Engaged 19 resident leaders in co-design of outreach 
strategy and/or in execution of outreach strategy as 
local outreach ambassadors 

Right people, right information, right time. This may 
sound simple, but as workforce integrator, The Storefront 
does not take for granted how information about 
employment pathway opportunities being created by 
the ESW network gets mobilized across the community. 
The Storefront is deliberate in paying attention to 
ensuring that how the community gets this information 
is accessible and works for the community. Therefore, 
the Storefront works closely with local grassroots leaders 
to build an outreach strategy for ESW that stays rooted 
in those with deep knowledge of the community and is 
thus meaningful, authentic, and effective. Second, The 
Storefront leverages our coordinating role to work at 
multiple scales within the ESW network to ensure that, 
when we are sharing information about employment 
and training opportunities, the information is accurate, 
timely, and reflects real and actionable opportunities 
accessible to job seekers  in their community. When it 
comes to disseminating the information, the strength 
of ESW’s networked approach comes to the fore: 
the Storefront facilitates a “network of networks” 
approach among local grassroots leaders and service 
organizations. Our community-wide communication 
strategy also includes a crowd-sourced e-newsletter and 
other targeted digital dissemination.
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NOTE: Wearing two hats: Navigating the Service Delivery / Community Development tension

It is important to acknowledge that, in addition to the 
workforce integrator role and functions described above, 
East Scarborough Storefront currently also plays dual 
roles on the pathway as an employment service provider 
and as a sector skills trainer:

    We provide one-on-one employment coaching and 
navigation support to jobseekers on ESW employment 
pathways, as an Employment Ontario service 
provider in collaboration with the SCENE network of 6 
Scarborough EO providers. Our Pathway Coordinator 
staff in particular work to ensure that jobseekers can 
feel confident that they have support with whatever 
challenges may arise, from housing, to training, to 
making the final connection to a local job, and finally 
to continuing to support them to ensure retention 
at the new job in case of challenges that may come 
up post-employment. Also staying connected to 
graduates after they land employment is important, 
and a new grad can maintain confidence that 
Storefront is willing to continue the relationship to 
provide ongoing supports (for example, how to access 
EI in between contracts), navigating the entry point of a 
local Union and new contractor, with employment and 
wraparound supports when needed.

    We also provide sector skills training to job seekers on 
ESW’s social sector employment pathway through our 
Working with People in the Social Sector program. This 
is the only way that Storefront engages in sector-based 
skills training, as the social sector is one in which The 
Storefront has extensive expertise.

As a community backbone organization, the service 
delivery / community development tension is a core 
tension The Storefront navigates in our work, as well 
as one that East Scarborough Works navigates as a 
network. Both functions are necessary, while also being 
in tension, in terms of achieving the equitable systems 
change we envision in East Scarborough (more on the 
service delivery / community development spectrum, 
and differences between the two approaches to building 
community, here). In the context of the East Scarborough 
Works project, we are now at a critical juncture to reflect 
on the sustainability of The Storefront continuing to 
wear both of these “hats” in the East Scarborough 
Works initiative- workforce integrator and service 
provider - and to decide what best serves the strength 
and sustainability of the wider ESW network and the 
employment pathways we are seeking to establish and 
make durable. See Tensions & Considerations for the 
Future below for more on this.
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What difference taking a  
Connected Community Approach has made
Using the data and methods outlined above, it is clear 
that there are distinct benefits to taking a Connected 
Communities approach to workforce development in 
the context of a marginalized and racialized community 
where jobs are being created.  The purposeful facilitation 
by The Storefront is laying the tracks for future workforce 
development.  The “tracks laid” include:

1.  Increased trust between local residents and 
employment service providers

2.  Increased resident influence in recruitment and hiring 
protocols, and supports

3.  Improved communication so that knowledge about 
local jobs reaches jobs seekers  

4.  Mechanisms designed so that job seekers have a 
clear line of sight and increased time and support to 
prepare for local jobs 

5.  Increased and improved problem solving among 
employers and service providersImproved ability to 
collectively tackle complex systemic issues among 
players in the ecosystem, including and especially 
racism

6.  Strengthened ability for organizations to leverage the 
training and wrap around supports that already exist 
for more comprehensive support of jobseekers.

All of these “tracks” support everyone in the local 
employment ecosystem to achieve their aspirations 
more quickly and efficiently, and in a more sustainable 
way: Anchors achieve their strategic objectives, unions 
recruit from a pool of qualified candidates, upskilling/
training institutions offer more customized and effective 
training, employment service providers better use 
their resources, wrap around support organizations 
can offer life stabilizing supports and job seekers 
get on the right track sooner and have a more direct 
path to employment. Since these changes are in the 
best interest of all stakeholders in the ecosystem, the 
changes are more sustainable.  As the changes are 
institutionalized it can lead to sustained and sustainable 
system change.

“ I’ve benefited from ESW by “being able” to 
“utilize my voice and having an organization 
that listens to community, not just operates on 
what they feel is right” - ESW participant

“ A whole system needs to evolve…it’s not just the 
anchor institutions out of charity giving things, 
but we are deliberate in getting people into 
gainful employment.  - Andrew A – CAO UTSC
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Tensions and Considerations for the Future
East Scarborough Works has seen promising early 
outcomes of structural, relational and transformative 
forms of systems change at the local level.   

The Storefront has learned much about workforce 
development through engaging with employers from 
multiple sectors.   In the social sector, where it has 
seen the most demonstrable and easily quantifiable 
employment outcomes, there are early positive 
indicators of the potential of this approach.  The most 
entrenched and complex sector that East Scarborough 
Works has tackled to date has been the construction 
sector in which there have been significant process-
related gains, where employment outcomes are slower 
to be realized, but are being achieved nonetheless. 
Decades of practices are slowly being shifted in the 
direction of more equitable and local hiring. 

This report focuses on the role of Anchor Institutions 
in the ecosystem.  The approach relies heavily on their 
commitment and the commitment of their contractors, 
subcontractors and associated unions to change the 
systems they are working in.  Motivations to change differ 
across these groups, from wanting a more equitable 
economic ecosystem, to simply wanting a pool of 
qualified candidates.  In many cases, ESW asks these 
employers to change their practices, processes and 
norms. These are often difficult conversations requiring 
resources and efforts to change a highly refined and 
entrenched system, and in most cases, the employer 
holds a great deal of power relative to the community 
actors.  

Navigating the power dynamics between community 
and institutional players requires a foundation of trust 
and an articulated commitment to shared purpose and 
principles.  There have been and continue to be the need 
for difficult conversations about the systems at play 
and how racialization and marginalization is created 
and perpetuated in communities and workplaces. 
Institutional systems are slow to change even with the 
best of intentions.  

What is evident is that by taking a Connected Community 
Approach to workforce development, The Storefront 
has been able to shine a light on systems that are 
deeply rooted in white supremacist, bureaucratic and 
institutional norms and, has, by using a relational 
approach and through co-creation and collective design, 
made incremental but critical changes to the mental 
models, relationships and power dynamics, process, 
policies and resource flows that make up those systems.

The limitations of this approach, however, have also 
been surfaced.  This highly relational systems change 
approach requires goodwill, resources and commitment 
for the long term to be effective. It is not a one-and-
done approach but a series of incremental changes that 
shift systems.  Systems change by nature requires us to 
swim against a strong and constant current, to create a 
counter current. Therefore this work must be constant so 
that the hard fought for changes are not swept up by the 
entrenched business-as-usual current.

In order to capitalize on the “tracks” laid in the first years 
of its evolution, East Scarborough Works will need to 
navigate some significant tensions in the next few years. 
These tensions include:

Community development vs. service 
delivery
Although The Storefront is an employment service 
provider, it has considerable skill, expertise and historic 
experience as a network weaver/integrator.  It is largely 
because of this latter skill that East Scarborough Works 
has been able to shift employment ecosystems in the 
way that it has.  However, The Storefront can more easily 
access and thus receive larger funding amounts for 
traditional service delivery than to carry out its network 
weaving purpose.  Maintaining the integrity of its network 
weaving role in the face of funding constraints will 
be critical to sustain momentum of the ESW project.  
Exploring how we can continue to realize the significant 
potential of the Pathway Coordinator role to support the 
entire ESW network is one specific way to integrate these 
two roles. 
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Place-based vs. sector-based interests
Is it necessary to choose between focusing on local jobs for 
local people and supporting local people into employment 
in sectors experiencing growing demand? Within the 
construction pathway, for example, Storefront staff have 
noted a tension between prioritizing local hiring and some 
players’ drive to meet demand for sector hiring.  We believe 
that these do not need to be mutually exclusive; a critical 
path forward may be to work more closely with sector 
specific workforce development partners to leverage 
their expertise in a place-based context. 

Delivering on perceived value
One of the dangers we have steered clear of in this 
project has been overpromising what we can deliver, 
particularly to residents/jobseekers.  Ongoing and regular 
communication, transparency and sharing of data will 
continue to be important so that community actors can be 
clear on what employers and residents/job seekers can 
and cannot expect from East Scarborough Works.

Implementing anti-racism
While ESW has started the work of addressing anti-
Black racism within the local employment system, 
there is much work still to do to realize this foundational 
goal.   We will need to be specific and intentional on 
building accountability for this work by articulating how 
it will be followed up on, operationalized, monitored 
and evaluated.  We can also work with internal equity/
community partnership departments within Anchor 
Institutions as well as sector specific tables like 
RESCON’s anti-racism table.  

Institutionalizing change
It is important to acknowledge the precarity of relying 
on individual champions within institutions (in ESW’s 
relationship-based approach), where embedding the 
necessary culture and process change is still a work 
in progress across all the departments of the Anchor 
Institutions and positions that touch pathway development 
and operationalization. However, many Anchor Institutions 
are investing resources in positions and teams of people 
whose jobs are to make the institutions more equitable 
and to benefit the local community.  It will be important 
for us to continue to engage and work with these internal 
teams toward shared goals.  

Strengthening the agency  
of the network:
While the Connected Community Approach is predicated 
on the network weaving and facilitation by an integrator, 
currently, East Scarborough Works is highly reliant on 
The Storefront to be at the core of every conversation 
and process, including delivering one-on-one 
employment services and some sector-specific training 
on the pathway.  If the ecosystem is to better support 
job seekers in a sustainable and meaningful way over 
the long term, many of the processes currently being 
enabled through Storefront’s active facilitation will need 
to be transferred to or shared by other players in the 
local ecosystem for lasting impact.

Resourcing ESW
ESW has largely relied on resources from innovative 
private foundations who believe in and have invested in 
systems change work, as well as  on one-off government 
grants. The current funding environment focuses on 
short-term outcomes rather than substantive change 
designed to address the longer-term, increasing 
geographic and racialization of poverty in the City of 
Toronto. To make ESW sustainable, it will be critical that 
the anchors themselves and/or governments begin to 
resource this important work. 

Accountability
As mentioned above, East Scarborough Works relies 
on the goodwill and commitment of its partners.  There 
are tensions in this approach as The Storefront has little 
power to hold partners accountable for follow-through 
on their expressed commitments to ESW.  It will be 
necessary to figure out accountability mechanisms so as 
to maximize the potential of the model.

Data sharing
There is still some reluctance at both the anchor 
institutions and local organizations to move beyond 
providing data as and when requested for a specific 
purpose rather than a willingness to freely share data 
in a standardized way. In order for the pathways to get 
smoother over time, normalizing the sharing of data all 
across the pathway will be critical.
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Conclusion
The investment in network-weaving and integrating across sectors has paid off. The influence 
of the East Scarborough Works network within the local employment ecosystem, as well as the 
specific influence of The Storefront’s particular workforce integrator role in the network, is seen 
through emerging signs and signals of systems change. In moving towards sustainable systems 
change, relationships at the organizational and community level are the most vital piece of 
the workforce development puzzle. Time and tenacity are needed to build the necessary cross-
sector relationships. This need for an integrator has been constant, as people, organizations and 
opportunities evolve within their different contexts.

This evaluation has surfaced a number of promising 
signs and signals of real, meaningful system-wide 
change within the workforce development ecosystem 
through the implementation of ESW. The impact of 
the pandemic in this change process was felt as both 
a hindrance and motivator of progress. The racial 
reckoning is also a part of the context of the past three 
years of this project. Both the pandemic and the racial 
reckoning laid bare social inequities which allowed 
addressing anti-Black racism to become a focus in North 
America. The intensity of this period also opened up 
opportunities for systems change through an increased 
willingness to develop equitable systems at large. 
At the same time, the pandemic hindered progress 
by surfacing barriers of digital skills and access. The 
lockdown, however,  slowed down processes and paused 
or stopped job trainings, shadowing, and placements 
altogether.

Given  the long-term nature of this work at the forefront, 
East Scarborough Works will need to keep building on the 
momentum of the last four years and continue to enact 
the mechanisms that shift the conditions of systems 
change. We have learned that investment in ESW allows 
for explicit attention and action, such that each player 
sees their role and responsibility within the ecosystem, 
(many understanding it fully for the first time) and can 
thus work collaboratively to optimize the pathway for 
mutual benefit. Long-lasting change will be dependent 
on increasing the shift in power dynamics, seeing more 
investments by institutions in the CCA approach and 
the ESW project in particular, and embedding and 
implementing local hiring and retention practices in 
policies, with a focus on anti-racism, moving forward.

We heard from players in the local employment 
ecosystem that there is ongoing momentum in the 
community to continue this important work, and 
especially to dig more deeply into what anti-racist 
recruitment and support mechanisms might look 
like across the ecosystem. Network players at our 
2022 symposium raised ideas and made specific 
commitments regarding how we plan to address anti-
Black racism in our work in the workforce development 
space, both as individual players and as a network (for 
commitments made, see Appendix A). Network players’ 
attention to this momentum and accountability for the 
commitments they made at the Symposium will be 
critical in the next phase of this initiative, as will the ESW 
network’s capacity to act as a collective to develop plans 
and processes to support follow-through.

Changing systems is long term strategic work which 
seeks to shift long-standing behaviours, practices 
and mindsets.  While East Scarborough Works isn’t a 
silver bullet, investment in this kind of long-term, highly 
relational approach to workforce development has real 
potential to disrupt the systems that continue to shut 
people out. Using a Connected Community Approach, we 
have the opportunity to redesign local systems so they 
are grounded in principles of equity and simultaneously 
strengthen local hiring and retention processes, improve 
the capacity of organizations and truly centre both the 
experience and outcomes for the job seeker as the most 
important indicator of success.
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Appendix A
Commitment Data from the Symposium

  The focus on Anti-Black Racism as integral to ESW 
resulted in a stronger commitment among ecosystem 
players to addressing racism as it manifests 
along the workforce development pathway. As 
noted by symposium attendees, this commitment 
included:Being a voice and advocate to disrupt, 
interrupt, and decolonize white supremist systems, 
structures, and practices related to Anti-Black Racism 
and all forms of oppression

  Offering training on Anti-Black Racism (e.g., 
unconscious bias training for staff and employers)

  Making an effort to dismantle Anti-Black Racism and 
continuing to make active choices to address Anti-
Black Racism in order to create safer, braver, work 
spaces for community members

  Learn and educate “myself” on how to be a good ally to 
Black folks, unlearn the ideologies I have been taught, 
and bridge the gap between policies and frontline

  Work with other service providers to educate ourselves 
on ABR and to support the residents we serve to 
navigate ABR

  Advocate for responsive, transparent, and intentional 
accountability tools and spaces.”Challenge 
assumptions, Reflect on what I heard and learned, and 
use it to identify barriers and improve them.”

  Continue being a voice and advocate to disrupt, 
interrupt, and decolonize white supremist systems, 
structures, and practices related to ABR and all 
oppressions.”

  Hold employers accountable to ensure equality

  Judge everyone equal as a person, no matter their race 
or religion

  Attend/engage in opportunities to voice my opinion

  Encourage employers to implement ABR policies within 
their organizations (e.g., with their hiring policies)

As quoted, “Re-centre ABR in our workforce 
development work and expand the quality of 
jobs we connect marginalized groups to. Develop 
a plan to overcome structural barriers.”

 

79% of respondents reported they 
had learned more about taking 

action against racism within 
workforce development pathways

76% of respondents reported they 
now have more confidence in taking 

action in collaboration with others to 
address racism within the pathway

“ Elizabeth Moss-Kanter reminds us: when we do change to people, they 
experience it as violence.  But when people do change for themselves, they 
experience it as liberation.  That in mind, we must figure out ways of being 
helpful that don’t diminish the people we are most aiming to support.”  

From Deficit-based to Asset-Based Community Driven Responses to COVID-19 – by Cormac Russell April 2020 – Part 1
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Appendix B: 
C’s Story - From Precarious to Securely Employed

Prior to joining the construction pathway, C had worked 
in both construction and maintenance. He struggled 
to excel in his career and felt he was limited to general 
labour and some skilled labour. His work was in demand 
but he struggled to move up in payscale. He was working 
just above minimum wage in precarious employment, 
which meant he wasn’t always employed and there was a 
risk of losing his job and therefore his income. He didn’t 
feel like he would, without a system of supports and a 
connection to the union, ever be able to get a decent job 
with growth potential in a union on his own.

C discussed experiences of racism in the construction 
sector with Storefront staff, and he shared his experience 
of seeing many people of colour working in construction 
and being underpaid when compared to their white 
counterparts. C stated that he and other people of 
colour are having similar experiences of racism.  The 
Pathway Coordinator provided a safe space to validate 
C’s experiences and shared with him how ESW is working 
to address these issues.

C went through the ESW Construction Trades pathway, 
including training to acquire or upgrade essential 
skills and employability skills necessary to be eligible 
for skilled trades training.  What C didn’t see was that 
behind the scenes the East Scarborough Works network 
partners were ensuring that the training put the needs 
of the job seeker first, adapting it to different learning 
styles and hosting flexible workshops. The training was 
also short (only 6 weeks long) so that C could complete 
it online and on a part-time basis.  ESW network made 
sure that the skills he was learning were matched 
to exactly what he needed for the LiUNA entry test, 
including math workshops specific to the construction 
industry. ESW provided C with access to wraparound 
supports such as settlement services in order to get his 
Permanent Resident card so he could have the proper 
identification to secure employment.

East Scarborough Works had worked to shift LiUNA’s 
recruitment strategy to work with ESW and recruit local 
job seekers.  As a result LiUNA had, for the first time, 
shared the particular skills they were looking for, and the 
trainers had therefore been able to use the information 
to tailor the materials for C and his cohort. This 
meant that C was able to easily pass the LiUNA union 
apprenticeship entry assessment tests.

ESW provided C with supports to pay for transportation 
to and from the LiUNA training centre, the union dues, 
and equipment such as work boots.  This removed 
his remaining barriers to completing the LiUNA 
apprenticeship training successfully.

The final step ESW made was to connect LiUNA and 
UTSC in order to get C working on a construction site 
locally at UTSC. C is now a qualified apprentice, an 
official status, and a member of the union and feels 
like he can access a fair payscale and has potential for 
growth in his job. 

Through conversations with staff at The Storefront, C 
has expressed that he knows it’s difficult to secure a 
job within the unionized construction trades without the 
wraparound supports, advocacy and relationships with 
unions and employers that ESW provides. 

C noted that: “People like me need to seize these 
opportunities for decent well-paying jobs. It opens a 
door. I’m facing the same historically racist unions/
employers, but now you’re looking at someone with 
significant support systems and who is not easily taken 
advantage of.’

The role of the Pathway Coordinator in creating a 
seamless experience, being a main point of contact and 
breaking things down every step of the way has helped 
him tremendously, and he continues to be in touch 
regularly with them for continued support.
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Appendix C
Participation along the employment pathways cover the following time frame: April 1, 2017 - March 31, 2022

Social Sector Pathway Year 

 2017 2018 2019 2020 2021 2022 
(6 months)

# of residents connected to the pathway 35 18 17 12 25 14

# of workshops & classes 4 46 44 56 106 34

# of certified training opportunities - 4 4 3 4 4

# of residents employed - 15 13 11 8 5

# of employers engaged 15 8 19 16 19 13

# of trainers engaged 2 3 4 4 5  5

# of employment service providers engaged 7 6 6 7 7 7

# of wrap around service providers engaged 3 2 4 9 11 2

Construction Pathway Year

 2017 2018 2019 2020 2021 2022 
(to date)

# of residents connected to the pathway 2 2 - 13 17 4

# of participants at employer events - - 74  -  18 18

# of residents who applied to LiUNA - -  - 10 9 -

# of residents who were accepted into LiUNAs 
training program

 - 2 2 -

# of residents employed - 2 4 2  - -

# of employers engaged 4 4 1 1 1 1

# of employment service providers engaged 7 6 6 7 7 7

PLUS: 10 successful local hires through targeted local recruitment collaborations with anchor institutions outside of 
the sector pathways
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Hospitality Pathway Year

 2017 2018 2019 2020 2021 2022 
(to date)

# of residents connected to the pathway 88 2 2 2 8 -

# of workshops & classes 16 - - - 1 3

# of participants at employer events 119 - 28 27 13 -

# of residents employed 23  2 2 2 8 -

# of employers engaged 7 1 3 1 2 2

# of employment service providers engaged 7 6 6 7 7 7

OTHER Year

 2017 2018 2019 2020 2021 2022 
(to date)

# of residents connected to the pathway 8 5 10 23 33 22

# of workshops & classes 2 1 2 57 58 20

# of participants at employer events 15 25 28 56 23 21

# of residents employed 4 3 1 5 7 4

# of employers engaged 4 3 2 3 7 6

# of employment service providers engaged 7 6 6 7 7 7
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