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Introduction

Statement of Problem

Despi’re the increasing support from the government, non—proFiJr organizations,
and companies, underrepresen+ed individuals face diﬂcictu securing emp|oymen’r
in the environmental sector due to many systematic barriers.

Furthermore, the lack of green career tools to guide interested youH’n to secure
emp|oymen+ makes the jo|o search more difficult and time-consuming, |eoo|ing to
more difficulties in defining their career poﬂﬁ poer—grodqurion.

Objectives

Our objective is to use this research and the data collected in these focus group
sessions to provide recommendations for how governments, emp|oyers, and
non—proFiJr orgonizoﬁons can expond oppor+u nities and resources for underserved
communities |ool<ing for environmental emp|oymen+. Moreover, this po|icy brief
addresses systematic exclusion practices that have been in p|oce to discriminate

against BIPOC, you’rh, and newcomers.

This po|icy brief also provides information on which type of green career tools
are beneficial and what form is the most accessible to all communities Wishing to
pursue green careers.

Me’rhodo|ogy

The career deve|opmen’r team and five intrapreneurs from the Venture for
Canada |n’rropreneurship Program hosted three focus group sessions with eleven
participants to gain insigh’r info the perspectives of young peop|e on green job
resources and career gaps (See Appendix 1 to see questions asked). When
se|ec’ring participants to join the focus group sessions, we identified demogrophic
groups with higher unemp|oymen+ rates and rates of discrimination such as

BIPOC, the LGBTQ2S+ community, yoquh, and newcomers.

All sessions were held remo’re|y in Eng|ish and were opproximo’re|y one hour in
|eng+h. Each participant was compenso’red with an honorarium of $25 for their
time which was funded Jrhrough our grant from the Youth Harbour. Por’ricipon’rs
were asked fo attend on|y one session fo be inclusive to other po’ren’rio|
participants and fo go’rher diverse data. A pseudonym was used for participants
who requeered that their full names not be disclosed.



All the focus group sessions were recorded using Zoom with the permission of
the participants to summarize data findings and participant quotes to be used in
this po|icy brief.

Posi+ionc|i+y

The Green Career Centre is a non—profi’r organization that emp|oys interns

and emp|oyees of various bdckgrounds. We are proud of our opprooch fo
sus+oino|oi|i’ry with in’rersecﬁond|i+y embedded in our work, as coined by scholar
Kimberlé Crenshaw. We want to create he|pfu| resources that can reduce
barriers to emp|oymen’r. These sessions he||o provide feedback for us to improve
our current tools to he|p underrepresen’red communities.

Many members of our organization have experienced or know peop|e who have
faced difficulties secu ring emp|oymen’r in the environmental sector. Our team
understands that the dispropor’riono’re burden of eco-anxiety and environmental
degrodo’rion is p|oced on underrepresen’red communities, especic:”y BIPOC

and newcomer communities. This burden cannot be odequo’re|y addressed

unless more resources and opportuniites are provided to BIPOC and newcomer
communities. These underrepresen’red communities should be able to get
involved without the worry of unstable or unfair emp|oymen’r practices so that
Jrhey can fake action to address the climate crisis.

We want to learn more about the barriers these communities face and how we
can assist underrepresenfed communities in Finding environmental emp|oymen+,
|eoding to the formation of this |oo|icy brief.

Participant E|igibi|i’ry Criteria
Quadlifications that are needed to join the s’rudy include:

o To be between 18-30 years old (inclusive)

e Jo idenJrh(y with one of the fo||owing underrepresen’red groups (ie. Black,
|ndigenous, visible minority, international student/visitor, Froncophone,
LGBTQ2S+, refugee, newcomer, or peop|e with physico| and mental health-
related disabilities)

o Tobe seeking environmental emp|oymen’r over the past 12 months

e To reside in what is currenHy Canada



Limitations
I+ should be noted that the demogrophics of the focus group participants may

not Fu”y represent the demogrophics of job seekers |ool<ing for environmental

employment or represent job seekers from all provinces and territories as we did
ploy P J P

not collect information on the participants geogrophy. The full demogrophics of

participants can be viewed in Figure 1.0.

We also ocknow|eo|ge that some participants of underserved groups that would

have benefited from joining were unable to join or sign up for the focus groups

due to internet connectivity issues and lack of access to digi+o| Jrec|'mo|ogy.

Do you ideni‘ify with any of the fo”owing?

Demog raphics of Pa rticipants

|ndigenous

Francophone
(Outside of
Quebec)

Visible Minority
Disability
LGBTQ2S+
Black
Newcomer

0 2 4 G

Number of Participants

Figure 1.0.



Key Concerns

Systematic Barriers

. Mony underrepresen’red communities feel that ’rhey must chonge how their
iden’rier is presen+eo| to appear more attractive to emp|oyers. For instance,
many peop|e of colour often chonge their names to make them more
Eurocentric-sou nding or avoid submiHing video opp|ico’rions due to concerns
about racial bias.

‘| resist from making video resumes because the emp/oyer [would be] getting

hooked on my accent, name, and heritage.” - Christina Mariyato

e Asa resu|’r, many peop|e of colour have considered diversi’ry, equi’ry, and
inclusion statements when Finding environmental emp|oymen’r.

o BIPOC individuals are concerned about racism and discrimination in rural
areaqs, resuHing in BIPOC individuals refroining from opp|ying fo jobs in those
areas.

o Parficipants felt that it was more cho”enging to get a green job than other
Jrypes of jobs. Momy jobs require prior work experience. Fven when hired, it
would usuo||y be a temporary, contractual position that would not provide
benefits.

e Moreover, defining what constitutes a green job is not sfroigh%orword. Some
participants found that certain jobs (e.g. research, environmental monitoring,
and field tech posi’rions) are often not included in the definition of what a
green jo|o is

"Peop/e define green jobs very c/ifferenf/y. | think sometimes, certain types

of jobs get left out of the conversation depenc’ing on how green jobs are

being defined. Jobs like environmental monitoring or restoration or standard

environmental field tech jobs or research jobs that aren't geared towards
environmental business or policy or environmental management. T/‘:ey're just

field tech jo/os."- Cecilia Johnson

Frustration with Traditional Job Searching

o The traditional job-searching process has been counterproductive for
many job seekers looking for environmental employment, especially for
disadvantaged communities. Some of our participants found the job-searching
process to be inefficient.



‘If you're using LinkedIn solely as a job searching tool, | don't think it works. |

don't think it functions very well as a job searc/’ring tool” - Cecilia Johnson

o Participants admit to being ignored or receive no updo’re on their OpphCQﬁOI’]
from recruiters, which is Frus’rro’ring especio”y when job opp|icon+s have to
submit their opp|icoﬁons online countless times.

o Focus group participants have attributed most of their success in finding
environmentdl emp|oymen’r to ne’rworking compqred fo emp|oymen+ websites
such as Indeed and LinkedIn.

‘| think nefwor/(ing is the most efficient way to get work in the green ino/usfry.

| got my current job H‘:rough nefwor/(ing and not app/ying online. - Anaya

Tuolene

o  Oftentimes, emp|oyers will require extensive experience and skills for a
position with subpor wages and even no benefits. These barriers hurt
underrepresen’red communities and discourqge them from opp|ying for such
positions.

"The one thing that jumps out to me with LinkedIn is that the pay doesn't

add up to the experience f/'rey're osking for. Tl‘:ey're osking for two years of

experience in an infernsl‘:ip, and then fl‘:ey're also on/y paying you $16 an hour,
which is not a livable wage onywhere in [Om‘ario].“ - Jennifer Kaiska

Pressure on quing an Online Presence

. Underrepresen’red communities feel uncomfortable hqving to market
themselves on social media p|o1‘Forms such as Linked|n, especio”y when the
p|oi‘Form has received criticism for its toxic positivity and competition of success
stories. Moreover, the |o|o1'Form has low success rates for young job seekers.

‘| think something that maybe turns me a little bit off from LinkedIn is scrolling
H‘nrougl‘: and then consfam‘/y reacling about success stories from peop/e /

bore/y know or haven't connected with. | feel very detached from a lot of the
experiences that | scroll through, or | see on my feed.” - Cecilia Johnson

Tl’\e Resources Needed 'FOF Securing Green Emp|oymen+

Over the past few months, the Green Career Centre has deve|oped career and
professiono| deve|opmen’r resources to assist job seekers |ooking for work in the
environmental sector. While our resources have received positive feedback from
the focus group participants, we ocknow|ec|ge that more resources are needed
to assist underrepresen’red communities in Finding work in the environmental



sector. This section will give an overview of the resources presen’red during the
focus group sessions and how the resources benefit jo|o seckers |ooking for green

careers.

Linkedln Maximization Guide

The Green Career Centre recognizes LinkedIn as a valuable resource for job
seekers for nefworking and career opportunities. Hence Why our team created
a comprehensive resource for you’rh and underrepresen’red communities to
maximize the presence of their LinkedIn profi|e. The resource provides the best
resources for ne’rworking, sec:rching for jobs, and updoﬁng one’s LinkedIn proFi|e
with resume occomp|ishmen+s, keyword—re|evon+ headlines, and defailed yet
concise summaries of one’s current position and career goo|s.

Some participants have mentioned that LinkedIn holds toxic positivity where
success stories from dozens of professiono|s can make one feel unconfident or
isolated. We want to emphosize LinkedIn's messaging and connections features
where you are in control of who you wish to network with. By choosing reliable
and repu+o|O|e connections (which will be covered by this guide), LinkedIn users
can curate their feed to avoid some of the toxic positivity and rep|oce it with
more useful or opp|icob|e content for them.

This s’rrqighfForword and user—Friend|y guide benefits users by maximizing search
engine optimization for better results on Linkedln and Goog|e, more connections

in their network, and higher chances of Finding relevant job opportunities +hrough
LinkedIn.

Green Equity Guide

Since many jo|o seekers face systematic barriers while |ool<ing for
environmental emp|oymen+, we o|eve|opeo| an informational guide for
emp|oyers to intfroduce more equi’rob|e recruitment, hiring, and emp|oyee

retention practices that prioritize diversi’ry, equity, and inclusion (DEI).

From micro-credentials for upski”ing to blind screening processes, the
guide provides cost-effective strategies for imp|emen’ring DEI po|icies
in the recruitment and hiring process and Workp|oce standards for

u nderrep resented communities.



These po|icies will increase the number of emp|oymen’r opportunities
for disodvon’roged communities and allow emp|oyers to iden’rh(y strong
candidates previous|y overlooked due to outdated practices.

W age Subsidy Tool

One major obstacle job seekers face when seorching for environmental
emp|oymen+ is the lack of awareness about available work experience and
in’rernship programs. In response to those concerns, the Green Career Centre
deve|oped an emp|oymen’r resource tool that assists students with Finding work
relevant to characteristics such as their career inferests, ci’rizenship status, location,
and educationadl bockground‘

This tool will he|p underserved you’rh to find emp|oymen+ relevant to their
career po’rhs, o|eve|op in-demand ski”s, and provide more oppor’runi’ries for
disodvon’roged you’rh to to fund their inJrernships and full time roles. The tool is an
added incentive for emp|oyers to recognize that there is fu nding out there to hire
you’rh from underrepresen+eo| communities

The Feedback For Green Resources

Perception of the Wage Subsidy Tool

e The Wage Subsidy Tool was found to be he||o1fu| by participants and a
resource Jrhey would use. The tool was efficient and easy fo understand.
One participant mentioned that centralized information in one |o|oce is
great because it he|ps users to learn about the wide variety of opportunities
nationwide..

‘One of the important things to mention is that the job doesn't need to

[o/ready] exist sometimes. You can go fo an emp/oyer and say, ‘here’s what |

can offer you, and here's the funding that exists.” - Jennifer Kaiska

o The obi|i’ry to Jrogg|e categories on the tool's website was considered beneficial
for jo|o seorching.

e The wage subsidy tool was specifica”y mentioned as being similar to how
some of the participants save their jo|o searches, as well as being in a similar
format to a similar tool on the federal governmen’r's website, therefore
mqking it user—]criend|y.

e The website design, the |oyou’r and organization of the information disp|oyeo|
were positive. Porﬁcipon’rs like the simp|e, clean, and s’rroighhcorword
appearance where it was easy to navigate.



Accessibility Preferences of Green Resources

. Por’ricipon’rs ogreed that the PDF is a useful format for accessing these
resources. | he reasoning behind this opinion was that PDFs can be eosi|y
shared with others and are also accessible to individuals offline.

. Mony participants would also like to see a website version of the guides.

e Overdll, hoving both the PDF version and a website version would be useful.

e However, some participants ag reed that it was too troublesome to submit

their name and contact information to access green career tools.

Green Career Resources Can Help Reduce Barriers

e Overall, the wage subsidy tool in its beta phose he|ps reduce barriers to
Finding openings for green job opportunities.

e However, this tool has on|y been tested by a select few focus group
participants and interested LinkedIn group members . Therefore, Jrhough the
tool has been reviewed well, whether or not it will be he|pfu| on a systemic
level is yet fo be known.

e The Linkedln Maximization Guide received ambivalent recep’rion. One group
of participants felt that LinkedIn itself did not benefit them in any way in the

first p|0ce, so it was hard to find much use for the guio|e.

"...consfanf/y reading success stories from peop/e | bare/y know, | just feel very
detached from a lot of the experiences | see on my feed. | don't feel like I'm
benefiﬁing from spenc/ing that much on the website.” - Cecilia Johnson

e  On the other hand, o different group of participants with different education
and demogrophic bockgrounds found the guio|e incredib|y useful as Jrhey find
LinkedIn comp|ico’reo| and overwhe|ming to get started on. The guio|e serves
as a sufficient introduction to build their profi|e.

e GCC Tip -Please note that the demogrophic we referred to as hoving a
relatable experience with our guide wWas primori|y femo|e—io|en+i1(ying BIPOC
(B|ock |ndigenous, Peop|e of Co|our) with educational bockgrounds in green
economy—bosed studies. As mentioned earlier, the Green Career Centre will
embark on conducﬁng other sessions in addition to this one to refine our
Findings cons’rcmHy. For more information |o|eose feel free to contfact us at
info@greencareer.cc

e Allin all, the online p|o1’Form LinkedlIn, occording to our initial focus group,
has been perceived |oy most participants as a barrier in itself. This ‘barrier
issue stems from the fact that the participants view the p|o1’Form as a
higHigh’r reel of occomphshmen’rs from unrelatable networks. Our focus
group has shown thus far that spech(ic users have experienced on+|'1y using 10



the |o|01'Form, which has unFor+uno+e|y stifled their Qbi|i’ry to maximize any
poJrenJrio| benefits the p|o1’Form offers. Perhops more work needs to be done
from a UX or overall user perspective to fap into this market that feels
unheard

Recommendations

Meni‘orship Progrqms & Job-Shcdowing

e Some focus group participants recommended that organizations deve|op
more men’rorship programs since +hey he|p job seekers connect with
professiono|s and advance the professiono| deve|opmen’r of you’rh.

e Another participant also recommended job shqdowing based on their
persono| experience in the professiono| world.

‘| did a Q-c/oy workp/oce shadow once, and the first time it was rea//y gooc/ in
terms of that H'rey let me do the work as well, such as confidential or l‘:iglv-/eve/
tasks. Tl'rey did show me the briolge between where | was and the work that
H‘ney do.” - Christina Mariycn‘o

CGFGGI‘/JOb FGiI’S cmd WOI‘l(ShOpS

e Some focus group participants recommended that career and job fairs be
offered more often for ne’rworking opportunities.

‘| think an online job fair would be so cool. And it gives you that nefworking

abi/ify as well instead of just somefhing on your resume.’- Anaya Johnson

e A Workshop fo he|p individuals to start and po|ish their LinkedIn profi|es Was

also sugges’red.

Social Media Networks For Resource Shqring

e Social media can be used to share a diverse range of im(ormoﬁon, inc|uding
job opportunities. Focus group participants suggeered creating and exponding
social media communities that allow users access to resources and job
opportunities fo he||o job seekers advance in their career poJrhs.

e These online communities allow disodvonfoged yoquh to find opportunities
that Jrhey would not have otherwise.

‘| like stuff like Linkedln, if there [are] blasts (posts) from different green

organizations of different jobs that are up, that are current. ['ve found that some
organizations will do that week/y, and that can kind of be great too.” - Chantel

Jai 1



Additional Work Experience Programs

o Additional funding for experien+io| programs seems to be a priority for
participants. Woge subsidies and governmen’r—fu nded programs are essential
for providing more high—quoh’ry, poio| opportunities.

. Por’ricipon’rs also sugges’red hoving por’rnerships between private and pu|o|ic
organizations and outcome-oriented training programs (ie. guoron’reed
position at the end).

‘| think the governmenf's wage subsidy programs are huge/y important. And

especio//y because | think that most organizations are used to bringing peop/e in

as volunteers, and not everyone can afford to volunteer for 30 hours a week. |
think those wage subsidy programs are essential” - Jennifer Kaiska

The Future of Green Resources

For the climate crisis to be eﬂcec’rive|y addressed, governments, non—proFiJr
orgonizo’rions, and companies need to provide more resources and oppor+u nities
to support underserved communities that are often overlooked when Finding

environmental emp|oymen’r.

W hile the Green Career Centre has created resources that participants find
beneficial for their career and professiono| deve|opmen’r, these resources have
the po’ren’ri0| to be imp|emen+ec| more brood|y in terms of equi’rob|e hiring and
recruitment practices, more awareness of available work experience programs,
and strategies fo optimize jobseekers” online profi|es.

MOﬂy O'F '|'|’1€S€ ’rypes O'F resources can OlSO IDQ imp|emen’red by Cl|| 'FOI’I’T]S O'F

organizations, such as NGOs, NPOs, and businesses, to he|p reduce barriers and

be more inclusive of all communities.
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Appendix ]

These are questions that were asked during the focus groups sessions. There

were other questions asked to continue the conversation with the participants

but are not included since Jrhey were part of the natural flow of the conversation.

These focus group questions were divided into three sections:

Introduction

1.

2.

W hat are ways in which you have tried fo secure a green job over the last

12 months?

W hat resources/networks have you used in your green jobs search? Where
do you think these resources/networks fall short? How have Jrhey suppor+eo|

you thus far?

Demonstration of Green Career Centre Resources

3.
4.

V1

Would you use the wage subsidy tool? Do you like how it's designed?

Are these guides (green equity guide and LinkedIn maximization) accessible
to you? Do you like the .pdf format or would you preFer if it was on @
website?

W hat types of resources would help you in your green job search?

Would resources like ours (Youth Green Jobs Network, wage subsidy tool,

guides, etc.) he||o reduce those barriers?

Active and Ongoing Support (Green Career Centre x Underserved
Youth Participants)

/.

8.

9.

W hat are the barriers that have stood in the way of getting a green job, if
any?

W hat are some ways governments, corporations, foundations and nonprofifs
can help reduce those barriers?

How can we best support you in your green job search moving forward
(after this focus group discussion)?

10.What does the future of green jobs look like to you and, what would your

ideal role look like from a more persono| and intersectional perspec’rive?

13
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