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President’s Viewpoint

The long awaited, highly publicized “410 Highway to Glory...
Over the past decade, The City of
Brampton
has
experienced
unprecedented growth. Along with that
growth come transportation and traffic
challenges. Gridlock is an expensive
issue. It results in lost productivity for
businesses and commuters as vehicles
are slowed or stopped in congested
traffic arteries. It has financial, energy,
and environmental impact as well,
while thousands of cars and trucks sit
idling on our highways. Over the years,
our transportation infrastructure has
garnered much attention at municipal,
regional, and provincial levels alike.
As we near the final completion of the
four-phase, decade long, Highway 410
extension, it’s gratifying to trace the
unwavering
commitment
and
continued focus of countless people
representing many organizations who
brought this project to life and made
significant contributions, leaving an
indelible legacy for the Brampton
community and everyone who travels
through it.
Your Brampton Board of Trade has
been an unwavering advocate for
completion of the 410, listing the issue
as one of its top policy advocacy
priorities. Brampton Board of Trade
representatives met numerous times
and corresponded regularly with
successive Ministers of Transportation
to ensure the project was also top of

mind for the provincial government.
Former Board of Trade President Linda
Ford reported in a past Trade Talks’
article that “completion is pivotal to
reducing congestion for businesses and
residents in Brampton”.
Considered one our community’s
most pressing issues, your Brampton
Board of Trade, City, Region, and
Province went to work planning a long
term solution. Broken down into four
phases, the stages of construction
were:
* Phase 1A - Sandalwood Parkway
extension and structure over Highway
410
* Phase 1B - from Bovaird Drive to
Sandalwood Pkwy.
* Phase 2 - Construction to Mayfield
Road
including
the
Mayfield
interchange.
* Phase 3 - North side of Mayfield road
to Highway 10.
In May 2006, then president of the
BBOT, Michael Luchenski wrote in a
Trade Talk articles that,
“Since the last municipal election,
there has been significant movement

on the extension of Highway 410. In
that regard, The Brampton Board of
Trade was very pleased last month to
welcome to Brampton the Ontario
Minister of Transportation, The
Honourable Harinder Takhar, to meet
with local business representatives to
discuss transportation and traffic
gridlock issues in Brampton and Peel.
Brampton MPPs Linda Jeffrey and Vic
Dhillon, and representatives from the
City of Brampton, Town of Caledon,
Region of Peel, and Caledon Chamber
of Commerce also attended the
meeting and participated in the
discussion.”
Following the successful completion
of the previous phases, the final Phase 3
construction started in August of 2007.
It opened on November 16th.
According to material available from
the Ministry of Transportation, it is
scheduled to be completed with final
restoration in the spring of 2010. The
province estimates up to 60,000 cars
will use the road daily.
On a personal note, I live very close to
the end of the 410 in Summer Valley
(Hurontario and Mayfield Road area). I
bought my house in 1998 partly
because the 410 was nearby, and I saw
it as being an easy way for me to get to
my office at Queen and Rutherford,
and/or the Ontario Food Terminal
where I do a lot of work. It has been

frustrating to wait all these years for the
completion. I was very pleased to see it
open a few weeks ago, and it is now
saving me a significant amount of time
almost every day.
The opening of this highway brings to
completion a Brampton Board of Trade
Advocacy issue, which has been on the
table at our Policy and Government
Relations committee for many years. It
took a long time, and a lot of work, but
we stayed on top of the issue, and are
most pleased to see it through.
I am interested in your opinion. You
can reach me by email at
president@bramptonbot.com

Cross-cultural competencies: a new competitive advantage for employers
“Tell me about a time when you
challenged or disagreed with your
boss,” is a classic interview question
that measures a candidate’s experience
to take a stand in the face of obvious
risk.
Ever wonder if it’s a fair question to
ask?
It’s no secret that our local workforce
is comprised increasingly of highly
skilled
and
highly
educated
immigrants. Between 25,000 to 30,000
immigrants settle in Peel every year,
and many have come to contribute
their education and skills to a willing
employer. Immigrants now account for
half of the region’s entire population,
representing almost 100 different
ethno-cultural groups.
Which means that from a cultural
perspective, one might almost expect
100 different responses to the same
interview question.
A good many of these cultural groups
are oriented hierarchically, where
status
differences
influence
interpersonal
and
professional
relationships. For example, you might
be hard pressed to find an immigrant in
certain cultures who would admit to
disagreeing openly with a superior. In
other cultures, it might be difficult to
coax an interviewee to highlight
individual achievements because it’s
frowned upon in his or her culture.
Consider the other side of the coin –
For those born or raised predominantly
in Canada, we’re taught from a young
age the value of showing-and-telling
and
proudly
stating
one’s
achievements. As far back as
elementary school, we are taught to
speak publicly, make presentations,
and express an opinion with the
expectation that an audience is willing
to listen even if they may ultimately

hiring process. Skilled immigrant
candidates are doubly disadvantaged if
the quality being measured by such a
question isn’t even an essential skill for
the job for which they are being
interviewed.
As a result, many are screened-out of
the assessment or selection process,
and even labelled as “lacking initiative
or ambition” or “not a good fit”, despite

And, it’s not just about interviewing.
Cross-cultural competencies permeate
many facets of an organization’s
human resources policies and
practices. Job descriptions, too, have an
uncanny ability to discourage qualified
skilled immigrants when they contain
unclear, non-essential requirements
for
the
job,
like
“excellent
communications skills” or “Canadian
work experience”.
These differences continue to play a
role even after a skilled immigrant is
hired. One can expect to see cultural
differences in the way in which
employee feedback is received
(‘constructive’ criticism can be received
more negatively than intended),

“Tell me about a time
when you challenged
or disagreed with your boss?”
the fact that their education, work
experience and skills qualify them as
the best candidates for the job – or that
these interpersonal skills can be
developed quickly in the workplace
with guidance and experience.
Skills shortgages
Skills shortages are still a persistent
challenge for many employers, even in
our current economic downturn. This
will become increasingly problematic
when the economy recovers eventually
and the quest for talent will become
fiercer.
It’s increasingly important for
employers to acquire cross-cultural
competencies – defined not only as an
awareness of the way cultural

whether an employee is expected to
demonstrate
initiative
(where
expectations have not been explicit), or
disagreeing with and deferring to a
supervisor, as mentioned earlier.
How can employers acquire crosscultural competencies? Employers can
begin by visiting the hireimmigrants.ca
Roadmap
(www.hireimmigrants.ca/roadmap), a
no-charge online repository of
immigrant-readiness strategies and
practices, organized at every stage of
the human resources lifecycle.
Mentoring
Employers can develop immigrantreadiness skills and professional
development
opportunities
by

professionals in occupation-specific
mentoring relationships for a total of 24
hours over a four-month period. The
relationship is designed to provide
mentees with Canadian job-search
guidance. Mentors gain one-to-one
experience working with skilled
immigrants that can help mentors
become valuable managers of
increasingly diverse working teams.
Finally, employers can attend a local
how-to human resources workshop, a
one-day, no-cost immigrant-readiness
training opportunity that devotes
considerable time to cross-cultural
competency building.
“People” are often described as an
employer’s strongest asset. This places
a premium on an employer’s ability to
hire and retain the best talent from its
local workforce. But if the local
workforce is increasingly multicultural,
then employers must find ways to
access that diversifying talent pool
more effectively.
Employers who do nothing in the face
of these trends (like those who
continue to ask complacent interview
questions without knowing the
potential consequences) will continue
to lose out on qualified local talent,
whether
intentionally
or
unintentionally, at every part of the
human resources lifecycle. What’s
worse, they’ll lose this talent to their
competitors.
To learn more about the
hireimmigrants.ca Roadmap and The
Mentoring Partnership, or to sign up
for an upcoming How-To HR
Workshop, please contact Rodel
Imbarlina-Ramos of TRIEC (Toronto
Region
Immigrant
Employment
Council) at rramos@triec.ca or (905)
896-4994.

