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Submission on the Proposed Foreigh Worker Employer Registry and Administrative
Penalties

The Greater Charlottetown Area Chamber of Commerce appreciates the opportunity to comment
on the proposed employer registry and administrative penalty provisions under Phase 2 of the
Temporary Foreign Worker Protection Act.

The Chamber supports protecting foreign workers from exploitation and ensuring employers and
recruiters comply with provincial law. Strong protections help maintain confidence in the
immigration system and support responsible Island employers that hire international workers.

To inform this submission, the Chamber conducted a targeted member pulse check. Approximately
89% of respondents currently employ individuals who are not Canadian citizens or permanent
residents, with some respondents representing business groups with multiple locations and
operations. While the results are not intended to represent the Chamber’s full membership, they
provide direct insight into the potential impact of the regulations on affected employers.

The majority of respondents reported that foreign nationals account for more than 10% of their
current workforce. Approximately 89% of respondents expect the proposed registration and
reporting requirements to have either a minimal or manageable impact.

However, members identified concerns about scope, the public registry, duplication, and the
treatment of good-faith administrative errors.

Clarify the scope and requirements of the registry

Department staff has advised the Chamber that the registry will apply broadly to employers
recruiting or hiring individuals who are not Canadian citizens or permanent residents, subject to the
listed exemptions. From our understanding, this means the requirements apply to employers hiring
people already living and working in PEl on work permits. This distinction may not be clear to
employers. Given the name of the Act, some businesses may assume that the registry applies only
to employers using the federal Temporary Foreign Worker Program or recruiting workers
internationally — not for those hiring work permit holders already living in PEI.

The Province should clearly communicate the registry’s broader scope when announcing and
implementing the new requirements. Plain-language guidance should explain:

¢ Which employers and workers are covered
¢ Which exemptions apply

¢ When an employer must register



¢ How achange in an employee’s immigration status affects the employer
e When registration information must be updated

e How long registration remains valid and when it must be renewed

Limit information made public in registry

The public registry was the most common concern identified in the survey, with 61% of
respondents expressing concern.

Several members reported already receiving large volumes of unsolicited applications and requests
for immigration support because they are publicly identified through other immigration programs.
Members are concerned that the proposed registry could increase these inquiries and create an
additional administrative burden, particularly for small businesses.

Others raised concerns about public harassment and the potential misuse of employer
information.

The Chamber recognizes that government may require detailed information for oversight and
enforcement. However, information collected for regulatory purposes does not necessarily need to
be publicly disclosed. The public registry should contain only the information needed to confirm an
employer's registration.

Personal contact information, employee information, countries of origin, individual wages and
benefits, recruitment details and information about employer-provided accommodations should
remain confidential between the employer, employee, and Province. Before the regulations are
finalized, the Province should clearly identify which information will be available to the public.

Keep registration simple and avoid duplication

Employers already provide information through federal and provincial immigration employment and
recruitment processes.

One member noted that employers using closed work permits are already subject to approval and
oversight. Others questioned whether an additional self-reporting system would improve
enforcement when the most serious problems arise from a small number of employers or recruiters
that deliberately disregard existing requirements.

The Province should use existing information-sharing arrangements wherever possible and avoid
requiring businesses to repeatedly submit information already held by government. The Chamber
appreciates staff confirmation that there will be no registration fee.

When asked what would support a smooth implementation:

o 89% requested plain-language guidance



o 72% requested an opportunity to correct good-faith administrative errors before penalties
are applied

o 78% requested a simple online registration system
o 72% requested a reasonable transition period
e 67% requested a dedicated government contact

o 56% requested clear information about the review and appeal process

Distinguish good-faith administrative errors from deliberate misconduct

The Chamber supports enforcement against employers and recruiters who exploit workers or
deliberately disregard the law. However, the compliance process should distinguish these cases
from good-faith administrative errors.

Small businesses often do not have dedicated human resources or immigration staff. New
requirements can create opportunities for missed deadlines, incomplete information, or
misunderstandings, particularly during the transition period. Approximately 72% of respondents
requested an opportunity to correct good-faith errors before penalties are applied.

For minor, first-time administrative errors that do not harm a worker, employers should receive
clear notice and a reasonable opportunity to comply before facing a financial penalty. Immediate
penalties should remain available for serious, deliberate, or repeated violations.

The Province should publish guidance explaining how inspectors will consider the nature,
seriousnhess, and frequency of a violation when deciding whether to impose a penalty. This
approach would help employers achieve compliance while allowing enforcement resources to
remain focused on deliberate misconduct and worker exploitation.

Provide a reasonable transition period

Employers should receive adequate notice before registration becomes mandatory and
administrative penalties begin to apply. The transition should include direct outreach, information
sessions, plain-language materials, practical examples covering different work-permit situations,
and a dedicated government contact.

The Province should also review the registry after its first year to determine whether it is achieving
its worker-protection objectives without creating unnecessary administrative barriers for
responsible employers.



Conclusion

In summary, members surveyed generally expect these regulations to be workable, but raised
concerns about the extent of registration details being publicly accessible and the administrative
burden created by duplicative reporting requirements.

Addressing these concerns and providing clear implementation guidance will help protect workers
without creating unnecessary barriers for responsible Island employers.

Thank you for considering the Chamber's feedback.
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