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PREFACE

A new baby boom is underway in Canada, and its influence is just begin-
ning to be felt. Within the next 20 years, this baby boom could help create
an economic success story or be the source of an economic problem. This
baby boom is occurring among Canada’s Aboriginal population which is
growing twice as fast as the non-Aboriginal population.

Aboriginal youth are tomorrow’s workers and consumers. But they will
need to have skills that are demanded in the workplace and opportunities
and access to well-paying jobs. At the moment, the average unemployment
rate among Aboriginal people is double that among non-Aboriginal
people. And their average income level is one-half to two-thirds that of
non-Aboriginal people. To make this baby boom a success story, Canada
must invest more in the development of skills and employment oppor-
tunities for Aboriginal people today.

Apprenticeship is a system of training and certification in established
trades — a way for people to obtain the credentials required for work in
many important skilled trades. Apprenticeship is also a training model
that combines on-the-job learning with the learning of theory. Aboriginal
communities believe that this model is particularly suited to the ways in
which they learn. Yet most Aboriginal people do not know a lot about
apprenticeship, and their participation in Canada’s apprenticeship system
is limited.

The Aboriginal Apprenticeship Projects Steering Committee was formed
to investigate and recommend approaches for increasing Aboriginal par-
ticipation in the apprenticeable trades and occupations. The committee is
a joint effort of the National Apprenticeship Committee (NAC) of the
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Canadian Labour Force Development Board (CLFDB), the Canadian
Council of Directors of Apprenticeship (CCDA), Human Resources
Development Canada (HRDC), and the Interprovincial Alliance of
Apprenticeship Board Chairs (IAABC). Its mission is to:

* increase Aboriginal participation in the apprenticeable trades
and occupations;

* make the apprenticeable trades and occupations a viable career option
for Canada’s Aboriginal people;

¢ establish liaisons between Aboriginal people and the relevant
provincial/territorial apprenticeship structures and people involved
in apprenticeship;

* increase the capacity of the Aboriginal administrative and educational
infrastructure to promote and deliver apprenticeship training.

The committee’ first step has been to produce this report, which contains
36 recommendations and an action plan. We hope it will stimulate the
establishment of new “apprenticeship partnerships” and the implementa-
tion of new initiatives and Aboriginal apprenticeship projects.

The steering committee wishes to especially express its appreciation to
Mr Joe Miskokomon for chairing and facilitating its meetings. Joe’s
leadership and sound advice were instrumental in helping the committee
successfully complete its work.
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EXECUTIVE SUMMARY

Canada’s Aboriginal population is growing twice as fast as the
non-Aboriginal population. Within the next 20 years, this emerging
“baby boom” could become an economic success story or be the
source of a problem.

Today’s Aboriginal youth are tomorrow’s workers and consumers. But
they will need skills that are demanded in the workplace, opportunities
and access to well-paying jobs. Currently, the average unemployment
rate among Aboriginal people is double that among non-Aboriginal
people. And their average income level is one-half to two-thirds that of
non-Aboriginal people. Without significant job growth for Aboriginal
people, the high levels of unemployment and poverty they now experience
will remain unchanged and the baby boom will not become a

success story.

Apprenticeship is a model of training that Aboriginal communities feel is
particularly suited to the way their people learn. Yet most Aboriginal
people do not know much about apprenticeship, and their participation in
Canada’s apprenticeship system is limited. In fact, their completion rates
are disproportionately low.

Forecasts indicate that employment in the apprenticeable trades and
occupations could constitute up to 5% of all employment for Aboriginal
people. Apprenticeship training can help to reduce some of the employ-
ment disadvantages experienced by Aboriginal people. It is an area of
job growth that cannot be overlooked.
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The Aboriginal Apprenticeship Projects Steering Committee was formed
in early 1998 to investigate and recommend approaches for increasing
Aboriginal participation in the apprenticeable trades and occupations.
The committee is a joint effort of the National Apprenticeship Committee
of the Canadian Labour Force Development Board (CLFDB), the Canadian
Council of Directors of Apprenticeship, Human Resources Development
Canada (HRDC) and the Interprovincial Alliance of Apprenticeship

Board Chairs.

The committee’s first priority was to assemble as much information as
possible on apprenticeship and the Aboriginal experience in Canada.
We asked Aboriginal and non-Aboriginal groups to tell us their “success
stories” and to list the barriers they experienced and suggestions for
overcoming them. A draft paper with some initial recommendations was
circulated to more than 240 groups in the fall of 1998. This final report is
based on feedback from that report and our further deliberations. It
connects the best available statistical and descriptive evidence of the
Aboriginal experience in apprenticeship training with ideas on how to
improve the development of new policy, programs and projects. It
provides a number of case studies and concludes with some effective
practices for Aboriginal apprenticeships, described in a series of what
works/what does not work statements and 36 recommendations.

Apprenticeship in a Nutshell

oo
1

Apprenticeship is a system of training and certification in established
trades — a way for people to learn while employed. It includes two parts:
a formal technical training portion, normally taken at a college or private
trade school, and on-the-job training.

Each province/territory administers its own apprenticeship program: it
designates which trades are apprenticeable and establishes standards for
training and certification in them. Forty-four trades are included in a
Canada-wide Interprovincial Standards Program referred to as the Red
Seal program.

Apprenticeship is a model for training that is:

industry driven, meaning that training positions are created by industries
needing skilled workers;

employment-based in that the apprentice must find an employer (or
group that acts as an employer) to hire him or her;

¢ guided by industry-developed and validated standards; and
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¢ predominantly work-based, with 80% of total training being given on the
job under the supervision of a qualified journeyperson.

Apprenticeship training requires:

* the apprentice, employer and provincial/territorial government to enter
into an “apprenticeship agreement”;

¢ apprentices to successfully complete trade examinations with contents
developed and validated by industry for certification; and

¢ apprentices to take part in a technical training component that supports
the work-based training, ensuring that apprentices have the theoretical
knowledge they need.

Organizations at the community, provincial/territorial and federal levels
play a role in apprenticeship. These include:

¢ Provincial/territorial government apprenticeship branches, which regu-
late and administer apprenticeship programs;

¢ Provincial/territorial trade advisory committees, which have legislative
authority to develop training standards and provide an industry perspec-
tive on training and certification;

* Provincial/territorial apprenticeship boards, which have legislative
authority to set standards and provide an industry perspective on appren-
ticeship programs and policies;

¢ The Canadian Council of Directors of Apprenticeship, which develops
national occupational standards, manages the Red Seal program and col-
laborates on apprenticeship and trade certification at the national level;

¢ Aboriginal human resources development agreements (formerly called
RBAs)/ Aboriginal flexible funding arrangements, which develop and
deliver a range of employment programs including apprenticeship pro-
jects and initiatives;

¢ The CLFDB’ National Apprenticeship Committee which provides
national labour market partners’ perspectives on apprenticeship pro-
grams and policies;

* Joint apprenticeship committees, which indenture apprentices, arrange
work experience and ensure that apprentices take the technical training
portion, take on the responsibility of the “employer” and sign the
“apprenticeship agreement” as the employer.

-
-
=
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For the most part, people have to follow seven steps to enter apprentice-
ship and achieve journeyperson status. These include knowing the educa-
tional qualifications required to enter apprenticeship training and how to
obtain these qualifications, knowing who hires apprentices and in which
trades, fulfilling all of the training requirements and passing a certifica-
tion examination. Aboriginal people encounter specific challenges at each
step of the process.

The Aboriginal Experience in Employment and Apprenticeship

iv

The most recent statistics show that:

Unemployment levels are more than twice as high among Aboriginal
people (24%) as among all Canadians (10%);

The percentage of Aboriginal people with annual incomes of less than
$10,000 is significantly higher than for Canadians as a whole;

The Aboriginal labour force is heavily concentrated in the resource sector
and in government/public administration;

Over 40% of Aboriginal people live off a reserve and in an urban area,
another 20% live in rural areas off reserve and more than 60% of
Aboriginal people live in the south;

Aboriginal youth, like their non-Aboriginal counterparts, do not partici-
pate in large numbers in apprenticeship.

This information leads us to draw some specific conclusions about
Aboriginal employment and apprenticeship:

Creating 300,000 jobs over the next 20 years or so, and having them filled
by Aboriginal people (as the Royal Commission on Aboriginal People
reported would be required for Aboriginal employment levels to even
begin to approach those of non-Aboriginal people) is a significant chal-
lenge given the economic growth forecasts for Canada and past employ-
ment patterns.

Job growth needs to be diversified — with declining government
resources, job creation in the public sector alone will not address the long-
term employment needs of Aboriginal people any more than it will for
non-Aboriginal people. New jobs are needed in private industry, particu-
larly in manufacturing, construction and technology, especially to meet
the demand for employment by Aboriginal youth.
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¢ The skilled trades are and will be an important source of employment.
Thus, increased participation in apprenticeship programs will be essential
for Aboriginal people. Targeting reserves for job creation and individual
skills development programs will help close the unemployment and
income gaps between Aboriginal and non-Aboriginal people given the
disproportionately higher levels of unemployment among those on
reserves.

* Aboriginal people need access to specifically-targeted resources to make
sensible career decisions and undertake successful job searches.

Interestingly, the apprenticeship model of learning a trade has many simi-
larities to the traditional means of passing on knowledge within
Aboriginal society. Historically, shamans and medicine men or women
took on young Aboriginal people to teach them the skills associated with
these positions within the community. As with the current trades in
today’s marketplace, those who were chosen had to have exhibited both
an interest and innate ability. In addition, because the training lasted many
years, these people had to make a significant commitment to learning.

We found that some of the challenges experienced by Aboriginal people
today in entering, participating in or completing apprenticeships include

the following, among many others:

¢ parents of prospective apprentices are unfamiliar with the wage economy
and the work skills required to find and keep employment;

¢ employment counsellors and teachers are not familiar with apprenticeship
programs;

¢ the apprenticeship system is not seen as relevant to people in Aboriginal
and northern communities;

¢ candidates have low levels of education and lack entrance requirements in
some subjects;

¢ the number of apprenticeship positions varies over time making comple-
tion risky;

¢ Aboriginal people find it difficult to approach employers to find appren-
ticeable positions;

¢ there are not enough journeypersons in the northern communities to pro-
vide positions for apprentices;

¢ the apprenticeship system is culturally insensitive;

¢ taking technical training outside a community is a problem, especially
for women,;



REPORT OF THE ABORIGINAL APPRENTICESHIP PROJECTS STEERING COMMITTEE

¢ employers find on-the-job training hours required for apprentices to be

excessive;
examinations are culturally biased.

Our research also demonstrated that there are several ways of resolving
each of these challenges, and these are illustrated in the case studies

that form part of the report. For example, the Northwest Territories
Apprenticeship Projects use Aboriginal role models as counsellors,
employers, mentors and trainers and raise awareness about apprentice-
ship in this way. The Aboriginal Apprenticeship Training Institute has
developed and delivered training and promotional materials targeted at
specific communities and developed by Aboriginal people in an effort to
demonstrate the opportunities offered through apprenticeship. The

Eel River Crossing Apprenticeship Project has adjusted the ratio of
journeypersons to apprentices, allowing journeypersons to take on more
apprentices. And the Blood Indian First Nation Construction Ironworkers
have tutored Aboriginal candidates to prepare them for written examina-
tions in their trades.

It is important to remember that Aboriginal people are not a homogenous
group. The barriers they experience in participating in and completing
apprenticeship training are as diverse as their nations and circumstances.
We found that, despite the best intentions, the following strategies

do not work:

a “one-size-fits-all” approach;

centralized decision-making about program design, priorities and deliv-
ery mechanisms;

developing projects or initiatives that focus only on the supply of skilled
tradespeople rather than on the demand for people in skilled trades;

designing and implementing projects without the participation of all the
key players;

implementing programs without also providing counselling and other
supports;

allowing only one means of assessing apprentice competency; and
developing and implementing a program in the absence of complete

information on the economic development and economic situation in a
community or a region.
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How then can Aboriginal people be encouraged to enter apprenticeships?
First of all, the strategies must be designed and developed by Aboriginal
people. Strategies aimed at youth must involve an alliance of caregivers,
family, elders, community and peers. But the development of tools alone
and the simplification of the road to and through apprenticeship will not
suffice — although these should be major components of any strategy.
Support in the form of culturally relevant counselling, child care and
transportation expenses for Aboriginal people to find their way into and
through apprenticeships is essential. Our recommendations are based on
“what works” according to the contributors to this report and the histori-
cal evidence.

Our Recommendations

We believe that the challenge is one of connecting Aboriginal people with
the jobs that exist now and will exist in the future in the apprenticeable
trades and occupations. Aboriginal students and workers need to know
more about apprenticeship training. Aboriginal organizations need to
understand how to work with employers and unions to create opportuni-
ties for Aboriginal people to enter apprenticeship training. Employers and
unions need to be aware of the barriers and challenges that often prevent
Aboriginal people from entering or completing apprenticeships.

In our view, the apprenticeship system does not need to be revamped or
changed in terms of legislation or regulations. New organizational struc-
tures are not required.

Although there are innovative partnerships, other new Aboriginal appren-
ticeship partnerships among employers, unions, government and Aboriginal
groups at the community level must be formed. Aboriginal organizations
formed or being formed to sign Aboriginal human resources development
agreements are best situated to be instruments of change — to encourage
the establishment of more apprenticeship partnerships.

Roles and Responsibilities
We recommend an apprenticeship planning and funding approach for
Aboriginal people that:

1. is integrated with the planning and funding of economic development,
infrastructure development, employment development and training projects;

2. uses funding from a variety of sources including Indian and Northern
Development (IAND) core funding, IAND social services funding for
employable clients, provincial/territorial employment and training pro-
grams, individual companies for private sector projects, HRDC funds pro-
vided through Aboriginal human resources development agreements;

vii
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10.

11.

12.

where appropriate, involves a partnership arrangement among a regional
Aboriginal organization; local community organizations; the provincial/

territorial apprenticeship branch; provincial/territorial ministries of edu-
cation, training and labour; a training provider (e.g., community college);

employers and their organizations; and labour unions;

pools the resources of a number of communities to support apprenticeships;

is managed and led by Aboriginal organizations constituted under
Aboriginal human resources development agreements (formerly RBAs)
and given authority by band chiefs, even though the terms of agreement
may be different for the different organizations (if possible, these organi-
zations should be constituted from existing Aboriginal groups);

involves firm multiyear funding commitments for apprenticeship training
and its administration;

contains a clear commitment by senior employer and union officials
(accompanied by an action plan) to increasing the number of Aboriginal
people successfully completing apprenticeships.

Criteria for Success in Program or Project Delivery
We recommend a program or project delivery approach where:

the development of apprenticeship training opportunities for Aboriginal
people is focused on trades in demand in the community, including the
Aboriginal community, and reflects the economic and business reality of
the community;

mentors, coaches and trainers are identified at the outset of program
delivery and, where possible, they are drawn from Aboriginal employers
and journeypersons;

funding is provided to permit the hiring of an Aboriginal liaison officer
who serves as the bridge between the apprentice, the community and the
provincial and federal government departments, including the apprentice-
ship branches;

employment counselling programs are available to Aboriginal apprentices
(these should be designed and delivered by Aboriginal people and should
respect the way Aboriginal people seek and accept assistance with
employment and other issues);

child care and transportation expenses are covered;
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13.

14.

15.

16.

17.

18.

19.

20.

21.

the formats for technical and on-the-job training are structured
by Aboriginal people around the way they work and learn in a
particular region;

adequate and sufficient work is provided to ensure that apprentices can
complete all of the technical and on-the-job training within the usual
3-5 year period;

the technical training is provided in or near an apprentice’s home commu-
nity by establishing aboriginal apprenticeship training institutes that
serve a number of communities or by accrediting community groups to
deliver the training;

apprentices can be indentured to an Aboriginal group (that serves as
the employer), which in turn contracts the apprentice out to various
public- or private-sector employers;

a process is put in place to follow-up on and evaluate the outcomes of
various apprenticeship training initiatives (at a minimum, all Aboriginal
organizations involved in apprenticeship should maintain baseline informa-
tion, such as number registered in each trade, where and when technical
training is taken, name(s) of employer, etc.);

decisions on program/project design and delivery are made at the com-
munity level through a partnership of the Aboriginal organizations in the
community and region, employers, unions, government departments and
education and training organizations;

incentives and/or awards are offered to employers, unions or community
groups for increasing the number of Aboriginal people who successfully
complete apprenticeships;

a system exists for identifying and sharing information on effective
Aboriginal apprenticeship practices;

cultural sensitivity is shown in the apprentice selection process, particu-
larly in the selection interview.
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22.

23.

24.

25.

26.

27.

28.

Alternative or Additional Approaches in Apprenticeship Delivery to
Meet Aboriginal Needs

Finding alternative ways of doing things does not mean disregarding
standards. It does mean that individual or community differences are
taken into account in reaching the same end result in apprenticeship —
journeyperson status for people who meet all of the necessary job
performance requirements of their trade.

We recommend the implementation, where needed and appropriate, of
at least the following alternative approaches that help Aboriginal people
reach journeyperson status:

promoting the awareness that people who have worked for the required
hours in a trade, but have not formally registered as apprentices, can take
the certification examination and be given journeyperson status if they
succeed on the examination (this alternative would be used if candidates
can be tutored in applying their trade knowledge on an examination);

using prior learning assessment to determine whether candidates have
specific learning experiences that are equivalent to the prescribed educa-
tional requirements for entry into a trade;

providing potential apprentices with access to pre-apprenticeship or
pre-trades qualifier training that may include upgrading in core
academic areas;

providing Aboriginal secondary school students with the option of
undertaking work experiences that are credited toward apprenticeships
and secondary school completion;

expanding distance learning programs aimed at upgrading Aboriginal
people in mathematics, sciences and language;

adjusting the standard journeyperson to apprentice ratio used for the
on-the-job training to allow employers to take on more apprentices, where
the training can be effectively given under the higher ratios;

developing alternative methods for giving examinations that retain the
same standards for technical competency as the existing written examina-
tions (e.g., giving examinations orally rather than requiring written ones,
when requested).
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29.

30

31.

32.

33.

34.

35.

36.

Promoting Apprenticeship

We recognize that careers in the trades are often undervalued. Many
Aborig