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Management Response

Work/Study is one of three initiatives under the Canada-Saskatchewan Strategic
Initiatives Agreement. The Work/Study Summative Evaluation was undertaken by
Calibre Consultants Inc. The findings and recommendations have been carefully
reviewed and the findings accepted. The evaluation results will be reviewed in the context
of ongoing programs and services and shared with partner organizations. Where possible,
the findings will be used in the continuous improvement of service to clients.
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Acronyms and Abbreviations

Automotive Service Technician (AST)

Business Development Bank of Canada (BDBC)

Canadian Artists Representation SK/Le Front des artistes canadiens (CARFAC SK)
Career Services (CS)

Community-based Organization (CBO)

Employment Insurance (EI)

Federation of Saskatchewan Indian Nations (FSIN)

Gary Tinker Federation (GTF)

General Educational Development (GED)

Human Resources Development Canada (HRDC)

Information Technology (IT)

Integrated Resource Management (IRM)

Labour Force Development Agreement (LFDA)

Labour Market Development Agreement (LMDA)

Labour Market Information (LMI)

Metal-arc inert gas welding (MIG)

Museum Association of Saskatchewan (MAS)

New Careers Corporation (NCC)

Non-government Organization (NGO)

Non-Status Indian and Métis Program (NSIM)

North Saskatoon Business Association (NSBA)

Rainbow Youth Centres (RYC)

Regional Economic Development Authorities (REDA)
Riversdale Owners’ Coalition (ROC)

Royal Canadian Mounted Police (RCMP)

Saskatchewan Call Centre Association (SCCA)

Saskatchewan Council of Cultural Organizations (SCCO)
Saskatchewan Environment and Resource Management (SERM)
Saskatchewan Government Insurance (SGI)

Saskatchewan Indian Federated College (SIFC)

Saskatchewan Indian Institute of Technologies (SIIT)
Saskatchewan Institute of Applied Science and Technology (SIAST)
Saskatchewan Intergovernmental and Aboriginal Affairs (SIAA)
Saskatchewan Labour Force Development Board (SLFDB)
Saskatchewan Motor Dealers’ Association (SMDA)
Saskatchewan Outfitters’ Association (SOA)

Saskatchewan Post-Secondary Education and Skills Training (PSEST)
Saskatchewan Research Council (SRC)

Saskatchewan Tourism Education Council (STEC)
Saskatchewan Water and Wastewater Association (SWWA)
Saskatchewan Women in Trades and Technology (SWTT)
Saskatchewan Writers” Guild (SWG)

Saskatoon Centre of Reading Excellence (SCORE)
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iv

Saskatoon District Health (SDH)

Saskatoon Tribal Council (STC)

Social Assistance Recipients (SAR)

Southwest Centre for Entrepreneurial Development (SWCED)
Strategic Initiatives (SI)

Transportation Careers Development Centre (TCDC)
Touchwood, File Hills, Qu’Appelle (TFHQ)

Vocational Rehabilitation of Disabled Persons’ Program (VRDP)
Western Trades Training Institute (WTTI)

Work/Study (W/S)

Workers” Compensation Board (WCB)

Workplace Hazardous Materials Information System (WHMIS)
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1. Introduction

1.1 Background to Strategic Initiatives

The Canada-Saskatchewan Labour Force Development Agreement of November 1994
was an effort to revitalize Canada’s social security system by eliminating barriers to
labour force participation. The Contribution Agreement of January 1996 outlined
cooperative arrangements for the design, funding, implementation and evaluation of three
pilot initiatives within the guidelines of the Strategic Initiatives (SI) program. Work/Study
(W/S) was identified as one of three priority areas to pilot innovative projects, along with
Labour Market Information (LMI) and Career Services (CS) initiatives.

The W/S program was based on the need to reduce the labour market supply-and-demand
gap and to facilitate attachment of workers to the labour force through training delivery
and community partnerships. The W/S program targeted employer-driven training,
apprenticeship training, community-based training and other institution-based training to
develop skills needed to enter the workforce and contribute to sustainable employment.
The W/S program tested innovative, creative, and flexible work preparation training, as
well as skills development. The program was designed to support pilot projects providing
learning opportunities to meet labour market needs through a unique combination of
work-based training and study-based training.

The W/S program strove for a balance in meeting the training needs of employers and
employees throughout Saskatchewan. Pilot project sponsors and partners identified
eligible participants for individual W/S projects. The partners usually targeted
unemployed people, particularly those who have had difficulty accessing the necessary
training to re-enter the labour market and those who have difficulty establishing a
permanent connection to the workforce.

The following four sub-streams were identified as priorities for W/S projects.

1. Sector Stream Projects tested new methods of identifying and meeting skills
development needs in ways that increased industry partnerships in the application of
competency-based skills development training (in the small business and industry
sectors). A variety of delivery methods, including training in the workplace, for both
new and existing workers were tested.

2. Multimedia/Adult Basic Education Projects tested the application of multimedia
and other innovative training approaches to increase the access to quality sustainable
jobs for equity group members, Social Assistance Recipients (SARs), First Nations
people, Métis Nation people and youth at risk. Approaches that link adult basic
education, skills development and employment were tested.
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3. Entrepreneurship Projects tested new ways of increasing opportunities for
Saskatchewan residents to consider self-employment as a viable option to traditional
employment.

4. Community-based Projects tested new community partnerships and approaches to
the management and delivery of skills development, work preparation and labour
market services that lead to employment.

Community proposals were solicited in each of the sub-streams to meet the following
criteria:

 innovation;

* partnerships;

* linkage with employment opportunities;

* labour market need/opportunity;

* clearly stated objectives and outcomes;

* economic and social impact on communities;
* business and industry involvement;

* needs of learners addressed;

* training accreditation and portability;

* participation of designated groups; and
 potential for application in other communities or sectors in Saskatchewan.

1.2 Evaluation

The evaluation was conducted in two phases: the “formative evaluation” assessed the
development phase and process and the “summative evaluation™ assessed some of the
impacts and effects of the program after training completion. The formative evaluation
was conducted between November 1996 and September 1997.

1.3 Methodology

The summative evaluation was conducted between December 1998 and March 1999. The
limitation of the summative evaluation is that it is based on partial data, since many
projects were not complete at the time the evaluation was being done. Methodologies
used in the summative evaluation included the following:

* in-depth interviews with 14 sponsors, 22 partners, four W/S staff, and three Co-Chairs;

+ surveys conducted with 138 trainees who participated in the projects; and

» adocument review, including Schedule “A’s” (Statement of Work) and Schedule “B’s”
(Statement of Estimated Costs and Cost Sharing) for the W/S projects; final reports and
final financial statements submitted by project sponsors to SI; the Participant Profile

and Shared Contribution in W/S submitted by SI; W/S Updates; and notes and minutes
taken from W/S workshops.
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The interviews listed above were completed in order to complete the case studies
contained in Appendix One. However, in the early stages of the W/S program, other
interviews were conducted in order to accumulate background knowledge on the W/S
projects. Additional interviews were held with seven sponsors, eight partners, and

52 trainees. This brings the total number of interviews to 21 sponsors, 30 partners, and
190 trainees.
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2. Evaluation Findings

The summative evaluation findings are organized in four main evaluation areas:
Relevance, Project Design and Delivery, Program Success and Program Cost-
effectiveness. Evidence to support the evaluation findings was drawn on from all 50 W/S
pilot projects.

2.1 Relevance

What was the process used to determine the social and economic need for the W/S
program and individual projects?

The process used to determine social and economic need in the W/S program was to
allow communities to identify needs and projects. The innovative projects were more
responsive to worker and employer needs. Previously, gaps in linking employment to
training were identified to be both more “hands-on” training and more partnerships in
training delivery. Project sponsors conceived of the ideas and their proposals were
successful in linking training to employment.

How have the labour force development needs of target groups been incorporated
in the design of the W/S program?

The W/S program offers many examples of projects that incorporated the labour force
development needs of target groups into the design of their projects with encouragement
from the W/S program, including Aboriginal groups, people with disabilities and youth.
As discussed in the Aboriginal Health Careers Access training project case study,
Aboriginal cultural elements were incorporated into the Grade 12 curriculum in terms of
content, visits by Elders and access to an Aboriginal counsellor. Similarly, the Federation
of Saskatchewan Indian Nations (FSIN) Resource Management Personnel Program was
designed to give First Nations participants enhanced work experience to accompany their
advanced training in resource management. This ended up creating new positions for
them, and First Nations people found jobs doing First Nations work — managing their
OWN resources.

People with disabilities benefited from W/S projects, particularly in the entrepreneurship
stream. The successful project for the Deaf and Hard of Hearing was targeted at people
who are hearing impaired and/or disabled and it was well thought out and planned. As
shown in Case Study Six, transport operator training for people with learning disabilities
was also beneficial for trainees.

W/S projects for youth, including youth facing substantial employment barriers,
experienced some success in developing labour force skills, as illustrated by the
Gravelbourg Wood-River Employment Training project. Similarly, the Comprehensive
Education and Employment Training Development training project provided some youth
facing employment barriers with self-esteem, valuable life skills and even employment.

Summative Evaluation of Work/Study — Saskatchewan



Projects for Social Assistance Recipients (SARs) and First Nations people had lower
success rates than for those projects with Employment Insurance (EI) claimants because
the latter had more recent employment experience and fewer employment barriers.
Careful screening and selection of training participants increased project success rates.

What types of innovations are the W/S projects expected to test?

Apprenticeship projects were among the most innovative W/S projects. Innovations
included training delivered on-the-job so that trainees were not uprooted from their homes
or families; thus avoiding the expense of taking training in another location.

A couple of projects tested distance delivery using technology and the Internet. There was
student training in remote communities via the Internet through such projects as the
Remote Community Economic Development training project.

Another highly significant innovation was the use of partnerships to facilitate training,
and the contributions from W/S partners to the projects. The W/S program involved
industry in training design and delivery, which enabled the training projects to better meet
industry needs. An additional example to those previously mentioned (e.g.,
Apprenticeship projects, projects for Aboriginal people, people with disabilities and
youth) is the Study and Work training project sponsored by the Saskatchewan Rivers
School Division, which established a partnership directory on the Internet that contains
students résumés and an employer directory.

There were administrative innovations in program design; for example, many projects
provided exceptional support services for target group trainees and formed unique
partnerships with project sponsors and staff. The use of mentorships and journey
supervisors abounded in W/S projects; and where they were absent, extensive on-the-job
training was offered. For example, the Professional Mentoring and Development Training
Program for Artists and Writers brought artists and writers together for the first time to
do entrepreneurial training.

How does the W/S program represent improvements in service to clients over
existing programs?

The W/S program improved services to clients in ways that existing programs have not,
through innovative approaches such as: technology, increased responsiveness to labour
market needs, positive effects on participants, linking training to employment, striving to
overcome barriers to labour force participation and to make training and employment
more accessible to target groups. For example, the Electronic Careers for First Nations
Workers training project, sponsored by Saskatchewan Indian Institute of Technologies
(SIIT), taught First Nations’ students electronics while providing mentorships and
counselling services, which will assist in preparing Aboriginal people to work in the
information technology sector. Technology is becoming increasingly important. Several
W/S projects enabled trainees to access training from a distance, which increased the
number of instructors available to trainees in remote locations (e.g., the north). However,
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it is important to ensure that training delivery programs through technology are well
chosen.

The W/S program has increased responsiveness to trainees and employers by providing
training delivery on or near the work site and the trainees’ local communities, as well as
less disruptive training timelines that were faster and did not require trainees to leave their
families.

Ultimately, the W/S project benefited the trainees and other stakeholders. For trainees, the
training projects provided incentive, in many cases, to try to obtain employment or post-
secondary education. In Apprenticeship Projects, many apprentices went to another level
in their journey-person trade. There was new job creation for many people in
Saskatchewan. For many trainees, their self-esteem was improved as was their ability to
obtain employment. W/S provided a voice for industry by involving them in training
design and delivery. Partnerships improved the level and quality of training: people were
working together in the interest of the trainee in new ways. For example, the successful
Northern Cooking Apprenticeship Level One training project delivered training in the
north and met a real need. Formal technical training was imported to locations where
trainees provided cooking services in remote locations where it was difficult to access
apprenticeship training. The Northern Cooking Apprenticeship Level One project was
successful because of employer support, the delivery in a remote location and the
accommodations made by the employer to incorporate the training into regular shifts. In
comparison to traditional training programs where trainees must relocate out of their
communities to attend block training and be unemployed during the training, the SI
project was very successful.

Most W/S training projects were directly linked to employment. For example, the General
Educational Development (GED) 12/ Transport Operator Training was intended to train
people with learning disabilities to become truck operators and actually get training with
the Transportation Careers Development Centre (TCDC) and employment in the industry.
The Emergency Services Communication Technician training project provided trainees
with training that was in demand and unavailable in Saskatchewan.

In addition, the quality and flexibility of training was improved. The stakeholders tried to
ensure training was accessible and every effort was made to minimize trainee barriers to
employment and training, which included offering training at different times of day and
at different locations. The income support provided to some trainees assisted in helping
them overcome barriers. The project brought training to them — training they would not
have been able to get without the project due to economics.

2.2 Design and Delivery

Have any operational, legislative, regulatory or jurisdictional constraints been
identified that impinge on the ability of the program to achieve its objectives? How
were these handled?
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The W/S program has demonstrated that the two orders of government can work together
to achieve mutual objectives.

Two concerns raised during in-depth interviews for both the formative and summative
evaluations were the need for a pre-operational period that establishes policies and
procedures before the program starts and for higher levels of staff to assist in W/S project
development. The impact of lengthy approval processes was to condense the time
available for the project to recruit and select trainees and/or to deliver training
components. For trainee recruitment in some projects, this meant that the trainees lacked
the necessary skills to take the training, which contributed to high attrition rates.

Partners were responsible for meeting obligations in W/S projects — many excelled in
this respect while others failed — and sponsors occasionally fell short of their obligations
or contracted outcomes. Partnership involvement was encouraged since the beginning of
the W/S program. Partnership is nurtured by involving partners from the beginning to be
part of project design, budget estimates and determination of desired outcomes.

What are the strengths and weaknesses of the Program’s organizational structure?

While the SI Program and the W/S initiative better assisted the two levels of government
to coordinate resources, eliminate duplication, address gaps and make operations more
streamlined for non-government partners, there were lessons learned in the process. The
lessons are related to administrative procedures, W/S staffing and the SI W/S database
(i.e., for project and participant monitoring) for the purposes of evaluation.

W/S program criteria must be clear for clients to easily understand, and W/S staff must
be large enough and trained sufficiently to perform their duties and enhance program
effectiveness. The ideal is to have resources, time, equipment, policies and procedures in
place before the program starts by allowing time for more front-end planning, but
procedures had to be devised for the new W/S program as it developed. The W/S
application process was adjusted; the approval process could have been faster in some
cases; and monthly payments were an administrative challenge (reports and payments
every three to four months may improve the program). The W/S project officers require
sufficient training, tools and information on policies and procedures to fulfill their
responsibilities. Adequate staffing levels are required to make strategic plans and
proactive decisions and assist in the development of training ideas, proposals and
projects.

Although a database was created, an infrastructure capable of managing the W/S
program, including its many projects, was required and never fully achieved. The
database was ineffective in monitoring the W/S projects in sufficient detail to conduct, for
example, a complete and detailed summative evaluation. W/S staff was unclear of the
purpose and functions of the database. Program and project evaluation, including
participant tracking systems, must be built into a program like W/S from its inception.
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How were the potential applicants and the community informed about the W/S
program? Was the external communication effective?

Of the 190 trainees surveyed, 26% became involved in the program through word-of-
mouth. Other ways of learning about the projects were: advertisements (17%), high
school (15%), referral from New Careers (10%), approached by employer (7%), through
SIAST/Regional College (4%), already working for employer who provided on-the-job
training (3%), Canada Employment referral, application to employer, and through the
band office or reserve (2% each). Most trainees (92%) felt they received timely and
adequate information about the W/S training project.

What measures are being taken for tracking, monitoring and assessing the projects?
Are these adequate?

The W/S program required monthly financial reports from the project sponsor for the
latter to collect the next month’s funding. Some sponsors felt this was too often, and some
submitted financial reports once every three months and got their funding then. The two
levels of governments have the role of monitoring project accountability, of which the
financial report is a large part. Most W/S project stakeholders regarded this as normal and
not intrusive. The governments also find gaps in services, identify partnership difficulties
and act to fill the gaps and support partnerships. To secure training funding, applicants
had to demonstrate how their project met W/S program objectives, such as fulfilling a
labour market need, linking training to employment and fulfilling objectives through
innovative partnership-model approaches to training.

Prior to the implementation of the W/S program and in addition to developing a database
for collecting information, the desired program outcomes for W/S and how they would
be measured for evaluation should have been determined, and each individual project
should have done the same at the project level. Evaluation forms given to sponsors and
employers lacked specificity, in that, trainees remain unasked if they found training-
related jobs. Program evaluation and the tracking of participants must be built into the
process at the project level as a foundational aspect of the W/S program. The feedback
from applicants, partners and participants has been positive.

2.3 Program Success
What types of partnerships have been developed through the W/S program?

Partnerships in the W/S program consist of a vast array of partner types, including
employers and industry, CBOs, school divisions, regional colleges, SIAST, other
educational and training institutions, and many others.

Unfortunately, some partners did not meet their obligations; for example, they failed to
provide cash, in-kind contributions, or training requirements which they had undertaken
to provide. Conversely, other partners did not receive appropriate payment. Another
disadvantage involved any changes within the partnership. Replacing partners sometimes
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meant that if the new partner was unaware of the training project and learning about it
was not a priority, the applicant had to do the majority of the work. Obtaining buy-in from
all partners was a challenge. In the desire to get funding, partners were involved that were
not truly committed, which was revealed later in the project. Industry did not contribute
as much cash as initially hoped, but the value of in-kind contributions was substantial.

One of the lessons learned in the W/S program is that partnerships take time to develop.
Partnerships are best developed by involving and raising the awareness of potential
stakeholders and partners and providing them with useful information regularly. Partners
and applicants provided support services to each other; there was cooperation in activities
such as recruiting trainees, writing the curriculum and completing administrative and
other project-related tasks. Another benefit was in financial savings through less
duplication and more shared services. For example, the Saskatoon Board of Education
worked with four other school divisions, sharing knowledge and information.

Industry, employers, CBOs, non-government organizations (NGOs), other partners and
clients have become more aware that they have a stake in, and need to be a part of,
training for employment. Nonetheless, partnerships are a function of funding and
programs have to be designed so they require partnerships. If partners are willing to
provide the time and money, which is almost always because there is a genuine need for
the partnership to continue, partnerships can be sustained. Business partners shared in the
training by providing extensive on-the-job technical training, which was innovative to
apprenticeship and government training. Projects brought in industry and involved them
in training design, needs identification and feedback to aid in program refinement and
development to fit their needs. Industry and educational institutions, by working together,
learned more about each other and broke down myths and stereotypes.

Partnerships fail if the objectives of the partners and applicant are different or
incompatible and if one or more of the stakeholders has ulterior, inappropriate motives;
for example, if an employer just wants funding for inexpensive labour. There has to be
buy-in to the premise behind the project and a willingness to provide a training or
employment opportunity. Projects helped people connect in communities where they
might not have before, or at a higher level than they were before. The partnerships created
by W/S led to networking between community agencies, organizations and businesses. In
order for the partnerships to succeed, there must be a mutual benefit resulting from the
relationship.

What successes in innovations have been experienced? What challenges have been
experienced and how have the challenges been handled?

The innovations of the W/S program include the technology developed, the
Apprenticeship Projects and the partnerships developed.

One of the lessons learned through the W/S program is that, while technology adds value,
it requires hands-on assistance and cannot stand alone. Trainees must be shown how to
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operate the technology properly. Nonetheless, the use of technology should be sustained
because of its potential to offer effective training in a more convenient manner.

The Apprenticeship Projects were deemed among the most significant innovations of the
W/S program. The benefits were numerous, including the lack of trainee relocation. In
some cases, however, apprenticeships fell short because employers failed to provide all
of the materials or time for trainees to achieve all learning objectives in the training
project. Apprenticeship projects, or elements of them, should be sustained because their
flexibility made it easier for workers to continue training without having to leave their
jobs for extended periods, and employers provided training at the work site.

Partnerships take more time and resources but usually make for better training projects
and should be incorporated into future training programs. However, there were challenges
in trying to establish partnerships. W/S provided the funding which stimulated applicants
and partners to participate in training projects. Many people had never undertaken the
process of obtaining partnerships before and W/S staff assisted sponsors with ideas on
potential partnerships. W/S encouraged people to be creative.

2.4 Program Success

How satisfied are participants with the W/S program?

Participants were satisfied overall with the training they received through W/S; of the 190
trainees surveyed, 91% indicated the training was effective in meeting their needs. When
asked if they believed that the training received through the W/S project was more, less,
or equally effective to other methods of training, 60% of participants surveyed indicated
it was more effective. One fifth felt it was equally effective, while 6% thought it was less
effective. Reasons for why it was more effective included the good hands-on experience
(61%), good instructor and course content (28% each), good one-on-one instruction
(21%), use of technology and resulting employment (13% each).

The ratings for the on-the-job and classroom training were 4.3 each on the five-point
scale, with 1 being poor and 5 being excellent. The distance training rated a 3.9 out of 5
by the 29 trainees who mentioned it as an instruction method. Most trainees felt they
received the support services they needed during the training (91%). The primary benefits
most frequently mentioned by all participants were increased knowledge and skills (51%)
and access to employment (18%). Almost all trainees (93%) felt their training project will
make a difference in their ability to get or maintain a job, because it provided the skills
necessary for a job (78%).

Benefits that accrued to trainees included self-esteem and valuable life skills (e.g., gained
by several troubled youth in the Comprehensive Education and Employment Training
Development project). The training of women in trades and technology so empowered the
women that they started training other women. Two apprenticeship programs in Moose
Jaw had so many people interested in the program that they had to hire five new
instructors to run the program again. The needs of people with disabilities were
addressed, particularly in the entrepreneurship stream.

Summative Evaluation of Work/Study — Saskatchewan

11



12

Apprenticeship was well received by both trainees and employers since the former
appreciated not having to leave home and work for training, while the latter appreciated
not losing the apprentice for extended periods of time.

Some target groups had more employment barriers and thus lower success rates,
especially SARs and First Nations. Accessible training and income support helped
trainees to overcome employment barriers.

Have the intended impacts of the W/S program been achieved?

W/S innovations in apprenticeship made training more responsive to worker and
employer needs. Training was made more accessible to trainees in a variety of projects.
Partnerships were encouraged by the W/S program and utilized to facilitate training, and
community relationships were established and strengthened. Industry is now more
involved in training and there is an increased awareness of the importance of partnerships.
Linkages between training and employment were successfully made, especially with
hands-on and on-the-job training. For example, the Swift Current Cypress Hills Regional
College partnership with the South West Regional Emergency Services project benefited
industry by providing qualified employees through the Emergency Services
Communication Technician training project and benefited trainees by providing training
not otherwise available. New incentive was provided to trainees to obtain employment or
post-secondary education.

2.5 What are the unintended impacts of the W/S
program?

One unintended impact is that SIAST is rethinking the training delivery methods for their
apprenticeship training.

There was good media coverage of the W/S program. Media coverage of projects
encouraged additional companies to want to become part of SI projects. However, it took
longer than anticipated for industry to become organized and be a part of W/S. Some
industries, such as the film, arts and manufacturing industries, had more difficulty getting
involved due to the increase in their labour forces over the last few years and the
downsizing that has occurred. They knew they had to train for long-term jobs but this was
difficult under labour-surplus circumstances.

It was an unintended impact that the recruitment and selection of trainees sometimes
occurred in a shortened timeframe, which resulted in the selection of under-skilled or
inappropriate training participants. There must be sufficient time to test trainees before the
training program to ensure they have enough knowledge and skills to complete the
training.

Another unintended impact was the establishment of oral exams for low-literacy

Northerners by Saskatchewan Tourism Education Council (STEC), exams that met
industry requirements for guide certification in the Saskatchewan Outfitters’ Association
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(SOA) Guide Training project. A second example is the Woodland Craft Training
Initiative designed to provide craft training through a distance educational model, using
mentors who came to assist trainees in their home locations and during weekend
workshops. Two trainees started their own craft business in rural Saskatchewan.

2.6 Program Cost-Effectiveness

How are the funding allocations of specific projects determined? Are the allocations
appropriate relative to the identified needs?

Overall, resources for W/S projects have been used effectively. In the beginning, many
projects requested more funding than was necessary for administration costs and SI
provided significant advances. However, as the program progressed, W/S negotiated
more effectively with applicants. In a few situations, SI over-funded for project
management (e.g., coordinators, counsellors) because certain project positions were later
found to be unnecessary. A key lesson was that SI could have been more conservative and
demanded more accountability and responsibility from partnerships. When contracting
with a community, it is important that money is spent appropriately on training. A
measure of success in resource allocation was that overall, administration costs were kept
at 12%, and therefore most of the funding was spent directly on training.

Regular time spent on W/S by staft and Co-chairs ranged from 5% to full-time (100%)
for the Project Officers. The average amount of regular time spent on W/S was 65%, and
overtime ranged from none at all to 100 hours in total. Of the three W/S staff who worked
overtime, the average number of total overtime hours was 60. All of the W/S staff and
Co-chairs believed that the time spent on W/S was sufficient for completing the work.

Is the W/S program model a cost-effective way of moving people from training to
employment?

Because the W/S projects were pilots, start-up costs were high. Many projects tested
brand new ideas and required a significant amount of resources to get them off the
ground. If projects were to be run again, many would cost considerably less because
expensive components, such as curriculum and program design, have already been
completed. Some projects were more costly than others because the sponsor organization
was small and did not have the existing staff and structures to accommodate the project.

Most pilot projects will not be sustained in their original form. Those that will be
sustained will be through partnerships or funding from elsewhere. However, it is likely
that successful elements of projects will be incorporated into future and existing training
programs. W/S discovered new ways of delivering training of which several may not
necessarily be less expensive than traditional methods but are more effective.

When asked if they believed the W/S training they received was cost-effective compared

to other methods of training, 88% of the 190 trainees believed it was, while 3% did not
and 8% were unsure. The reasons cited by the 168 trainees for cost-effectiveness included
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the costs to the trainee were minimal, or it did not cost them anything (58%); the job
experience/instruction/course content was valuable/worth the money (22%); the training
was accessible/close to home/did not have to relocate/could keep working (10%); training
was free (3%); and finally, the trainee received a wage/salary/training subsidy during the
training (2%).
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3. Key Findings

3.1 Relevance

L.

W/S projects came directly from local communities, who identified trainee and
employer needs.

Projects were designed to be linked directly with employment.

Projects targeted to equity groups were successful in incorporating their needs
because they adapted the training delivery to these needs, including the provision of
appropriate support services. Some target groups had more employment barriers (e.g.,
SARSs) and thus success was limited.

The changes in training tested by the W/S projects were necessary to increase
relevance for industry and participants. In particular, apprenticeship and remote
training innovations met a definite need and were very successful.

Industry involvement in training design, content and delivery maximized training
relevance. The program increased training responsiveness to industry and
participants.

W/S funding enabled ideas for training to become real projects. Without W/S, it is
unlikely these projects would have been possible.

3.2 Program Design and Delivery

L.

Pre-operational policies and procedures that do not restrict innovation need to be in
place. Partnerships are more successful if partners are involved through constant
communication.

A database capable of monitoring and tracking projects would contribute to overall
success.

It is important that government maintain accountability in its programs, but
monitoring requirements should be streamlined.

3.3 Program Success

L.

Major innovations in the W/S program were the new training delivery methods used,
the apprenticeship projects, the partnerships and the use of technology for remote
training and other purposes.

Partnerships are innovative in their make-up, with new organizations partnering

together to deliver training for employment which has lead to extensive networking
and strengthening of community-based partnerships.
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10.

Partnerships are compromised when partners do not meet obligations, when
commitments to partners are not met and when they change representatives
frequently.

Partners cooperated in project design and delivery, resulting in financial savings
through less duplication and more shared services.

Partnerships will deteriorate if partners have different objectives.
Partnerships will be sustainable if partners achieve and receive mutual benefits.

Accessible training and income support helped trainees to overcome employment
barriers, especially SARs and First Nations.

Training became more responsive to trainee and employer needs, and more accessible
for target groups and industry.

Training and employment opportunities were increased through the innovative pilot
projects and the creation of new jobs.

The unintended impacts of the W/S program included: extensive media coverage of
some projects, which encouraged partner involvement; the occurrence of trainee
recruitment within shortened timelines; the establishment of certification and
standards; and the instigation of established educational institutions to re-think their
training delivery methods.

3.4 Program Cost-effectiveness

L.

2.

Overall, resources for W/S projects have been used effectively.

Partnering with small organizations costs more because the staffing and infrastructure
is not in place to deliver training.

As the W/S program progressed, Project Officers became more proficient at
negotiating project costs with applicants. This resulted in less money being expended
on superfluous items and more in partner contributions.
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10.

I1.

12.

4. Recommendations

Schedule a pre-operational period in which to establish policies and procedures before
a training program begins.

Develop an information system prior to the implementation of a training program.
Evaluation must be built into programs from the beginning.

Partnerships must have clearly defined roles and responsibilities in delivery,
monitoring and accountability.

Government should continue to provide a monitoring role to ensure project
accountability and cost-effectiveness.

Ensure policies and procedures are not excessive or restrictive for project applicants.
Encourage local communities to identify their training needs.

Encourage industry involvement in training design and delivery to maximize training
responsiveness to labour force development needs.

Continue to nurture partnerships in program delivery.

Ensure that sponsors and partners demonstrate their commitment to projects prior to
project approval.

Continue to make training responsive to trainee and employer needs and more
accessible for target groups.

Support innovation in training delivery methods, apprenticeship training, partnerships
and the use of technology for remote training.
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Appendix 1:
Case Studies

The Saskatchewan Outfitters’ Association Guide
Training Project

The Saskatchewan Outfitters’ Association

This case study is based on in-depth interviews with the project sponsor from the
Saskatchewan Outfitters” Association (SOA); with partners from the Saskatchewan
Tourism Education Council (STEC); and with telephone surveys from 24 of the 56
participants who completed the training.

This training project was from six to 60 weeks in duration, depending on the site, the area,
the competency level and so on. The training was administered on-site by individual
outfitters and the project sponsor and coordinator administered oral exams that could be
completed on the job. This training project was designed to develop a standards and
certification process for both hunting and freshwater angling guides, which will improve
the quality of guiding in Saskatchewan and eventually attract more tourists to the
province. The objective of this project was to develop curriculum in accordance with
industry standards for competency-based training of freshwater fishing and hunting
guides, leading to industry certification. The project wanted to train 25 guides in
freshwater fishing or hunting and to cross-train 20 guides in both freshwater fishing and
hunting. But the priority was to develop a certification process for both freshwater fishing
and hunting guides and to offer certification to trained guides.

The work schedule for this training project was as follows:

June to August 1996 — Curriculum and training materials developed.
August 1996 — Train-the-Trainer workshop for Hunting Guide training.
August 1996 — Development of certification for Hunting Guide.
September to December 1996 — Hunting Guide training.

January 1997 — Certification of Hunting Guides.

April 1997 — Development of Freshwater Angling Guide certification.
April 1997 — Train-the-Trainer workshop for Freshwater Angling Guide
June to September 1997 — Freshwater Angling Guide training.

October 1997 — Certification of Freshwater Angling Guides.

Project Relevance

The SOA’s Guide training project was designed to meet the needs of trainees by providing
“Train-the-Trainer” sessions to the outfitters who employed and then trained the guide
trainees. Receiving all of their training on the work site enabled trainees to remain
employed as they trained for industry certification. The training enabled trainees to apply
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for guiding positions across Canada with the confidence that comes from formal
certification. The initial need for training was determined by the SOA membership, who
indicated such a need. An in-depth analysis of this need was undertaken by KPMG and
the results of this analysis are set forth in the document entitled: “Making the
Saskatchewan Outfitting Industry Competitive.” The majority of outfitters recognize the
need for insuring the skill level of front-line employees. With the advent of increased job
opportunities and the demise of traditional Aboriginal lifestyles, guiding has become a
less attractive career choice. In order to qualify for the training project, guides had to be
selected and hired by local outfitters, who were often in the best position to recruit from
their own communities.

There were 45 guides initially contracted for this training project. However, due to
extensive interest in the training, the actual amount of participants who completed the
project and were certified was 56. The numbers of various target groups that participated
in the training included six youth, eight First Nations, one Métis, eight disabled, eight
visible minorities, 12 Northerners, two SARs, one EI recipient, and 56 employed guides.
Of the 56 certified guides, 37 were enrolled and trained for freshwater angling guide and
19 were enrolled and trained for hunting guide. Training packages were provided to 62
additional trainees who wished to access the material without becoming formally
involved in the SOA training project. Approximately 40 outfitters participated in both of
the “Train-the-Trainer” sessions.

The training project was innovative in having an industry deliver training on the work site
and in bringing first-time certification to this industry sector in Canada. Delivering three-
day “Train-the-Trainer” sessions to outfitters was innovative. Guide training curriculum
and a model of on-the-job oral testing were developed and were particularly well suited
to trainees. By recognizing prior learning, the project was able to train experienced guides
who would have rejected more formal training. However, the training project did not
cross-train both hunting and freshwater fishing guides.

The industry was of the view that a combination of guiding skills in a variety of sectors
can lead to full-time employment, better recruitment and increased industry standards.
However, industry outfitters were reluctant to become involved in guide training due to
the lack of suitable materials and concern that any form of training would become a
requirement of any provincial licensing program (certification), which would represent
difficulties in hiring guides. Saskatchewan Environment and Resource Management
(SERM) recognized the challenges involved in the licensing program and dropped their
licensing requirement in support of an industry-driven training program. Trainees are part
of a national standards and certification process that recognizes their skills.

Project Design and Delivery

All of the partners had input into the design of the training project. Since 1992, the SOA,
in conjunction with STEC, has been able to include the Freshwater Angling Guide and
Hunting Guide in the process of developing standards and certification on a national
basis. National standards for both of these occupations were developed in 1995. The SOA
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developed and delivered the guide training project with the assistance of Saskatchewan
Outfitters and Strategic Initiatives W/S.

Trainees learned of the training project through the outfitters who employed them and
were recruited at the outfitters’ discretion. Trainees were able to live and work in their
own communities. Additional support services offered to trainees included mentors and
journey supervisors (33%), personal counselling services (13%), transportation services
(8%), tutoring (8%) and career counselling services (4%). The mentors or journey
supervisors were given a mean rating of 4.8 on a five-point scale; personal counselling
services rated a mean of 5.0; tutoring services were rated a mean of 4.5; transportation
services were rated a mean of 5.0; and career counselling services were rated a mean of
5.0. Ninety-six percent (23/24) of trainees said they received the support services required
during the training project.

The partnership for this training project included the following partners:

» Saskatchewan Tourism Education Council
» Saskatchewan Outfitters

STEC provided liaison with federal organizations for standards and certification
development; direct financial support for standards and certification development; and in-
kind support for administration, materials and supplies. The outfitters provided training
delivery, materials and equipment, as well as wages and training time to guide trainees.
Although not a formal partner, Saskatchewan Environment and Resource Management
dropped the fee requirement with the intent of the SOA making it voluntary for guides to
learn the standards. SERM also made outfitters responsible for the actions of their guides.
SOA provided coordination for the partners; overall project management and
programming design; industry liaison; and in-kind financial support for administration,
materials and supplies.

The sponsor emphasized that time and energy must be spent alleviating some
misunderstandings or “organizational challenges.” For example, one province walked
away from the national meetings held on guide training certification due to fear that such
a process would become a requirement for licensing. The sponsor emphasized the
importance of consulting with association and industry representatives to examine their
training needs and being flexible in delivering training. In the opinion of the sponsor and
one partner, it is sometimes necessary to prod industry and employers in order for them
to become actively involved in training.

However, the sponsor believed that he and the other partners learned that it is possible to
develop trustworthy partnerships that work effectively, and the partnership model
developed in this project has the potential to be sustained. The partnership between SOA
and STEC that instigated a national certification process for guides was particularly
effective.
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The sponsor indicated that it is challenging to increase understanding about training
delivery mechanisms that are most appropriate for trainees. He recommended that four to
five on-site instructional visits would have improved the project.

The sponsor indicated that the W/S program and the project officer provided freedom,
flexibility and support which, when combined with a lack of “red tape,” were extremely
beneficial to the project. The sponsor’s expectations were met with regard to the
information received about the W/S initiative, the application and approval process,
timeliness, and the payment process. The sponsor’s expectations were exceeded in the
areas of communication with, and support provided by, the W/S staff, as well as the
monitoring process.

Project Success

Of the 24 trainees surveyed, 14 (58%) indicated that this training was more effective than
other methods of training; six (25%) thought it was the same; two (8%) thought that it
was less effective because it was too short; and two (8%) did not know. Of those who
thought it was more effective, nine (64%) attributed this to “good hands-on experience”;
seven (50%) attributed it to “useful course content”; and two (14%) attributed this to a
“good instructor.” Other responses included “good one-on-one instruction”; “use of
technology”; and “having a lot in common with other participants.” Twelve trainees
identified on-the-job training and rated it a mean of 3.9 on a five-point scale. There were
17 trainees who identified classroom training and rated it a mean of 4.1; and finally, there

were three trainees who identified distance education and rated it a mean of 3.3.

The trainees thought that the training provided a significant benefit in terms of creating
opportunities for increased responsibility or a promotion (38% thought this was a
significant benefit; 38% a moderate benefit; 8% a slight benefit; and 17% did not receive
this benefit from the training project); and for increasing their potential for a higher wage
in the future (38% thought this was a significant benefit; 38% thought it was moderate;
4% thought it was slight; 16% did not receive this benefit from the training; and 4% did
not know). The trainees thought the training provided a significant to moderate benefit in
terms of work experience and employment: 29% thought both were significantly
benefited; 33% thought both were moderately benefited; 17% thought both were slightly
benefited; and 21% did not receive this benefit from the training project.

Trainees indicated that the way in which the training project increased their knowledge
and skills was a moderate benefit (63%); a significant benefit (21%); a slight benefit
(8%); and 8% thought they did not receive this benefit from the training project. Similarly,
50% of trainees thought the training project was a moderate benefit for increasing their
self-confidence; 29% thought it was a slight benefit; 13% thought it was a significant
benefit; and 8% said they did not receive this benefit from the training project. As for
providing background for further education, 46% thought this was a moderate benefit;
13% each thought it was both a slight and a significant benefit; 21% did not receive this
benefit from the training project; and 8% did not know. As for higher wages, 38%
indicated that they did not receive this benefit from the training project.
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There was 33% who thought the training project provided a moderate benefit in this
regard; 13% each thought it provided both a slight and a significant benefit; and 4% did
not know.

The sponsor and partners were generally pleased with the training provided to trainees.
Because First Nations people constituted the majority of trainees, examples were
developed and used in designing the curriculum that were appropriate and culturally
sensitive to the target group. Because some trainees were unable to read or write well
enough to do traditional written exams, a translator was made available and used a model
of oral on-the-job testing.

All of the contracted outcomes were achieved or exceeded with the exception of cross-
training participants for certification as both freshwater fishing and hunting guides. The
certification process that was established and the training delivered was a result of the
partners working together towards common goals. The partnerships will continue to be
sustainable as long as there are mutual benefits and labour force needs in the arrangement.
The outstanding achievement and legacy of this training project are the standards and
certification established for both freshwater fishing and hunting guides, which have
caught national attention. This accreditation will improve the quality of guiding in
Saskatchewan, which will increase the numbers of tourists visiting the province every
year.

Program Cost Effectiveness

The total budget for this training project was $680,065, and Strategic Initiatives W/S
contributed $128,184 of that sum. The sponsor contributed $23,222 in-kind, and the
partners contributed $301,730 cash and $226,929 in-kind, totalling $528,659. An
amendment for an additional $5,400 was made on September 12, 1997 to the original
contract. Overall, the cost per participant was $12,593.80. For SI, the cost per participant
was $2,373.77.

The sponsor indicated that the cost for developing the training project proposal to final
approval stage was between $7,000 and $8,000. The primary partner indicated that its
cost for assisting in preparing the proposal was approximately $1,000.

Most trainees (75%) thought that the training was cost-effective for them personally,
while 25% did not know. Trainees who thought it was cost effective explained that it was
inexpensive to them personally to take the training (61%); the course was very high
quality, comprehensive, and/or appropriate to the trainees (33%); and trainees could keep
on working and receiving wages while they were training (11%).

New Media/Adaptive Systems Training Project

Pebble Beach Interactive Inc.

This cases study is based on information provided by the project sponsor of Pebble Beach
Interactive Inc.; and by the five trainees surveyed out of the seven who completed the
training. No final project report has been submitted for this project.
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The New Media/Adaptive Systems training project was sponsored by Pebble Beach
Interactive Inc. This training project was designed to train people to be media specialists.
The project was originally to run from August 1, 1996 to June 30, 1997. However, the
contract was amended to extend the training project until September 15, 1997. The
objectives of the project, as identified in the proposal, were as follows:

* To develop and test new curriculum in cooperation with SIAST and according to
industry standards, for competency-based training for production-based training to
produce functioning members of a multimedia production team, completely up-to-date
in all areas of production and with expertise in one particular chosen area.

 To train eight new media specialists in the process of following technological change
while sourcing, learning and adapting to the latest technology, with the capability to
remain at that level.

* Upon successful completion, Pebble Beach Interactive Inc. may offer advanced
training to graduates of SIAST’s New Media course being offered for the first time in
the fall of 1996.

The New Media/Adaptive Systems training project consisted of extensive on-site
training.

Project Relevance

The sponsor of the training project felt that the objective of demonstrating labour market
need was reached in establishing this training project. Although the training project did
not guarantee employment, there was work-based training at the sponsoring multimedia
company. The sponsors and other multimedia companies created a solid linkage with
employment for the trainees. The sponsor indicated that he and other multimedia-industry
employers are in need of a pool of qualified media specialists from which to draw
employees. The training has positively impacted this industry in Saskatchewan, primarily
because it is the only one of its kind to date. The trainees have skills that are transferable
within the multimedia industry and related fields (e.g., film, advertising, etc.). This
training project was successful in meeting Strategic Initiatives W/S goals and objectives,
particularly in linking training with employment. To date, the project has had a 100%
placement rate; all of the trainees have secured employment following completion of the
training. SIAST is in the process of arranging for training accreditation for this project.
However, employers will already recognize the in-house projects that trainees have
completed.

This project was targeted for equity group members, such as youth, people with
disabilities, women, and First Nations. However, few people with the necessary
background came forward from targeted groups. Trainees were required to have some
experience and interest in multimedia and adaptive systems (e.g., graphics, audio-visual,
production, management, programming, etc.).

Nonetheless, this training project provided opportunities for the participation of equity
groups. The sponsor estimated that, among the seven participants, one was First Nation,
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one was a visible minority, one was a person with a disability, one was a youth under 25,
one was a SAR and two were previously on EI. However, interviews with six of the seven
trainees contradicted this information because all six claimed to be in receipt of neither
Social Assistance nor EI for six months prior to the commencement of the training
project. In addition, six trainees (100%) claimed not to have any disability. Five of the six
trainees, or 83%, claimed they were not First Nation, Non-status First Nation, Métis, or a
visible minority, and one trainee refused to answer. Five trainees (83%) indicated that they
were 25 years old or younger. One trainee fits into the 36 to 45 category. Therefore, this
training project assisted at least two target groups: youth and an older, displaced worker.
According to administrative data from W/S, there were five youth and one woman in the
eight trainees initially contracted for this project. However, these records also indicate that
there were nine trainees who actually participated in this training, and Strategic Initiatives
W/S provided income support for all nine.

There were eight trainees originally enrolled in the program. Two management trainees
quit because they were offered employment in the field, and only one was replaced. One
of these participants was a woman who was not replaced. Seven trainees completed the
training. Prior to the training project, two trainees (33%) were working full-time, three
trainees (50%) were working part-time, and one trainee (17%) was taking education or
training. After the training project, all six trainees reported that they were working full-
time.

This training project tested the innovations of multimedia training, training in an
exclusively work-based environment, bringing in new technologies as a class, and having
trainees build actual in-house projects. By building their own projects, trainees increased
the portability and accreditation of the training, revealing its potential for application in
other sectors or communities in the province. According to the sponsor, employers will
recognize the projects that trainees have done in the work place more than they will
recognize a training course. This training was not previously available in Saskatchewan,
but SIAST has instituted a multimedia program since this training project was delivered.

Project Design and Delivery

The sponsor was pleased with the training provided to the trainees. He believed that the
training imparted necessary skills and prepared the trainees for employment or advanced
training in the multimedia industry. The sponsor indicated that the training delivery will
be further refined for the next training project.

The sponsor trained the participants so that his company could have a talent pool from
which to draw qualified employees. He designed the training specifically for his
company, but in consultation with a former SIAST instructor and a curriculum writer for
Saskatchewan Education. Prior to the implementation of this training project, his
company hired graphic arts students out of university (regardless of degree completion).

Trainees learned of the training project through referrals from Canada Employment

(33%), word-of-mouth (67%), and from applying to (33%), or already working for
(17%), the sponsor. Trainees were able to complete the training by working on the job for
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eight hours a day. In addition, they were paid a training salary of $1,800 per month for
their work. Additional services offered to trainees included tutoring (17%) and the
guidance of a mentor (83%). The trainee who used the tutoring services thought they were
very useful, as did 80% of the trainees who used the mentors/supervisors. All of the
trainees said that they received the necessary support services during the training project.

The partners for this training program include HRDC, which gave money to certain
trainees; SIAST which was involved in trying to set up a system of accreditation for this
training project; and various software companies that helped them set up and get started.

The sponsor said he would have liked to have more partners but experienced difficulties
in finding partnerships and implementing them. Through the partnerships he did have, he
discovered other training programs that will assist him in developing next year’s training
project and in implementing some of the necessary changes in program delivery. The
sponsor indicated that he will also use these partnerships as models with which to form
future partnerships.

Finally, the sponsor indicated that the W/S project officer was very helpful, made regular
visits and that working with her was a good experience. The W/S program met his
expectations in terms of information received about the W/S program, the application and
approval process, communication with W/S staff and support provided by the W/S staff;
the W/S program exceeded his expectations in terms of timeliness, payment process and
monitoring process.

Project Success

Of the six trainees surveyed, five (83%) indicated that the training project’s primary
benefits were to increase their knowledge and skills, while one trainee thought the
primary benefit was access to employment. Five trainees (83%) believed that the training
project increased the following benefits for them as individuals: work experience;
background for further education; the potential for earning a higher wage in the future;
and the opportunities for earning increased responsibilities or a promotion in their
employment situation. Four trainees (67%) believed that the training was a significant
benefit in increasing their level of employment in general. All six of the trainees believed
that the training was beneficial in increasing their self-confidence, but were equally
divided on whether this benefit was slight, moderate or significant.

Five trainees (83%) believed that the W/S training project would make a difference in
their ability to obtain and maintain employment, while one trainee refused to answer. All
of the five trainees who thought the training made such a difference thought that this
resulted from it providing the necessary skills for the job.

The five trainees asked if the training provided experience to get a job with other
organizations in the same industry confirmed that it did. Four out of the five trainees who
answered (80%) thought the training provided experience that could help them get a job
in other industries. Skills in new media and adaptive systems are in demand by many
industries in several sectors.
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Trainees thought that the hands-on work, which was primarily on computers, was the
most effective strength of the training project. Three trainees expressed dissatisfaction
with some aspect of the course content: one trainee thought that the sponsor could have
given the trainees more work to do; one trainee wanted more advanced instruction or
information; and one trainee wanted more substantial classroom training right at the
beginning of the project.

The training project’s main achievement, besides a 100% employment rate, was to
develop a training curriculum for a new media and adaptive systems training program;
this is the project’s legacy.

Project Cost Effectiveness

The total budget for this program was $494,660, and SI contributed $170,320 of that sum.
The sponsor contributed $271,444 in cash and $142,000 in-kind, totalling $413,444, and
the partners contributed $52,765 cash and $9,045 in-kind, totalling $61,810. Overall, the
training project cost $105,016 per participant. For SI, it cost $29,017.14 per participant.

The sponsor stated that he spent approximately one month developing the proposal at a
cost of between $7,000 and $8,000. Because W/S informed the sponsor that he would lose
all funding if training started after December 1, 1996, he started earlier than intended and
carried the cost of the trainees for four months, which almost drove the company into
bankruptcy. The sponsor will have to charge the trainees for tuition in order to run the
training project in the future.

Five of the trainees (83%) thought that this training project was cost-effective for them
personally, while one trainee was not sure. Trainees indicated it was cost effective because
it was free and they were paid a wage while they trained.

The Automotive Service Technician Training Project

SIAST, Kelsey Institute

This case study is based on information provided by the project sponsor from SIAST,
Kelsey Campus; an industry partner from Dodge City Auto; a partner from the
Apprenticeship and Trade Certification Unit; and by the seven trainees surveyed of the
eight who completed this training project.

The formal in-class training was eight weeks, with a longer on-the-job period that varied
with the trainee’s access to employment. This training project was designed to train
people to be automotive service technicians. The objective of this project was to test the
involvement of the automotive service industry in the delivery of theoretical and practical
skills training, in conjunction with Kelsey Institute, leading to the Level One
Apprenticeship credit.
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The work schedule of this training project is outlined below:

Recruitment of apprentices February 7, 1997
Course contracting with employers February 21, 1997
Curriculum development April 11, 1997
Work-site training completed May 2, 1997
Kelsey Institute training completed June 27, 1997
Final report on or before August 26, 1997

An amendment was made to the project’s work schedule, extending the training
completion date to June 26, 1998.

Project Relevance

The Automotive Service Technician training project was designed to meet the needs of
apprentices. Following completion, trainees will be able to apply for positions in the
automotive industry and will be in a position to pursue more advanced levels of their
apprenticeship. The sponsor from SIAST Kelsey Institute, determined the needs of the
trainees. He had had several requests for alternate training that meets labour market needs.
The present system was causing many complaints because trainees had to come in for
eight weeks of training every year. Kelsey Institute was involved in the design of the
training. Although the training project did not guarantee employment, trainees had to
have one year of experience and be employed in the automotive industry. Many of the
trainees were already working in automotive shops and all of them had to complete a
work-based training component.

There were nine trainees initially enrolled in this training project, but one dropped out
because his employer would not give him any release time from work in which to
complete the course work. Eight trainees completed the training. Although targeted at
apprentices in the automotive industry, this training project trained one First Nations
person, one visible minority and six youth under 25. The objective of enhancing labour
market opportunities for equity group members was thus reached in this project.

The sponsor thought that the opportunity to explore innovative training approaches is
necessary and more of it should be done. Technology and the Internet were innovative
characteristics of this project and were very useful for training by distance delivery. He
also believed that more money should be made available to explore and develop this
technological training. The distance delivery helped meet the needs of trainees by
enabling them to stay in their jobs and communities while taking the training.

The training was believed to have a positive effect on the target markets because it
provided trainees with the opportunity to work and train in their own communities to
become level one apprentices. The trainees already had employment in the automotive
industry, but their skills and abilities were advanced by this training project. The retention
of trainees was high, with only one withdrawing from the project because his employer
would not provide him with release time from work.
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In addition to industry recognition, the training provides trainees with a SIAST credit and
apprenticeship recognition. All of the completed trainees have full-time employment in
the automotive industry. This training was specifically aimed at advancing the skill levels
of employees in the automotive industry to their first apprenticeship level. The training
has positively impacted this industry in Saskatchewan. The trainees have skills that are
transferable within the automotive industry and within educational institutes.

Project Design and Delivery

This project tested two different kinds of layouts for student instruction: classroom
training and on-site training; overall, on-site training was superior. It also tested the
computer-based training that the trainees enjoyed. Although this technological approach
has a lot of potential, it is expensive and time consuming. The business partner’s (Dodge
City Auto) advisory role was enhanced by being involved in interviewing short-listed
candidates for the training project.

Trainees learned of the training project through New Careers Corporation (43%), their
employers (43%), and advertisements (14%), and were recruited on the basis of
possessing the necessary qualifications: trainees must be employed in the automotive
industry. Trainees were able to live and work in their own communities. They were able
to do work-based training. Additional services offered to trainees included career and
personal counselling services (43% each) as well as tutoring services (43%). In addition,
all of the trainees had journey supervisors (100%). All of the trainees received the
necessary support services during this training project.

The partnership for this training program includes the following:

» The Apprenticeship and Trade Certification Unit

+ Cars Knowledge Network

* Nicad Computer Imaging

 Journeypersons and employers in the automotive industry
* Community colleges

The benefits of the partnerships included the time given by journeypersons and employers
in the automotive industry to this training initiative. Nicad Computer Imaging’s in-kind
contributions of approximately $27,500 were very helpful to the training project. Cars
Knowledge Network provided certain parts of the curriculum. The Apprenticeship Trade
and Certification Unit approved and supported the training project. Finally, various
community colleges helped administer the exams to students in other locations, although
some charged a fee for this service. The business partners were recruiting good, qualified
employees and allowing them time and resources with which to train.

The sponsor expressed some concern over the different priorities of the stakeholders

involved: the trainee wants to better himself and earn a higher wage, while the employer
would like to keep wages down.
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One partner indicated that it was somewhat challenging when other automotive
dealerships backed out of their commitment to take on one apprentice, as they had all
originally agreed to do, because of financial hardship. The partner emphasized that if a
dealership gets involved and makes this commitment, they should fulfill it. This partner
has a list of people for the Apprenticeship program, but he only requires so many trainees
at one time. When this limit is reached, he cannot afford to participate anymore.

The sponsor indicated that, although W/S guidelines were quite wide, the independence
was positive. The process met his expectations in every way except with respect to
communication with the W/S staff timeliness, and the payment process. He expanded on
timeliness and indicated that the project was not approved for eight months after he had
applied, which was five months after the training was scheduled to begin. However, an
amendment was made to the contract to extend the training project from June 27, 1997 to
June 26, 1998.

Project Success

Of the seven trainees surveyed, six (86%) indicated that this project was more effective
than other methods of training; only one thought it was less effective but was unsure why.
Trainees thought that this project was more effective than others by providing good
hands-on experience (83%), useful course content (33%), and income in conjunction with
training. All of the trainees thought that the on-the-job training was very good (average
mean rating of 4.0 on a five-point scale); four mentioned the classroom training (3.5
average mean rating); and three mentioned the distance education component (4.0
average mean rating).

The trainees believed that this training increased their knowledge and skills (71% thought
this was a significant benefit and 29% a moderate one). Several trainees believed that the
training project was a significant benefit in terms of work experience (86%), higher wages
(86%), opportunity for increased responsibilities or a promotion (86%), employment
(71%), increased potential for higher wage in the future (71%) and background for further
education (43%). All of the trainees asserted that this training was effective in meeting
their needs.

The sponsor and the partners were generally pleased with the training provided to the
trainees. They believed that the training objectives were achieved and that the necessary
skills were provided to prepare the trainees for their Level One Apprenticeship in the
automotive industry. The outstanding achievements of this training project were the
curriculum developed and the flexibility and responsiveness to trainee needs
demonstrated in the on-site and distance training delivery methods, which allowed
trainees to continue working for wages and living in their local communities. The
partnerships are expected to be sustainable as long as there is an industry and labour force
need for, and a commitment to, training on behalf of partners.

The quality of instruction for the on-the-job training, the flexibility of the training, and the

equipment and training aids used in the delivery varied substantially depending on the
automotive shop in which the trainee was working. For example, sometimes the
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automotive work was not in the shop to repair; hence, trainees did not have the
opportunity to learn those repairs. Because of the distance delivery, students miss out on
discussions with other students and with the instructor, which may result in some learning
deficiencies.

Both the instructor and the business partners are concerned about the amount of time that
journeypersons can afford to devote to training apprentices on the job. Since
journeypersons are paid a flat rate, they do not want to reduce their time by training the
project participants and providing them with practice time. The sponsor and the partners
feel that the journeypersons need to be provided with some incentives in order to make it
worthwhile for them to train participants. This will enable trainees to learn not only how
to repair a mechanical problem but also how to diagnose this problem in the first place,
which is best taught by a hands-on method.

One partner believes the project could run more effectively if applicants knew whether
they wanted to go into parts or service beforehand. He also believes that trainees would
derive more meaning from the training if a representative from the technical institute
checked up on them more, conducting more follow-up. However, the sponsor indicated
that financial constraints restricted his ability to travel.

It is questionable whether or not the project will be sustainable without government
funding. The legacy of this project lies in the new training approaches that better meet
industry and apprentice needs, which the Kelsey Institute has been able to achieve.

Project Cost Effectiveness

The total budget for this project was $84,196 and SI contributed $37,500 of that sum. The
sponsor contributed $43,000 in-kind and the partners contributed $3,696 in-kind. The

overall cost per participant was $4,431.36, and the cost per participant for SI was
$1,973.68.

The sponsor was relatively satisfied with the cost-effectiveness of this training project.
The sponsor indicated that the costs for developing the training project to final approval
was between $3,000 and $4,000. A W/S staff member had to drive to Saskatoon from
Regina to help rewrite the proposal.

Trainees felt that the training was cost-effective for them personally because it was free;
they could keep working while they trained; and they did not have to attend regular
classes. One trainee mentioned that, in his case, the project provided him with
employment, which reduced the time he spent on EI.
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The Dual-Ticketed Instrumentation/Electrical Journey
Person Training Project

SIAST, Palliser Institute

This case study is based on information provided by the project sponsor from SIAST,
Palliser Institute; industry partners from SaskFerco and IPSCO; a partner from the
Apprenticeship and Trade Certification Unit; and five surveyed trainees of the 15 who
completed the training.

This training project was a combination of on-the-job and classroom training. This
training project was designed to train instrumentation/electrical journeypersons. The
objective of this project was to develop a specialized training program that avoided
duplication of competencies currently offered and to deliver it in a flexible manner.

The work schedule for this training project was as follows:

Recruitment of apprentices February 7, 1997
Course contracting with employers February 21, 1997
Curriculum developed April 11, 1997
Work-site training completed May 2, 1997
Kelsey Institute training completed June 27, 1997
Final report on or before August 26, 1997

Project Relevance

The Dual-Ticketed Instrumentation/Electrical Journey Person training project was
designed to meet the needs of trainees and employers. Following completion, trainees are
in a position to pursue more advanced levels of training and command a higher wage at
work. Trainees are able to progress in their current apprenticeship employment positions
without having to leave or take time away from their jobs. The sponsor determined the
need for training based on employer and apprentice frustrations and complaints about
previous time-consuming methods of training delivery that involved substantial
duplication. He had had several requests for training that better meets labour market
needs. The previous system was causing many difficulties because apprentices had to
leave their jobs for too long to receive training. Moreover, the instrumentation
journeyperson was one four-year program, and the electrical journeyperson was another
separate four-year program. There was much overlap and duplication amongst the core
competency courses for both programs. While the training project did not guarantee
employment, trainees had to be employed as instrument mechanics; as
instrumentation/electrical apprentices or instrumentation technologists; or as electrical
engineering technologists or heavy electronics experts. Finally, the trainees’ employers
had to be willing to let apprentices take training.

There were 10 participants originally contracted to undertake this training project.
However, 15 Apprentices have completed the training project to date. According to W/S
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administrative data, 10 apprentices completed the training project under SI funding
arrangements.

The innovations in this training project were:

* to test ways of identifying and meeting skill development needs in an industry sector,
which will increase industry partnerships in the application of competency-based
training; and

» to acknowledge and credit core competencies between the two trades, which has
resulted in a shorter time frame required for training.

The training was believed to have a positive effect on the target group by providing them
with the opportunity to train and work close to their communities in their own jobs to
become higher-level apprentices or journeypersons. The training project also recognized
and credited the prior learning and experience of trainees. The retention of trainees in this
project was 100%.

In addition to industry recognition, this training project provided SIAST dual certification
and apprenticeship recognition. The dual certification training provides trainees with
skills that are transferable across Canada (except Quebec) in a variety of occupations and
sectors that involve instrumentation/electrical journeyperson skills, technology and
construction being two examples of sectors to which this training applies.

Project Design and Delivery

The project tested two different kinds of layouts for student instruction: classroom and on-
site training.

Trainees learned of the training project by working for an employer that provided this on-
the-job training (40%); through SIAST or a regional college (40%); and through word-
of-mouth (40%). Trainees were able to do both theoretical and work-based training.
Additional services offered to trainees included tutoring services (20%) and mentors or
journey supervisors (40%), all of which were rated very useful (5.0 on a five-point scale).
Trainees said they received the necessary support services and no additional services were
required.

The partnership for this training project included the following:

* The Apprenticeship and Trade Certification Unit
* Instrumentation/Electrical Journey Person employers

The Apprenticeship Unit facilitated the application process and presented the proposal to
the W/S committee. In addition, it encouraged SIAST instructors who do Apprenticeship
and Trade Certification Programs to bring applications, so that projects could be
coordinated and a variety of methods and ideas could be tested. Employers were
responsible for releasing apprentices to attend the in-school portion of the training and for
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providing facilities, equipment, and other learning aids on the work site. Palliser Institute
designed the curriculum; granted credit transfers; developed the procedure for cross-
training in the two trades; promoted the initiative to employers; recruited participants;
implemented and administered the delivery program; and monitored and evaluated the
participants in the project. All of the formal and informal partners, including the
Apprenticeship Unit, the employers, and the Trade Advisory Board, had input into
Palliser Campus’ design of the training project.

The sponsor and all of the partners believed that the project strengthened relationships and
communication between the educational institute (SIAST, Palliser Institute) and industry.
This has made the educational institute more in touch with industry and given it a new
outlook. In addition, the myths and misconceptions about what SIAST was doing in terms
of training delivery were clarified for industry partners. Sponsors and partners believed
that the training project improved the employment situation for both employers and
apprentices/trainees. It did this by shortening training time through the alignment of the
core courses from two separate training projects, which created one program that offers
dual certification. The training is presented in modules rather than blocks and occurs on-
site as well as in the classroom. Finally, the training project recognizes the prior learning
and experience of trainees.

The training project ran out of time and could have used another three weeks to wrap
things up at the end. The amount of research required in the beginning to align the two
programs was underestimated.

The sponsor indicated that the initial project officer was insufficient, but he complained
and was appointed a new one. Information received on the W/S program and
communication with W/S staff did not meet the sponsor’s expectations with the first
Project Officer. But with the second Project Officer, expectations were exceeded in these
areas as they were in terms of timeliness and the payment and monitoring processes. The
application and approval process and the support provided by the W/S staff met the
sponsor’s expectations.

Project Success

The five trainees surveyed indicated that the training project met their needs and was
more effective than alternative methods because of the flexibility and the on-the-job
training. Two trainees identified the on-the-job training component and gave it a mean
rating of 4.5 on a five-point scale. Five trainees identified the classroom training and gave
it a mean rating of 3.6 on a five-point scale.

The benefits considered significant by two or more trainees included increased
knowledge and skills (60%); background for further education (60%); increased potential
for a higher wage in the future (60%); opportunity for increased responsibilities and a
promotion (60%); employment (40%); higher wages (40%); increased self-confidence
(40%); and work experience (40%). All trainees believed the training would make a
difference in their ability to get a job by providing the necessary skills for the job.
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The sponsor and the partners were generally pleased with the training provided to the
trainees, particularly with the quality of instruction, both on-campus and on the job; the
flexibility of the training; and the shortened time for training accreditation. Industry
partners were also pleased with the increased communication between them and the
educational institute and requested that this be increased even more in the future. Industry
partners would like to receive updates on the progress of the training project and the
results of participant outcomes. The partnerships will be sustainable as long as there is an
industry need for training in these areas and all partners continue to receive benefits from
the training project.

The outstanding achievements and good practices of this project involve the
responsiveness to employer and apprentice needs in shortening training time, delivering
more on-site training at the work place and recognizing prior learning and experience.
The legacy of this project is in the curriculum developed for the dual-ticketed journey-
person program.

Project Cost Effectiveness

The total budget for this project was $123,816.14, and SI contributed $71,816.14 of that
sum. The sponsor contributed $36,000 in-kind; the partners contributed $12,000 cash and
$4,000 in-kind, totalling $16,000. The overall cost per participant was $8,254.40, while
the cost per participant to Strategic Initiatives W/S was $4,787.74.

The sponsor indicated that the cost for developing the training project proposal to final
approval was approximately $6,000.

Trainees felt that the training was cost effective for them personally because it was free
and they could keep on working for wages while they trained.

The Kitchen Helper/Housekeeping Room Attendant
Training Project

Gary Tinker Federation and Northlands College

This case study is based on information provided by the course instructor; the project
sponsor from Northlands College; the second project sponsor from the Gary Tinker
Federation (GTF); a partner representative for Vocational Rehabilitation of Disabled
Persons Program (VRDP); and by six of the nine trainees who participated in the project.

The Kitchen Helper/Housekeeping Room Attendant Training Project was sponsored by
Northlands College and GTF, with Northlands College responsible for the financial
administration of this project. This 26-week training project was designed to train
northern people with learning disabilities for the hospitality industry. The objectives of the
project, as identified in the proposal, were as follows:

* To develop and deliver an alternative learning approach to hospitality training for
kitchen helper and housekeeping room attendant.
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* To develop and test a training model to meet the needs of the disabled trainees.

* To test a new northern partnership between the GTF, Northlands College and the
northern hospitality industry.

* To certify 10 trainees either as kitchen helpers or housekeeping room attendants
according to STEC standards.

» To provide career path development for the trainees.

The Kitchen Helper/Housekeeping Room Attendant Training Project consisted of in-class
and work-based training. The training outline is detailed below:

In-class Training I December 20, 1996
In-class Training I1 February 24, 1997
Work-based Training March 21, 1997
In-class Training II1 April 18, 1997
Work-based Training II May 16, 1997
In-class Training IV May 23, 1997
Monitoring and Program Wrap-up June 10, 1997

The Kitchen Helper/Housekeeping Room Attendant Training Project was aimed at
people with learning disabilities. Following completion, trainees would be able to apply
for the positions of kitchen helper or housekeeping room attendant within the hospitality
and tourism industries.

Project Relevance

The need for kitchen helper and housekeeping training was identified by a shortage of
workers with the required, specific skills in the hospitality and tourism industries in the
north. Hospitality employers also needed to reduce the high turnover rate in this industry.
The training was intended to link training with employment, since there was general
unemployment in the north and employment was available at the end of the training. The
sponsors believed that this was an important objective. They tested innovations in
delivery methods, curriculum, partnerships and work-based training that linked trainees
to employment. The instructor stated that, if he were to teach this training in the future,
he would stress the importance of employment as the main objective of the project.
Although he found jobs for the four trainees who did not complete the training, none were
interested.

Trainees were provided with two certificates for participation and completion at the end
of the course; those who completed training also received STEC certification in
Housekeeping/Food Services. The hospitality and tourism industries recognize the
training. Additionally, sponsors and the instructor actively encouraged their partners in
the hospitality industry to become more involved in the identification of training
requirements, delivery and cost sharing. In this way, the business partners’ advisory roles
were enhanced and the training was directly linked to industry needs.
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The project was unique in providing alternative training methods and practical, job-
related skills that have never been offered before to people with learning disabilities. All
trainees involved were learning disabled and had difficulty in completing regular training
programs. They were also skill-deficient in the hospitality industry. Trainees learned of
the project through word-of-mouth and were recruited on the basis of necessary
qualifications: a learning disability and an ability to do the physical work. A doctor
examined all of the trainees and diagnosed them according to specific criteria. Trainees
were able to live in residence while they took training in Buffalo Narrows. A benefit of
the project was that, as trainees became aware they are capable of going back to school,
their self-esteem increased, which enhanced their employability in general. However,
actual training was mainly applicable to the hospitality and tourism sectors.

Project innovation centered around the testing of new northern community partnerships
and the delivery of training through an alternative learning approach. The project was the
first of its kind in Northern Saskatchewan that was geared specifically to addressing the
needs of both people with learning disabilities and employers in need of dependable
workers in the hospitality and food service industry.

Project Design and Delivery

Trainees’ needs and course delivery methods were determined with the assistance of a
medical doctor and a consultant who is an expert on learning disabilities. The instructor
received all of the core curriculum material from STEC. However, he revised it according
to the individual needs of the trainees, determined by the doctor, consultant and the
trainees themselves. Nine different learning centres were created and each was adapted to
the particular student’s needs. Students worked on site and visited industry employers,
who used special training and tools to aid trainees.

Examples of how the instructor adapted teaching methods to suit the trainees include
ensuring that a hearing-impaired trainee could always see his mouth to read his lips;
teaching lessons through pictures rather than in written text; and learning Dene so he
could communicate with his First Nations trainees in their own language. Students were
not in a classroom setting for more than three weeks at a time, which accommodated their
learning styles appropriately. Employers received support and assistance from the
instructor and sponsor in training the students. They were provided with strategies and
ideas on how to train people with learning disabilities.

In total, nine trainees were initially enrolled in the program but four did not complete it.
Upon completion, one trainee found employment in the hospitality industry and four
others found employment in other industries. One trainee is pursuing further training, one
is not seeking work, and the status of two are unknown. The instructor found jobs for the
four trainees who failed to complete the training, but they were unwilling to accept
employment. The instructor and a sponsor indicated that those trainees who failed to
complete the training, or who refused to take employment afterward, did so because of a
lack of both self-confidence and the life skills conducive to maintaining employment.
Most of the trainees were SARs, and their lives were ingrained in the cycle of
dependency. They had no other reason for quitting and did not tell the instructor why they
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were doing so; instead, they just stopped showing up. One partner suggested that, in the
future, more pre-session time be devoted to identifying and selecting appropriate trainees.

Of the six trainees surveyed, three believed the training they received through the project
was more effective relative to other methods of training, and the other three believed it
was the same. Of those who felt it was more effective, all identified the hands-on
experience as the reason. Trainees were able to live in residence while they took the
training in Buffalo Narrows. Additional support services offered to trainees included
tutoring and drug and alcohol counselling. Five trainees indicated they received the
support services that they needed during their training.

Project Success

All six trainees surveyed indicated the overall training was effective in meeting their
needs. More than two thirds (67%) of trainees felt that increased knowledge and skills
were the primary benefits they received from the training project. Benefits rated as
moderate or significant included work experience (50% moderate/50% significant),
employment (67%/33%), increased potential for a higher wage in the future (67%/33%),
increased self-confidence (50%/33%), background for further education (83%/0%),
higher wages (67%/33%), and opportunity for increased responsibilities or a promotion
(33%/33%). All trainees believed the project will make a difference in their ability to get
or maintain a job, as all felt it provided the skills necessary for a job. In addition, 67%
thought the training provided experience to get a job with other organizations in the same
industry and 83% thought the training would help them get a job in other industries.

The sponsors and one partner were very pleased with the training provided to the trainees.
They believed that the training imparted the necessary skills and prepared the trainees for
employment in the hospitality industry. The completion numbers and number of trainees
employed in the hospitality industry were lower than what was contracted. However, a
training model for people with disabilities was developed, people are working who did
not work before, and people are continuing training or education. In addition, non-
traditional work for males resulted, and skill set development provided qualifications that
trainees can use in the future.

The partners in the project were:

* VRDP

* Gary Tinker Federation

+ PSEST La Ronge

* Northlands Regional College
 Northern hospitality businesses

VRDP provided cash contributions; GTF developed clients; PSEST La Ronge provided
transportation and an office; Northlands Regional College hired an instructor, provided
facilities for training and accommodation, and delivered the training program; and six
northern hospitality businesses provided work placements for the trainees.
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The benefits from these partnerships included an increased awareness at Northlands
College of learning disabilities as an issue in post-secondary education. In the hospitality
industry, an interest and awareness was developed in employing people with learning
disabilities. The community’s awareness of learning disabilities also increased. Among
professionals, it increased the awareness of the potential positions that people with
learning disabilities can fill. In addition, closer links were established between Northlands
College, GTF and STEC.

One sponsor indicated that the employers were often very busy and that time constraints
interfered with communication between the employers and the sponsors. As a result,
employers occasionally misunderstood their relationships with the trainees. The instructor
handled these challenges by doing frequent follow-ups with the trainees and by working
hard to develop a sense of appreciation and trust between the training program and the
employer, which the sponsor believes to be essential in partnerships. Another challenge
identified by the Project Officer and one project sponsor was that some work experience
placements were too far away from trainees, and therefore, not all practicums were
successful. In addition, participants from isolated areas found it a difficult transition when
they moved to the location of the training.

Another sponsor indicated that the greatest challenge they confronted was with the public
school system which, while not a partner, could have assisted the trainees. The sponsor
asserted that the public school system’s refusal to release information is a disservice to
students with learning disabilities, who already know that they are different. It is better,
and of more service to students, to explain the learning disability(ies) to them and offer
them strategies to cope. All of the trainees had to be diagnosed by a doctor even though
the public schools had previously done these diagnoses; again, the public schools were
unwilling to share that information. And yet, by sharing, they could benefit the people
making the transition into post-secondary training, especially if they did not do well in
public school. According to the sponsor and partners, the partnerships are expected to be
sustainable. Northlands is developing strategies for specific disabilities and is linking
their clients with employment opportunities.

Project Cost Effectiveness

The sponsor organizations were relatively satisfied with the cost effectiveness of this
training project. However, one sponsor stated that the costs of developing and then
defending the proposal, while it was in the process of being approved, was about
$25,000.00. Another sponsor estimated that it cost him approximately $1,500.00 in time
and travel costs. One partner indicated that the training project was a worthy, cost-
effective investment because it found employment for people who have learning
disabilities, who face training and employment barriers.

The trainees did not incur any out-of-pocket expenses. Trainees were not required to
study outside of their regular training time.

In total, the training project cost $148,311.52, and SI contribution was $91,919.04. The
project sponsor contributed $4,000 in-kind and the partners contributed $47,392.48 in
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cash and $5,000 in-kind. The cost per participant overall was $16,479.06, and the cost per
participant for ST was $10,213.23.

The sponsors and the trainees were quite satisfied with the value and results of the
training. The program also resulted in a reduction of people receiving social assistance
and therefore provided value to the government.

GED 12/Transport Operator Training Project
Saskatoon Centre of Reading Excellence (SCORE)

This case study is based on information provided by a representative of the project
sponsor, Saskatoon Centre of Reading Excellence (SCORE); a partner representative
from the Transportation Careers Development Centre (TCDC); and by the eight surveyed
trainees who participated in this project.

The General Educational Development (GED) 12/Transport Operator Training Project
was a 32-week project sponsored by the SCORE. It was designed to deliver GED 12,
Class 1A operator’s license and the Transport Operator Certificate to trainees with
learning disabilities who were on Social Assistance. The training combined classroom
delivery and culminated with a six-week on-the-job component. The objectives of the
project, as outlined in the proposal, were as follows:

+ Eight of nine participants will complete their GED 12.
* Six of nine participants will be employed as transport operators.

The training schedule for this project is outlined below:

Recruitment of participants February 28, 1997
Curriculum Development February 28, 1997
GED/Employment Skills Training July 18, 1997
Transport Operator Training October 10, 1997
Employment Placement Follow-up October 31, 1997
Final Report on or before December 31, 1997

The project took place from February 3, 1997 to October 31, 1997 in Saskatoon.

Project Relevance

The GED 12/Transport Operator Training Project was designed to meet the needs of the
trainees. The need for transport operator training was identified due to the shortage of
qualified employees in the trucking industry and the skill deficiency of the target group.
People with learning disabilities needed to acquire the necessary skills to become
successful employees in the trucking industry. These candidates have traditionally
experienced difficulties in “regular” training or academic programs. The main project
innovation was in combining a GED 12 program with a Professional Transport Operator
certificate with a Class 1A license and offering it to a group of individuals with learning
disabilities. The transport industry recognizes the Class 1A license and the Professional
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Transport Operator certificate as basic qualifications for employment in the trucking
industry. Training is highly portable since the Class 1A license is recognized throughout
North America and GED 12 is also recognized in all industries as a basic qualification for
most jobs.

Although both the SCORE GED 12 and TCDC Operator Training were previously
available, the project represented the first time the link was formalized between the two
partners. Truck driver training is also offered through SIAST, but this training project was
adjusted to meet the needs of the target group. The sponsor indicated that the self-
confidence, advocacy techniques, coping strategies and the change management skills
learned by trainees can be applied in many employment and social situations.

Of the original nine students, the actual number of trainees who completed the program,
or portions thereof, were as follows: eight completed the GED program, six received their
Class 1A license and five completed the entire program. Three trainees are now employed
in the transport or related industry, two are working in other industries, and three are
seeking work.

Project Design and Delivery

The GED 12 and Transport Operator training project was designed to meet the special
needs of the learning disabled. SCORE and TCDC worked together to design the program
and incorporated trainees’ suggestions from past projects. This is the first time a program
for GED 12 and a Professional Transport Operator with Class 1A license have been
combined and offered to a large group of learning disabled individuals. The project
consisted of academic skills delivered by SCORE to complete GED 12, as well as the
classroom components of the operator training. Hands-on training to acquire the
Saskatchewan Government Insurance (SGI) Class 1A license and Transport Operator
Certificate was delivered at TCDC.

The academic portion included social, behavioural and cognitive strategies for
employment readiness. All aspects of training were individualized for each trainee and
the training delivery incorporated methods such as small class sizes, flexible time
allowances for completing exams or training, readers and scribes, and emphasis on the
hands-on training. Trainees learned of the project through advertising (50%), referral
from NCC (38%), word-of-mouth (25%) and through SIAST or a Regional College
(13%).

Extra support services included counselling and follow-up by the Community Liaison
Officer, who provided support for evaluating lifestyle choices and implementing the long-
term changes necessary for success in the world of work. Support services used by the
trainees surveyed included career and personal counselling (75% each), tutoring and
mentoring (63% each), and transportation services (38%). All trainees felt they received
the support services they needed during the training.
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Partners for the training project included NCC, which provided referrals, and the sponsor
listed the following professionals and service agencies as helpful in the success of the
project:

» Saskatchewan Education, Saskatchewan Government Insurance

* Learning Disabilities Association of Saskatchewan

» Kelsey Campus (SIAST)

* Indian and Métis Friendship Centre, Saskatoon Tribal Council (STC), and Urban First
Nations Inc.

* Community Mental Health, Community Clinic, Saskatoon Family Services Bureau

» Saskatoon City Police, Royal Canadian Mounted Police (RCMP), Legal Aid,
Probation Services

+ John Howard Society, Salvation Army, Saskatoon Family Support Centre, Food Bank

* Village Green Furniture, Y Opportunity Shop

* Citizenship and Immigration Canada

» Landlords, Rentalman, previous employers, housing authorities and various
community professionals including medical doctors, lawyers, dentists, psychiatrists
and pharmacists.

Project Success

The highly complex and unique needs of students with learning disabilities were met with
a flexible, long-term program. According to the sponsor, the target group traditionally has
difficulty in completing regular training programs and their needs cannot be met by a
rigid, short-term program. Ongoing support and counselling were provided and the
method of instruction and content helped with individual employability skills. The
integrated curriculum approach increased students’ motivation and heightened retention.
The low student-to-teacher ratio of three-to-one in all phases of the training was
extremely important for successful program completion.

Trainees learned new skills which enabled them to become part of the regular work force.
A discovery of the project was that program flexibility is essential to accommodate
trainees’ learning profiles, illnesses or other extenuating circumstances. Initially, a
partnership challenge occurred when TCDC was unprepared to handle the challenges of
dealing with a large group of students with learning disabilities; however, TCDC learned
how to instruct them with the assistance of SCORE instructors.

SCORE and TCDC would like the partnership link to continue. Although the formalized
partnership has dissolved, a good working relationship remains and discussion of future
joint programs continues. SCORE has developed links with several companies in the
transport industry who have expressed interest in joint training programs.

All trainees felt the project will make a difference in their ability to get or maintain a job
because it provided the necessary skills (88%) or a job (13%). Significant benefits of the
project identified by trainees included increased knowledge and skills (88%), work
experience, background for further education, employment and increased potential for a
higher wage in the future (50% each). In addition, 88% of trainees thought the training
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provided experience for jobs with several organizations; 75% planned on taking
additional education towards a certificate, diploma or degree; and 88% felt the training
was effective in meeting their needs.

The project demonstrated that individuals with learning disabilities can realize their
potential and become satisfied, productive members of society if given appropriate
training opportunities. A holistic educational approach can change their role from being
dependent on, to actively contributing to, society. Long-term programming allows
individuals to make a successful transition to securing and maintaining employment and
adopting changes in skills, attitudes, lifestyles and relationships.

Project Cost Effectiveness

The total project cost was $229,228.57, and SI’s contribution represented $165,571.47 of
the total. Partner contributions were $2,394.37 in cash and $24,332 in in-kind
contributions. The project sponsor contributed $37,325.10 in-kind. The cost per
participant overall was $25,469.84 and the per participant cost for SI was $18,353.00.

The sponsor noted that due to unforeseen circumstances, the project required a time
extension to ensure each student had the opportunity to participate in the on-the-job
training portion of the program. This entailed some inevitable cost increases that were
mostly covered by in-kind contributions. Most trainees (88%) felt the training was cost-
effective because of the quality of training and delivery (75%), which did not cost them
anything (25%). One trainee was unsure.

According to the sponsor, individuals with profound learning disabilities are often in
situations with extremely limited financial resources and are entirely dependent on
funding from outside agencies to provide training programs. Although the training
partners, the cooperating agencies and the transport industry are strongly committed to
providing appropriate training opportunities to individuals with learning disabilities, the
prohibitive costs of this type of intensive, individualized training dictate that additional
funding be secured for continuity of such projects.

Gravelbourg-Wood River Employment Training
Project

Gravelbourg-Wood River School Division

This case study is based on information provided by the project sponsor of the
Gravelbourg School Division (now called Golden Plains); a partner representative from
Cypress Hills Regional College; a partner representative from DeCap Trailer
Manufacturing; and by 38 surveyed trainees of the 142 who participated in this project.
No final financial report has been completed for this project.

The Gravelbourg-Wood River Employment Training Project was intended to provide

welding training to students for high school and SIAST credit. A course in tourism was
also offered to those students who expressed an interest. The main objective of the school
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division was to access funding to finance the provision of Industrial Arts (I/A) training
for students, as there was no prior I/A program in the division.

Relevance

According to the project sponsor, the need for training was identified within the
educational system by parents, students and teachers. The need for training was also
identified through a survey of businesses in the Gravelbourg-Wood River school
divisions. A strong need for welders was identified, reflecting a general trend in the
province. The training was designed to meet the needs of high school students, to enable
them to apply for welding positions in the local community and throughout the province,
or to continue advanced training. No high school curriculum existed that provided
training that could be accredited at SIAST.

A tourism program was also offered, as several students indicated an interest in the
industry. The welding portion of the Gravelbourg-Wood River Employment training
project was a six-week program. High school students attended the welding training once
a week from 12:30 p.m. to 6:30 p.m. The objectives, as outlined in the proposal, were

+ to develop and deliver local/rural dual high school and SIAST credit, bilingual skill
training programs to high school and adult learners in response to local labour market
and industry needs;

* to develop a “Learning Centre” model for delivering specific skills training which can
be adopted for use throughout the province;

* to test new community partnerships and the Learning Centre method of delivering
skills development; and

* to have adult MIG welding trainees move directly from training into employment with
local manufacturers.

Students who completed the welding program received a high school credit and SIAST
accreditation for the metal-arc inert gas (MIG) welding (Welding 134 and 135 of Level 1
Apprentice Welding). This is approximately one third of Level 1 training. For tourism
training, trainees received STEC certification, Saskatchewan Best, Food Safety and
Workplace Hazardous Materials Information System (WHMIS) Certificates. Also,
trainees will have partial credit at SIAST Kelsey in Saskatoon. According to the sponsor,
the target group for the school division was grade 11 and 12 students, while the regional
college targeted Employment Insurance Recipients and Social Assistance Recipients.

The sponsor felt the training was necessary as it provided trainees with the opportunity to

access I/A programs, be treated like adults, and experience effective delivery due to the
six-hour class lengths which provided a maximum amount of time for hands-on training.
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Project Design and Delivery

The Gravelbourg—Wood River Employment Training Project consisted of classroom and
on-the-job training. The training schedule is detailed below:

» November-December 1996 — Establish a Learning Centre, hire a coordinator, develop
curriculum, begin delivering MIG Welding training to 12 adult learners.

» January 1997 — Receive accreditation from Saskatchewan Education for senior
matriculation and from SIAST Palliser for post-secondary standing and apprenticeship
credits.

* February-June 1997 — Deliver training to 72 high school Work Experience students
in six-week modules of 12 students each.

An amendment was made September 30, 1997 to extend the project end date from June
30, 1997 to January 31, 1998.

Students for the welding portion were bused to a central location, a farmer’s quonset. The
Tourism-Hospitality-Entrepreneurship students were taught in the schools. Participants’
mean satisfaction rating for the transportation services was high at 4.4 on the five-point
satisfaction scale. All trainees had access to and used other support services such as
transportation services (68%), career (29%) and personal counselling (13%), tutoring
(18%), and mentors/journey supervisors (58%). All participants interviewed indicated
they received all of the support services needed during the training and that the overall
training was effective in meeting their needs. The welding curriculum was designed by a
curriculum writer with input from SIAST, a former school division teacher and Cypress
Hills Regional College. The curriculum is designed for provincial use under
Saskatchewan Education for the Welding 10, 20 and 30 core courses.

The majority of trainees (61%) felt that increased knowledge and skills were the primary
benefits they received from the project, while access to employment (18%) and work
experience (11%) were also mentioned by trainees as primary benefits. Background for
further education and work experience were each identified by 61% of trainees as
significant benefits of the project.

The partners were also instrumental in program delivery: the instructor was from SIAST;
the school divisions supplied the students and busing; and resources from the school
divisions and Cypress Hills were pooled to create the Learning Centre. In addition, local
businesses were surveyed prior to the project to determine their needs in order to create
an applicable training program. Twenty-two local businesses also supplied work
placements and several agreed to provide future employment to trainees. The sharing of
facilities and resources made the Learning Centre possible. Partnerships were necessary
for the project to proceed, and all are expected to be sustainable.
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Project Success

Of the 142 participants, 136 completed the training: 11 of 12 adult learners and 125 of
130 high school students. These figures include the additional trainees who participated
in a second run of the program, which used leftover SI funding, post-secondary funding,
and Department of Education (curriculum writing) funding. According to the project
sponsor, the project helped “marginal” students become more motivated and develop
more positive attitudes toward school. Participants in the training project increased their
grades in all subjects, and many went on to post-secondary education who may not have
done so without the training project.

Most trainees (90%) believed that the training was more effective relative to other
methods of training and 77% attributed training effectiveness to the hands-on experience,
while 50% cited a “good instructor.” Trainees also identified useful course content (15%),
resulting employment (15%), one-to-one instruction (12%) and use of technology (12%)
as components which made the program effective. Trainees enjoyed both on-the-job
training components equally, as the mean satisfaction ratings on the one-to-five scale was
4.4 for each.

In addition, most trainees (87%) indicated they would not have taken the training had the
W/S project not been available. All trainees interviewed felt that the W/S training project
will make a difference in their ability to get or maintain a job because it provided the
necessary skills.

Local training based on local industry needs helped make the program beneficial for
employers and trainees. Communication with local industry was an important part of
identifying both training needs and jobs for which participants could be trained. Local
employers got better qualified applicants and employees, and one local area employer
made the STEC Certificate a prerequisite for employment at his hotel-restaurant because
it makes for better-trained employees.

One partner felt the intake process with SARs was too quick and that more detailed
screening would have been appropriate. This partner felt that some of these participants
did not really want to be in the program, which is related to the substantial employment
barriers faced by people caught in a cycle of dependency. Another industry partner would
have liked to have been more involved in curriculum development in order to add the
special skills that particular business required. Overall, the sponsor and partners felt that
the improved communication between industry and the school divisions resulted in a
training program that met local industry needs.

The project resulted in a new I/A course created for Saskatchewan Education. The
training addressed the needs of businesses in the community and showed there can be a
direct link between education and employment. The program was run a second and third
time in the school division, and there is considerable demand on the part of students,
teachers, parents, the sponsor and partners for it to continue on an ongoing, permanent
basis.
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Project Cost Effectiveness

The cost per participant for SI for this project was $1,903.51. The sponsor indicated that
the total cost per participant to continue the program would be approximately $1,300. The
cost is less due to the fact that the curriculum has already been developed and written,
which constituted a major expense when the project first ran. As well, a Learning Centre
is already in place which also reduces costs. All trainees interviewed felt the project was
cost-effective for them, mainly because they did not have to pay any fees.

Comprehensive Education and Employment Training
Development Program

Rainbow Youth Centre

This case study consists of information provided by the project sponsor from the Rainbow
Youth Centre; a partner representative from the SIAST Woodlands Cooking Program; a
partner instructor from the Touchwood, File Hills, Qu’Appelle (TFHQ) Learning Centre;
a partner representative from the Paul Dojack Youth Centre; and eight trainees surveyed
who participated in the project.

The Comprehensive Education and Employment Training Development Program was a
32-week project sponsored by Regina’s Rainbow Youth Centre. The program was
designed to assist youth facing employment barriers to acquire education, life skills and
cooking skills to increase their employability and workforce participation. The objective
of the project, as stated in the proposal, was:

To test the application of individualized training, which takes the trainees from their
starting point to SIAST certification, including GED upgrading where necessary, without
interruptions in their training. Eleven employers have committed to employment
following the work-based training and trainees will receive employment income
beginning at the mid-point of the work-based training.

The project ran from October 15, 1997 to December 3, 1997 in Regina. The work
schedule was as follows:

Stage 1 Weeks 1-8 — Hire project coordinator; develop program and recruitment
including the development of training curriculum, program advertising, and
orientation session. Assess and screen interested youth; select 16.

Stage 11 12 Weeks — Life skills program at the Centre.

Stage II'  Host businesses will identify (in Phase I) who they wish to have trained in
the Train the Trainer program at STEC intended to teach them skills that

will assist them in acting as advisors to the youth in this program.

Stage IV Job Shadowing/Observation will continue throughout Phase II and the
academic component.
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Stage V One week of Peer Support Training and Group Practice to develop
interpersonal skills and helping skills intended to resolve a variety of youth
problems.

Stage VI A one week certified course in CPR and Basic First Aid; Safe Food
Handling; Workplace Hazardous Information Systems.

Stage VII  Those requiring GED will receive pre- and post-testing or upgrading, using
the Pathfinders Learning Centre. Participants will attend class from 2:30
p-m. to 8:30 p.m. for up to 12 weeks. Training provided by TFHQ.

Stage VIII SIAST 12-week Short Order Cook Diploma Program including two weeks
in classroom on site at the Centre and 10 weeks with four days at work-site
and one day in classroom. Youth must pass standardized tests as scheduled
by SIAST. Employers will pay salary at mid-point of work-based training.

Stage IX  Eleven employers (a twelfth is being sought) have agreed to employ
trainees, full-time, without displacing current employees. RYC will gather
statistical information and other relevant data for written report. Follow-up
with trainees to continue until March 31, 1999.

Project Relevance

The Comprehensive Training Program was targeted to displaced youth between the ages
of 17 and 25 who were in receipt of either Social Assistance or El. The focus of the
program was to meet the needs of Rainbow Youth’s clientele, many of whom face
multiple employment barriers, including personal issues such as substance abuse,
traumatic family backgrounds and low self-esteem. In order to address these issues, a core
element of the project was life-skills training. Through education and self-assessment, the
life skills portion provided trainees with tools to make personal changes, which in turn
built their self-esteem and self-worth. The sponsor stressed that life skills are essential in
trying to address both academic and employment goals. Goals are unachievable if
personal problems, past or present, are not explored and addressed. All program
participants were given the opportunity to approach their problem areas either through the
group process or individually through counselling. To date, no other program has offered
long-term training of a holistic nature which includes extensive life-skills training.

The food industry traditionally has high turnover, and HRDC predicts that above-average
job growth in the food industry will occur by 2005. The SIAST Short Order Diploma
Cooking Program can help low- to semi-skilled workers gain interest in employment and
commitment to enhancing their skills. The cooking program is recognized by industry
and acts as a pre-requisite for the STAST Commercial Cooking Program. Graduates of the
Short Order Diploma also became members of the Regina Chef’s Association. The GED
12 provided trainees with the basic academic skills required by most jobs in every
industry.
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Project Design and Delivery

The Comprehensive Education and Employment Training Program consisted of four
components:

« Life skills (14 weeks)

* GED 12 Education (12 weeks)
 Certificate Programming (2 weeks)
* Diploma Cooking (12 weeks)

The life skills component, delivered by Rainbow Youth, consisted of individual and group
sessions to explore and heal personal issues. The last few weeks of life skills focused on
employment and career subjects, such as work etiquette, language of the workplace,
sexual harassment, racism, problem solving and job interviews, which were explored
through lectures, individual and group exercises, and role playing. Support services used
by trainees included career (63%) and personal counselling services (75%), tutoring
(50%) and transportation services (88%). All support services were given very high
ratings by trainees on the five-point satisfaction scale, with the lowest score at 4.5 (career
and personal counselling), and the highest at 4.9 (transportation services). Additional
support services mentioned were “AA programs and one-on-one conversations with each
other” and “volunteer work and a peer help support group.” Three quarters of trainees
indicated they received the support services they needed during their training, while one
trainee would have liked more personal counselling and another indicated he did not
receive the funding he required through EI.

The GED 12 education was delivered by a project partner, THFQ, using an
individualized, computer-managed GED program that is relatively new to the province.
Participants were provided with exposure to computers and the TFHQ partner
emphasized that the program allowed people with different levels and abilities to
experience success. Certificate programming was offered individually for the youth who
integrated into the SIAST portion of the project. The programming and partners who
delivered the certification training were as follows:

 Safe Food Handling Course (Regina Health Department)
* First Aid and CPR (St. John Ambulance)

* Peer Helpers and Anger Management (Rainbow Youth)
» Work Hazard Certificate Program (SIAST)

Additional partners included NCC (referrals) and the Core Ritchie Centre — City of
Regina (recreational programming).

The SIAST Short Order Diploma Cooking Program consisted of two weeks of classroom
instruction at Rainbow Youth followed by one day in the classroom and four days at the
work site. The Paul Dojack Youth Centre provided an instructor to assist, while SIAST
provided the cooking program and an instructor. Job Shadowing/Work Placements
involved 10 employers and 11 students.
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Project Success

The sponsor and all the partners indicated that the Job Shadowing/Work Placements were
highly beneficial for trainees in increasing trainee awareness of the food services industry,
the work environment and working with supervisors and co-workers. According to Tom
VanVus of the Paul Dojack Centre, work placements were important not only for future
employment at that business, but also for trainees to gain confidence in a real business.
Many trainees experienced an increase in their self-confidence because of work
placements, and the project provided six trainees with their first job.

Although the sponsor agreed with the value in work placements, she also identified
several challenges. Some employers had challenging attitudes that included: primary
interests in free labour; high expectations of students; and critical, judgmental or
uncommitted, unavailable dispositions toward trainees. The sponsor felt that some of
these challenges would have been avoided if all employers had attended the Train-the-
Trainer workshop delivered by Saskatchewan Tourism (only half attended). Rainbow
Youth was able to resolve most issues through ongoing work visits and mediation.
However, the sponsor felt that employer screening should have been more rigorous to
ensure proper support was provided to trainees and that motivations for employer
participation were sincere. Despite these challenges, the sponsor felt that, overall, the
work placements were an essential and successful component of the project.

According to the sponsor, the project represents an improvement over short-term skill and
work programs, as short-term programs are not beneficial for meeting target group needs
and often set trainees up for failure. The target group requires long-term support and
training to help overcome deeply rooted barriers and to effect life change. However,
careful selection of trainees for this project ensured that participants were truly interested
in the industry and wanted employment. The rates of program completions were as
follows:

* FEleven program participants completed the Safe Food Handling Course, First
Aid/CPR, Peer Helpers, and Anger Management Certificates.

 Fight completed the Work Hazard Certificate Program offered by SIAST.

* Eleven completed the life skills programming, and six of nine eligible students
achieved their GED 12 equivalency through the program.

» FEight of twelve students enrolled in the SIAST Woodlands short order cooking
program graduated.

All trainees surveyed felt the training project will make a difference in their ability to get
or maintain a job, because it provided the necessary skills (63%), or a job would not have
been there without the project (25%). According to the sponsor, the program provided
participants with skills and capabilities to perform entry-level jobs, although there is
potential for long-term benefits if trainees are committed to life-long learning. One
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partner indicated that the project opened up participants’ eyes to the possibilities of
moving up to become restaurant owners and managers.

Trainees rated the on-the-job training they received at 4.0 on the five-point scale, while
the classroom training received a mean rating of 4.6. Three quarters of trainees felt the
training they received under the project was more effective than other methods of training
because of the hands-on experience (67%), one-on-one instruction (50%), useful course
content (33%), good instructor (33%) and that it resulted in employment (17%). Many
(63%) cited increased knowledge and skills as the primary benefits they received from the
training project, and 88% felt these were a significant benefit.

Other significant benefits of the project identified by most trainees were background for
further education (100%), increased self-confidence (75%) work experience (75%) and
opportunity for increased responsibilities or a promotion (63%). Most trainees (88%) felt
the training was effective, overall, in meeting their needs. Interestingly, 75% of trainees
planned to take additional education towards a certificate, diploma or degree. Six youth
are employed in training-related jobs, two are taking further training, while the status of
the other 13 is unknown. The sponsor indicated that, ideally, a longer-term program
should be offered in phases where individuals struggling with personal issues and
educational programming could get the additional support they needed without time
restraints. Individuals that did not meet the required deadlines within this program gave
up easily, feeling that they had not met program criteria, which in turn hindered their self-
esteem and self-worth as they perceived themselves as failures. However, the project
emphasized programming flexibility and an ability to adjust to each trainee’s skill level
to make training “reality-based” and allow all participants to experience success.

Within this particular group of young adults personal problems surfaced continually.
Problems experienced by participants included addiction problems; family violence
(witnessing abuse or being abused); being abusive toward others; involvement in abusive
relationships (shelters were used throughout the program); sexual abuse; young offender
criminal offenses and charges through adult courts; involvement in prostitution; and
abandonment/loss and grieving issues around parental neglect often due to addictions or
parent divorce and death. The sponsor emphasized that the youth in this project had
disclosed personal information for the very first time. By creating a safe and trusting
environment, youth were allowed to share personal and family “secrets” that impeded
their personal growth and development. The average age of the group was 21 years old,
but on average emotionally, the youth were functioning at 13 to 15 years of age. All
participants in the project made genuine efforts to work on themselves and attempted to
resolve past and present difficulties. Although the task was overwhelming and painful for
all group members, the sponsor noted there was definite change and growth emotionally,
mentally, physically and spiritually with all individuals.

The partnerships were successful and are expected to be sustainable, according to the
sponsor and all partners interviewed. The SIAST representative indicated a benefit of the
partnerships was that industry became aware of the program and became involved in the
practicums. THFQ saw the partnership as beneficial since both it and Rainbow Youth
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have similar clientele with similar needs, and thus a potential for partnering on future
projects exists. The sponsor indicated that all of the partners will be utilized in future
programming if feasible, except for one employer company, where a student was sexually
harassed/assaulted.

Project Cost Effectiveness

The total cost of the project was $218,208.75: SI contribution was $81,728.00; the project
sponsor contributed $21,183 in cash and $29,071 in-kind; and the partners contributed
$12,048 in cash and $20,000 in-kind. The cost per participant overall was $10,391.00, and
the cost per participant for SI was $3,892.00. The W/S contract was amended on May 27,
1997 to include an additional $6,885 for another co-facilitator.

The majority of trainees (88%) felt the training was cost effective compared to other
methods of training because they did not have to pay any fees to participate. One trainee
was unsure on this issue. The SIAST representative felt that, although the project was cost
effective, funds should have been allocated for long-term follow-up for the participants.
This partner believed the trainees would require ongoing support after program
completion and that long-term results are the best measure of program effectiveness. In
order for the program to be sustainable, the sponsor, THFQ and SIAST indicated outside
funding will be necessary, as the project would not have been possible without SI funding.

The Aboriginal Health Careers Access Training
Program

Saskatoon District Health

This case study is based on information provided by the project sponsor from Saskatoon
District Health (SDH); the partner representative from Saskatchewan Indian Institute of
Technologies (SIIT); and by two trainees surveyed of the seven who completed the
training project.

The training project was a combination of a full academic Grade 12 that included the
math and sciences required for higher-level health care training; work placements or
practicums in appropriate health care positions during two time periods, each of
approximately three weeks; and a holistic approach which involved aspects of Aboriginal
education and solid support services.

The work schedule for this training project was as follows:
1) August 1, 1996 — Project Coordinator will be hired and recruitment of trainees
will begin.

* Hired on August 12, 1996
* Interviews for selection of trainees were conducted August 12- 13, 1996
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2)

3)

4)

)

6)

August 26, 1996 to June 30, 1997 — full academic Grade 12 will be provided to

20 participants.

* Began on August 26 with 23 participants. For the first two weeks, programming
focused on personal development and life skills. Academic Grade 12 officially
began on September 2, 1996.

Training will provide sciences required for higher level health care training,

including medical terminology.

* Academic subjects included: Algebra 30, Chemistry 30, Biology 30, Physics 30,
English 30A and English 30B.

 Innovative academic enrichment programming included medical terminology,
computer training, study skills, job readiness and Native Studies 30.

July 1, 1997 to August 25, 1997 — Saskatoon District Health will employ project

participants in health care.

+ SDH’s work placements (including “career shadowing” and “practicums”)
allowed students to earn minimum wage during these placements. NCC provided
financial support to SDH to employ participants in various health care settings.

 Practicum was modified: rather than one eight-week practicum, it was divided into
two short practicums, from July 2-18, 1997, and from July 28 to August 15, 1997.
This was necessary to ensure practicum was appropriate for trainees’ skill levels
given their limited education and training background.

September 1, 1997 to January 30, 1998 — Participants completed final semester

of training.

» Semester III began on September 2, 1997

* Invited Aboriginal role models and various special guests in related health
disciplines. Special programming limited to end of April and month of May.

 Invited representatives from post-secondary institutions (e.g., Kelsey Institute,
SIAST;, Saskatchewan Indian Federated College (SIFC); and College of Arts and
Science at University of Saskatchewan).

Training included employability skills, counselling, tutoring (as required) and

support from Elders.

» Employed a holistic approach to learning that involved “European” education and
traditional “Aboriginal” education.

* The academic teaching staff consisted of four teachers (three part-time and one
full-time). Secured a part-time student counsellor who participated in the “Talking
Circle” and was available for personal counselling.

* An Elder did the personal development life skills training and various Elders from
Saskatoon community were invited to participate in “Talking Circle.”

* Mentorship portion provided training and employability skills, building on the
concept of a “work ethic.” Students learned enough academics to get, keep and
progress on a job. They learned to think critically, solve problems and build their
self-confidence and comfort level within a work setting. Trainees became more
adaptable to rapid change. No one else in Saskatchewan has provided such
extensive exposure to diverse health professions.
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Project Relevance

The Aboriginal Health Careers Access project enabled trainees to apply for entry-level
positions in the health care field or pursue higher levels of post-secondary education,
particularly in the health care field. The project provided trainees with experience in
selected positions in the health care field through work placements, and mentorship
arrangements in the workplace provided additional support for trainees. Due to the lack
of Aboriginal health professionals and the low number enrolled in Health Sciences
Programs, Aboriginal students who have completed these courses are likely able to find
employment. It was believed by the sponsor and primary partner that such proactive
measures are necessary to ensure a representative workforce in the future.

There were 20 trainees initially contracted for this training project, which was targeted at
Aboriginal people in receipt of social assistance. Target groups included: seven youth, 16
First Nations, one Métis, four Inuit, 12 disabled, 12 visible minorities, and 17 Social
Assistance Recipients. Seven trainees completed the training and are taking further
training in the health sciences field. Of the 18 trainees who withdrew from the training
project, only the current status of one is known; that individual is taking further training.

The sponsor (SDH) and primary partner (SIIT) knew that the class attrition rate would be
high due to the recruitment process. Shortened project timelines limited the amount of
advertising the project could do, but Social Services offered to send out notices to SARs
with their cheques. While the project was able to recruit its quota of trainees, the target
group faced all of the employment barriers confronting any group enmeshed in a cycle of
dependency. The sponsor and primary partner indicated trainees had lacked experience
which would provide the necessary qualities, such as employability, study skills and
motivation to work, that would enable them to achieve all project objectives.

The combination of adult education with a work placement in a health care setting was
the first of its kind. The project combined western-style teaching with Aboriginal training.
Regular visits by the Elder, focusing on personal development, were incorporated into the
academic schedule.

The training was believed to have a positive effect on trainees by providing them with a
Grade 12 education that included the core courses required for entry into post-secondary
programs, particularly in the health sciences field; as well, it provided them with practical
on-the-job experience in appropriate health care settings, mentorship arrangements, and
supportive environments. In these ways, the training project was the first of its kind to be
offered in Saskatchewan. All of the trainees who completed have gone on the further
training in directly related fields and have broken out of the cycle of dependency.
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The academic requirements included the core and some enriched Grade 12 courses:

Semester I and I1 Semester 111
English 30 A and B Physics 30
Math 30 A, B, and C Medical Terminology
Biology 30 Computer Terminology
Chemistry 30 Native Studies 30
Geo-Trig 30

Industry will recognize the Grade 12 diploma that included both the core courses required
to take post-secondary health sciences as well as enriched programming (e.g., Native
Studies 30). Industry will also recognize the on-the-job experience obtained through
mentorships and work placements. Students acquired life skills and familiarity with
workplace settings, which are applicable to all occupations. Finally, the training model
can be applied anywhere in Saskatchewan.

Graduates were qualified to compete for entry-level jobs within the health district where
the minimum education requirement was a Grade 12 diploma. The experience trainees
gained working within the health district increased their probability of being successful
in future job competitions. The other option (which trainees chose) was further post-
secondary education in the health sciences field.

Project Design and Delivery

The project tested both classroom and on-site training. It provided trainees with several
support services. In addition, all of the trainees had mentors for their work placements.

The partnership for this training project included:

o SIT

+ NCC

* Social Services

* Saskatchewan Intergovernmental and Aboriginal Affairs (SIAA)

SIT contributed the Grade 12 curriculum; classroom materials and supplies up front for
trainees; and time to developing the project, recruiting trainees and helping to coordinate
and offer support services. NCC provided links to the Aboriginal population on Social
Assistance and in need of training; funding for trainees to participate in summer work
placements; and enhanced communication between its financial workers and project staff.
Social Services allowed trainees to remain on social assistance while training. Social
Services financial workers and the coordinator of project mentorships had excellent
communication between them. SIAA signed an agreement with SDH prior to the training
project which stated that both parties would work together to develop a representative
workforce of Aboriginal people within SDH.

The innovative partnership approach used in this training project can serve as a model for
other health districts and the private sector in Saskatchewan. Both SDH and SIIT
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expressed a willingness to enter into such partnerships again, given the opportunity. SIAA
is still a supportive partner to SDH and other health districts in the province.

In addition, SDH and Kelsey Institute, SIAST are collaborating to train Aboriginal people
as Special Care Aids, modifying the current program to incorporate work and study
components from this W/S training project.

Both the sponsor and the primary partner indicated that the application and approval
process was too slow and did not meet their expectations with respect to timelines. One
partner indicated that communication with the W/S staff did not consistently meet
expectations. However, both the sponsor and the primary partner indicated that the
support provided by the W/S Project Officer exceeded their expectations. He
demonstrated a positive attitude, met with SIIT accounting staff, visited the class and
attended special functions held by the W/S training project.

Project Success

Both of the two trainees surveyed indicated that this project was more effective than other
methods of training for similar reasons: “good hands-on experience” and “increased
knowledge of the health field.” Both trainees identified the on-the-job training method of
delivery used by the training, but only one of these identified the classroom training. The
former was given a mean rating of 4.5, while the latter was rated as poor (a 1.0).

Both of the trainees indicated that the training was effective in meeting their needs. The
training was thought to be a significant benefit in terms of increased knowledge and skills,
self-confidence, work experience and background for further education. The training was
thought to have provided slight to moderate benefit in terms of employment, higher
wages, the potential for a higher wage in future and increased responsibilities or a
promotion. Both trainees indicated that the training will make a difference in their ability
to get and maintain a job by providing the skills necessary for a job.

The sponsor and partner indicated that the training project would be improved by
reviewing the entrance criteria and method of attracting potential participants. In light of
the enormous challenges of dealing with the attitudes of SARs, both the sponsor and the
primary partner were very satisfied with the results of the training project: seven
Aboriginal adults were on their way to breaking the Social Assistance dependency cycle.

The sponsor and primary partner indicated they would review the length of the training.
If the same time span were used, they would consider omitting the enriched programming
portion in order to concentrate more on meeting the project’s primary objectives (i.e., the
core Grade 12 courses, work placements and mentorships).

This model could be incorporated at the high school level to provide the necessary

experience that will assist students at critical decision-making stages, so that students can
select appropriate math and science classes while in secondary training.
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Project Cost Effectiveness

The total budget for this project was $585,174 and SI contributed $189,791 of that sum.
The sponsor contributed $662 cash and $109,433 in-kind contributions; the partners
contributed $190,634 cash and $94,654 in-kind contributions.

The overall cost per participant was $83,596, and the cost per participant to SI was
$27,113. Due to the high attrition rate, the cost per participant was high.

The trainees surveyed did not know if the training was cost effective. The sponsor spent
approximately one full-time week preparing the proposal, and the primary partner spent
approximately two full-time weeks assisting in that process. Costs of developing the
proposal are estimated to be approximately $2,000.

Holistic Hospitality Industry Training Project

Ochapowace HRD Inc. and the Landmark Inn

This case study is based on information provided by the project sponsor from
Ochapowace HRD Inc.; a partner representative from NCC; a partner representative from
STEC; partner representatives from SIAST, Wascana Institute’s Career Enhancement
Program; and 21 surveyed trainees of the 40 who completed the training. No final project
or financial reports have been submitted to Strategic Initiatives W/S by this training
project.

The Holistic Hospitality Industry training project was sponsored by the Ochapowace
HRD Inc. The training consisted of formal in-class instruction and work placements at the
Landmark Inn. This training project was designed to train Aboriginal people in various
aspects of the hospitality industry, such as entry-level skills as food and beverage servers,
front-desk agents, maintenance and security workers, sales managers, housekeeping,
room attendants, childcare workers, cooks and kitchen helpers. The project was initially
to run from October 1996 to August 31, 1997. However, an amendment was made
(September 25, 1997) to extend the project to November 30, 1997.

The work schedule for this training project is outlined below:

Phase I Participant Identification. In partnership with NCC, the contractor
identified 60 trainees for this project.

Phase 11 Career Planning. In partnership with NCC, all participants underwent a
career planning session to identify what skills and education are required
to participate in this training project.

Phase I1I (a) Job Preparedness and Employability Skills. In partnership with Future

Skills, STEC will provide training with the contractor, using the Wi Chi
Hi So personal development program.

Summative Evaluation of Work/Study — Saskatchewan

57



58

Phase I1I (b) GED Upgrading. It was anticipated that up to 10 participants will require
upgrading to a GED. The contractor was to make arrangements for
participants to be enrolled in upgrading.

Phase IV Hospitality Industry Entry-Level Skills. Delivered by STEC.

Phase V Quick SKkills. Thirty work-based trainees were to be employed by the
Landmark Inn beginning at the mid-point (week nine) of this training
phase. NCC was to determine whether additional training or funds are
required and eligible for trainees. The contractor was to secure
employment for the other trainees and track them for one year following
completion of the training project.

Project Relevance

The Holistic Hospitality Industry training project was designed to meet the needs of
trainees. After completing the training, trainees were able to apply for positions in the
hospitality industry and were in a position to pursue more advanced levels of hospitality
and related training. The need for training was determined by hotel management at the
Landmark Inn. The Ochapowace Band purchased the hotel when it was in receivership.
Since then the hotel has operated with a skeleton staff, and all departments have required
more staff. The training project tried to guarantee employment in the hospitality industry
for all trainees: 30 trainees would be employed by the Landmark Inn and the others would
be employed in other hospitality businesses with the assistance of Ochapowace HRD Inc.
However, information on employment outcomes for trainees was not tracked by the
training project and, if it was, it was not made available for W/S staff either separately or
as part of a final report.

There were 54 trainees originally contracted for this training project, and target groups
included 11 youth, 38 First 