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Questions women ask: 

"What are we training for?:' 

"Will we actually have any W i g  programs 
left, once we have training boards and bodies in 
place?" 

"Whose interests are being met through train- 
ing? " 



Foreword 

Gender equality in education and training has been on the agenda of Ministers Respon- 
sible for the Status of Women since the early 1980's. In 1985 an intergovernmental 
approach to women's quality in the workforce was accepted by First Ministers who 
endorsed A Framework for Eco~wnic Equaliv for Canadian Women and, a year later, 
Tawards a tabour Force Strategy: A Frameworkjbr Training ffor Women. 
Ln 1987, Ministers Responsible for the Status of Women met with MinistersResponsible 
for Labour Market Matters to discuss the implementation of the Framework for 
Training. As a result, a joint working group of status of women and labour market 
officials was established. Ihe R e w  of the Collaborative Action Working Group on 
Career Counselling was released in November 1988. 

Two meetings have been held with Ministers of Education. In 1989, two papers, 
- Particiption of Girls and Women in Math, Science and Technology and Access to 

Education were endorsed by all jurisdictions. In 1991, a paper, Educating Girls & 
Women for the 21st Century: Its Significance to Canadcl 's Economy, was endorsed by 
Status of Women and Education Ministers and released for public distribution. 

At their 1992 annual meeting, Ministers Responsible for the Status of Women re-estab- 
lished the Working Group of Status of Women Oficials on Gender Equity in Education 
and Training. Among other tasks, the Working Group was asked to examine the impact 
of socialization and self-esteem on education and training of girls and women. A paper, 
Gender Socialization: New W w ,  New Wotld, was officially released in 1993. 

At their 1993 meeting, Ministers Responsible for the Status of Women further agreed 
"that the Working Group on Education and Training with possible collaboration with 
labour market colleagues, undertake the development of generic principles and guide- 
lines for use in the development of bridging and skilldevelopment programs for 
women," A joint working group, comprised of Status of Women staff from Ontario, 
Newfoundland, Canada and British Columbia, and Labour Market staff fim Ontario 
and British Columbia, determined that the project would best be completed in two 
phases, and then established terms of reference and developed this paper. 

Phase I describes basic principles, guidelines and general training approaches which 
maximize access and retention for women. "Training" includes bridging (academic 
upgrading, special training to prepare women to enter skills training programs prc-trades 
courses), skills training, (workplace and institutional), and training to improve access 
to occupations (literacy, language, numeracy). Principles and guidelines can be used by 
stakeholders to develop, assess and promote positive training policies, programs and 
practices for women. 

Phase II will expand on Phase I and provide case studies of training programs which 
illustrate best practices which reflect the principles. It will also include a bibliography 
of literature and research on equality training issues and proposed training models. 
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Introduction 
Increasingly we are seeing collaborative approaches between govenunent and community to 
meet training needs. As these worthwhile partnerships evolve, it is important to ensure that they 
result in effective and appropriate training for all Canadians. Rethinking Training: Meetmg 
Women's Needs can serve as a guide to all stakeholders for the development and delivery of 
training which maximizes the benefits of training for women. 

In some instances this paper discusses issues without specific reference to women. There are 
occasions where barriers to women arc also baniers to other groups. When m equitable 
approach to training addresses these barriers it benefits all trainees. 

Background 
W7iy is gender (dill) an issue? 
Despite years of promoting women's economic, social and legal equality, women today 
continue to face barriers to their advancement for equality. The following data, taken from 
Statistics Canada studies and reports as well as other federal studies, illustrates this point. 
(Unless otherwise cited, information was gathered from these national sources.) Unfortunately, 
the data is frequently incomplete, as some is not collected at the national level or collected by 
all jurisdictions. Some is not disaggregated or analyzed by gender. 

In school, training and employment, women tend to be segregated. In 1987, only 12.2% 
of graduates in applied science and engineering in Canada were women. in 1990, 
36.1% of female bachelor degree graduates in Canada were in maledominated 
disciplines. Only 3.6% of apfrenticw in Canada arc women, and just 1.1% am in the 
construction trades. A 1984 study showed that only 14% of women's training was 
employer-sponsored. 

Education and training inequities, combined with other obstacles, often translate into 
employment and economic inequities. Although women represent 45% of the total 
labour force in Can* they tend to be concentrated in a few types ofjobs. Accocding 
to the 1991 census, 58% of women are employed in three occupational categories: 
clerical, service, and managerial and administrative. Women working MI-time in 1992 
earned on average 71.8 cents for every dollar men earn. 

Women with similar education and training earn less than men. In 1987, female 
university graduates made 70?? of the income of their male counterparts. In 1989, the 
median salary of female hculty overall was just under 80% of what their male 
counterparts received. 

Aboriginal women receive less formal education than non-Aboriginal women. m e  
1986 census showed that 41% of off-reserve Aboriginal women had less than a grade 

1 Wismer, Susan. Women 's Educutim and Tminiq in GDW&.  oro onto: CCLOW, 1988), p.m. 



nine education and 2% had completed university, compared to 17% and la mpcc- 
tively for non-Aboriginal females.) Aborigirul women experience r substantial wage 
gap between themselves and Aboriginal men, and also compared to non-Aboriginal 
women. 

Women with disabilities receive less formal education than people without disabilities. 
In 1991, 35% of the population with disabilities had achieved some post-secondary 
education, compared to 49% of the population without disabilities. The perantage of 
petsons with a university degrec who were not in the labour f m  and who had 
disabilities was 2PA, compared to 8% fotthw persons 4thout disabilities. In Ontario 
(this may also be true in other jurisdictions) people with disabilities often started their 
education at a later age, had to interrupt their education, or changed schools or courses 
because of their disability2. 

0 In 1986, in Canada, visible minority women had a higher labour force participation 
rate than the rest of the female population (64.5% compared to 55.9%). But they also 
had a higher unemployment rate (9.4% compared to 7.6%). In 1985, the average 
income for visible minority women working full-time was $19,721 compared to 
$20,062 for the rest of the female population. 

0 In the learning environment women are not always treated equitably as evidenced, for 
example, by the lack of recognition of diversity of women, their fiequent exposure to 
sexual harassment and verbal abuse and the lack of attention given to their opinions 
and experiences. 

0 Women have additional responsibilities which use enormous mounts of time and 
energy. They are largely responsible for caring for home and family, ensuring the 
health offamily members, scheduling and organizing theirfamilies' lives, and building 
and maintaining family and community relationships. Women's labour force partici- 
pation is almost equal to that of men, yet in 1990 52% of working women in two-eamer 
househdds had all of the responsibility for housework. In only lo?! of households was 
housework shared equally. This added burden reduces the time available for women 
to seJr or accept training, especially in addition to paid work. If transportation 
arrangements arc difficult to make, or if training is scheduled too early or late in the 
day, women may be unable to juggle their responsibilities. 

At all stages of their education and training, women frequently learn that their work, their 
contributions and their lives are less valued in society than those of their male counterparts. 
Education and training programs tend to under-value skills women have learned in the home 
or in volunteer activities and to stereotype women's interests and abilities as being suitable only 
to service and clerical occupations. Often, training programs fail to take account of the financial 
realities, and child care, elder care, and homemaking responsibilities in women's lives. 

Training policies and programs oeen seem to be established with the underlying h d  unspokem 
assumption that white males are the norm. When women fad out-of-place, they learn the 
following: they are the ones who need to change; they have no skills; since they are responsible 



for the situation in whicb thy find thanselvc~ they need to resolve it on thar own; md they 
should learn to manage their p o n d  and family lives more nspoasibly. 
Although training inequity is  only one faaa which relates to genda inequity, it contributes to 
the following individual and societal consequences: women experience economic inequality; 
the Canadian economy &m; the quality ofwomen's lives is reduced; and, society is deprived 
of the full talents and potential of half the population. 

Steps &ken address women's training issues 
1986 Framework for Training 

Towards a tabour Force Strategy: A Framework fw Training Women, the 1986 FPT Status of - 
Women Ministers' paper, set out 19 specific measures aimed at enhancing women's educational 
and training opportunities, and specifically, their job skills, as a first step to achieving economic 
equality for women. These measures called for initiatives to change attitudes, modie and 
augment education and training programs, promote easier access to training, collect and 
evaluate data, and establish intergovenunental cooperation. Jurisdictions have had varying 
levels of success in implementing various measures--from developing posters to reviewing 
and revising apprenticeship programs--and the measures have provided some of the necessary 
direction for achieving economic equality for women. 

There is still work being done, and more which could be done, to implement the measures. But 
in the eight years since agreement on the mework  was reached, the problems, proposed 
solutions, debate about those problems, and the groups involved in the debate have dl become 
more complex. It is not enough to bring out the 19 measures, dust them off, and work away at 
them some more. 

Training is a prior@ o/governments across Canada 
In March 1992, First Ministem registered "the commitment of Canadian govenunents-Eederal, 
provincial and temtorid--to' developing and implementing labour market policies which 
support economic development, social stability, and equity." 

It is clear fiom the "Training Initiative" to which First Ministers sgreed at that meedag and 
from more recent statements and job creation polides and programs fiom various jurisdictions 
that training is a priority. The F o m  of Labour Market Ministers also continues to do 
collaborative work, such as establishing the Working Group on Equity in Apprenticeship. 

The current situadon 
In addition to deeper understanding and analysis of the problems and issues, there is a sense of 
urgency as society responds to the economic realities of the early 1990's and the fbndarnental 
changes in the Canadian economy. 

The terms "economic restructuring," "globalization," "downsizing," "deindustridizing," 
"relocating" and "labour adjustment" are all fairly common these days. We hear or read them 
nearly every day in the news, in business, and on the streets. These economic realities are due 
to national business and political decisions, international trends, and the devastation of natural 
resources. The fbndarnental restructuring occurring in the economy exacerbates and is made 
more difficult by the recession. 



The results? More structural md long tam unemployment; rapid shifts of jobs betwan 
industries; certain types ofjobs or skills which an being rendered obsolete became industries 
arc moving to other countries or are introducing new procedures; othtt jobs created which 
demand different or more complex skills; polarization in the types ofjobs mated; polarization 
in the type of education and training being demanded; unhealthy local economies; and 
increasing pressure to reduce social welfare costs and to accomplish m o n  with less. Women, 
already experiencing lower wages and fewer job opportunities, now often find their existing 
skills firther devalued. 

While all of this is taking place, women's training advocacy gruups are no lmga sddy 
demanding better training and improved access--they debate what training should include, they 
ask what they are training for, and they demand a role in shaping the debate and making the 
decisions. 

What determines training policy and implementation? 
As Canada's economy is "restructured" by free trade agreements, globalization, deregulation, 
competition, the collapse of resource industries, and the emergence of new technologies, people 
are discussing the need for labour adjustment and reskilling, are promoting lifelong learning as 
a way of maintaining and developing Canada's economic viability, and have called for training 
policies which can respond quickly and flexibly to current and future needs. 

In response to the current situation, many jurisdictions are establishing arms-length or advisory 
bodies and agencies to address training and labow adjustment needs. Equality issues an often 
on the agenda. 

Advocacy groups and women's training organizations have b a n  active around the issue of 
training for some time. The establishment ofvarious bodies, and the inclusion of gender issues 
and gender representation in the infktructun of many existing bodies, have created a 
momentum for increased awareness among women about the importance of training, and have 
led to a higher level of organization among women's groups around this issue. 

Currently, the federal, provincial and territorial governments o h  have differing or overlapping 
policies, making implementation complex and cumbetsome. Training becomes fragmented as 
institutions and programs compete fm training dollars, and develop and deliver courses on the 
advice of local course advisory groups. This advice is oAen based on based on their immediate 
short-term needs. The established idbtmcture is frequently unaware of, and unresponsive to, 
jurisdictional and individual training initiatives, and consequently does not promote accessi- 
bility. When offered privately, training may not reflect jurisdictional policies or priorities. In 
other words, training policy and implementation would benefit fmm an integrated and collabo- 
rative approach. 



mat is Training 
Definition 
It is becoming more dificult to differentiate between training and education. In the past, people 
tended to receive a formal education and then joined the labour force. At work, they might have 
received on-the-job training to assist them to do theirjob better or to move upwards. Or, if they 
couldn't find work, they might have sought training from a vocational institution. They often 
worked in one job, one career, one workplace, or one field for life. Children and youth received 
education; adults (or youth marginalized by learning or other disabilities) received training. 
Women received little training, as their labour force padcipation was low and their attachment 
to the labour market was considered limited. 

Today, the economy is imposing job changes on people; many people are insisting on making 
independent choices about learning and work; and there is increasing participation of diverse 
groups of women in the labour force. More adults train and retrain, upgrade their academic 
skills, and go back to school or start university as mature adults. Distinctions between education 
and training are graduaIl y disintegrating. Policy makers increasingly ref- to lifelong learning 
as an assumed principle. 

There are a variety of definitions of training, but for the purposes of this paper our working 
definition is: 

planned educational initiatives which impart skills, technique, or knowledge to 
enhance individual or employment potential and which are often not part of 
regularlacademic public or secondary school, college or university program- 
ming. 

Where mining takes place 
In the workplace, training may be provided formally by co-workers, managers, or professional 
trainers; through contractual apprenticeships; informally by co-workers; or independently by 
watching others, or by refening to manuals or other aids. 
In community colleges, depending on the juri sdiction, "nonacademic programs" (shorter than 
two years and no diploma granted) may be considered "training." 

Training may also be provided through public schools. This tends to take the form of general 
interest courses or programs which do not provide credit towards high school diplomas. 

Training is offered by professional associations and by for-profit private trainers, some of whom 
provide short-term training in public locations, such as hotels or centres, and others who offer 
training in their own institutions. 

Non-profit community-based training is provided either thtough a community-based centre or 
in collaboration with a local school or college. 



Bene/lls of aainlng 
>Training can build self esteem. 

>Training can teach life skills (personal management, career exploration, job search, or 
interview skills among others). 

*It can develop basic skills, such as literacy, numeracy, American Sign Language or braille, 
English/French as a second language and computer literacy, which an essential for further 
learning. 

> It teaches generic and transferable skills that people can use in various jobs and situations, 
such as communication, problem-solving, research, analysis, technical skills. 

>It transfers job-specific skills (eg. those needed for a specific occupation such as plumbing), 
and task-specific skills, which are usually non-transferable such as how to run a particular 
machine. "Bridging" training provides a combination of the above. Bridging can take many 
forms, for example, it may include: 

0 life skills andacademic upgrading combined with transferable skills, specificjob skills, 
and job search techniques for women who have been out of the labour market for some 
ti me; 

ESUFSL, with transferable and specific job skills and work placements for immigrant 
women; or 

academic upgrading, technical and shop skills, and hands-on work placements for 
women interested in moving into tfades, technical, operations or blue-collar work, 
bridging women fiom where they are to where they want to be, assisting them to make 
the transition from their current situation to their firture occupational goal. 

my we train and for what 
Different segments of our population have varying philosophies and objactives with respect to 
training. The four which fdlow have been set up as oppositional but need not be in all cases. 

For remediabion or t m s f w ~ ?  An people who don't have the skills to fit into avail- 
able jobs (or people who have skills fw which then are no available jobs) themselves to 
blame for their situation? Do we simply provide remedial training and injest trainees with 
the skill set necessary to find employment? Or do we acknowledge the skills and experience 
they bring, build on those, and help them make a better life for themselves and for our soci- 
ety as a whole? 

Forjobs or for sdf fuulfmnt? The same debate takes place with regard to training as with 
education: is the prime function of education and training to permit people maximum self 
fblfilment and prepare them to participate as citizens and in their communities or should we 
primarily prepare people for work? 

To expandpeople's gene& skilIs or for &Zing jobs? Training often takes place based on 
existing skill and occupational shortages or simply because particular programs and curric- 
ula are in place. Some people argue this training does not prepare us for the emerging jobs of 
the future. Others say we need competency-based standards to measure people's perform- 
ance. We sometimes hear conflicting opinions-at the national level, business leaders may 



call for enhanced communication and piroblern sdving skills, while advisors to college train- 
ing programs may dl for vay  specific programs and job-based slrills b w d  on thar canpa- 
nies' immediate needs. 

For partr0c@rrtr*on in cconomk analysb, hfopmenl dpfanning 51 their own C O ) ) I ) ) I Y ~ ~ -  

ties or forprcdictedfirhrre~obs? Should people be receiving training for jobs that might ex- 
ist or should they be learning to develop their own capacity to andyrc and respond to trends 
and changes in the economy? 

There is not necessarily any one right answer. People need to receive training and education 
that prepares them to participate fully in the labour force and they dso need to have 8 sense of 
self-hlf'ilment and achievement in the tasks they perform. People naad to be able to identitjl 
skill sets which will allow them to carry out specific jobs u well as those which will allow them 
occupational and job mobility. The issue is one of defining and working towards achieving the 
best balance and ensuring that women are key players in the process. 

Barriers to Training for Women 
Introduction 
Various reports and studies about training and women's issues identify and define barriers in 
different ways. However, then is agreement among many training stakeholders with regard to 
the findmental issues. The following is one way of describing and organizing the barriers 
which are explored in repom and studies, and which were confirmed by interviews hdd with 
key organizations inv01ved in women's training issues. As the idonnation demonstrates, many 
of the barriers fall into more than one category and the categories themsdves may overtap. 

It must be made explicit that women are not a homogerreous group. The needs of and barriers 
facing women in rural areas will be different than those in urban areas; baniers will vary 
depending on which part of the country or of a province women live in; and low-income women, 
single parents, single women, women caring for elderly or other dependent relatives, and older 
women will be faced with other sets of baniers. 
In particular, women with disabilitiq Fnncophona or Anglophone women who live in areas 
where they are a linguistic minority, immigrant, Aboriginal, and racial minority women will 
face additional barriers which may be more diffiarlt to address (eg. Aboriginal women and 
women with disabilities have lower educational levels). The barriers that these groups share 
may have a stronger impact, resulting in more exclusioa (eg. lack of adequate transportation 
may be even more of a problem for an Aboriginal woman living in the far north or for a woman 
with a disability relying on transit services for people with disabilities). Even though racial 
minority, Aboriginal, Francophone/ Anglophone, immigrant women or women with disabilities 
may not always be specifically mentioned, their issues should be considered and acknowledged 
in each of the following discussions of baniem. 



The barriers chart and summary which follows is not exhaustive. Substantial literature and 
information exists which describes barriers to training for women. For further examples of 
barriers, please review the Principles section of this paper, which was developed through 
analysis of the barriers and ways to preventfaddress them. 

The first four barriers (lack of a training culture; trainee as deficient; assumption of client 
homogeneity; and lack of comprehensive economic strategy) an tbe foundation M e n .  
Lack of attention to these almost inevitably leads to ineffective or inappropriate decisions 
about all aspects of training. 

0 Despite the barriers noted above, training programs do get developed and delivered. When 
an individual seeks training she then has a range of additional baniers to hurdle if she is to 
receive effective training. 
0 The first barrier is limited hancial resourus. Women, as do all trainees, need sufficient 

money for living and training expenses, and other supports netdtd (child, elder and 
other dependent can, transportation). 

o Women face barriers in accessing support services and systems which will allow them 
to engage fully in training. Effective support systems and s e ~ c e s  recognize and 
respond to work and family, diversity and other needs. Women need to get to training, 
know their children and other dependent family members are cared for, and receive 
counselling to help make the best personal and career choices. 

o Women encounter barriers-physically, academically, linguistically, financially, and 
in other ways--to information and to the training itself. Women must be eligible for 
training that is appropriate to their needs and available at an accessible time and place. 
Women must have the basic skills necessary to benefit from the training, as well as 
access to further training if needed. 



@ Women may experience barriers to ltaming on- dry putidpate in tnining. Womca 
would benefit mom from being taught in ways that At their learning styles and dture 
and through inclusive words and images. Women aoed to know how training will 
prepare them for economic self-sufficiency and self Ilfilment, for long-range plan- 
ning, and for further training or education. 

@ Women may lack adequate fdlowup and post-training support. Such follow-up and 
support will assess whether training has been effective and assist women in moving to 
the next stage in their god. 

O As well as the barriers above, women may also have to deal with low self-esteem, violcnce 
or harassment in the home or training venue, lack of family or community support, and 
societal attitudes which do not value their skills or choices. These additional baniers may 
derail or undermine women at any point. These barriers are not personal deficiencies but 
rather reflect the socialization of and value attributed to women. 

The more barriers that are addressed in the training process, the more effective it will be. 

Rethinking Training: What Do We Need To Do? 
Introduction 
In order to develop effective policies and programs, gender analysis needs to be integrated into 
training policy and program decision-making and implementation. Principles arc required in 
order to be able to develop & d v e  policies and programs, strategies to be able to effect 
outcomes, and criteria to evaluate and judge policy and prognun efftctivcness. 

Analysis, recommendations, and principles must not work simply at "fixing" women or adding 
to or subtracting from training programs. The objective should be to encourage us to rethink 
training and amve at a place where training fits women, meets their needs, supports achievement 
and success in the labour market, and empowers women to participate in f b m  economic 
decision making and activities. 

Although some of these principles may be practised in some settings, there is need for more 
consistent application and on a larger scale. To put the principles into actjcm, training stake- 
holders could use the ideas and examples noted under some of the sub-principles as a 
preliminary checklist. 

The implications of each principle frequently overlap, so they may be repeated. We include 
overlapping barrier removal information where relevant to illustrate the inter-relation of the 
baniers and principles. 



Principles for equitable Wning 
Training for women is both equitable and effective when: 

Individual 11 
Principle I: Tralning is one part of a comprehensive and inclusive 

economiclTndustrid strategy. 
1.1 An economic framework is developed, and strategies identified, in collaboration with 

stakeholders, including women. 
- Training is one tool or strategy that can achieve the framework's goals and 

objectives. 
- Participation of diverse groups of women in analysis, discussion and decision- 

making about job market and training needs is important. 

1.2 Training policies establish clear objectives and priorities, with a resulting match 
between training programs and the needs of the economy. 

- A framework which defines what types of jobs, occupations, industries, and 
sectors are supported by training would be usehl for establishing objectives 
and priorities. 



- Women wholeam relevant &ills and ate encouraged to participate in ecoamic 
planning md development will have a clearer understanding of and capaaty 
to influence the linkage between training and economic issues. 

1.3 Training policies are forward looking. Information is collected, analyted and dissemi- 
nated with regard to the cwrent and future labour market and jobs. - M i a t i o n  on the job market and current opportunities is available and 

accessi ble . 
- Training programs which a n  based both on today's neds and future needs will 

be more effective in addressing women's concerns. 

Principle 2: A true training culture is developed in which 
individuals, diversity and training are valued 

2.1 Government, the private sector, society as a whole, and individuals understand the value 
and importance of training. 

- Adequate resources and long-term commitment are emphasized in training 
programs. 

- Availabilityoftra~ningisapriorityinordertominimizecompetitionamong 
groups (eg. reentry women vs. laid off workers) for training opportunities. 

- Acquiring generic andlor job-speci fic skills, as well as j ob-search skills, allows 
people to expand their capacity. 

- Acquiring generic and transferable skills will enhance people's mobility and 
reduce rapid obsolescence. 

- Women and men will benefit from the development, by employers, of a lifelong 
learning cultun where the provision of training becomes the norm. 

- Development of partnerships with all stakeholders in government, and public 
and private sectors will aid in the development and delivery of effective and 
appropriate training. 

- Consultation and collaboration with relevant stakeholders on an ongoing basis 
about training development and delivery can help to ensure maximum benefit 
to women. 

2.2 There are linkages, laddering and integration between jurisdictions, programs, and 
support services. 

- Integration happens when jurisdictions work together to develop a single policy 
or to jointly deliver a program, or when a program offers essential services, 
(eg. child care and counselling, as part of its delivery). 

- Laddering happens when a person's training in one jurisdiction or program 
allows them access to the next level of training in other jurisdictions or 
programs. For example, prior learning assessment is available, or credentials 
are transferable fiom one province to another. 



- Linkages occur whar a person a n  access or get information about p r w s  
or services through other programs or services (eg. anploymart counsdlora 
can direct women to child care information and resources). 

2.3 Individual women are considered valuable and knowledgeable. 
- Establishing mechanisms for evaluating and recognizing foreign credentials, 

prior learning and volunteer work is one way of recognizing people's existing 
skills, working knowledge and life experiences. 

- Enhahced self esteem is an expected and stated outcome of training. 
- Practices which empower people to t r d m  themselves and their society 

through training arc incorporated into programs. 

2.4 Training recognizes client diversity (eg. racial, class, gender, age, ability, sexual 
orientation, geography, family structures) and is flexible. 

- An inclusive and gender-sensitive variety of training methodologies and ma- 
terials are used. 

- Sex-role stereotyping is acknowledged and eliminated from training. 

- Training is responsive to cultural, racial, class and all other types of diversity. 

2.5 Training is learnercentred and accepts that people start their training from different 
bases. 

- Adult education principles shape training and help learners take responsibility 
for shaping their own training. 

- Sufficient opportunities fortraining should be promoted in order to aid trainees 
in meeting their goals. 

2.6 Training should be connected to personal choice and tirlfilment as well as to career 
development. 

2.7 Quantitative and qualitative data is collected, sccording to the needs and resources of 
jurisdictions, and evaluated for effectiveness, equitability and results. 

Principle 3: Women's basic flnancial and personallfarno& support 
nee& are considered 

3.1 Adequate program fbnding and income support for trainees is provided within the fiscal 
limitations of jurisdictions. 

3.2 Existing levels of financial entitlements are maintained during training. 
- Women will experience a disincentive to take training if their existing level of 

benefits is not maintained once they enter training. 
- Women may be disadvantaged if dependent care responsibilities take them out 

of the training environment and afTect their financial entitlement. 



3.3 Training allowances reflect the cats  of study, including child are and transportation 
and accommodations required by people with disabilities. - - .  

3.4 The availability, affordability, accessibility, quality and integration of the following 
training supports are maximized: - counsdling--personal and career, - life skills; 

- crisis intervention; 
- childlelderldependent care; 
- transportation; 

- supportgroups; 
- violence intervention. 
- 

3.5 Where there are parallel programs and processes for Aboriginal training, there should 
be coordination to ensure recognition of the needs of Aboriginal women. 

Principle 4: Trairting is physically, academlcdly, and 0th erwise 
accessible to womea 

4.1 Relevant programs are offered. 
- Programs which will allow women to upgrade basic skills (literacy, numeracy, 

computer skills, ESLIFSL) which are necessary to receive firrther training are 
a priority. 

- Programs which allow women to upgrade math, science and technical skills in 
order to receive fUrther training in trades, technology and operations ocarpa- 
tions are a priority. 

- ESUFSL training is integrated into women's training wherever possible. 

4.2 Information on programs and supports is available, correct, and accessible.. 

4.3 Counselling, information and programs are inclusive of aqdityactking groups. 

4.4 Ensure eligibility criteria (eg. accepting UI recipients only, or artificially high academic 
credentials) do not disadvantage women, especial1 y women fiom equality-seeking 
W'lJPs. 

4.5 Women, including women from other equality-seeking groups, can participate in 
training equitably. 

- Sufficient notice of start dates of programs will help to ensure women have 
appropriate supports in place. 

- Waiting time fot women's participation in programs can be reduced by 
increasing the amount of and accessibility to training. 

- To make training a e i b l e  to people with disabilities consider the fdlowing 
questions: is appropriate transportation available; are buildings, classrooms, 
washrooms, and c w p  placements dl accessible; are supports, aids, assistance 



and materials in alternative formats provided; is training scheduled and ddiv- 
ered in r way which accommodates people with hearing, mobility, visual, 
cognitive, learning or other disabilities? 

- To make programs as geographically accessible as possible consider the 
following questions: is transportation readily available; are programs offered 
in remote arms? 

- To design training formats and timing which are accessible to women consider 
the fdlowing: ate class locations and times flexible, offered part-time or 
evenings for women who work, or during children's s c h d  hours for women 
who an at home with their families; is distance education an option, or are 
classes offered in the community (eg. adult education at public schools)? 

Principle 2 Training (in terms of delivery and outcomes) is high 
quality, gender sensitive, and inclusive 

5.1 A clear message is sent by those in authority that sexual, racial and other forms of 
harassment are unacceptable. 

5.2 Respect and acknowledgement of skills and life experience are basic elements of 
training. 

5.3 Women are encouraged to consider a full range of occupational and training options. 
- Gender-sensitive counselling will help to ensure that women rue not streamed 

into solely traditionally female jobs or into low paying, dead-end, or disappear- 
ing jobs. 

- Wherever possible, highlight female role models and hire female trainers for 
a range of occupations. 

- Analysis and removal of systemic barriers will help eliminate systemic dis- 
crimination. 

5.4 The delivery of tnining is appropriate and relevant for women. 
- Inclusive curriculum and materials (gender-inclusive language, positive im- 

ages of women, divttsity of women represented, women's contributions to the 
field are included) are available and utilized. 

- Hiring female trainers proportionately from equality seeking groups will 
provide positive role models. 

- Equality training for trainers themselves can help them to respect and value all 
women's experiences, cultures, and skills. 

- Training which uses methodologies which reflect women's p r e f d  learning 
styles will encourage women to think critically and to challenge their instruc- 
tors and will help them achieve their goals. 

- Where training and socioeconomic entitlement are linked, responsiveness to 
the particular support needs of women will be important. 



- A fbll and flexible set oftraining options is available, sothat women cur c h o w  
specific training programs. 

- Systematic follow-up and support, to help evaluate training programs and assist 
women in moving towards their goals, will enhance positive outcomes. 

5.5 Training models which meet the needs of specific p u p s  of women are made available 
(e.g. bridging programs for re-entry women, pre-technical programs for women entering 
trades and technical jobs). 

-. Women-only exploratory programs (eg. bridging or Women in Trades and 
Technology programs which allow women to explore trades and technical 
occupations) are available with the understanding that at some stage of their 
training women will be integrated into training that includes men and women. 

- Aboriginal communities are part of the consul tation/collaboration process to 
determine whether women-only programs are appropriate. 

Conclusion 
This paper has described the barriers women encounter when they seek or engage in training 
and outlined the inequitable outcomes which result. While jurisdictions have taken some steps 
to address the barriers, more remains to be done. In addition, the economic context has changed, 
making it even more important to enhance training opportunities for women. 

Studies show that Canada's economy would be enhanced if women achieve their maximum 
potential through access to all the education, training and employment opportunities available3. 
While equality for women is certainly needed to help Canada reach its economic potential, 
individual women and their children will also benefit from the achievement of economic 
equality. Through more equitable education and training women will be able to attain higher- 
paying jobs and to improve their personal economic status. They will be exposed to a fbller 
range of experiences, thus enhancing their talents and potential. 
Clearly, the needs of women trainees should be included as r priority of training pdicies and 
implementation. Currently jwisdictional priorities, the finding needs of training programs and 
institutions, and, in some instances, the desire for profit, sometimes take precedence. The 
economic stability and future of women and of Canada could be much enhanced if policies and 
programs were developed and retained that took women's needs into account. These needs can 
be addressed by adherence to the above five principles. 

3 From a b a c l r g r d  document basad on ~CSCLI~C~ by E.B. Hwey and JH Blakely, prrpand for Septanba 
1991 FPT mccfing of MinisbJ Responsibk for 'Ik Status of Wornca ad Ministas of Education 
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