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Meeting Women 's Training Needs: 
Case Studies in Women 's Training 

Phase I1 Report 

Executive Summary 

In 1986, Ministers Responsible for the Status of Women across Canada jointly endorsed 
Towards a Labour Force Strategy: A Framework for Training for Women. The 1986 FPT 
(Federal/Provincial/Temtorial) paper set out 19 specific measures aimed at enhancing women's 
educational and training opportunities as a first step to achieving fill economic equality for 
women. Eight years later, work still remains to be done. At their 1993 meeting, Ministers 
Responsible for the Status of Women directed the Working Group on Education and Training, 
together with colleagues in ministries responsible for labour market development, to take on a 
new project. The project was developed to create a set of principles and guidelines to be used 
in ensuring that training programs benefit women. 

Ministers Responsible for the Status of Women are not alone in acknowledging that there is 
some distance to go before women's training needs will be equitably addressed in ~anada.' 
The concerns of Ministers Responsible for the Status of Women and researchers are shared by 
women involved in training across Canada. During the course of this research, we heard 
eloquent pleas fiom key informants in jurisdictions all across Canada for a clear and consistent 
training strategy which fully recognizes the contribution which women want and need to make 
to the Canadian labour market and to our state of socio-economic well-being 

Results of Phase I of the project were presented in a paper produced in May of 1994 by the 
Working &oup2 This paper entitled, Rethinkng Women 's Training: Meeting Women 's Needs, 
describes principles, guidelines and general training approaches which result in effective 
training for women. It also provides a full discussion of the barriers which women continue to 
face in the labour market, and in getting the training they need to improve their labour market 
position. Phase II of the project, Meeting Women's Training Needs: Case Studies in Women's 
Training, identifies case studies which exemplify the principles and guidelines in implementa- 
tion. Research for Phase 11 was carried out fiom mid-May through midJune of 1994. Approxi- 

1 !kc, for example, Paul Phillips and Erin Phillips, Wumm md Wotk Ineqdiry in dte Gmadirrn Labour MaAet. 
(Toronto: James Lopima & Co.. 1993); Committee on Women MdEconamic Restmcturing, Wumen untiEctmanic 
Restructuring (Ottawa: Canedim Labour Market and Productivity Centre, 1994); Canadian Congrrss for Lcaming 
opportuIuties for Womcn, Wumen 's Eduatim cmd Tmining in C4nodc: A Policy A ~ b s i s  (Toronto: CCLOW, 
1988) 

2 TheFPn Workmg Group of Status of Women and Labour Marlret Offtcials on Edwation and Training, Redtinking 
Tmining: Meeting Women 's Nee&, A&v, 15V4 



mately 100 people in jurisdictions all across Canada were contacted initially, resulting in 50 
in-depth interviews. Interviewees were asked to identify programs-past, present and planned, 
which involved women and which showed the Phase I principles and guidelines 'in action'. All 
of our informants endorsed the principles and agreed that they provided a strong basis for high 
quality training for everyone-both women and men. From over twenty-five programs de- 
scribed in detail for us, we selected fifteen examples for inclusion in this paper. Criteria for 
selection were based on: various models of training, a range of sponsors, a variety of geographic 
locations, the diversity of women's training needs, both integrated and women-only programs, 
outcomes of demonstrated benefit to women. As well, we were limited by our brief research 
period to cases for which there was readily accessible information. 

This Phase I1 report provides a Gender Analysis Tool as a framework for evaluation. It also 
identifies five models for women's training, providing three case study examples, a summary 
of best practices for each model, and references for fwther reading. The report includes an 
annotated bibliography in English and French. 

Gender analysis assesses differences and similarities between impacts on women and on men. 
The Gender Analysis Tool developed for this rport provides a framework for analyzing the 
relationship between case studies and the principles. More broadly, it provides a means for 
assessing how training resources are being used to assist women in their efforts to achieve 
greater economic equality. 

The Gender Analysis Tool provides a framework for analysis of the degree of congruence 
between individual plans, policies, programs, funding mechanisms or projects and the principles 
developed in the paper Rethinking Training: Meeting Women's Needs it identifies five key 
questions. 

Where do we start? Baseline information on conditions for women and men needs to be 
gathered and made available to planners as part of the design of any gender-sensitive 
initiative. Need and purpose of any initiative must be clearly defined. Alternatives consid- 
ered in planning/designing the initiative need to be documented. 

How will women and men participate? Plans need to indicate how people who are 
representative of those expected to be affected by a new initiative will be included in 
development, implem&tation and evaluation. 

How will practical needs be addressed? Projected and actual impacts on women's capacity 
to meet the basic needs of themselves and their families for food, clothing, shelter, safety, 
income need to be identified and compared. 

How will strategic interests be addressed? Individual initiatives need to be clearly integrated 
into broader strategies for development of a more equitable and sustainable society. 

What are the outcomes? Information needs to be gathered which identifies short and longer 
term impacts on the initial conditions, practical needs and strategic interests ofboth women 
and men which have resulted from implementation of the plan, policy, mechanism, program 
or project. 



The five models of training practice are: 
Basic Skills Training, including: 

literacy, numeracy, communication, orientation to computer, orientation to employ- 
ment, communications, life skills, upgrading to high school completion. Examples 
included are: the Metro Labour Education Centre Literacy and English as a Second 
Language program in Toronto, Ontario; ABC CANADA'S Workp!ace Advisory Serv- 
ice, which is available across Canada; and The Native Women's Training Centre, 
located in Inuvik, Northwest Tenitories. 

0 Bridging Training, including: 

a focus on overcoming/compensating for systemic barriers to labour market participa- 
tion, ensuring basic skills are in place, on-the-job training in particular job sectors (for 
example, Women's introduction to Trades and Technology). Examples included are: 
Dixon Hall's STEP program, in Toronto, Ontario; The WISE program, in Newfound- 
land; Techprep, in Vancouver, British Columbia. 

Community Economic Development Training, including: 

community-based inventories of capacity and/or needs, leadership skills, working with 
volunteers, self-employment, project feasibility, project management, financial man- 
agement, product and service development/invention. Examples included are: The 
Women Inventors Project, a national network; Women in the Economy, in Cumberland 
County and Parrsboro, Nova Scotia; The Rural Enterprise Development Initiatives 
project in Ontario's Grey-Bruce County area. 

Advanced Skills Training, including: 

on-the-job or in-service training in particular skill set, training which assumes compe- 
tency in basic skills, management training, apprenticeship training, professional train- 
ing, some labour adjustment 'up-skilling '. Examples included are: Yellowhead Tribal 
CouncilIAthabasca University community health administration program; Ontario Hy- 
dro/ York University credit program in women's studies and business administration; 
the Canadian Automotive Repair and Service Council (CARS) Career Choices program 
for women. 

Positive Measures Training, including: 

gender sensitivity training, diversity training, remedial training in areas such as sexual 
harassment, training programs designed to overcome barriers to career advancement for 
specific groups. Examples included are: The Professional Integration Program for 
Women, in Estrie, Quebec; The YW-NOW Program, in Halifax, Nova Scotia; Customer 
Service Training Program for People with Disabilities of the Bank of Montreal. 

One of the themes that emerged from the Phase II research is the importance of partnerships in 
creating and maintaining programs that correspond to the principles developed in the paper 
Rethinking Training: Meeting Women 's Needs. In implementing programs that meet women's 
needs for training and education, effective partnerships among programs, institutions, labour 
force development structures and community groups are crucial. These partnerships work to 
deliver training that is accredited, portable, transferable and builds on previous experience. 
Partnerships are resulting in innovative work in a number of key areas, including: prior learning 



assessment/accreditation at colleges; labour adjustment strategies; creation of labour force 
training boards; development of training standards; community-based training programs which 
provide access for people who would otherwise not receive training. 

The Phase I1 paper concludes that training, complemented by other measures in areas such as 
employment equity, pay equity and the integration of work and family life can make an 
important contribution to greater labour market equity for women. The models and case studies 
included in the Phase II paper demonstrate that training which is consistent with the Phase I 
principles does advance women's labour market participation in a meaningfbl and effective 
way. These principles and the Gender Analysis tool developed fiom them provide a framework 
for ensuring that training is gender-sensitive, equitable, efficient and effective. 



Meeting Women 's Training Needs: 
Case Studies in Women 's Training 

Phase I1 Report 

Introduction 
Background 
In 1986, Ministers Responsible for the Status of Women across Canada jointly endorsed 
Towards a Labour Force Strategy: A Framework for Training* Women. The 1986 FPJT 
(Federal/ProvincialrTemtorial) paper set out 19 specific measures aimed at enhancing women's 
educational and training opportunities as a first step to achieving fbll economic equality for 
women. Eight years later, work still remains to be done. At their 1993 meeting, Ministers 
Responsible for the Status of Women directed the Working Group on Education and Training, 
together with colleagues in ministries responsible for labour market development, to take on a 
new project. The project was developed to create a set of principles and guidelines to be used 
in ensuring that training programs benefit women. 

The Context 
Ministers Responsible for Status of Women across the country are not alone in acknowledging 
that principles and guidelines for training provide a foundation for taking further steps toward 
women's economic equality in Canada. During 1993, the Canadian Labour Force Development 
Board canied out research which found that the application of principles and guidelines is 
critical to meeting the trai ning needs of all Canadians, inciuding women. The research also 
found that principles and guidelines were essential tools for accountability, evaluation and 
ensuring that public funds are used for training which is effective, efficient and equitable. One 
result of that research was a recommendation that principles and guidelines should be used as 
training standards and should be used as criteria for the purchase of training which is funded, 
directly or indirectly with public funds.' 

Nor are Ministers Responsible for the Status of Women alone in acknowledging that there is 
some distance to go before women's training needs will be equitably addressed in canada4 
The concerns of Ministers Responsible for the Status of Women and researchers are shared by 

3 Canadian Labour Force Development Board, Occuptiu~~l  Stcndod and Tmining S&&: Dmj? Position 
Paper, MaFch 1 994 

4 See, for example, Paul Phl lq~  and Erin Phillips, Wanar and W u k  brcqwlity in tk Canadian LubourMadet. 
(Toronto: James Lorimer & Co.. 1993); Committee on Womm md Economic Restructuring, W a n m  andEctmomie 
Reshucbrring (Ottaw (hadim Labour hAarkct md F'nxiuctivity Centre, 1994); CaMdicm Congrrss for Learmag 
oplportrrmties for Women, Wanen f Edua~tion and Tmining in Cum&: A Pdicy Anulpb (Toronto: CCLOW. 1988) 



women involved in training across Canada. At a meeting of the National Women's Reference 
Group on Labour Market Issues in June of 1994, members contributed to a 'wish list', adding 
their voices to those of our interviewees with comments such as: 

"My dream is of a coherent education and training policy: not policies and 
programs changing every two years ... We need training for jobs that exist, 
training for life, for community living ..." 

"I want some security in terms of long range planning for both program staff 
and community members involved in programs ... Day care and after school care 
close by or on-site are crucial to success for women in training programs ... I long 
for nice facilities, with windows, plants, clean spaces and tablecloths. ..for the 
valuing of people's different approaches to learning. I dream of training that is 
holistic, with a decent and stable budget. 

"My fantasy is jobs at the end of every training program ... 9,s 
During the course of this research, we heard eloquent pleas fiom key informants in jurisdictions 
all across Canada for a clear and consistent training strategy which fully &cognizes the 
contribution which women want and need to make to the Canadian labour market and to our 
state of socio-economic well-being. As our case studies illustrate, people across Canada in a 
wide variety of sectors and circumstances are united in believing that training which bendits 
women is important. They are willing to work hard with whatever resources are currently 
available to offer high quality training. Their goal is to work toward greater fulfilment of the 
potential in Canada for economic, social and environmentally thriving communities. As one 
training advocate said, 

"This work is bread and roses. The everyday work of keeping training programs 
for women viable, fiinded and accessible is the 'bread'. The possibrh of using ' 2  this work for tmnsformation, to effect social change, is the 'roses'." 

The Project and the Phase II Research 
Results of Phase I of the project were presented in a paper produced in May of 1994 by the 
Working Group7 The Phase 1 paper describes principles, guidelines and general training 
approaches which result in effective training for women. It also provides a full discussion of 
the barriers which women continue to face in the labour market, and in getting the training they 
need to improve their labour market position. 

Phase II of the project identifies case studies which exemplifjl the Phase I principles and 
guidelines in implementation. From midoMay through mid-June of 1994, we talked with close 
to one hundred -people in jurisdictions all &mss ~anada and carried &t approximately SO 



in-depth interviews. From over twenty-five programs described in detail for us, we selected 
fifteen examples for this paper.8 All case studies were selected to demonstmte the Phase I 
principles 'in action'. Criteria for selection of case examples were: various models of training, 
a range of sponsors, a variety of geographic locations, a diversity of women's training needs, 
both integrated and women-only programs; outcomes which are of demonstrated benefit to 
women. As well, we were limited by our brief research period to case studies for which there 
was readily available information. 

This Phase I1 report provides a Gender Analysis tool, which is a framework for evaluation 
developed from the Phase I principles. The report identifies five models for women's training, 
providing three case studies, a summary of best practices, and recommended fbrther reading 
for each model. An annotated bibliography including references in English and French is 
attached. 

8 Our brief d paiod did not impost limitatioas on us, in tams of identirying and carrying out intaviews, as 
well as idcntifyirrg cast studies. If we m i d  you, pkut  rccept ow apologies. 



Xh e Principles 
During Phase I of the project, the following principles and guidelines for women's training were 
identified. They provided the basis for the research which we carried out during Phase 11. The 
Gender Analysis Tool and the case studies described in following sections of this report 
illustrate the Phase I principles and provide guidance regarding best practices drawn fmm the 
principles and guidelines. 

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

Principle I: Training b one patt of a comprehensive and inclusive 
economi~ndustrial strategy. 

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. 

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 wefd for establishing objectives 
and priorities. 

- Women who learn relevant skills and are encouraged to participate in economic 
planning and development will have a clearer understanding of and capacity 
to influence the linkage between training and economic issues. 

Training policies are forward looking. Information is collected, analyzed and dissemi- 
nated with regard to the current and future labour market and jobs. 

- Information on the job market and cument opportunities is available and 
accessible. 

- Training programs which are based both on today's needs and future needs will 
be more effective in addressing women's concerns. 

Principle 2: A true training culture is developed in which individuals, 
alivm*ty and training me 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 
prc'grams. 

- Availability of training is a priority in order to minimize competition among 
groups (eg. reentry women vs. laid off workers) for training opportunities. 

- Acquiring generic and/orjob-specific skills, as well as job-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 culture 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 anddelivery 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 sesvices (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 from one province to another. 

- Linkages occur when a person can access or get information about programs 
or services through other programs or services (eg. employment counsellors 
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. 

- Enhanced self esteem is an expected and stated outcome of training. 

- Practices which empower people to transform themselves and their society 
through training are 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 learner-centred 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 for training should be promoted in order to aid trainees 
in meeting their goals. 

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

2.7 Quantitative and qualitative data is collected, according to the needs and resources of 
jurisdictions, and evaluated for tffectiveness, equatability and results. 

Principle 3: Women's basic fnmdal and pemonalfl~~tl*& support 
nee& are considered 

3.1 Adequate program funding 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 affect their financial entitlement. - 
3.3 Training allowances reflect the costs of study, including child care 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: - counselling-personal and career, 

- life skills, 
- crisis intervention, - child/elder/dependent care, 
- transportation, 

- support WPS,  - violence intervention. 
3.5 Where there arc parallel programs and processes for Aboriginal training, there should 

be coordination to ensure ncognition of the nads of Aboriginal women. 



Principle 4: Training is physically, academically, and 0th envise 
ccessible to women. 

4.1 Relevant programs are offered. 

- Programs which will allow women to upgrade basic skills (literacy, numeracy, 
computer skills, ESWFSL) which are necessary to receive fbrther training are 
a priority. 

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

- ESWFSL 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 equality-seeking groups. 

4.4 Ensure eligibility criteria (eg. accepting UI recipients only, or artificially high academic 
credentials) do not disadvantage women, especially women fiom equality-seeking 
groups. 

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 for women's participation in programs can be reduced by 
increasing the amount of and accessibility to training. 

- To make training accessible to people with disabilities consider the following 
questions: is appropriate transportation available; are buildings, classrooms, 
washrooms, and c w p  placements all accessible; are supports, aids, assistance 
and materials in alternative formats provided; is training scheduled and deliv- 
ered in a 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 areas? 

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



Principle 5: Training (in terms of delivey 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 are 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 training is appropriate and relevant for women. 

- Inclusive curriculum and materials (gender-inclusive language, positive im- 
ages of women, diversity 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 preferred leaming 
styles will encourage women to think critically and to challenge their instruc- 
tors and will help them achieve their goals. 

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

- A full and flexible set oftraining options is available, sothat women can choose 
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 groups of women are made available 
(eg. 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 wnsultation/collaboration process to 
determine whether women-only programs are appropriate. 

Implementing the Principles: A Gender AnaIysis Tool 
How can we determine what the impacts of projects, programs, plans and policies are on 
women? Gender analysis assesses differences and similarities between impacts on women and 
on men. In order to select and report on the case studies in the following sections, we have 
developed the Gender Analysis Tool below. It was developed fiom the principles and guidelines 
described in the previous section. The Tool provides us with a framework for analyzing the 
relationship between case studies and the principles. More broadly, it provides a means for 
assessing how training resources are being used to assist women in their efforts to achieve 
greater economic equality. 

Gender analysis is based on two key assumptions: 
Women and men experience the impact of so&-economic conditions, policies and pro- 
grams differently; and 

The achievement of gender equity will benefit all members of society. 

Concepts of equality have changed during the past two decades. People have learned that 
equality may begin with providing people with the same formal opportunities, but that more is 
necessary. In the world of training, for example, we have found that opening up programs to 
women which may formerly have been available only to men does not ensure equitable 
representation. In apprenticeships, for example, women continue to be seriously under-repre- 
sented. Because the same social, economic and political conditions affect men and women 
differently, special measures are necessary in order to address women's specific needs, interests 
and priorities. Integration of women into formerly maledominated areas of the labour market, 
for example, may require that child care concerns be addressed and that training programs be 
developed which address negative attitudes and stereotypes among co-workers. 

Gender analysis is based on a concept of integrative equality. Integrative equality acknow- 
ledges that the world as we know it is 'gendered' - that men and women experience life 
differently, because of their gender. Since identical treatment can result in perpetuation or even 
increasing inequality, different treatment is sometimes necessary. However, the key idea 
attached to integrative equality is that we are working toward a society in which both genders 
are equally valued and in which people's life choices are never limited because of their gender, 
ethnicity , social position or non-relevant characteristics. For example, in order to achieve 
integrative equality with respect to gender, policies and programs must be prepared to expand 
what is counted as socially valuable work to include unpaid work done in the home and 
community. This is necessary so that the experience of both genders is fblly acknowledged and 
so that both women and men can be seen as capable of self-determination, of being responsible 
for changing their own lives. 



Systematic approaches to gender analysis were first developed for use in evaluating overseas 
development  ore recently, they have been applied to understanding the economic 
position of women in domestic development.10 Gender analysis is an approach which is 
designed to be used throughout the policy/plan/program development process to ensure that 
gender-based equity issues are being adequately addressed and that discriminatory practices 
are not 'slipping through'. 

This Gender Analysis Tool includes five key sets of questions: 

1. Where do we start? 
>What is the relative condition and position of women and men at the outset? 

>What need does the (proposed) initiative address? 

w What is the purpose of the (proposed) initiative? 

>What alternative approaches to meeting need and filfilling purpose were (are being) consid- 
ered in pl anningldesign? 

The availability of 'baseline information,' separated by gender with respect to 
the geographical area, occupational sector, and groups expected to be served is 
key to a gender analysis approach. 

Principle 1: A Comprehensive Strategy provides a guideline identiwng the 
importance of clear objectives and priorities, as statements of need and purpose. 
Principle 2: A Training Culture and Principle 4: Access to Training include 
guidelines which stress the importance of relevant information. 

2. How will women and men partic@ate? 
>What involvement will women have in setting terms and conditions for development of 

training dctamining criteria for selection, designing program materials and approaches, 
putting in place follow-up and retention measures and setting standards for evaluation? 

>How are women included who are representative of the specific p u p s  expected to be 
affected (positively or negatively)? How are representative women included in setting policies 
or determining program design, selection criteria and expectations regarding outcomes? 

From a gender analysis point of view, it is important to distinguish among levels of 
participation. Our case studies point to fow key levels of participation: 

no explicit commitment to the participation of women; 

inclusion of women as trainees, a relatively passive role; 



consultation with women in policy development and, at the program level, in 
determining selection criteria, program design and expectations of outcomes; 

empowerment of representative women so that they can become change agents, as, 
for example, in many train-the-trainer initiatives. 

Principle 2: A Training Culture and Principle 5: High Quality Training include guide- 
lines which emphasize the valuing of active participation of women in training. 

3. How will the practical needs of women and men be addressed? 
>How will the program or policy impact address women's practical needs for income, meeting 

family responsibilities, housing, nutrition, fieedom fiom the threat of harassment or violence? 

What are the anticipated impacts of policies and programs on women's practical needs? 

The setting of clear goals and expectations for practical accomplishments making an 
observable positive difference in women's lives is a key part of the progrdpolicy 
design process. Incorporation of principles and guidelines like those identified in the 
Phase I paper provides a critical first step in identifying goals and expectations. Clear 
identification of goals and expectations is also essential to good gender analysis, and to 
good evaluation generally. 

Principle 3: Support Needs includes guidelines for ensuring that women's practical 
needs are addressed in training. 

4. How will the Strategic Interests of women and men be addressed? 
>How does this policy or program fit into a broader strategy for achievement of equity in access 

to employment, in the workplace or individual firm, in the local community, in the labour 
market as a whole, in the Canadian economy? 

>What are the key elements of a women's economic agenda and how is this program or policy 
expected to impact upon these strategic interests? 

Here too, the incorporation of principles and guidelines is important. A focus on 
practical needs only can condemn us to replicating the status quo, with the best of 
intentions. In order to ensure that policies and programs reveal, rather than entrench, 
discriminatory practices, inclusion of strategic interests in gender analysis is key. 

Principle 1: A Comprehensive Strategy suggests guidelines for ensuring that women's 
strategic interests are addressed in training. 

5. Mat are the outcomes for women and for men? 
>Has the initial condition and position of either gender changed? 

>Have goals and expectations regarding both positive and negative impacts been realized? 
What do those who participated, at various levels, have to say about both intended and 
unintended impacts of the policy or program? In particular, what impact has the program had 
on identified practical needs and strategic interests? 

>What do we want to report to others, so that they can benefit fiom this experience? 



Longer term follow-up, including an identified approach for gathering information is 
critical to gender analysis. Consistent with the commitment to participation, is a 
commitment to making links with advocacy groups and with organizations committed 
to achieving gender equity and to sharing with them the results of the gender analysis. 

Principle 2: A Training Culture and Principle 5: High Quality, Gender-Sensitive, 
Inclusive Training provide guidelines which assist in determining relevant outcomes 
for training for women. 

The five key questions of the Gender Analysis Tool have been used as our framework for 
organizing information in the case studies in the following section. 

Implementing the Principles: Models of Training 
Practice 
We have organized the information we gathered into five models of training practice. 

- 

Basic Skills Training, including: 
literacy, numeracy, communication, orientation to computer, orientation to employ- 
ment, communications, life skills, upgrading to high school completion. 

Bridging Training, including: 
a focus on overcoming~compensating for systemic barriers to labour market participa- 
tion, ensuring basic skills are in place, on-the-job training in particular job sectors (for 
example, Women's introduction to Trades and Technology). 

Community Economic Development Training, including: 
community-based inventories of capacity and/or needs, leadership skills, working with 
volunteers, selfemployment, project feasibility, project management, financial man- 
agement, product and service developmentfinvention. 

Advanced Skills Training, including: 
on-the-job or in-service training in particular skill set, training which assumes compe- 
tency in basic skills, management training, apprenticeship training, professional train- 
ing, some labour adjustment 'upskilling'. 

Positive Measures Training, including: 
gender sensitivity training, diversity training, remedial training in areas such as sexual 
harassment, training programs designed to overcome barriers to career advancement for 
specific groups. 

For each model, we provide three case studies. We have also included a summary of gender- 
sensitive best practices for each model, based on our interviews, and on our review of relevant 
literature. The lists of best practices were developed by viewing experience with each modd 

. through the 'lens' of the Phase I principles. We also include key references for fwther 
information about each model. Additional references can be found in the annotated bibliography 
attached to this report. 



Boundaries between the models are not always distinct. Bridging programs typically emphasize 
the acquisition of a strong set of basic skills, as part of their focus on overcoming bamers to 
equity in the labour market. Labour adjustment strategies draw on all five of our identified 
models, combining them within and across programs. In the future, as Canadian workplaces 
come to value and incorporate diversity more effectively, the distinktion between Positive 
Measures equity training and other forms of advanced skills training can be expected to blur. 

Basic Skills Training 
"We're working with male-dominated indrrstries in crisis. " 
(Interviewee) 

Basic skills training is learning for living. It includes the core set of generic, transfemble skills 
which are necessary for full participation in all parts of Canadian life, including the labour 
market. These 'basic' requirements are becoming more sophisticated all the time, as Canadians 
adapt to an increasingly complex society and economy. Literacy, numeracy, facility in English 
or French, social skills and an orientation to the challenges and opportunities connected to 
holding a job have been identified as basic skills for a long time. In the past few decades, 
however, the grade eight education that was once seen as adequate for entry to the labour market 
has been replaced by a grade 12 requirement. More recently, as the information highway widens 
to embrace everything from grocery shopping to bank transactions to telephone calls, a basic 
understanding of computer communications has become an additional 'life skill'. Within the 
labour market, 'adjustment' has become a key concept. Gaining access to the labour market 
and staying there requires flexibility, adaptability, self-confidence and a capacity to identify 
opportunities. These problem-solving skills have now become 'basic'--part of the foundation 
on which social and economic well-being is built. 

Why and how it is that so many adult Canadians do not have basic skills has been the subject 
of extensive investigation elsewhere." In Canada, one in five adults is functionally illiterate. 
High schools and community colleges across the provinces and temtories have dropout rates 
that hover around the forty per cent mark. At least one in four people who lose their jobs as a 
result of structural changes in the economy will be unable to find any source of alternate 
employment, despite the opportunities for upgrading and re-skilling which adjustment pro- 
grams offer. Under these circumstances, basic skills training is an essential component of the 
training spectrum in Canada. 

We have extensive experience with basic skills training in Canada. Excellent models have been 
developed in areas such as literacy, academic upgrading, computer literacy and life skills by 
school boards, community colleges, voluntary groups and private organizations. Many of these 
programs are no longer in existence. They have disappeared as a result of changes in policy and 
funding mechanisms. Some programs, however, have found ways to survive. 

1 1 Sec, for example, Ecmomic Council of Canadn, A Lot to Lam: Eduwtiun and Tmining in Canadia. (Ottaw 
Sllpply llnd Saviccs Cnnada, 1992); Premier's Council, Peaple d S k i U I  in the New Global Ecorrany, (Taronto: 
Queen's Printer. 1990). 



The three case studies included here are all currently operating. 

The programs described are: 

the Metro Labour Education Centre Literacy and English as a Second Language 
program in Toronto, Ontario; 
ABC CANADA'S Workplace Advisory Service, which is available across Canada, 
and 
The Native Women's Training Centre, located in Inuvik, Northwest Temtories. 

The Metro Labour Education Centre 

my the Program Statted 
The Metro Labour Education Centre (MLEC) is located in Toronto, Ontario, in close proximity 
to what was once the manufacturing centre of the city. As manufacturing jobs have left 
Toronto's core area, MLEC has become involved in working with thousands of laid-off workers. 
Many are finding themselves illcquippcd to find alternative sources of adequate employment. 
MLEC was selected as a case study which has clearly addressed all of the Phase I principles in 
its design and implementation, with particular emphasis on finciple 1: A Comprehensive 
Strategy; Principle 4: Accessible Training and Principle 5: High Quality Training. 

The purpose of the programs is to provide workers with Basic Skills. Some of the participants 
are eligible under the Unemployment Insurance Act, section 26. Others participate through their 
collective agreements. Some English and all Pre-Closure Programs are held on-site, in the 
workplace. The Post-Closure labour adjustment program is run at the Centre, as are some of 
the English as a Second Language Programs. 

Participation of Women 
MLEC's program is an integrated program, serving both women and men. Many participants 
are women. For example, garment workers in Toronto are severely affected by changes in the 
manufacturing sector and are almost all women. Many of them have very little English and no 
other Canadian job experience. MLEC's program has been designed to meet their needs. 

Meeting PracticaI Needs and Strategic Interests 
At the centre, language classes are based on the needs of the group, usually mixed men and 
women, depending on the negotiated agreement. In the past few years, there have been many 
more women in the programs due to the demise of the manufacturing sector in Toronto. The 
courses are accessible to all workers through collective agreement. At the beginning of each 
course, the Metro Labour Education Centre does a literacy needs assessment. 

Staff talk to union representatives and, as well, attempt to reach a large section of the potential 
course participants. If there is a need for accommodation supports for particular individuals so 



that they can participate, MLEC negotiates with the employer to provide the appropriate 
measures. 12 

Trainers working for the centre must have a Teaching English as a Second Langqge (TESL) 
certificate. Beyond that, MLEC looks for people with a variety of qualifications, including 
teaching certificates and a history of union activism. English is taught in the context of political 
action. Teaching material that is relevant to the pirrticipants creates an avenue to explore 
community work and community connections, and facilitates forming support networks and is 
another point of conjuncture with the Principles. 

Classes are learner-centred and are evaluated by the lemers, again in line with the Phase I 
principles. The evaluation may be conducted by the instructors, or another MLEC staff may be 
asked to meet with the learners. 

These programs are funded by the Ontario Ministry ofEducation and Training, (OTAB). In the 
past, they have been funded under HRDC PIC), CJS. 

Outcomes 
Participants receive a certificate fiom George Brown College when they finish 100 hours of 
English classes. They also receive a certificate fiom MLEC, primarily a recognition of time 
spent learning. The Centre recognizes the need for courses to ladder participants into further 
training. MLEC is working on articulation agreements with the college and school boards. 

One place where the work of the Centre is not fully congruent with the Phase I principles is in 
follow-up. The Centre has no record of whether graduates move into further training, seek other 
employment, stay in the firm or are reemployed after a labour adjustment program. 

Another area where the program is consistent with the Principles is that the program provides 
access to people who need training the most. OEten people with literacy needs are reluctant to 
come forward and consequently do not receive the training they are entitled to under collective 
agreement or labour adjustment programs. 

MLEC is expanding its services to outlying areas. The Brampton-Mississauga Labour Action 
Centre has been opened as a joint project of the Labour Council of Metropolitan Toronto and 
York Region. 



ABC CANADA'S Workplace Advisory Service 

Wty the Program Started 
ABC CANADA endeavours to: 

- raise awareness of the problem of literacyflack of literacy; 
- promote workplace basic skills education; 
- work for the injection of funds into community literacy organizations; and 
- represent the concerns of the private sector regarding public policy as is relates to 

literacy and training and education. 

ABC CANADA is a private, not-for-profit, foundation for the promotion of literacy. The 
Workplace Advisory Service is offered out of the Southam Inc. offices in Don Mills, Ontario. 

ABC CANADA is exemplary, although not unique, in its emphasis on Principle 1: A Compre- 
hensive Strategy. It also provides an excellent example of Principle 4: Accessible Training and 
Principle 5: High Quality Training. 

Partikipation of Women 
Although their mandate is not solely to serve women, the ABC CANADA pedagogical approach 
uses princi les similar to the Phase I principles which create gender-sensitive, accessible 
pmgrams.lPABC'~ principles arc based on mspesting and accommodating the diversity in the 
workplace and on addressing systemic issues. One of the principles of operation is that ABC 
CANADA'S programs must be available to all people in any workplace where they are 
providing services. 

Meeting Pracficaf Needs and Strategic Interests 
In the past few years, ABC CANADA has initiated several national literacy awareness 
campaigns, such as: "Read to Your Children," and "The Learn Campaign." The "Learn 
Campaign" is a print and media campaign to encourage adults to upgrade their skills. Currently, 
ABC CANADA is launching a new campaign in the private sector to encourage employers and 
unions to set up basic skills programs. 

ABC CANADA takes on several pilot projects each year. Pilot projects have unique qualities 
such as: 

- being the first initiative in a particular sector; 
- having a j oint unionlmanagement partnership; 
- taking place in a geographical area where workplace education has not taken place; 
- being replicable in other areas. 



At present, ABC CANADA is involved in several projects including: one with Aboriginal 
people in the Northwest Territories, a saw mill in British Columbia; and a third in a candy 
factory in Ontario. The project in the candy factory is run jointly with other delivers, Additional 
projects have involved a utilities company in Newfoundland and a newspaper. I 

In every case the first step is an analysis of a sample from the entire work force t+ determine 
the needs, the barriers, and any other organizational issues at all levels. I 

The results of the needs assessment go back to the entire community of the workplace. 
Recommendations are drawn from the needs assessment. The team analyzes the eadiness of 
the organization to continue and decides on an appropriate action plan. The p 1 ogram and 
activities are designed with input from all stakeholders. Evaluation is continuous an1 done with 
all the stakeholders as well. This process is consistent with the principles and guidelines defined 
in the Phase I report. 

The program focus is on personal development issues, learning to learn and probyem-solving 
skills as well as workplace-specific training or skill-based training. ABC CANADA orks from 
a capacity building rather than deficit reduction philosophy - building basic s 11s into an 
organization's overall training and education strategy and strategic plan. - k r  

I 
ABC CANADA is hnded primarily through private sector fundraising and some Cwernment 
grants. 'The programs are sponsored through the employers, sometimes with additipnal federal 
or provincial funding. 

Outcomes 
ABC CANADA has published several documents including a quarterly newsletter Literacy at 
Work, and a workplace guide for employers Their next publications will be three1 handbooks 
on workplace needs assessment, collaborative evaluation, principles of good practice for 
workplace education. 

At present there is no consistent laddering or linkage associated with ABC CANADh's services 
since each program is designed specifically to meet the needs of that workplace. Some 
companies do arrange for certification. All courses are offered in partnership with an pducational 
institution chosen by the Workplace Advisory Service team. 



The Native Women 's Training Centre 

Why the Program Started 
The Native Women's Training Centre (NWTC) is located in Inuvik, North West Temtories. 
They offer an eight month training program designed to help women become more employable 
by developing skills needed in their personal lives and on the job, and by firthering their 
education. The Centre was started in 1982. At that time, it offered an eight-week pre-trades 
employment program. Five years ago, it became an eight month course in response to a need 
for longer, skills-oriented programs. Program development and design provide an excellent 
example of a case study consistent the Phase I principles, especially 2: A Training Culture, 3: 
Support Needs, and 4: Accessible Training. 

PlUfiCipation of Women 
Participants are required to be unemployed, to have a need for a lifeskills program and to be 17 
years of age or older. NWTC can train 16 students at a time. Intake is continuous and empty 
places are filled immediately fiom the waiting list. Although most participants are women, a 
few men have taken part in the program. 

The program has a community advisory board with two student members. Students are involved 
in all aspects of the program, including devoting much time to community fund raising. This 
findraising also serves to involve women in the community and creates community support - 
"If we need something, there are always resources at hand." 

Meeting Practical Needs and Strategic Interests 
Participants must live in a stable home situation in Inuvik, where they will feel comfortable for 
the duration of the program. The program does not provide housing, but it will assist people to 
solve housing problems that may arise during the program. A training allowance is available 
as well as child care money, but is not sufficient to cover the cost of rent. While they are not 
primarily focused on accommodation issues, fw people with disabilities, when the need arises, 
the program finds the resources. For example, they have secured specialized equipment for 
sight-impaired participants through the Canada Employment Centre. 

The program includes four components: Adult Education, Lifeskills, Basic Job Readiness 
Training and Job Placements. These are designed to prepare the students for the work force, 
firrther their education, and help students to make infonned career choices. Participants can 
stay up to three years. The program is designed to move the participants to at least a Grade 8 
level. At that point they can go on to firrther training at Arctic College. The college will only 
accept applicants with Grade 8 equivalency. If the graduates are not interested in the college, 
the program finds them work with on-the-job-training. 

The program is fhded through a variety of sources. The primary fbnding is through Human 
Resources Development Canada (HRDC). They also receive funds from the Aboriginal 
Pathways to Employment Funding initiative which sponsors several seats each year. Other scats 
are paid for by the local Social Assistance Recipients Committee, by the Territorial Literacy 
Office and by the Education, Culture and Employment Council of the Northwest Territories. 



outcomes 
Graduates receive a certificate which recognizes their achievement. while it does nbt guarantee 
advance standing at Arctic College, it is taken into consideration when participa& apply for 
college entrance. 

Best Practices Summary: Basic Skills  raining 
Below is a summary of the ''best practices" in Basic Skills Training derived from qoth the case 
studies, the current literature and shared practice. 

Principle 1: A Comprehensive Strategy 
A clear and simply stated set of principles which guide program design, providiqg a flexible 
fiamework which can accommodate individual needs and which can form the basis for 
contracts with all learners. 

Programs which are part of a broader strategy for community development gnd lifelong 
learning, including links to larger organizations (eg. the labow movement, national literacy 
groups) which seek to address systemic barriers to acquiring basic skills. 

Princ@le 2: A Training Culture: 
Partnerships with accredited educational institutions, so that program completion ensures 
that participants have access to a 'ladder' to further training. 

PrincQle 3: Support Needs 
rn An integrated approach which provides lateral supports as integral parts of the core of 

program design-for example, child care, flexible class andor job placemepts arrange- 
ments, individual woMearning plans, credit for partial completion, oppoxtuni$es to return 
for advice and support after leaving or completing the program. 

Explicit recognition that practical needs must be met first, if learning is tq take place, 
including stable housing, adequate nutrition, safety from violence or abuse widn  or outside 
the program, adequate care for dependent family members. 

Links to community support systems for assisting people to overcome proble+s related to 
violence, abuse, drug or alcohol dependencies, poverty or homelessness. 

Principles 4 and 5: Accessible, High Quality Training 
Learner-centred cumcula, in which learners have the opportunity to determine program 
content and in which a variety of learner perspectives and learning styles are respected and 
accommodated. 

Provision for follow-up support and assistance with moving into the labour njarket andor 
on to further education. 
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Bridging Training 

"Tkis Rind of program makes good economic sense. It stops us fiom 
resources. " 
flntervicwee) 

Bridging programs were first developed for women as a specific response to 
market barriers. They are programs designed as 'bridges' over the barriers 
people and their labour market aspirations. Like Basic Skills programs, 
programs which lead to opportunities for success in further training 
programs incorporate the skills training associated with basic 
additional emphasis on self-determination, assertiveness, 
which can assist women to overcome the 
face in reaching their full labour market potential. With 
programs typically include a strong emphasis 
training program. 

The bridging program serves as a first step-a safe, supportive environment 
skills, upgrading, basic skills such as numeracy, literacy or EnglishIFrench 
Language with the fundamentals of job search, interview techniques, and other 
related skills. 

Some bridging programs are specifically designed to move women into trades, 
and operations. WITT (Women's Introduction to Trades, Technologies and Opl 
grams across the country have shown that the model works well in a wide rani 
stances. Other programs are geared for immigrant or visible minority women tryil 
culture of the Canadian Labour force. Bridging programs have proven themselve 
successfbl at assisting women to gain access to maledominated areas of the 11 
They provide women with a strong grounding in problem-solving and ada~ 
challenges of a working world which is frequently insensitive to their needs and 

As other economic equity measures in areas such as equal pay for work of 
employment equity and the integration of work and family life are more klly imp 
need for bridging programs may diminish. For the foreseeable future, however, 
emphasis on gender sensitivity built into the bridging model is essential. 

Funding for Bridging programs has always been inconsistent. A number have bc 
demonstration and pilot projects. Others have been fbnded in the past through 
Jobs Strategy's Re-entry Program for women. The model has been thoroughly de: 
be successfbl, but now that specific fbnding for re-entry programs for women 
available, many bridging programs have disappeared. The recent designation of a 
WI'IT sectoral council may assist in addressing the gap between the need for bridg 
and the resources necessary to sustain them. 
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Similarly, the importance of bridging programs as one component of a gender-sensitive labour 
adjustment strategy is also being recognized, as our second case study in this section demon- 
strates. Currently, this Canadian training model is being adapted for use in other countries.I4 

In addition to the three case studies described here, WITT training is still going on in some 
locations. In Saskatchewan, the first bridging pmgram developed in Canada continues to operate 
and has recently developed a program for rural communities, based in Davidson. George Brown 
College in Toronto co-sponsored some of the first bridging programs designed to equip women 
to work in jobs which were formerly entirely male-dominated. One of these, the CADD 
(computer-assisted drafting and design) program, continues to operate and to be seen as a model 
example of a program which successfhlly bridges women into high technology jobs in an 
expanding field. The program is designed for those women with engineering backgrounds who 
need CAD in order to compete in Canada, within their engineering disciplines. 

The cases described below are: 

George Brown College's Access Division and Dixon Hall's STEP program, in Toronto, 
Ontario 

The WISE program, in St. John's and Carbonear, Newfoundland 

Techprep, in Vancouver, British Columbia 

George Brown CoIIege's Access Division and 
D b n  HaZPs STEP Program 

Why the Program Started 
Dixon Hall, in the Regent Park section of Toronto, is a community centre committed to 
neighbourhood development. The STEP program was developed as a link for sole support 
mothers on social assistance to access employment or fiuther training opportunities. As one of 
Canada's oldest bridging programs still in operation, it was a pioneer in providing the linkages 
suggested in Principle 2: A Training Culture-in this case between Gaorgt Brown College's 
Access Division and Dixon Hall. It also is one of the few cases we found which includes 
systematic, documented follow-up for graduates. 

Patticipation of Women 
The STEP Program provides participants with learning opportunities in stcretarial and recep 
tion skills in a safe, non-threatening, environment. Historically, all participants were women. 
Currently the program is available to both women and men, although the majority of participants 
continue to be women. 



Meeting Practical Needs and Strategic Interests 
The STEP program is accredited by George Brown College's Access Division Graduates 
receive a diploma, which assists in gaining entrance into other George Brown pr ms. The 
College's Access Division has created a separate data base for each of its partne programs. 
Each partner program has a separate diploma or certificate. At this time the partici ants do not 

into the college. 

r 
receive official college credit for their community-based program completion. Ge rge Brown 
and other colleges are exploring expanding articulation agreements to ladder the programs :: 
The quality of the STEP program is ensured by the community and the college. e program 
staff ensures that each woman receives the personal attention she needs. All th necessary 
supports are in place: small class size, learner evaluation, individual learnin styles are 

withdrawal. The program has a six-month follow-up for graduates. 

1 
accommodated. The College monitors the curriculum, evaluates program material and guide- 
lines, camies out on-going analysis of student outcomes, wmpletion rates and ! wens for 

I 

The program is funded through project-based training funds of the local managem+t office of 
Human Resource and Development Canada. Some additional funds come from MePo Toronto 
and the province of Ontario. I 

Outcomes 
The STEP program has trained 200 people in 11 years. They worked with one gdoup a year 
1994. Under new funding conditions, they are now required to work with two groups a year. 

The Women Interested in Successful Employntent, 
(WlsE) Program 

my the Program Started I 

This program was established in 1987, based on a proposal submitted by two ponsoring 
organizations: the Canadian Congress of Learning Opportunities for Women CLOW), 
Newfoundland Network, and the Association for Lifelong Learning, the St. Jo 4 's-Gander 
branch of the Newfoundland and Labrador Association for Adult Education. The pro am began 
as a response to the needs of women who were trying to change careers or reent the work 
force. More recently, some participants have been women displaced by the crisis in e fishery. 

management team and separate advisory committee in each of its three locations. 

i 
WISE is now incorporated as a community-based non-profit organization, with a provincial 

The program provides an excellent example of bridging training which has managed 
while maintaining its commitment to the Phase I principles and guidelines. Like 
program, it also involves partnerships with local community colleges. 



Participation of Women 
Participants in the WISE program are women seeking to enter or re-enter the labour force, or 
seeking help to re-direct career paths. The majority have less than high school graduation. 
Cumculum involvement by participants is encouraged and supported. The program design is 
flexible to meet individual needs. 

Meeting Practical Needs and Strategic Interm 
Advocacy and on-going support services are an integral part of the program. The program is 
organized into modular learning units, emphasizing transferrable skill development, computer- 
assisted learning, contract learning and small group learning. There are four staff in each 
location: coordinator, counsellor, instructor and administrative assistant. 

The original proposal received fwrding through the Innovations project of what was then known 
as EIC, Employment and Immigration Canada. An additional 10% of the hnding was obtained 
through the Women's Policy Omce, Newfoundland, in the years from 1987-89. In 1990, WISE 
secured new h d i n g  sources: the Department of Employment and Labour Relations of the 
Government of Newfoundland and Labrador provided core firnding which allowed the program 
to expand to a second location in central Newfoundland. This fwrding was repeated each year. 
In April 1993, HRDC (formerly EIC) provided funding to establish WISE in the Trinity-Con- 
ception area. This third location was established in Carbonear and funded through the Canada 
Employment Centre in Harbour Grace. 

Funding to cover participant support needs (eg. child care, training allowances) vary according 
to the sponsorship source for each individual. 

Space for the WISE program is provided Eree of charge by the local community colleges. St. 
John's WISE is at Cabot College; Carbonear WISE is at the Carbonear Campus, Eastern 
Community College; Gander is housed at Central Newfoundland Regional College. - 

The St. John's program is evaluated by an external evaluator on an ongoing basis. The evaluator 
has found positive changes forthe participants in terms of selfconfidence. The evaluation also 
found that identification of career goals was less traditional at exit than on entry in addition to 
being more specific and realistic at end of the program. A basic element of the program is the 
participants' on-going evaluation. 

The program is organized into thirteen components. Some of these components can be used as 
credit toward the Adult Basic Education (ABE) Diploma in Newfoundland. 



Tech Prep 

Kty the Program Started 
The Techprep program located in Vancouver, British Columbia, was designed to bripge women 
into technological jobs in occupations traditionally reserved for men. The five month job 
(re)entry program prepares women to enter programs such as the two-year Engineering 
Technology program at the British Columbia Institute of Technology (BCIT~. TechPrep 
provides an excellent working example of Principle 1 : A Comprehensive Strategy and Principle 
5: High Quality Training. Techprep's sponsors are also involved in ongoing advocacy work, 
as members of the National WITT Network, to ensure that Principle 2: A Training Culture and 
Principles 3 and 4: Support Needs and Accessible Training continue to be demonsmted by their 
program- 

Participation of Women 
TechPrep began as a pilot program designed to overcome the systemic barriers wgch prevent 
women from obtaining training and employment in technological fields. The propam is also 
an avenue for women with foreign credentials to begin to enter the Canadian wortkforce. The 
program was developed over a three year period with on-going consultations involving 
individual women, educators, and colleagues. TechPrep was conceived as "a seamless system, 
with the crucial collateral supports," and uses the National WITT pidelines. l5 &cording to 
the instructor, '%they are critical. " 
The program is developed with regular input from participants and the participant$ evaluate at 
completion. 

Meeting Practical Needs and Strategic Inter- 
The program model includes: 1 1 1  subsidization for child care as required, income, support, UI 
benefits or training allowance, transportation allowances, orientation to non-traditional occu- 
pations, work place practica, job search, familiarization with tools, YWCA fitndss, personal 
and professional lifeskills training, instruction in worker rights, and workshops with role models 
to allow for shared person experience of survival in maledominated occupations and opportu- 
nity for fostering future employment contacts. Women participating in the TechPtep program 
are either on Unemployment Insurance or on social assistance. Women on social assistance 
receive a training allowance, day care, transportation and clothing allowance. 

For many, Techprep is a first step to accessing the Canadian workforce. "For example, a woman 
with a Civil Engineering degree from Bosnia had sent out tons of resumes a d  not found 
employment. She lacked awareness of the ins and outs of the Canadian work culture. After 
completing the course she is now doing a practicum with BC Hydro. She understands the system 
and has had exposure to the Canadian workplace." 



The program lasts 21 weeks, including seven weeks of work experience and fourteen weeks in 
class or in practicum. The trainers approach employers to secure placements for the participants. 
One of the reasons for the program's success is that the employers are involved from the 
beginning. "Women build on the training, the impact on their lives is profound. That is the real 
measure of success. Their lives are changed. They have ways and means to access information 
and enhanced networking skills." One group produced a newsletter re: jobs, news and 
announcements after they graduated from the program. 

The program is fbnded by seat purchase through Human Resources and Development Canada, 
and approved jointly by the Canadian Job Strategy and the British Columbia government, 
combining Human Resource Development Canada and provincial fimding. The province 
supplies the collateral supports; day care, transportation and clothing allowance. As with most 
other bridging programs, continuity of fwrding is not assured and must be renewed for each 
new program year. 

outcomes 
Techprep was designed to bridge participants into courses at BCIT in Civil *chnologies, 
Computer System, electronics, Mechanical Design and Manufacturing, Process Technologies, 
and Biological Sciences. Techprep's fwnders have discwered, however, that there is not the 
continuing support needed to maintain women in certification or degree programs after they 
have gained entry.16 Financial support in particular, has proven to be a problem for TechPrep 
graduates enroled in college programs. 



Best Practices Summary: Bridging Training 

What have we learned after reviewing the experience of a number of projects, including those 
described above? Below is a summary of some the components of best practice in Bridging, 
derived from reading available literature and looking at case studies through the 'lens' of the 
Gender Analysis Tool. 

Principle 1: A Comprehensive Strategy 
Program development based on a set of clear standards, such as the National WITT 
guidelines 

Principle 2: A Training Culture 
Integration into a system of Prior Learning Assessment, which provides formal recognition 
or certification for graduates of the bridging program. 

Linkages with educational and business orgsanizations that provide laddering into hrther 
education or existing job vacancies which provide opportunities for advancement. 

Partnerships with organizations advocating for recognition of foreign credentials. 

Principle 3: Support Needs 
Adequate financial support for participants during the bridging program and within the 
certification programs which follow. 

Principles 4 and 5: Accessible, High Qual* Training 
Inclusion in cumculum of training in analysis of root causes of discrimination in the 
workplace and in developing strategies to deal with problems encountered. 

Learner-centred cumcula which can accommodate individual needs and capacities 

A strong emphasis in program design on work placements and practica. 

For Further Reading 
Elizabeth Bohnen, Susan Booth and Judy Klie, Bridges to &pity: Program Manual and 

Trainer 's Guide Toronto: City of Toronto, 199 1 

Shelly Gordon, Operation Access: A Pre-Apprenticeship Bridging Propam for Women, Parts 
1 & 2, Toronto: Advocates for Community Based Training and Education for Women, 
1989 

WITT National Network, "National Generic Standards and Program Development Guidelines 
for WITT Courses" Winlaw, B.C.: WI'IT, 1992 



Training in Community Economic Development 

"Narrowlpbased training forjobs thatprobably don 't &st is demoralizing and a tremendous 
waste We need broad spectrum tmining that prepares pmple for work in many jobs, for 
aclive participation in community lfc.. " 
Community economic development (CED) is economic renewal which takes place from the 
ground up, based on the ideas, interests, capacities and resources of ordinary people. CED has 
a long history in Canada, starting in the mid-19th century with the beginnings of the co-operative 
movement in Canada. It integrates formal, wage-based economic activities and informal, 
voluntary or barter-based activities. One of its more recent innovations in Canada has been the 
LETS system, a computerized community-based trading system which allows members to 
accumulate and draw down credits by exchanging goods and services with other community 
members. Community economic development projects take on a number of organizational 
forms. They may be established as co-ops, credit circles, small businesses, community devel- 
opment corporations, holding companies, or non-profit organizations. What they have in 
common is their interest in developing viable economic activities for community bendit, rather 
than individual wealth. 

Capacity-building is the key to success in community economic development. Projects start 
with the interests and resources of local people, then seek to build on these to create jobs and/or 
to provide needed products and sewices to local populations. As a result, all projects include a 
strong training component. Formal and informal education in a variety of skills from chairing 
meetings to working with the media through to economic analysis and enterprise feasibility 
assessment is an integral part of every project. Training is fioquently directed as much to 
volunteers sitting on Boards and advisory committees as it is to project staff and program 
participants. CED's training goals include labour market development, but go beyond that to 
the economic renewal and efianced sustainability of the whole community. 

The need for a gender-sensitive approach is no less in CED than it is in any other area oftraining 
and economic development in Canada. Far too often, in the world of CED in Canada, the equity 
concerns of women and minorities have not beem adequately addressed. As the service sector 
which has been a primary source of employment for women provides fewer and fewer 
permanent, adequately paid jobs, CED is proving to be a welcome alternative to passively 
waiting for Unemployment Insurance to run out, or for the benefits worker to come by. A 
number of programs have recently emerged, which are designed to enhance women's partici- 
pation in CW.  For example, WomenFutures, a women's CED organization is running a 
demonstration program in three pilot communities in British Columbia. The Canadian 
Women's Foundation sponsors a small program of financial assistance to women's CED 
groups. In Montreal, Quebec, Les cedes d'emprunt provide members of loan circles with 
training, peer support, technical assistance and access to small loans to be used in starting 
micro-businesses. The case studies we have included hen all are focused, on providing training 
which will enhance the economic self-determination of women. In different ways, they all 
provide women with the skills needed to actively participate in mating their own approaches 
to social and economic well-being. 



They are: 
The Women Inventors Project, a national network; 

Women in the Economy, in Cumberland County and Parrsboro, Nova Scotia; 

The Rural Enterprise Development Initiatives project in Ontario's Grey-Bruce County area; 

The Women Inventors Project. 

Wlty the Program Started 
Women Inventors Project is a public education and networking organization which promotes 
the increased participation of women and girls in science and technology in Canada. Its 
particular emphasis is on encouraging the broad population of Canadian women and girls to 
build their capacity for involvement in innovation and in entrepreneurship. Women Inventors 
Project works with people across Canada on skills development, knowledge acquisition and the 
identification of opportunities for economic improvement and employment creation. Estab- 
lished in November 1986, Women Inventors Project (WIP) is a federally incorporated non-profit 
organization. - 

WIP operates out of a small ofice in Toronto. Stang is limited to two coordinators and one 
part-time support staff. Major objectives of the organization are to increase public awareness 
of the achievements of Canadian women in invention, entrepreneurship and in scientific and 
technological change and to encourage girls and women to develop their innovative ideas 
through active involvement in the labour market. WIP provides an excellent example of a 
resource-efficient national program which addresses Principle 1 : A Comprehensive Strategy, 
Principle 2: A Training Culture and Principle 5: High Quality Training. 

Participation of Women 
WIP has a 15-member volunteer multi-disciplinary Advisory Council and a 6,000 member 
network. The majority of members of the Advisory Council and of the network are women. 
Network members and Council members play an active role in WIP activities. 

Meeting Practical Needs and Strategic Interests 
Most recently, WIP has developed The Partnerships with the Voluntary Sector Project, with 
hnding fiom Innovations (HRD). Research done in preparation for the Project indicated that 
career decisions are influenced strongly by experience in voluntary organizations. Organiza- 
tions which serve women, however, tend to avoid science and technology -related activities 
because most leaders arc not comfortable with or knowledgeable about these fields. WIP found, 
through its existing connections with volunta~y organizations across the country, that many 
groups would like to offer their members more opportunities for programs in innovation, 
entrepreneurship and technology. They felt ill-prepared, however, lacking training and materi- 
als suitable for use with girls and women. 

The Project identified four national voluntary organizations as potential partners for the Phase 
III Project: Girl Guides of Canada; YWCA of Canada; 4H Clubs and the Canadian Federation 
of University Women. Support from all four organizations was strong fiom the outset of the 



Project. Girl Guides, in particular, offered significant potential as a partner, including 1500 
trainers, 40,000 leaders and over 200,000 members in every province and territory of Canada. 

The Voluntary Partners project uses atrain-the-trainers approach. Partner organizations identify 
leaders who are interested in making use of the program modules. These leaders attend an 
introductory training workshop nm by the WIP coordinators in which they have the opportunity 
to try out one or more learning activities from each of six modules. Written materials for each 
module include a trainer's manual and a member's workbook. Follow-up support is available 
by telephone and e-mail. During the pilot phase, some leaders reported that the introductory 
workshop was sufficient, while others would have preferred a follow-up training workshop 
which they could take after they had tried the modules out on their own. 

As part of the project, a Portable Display on Women Inventors was created. It is now in 
continuous circulation, going to trade shows, schools, libraries and shopping malls. 

During the course of the Voluntary Partners Project, a review of approaches to mentoring was 
conducted, with a comprehensive report being prepared during the summer of 1993. Most 
existing mentoring programs proved to be highly labour intensive, requiring a significant input 
of resources to ensure adequate matching and monitoring. In response to the mentoring review, 
WIP has developed a unique computer-based approach available through the InterNet on e-mail. 
Currently WIP is making implementation of the computer network a priority. "The information 
highway is a reality," said our interviewee, "and women are being left out." The mentoring 
and support network is being developed with CCWEST (Canadian Coalition of Women in 
Engineering, Science and Technology), a coalition of ten national organizations promoting 
women's involvement in high technology areas of the labour market. 

WIP has never been able to secure consistent con funding, although WIP has been highly 
successful in the past at attracting project &ding fiom a variety of federal and provincial 
agencies. Revenue from the private sector is increasing, as WIP cocxdinaton charge far their 

- workshops on a fee-for-service basis. Fees are not enough, however, to support the maintenance 
and hrther development of WIPYs public education and networking initiatives. Currently, WIP 
is faced with the possibility of losing its office and salaried staff, unless some source of operating 
finds can be identified. The coordinators feel that their focus on women and girls has meant 
that they have been turned down for a number of possible sources of ongoing fimding. 

outcomes 
During the past six years, WIP has been involved in: 

Establishing innovative linkages with educational institutions, private sector groups, public 
sector agencies and national voluntary organizations and, in cooperation with them offering 
workshops on innovation to girls and to women at school, in the workplace and in the 
broader community. 

Developing and maintaining a national interdisciplinary network of girls and women 
interested in innovation. The WIP data base includes over 6,000 names and provides the 
foundation for the innovative, computer-based approach to mentoring which is currently in 
development. A quatedy newsletter which normally g a s  out to 2,500 subscriben across 
the country is currently discontinued due to firnding constraints. 



Developing and disti buting unique and accessible educational materials, including a 
best-selling inventors manual which has been published in English and in French; and an 
exhibit on Women Inventors which has been touring Canada for over 5 years, appearing in 
shopping malls, schools and libraries and museums. 

Speaking engagements and media coverage, reaching an estimated minimum of 200,000 
Canadians annually from across the country. 

During 1992- 1993, the Voluntary Partnerships Program was assessed by an external evaluator 
who found that the program provides a highly effective and resource-efficient model for 
involving girls and women in learning activities which build skills and interest in sciences and 
technologies. 

Women in the Economy 

W h y  the Program Started 
The idea for the Women and the Economy program began with a meeting between Nova Scotia 
Advisory Council on the Status of Women and the Council of Maritime Premiers. The meeting 
raised questions about what constitutes a women's economic agenda. Jobs and training are 
clearly important, but how are they linked to other issues such as taxation and the economic 
development of communities and regions? The Women in the Economy program was developed 
by two women in Nova Scotia-an Advisory Council field worker and a faculty member in 
business administration at Dalhousie University. For both of them, the development of the 
program has been a departure from their usual activities-sometimes very rewarding, some- 
times highly frustrating. 

The program was developed with four components: a training project; a series of community 
workshops run by participants in the training project; a conference on women in the economy, 
also to be organized by graduates of the training program as a practicum and a series of 
demonstration projects in community economic development, to be initiated as follow-up by 
graduates of the program. This case study provides our strongest example of a program directed 
toward Principle 1: A Comprehensive Strategy and a unique approach to Principle 5: High 
Quality Training. 

Participation of Women 
All program participants are women. The first program site is in Cumberland County. The 
program in Cumberland County has been sponsored by the Cumberland County Women's 
Advisory Association. The program started by accepting six women into a twelve week training 
program. Trainees were rquired to be active in the community and to be literate before entering 
the program. 

Meeting Practical Needs and Strategic Inter- 
Two years of organizing effort were put into preparing for the program in Cumberland County. 
The first component of the program has been fhded through the local Canada Employment 
Centre and through the regional HRD office. The second component was funded through a 



fee-for-service arrangement. Funding is still being sought forthe conference and demonstration 
projects. Meanwhile, the program is mnning in a second location in Nova Scotia, under the 
auspices of the Regional Industrial Training Board of Parrsboro. A program is also proposed 
for athird location, in Digby-Annapolis Valley. Inquiries about the program have been received 
from Europe, as well as from other parts of Canada. Most recently, interest has been expressed 
in using the program as part of a labour adjustment package for people formerly involved in 
the fisheries. 

The training program was designed to develop two sets of skills: community-based economic 
assessment; and project planning/ management. Like a number of our other case studies, it uses 
a 'train-the trainer' approach and, in its program design focuses on learning by doing. During 
the initial twelve week program, participants cany out a local economic study. The training 
takes a structured approach to teaching participants skills in interviewing, investigation, 
identiming and understanding economic data, reviewing and analyzing government policy 
documents, summarizing data according to themes and significant facton, report writing and 
presentation. As part of this training, all participants develop expertise in word processing and 
spreadsheet use. Emphasis is also placed on developing skills for working with local organiza- 
tions and for running community events, including confidence-building and assertiveness, 
organizing and chairing meetings, setting agendas and preparing minutes. Work with commu- 
nity organizations is included as part of the training practicum for all trainees. 

As part of the training in Cumberland County, participants produced a report of their local area 
economic study. The local newspaper invited them to write for it and, during the training, 
participants produced a weekly column on what they were finding out. They also developed a 
set of personnel policies and operating guidelines for the program, identifying expectations 
regarding attendance, handling of family responsibilities and participation in decision-making. 
Thughout the program, they supervised each other, administered and monitoring these 
policies themselves as part of the organization development component of the program. One 
exercise carried out during the training was an analysis of the federal budget. Participants 
reviewed and analyzed eighteen separate budget documents, then invited the local Member of 
Parliament to a question and answer session. Based on that experience, participants then offered 
a budget briefing service to local organizations and made a number of presentations. Currently, 
they are involved in making presentation to community groups of their economic study. 

outcomes 
Four of the six program participants in Cumberland County have gone on to participate in 12 
workshops on women in the economy currently being run by the Women's Advisory Commit- 
tee, as part of preparations for the conference. Of the six trainees, four now have permanent 
jobs, one has decided not pursue permanent employment at this time; and one is uncertain about 
career goals. 

The Parrsboro program has built on the experience in Cumberland County. It is a 32 week 
program involving fib trainees. Additional skill development has been integrated into the 
new program, in particular skills related to working with media. Computer training is also being 
expanded to include access to the InterNet. 



The Rural Enterprise Development Initiatives Project l7 

Why the Program Started 
The Rural Enterprise Development Initiative (REDI) is a program developed to help rural 
women plan and start their own businesses. It has been designed and delivered by rural women 
who understand the barriers to self-employment that rural and farm women face. REDI is 
co-sponsored by two non-profit organizations: Women and Rural Economic Development 
(WRED) and Self Employment Development Initiative (SEDI). The project has been funded 
through jobsOntario Training - Community Enterprise Program. 

Participation of Women 
The project is piloting programs for rural women in four areas throughout Ontario. Training at 
each site is organized and delivered by a local training team made up of business women and 
trainers. The Grey-Bruce team includes a caterer and hog farmer, a partner in a family-owned 
golf and country club, a travel agent and a social policy researcher and consulta&. 

The team used the results of a women's training needs assessment, Needs and ~ ~ ~ o r t u n i t i e s , ~ ~  
as the basis for program design. Recruitment and selection was done using a self-selection 
process. Local papers and flyers were used to advertise "Exploring Business Ideas" workshops, 
which were attended by 125 people fiom throughout the region. Program applications were 
distributed at the workshops. Eighty-five applications were returned and, after a further 
workshop, 65 of these chose to be considered for final interviews. 

lhty-seven women were selected for the program based on the following criteria: having a 
business idea; need for business ttaining; access to financial support during training; supportive 
family and friends; willingness to commit to the program; and ability to work in a group. Thirty 
per cent of participants are on social assistance. 

Meeting Prutical Needs and Strategic Interests 
program participants are organized into small groups called 'pods' of 8 to 10 people, which 
meet regularly in four communities in the region. Large group workshops are held occasionally 
and include all pods, for networking, specialized workshops and field trips. Each individual also 
meets with a trainer monthly to review the past month's activities and progress and to develop 
a plan of action for the coming month. 

Phase one of the program involves six days of training over a three week period and is an 
assessment of business plans and group training needs. It introduces participants to all the 
elements of business planning and involves them in completing a needs assessment. Participants 
in each pod use their needs assessments to identify topics they want trainers to cover with them. 
Commonly identified topics include marketing, financial management, bookkeeping, advertis- 
ing, self-esteem building, balancing work and family, running a mail order business. 

17 F'rqad with the assismm of Mary Ferguson, --Bruce REDI 
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In Phase 2, pods continue to meet regulariy and, in addition participants attend large group 
workshops in topics of general interest, such as marketing and mail order operations. 

Each participant works with a planning sheet that sets out a monthly work plan. All participants 
prepare their draft business plan and start their business in Phase 2. Phase 3 is a business review 
phase where participants evaluate their business after a few months of operation. 

outcomes 
The groups began to meet in April of 1994. By August all participants are expected to complete 
their first draft of their business plan. In October they will present their plans to a panel of 
business people. The program will end in February of 1995. In June, 1994 more than half of 
the participants had started businesses. 

Trainers for the fwr provincial sites meet with WRED and SEDI staff quarterly to compare 
notes, provide mutual support and discuss program direction. The project's goal is to assist at 
least 40% of participants to start businesses which will still be in operations after one year and 
which will gross a minimum of $20,000. after two years. 



Best Practices Summary: 
Community Economic Development Training 

Consensus on best practices in community economic development training for women is still 
evolving. Below are some of the ideas which seem important. 

Principle I :  A Comprehensive Strategy 
Program design based on a gender-sensitive local economic analysis. 

An emphasis on clearly identifiable outcomes: businesses, projects, community change. 

Principle 2: A Training Culture 
Integration and recognition of the value of work--and the value of trainingin both 
informal and formal sectors of the economy. 

Principle 3: Support Needs 
A commitment to integrating formal and informal economic activities and responsibilities 
in the training program. 

Principles 4 and 5: Accessible, High QualiQ Training 
A positive, capacity-building approach, which starts from available resources and opportu- 
nities, rather than from a more negative 'needs' approach which starts with what is lacking. 

A strong commitment to selfdirected learning and to the economic self-determination of 
individuals and communities. 

A commitment to leadership development and peer support-acquiring individual skills 
which are then offered as a resource to the broader community. 

Skill development designed to enable women to identity and pursue a broad spectrum of 
labour market opportunities. 

For firther Reading 
Mary Ferguson, Needs and Opportunities: An Information and Planning Kit on Females' 

Training Needs (Owen Sound: Grey/Bruce Women's Training Advisory Committee, 
1993) 

WomenFutures Community Economic Development Society, SPARC of British Cdumbia, 
Counting Ourselves In: A Women 's Community Economic Development Handbook, 
(Vancouver: WomenFuturedSP ARC, 1993) 

Susan Wismer and David Pell, Community Profit: Community-baredEconomic Development 
in Canada (Toronto: Is Five Press, 198 1) 



Advanced Skills Training 

"We haven't lost our focus, we keep on pushing. And we're doing good things. But I wouldn't 
say we have a strategy that incorporrrtes training for womcn... " 
Advanced skills training is typically designed for people already employed, to assist them to 
acquire credentials, keep their jobs as skills requirements change, move on to other j obs within 
their organization, or enhance their ability to adapt to a changing work environment. Most 
advanced skills training requires a minimum of high school completion, although some 
organizations provide remedial upgrading for those who need it so that they can access advanced 
training. It includes in-service training in professions, as well as apprenticeships and other forms 
of trades, technologies and operations training. 

The importance of high quality workplace training in a rapidly changing work environment is 
recognized by everyone. Unfortunately, many women work in positions where they are not 
likely to receive advanced training. Clerical workers and frontline, low-paid service workers- 
many of whom are women--9fe an increasingly 'contingent' wodcforce, called in on an 
as-needed basis. These workers may be provided with a brief orientation to their workplace, 
but are held primarily responsible for their own skill development. They are expected to arrive 
with skills in place. Women in management positions and those who are union members tend 
to fare better, although their numbers are still so few in many organizations that gender-based 
differences in training preferences and needs may go unrecognized. The implementation of 
employment equity measures is key to ensuring that women get access to advanced skills 
training. 

In our interviews, we found that partnerships seem to be key to ensuring stability of availability 
and consistency in quality in advanced skills training. We found many instances where there 
have been a very high levels of cooperation among educational institutions, labour unions and 
managers of business organizations in arriving at contracted agreements which honour the 
interests and values of all key players. We also found however, that while many organizations 
seem to have moved ahead with putting in place policies and practices to ensure equity in hiring 
and promotion, a similar level of commitment to equity provisions in training policies and 
practices is lagging somewhat behind. 

Many business organizations in Canada-both large and small-struggling to deal with 
downsizing, reorganization, adaptation to the demands of rapidly changing global markets, and 
a need to redefine product and service offerings. In this chaotic environment, training tends to 
be driven by opportunities and immediate practical needs, rather than being part of a coherent 
strategy which incorporates a commitment to greater equity in the workplace. Perhaps this is 
the reason why contracted partnerships seem to be so important to gender-sensitive advanced 
skills training. 



The case studies we include here are: 
Yellowhead Tribal CouncilIAthabasca University community health administration pro- 
gram; 
Ontario Hydro1 York University credit program in women's studies and business admini- 
stration; 

The CARS Council's Career Choices in Motive Power Program. 

YeZZo whead Tribal CounciUA thabasca University 
Community Health Administration Program 

Why the Program Started 
The Yellowhead Tribal Council is an organization of five Native bands in Alberta. Athabasca 
University, also located in Alberta, is a distance education institution providing a wide range 
of credit and non-credit programs. Yellowhead Tribal Council has placed a strong emphasis on 
securing advanced education and training for the Native people it represents. In addition to its 
contract arrangement with Athabasca, it also has agreements with University of Calgary and 
University of Alberta. The Community Health Administration Program is a two-year certificate 
program in community health administration. 

In 1985, the Federal government offered to turn over responsibility for health care at the band 
level to Native people. The Chiefs who met with representatives of the Federal government on 
this issue agreed that they wanted to take over responsibility from the current administrative 
body, the Medical Services Branch of Health and Welfare Canada. There was a need, however, 
for trained Native people to take over administrative positions in local health centres. The - 
Yellowhead Tribal Council proposed to develop a training program to meet this need. Funding 
to develop the program was provided by the Medical Services Branch. Its implementation is 
funded by the Medical Services Branch and by HRD. 
This program is an excellent example of an advanced training program designed specifically 
to meet the needs of Aboriginal communities and which is hlly consistent with all five of the 
Phase I principles. 

Participation of Women 
The program started in 1988. Since that time, 37 people have graduated from the program. 
Thirty-five are women. 

Meeting Practical Needs and Strategic Interests 
The course is a demanding one. Participants are enroled fuIl-time for 22 months. In each of the 
two years of the program, they take four courses in the first two semesters of the school year, 
then go on a three-month field placement. Upon completion of their academic requirements for 
the certificate, they move on to a six month practicum. Students work under qualified 
supervisors during placements and practicum. The first year placement exposes them to a 



specific area of 'front line' health care, such as nutrition or paediatrics. The second year 
placement is in an administrative position. At the end of the six month practicum, graduates 
are ready to take on administrative positions in local health centres. Jobs are guaranteed for 
successful graduates by the bands who sponsor their participation in the program. 

The program's curriculum includes come work in areas such as health economics, health care 
planning, Native health care, traditional healing practices and community development. Par- 
ticipants require a Grade 12 level education with both Math and English to manage the material 
in the courses. The key selection requirements, however, are related experience and a willing- 
ness to commit to the program. Special tutorial sessions are provided for those who need some 
upgrading. 

Outcomes 
A number of graduates have declined the opportunity for employment and have decided to seek 
further education first. Under an agreement with Ottawa University, two seats per year are 
reserved for program graduates in the Ottawa University Master's program in Health Care 
Administration. Other students have used their university credits from the program to transfer 
into social work, education and general arts programs at the Universities of ~ a l g G  and Alberta. 

The signed agreement between Athabasca University and the Yellowhead Tribal Council which 
provides the mandate for development and delivgr of the program was the first of its kind in 
Canada. Under the agreement, Athabasca University takes responsibility for ensuring the 
academic quality of the program, while the Tribal Council ensures cultural adaptation and 
relevance to the needs and interests of Native people. This is the only certified program in 
community health administration in Canada. Most students come from Alberta, but some are 
fiom as far away as the Yukon and Ontario. 

Plans for the future include the development of a home study version of the course, which is 
currently offered on-site in Athabasca. The home study program is expected to be ready within 
one year. The program is also hoping to extend itselfto three years, so that graduates will emerge 
with a B.A. in Applied Studies. Currently, they graduate with completed second year standing 
and need to go elsewhere if they wish to complete a B.A. 

Ontario Hydroflork University Credit Program 

Program Cont4xt/W;hy the Program Started 
Ontario Hydro has a long history of encouraging employee involvement in fiuther education 
and training. In the employment equity area, it is well-known for progressive hiring and 
promotion policies and was a pioneer in creating an all-female power line crew in the early 
1980's. In 1993, as part of a major corporate reorganization and downsizing, the workforce size 
at Hydro dropped by over 6,000 employees. Hydro has been reorganized into autonomous 
'business units', eliminating large numbers of managementjobs, including some of those which 
have had responsibility for training. The Training Resources Group was recently assembled to 
improve the efficiency and effectiveness of training and development activities within each 



business unit and across the corporation. Membership includes both providers and purchasers 
of training from each business unit. 

Like many other large corporations, Hydro is g6ing through a period of major structural 
adjustment. Although it maintains its commitment in policy to equitable, accessible, affordable 
employee training and development and despite the establishment of the Training Resources 
Group, the rapid pace of change has meant that training is largely reactive. "The Training 
Resources Group is trying to get back on its feet," our intexviewee said," but we're going at it 
piecemeal. Our response is programmatic. It doesn't flow from strategic initiatives ... We 
address women's training issues where and when we can." 

One training program which addressed women's training needs has remained stable and hlly 
operational through the period of reorganization started in 1989 as a bottom-up initiative by 
interested employees. They contacted Atkinson College, the continuing education division of 
York University to ask for workplace education in women's studies. Hydro provided space for 
the courses and Atkinson provided teaching staff. Since that time, the courses have continued. 
The program has become part of the regular management responsibilities of one of Hydro's 
new business units. 

During the course of our research for this report, we talked with people responsible for training 
in a number of large corporations. We heard many stories similar to Hydro's, of major 
downsizing and reactive training responses to the adjustment needs of those employees who 
are retained. Hydro's case has been included here because, despite the turbulence, its partnership 
program with York University has continued to operate, providing employees with a consistent 
accessible opportunity to gain university credits in courses of their choice. The program 
exemplifies Principle 3: Support Needs, Principle 4: Accessible Training and Principle 5: High 
Quality Training. Meanwhile, the Training Resources Group is working to ensure that Principles 
1: A Comprehensive Strategy and Principle 2: A Training Culture are implemented under the 
new structure at Hydro. 

Participation of Women 
The courses were initially for women, addressing various areas of women's studies. Interest in 
the program has shifted over the years. It is now integrated, offering courses to men and women 
in areas chosen by them, including business administration, financial management, organiza- 
tional behaviour and energy planning, as well as feminist theory. 

Meeting Practical Needs and Strategic Interests 
The courses are offered in the afternoon, starting at about 3:30 pm. Hydro has a flex-time policy 
which allows employees to finish their job-related tasks in time to attend the courses. Hydro 
will reimburse up to 100% of tuition costs, if the courses are considered to be job-rdated by 
the employee's supervisor. All courses are university credit courses, leading to a Bachelor's 
degree. 

People from the surrounding area are welcome to enrol in the courses, although Hydro 
employees are given priority for the number of seats which are available. Information sessions 
on the course offerings are made available to all Hydro employees. Registration and evaluation 



is handled in cooperation with Atkinson. Program participants not only evaluate current 
offerings, but also provide suggestions about future offerings. 

outcomes 
Our interviewee suggested that the partnership arrangement with York University has been key 
to the program's stability through a period of sigdficant turmoil at Hydro. "Employers are 
often reluctant to enter into partnerships," she said, talking about the desire of business 
organizations to maintain their autonomy. But once established, partnerships seem to be helpfbl 
in making training programs "more secure, part of the structure of the corporation." 

Lessons learned from the success and stability of this program are now being applied to new 
training initiatives. Currently, for example, members of the Training Resources G m p  are 
working with interested employees to develop a new program based on 'bottom-up' employee 
interest and partnership with other organizations. The program will provide workplace educa- 
tion program for both men and women aimed at identieing and eliminating.violence, both at 
work and outside of the workplace. The program will take a train-the-trainers approach. 
Occupational Health nurses at Hydro will receive the training and will then be able to pass on 
their knowledge to other employees. The training program will also include the-establishment 
of linkages with community organizations working on issues of violence and abuse, such as 
transition houses, counselling agencies and sexual assault centres. 

The Canadian Automotive Repair and Service 
Council, (CARS): Career Choices in Motive Power 

Wlry the Program Started 
The CARS Council is a sector council involved in sponsoring training in the motive power 
sector which will lead directly to employment opportunities in technical and business occupa- 
tions in the sector. The Career Choices program began with a needs analysis of the human 
resources requirements of the labour market in the motive power sector, done in 1990. The 
study, a collaboration between CARS 'and industry, recommended the need to increase the 
participation of women in the technical and business areas of the industry. As a result, a two-year 
diploma program was designed and is currently being piloted in New Brunswick, Ontario and 
Manitoba. 

The program's purpose is to offer training that will: provide trainees with a fmdation for 
acquiring new skills, facilitate movement of workers within the industry between occupations 
and employers, provide training to meet national competency standards of the motive power 
sector. 

There is a great deal of congruence between this program and the Phase I principles; there is 
connection to personal choice and llfilment as well as career development, counselling is an 
integral part of the program, and the training is part of an economic strategy with regard to 
labour markets and jobs. 



Participation of Women 
The training course was originally mandated to train at least 50% women but the participation 
rates are actually higher. The program was developed in close collaboration with the WITT 
(Women Into Trades and Technology) Network, using the WITT guidelines and standards, and 
WITT-identi fied competency measures. 

Participants were actively recruited, through WITT courses and extensive community outreach. 
Fly& were posted in locations where women would see them, women's networks, community 
centres, CEC offices and mailed to women who had completed a college/CEC pre-employment 
program within the last two years. As specified by funding fiom Human Resources Develop 
ment Canada, 80% of the participants had to be UI recipients. 

At the beginning, the WITT Council was concerned that the standards for program acceptance 
were too high-a Grade 12 diploma or equivalent and maths background. There was no shortage 
of qualified women applicants, however. Their backgrounds ranged fiom running taxation 
centres to medical secretaries. All of the women had a strong interest and some connection with 
the motive power industry. Many were "bridged" into the CARS program from WITT courses. 

- 

Meeting Practical Needs and Strategic Interests 
There are 66 weeks of in-school training with a focus on technical and business skills, and two 
job-shadow/work experience components. The in-school training is presently offered through 
community colleges; New Brunswick Community College, Fanshawe in Ontario and Red River 
in Manitoba. The program is accredited through the community colleges and the diploma may 
lead to advanced standing in the college. 

The program is sensitive to different learning styles and trainers are required to have five days 
of professional development including a workshop on relational learning.'' All instructon meet 
regularly to discuss program issues. Each program must include women as instructors, present- 
ing women as positive role models for the class. Initially, a two-week orientation module to 
familiarize women with shops and tool was proposed but it was found that dl participants 
required this orientation and it became part of the curriculum. What the CARS council has 
learned is that the profile of apprenticeship has changed. Many of the participants-both men 
and women-had no shop experience, did not own cars and had not previously "tinkered" with 
motors. 

Outcomes 
One difficulty in keeping women enroled is funding limitations. A single mother on UI trying 
to feed a family has not always been able to maintain both her training and her family. This, 
according tothe CARS representative we spoke with, has implications for decisions made about 
continuing to expect women to enrol in 2-year programs and live at a level below the poverty 
line. Still, very few have dropped out. Only 5 women have left the pilot projects across all 3 
locations. 

19 See, for example, Beknlty. M.F., Clinchy, B.M, Goldbuga, N.R. & Tarule, J.M., Wmm f W q 8  qffiowtrg: the 
dmlqment cfsel/; and mind. New York, Basic Books, 1986 



The program opens up employment opportunities in car leasing, auto parts distribution, fleet 
management and teaching in the field. In addition, there is a great deal of work potential in 
related areas. 

At this point the program is evaluated every 60-75 days through site visits to collect quantitative 
and qualitative data. Qualitative data is collected in a 2 page questionnaire, anecdotal infoma- 
tion and a formative evaluation are also collected. 

Best Practices Summary: Advanced Skills Training 

Advanced Skills training takes place in diverse settings, based on many different sets of goals 
for training. The Gender Analysis Tool indicates, however, that there are some key elements 
of best practice which seem to apply to all settings and training programs. 

Principle 1: A Comprehensive Strategy . . 

A corporate training strategy which specifically identifies the valuing and supporting of 
equitable participation by women and minorities. 

Principle 2: A Training Culture 
Externally recognized credit for training so that it is transferrable to locations outside the 
firm. 

Linkages between completion of training and advancement orjob security within the fim. 

Principle 3: Support Needs 
Lateral supports, including provision for child care during training and financial supports. 

Principles 4 and 5: Accessible, High QuaQ Training 
Contractual arrangements which include agreements stipulating equity measures and ap- 
proaches to meeting them. 

Learner participation in the design of curriculum and in determining when and where 
learning will take place. 

Partnerships among employers, educational organizations and unions in which each partner 
takes responsibility for ensuring that certain goals regarding program quality are achieved. 

For Further Reading 
Committee on Wmen and Economic Restructuring, Wmen and Economic Restructuring 

Ottawa: Canadian Labour Market and Productivity Centre, 1994 

Ontario Women's Directorate, Training Wmen: A Guide jbr Employers, Toronto: Ontario 
Women's Directorate, no date 



Positive Measures Training 

"Conflict nsolution, human rights tmining, sexual harassment training, are all important, 
but they're remedial, they're deficit-dn'ven We need to be more pmactive than that, to 
combine diversity training with a real valuing of diversity. We want to build the understanding 
that we all experience the hurt of prejudic e... " 
(intemrV1ewee) 

Positive Measures training is training initiatives designed to assist with the integration of 
workers affected by systemic barriers. It includes programs designed to assist a diversity of 
women and other equality seeking groups such as racial minorities, people with disabilities, 
Aboriginal people, immigrants and those with language barriers, to achieve success in situations 
where potential or actual employers and co-workers may be, at best, sceptical. It also includes 
training programs designed to change attitudes and stereotypes among co-workers -diversity 
training, anti-oppression training, integration training, prejudice reduction training, gender 
sensitivity training. It is designed not only to assist women and other equality seeking groups 
to deal with hostility and systemic dis~rirninatio~in the workplace, but also to provide training 
to coworkers. It is training that seeks to address specific baniers and to create changes in the 
workplace, so that those bamers are minimized or disappear. 

Positive Measures training is advanced skills training. It asks participants to engage in critical 
analysis of the root causes as well as the symptoms of discrimination, to develop action plans 
and to take action. In an ideal world, there would be no clear distinction between this type of 
training and other forms of advanced skills training. At the moment, however, there is a clear 
distinction between job-skills focus of most advanced training and the emphasis on structural 
change which is central to most positive measures programs. 

- Positive Measures training aimed at employers and co-workers is still relatively new. During 
the course of our interviews, we had a number of people ask us if we knew who was doing 
gender sensitivity training and how. Programs designed to build skills levels, selfesteem and 
general coping capacity among those likely to experience discrimination are more common. A 
number of groups and organizations are developing comprehensive strategies in this area, 
developing proposals which 'match' training for women and minorities with training for their 
co-workers. The pilot phase of the YW-NOW program-one of the cases we include here- 
provides an example of such a strategy in implementation. 

The three case studies included here are illustrative of the range of activities going on around 
the country. One is a community-based training program aimed at the professional integration 
of qualified immigrants whose credentials are not recognized in Canada. The second is a 
consulting service, providing contracted gender sensitivity training to corporate clients. The 
third is a corporate initiative designed to ensure that disabled people are represented in the 
corporate workforce. Like all pilot programs, these cases come with much positive experience, 
as well as many recommendations about what might work better in the future. 



Our cases are: 

The Professional Integration Program for Women, in Estrie, Quebec; 

The YW-NOW Program, in Halifax, Nova Scotia; 

Customer Service Training Program for People with Disabilities of the Bank of Montrd. 

Projef d'integration pro fessionnelle des femmes 
immigrantes de la region d I'EstridThe Professional 
Integration Program for Immigrant Women in Estrie 

Why the Program Started 
The Program was initiated in 1989 by the Centre for Immigrant Women in Estrie, Quebec. 
Research conducted in 1988 had demonstrated that there was both a need and interest among 
multicultural women in Estrie to find professional jobs that would allow them to make use, in 
some way of education and qualifications gained in other countries and to eliminate reliance 
on Unemployment Insurance. As a result of the research, HRD provided the centre with funds 
to develop and offer a 40 week program for 15 immigrant women. 

The aims of the program were not just labour market-oriented. Its goal was to enhance the social, 
economic and cultural integration of program participants, as well as to assist them to enter 
management positions in the region. Management training was chosen because them was an 
identified need for people to fill management vacancies. Since one of the principal barriers to 
effective integration into community life for these women was insufficient facility in French, 
the improvement of French language skills was given high priority in the program. 

This case provides an excellent example of a program consistent with the Phase I principles 
and which is specifically designed to meet the needs of immigrant women who arrive in Canada 
with significant foreign credentials, but with little facility in a Canadian official language, no 
Canadian employment experience and no access to mechanisms which cwld evaluate their 
foreign qualifications in terms of Canadian standards. Principle 2: a Training Culture is of 
particular importance to this case. 

Participation of Women 
Ninety women expressed an interest in the program. From this list, the fifteen participants were 
chosen based on the following criteria: immigrant, an income of less than $6,0001 year, visible 
minority, significant difficulties in speaking and writing in French, family responsibilities. 

Meeting Practical Needs and Strategic Interes& 
The program included specific training activities, as well as support activities. The training 
activities had three purposes: to provide participants with a strong grounding in French; to 
ensure that participants received a thorough orientation to the labour market in Canada; to 
provide participants with specific professional skills, through training and job placement. 



Evaluation was carried out with respect to all training activities, in order to monitor the progress 
of the participants and to find ways to improve the program activities. Several different 
approaches to evaluation were used. All evaluation used in the program placed a strong 
emphasis on assisting the participants to take charge of their own leanring. Individual evaluation 
tools assisted participants to determine their own learning needs and their goals and provided 
the basis for a learning contract with each participant. 

Support activities included regular group meetings and the opportunity to attend seminars in 
areas such as pay equity, nontraditional occupations, the impact of technology on employment. 
Training in relaxation was also provided to participants. Educational workshops held for 
participants' children gave participants Saturday mornings 'off to get out into the community, 
going to libraries, shopping malls and the Canada Employment Centre. These mornings gave 
participants a chance to expand their horizons, acquire greater autonomy and demystify services 
and agencies that they which were previously unknown quantities for them. 

outcomes 
All participants were involved in 10 week placements in local hospitals, giving them practical 
training in management activities. 

At the end of the program, several recommendations were made for the integration of women 
from cultural minorities into the labour market in Quebec. They include: that programs of 
recruitment and professional training be provided to all immigrant women, as an entitlement; 
that cultural minority groups be provided with stable operating budgets so that they can offer 
continuing programs in professional training; that immigration policies include as a priority 
supported entry into the Canadian labour market; that immigrant women have access to services, 
including high quality, advanced language training and legal information and services; that the 
delays in reunification of immigrant families be reduced to less than six months; that govern- 
ments explicitly recognize the importance of immigrants to the future development of the 
Canadian labour market and that they work to combat the impression that immigrants are 
primary consumers of publically funded services. 

The YF%NO W Program 

Why the Program Started 
The YW-NOW project started as a pilot project carried out in partnership with Nova Scotia 
Power and the YWCA of Halifax. It included two elements: a bridging program designed to 
provide women currently in clerical positions with an orientation to trades, technologies and 
operations; and gender sensitivity workshops, designed to create changes in negative attitudes 
that affect retention of women in maledominated occupations. The pilot project took three 
years to plan and implement. A Project Advisory Committee enabled both management and 
the union to develop the policies, procedures, recruitment and screening mechanisms needed 
to ensure program success. The pilot program ran once under Innovations funding thrwgh 
HRD. 



YW-NOW has continued as a consulting service, providing gender sensitivity training under 
contract with corporate clients. In the last year, YW-NOW has worked with a number of clients, 
including CBC Halifax and the Department of National Defense Ship Repair Unit. 

The YW-NOW program pilot provides an example of all the Phase I principles in action in 
Positive Measures training. Without the bridging componenf its congruence with Principle 1: 
A Comprehensive Strategy is weakened somewhat. It remains however, an interesting and 
innovative program approach. 

Participation of Women 
As part of a Total Quality Management initiative, the Ship Repair Unit at the Dockyards started 
a Continuous Improvement Project. As part of this project, employees put forward suggestions 
for improvements in working life. One outcome of the project was a support group of 
tradeswomen employed at the Dockyards. They meet once a month. In the operations area of 
the Dockyards, only 20 of 800 employees are women. They are spread out in different areas 
and have little contact with one another in the course of a regular work day. The support group 
allowed them to get together and to document problems they were having. They requested an 
Employment Equity Steering Committee and suggested that YW-NOW be askedto do training 
with their male co-workers. After a year of negotiations, a contract was signed. 

Meeting Practical Needs and Strategic Interest3 
The goal of the Dockyards program is to ensure that all 1200 employees receive gender 
sensitivity training. The program uses a train-the-trainers model, working with training teams 
including one man and one woman. In order to get the program started, volunteers who were 
interested in becoming trainers were recruited from the Ship Repair Unit. Five men and five 
women were accepted into the program. They received three weeks of training in adult 
education, facilitation and equity issues during the course of the program. 

The trainee-trainers started their program by organizing and running focus groups. The focus 
groups identified key issues for women and men working together in the Unit. Issues identified 
included: the slow pace of progress with respect to employment equity; tokenism and stem+ 
typing of women in trades areas; workplace culture and sexual harassment. At the end of the 
program, the trainer partners developed an agenda for a workshop based on the issues identified 
during the focus groups. 

Two workshops a week for groups of 15 employees will be scheduled for the next year, in order 
to reach all Dockyard employees. Each team will run 25 workshops in all. This is a mandatory 
employment equity initiative, taking place during work time. People will not be paid if they do 
not attend. Trainers get together once a month to discuss their work. 

Our interviewee believes that high quality gender sensitivity cannot be offered, in a standard 
package. It requires extensive up-front work in order to ensure the full cooperation of unions 

' and management and in order to ensure that the program is specifically designed to address 
gender issues as they are experienced within each workplace. This program, which uses focus 
groups to identi@ agendas and trains employees to act as workshop facilitators is designed to 
ensure that people get training which addresses them directly. 



outcomes 
The past year has been an active one for YW-Now, with a great deal of interest expressed in 
the YW-NOW approach and numerous workshops offered. Currently YW-NOW is submitting 
a new proposal to adapt the current program model to a particular focus on the integration of 
work and family life. 

Customer Service Training Program for People 
with Disabilities - Bank of Montreal 

W h y  the Program Started 
The Customer Service Representative Training Program was organized as a joint project of the 
Bank of Montreal, the Training Coordinating Group for Persons with Disabilities in Ontario, 
the Canadian Council on Rehabilitation and Work and Centennial College. Program partici- 
pants must fall under the mandate of the Federal Disability Act, be 18 or older, a Canadian 
citizen or landed immigrant, unemployed and not on Unemployment Insurance. Curriculum 
design was done by Centennial College to meet the Bank's requirements. 

Positive Measures training aimed at successfully accommodating and integrating people with 
disabilities is relatively rare. We have included this case here as the only example we could 
find of training developed specifically to meet the needs of people with disabilities, although 
not gender-sensitive. Principles 3 and 4: Support Needs and Accessible Training are of 
particular relevance to this case. 

Participation of Women 
This is not a woman-only program but rather cited in this paper as a good example of programs 
organized to integrate people with disabilities into the workforce. 

Meeting Practical Needs and Strategic Interests 
Subjects included in the training were: business maths, business communications, professional 
development, keyboarding and computer skills, bank products and terminology, and customer 
service. Participants received 24 weeks of training, alternating classroom instruction with weeks 
of on-the-j ob-training. All participants attended an orientation session prior to beginning the 
training. Students were referred from social service agencies to a selection team made up of 
representatives of the partner sponsoring organizations. 

Our interviewee stressed that the program model is a good one. It provides specific training for 
identified positions and guarantees employment to successful graduates. Employers are in- 
volved in the program fiom the earliest stages. Improvements are needed however, particularly 
in the areas of retention and selection, where more active involvement is needed from 
learnerlpartici pants in the program. 

The Training Coordinating Group for Persons with Disabilities coordinated the project fhnding, 
which came from HRD and Labour Canada, through the Canada Jobs Strategy. Three types of 



funding are available to participants on an individual basis: training funds, living allowances 
for the training period, and a limited budget for work-accommodation assessed through 
Assistive Vocational Technology Associates, a private accommodation consulting group. 

outcomes 
Participants are guaranteed jobs upon graduation from the program. The Bank of Montreal 
committed to 15 jobs at 15 branches when the program began. Evaluations of both classroom 
and on-job-performance are needed to qualify for a permanent position. Of the 15 initial 
participants, 12 completed the training. 

After the first group of graduates had entered jobs, it was discovered that the Bank did not do 
enough advance planning at the branch level to ensure retention. Of the twelve graduates 
initially hired into jobs, only 6 are still employed at the Bank. The participants need continuing 
on-site support to succeed in employment as well as additional training for others in the work 
site. 

At this point the Training Coordinating Group, which is funded through Human Resources 
Development Canada and jobsOntario Training Fund, is organizing a similar project with the 
electronics industry. Participating employers will include: Panasonic, Motorola, Sharp, and 
perhaps IBM. The Training Coordinating Group is organizing a conference for employers in 
September. 

The model's success is dependent on the company's willingness to accommodate. Employers 
wanting to integrate disabled people must be prepared to take special measures to integrate 
them, revising performance expectations, modifLing job requirements where necessary and 
providing appropriate accommodation for physical needs. 



Best Practices Summary: Positive Measures Training 

As with community economic development training, ideas about best practice in positive 
measures training are still evolving. Below is a list which summarizes current thinking. 

Principle 1: A Comprehensive Strategy 
An integrated approach that does not hold women wholly responsible for resolving problems 
related to their marginalization. 

0 A proactive approach which moves beyond fixing current problems into prevention. 

Principle 2: A Training Culture 
Active involvement of leamerlemployees in determining the content of training and in 
acting as trainers to co-workers. 

Explicit valuing of diversity through measures such as recognition of foreign credentials 
and special language needs of recent immigrants and the accommodation of people with 
disabilities. 

0 Linkages and partnerships with external groups committed to the achievement of equity in 
the labour market. 

Principle 3: Support Needs 
Policies and mechanisms which provide incentives for participation idendorsement of 
Positive Measures. 

- Principles 4 and 5: Accessible, High Qualw Training 
An integrated approach which includes a number of components such as employment equity 
measures, anti-violence training, human rights awareness training, bridging programs. 

For Further Reading 
Morley Gunderson, Leon Muszynski and Jennifer Keck, Women and Labour Market Poverty, 

Ottawa: Canadian Advisory Council on the Status of Women, 1990 

Barb Thomas, Multiculturalism at Work: a Gui& to OrganizutionaZ Change, Toronto: YWCA, 
1987 

Ontario Human Rights Commission, Guidelines for Assessing Accommodation Requirements 
for Persons with Disabilities, Toronto: Ministry of Citizenship, 1989 

Teresa Bassaletti, "Project d'integration professionelle des femmes immigrantes de la region 
de 1'Estrie" in Women's Education des femmes 10:314, Winter 1993194, pp. 24-29 



Conclusion: Trends and Issues 

Throughout our interviews, the importance of partnerships in creating and maintaining pro- 
grams that correspond to the principles and guidelines developed in the paper Rethinking 
Training: Meeting Women's Needs was emphasized more than any other single theme. In 
implementing programs that meet women's needs for training and education, effective partner- 
ships among programs, institutions, labour force development structures and community groups 
appear to be crucial. These partnerships work to deliver trainingthat can be implemented within 
the structure of available resources and is accredited, portable, transferable -corresponding to 
the principles and guidelines developed in the first phase. Currently, partnership amngements 
are being used to develop new initiatives in some key areas which have relevance for all training 
models described in the previous section. Examples of these evolving partnerships are described 
in the following section. 

Prior Learning Assessment 
Movement forward in providing women and men with the opportunity to w 6 v e  advanced 
credit for skills and knowledge acquired on-the-job, in other countries, or in non-accredited 
learning situations provides one good example. Prior Learning Assessment is of particular 
importance to immigrant women and mature women seeking to re-cntcr the labour market or 
to gain access to higher education and is one key component in implementing Principle 2: A 
Training Culture. 

Community colleges are providing leadership in this area. In addition to delivering advanced 
skills training programs in everything from engineering technologies to child care, the colleges 
in several jurisdictions are working on establishing systems for Prior Learning Assessment 
(PLA). Through PLA the colleges will be able to reach participants previously barred from 
entry by lack of Canadian academic or work experience. The opportunities created in system- 
atically integrating PLA into the college system art expected to result in programs becoming 
more accessible, in learners receiving credit or advanced standing for equivalent learning or 
experience out ofthe college and, in other training agencies to deliver PLA credit courses which 
meet college standards in areas such as FrenchIEnglish as a Second Language. 

In Ontario, for example, the Council of Regents has formed a Prior Leaming Assessment 
Advisory Group to implement PLA consistently across the 23 Ontario community colleges. 
The Advisory Group has a clear mandate to develop an approach to PLA which is equitable, 
accessible, and includes community outreach and involvement. PLA is expected, for example, 
to provide a mechanism for granting formal cdlege credit to graduates of George Brown 
College's community partner programs2o George Brown has run a pilot project with the Metro 
Labour Education Centre in developing the f i o r  Learning Assessment Portfolio Course. The 
cdlege now has three versions of the Portfblio course, the regular course (45 hours), a weekend 
course and an English as a Second Language version which is 60 hours in length. 



Labour A@&ment Strategies 
Historically, adjustment programs have been single company-focused. Recently, in recognition 
of the reverberating effects which lay-offs have on one another in various industrial sectors and 
throughout affected communities, more broadly-based, community-wide labour adjustment 
partnerships have been formed. These partnerships are particularly important to the full 
implementation of Principle 1: A Comprehensive Strategy. The Adjustment Committee for 
Clerical Workers in Metropolitan Toronto provides one example.21 Established in 1 993 by the 
Canadian Labour Force Development Board, the committee includes representatives from 
labour, business, government and community groups and has a mandate to research the situation 
of displaced clerical workers. A statistical analysis of laid-off workers in Toronto showed that 
clerical workers, who are primarily women, are the group most affected by downsizing, 
restructuring and technological change. 

The partnerships between business, labour and the community have worked to create a 
supportive committee involved in investigative research. There are three working groups to 
support the main committee. The first phase of the work will culminate in a research report, 
identifying what adjustment services are required by displaced clerical workers as well as 
looking at job retention and job security in understanding employer expectation-and changing 
roles. Phase 2 and phase 3 will develop and implement adjustment sewices for clerical workers. 

Women's Participation in Labour Force DevelopmentKraining 
and A#utment Boards 
National, regional, sectoral and local Boards and Committees are being established across 
Canada to allocate training dollars and/or to assist in shaping policy and programs. These 
structures are new and there has been no systematic evaluation of their impact on training for 
women. Many of our interviewees chose to discuss these Boards with us, because of their 
prevalence and their potential for being vehicles for the implementation of the Phase 1 
principles. Some interviewees also expressed fears that, in an era of constrained resources, these 
structures may absorb resources which would otherwise be available for training programs. 

One woman, who had been a director on a provincial board noted, "The work is very difficult, 
building coalitions between groups and institutions who have very little common concern is 
frustrating, and there are no models. But, it's important for women to be there, to have a seat 
at the table ...." Another women stated, "Women sitting on these boards have definitely created 
an awareness of women's needs and issues. It's the first time women have been allowed in. It's 
important for women to be there, to have a seat at the table and demand to be heard, and taken 
seriously." 

In a number of locations coalitions and reference groups have been formed, or have reorganized, 
to support women who have been selected to sit on the Boards. Some groups, such as the 
National Women's Reference Group, the Ontario Women's Reference Group to the Ontario 
Training and Adjustment Board, the Women's Reference Group in Newfoundland and Labra- 

2 1 Anotha example took phce m a ma-urban actting. A community-bessd adjustment committee was established in 
the Tcmegami-Taniskaming a m  north of North Bay daag Highway 1 1 to address multiple layoffs m tht fo- 
and mining M e s .  It had an 18 month mandate and produced a fioal rrport in January of 1992. 



dor, and the women's group organizing to support the women's representative in British 
Columbia. All these have been established to support women's representatives on LabourForce 
Development Boards. 

Other groups, such as WETC (Women's Education and Training Coalition) in British Columbia 
and ACTEW (Advocates for Community-based Training and Education for Women) in Ontario 
and CCLOW-Nova Scotia (Canadian Congress for haming Oppoxtunities for Women - Nova 
Scotia) are involved in more general support work, information sharing and monitoring. 

Training Standards 
A number of groups, including the Canadian Labour Force Development Board, have suggested 
that principles and guidelines should be used as training standards and incorporated into fbnding 
agreements as contract conditions. For people interested in evaluation and in ensuring the 
6c i en t  use of training resources, the accountability measures inherent in these contractual 
arrangements are attractive. Sectoral councils appear to be leading the way in this area. The 
Automotive Parts Sectoral Council, for example, has developed an autoparts training certificate 
program, in partnership with the Canadian Auto Workers. 

The principles of the program are stipulated as part of the funding arrangement. There is 
agreement regarding equitable selection of trainees, using bias fke materials and representation 
from equality-seeking groups among the trainers. A train-the-trainer component is also built 
into the agreement. The program has an antiharassment policy as part of its operational 
guidelines. The first day of the course reviews these policies as ground rules for participants in 
the program and as part of curriculum on changing the broader workplace environment. 

Cornmunipbased Training 
Community based training programs, in partnership with government fhding agencies, col- 
leges and school boards have o h  been responsible for developing and implementing training 
that works well for a diversity of women who do not have access to other formal learning 
opportunities. The community-based model, a holistic, integrated approach to training com- 
bines on-site access to support services such as counselling and crisis intervention, with access 
to child care, in a supported, non-institutional environment. At its best, community-based 
training draws on the available resources and expertise of all the partners to provide sensitive, 
high quality training which is culturally appropriate, learner-centred and costcffective. Pro- 
grams often report between 8740% completion with 7545% placement after the program into 
either further training or employment. Unfortunately, inconsistencies in fbnding mean that, 
despite their success, programs are seldom stable. 

In our research, when we asked people to suggest to us programs which were consistent with 
the Phase I principles, community-based partner programs were mentioned fiequentiy.P 
Community-based training appears to be making an important contribution, in developing 
resource-efficient approaches to implementation of the principles for women who would 

22 See, for example, YW-NOW, thc Wmcn in thc Eeoaany Project and tbc Native Women's Training Centre in the 
caustudicsintkpmiovsr~tion 



otherwise not receive training. In particular Principle 2: A Training Culture and Principles 4 
and 5 : Accessible, High Quality Training are relevant here. 

Meeting Women's Training Needs: Key Requirements 

ourresearch has lead us to the conclusions summarized below. 

High Quality Training 
Programs that incorporate or follow the Phase I principles and guidelines are very successful 
models of women's training. Many of the interviewees stressed the need for training standards 
and gave these Principles as an example. Standards used as contract requirements in setting 
agreements for the access to public training dollars may be useful in creating programs that are 
consistent and of high 

There is still very little literature which describes best practices for various approaches to 
women's training. It is important to continue to document, through mearch, best practices as 
they are being developed on the ground in programs as they relate to diversity issues. 

Gender-sensitive and Gender-inclusive Training 
Gender analysis, incorporated into the assessment and evaluation of policies, programs and 
projects is an important accountability mechanism and is deserving of budgetary support. 

Programs for women only continue to be important, particularly in the basic skills and bridging 
areas, where gender-based differences in experience make a world of difference in the provision 
of training. 

National, regional and local economic data collected for use in policy, program or project 
development and assessment if separated by gender will assist in effective allocation of training 
resources. 

Training as a Component of Strategies for Equ@ 
Positive Measures training, as one component of broader workplace equity strategies is crucial. 
Training for women striving to overcome labour market barriers matched with gender and 
diversity sensitivity training for their co-workers improves the retention of women in various 
workplaces, creating a more diverse as well as more equitable workplace environment. 

The inclusion of training in an economic agenda for women is critical, at a variety of levels. 
Strategic initiatives which clearly address the socio-economic position of women and which 
are linked, nationally, regionally and at community and organizational levels are key compo- 
nents of effective labour market policies for women. 

23 See Susan Wisma, A Nab'onal Fmmewo~jiw Tmining Stardo&, unpblidud d paper p q a d  for tbt 
Canadian Labour Force Development Board, September 1993 



Outcomes addressing Practical Needs and Strategic Interests 
There is still very little systematic analysis of outcomes taking place. Those programs with 
procedures for longer term follow up and evaluation of outcomes are best in determining 
whether the training provided was effective. 

Results of evaluation work which has been done are not easily available to other people planning 
similar initiatives, thus creating much duplication of effort. A national data base on women's 
training, accessible through the InterNet, would reduce some of that duplication. 

Demonstration projects which have been evaluated using a gender analysis approach and have 
been found to be successfbl would be more even more effective with secure, longer term 
program funding. 

Currently an enormous amount of staff time in successfU11y operating projects is spent in 
identifying new sources of funding, preparing detailed proposals and renegotiating with existing 
sources on an annual basis. Much of this time could be spent in program delivery if there were 
longer term options for funding. 

H appears that incentives are still needed for the achievement of greater economic equity for 
women. The structure of the labour market itself appears to be remarkably resilient in resisting 
efforts at removing discrimination. The Report of the Royal Commission on the Status of 
Women was published nearly 25 years ago24 Despite various govcmmmt initiatives, and 
despite major structural changes in the labour market, women have remained at a significant 
disadvantage in the labour market. It appears that the 'unseen hand' of the free market is highly 
unlikely to wave a magic wand in the direction of greater equity for women. It is women 
themselves, in meaningful partnership with governments, private sector employers, the labour 
movement and voluntary organizations, who wiIl play a leadership role. Training alone will not 
create labour market equity. Training can however, be a tool for equity and d a n c e  women's 
to greater economic selfdetem~ination~~ Training which is consistent with the principles and 
guidelines developed during this project can advance women's labour market participation in 
a meaningfbl and effective way. 
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Audio Visual Materias 

A little elbow room please, A Video and Facilitator's Guide to Encourage Women to Explore 
Non-Traditional Careers, Employment and Immigration Canada, 1993. 

An Even Break, Offers managers practical ways to eliminate or minimize barriers to full 
employment for all workers. Available from the Human Resources Department of the 
Oshawa Group Ltd. 416 236-1971. 

Employment Equity - Win, Win Situation 

Presents a step-by-step approach to the orientation, planning and implementation of an 
equal employment opportunity program. NorMark Productions, 1987 

The Future is in Your Hands: Ontario Ministry of Skill Development 1990, 6 minutes, VHS 
video ** 

This is an introduction to Ontario's apprenticeship program and shows some female 
apprentices at their work. It highlights the components of apprenticeship programs. It 
is available in French, Greek, Portuguese, Spanish and Italian translations. 

More 7han Just a Job, SkyWorks Charitable Foundation for the Ontario Women's Directorate, 
1990 ** 

Documentary video about women and men making career choices based on their 
personal interests and talents rather than sex-role stereotyped ideas about "women's 
and men's" work. A facilitator's guide is available. 

No Time to Stop: National Film board of Canada, 199 1,29 minutes 

16mm and VHS video 
The women in this film describe their aspirations, accomplishments and ongoing 
struggles. It deals with complex issues facing immigrant women. This film is a powehl 
call for an end to racism and a plea for improved language and skills training in Canada. 

Something to Talk About: An Employment Equity Video-Cassette and Leaders' Guide, 

Designed to encourage understanding and support for employment equity in the 
workplace. Available from L.M. Media Marketing Services Ltd, 1125 Torbay Road, 
Unit 9, Markham, Ontario, L3R 2M9, 905 475-3750, Fax: 905 475-3756. Toll Free: 
1-800-268-23 80. 

** denotes materials available in French 



Contact List 

Basic Skills Training: 
Metro Labour Education Centre (MLEC), a project of theLabour Council ofMetropoli- 
tan Toronto and York Region 
Contact Person: Gail Corrizino 
954 King Street West, #103, 
Toronto Ontario, M6K 1E3, Tel: 416 345-93 12, Fax: 416345-8053 

ABC CANADA 
Contact Person: Sue Folinsbee 
1450 Don Mills Road 
Don Mills, ON M3B 2% Tel: 4 16 442-2292, Fax: 4 16 422-2293 

Native Women's Training Centre, (NWT Training Centre) 
Contact Person: Johanne Sullivan 

- 

P.O. Box 1064 
Inuvik, Northwest Tmitories, Tel : 403 979-4 l62/3, Fax: 403 979-2799. 

Bridging 
Dixon Hall 
Contact Person: Paul Chamberlain, Terry Dance 
8 Sumach Street 
Toronto, ON MSA 3J7, Tel: 416 863-0499, Fax: 416 863-998 1 

The WISE Program, Women Interested in Successfbl Employment 
3 sites in Newfoundlamd 
Contact person: Sylvia Ash 
St. John's, 50 Parade Street 
St. John's, NF. Tel: 709 739-1369. 

Techprep 
Contact person(s): Hadikein and Drishti Consulting 
P.0 Box 1033 
Gibsons, B.C., VON 1V0, Phonelfax 604 886-0099 

Community Economic Development Training 
Women Inventors Project 
Contact person: Susan Best, Chips Klein 
1 Greensboro Drive, #302 
Etobicoke, Ontario, M9W 1C8, Tel: 416 243-0668, Fax: 416 243-0688. 

Women in the Economy 
Contact person: Margeurite Cassin 
d o  School of Public Administration, D a l h d e  University 
Halifax, Nova Scotia, B3H 3J5, Tel: 902 494-1641, Fax: 902 494-7023 



Rural Enterprise Development Initiatives 
Contact person:-Mary Ferguson 
Box 81 
Kimberley, Ontario, NOG 1GO TeVFax: 519 599-7139 

Advanced S k i h  Training 
CARS Knowledge Network 
Career Choices in Motive Power 
Contact Person: Susan LeFleur 
230-440 Laurier Avenue, West 
Ottawa, ON, K 1R 7x6, Tel: 6 13 782-2402, Fax: 613 782-2362 

Ontario Hydro 
Contact Person: Kim Taylor 
700 University Avenue (H2A 16) 
Toronto, Ontario, MSG 1x6, Tel: 416 592-6189, Fax: 416 592-1699 

Yellowhead Tribal Council 
Contact Person: Thomas Paliakkamanil 
C/O Yellowhead Tribal Council 
Spruce Gove, Alberta, T7X 2Y1, Tel: 403 470-3454, Fax: 403 470-3541. 

Positive Measures Training 
Proj et d'integration professionelle 
Contact Person: Teresa Bassaletti 
Centre pour Femmes immigrantes, 66 rue Albert, local 1 
Sherbrooke, Quebec, JlH lM9, Tel: 819 822-2259, Fax: 819 822-0508 

YW-NOW 
Contact Person: ~adeleine Comeau 
d o  2695 Swain Street 
Halifax, Nova Scotia, B3L 3R6, Tel: 902 454-8537 

The Training Coordinating Group for Persons with Disabilities 
Contact Person: 
Wenda Abel, 1075 Bay Street, Suite 5 10 
Toronto, ON M5S 2W5, Tel: 416 413-4922, Fax: 416 413-4927, TTY: 416 413-4926 


