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

Phase II 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/Territorial) paper set out 19 specific measures aimed at enhancing women’s
educational and training opportunities as a first step to achieving full 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 Canada.
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 from 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 Group.2 This paper entitled, Rethinking 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 II was carried out from mid-May through mid-June of 1994. Approxi-

1 See, for example, Paul Phillips and Erin Phillips, Women and Work: Inequality in the Canadian Labour Market.
(Toronto: James Lorimer & Co., 1993), Committee on Women and Economic Restructuring, Women and Economic
Restructuring (Ottawa: Canadian Labour Market and Productivity Centre, 1994), Canadian Congress for Leamning
Opportunities for Women, Women s Education and Training in Canada: 4 Policy Analysis (Toronto: CCLOW,

1988)
The F/P/T Working Group of Status of Women and Labour Market Otficials on Education and Training, Rethinking

Training: Meeting Women s Needs, May, 1994
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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 guidelinés ‘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 II 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 further 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 report 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.

e 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.

e 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, implementation and evaluation.

e 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. '

e 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.

e What are the outcomes? Information needs to be gathered which 1dentifies short and longer
term impacts on the initial conditions, practical needs and strategic interests of both 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 Workplace Advisory Serv-
ice, which is available across Canada; and The Native Women’s Training Centre,
located in Inuvik, Northwest Territories.

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.

e 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
Council/Athabasca 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 innovativé work in a number of key areas, including: prior learning

iii



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 II 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 meaningful and effective
- way. These principles and the Gender Analysis tool developed from them provide a framework
for ensuring that training is gender-sensitive, equitable, efficient and effective.



Meeting Women’s T rainihg Needs:
Case Studies in Women’s Training

Phase II 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 for Women. The 1986 F/P/T
(Federal/Provincial/Territorial) paper set out 19 specific measures aimed at enhancing women’s
educational and training opportunities as a first step to achieving full 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 carried out research which found that the application of principles and guidelines is
critical to meeting the training needs of all Canadians, including 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. Oue
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 Canada.
The concerns of Ministers Responsible for the Status of Women and researchers are shared by

3 Canadian Labour Force Development Board, Occupational Standards and Training Standards: Draft Position
Paper, March 1994

4 See, for example, Paul Phillips and Erin Phillips, #omen and Work: Inequality in the Canadian Labour Market,
(Toronto: James Lorimer & Co., 1993); Committee on Women and Economic Restructuring, Homen and Economic
Restructuring (Ottawa: Canadian Labour Market and Productivity Centre, 1994); Canadian Congress for Learning
Opportunities for Women, Women s Education and Training in Canada: A Policy Analysis (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... Ilong
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...”5
During the course of this research, we heard eloquent pleas from 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. As our case studies illustrate, people across Canada in a
wide variety of sectors and circumstances are united in believing that training which benefits
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 tuiving communities. As one

training advocate said,

““This work is bread and roses. The everyday work of keeping training programs
for women viable, funded and accessible is the ‘bread’. The possibiliéy of using
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this work for transformation, to effect social change, is the ‘roses’.

The Project and the Phase II Research

Results of Phase [ of the project were presented in a paper produced in May of 1994 by the
Working Group.7 The Phase I 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 exemplify the Phase I principles and

guidelines in implementation. From mid-May through mid-June of 1994, we talked with close
to one hundred people in jurisdictions all across Canada and carried out approximately SO

Meeting of the National Women’s Reference Group on Labour Market Issues, June 10, 1994.
Marcy Cohen, speech, Inaugural Meeting of the Ontario Women's Reference Group (Ontario Training and

Adjustment Board), November, 1993.
7 The F/P/T Working Group of Status of Women and Labour Market Officials on Education and Training, Rethinking

Training: Meeting Women 's Needs, May, 1994
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in-depth interviews. From over twenty-five programs described in detail for us, we selected
fifteen examples for this paper.” All case studies were selected to demonstrate 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 II 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 further reading
for each model. An annotated bibliography including references in English and French is

attached.

8 Our brief research period did not impose limitations on us, in terms of identifying and carrying out interviews, as
well as identifying case studies. If we missed you, please accept our apologies.



The 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 II. 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 from the

principles and guidelines.

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

Principle 1: Training is one part of a comprehensive and inclusive
economic/industrial strategy.

1.1 An economic framework is developed, and strategies identified, in collaboration with
stakeholders, including women.
- Training is one tool or strategy that can achieve the framework’s goals and
objectives.
- Participation of diverse groups of women in analysis, discussion and decision-
making about job market and training needs is important.

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

- A framework which defines what types of jobs, occupations, industries, and
sectors are supported by training would be useful 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.

1.3 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 current 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,
diversity and training are valued.

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



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

Availability of training is a priority in order to minimize competition among
groups (eg. re-entry women vs. laid off workers) for training opportunities.
Acquiring generic and/or job-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 and delivery can help to ensure maximum benefit
to women.

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

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

Laddering happens when a person’s training in one jurisdiction or program
allows them access to the next level of training in other jurisdictions or
programs. For example, prior learning assessment is available, or credentials
are transferable 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 ditect wornen Lo 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.

Training is learner-centred and accepts that people start their training from different

2.5
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 fulfilment 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 effectiveness, equatability and results.
Principle 3: Women’s basic financial and personal/family support
needs are considered.
3.1  Adequate program funding and income support for trainees is provided within the fiscal
limitations of jurisdictions.
32  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.
33 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 groups,
- - violence intervention.
3.5  Where there are parallel programs and processes for Aboriginal training, there should

be coordination to ensure recognition of the needs of Aboriginal women.



Principle 4:

4.1

42
43
4.4

4.5

T raining is physically, academically, and otherwise
ccessible to women. ‘

Relevant programs are offered. _

Programs which will allow women to upgrade basic skills (literacy, numeracy,
computer skills, ESL/FSL) which are necessary to receive further training are

a priority.

Programs which allow women to upgrade math, science and technical skillsin
order to receive further training in trades, technology and operations occupa-
tions are a prionty.

ESL/FSL training is integrated into women’s training wherever possible.

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

Counselling, information and programs are inclusive of equality-seeking groups.

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

groups.

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 co-op 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 gebgraphically 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 delivery and outcomes) is high
quality, gender sensitive, and inclusive.

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

harassment are unacceptable.

52  Respect and acknowledgement of skills and life experience are basic elements of

training. :

53  Women are encouraged to consider a full range of occupational and tratning 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 learning
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 of training options is available, so that 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 consultation/collaboration process to
determine whether women-only programs are appropriate.

Implementing the Principles: A Gender Analysis 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 from 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:

e Women and men experience the impact of socio-economic conditions, policies and pro-
grams differently; and

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

Concepts of equality have changed during the past two decades. People have leamned 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 male-dominated 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 fully acknowledged and
so that both women and men can be seen as capable of self-determination, of being responsible

for changing their own lives.



is were first developed for use in evaluating overseas

development programs.” More recently, they have been applied to understanding the economic
position of women in domestic development.”~ 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:

°

(Systematic approaches to gender analys

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?
>What is the purpose of the (proposed) initiative? _
> What alternative approaches to meeting need and fulfilling purpose were (are being) consid-
ered in planning/design?
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 identifying 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 participate?
>What involvement will women have in setting terms and conditions for development of

training, determining 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 groups 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 four key levels of participation:

e no explicit commitment to the participation of women;

e inclusion of women as trainees, a relatively passive role;

9 See, for example, Linda Moffatt, Yolande Geadah, Rieky Stuart, Two Halves Make a Whole: Balancing Gender
Relations in Development. (Ottawa: Canadian Council for International Cooperation, MATCH International Centre,
Association quebecoise des organismes de cooperation internationale, 1991); Coady International Institute, 4
Handbook for Social/Gender Analysis, (Ottawa: Canadian International Development Agency, no date.

10  See, for example, Sandra Harder, Economic Restructuring in Canada: Developing a Gender-sensitive Analyrical

Framework. (Ottawa: Status of Women Canada, 1992)
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e consultation' with women in policy development and, at the program level, in
determining selection criteria, program design and expectations of outcomes;

e 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, freedom from 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 program/policy
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
praclical needs ouly can condemn us to roplicating 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.

S. What 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 from this experience?
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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, self-employment, project feasibility, project management, financial man-
agement, product and service development/invention.

Advanced Skills Training, including:
on-the-job or in-service training in particular skill set, training which assumes compe-
lency in basic skills, management Liaining, apprenticeship training, professional train-
ing, some labour adjustment ‘up-skilling’.
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 model
through the ‘lens’ of the Phase I principles. We also include key references for further
information about each model. Additional references can be found in the annotated bibliography

attached to this report.
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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 barriers 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 distinction 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 industries in crisis.”
(Interviewee)

Basic skills training is learning for living. It includes the core set of generic, transferrable 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. 1 1n Canada, one in five adults is functionally illiterate.
High schools and community colleges across the provinces and territories have drop-out 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 soutce of altetuate
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.

11  See, for example, Economic Council of Canada, A Lot to Leam: Education and Training in Canada. (Ottawa:
Supply and Services Canada, 1992), Premier’s Council, People and Skills in the New Global Economy, (Toronto:

Queen’s Printer, 1990).



iree case studies included here are all currently operating.

1 ne programs described are:

o the Metro Labour Education Centre Literacy and English as a Second Language
program in Toronto, Ontario;

e ABC CANADA’s Workplace Advisory Service, which is available across Canada,
and

e The Native Women’s Training Centre, located in Inuvik, Northwest Territories.

The Metro Labour Education Centre

Why the Program Started

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 ill-equipped 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 Principle 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 progiamn 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 Practical 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
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that they can participate, MLEC negotiates with the employer to provide the appropriate
measures.

Trainers working for the centre must have a Teaching English as a Second Language (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 participants 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 learners, 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 of Education and Training, (OTAB). In the
past, they have been funded under HRDC (EIC), CJS.

Outcomes

Participants receive a certificate from George Brown College when they finish 100 hours of
English classes. They also receive a certificate from 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 re-employed after a labour adjustment program.

Another area where the prograni is consistent with the Principles is that the program provides
access to people who need training the most. Often 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.

- MLLEC 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.

12 Accommodation measures are typically considered to be those adaptations which may be needed to allow people
with specific disabilities to participate. Accommodation measures can also include arrangements such as child care
support for people with family responsibilities, or flex-time for people recuperating {rom temporary illness or life
crises.
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ABC CANADA'’s Workplace Advismjf Service

Why the Program Started
ABC CANADA endeavours to:
raise awareness of the problem of literacy/lack of literacy;

" - promote workplace basic skills education,
- work for the injection of funds into community literacy organizations; and
- represent the concemns 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.

Participation 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
progra.ms.1 ABC’s principles are based on respecting 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 Practical 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 “Leamn
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 joint union/management partnership;
taking place in a geographical area where workplace education has not taken place;

- being replicable in other areas.

13 Our interviewee commented that, while Phase I principles are excellent guidelines, they are not written in plain
language and would need to be rewritten for use in literacy programs.
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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.

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

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 readiness of
the organization to continue and decides on an appropriate action plan. The program and
activities are designed with input from all stakeholders. Evaluation is continuous and 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 problem-solving
skills as well as workplace-specific training or skill-based training. ABC CANADA works from
a capacity building rather than deficit reduction philosophy - building basic skills into an
organization’s overall training and education strategy and strategic plan.

ABC CANADA is funded primarily through private sector fundraising and some government
grants. The programs are sponsored through the employers, sometimes with additional 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 three 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 CANADA 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 educational
institution chosen by the Workplace Advisory Service team. .
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The Native Women’s Training Centre

Why the Program Started

The Native Women’s Training Centre (NWTC) is located in Inuvik, North West Territories.
They offer an eight month training program desi gned to help women become more employable
by developing skills needed in their personal lives and on the job, and by furthering 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.

Participation 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 from 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
fundraising 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, for people with disabilities, when the need arises,
the program finds the resources. For exawmple, 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,
further their education, and help students to make informed 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 further 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 funded through a variety of sources. The primary funding 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 seats
are paid for by the local Social Assistance Recipients Committee, by the Terrtorial Literacy
Office and by the Education, Culture and Employment Council of the Northwest Territories.
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Outcomes
Graduates receive a certificate which recognizes their achievement. While it does not guarantee
advance standing at Arctic College, it is taken into consideration when participants apply for

college entrance.

Best Practices Summary: Basic Skills Training

Below is a summary of the “‘best practices”” in Basic Skills Training derived from both the case
studies, the current literature and shared practice.

Principle 1: A Comprehensive Strategy

e A clear and simply stated set of principles which guide program design, providing a flexible
framework which can accommodate individual needs and which can form the basis for

contracts with all leamners.

e Programs which are part of a broader strategy for community development and lifelong
learning, including links to larger organizations (eg. the labour movement, national literacy

groups) which seek to address systemic barriers to acquiring basic skills.

Principle 2: A Training Culture:
e Partnerships with accredited educational institutions, so that program completion ensures
that participants have access to a ‘ladder’ to further training.

Principle 3: Support Needs

e An integrated approach which provides lateral supports as integral parts of the core of
program design—for example, child care, flexible class and/or job placements arrange-
ments, individual work/learning plans, credit for partial completion, opportunities to return
for advice and support after leaving or completing the program.

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

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

Principles 4 and 5: Accessible, High Quality Training

e ILearner-centred curricula, 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. :

e Provision for follow-up support and assistance with moving into the labour market and/or
on to further education. -
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Bridging Training

“This kind of program makes good economic sense. It stops us from wasting human

resources.”’
(Interviewee)

Bridging programs were first developed for women as a specific response to systemic labour
market barriers. They are programs designed as ‘bridges’ over the barriers which lie between
people and their labour market aspirations. Like Basic Skills programs, they are preparatory
programs which lead to opportunities for success in further training programs or jobs. Bridging
programs incorporate the skills training associated with basic skills training and include an
additional emphasis on self-determination, assertiveness, self-confidence and other learning
which can assist women to overcome the educational, attitudinal and structural barriers they
face in reaching their full labour market potential. With their clear labour market focus, bridging
programs typically include a strong emphasis on-the-job placements and practica as part of the
training program.

The bridging program serves as a first step—a safe, supportive environment combining life
skills, upgrading, basic skills such as numeracy, literacy or English/French as a Second
Language with the fundamentals of job search, interview techniques, and other employment
related skills.

Some bridging programs are specifically designed to move women into trades, technologies,
and operations. WITT (Women’s Introduction to Trades, Technologies and Operations) pro-
grams across the country have shown that the model works well in a wide range of circum-
stances. Other programs are geared for immigrant or visible minority women trying to learn the
culture of the Canadian Labour force. Bridging programs have proven themselves to be highly
successful at assisting women to gain access to male-dominated areas of the labour market.
They provide women with a strong grounding in problem-solving and adaptation to the

challenges of a working world which is frequently insensitive to their needs and interests.

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

Funding for Bridging programs has always been inconsistent. A number have been funded as
demonstration and pilot projects. Others have been funded in the past through the Canadian
Jobs Strategy’s Re-entry Program for women. The model has been thoroughly demonstrated to
be successful but now that specific funding for re-entry programs for women is no longer
available, many bridging programs have disappeared. The recent designation of a Canada-wide
WITT sectoral council may assist in addressing the gap between the need for bridging programs

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.

In addition to the three case studies described here, WITT training is still going on in some
locations. In Saskatchewan, the first bridging program 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 successfully 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:

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

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

e TechPrep, in Vancouver, British Columbia

George Brown College’s Access Division and
Dixon Hall’s 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 further 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 Cullute in this case between George 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.

Participation of Women

The STEP Program provides participants with learning opportunities in secretarial 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. -

14  For example, originators of the TechPrep program, described in this section, have been invited to Pakistan to assist
with adapting the model for use there.



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 programs. The
College’s Access Division has created a separate data base for each of its partner programs.
Each partner program has a separate diploma or certificate. At this time the participants do not
receive official college credit for their community-based program completion. George Brown
and other colleges are exploring expanding articulation agreements to ladder these programs

into the college.

The quality of the STEP program is ensured by the community and the college. The program
staff ensures that each woman receives the personal attention she needs. All the necessary
supports are in place: small class size, learner evaluation, individual learning styles are
accommodated. The College monitors the curriculum, evaluates program materials and guide-
lines, carries out on-going analysis of student outcomes, completion rates and reasons for
withdrawal. The program has a six-month follow-up for graduates.

The program is funded through project-based training funds of the local management office of
Human Resource and Development Canada. Some additional funds come from Metro Toronto

and the province of Ontario.

Outcomes

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

The Women Interested’ in Successful Employment,
(WISE) Program

Why the Program Started

L'his program was established in 1987, based on a proposal submitted by two sponsoring
organizations: the Canadian Congress of Learning Opportunities for Women (CCLOW),
Newfoundland Network, and the Association for Lifelong Learning, the St. John’s-Gander
branch of the Newfoundland and Labrador Association for Adult Education. The program began
as a response to the needs of women who were trying to change careers or re-enter the work
force. More recently, some participants have been women displaced by the crisis in the fishery.
WISE is now incorporated as a community-based non-profit organization, with a provincial
management team and separate advisory committee in each of its three locations.

The program provides an excellent example of bridging training which has managed to expand,
while maintaining its commitment to the Phase I principles and guidelines. Like the STEP
program, it also involves partnerships with local community colleges.
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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.
Curriculum involvement by participants is encouraged and supported. The program design is
flexible to meet individual needs.

Meeting Practical Needs and Strategic Interests

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 leaming. There are four staff in each
location: coordinator, counsellor, instructor and administrative assistant.

The original proposal received funding through the Innovations project of what was then known
as EIC, Employment and Immigration Canada. An additional 10% of the funding was obtained
through the Women’s Policy Office, Newfoundland, in the years from 1987-89. In 1990, WISE
secured new funding sources: the Department of Employment and Labour Relations of the
Government of Newfoundland and Labrador provided core funding which allowed the program
to expand to a second location in central Newfoundland. This funding 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 free 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.

Outcomes

The St. John’s program is evaluated by an external evaluator on an ongoing basis. The evaluator
has found positive changes for the participants in terms of self-confidence. 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.
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TechPrep

Why the Program Started

The Techprep program located in Vancouver, British Columbia, was designed to bridge 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 demonstrated by their

program.

Participation of Women

TechPrep began as a pilot program designed to overcome the systemic barriers which prevent
women from obtaining training and employment in technological fields. The program is also
an avenue for women with foreign credentials to begin to enter the Canadian workforce. 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 guidelines.15 According to
the instructor, ‘‘they are critical.”

The program is developed with regular input from participants and the participants evaluate at
completion. :

Meeting Practical Needs and Strategic Interests

The program model includes: full subsidization for child care as required, income support, Ul
benefits or training allowance, transportation allowances, orientation to non-traditional occu-
pations, work place practica, job search, familiarization with tools, YWCA fitness, personal
and professional lifeskulls taining, instruction in worker rights, and workshops witli role models
to allow for shared person experience of survival in male-dominated occupations and opportu-
nity for fostering future employment contacts. Women participating in the TechPrep 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 and 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.”

15 WITT National Network, “National Generic Standards and Program Development Guidelines for WITT Courses”
(Winlaw, B.C.: WITT, 1992)
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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 funded 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 funding. The province
supplies the collateral supports; day care, transportation and clothing allowance. As with most
other bridging. programs, continuity of funding 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 Technologies,
Computer System, electronics, Mechanical Design and Manufacturing, Process Technologies,
and Biological Sciences. TechPrep’s founders have discovered, 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.

16  Please see our section on Positive Measures Training for some cases where training programs have been developed
specifically to address this common problem.
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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
e Program development based on a set of clear standards, such as the National WITT

guidelines

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

e Linkages with educational and business organizations that provide laddering into further
education or existing job vacancies which provide opportunities for advancement.

e Partnerships with organizations advocating for recognition of foreign credentials.

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

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

o Learner-centred curricula which can accommodate individual needs and capacities

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

For Further Reading

Elizabeth Bohnen, Susan Booth and Judy Klie, Bridges to Equity: Program Manual and
Trainer’s Guide Toronto: City of Toronto, 1991

Shelly Gordon, Operation Access: A Pre-Apprenticeship Bridging Program for Women, Parts
| & 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.: WITT, 1992
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Training in Community Economic Development

“Narrowly-based training for jobs that probably don’t existis demoralizing and a tremendous
waste. We need broad spectrum training that prepares people for work in many Jjobs, for
active participation in community life...”

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
along 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 benefit, rather

than individual wealth. :
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