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Employment Ontario offers a suite of programs
designed to provide employment and training
services to job seekers and employers, apprentice-
ship training to students seeking certification and
employment in a skilled trade, and literacy and
numeracy skills to people who lack basic education
necessary for employment. These programs are
funded by the Ministry of Advanced Education and
Skills Development (Ministry), and the majority are
delivered by third-party agencies.

In order to support the Province’s economic
growth and help ensure Ontarians have long-term
sustainable employment, it is important that these
programs meet the needs of Ontario’s current
and future labour market. While Ontario’s annual
unemployment rate (6.8% in 2015) has generally
been in line with the national average, its youth
unemployment rate (14.7% in 2015) has been con-
sistently higher than the national average over the
last decade by two percentage points.

Our audit found that key programs offered by
Employment Ontario are not effective in helping
Ontarians find full-time employment. Although
the Ministry is redesigning some of its existing pro-
grams, more attention is needed to increase their
effectiveness and improve efficiency. Specifically,
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the Ministry needs to take additional steps to
increase completion rates for apprentices, and to
help people sustain long-term employment in their
field of training. We also noted that the Ministry
lacks the detailed and timely labour market infor-
mation necessary to both improve existing pro-
grams and develop new ones to meet the current
and future labour needs of Ontario. Some of the
significant issues we found include:

o Majority of employment and training
program clients unsuccessful in finding
full-time employment in their chosen
career. The objective of Employment
Ontario’s Employment Service program is to
find long-term sustainable employment for
clients. For 2015/16, at the time of comple-
tion of the program, only 38% of clients were
employed full-time and only 14% had found
employment in either their field of training,
a professional occupation or a more suit-
able job than before the program. Similarly,
in Employment Ontario’s Second Career
program, which is intended to retrain unem-
ployed and laid-off workers for high-demand
jobs, 35% of clients reported being employed
when they completed the program, but only
17% were employed full-time, and only 10%
were employed in either their field of training,
a professional occupation or a more suitable
job at time of completion of the program.



Overpayments to clients who do not com-
plete programs are not being recovered.
Participants in Employment Ontario’s Second
Career program who receive funding for
retraining but do not regularly attend their
program or provide receipts are required to
repay the Ministry. In the last three fiscal
years, $26.6 million that should have been
repaid has been written off as uncollectible.
Less than half of the people who begin

an apprenticeship program in Ontario
complete it. The average completion rate

for apprentices in Ontario (from 2011/12 to
2015/16) was about 47%. Completion rates
for voluntary trades were significantly lower
than for compulsory trades (35% vs. 59%).
Comparable completion results from other
jurisdictions were not available because prov-
inces do not follow a single standard method
to calculate completion rates for apprentices.
Ministry needs to better analyze and
address reasons for low apprenticeship
completion rates. The Ministry does not
review apprentice completion rates by in-class
training provider or employer, and it does not
compile and analyze survey results separately
(for the majority of questions) for those that
completed their apprenticeship program and
those that withdrew. Such analyses would
enable the Ministry to identify those in-class
and on-the-job training providers that may
not be preparing apprentices for success, and
assess the reasons why apprentices did not
complete their apprenticeship. We analyzed
apprenticeship completion rates by employer
and found that, for employers who have spon-
sored at least 50 apprentices since the begin-
ning of the program, there were approximately
100 employers that had a low success rate (i.e.,
less than 20% of their apprentices complete
their apprenticeship) but were still actively
training almost 4,800 apprentices.

Financial incentives to employers may not
be encouraging apprentice certification.

In 2015/16, about 60% ($205 million) of all
apprenticeship funding was paid to employers
through a combination of the Apprenticeship
Training Tax Credit, a signing bonus and a
completion bonus. The first two financial
incentives support apprentices entering

the program, but are not tied to employers
ensuring apprentices complete the program.
The completion bonus, which is more closely
aligned with the Ministry’s goal of increasing
the number of apprentices that get certified, is
half the amount of the signing bonus.
Number of apprentices at risk of non-com-
pletion remains high even after implemen-
tation of a monitoring strategy. The Ministry
began monitoring at-risk apprentices in Nov-
ember 2014. At that time, 16,350 apprentices
were identified as being at risk of not complet-
ing their apprenticeships. About 68% of these
cases were resolved by having the apprentice
exit the system, in effect cleaning out the
Ministry’s database. However, by June 2016,
the number of apprentices at risk increased

to 39,000. Of these, 20,800 were apprentices
identified under the same definition as that
used in November 2014, and an additional
18,200 apprentices were identified under an
expanded definition. Regardless of the defin-
ition used, the number of at-risk apprentices
has increased during the last 1.5 years since
the monitoring strategy was introduced.
Ministry’s monitoring of apprenticeship
training is limited. Although the Ministry

has processes in place to assess an employer’s
qualifications at the time they submit an
application to train an apprentice, it relies on
employers to self-report any changes that may
affect their ability to provide sufficient train-
ing, such as a change in the number of trainers
available to the number of apprentices. Local
Ministry offices we visited during our audit
confirmed that their involvement with employ-
ers is very limited and noted that they visited
employers primarily when complaints were




received. With regard to in-class training, the
Ministry evaluates whether training delivery
agents have the tools and resources to deliver
courses when they are initially approved for
funding, but any monitoring by the Ministry
after that point is complaint driven. Ministry
staff informed us that they do not directly
assess whether instructors are qualified and
whether the courses are taught according to
the curriculum, nor do they compare the quali-
fication exam pass rates by training delivery
agent to identify those with comparatively
high failure rates.
Ministry lacks necessary data to ensure
Employment Ontario programs meet cur-
rent and future labour needs. The Ministry
does not collect or analyze regional informa-
tion on labour force skills supply and demand
to identify what jobs will have a shortage of
skilled workers. According to the Ministry,
there are few reliable sector-wide sources of
information on employers’ anticipated labour
needs. The Ministry does publicly report cer-
tain labour market information every month
(such as unemployment rates by metropolitan
areas, and rate of employment growth by
highest level of education completed and
major occupation groupings); however, this
information is not specific to particular jobs
or trades to allow for an assessment of the
supply or demand for specific occupations.
Also, every four years the Ministry reports on
the likelihood of people finding employment
in various jobs in Ontario. Other provinces,
such as British Columbia and Alberta, report
projected demand by occupation for a 10 year
period that they update annually and biannu-
ally respectively.

This report contains 18 recommendations with

35 action items.

. OVERALL MINISTRY RESPONSE

The Ministry appreciates the work of the
Auditor General and her staff in examining

Employment Ontario’s programs and services.
We value the observations and recommenda-
tions provided as a result of this audit.

While the Employment Ontario network
helped approximately one million Ontarians
in 2015/16, including over 122,800 employers
across Ontario, we agree there is opportunity
to transform Ontario’s employment and train-
ing system to better meet client need, improve
outcomes and ensure our resources are targeted
most effectively.

We remain committed to ensuring clients
get the skills they need to find employment,
including providing effective supports to help
apprentices complete their training and become
qualified journeypersons. The Ministry is
undertaking a multi-faceted, long-term trans-
formation agenda to modernize and integrate
Ontario’s employment and training programs.

Following the recommendations of the
Highly Skilled Workforce Expert Panel, the Min-
istry is developing and implementing a strategy
to help the workforce adapt to the current and
future demands of a technology-driven know-
ledge economy.

The Ministry is committed to reviewing and
continuously improving client outcomes and
ensuring program alignment with current and
future labour market demands. As such, the
Ministry has already begun to take the following
steps:

improved information technology support to

help the Ministry better manage client cases,

and reduce the number and level of potential
overpayments to clients;

exploring new and enhanced sources of

labour market information to identify the

most high-demand occupations and better
support Ministry planning;

reviewing employer supports for apprentice

training to support completion rates and

increase apprenticeship opportunities; and
increased the criteria to expand the scope

of apprentices to be monitored to those for



whom early intervention and supports could

lead to timely completion.

The Ministry will review the Performance
Measurement Framework for Employment
Ontario programs, in order to track and ensure
the program guidelines are achieving sustain-
able and long-term employment outcomes
for clients. The Ministry commits to publish
outcome data as part of the government’s com-
mitment to open data.

Employment Ontario provides employment and
training services and related information for both
job seekers and employers. Services for job seekers
include job listings, career counselling, training for
skilled trades, literacy and other foundational skills
development, and referrals to other employment-
related services. Employers can access services such
as posting a job on the Ministry’s job bank website,
and apply for incentives to hire people, train
apprentices in skilled trades and provide additional
training to their staff.

As of March 31, 2016, there were 27 programs
and services offered under Employment Ontario by
400 third-party service providers. Three of these
programs (Self-Employment Benefits, Summer
Jobs Service, and Youth Employment Fund) were
discontinued in 2015/16 and are winding down.
Programs and services are clustered under the fol-
lowing four categories:

Employment and Training—10 programs
and services that provide supports to people
seeking employment and incentives, and
grants for employers.

Apprenticeship—nine programs and services
to ensure workers receive the required com-
bination of workplace and classroom training
to become certified and employed in a skilled
trade.

Foundational Skills—two programs and ser-
vices comprising literacy and numeracy skills
upgrading for those who lack the necessary
basic education for employment, and bursar-
ies for internationally trained professionals
completing programs at colleges and universi-
ties in order to learn Canadian standards
applicable to their profession.
Labour Market—six programs and services
that provide planning and capacity building
for employment and training at the com-
munity level and provide local employment
services following large-scale layoffs.
Appendix 1 includes descriptions and funding
amounts for all 27 Employment Ontario programs
and services delivered by third-party service provid-
ers and the tax credits and bonuses paid in certain
situations to employers and individuals.

The Ministry of Advanced Education and Skills
Development (Ministry)—formerly the Ministry of
Training, Colleges and Universities—is responsible
for the funding and management of programs

and services offered under Employment Ontario.
The Ministry develops policy for adult education
and labour market training. It also works with the
Ontario College of Trades to set standards for occu-
pational training, such as trade certification and
apprenticeships. In addition, the Ministry operates
some services directly, such as the Employment
Ontario Contact Centre (a toll-free number and
live chat service that offers information on employ-
ment and training programs and referrals to
employment-related services) and the online Job
Bank, which connects employers and job seekers
and allows job searches anywhere in Ontario and
Canada. Employment Ontario is administered

by the Ministry’s Employment Training Division
(Division). The Division manages four regional
offices (Central — Toronto; Eastern — Ottawa;
Western — London; Northern — Sudbury), which are
further divided into 39 local field offices. In total,
the Division has over 800 staff.




However, the majority of programs and services
under Employment Ontario are delivered through a
network of about 400 mostly not-for-profit service
providers at about 740 service delivery sites. Ser-
vice providers include community-based employ-
ment service providers; literacy providers such as
publicly funded school boards; colleges of applied
arts and technology; and other non-college appren-
ticeship training delivery agents such as unions,
employment associations and large employers.

The Division’s staff is responsible for providing
operational oversight, monitoring service quality,
tracking financial information and managing con-
tracts with third-party service providers. Contracts
with service providers typically include project
descriptions, eligibility requirements, budgets,
required reporting to the Ministry and performance
commitments.

In 2015/16, the Division spent $1.3 billion, of
which approximately two-thirds (or $841.1 million)
came from the federal government, to support
employment programming, some of which was
previously delivered by the federal government to
Ontario residents.

The Ministry receives federal funding under
three separate agreements with the federal govern-
ment. These agreements include reporting require-
ments such as audited financial statements, annual
plans outlining priorities and planned activities,
and performance targets and results.

Prior to 2007, there were approximately 500
third-party service sites across the province receiv-
ing funding directly from the federal government,
while Ontario also had its own employment
services delivered through a program called Job
Connect (basically, the current Employment Service
program). Beginning January 1, 2007, the federal
government transferred ongoing responsibility
for the design and delivery of employment and
skills training programs to Ontario. As a result, the
Ministry inherited the federally funded service pro-

viders and 568 federal employees, and underwent a
process to reduce the network of Employment Ser-
vice providers in 2014 to its current number of 171.

Figure 1 shows the total payments the Ministry
made over the last five years to third-party service
providers under each of the four Employment
Ontario program categories.

Nearly 90% of the total transfer payments provided
by Employment Ontario to third-party service
providers are for programs and services under the
Employment and Training and Apprenticeship
categories.

Key Employment and Training programs are
Employment Service—a network of third-party
service providers that deliver career counselling
and support services for people at the community
level; and Second Career—a program that funds
skills training in high-demand occupations for
people who are unemployed or have been laid-off.
Combined, these two programs receive two-thirds

Figure 1: Payments to Third-Party Service Providers in
the Four Core Program Categories,
2011/12-2015/16 ($ million)

Source of data: Ministry of Advanced Education and Skills Development

Labour Market
Foundational Skills
Apprenticeship
Employment and Training

$980.8 $983.0
$910.6  $919.3

$1,100
$1,000
$900
$800
$700
$600
$500
$400
$300
$200
$100

$933.1

0
2011/12 2012/13 2013/14 2014/15 2015/16



of the funding in this category (see Appendix 1).
Appendix 2 details the roles and responsibilities of
both the Ministry and third-party service providers
delivering employment and training programs.

The goal of Employment Service is to help people
find sustainable employment. Individuals can find
out about employment and training services by
visiting an Employment Service provider or one
of the Ministry’s local field offices located across
the province; by calling the Employment Ontario
Call Centre; or by accessing the Ministry’s website.
In 2015/16, 673,000 people were served by third-
party service providers funded by the Ministry. The
majority of clients required minimal intervention
(478,000) and were served through low-cost,
self-serve tools such as outlines and tips for creat-
ing a resume. The remainder (195,000) required
more intensive, tailored intervention to meet their
individual needs, such as coaching people for job
interviews. These people are referred to as assisted
clients. Services provided, whether to assisted or
unassisted clients, include:
Client service planning and co-ordination,
which provides the initial point of contact for
people to access Employment Service. Service
providers meet with clients to explore their
career, employment and training goals and
direct them to the appropriate services.
Resource and information, providing an
unassisted resource available to everyone in
the community that includes information on
local training and employment opportunities,
community service supports, occupational
and training requirements, and resources to
support unassisted job search.
Job search guidance, offering individualized
assistance in career clarification and goal
setting, skills and interest assessment, and
interview and employment preparation.
Job matching, placement and incentives to
match client skills and interests with employ-

ment opportunities and employer needs.
Clients using this component need work
experience or on-the-job training placement
for which the employer may receive an incen-
tive up to $8,000 per individual.

Job and training retention for those needing
further help or counselling to succeed. This
includes enhanced coaching, mentoring and
follow-up for participants and employers
who are unlikely to succeed without further
assistance during and after employment and
placement.

The Employment Service program is delivered
across the province at over 320 sites run by 171
third-party service providers. Approximately 95%
of these service providers are non-profit organ-
izations, while the remaining providers include
publicly funded school boards and some for-profit
businesses.

The Ministry funds third-party service providers
for operating costs, employer incentives for hiring
program participants and client supports to reduce
barriers to employment (such as providing bus fare
and suitable clothing for job interviews). Funding
is determined for each site operated by a service
provider by taking into consideration the targeted
number of clients to be serviced, employment and
demographic conditions within the community
where the site operates (labour market indicators),
and the relative costs of doing business in that com-
munity (location indicators). For a more detailed
description of the funding model, see Appendix 3.

For the five-year period from 2011/12 to
2015/16, Ministry funding for the Employment
Service program increased by 8% (or 2% when
adjusted for inflation), while the number of assisted
and unassisted clients served increased by 29% and
4% respectively, as illustrated in Figure 2.

The Second Career program supports unemployed
or laid-off individuals that require skills training to
find employment in high-demand occupations in
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Figure 2: Five-Year Trend in the Number of Clients and Funding for Employment Services, 2011/12-2015/16

Sources of data: Ministry of Advanced Education and Skills Development, and Statistics Canada
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Ontario. The goal of the program is to return indi-

viduals to employment in a career of their choosing.

The program is administered directly by the Min-
istry through its 39 local field offices.

To be eligible for the Second Career program, a
candidate must demonstrate that the career they
want to train for is in demand by providing evidence
of employment prospects within the province.
Employment Service program service providers
assess clients for eligibility and help them complete
an application for Ministry review and approval.

Once deemed eligible and suitable for the
Second Career program, the Ministry determines
the amount of funding to provide to the client
by assessing their financial needs, taking into
consideration basic living expenses and household
income from all sources. Approved clients then
enter into a contract with the Ministry. In 2015/16,
8,600 people began skills training for high-demand
occupations such as transport truck drivers and
heavy equipment operators.

2013/14

2014/15 2015/16

Assistance is provided to cover all or a por-
tion of the cost of tuition and/or living expenses
up to $28,000. Additional assistance may also
be provided to cover all or part of the incidental
costs of participation, such as expenses relating
to child care, disability needs, transportation and
accommodation.

The median amount of funding received by an
individual that completed the program decreased
from $14,900 for those that started in 2011/12 to
$14,000 for those that started in 2014/15, which
represents a 6% decrease in individual funding.

Monitoring and Measuring Employment

Service and Second Career Service Provider

Performance
The Ministry has developed an accountability
framework that describes the three primary activ-
ities used to monitor service providers (completion
of risk assessments of service providers’ operations;



site compliance visits; and review of key perform-
ance indicators), in order to determine the appro-
priate level of Ministry oversight required.

The purpose of a risk assessment is to ensure
a service provider can deliver contracted employ-
ment services. According to Ministry policy, a risk
assessment is to be completed by the Ministry for
each service provider every two years for low-risk
providers and annually for medium and high-risk
providers. Areas of risk examined during the
assessment are governance and organizational;
service delivery and operational; financial; human
resources; technology and information; and legal
and compliance. The service provider is required to
develop an action plan to correct any deficiencies
identified during the risk assessment. The Min-
istry’s policy is to follow up on progress with action
plan items on an annual basis for those assessed
as low and medium risk, and every six months for
those assessed as high risk.

The purpose of a site compliance visit is to
ensure the service provider is in compliance with
the requirements set out in both their contract and
Ministry guidelines. Site compliance visits must
be completed annually by the Ministry for each
Employment Service site. During a site compliance
visit, Ministry staff review the resources and infor-
mation on site; verify that information reported
in the Ministry’s information system agrees with
source documents; and conduct an informal client
survey of a minimum of two clients or participants
on site. Ministry staff document any instances of
non-compliance noted during the site compliance
visit and set a deadline for the service provider to
address the issue. Almost all sites were visited in
each of the last two fiscal years.

The purpose of the Ministry’s performance
management system is to evaluate service providers
in the areas of effectiveness, customer service and
efficiency. There are corresponding indicators for
each area, as shown in Figure 3. The indicators are
used to calculate a service quality score. There is a
minimum service quality score set by the Ministry.
In addition, each service provider has an individual

targeted service quality score as specified in their
agreement with the Ministry.

Where any funded service delivery site is not
meeting the Provincial service quality standard
score, the Ministry continues to fund operations
at the site while it increases its monitoring efforts
through either:

Directed improvement process—for a
service provider that is not in compliance
with the minimum Provincial service quality
standard. The service provider is required

to submit an action plan to address the risks
identified within 10 business days. The time
frame for achievement of the action plan
deliverables is six months.

Official review—for a service provider site
that is meeting the minimum Provincial
service quality score but is not in compliance
with its agreement (such as not following

up with clients or not submitting reports as
required) and not achieving the improvement
targets agreed to in its prior year’s business
plan. In such cases, the Ministry recommends
that the service provider submit an action
plan within five business days signed by the
Board Chair that addresses the risks identified
and includes a timeline for implementation
that should not exceed six months.

Ministry employment training consultants are
assigned to monitor service providers. On a quar-
terly basis, the consultant summarizes perform-
ance, funding information and issues resulting from
monitoring activity for each service provider site.
This information is intended to support regional
risk management and inform future service deliv-
ery and funding decisions that pertain to the site
and/or service provider.

Apprenticeship combines on-the-job and in-class
training in a skilled trade. In Ontario, there are
156 different skilled trades in four main sectors:
construction (such as electricians and plumbers),
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motive power (such as automotive mechanics),
industrial (such as tool and die makers and weld-
ers), and service (such as child-care workers).
Twenty-two of these skilled trades are designated
compulsory and 134 are designated voluntary.
Compulsory trades are mainly in the construction
and motive power sectors, whereas voluntary
trades exist in each of the four sectors. People work-
ing in a compulsory trade must be certified through
a final examination process in order to practise
legally in Ontario. People in some voluntary trades
may also choose to be certified in this manner (such
as a general carpenter or an industrial electrician)
even though it is not legally required, because
it increases the level of professional respect and
public confidence in the trade and is valued by
some employers and unions. The certification
process differs by trade and is intended to ensure an
apprentice has the technical and hands-on skills to
meet industry standards.

According to the Ministry, the average age
of an apprentice at time of registration is 27,
and training can take from two to five years to
complete. Approximately 85%—-90% of apprentice-
ship training takes place on the job, while the
other 10%-15% of training is in the classroom.
Apprentices are paid by their employer during their
on-the-job training, but typically not during in-class
training. Apprentices may apply for Employment
Insurance if eligible. Once apprentices successfully
complete their training, their employer may choose
to retain them as fully qualified tradespeople.

The Ontario College of Trades (College) was
established through legislation by the Ministry
in 2013 as the regulatory body for skilled trades
in Ontario. The College is responsible for setting
on-the-job training requirements and curriculum
for in-class training. See Appendix 4 for further
information about the College.

The Ministry subsidizes the cost of in-class appren-
ticeship training, provides financial supports to

apprentices (such as loans for tools), and provides
financial incentives to employers, including:
Apprenticeship Training Tax Credit—
Employers can receive a tax credit of up
to $15,000 for each apprentice they hire
and train ($5,000 per year for the first 36
months of training). The tax credit follows
the apprentice; therefore, if the apprentice
changes employers, the unclaimed portion
of the tax credit can be claimed only by the
new employer. For the last five fiscal years,
employers have claimed a total of $1.15 billion
in tax credits. This tax credit is claimed on the
employer’s tax return and is processed by the
Canada Revenue Agency.
Signing Bonus—Employers who hire an
apprentice who is a participant of an Employ-
ment Service program will receive $2,000
from the Ministry. The payment is made in
two equal instalments: at the time a training
agreement is registered with the Ministry and
six months after registration if the apprentice
is still working for the employer. Employers
typically hire few apprentices through the
Employment Service program. For the last five
fiscal years, the Ministry has paid a total of
$3.2 million in signing bonuses.
Completion Bonus—Employers receive a
one-time taxable $1,000 bonus from the Min-
istry for each apprentice who completes their
training and becomes certified under their
employment. For the last five fiscal years, the
Ministry has paid a total of $27.8 million in
completion bonuses.
At the time of our last audit of the Apprentice-
ship program in 2008, the Ministry’s priority
for this program was increasing the number of
registered apprentices. When we conducted our
follow-up in 2010, the Ministry was switching its
focus to increasing the number of apprenticeship
completions.
The Ministry’s monitoring of the apprenticeship
program is conducted primarily through surveys.
Two surveys are conducted annually:




Student Satisfaction and Engagement
Survey of in-class apprentice training, which
has been completed by colleges since 2013/14
and by non-colleges commencing in 2015/16.
The survey obtains apprenticeship feedback
on program usefulness, learning experience,
quality of service and quality of facilities, as
well as an overall satisfaction rating. Surveys
are administered by the training delivery
agents rather than by the Ministry, and
responses are compiled by an independent
research firm on behalf of the Ministry.
Apprenticeship Survey of people who com-
pleted their apprenticeship and those who
withdrew. This survey was developed by the
Ministry, and is administered by Ipsos Reid.
Apprentices who are not progressing through
their programs can have their registration can-
celled, suspended or proposed for suspension by
the Ministry. An apprentice can also have their
registration cancelled by the College if they don’t
pay their membership fee. The apprenticeship
program in Ontario is described in further detail in
Appendix 5.

As of March 31, 2016, there were approximately
85,800 active apprenticeships, 26,700 employers
acting as sponsors to provide on-the-job train-
ing, and 67 training delivery agents (comprising
Ontario’s 24 colleges of applied arts and technol-

ogy and 43 non-colleges) providing in-class train-
ing. Figure 4 breaks down the number of skilled
trades, apprentices and employers by sector as at
March 31, 2016.

Five-year trend data on the number of apprenti-
ces, employers and the amount of Ministry funding
(adjusted for inflation) for apprenticeship pro-
gramming is shown in Figure 5. Between 2013/14
and 2014/15, there was a significant drop in the
number of apprenticeships (32%) and employers
(24%). The drop coincided with the establishment
of the College in 2013. According to the Ministry,
many apprentices in voluntary trades (who are
not required under legislation to register with
the College) opted out of registering and paying
membership dues, in effect cancelling their appren-
ticeship training agreement with the Ministry and
withdrawing from the apprenticeship program.
However, since the number of apprentices that had
in-class training remained relatively constant from
one year to the next, total payments to training
delivery agents also remained relatively constant.

In 2015/16, approximately 76% of apprentices
entered into apprenticeships with an employer
independently, 4% found an employer to train them
through the Employment Service program, and
the other 20% entered through the Ontario Youth
Apprenticeship program, an Employment Ontario
program that offers youth the opportunity to train
as an apprentice while completing high school.

Figure 4: Number of Trades, Apprentices and Employers by Sector as at March 31, 2016

Source of data: Ministry of Advanced Education and Skills Development

Compulsory  Voluntary Total Compulsory Voluntary Total
Construction Trades 11 29 40 20,100 15,100 35,200 9,000
Service Trades 1 34 35 4,700 16,100 20,800 7,000
Motive Power Trades 9 11 20 14,800 2,000 16,800 7,500
Industry Trades 0 45 45 - 13,000 13,000 3,200
Total 21 119 140* 39,600 46,200 85,800 26,700
% Breakdown 15 85 100 46 54 100

* Although there are 156 skilled trades in Ontario, only 140 trades had apprentices as at March 31, 2016.



Figure 5: Five-Year Trend in Apprenticeship Funding,! Apprentices and Employers, 2011/2012-2015/16

Source of data: Ministry of Advanced Education and Skills Development. Inflation adjustment factors obtained from Statistics Canada
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. Payments to apprentices include loans for tools and other income support programs.
. Payments to training delivery agents comprise funding for delivering in-class training, including funding for examination preparation courses.
. Payments to employers comprise the Apprenticeship Training Tax Credit and bonuses paid to employers when they take on an apprentice and when the

apprentice successfully completes their program. The Apprenticeship Training Tax Credit is managed by the Ministry of Finance but since 2012/13 has been
recorded as an expense of the Ministry of Advanced Education and Skills Development.

In addition to the funding and oversight of Employ-
ment Ontario programs, a key responsibility of the
Ministry is to ensure that these programs meet both
the current and future labour needs of Ontario.
Timely provincial and local labour market infor-
mation, such as data on in-demand jobs that are
projected to have a shortage of skilled workers, is
necessary to make informed decisions when devel-
oping employment training programs or undertak-
ing workforce planning.

Labour market information collected and
reported publicly by the Ministry every month
includes unemployment rates by metropolitan
areas within the province, and in comparison

to Canada overall; and the rate of employment
growth by highest level of education obtained (e.g.,
high school or university) and by major occupa-
tion groups (such as health; management; and
trades, transportation and equipment operators
and related occupations). The Ministry informed
us that the primary source of this data is Statistics
Canada’s Labour Force Survey. This information is
not specific to particular jobs or trades to enable an
assessment of the supply and demand for specific
occupations.

The Ministry periodically develops employment
prospect ratings that compare the likelihood of
residents finding work in about 200 occupations
in Ontario. This information was last developed in
2013 for the period 2013-17 using data from the




federal government’s Canadian Occupational Pro-
jection System and forecasts from the Ministry of
Finance. The latest projections from the Canadian
Occupational Projection System were based on
data obtained from the 2011 Labour Force Survey
that was released in 2013. These projections are
normally updated every two years, but the most
recent updates have been delayed by Statistics
Canada. Therefore, the information used for the
projections are five years out of date. The Ministry
rates employment prospects by occupation as either
“Above Average,” “Average,” or “Below Average,”
with respect to the likelihood of finding stable work
in that occupation and the pace of wage increases
relative to those in other industries or occupations.

Our audit objective was to assess whether the
Ministry has effective systems, processes and pro-
cedures in place to:
ensure programs and services are being deliv-
ered in accordance with established program
requirements;
ensure that the Ministry and its delivery agen-
cies are providing programs and services to
clients in an economical and efficient manner;
and
measure and report on the effectiveness of the
programs in meeting their objectives.

Our audit focused on the major program offer-
ings within the Employment and Training and
Apprenticeship categories, as these two areas
combined accounted for about 90% of all transfer
payments. We looked at information available for
the Ministry’s overall planning of employment and
training services and the methods used by the Min-
istry to evaluate program achievements.

Audit work was primarily conducted at the
Ministry’s corporate office, two of its four regional
offices, and six local field offices in those regions.
In 2014/15, the two regional offices selected for

detailed audit work (Central and Western regions)
collectively served 78% of employment service
clients and 74% of active apprentices. These regions
also accounted for 72% of transfer payments for
employment services and 60% of transfer payments
for apprenticeship training. We also completed
work at six local Ministry field offices in the regions
selected and visited three third-party service pro-
viders in these regions to gain an understanding of
how employment services were being delivered.

In conducting our audit we reviewed relevant
documents, analyzed data and information,
interviewed appropriate Ministry and service pro-
vider staff and reviewed key studies and relevant
research from Ontario and other jurisdictions.

For each of the programs focused on, we
obtained, reviewed and analyzed information
specific to those areas. For the Employment and
Training programs we examined the Ministry’s use
of labour market and location indicators and its
processes for assessing the service providers’ ability
to deliver employment services, monitoring service
providers’ performance and managing contracts.
For the Apprenticeship programs we examined
completion rates by trade and sector, pass rates for
in-class training and qualification exams, results of
surveys conducted with apprentices and employ-
ers, funding provided, steps being taken by the
Ministry to improve outcomes, and best practices
in other jurisdictions. We also met with the CEO of
the Ontario College of Trades to discuss its function
and mandate.

We reviewed key studies, including the Employ-
ment and Training Services Review, September 2013,
done by the Social Research and Demonstration
Corporation, which made recommendations to
improve employment and training programming;
Apprenticeship in Ontario: An Exploratory Analysis,
January 2015, done by the Higher Education
Quality Council of Ontario, which gives an over-
view of the apprenticeship system and identifies
areas of strengths and weakness; and the report
released by the Premier’s Highly Skilled Workforce
Expert Panel in June 2016, entitled Building the



Workforce of Tomorrow. The panel, which included
university professors, public policy advisers and
executives of corporations, made recommenda-
tions to strengthen Ontario’s workforce to meet the
demands of a technology-driven economy.

Based on Ministry data, employment and training
programs and services resulted in relatively few
people finding full-time employment, or employ-
ment in their field of training.

Based on our calculations, in 2015/16, only 38%
of Employment Service program participants
were employed full-time, and only 14% had found
employment in their field of training, found a more
suitable job than before the program, or were
employed in a professional occupation or trade at
the time of program completion.

The Ministry’s target for Employment Service is
that at least 69% of clients are employed (including
self-employed) or on a career path, and an addi-
tional 10% of clients are in an education or training
course at program completion. The Ministry met its
target in 2015/16, as 68% of individuals reported
being employed or on a career path as a result of
the program, and 13% reported being in an educa-
tion or training program.

Outcomes for 2014/15 were similar, but when
service providers followed up with participants
three to 12 months after they had received employ-
ment services, the percentage employed or on a
career path had dropped to 52%. However, service
providers were not able to contact 28% of partici-
pants by the end of the 12-month follow-up period.

However, numerous categories were used to
indicate participants’ employment status at vari-
ous points after receiving employment services.
We noted that these categories were not mutually
exclusive, yet the Ministry assigned participants
to only one. For instance, someone categorized as
“employed in a profession/trade” could also have
been “employed full-time” or “employed part-time.”
Therefore, results in any of the categories could
be understated and not provide the Ministry with
an accurate picture of how well its programs are
performing.

We noted similar results with the Second
Career program—intended to retrain unemployed
and laid-off workers in order to find employment
in high-demand occupations. The Ministry has not
established targets for these measures, but given
that people are getting trained in high-demand
occupations, one would expect that a high per-
centage would find employment. Of those who
completed the training in 2015/16, only 35% of
participants reported being employed at the time
of completion (17% employed full-time), and only
10% reported being employed in their field of train-
ing. Outcomes for 2014/15 were similar, but when
service providers followed up with these partici-
pants 12 months after they completed the program,
employment results had improved. That is, 81% of
contacted participants reported being employed,
44% reported being employed full-time, and 22%
reported being employed in a field relevant to their
training. For this program, the Ministry was able to
contact two-thirds of participants for the 12-month
follow-up.

The Ministry’s Targeted Initiative for Older
Workers—intended to help unemployed older
workers in vulnerable communities increase
their employability—has set a target of 84% of
participants completing the program and 50% to
be employed at time of exit and three months after
finishing the program. In 2015/16, 75% of partici-
pants completed the program. Of those, 69% were
employed at time of program completion and 63%
of participants were employed three months after




they exited the program. However, in the prior two
fiscal years the employment targets at three months
after completing the program were not met. For
fiscal 2014/15, 69% of those that completed the
program were employed at time of program com-
pletion, but only 40% were employed three months
after they exited the program. For fiscal 2013/14,
59% of those that completed the program were
employed at time of program completion, but only
43% were employed three months after they exited
the program.

Outcome measures for the Canada-Ontario
Job Grant—funding for employer-led training for
upgrading of skills specific to their business—are
based on surveys of grant recipients. In 2015/16 the
results showed:

the percentage of employers who considered
the training to have had a positive impact
(98%), improved job performance (88%) and
employee retention (95%); and

the percentage of employees/trainees satis-
fied with training quality (92%), percentage
where credentials were obtained through the
training (68%), and percentage who felt train-
ing increased job quality (32%).

At the time of our audit, we noted that the Min-
istry had not established internal outcome measures
for the remaining two employment and training
programs—Ontario Job Creation Partnership and
Ontario Employment Assistance programs. Further,
the Ministry followed up with only a small portion
of Employment and Training Program participants
at three, six and 12 months after program comple-
tion, which does not allow for an adequate assess-
ment of the long-term impact of the programs.

RECOMMENDATION 1

In order to improve the effectiveness of employ-
ment and training programs, the Ministry of
Advanced Education and Skills Development
should:
establish outcome measures and associated
targets for the two programs that do not

have measures—Ontario Job Creation Part-
nership and Ontario Employment Assistance
programs;

review instances where program outcomes
do not meet targets and take corrective
actions;

revise employment status categories to
enable more useful outcome information;
and

develop strategies that would enable follow-
up with more participants at three, six and
12 months after receiving services from all
programs.

[ miINISTRY RESPONSE

The Ministry agrees with the Auditor’s recom-
mendation, and will develop and implement
new outcome measures for the Ontario Employ-
ment Assistance Services and the Ontario Job
Creation Partnership.

The Ministry will also regularly review
outcomes against targets and take corrective
action where necessary. This should help ensure
services meet client needs and are delivered
effectively and efficiently.

As part of the review of the Performance
Management Framework for Employment
Services, the Ministry will enhance our system
to enable follow-up with more participants, so
we can more effectively measure, analyze and
improve client outcomes. The changes we are
exploring include:

improving consistency of follow-up require-

ments across employment and training

programs;

examining roles, responsibilities and

accountabilities with respect to participant

follow-up; and

establishing consistent and common def-

initions for employment status categories

across all programs.



As discussed in Section 2.4.1, funding for each
third-party service provider of Employment Service
is determined by taking into consideration the
targeted number of clients to be served, as well as
labour market and location indicators.

In 2015/16, the average funding per site per
client served (excluding those doing independent
research and job searching) was $1,828 and ranged
from $387 to $5,162. Client costs per site were
highest in the Northern region and relatively simi-
lar in the other three regions.

We had the following concerns with the inputs
used to determine funding for Employment Service:
In general, Employment Service sites that
exceed the average for each labour market and
location indicators currently used in the fund-

ing model receive more funding in relation

to other sites. However, the Ministry has not
updated the averages of these indicators since
2009/10. As such, they may not reflect the cur-
rent relative employment, demographic and
cost conditions in place at a service provider’s
site, so sites may not be receiving the correct
proportion of overall funding.

The targeted number of clients to be served by
each service provider has remained relatively
constant for at least the past three years, even
though some service providers are consist-
ently serving fewer clients than planned for in
their service contracts. For example, service
providers for 40 of 322 sites missed their
intake targets by at least 10% in both 2014/15
and 2015/16, but only four sites had their
targets, and therefore funding, reduced for
2016/17. We would expect that funding would
be adjusted in future years for service provid-
ers that consistently miss their intake targets.

RECOMMENDATION 2

To ensure funding is properly allocated to
service providers of Employment Service, the
Ministry of Advanced Education and Skills
Development should:
periodically update information related to
the labour market and location indicators
used in the funding model to ensure they
reflect current employment, demographic
and cost conditions in communities across
the province; and
ensure that the targeted number of clients to
be served by each service provider, and the
associated funding, are adjusted to reflect
the actual level of services being provided.

. MINISTRY RESPONSE

The Ministry agrees with this recommendation.
Using new census data expected in November
2017, the Ministry will incorporate updated
labour market information into the calculation
of Employment Service funding. In addition,
Ontario’s Highly Skilled Workforce Strategy
includes the development of more local, rel-
evant and timely labour market data. The Min-
istry will explore information-sharing with the
federal government to support access to more
timely information.

Recent improvements in our business plan-
ning process, including a tool that outlines the
current process and calculation for service pro-
vider intake targets, was released for business
planning in October 2016 for contracts effective
April 2017. It will ensure that a consistent
approach for intake targets is applied through-
out the province.

In addition, staff will now be available to
provide guidance and support to local offices in
the application of the process and tool. This is
expected to support a responsive approach to
adjusting service provider targets and the asso-
ciated funding for contracts.



Second career clients may receive funding in equal
instalments every two weeks over the term of their
agreement or a lump sum depending on the type
of expense being covered. Clients are required to
submit receipts throughout the funding period,
but only after funding is received. In most cases,
clients must repay the Ministry if they don’t provide
receipts of approved expenses, no longer regularly
attend their education program, receive a refund
from the training institution they registered with,
or receive funds they are not entitled to. Any
amount not paid back by the time the client’s file is
closed is forwarded for collection to Ontario Shared
Services at the Ministry of Government and Con-
sumer Services. Amounts Ontario Shared Services
is not able to collect are written off after two years.

In the last three fiscal years (2013/14-2015/16),
$30.1 million in overpayments was forwarded
for collection to Ontario Shared Services. This
represents 6% of total program funding for that
period. During the same period, Ontario Shared
Services wrote off $ $26.6 million in overpayments
to Second Career clients.

Given the sizable amount of overpayments and
amounts written off, the Ministry could prevent or
minimize future losses by flowing only a portion of
the approved funding in advance of receipts (for
example, the first one or two months in the pro-
gram, to provide clients with an initial cash flow),
and basing all future payments on receipts submit-
ted by clients.

RECOMMENDATION 3

In order to minimize the amount of unrecovered
overpayments to Second Career clients, the Min-
istry of Advanced Education and Skills Develop-
ment should evaluate the benefits of providing
funding to clients in advance of getting receipts
only for the initial instalments (of one or two
months), and requiring receipts prior to provid-
ing funds for remaining instalments.

. MINISTRY RESPONSE

The Ministry acknowledges that overpayments
to Second Career clients has been an issue and
has been working to minimize them. In April
2016, the Ministry made a number of changes
to information systems and business processes,
such as more frequent reconciliation of receipts
(quarterly instead of at the end of the contract).
The Ministry will review the impact of these
changes and consider additional improvements,
should they be required, in the spring of 2017.

Our assessment of the Ministry’s primary activities
used to determine the appropriate level of Ministry
oversight of Employment Service providers—
completion of risk assessments of service providers’
operations, site compliance visits and review of
key performance indicators—as described in Sec-
tion 2.5, highlighted the following deficiencies.

The Ministry did conduct the required risk assess-
ment of all service providers within the last two
years and rated 97% of service providers as low risk
and the remaining 3% as medium risk.

We reviewed the Ministry’s follow-up activities
for all service providers rated as medium risk in
their last risk assessment, which was the lowest
rating received. Although the Ministry is required
to follow up on deficiencies on an annual basis, we
found that none of those rated as medium risk in
2014/15 had a follow-up assessment completed in
2015/16 as required. Furthermore, for those service
providers assessed as medium risk in their last two
assessments, many of the same deficiencies were
noted in both assessments.



Figure 6: Service Quality Scores and Monitoring Performed by Ministry for Employment Service Sites

Prepared by the Office of the Auditor General of Ontario
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1. A service quality target is established for each site as a component of the service provider's contract with the Ministry.
2. The Ministry did not have a formal centralized tracking process for the Directed Improvement or Official Review process for 2013/ 14.

Based on a sample of site compliance files we
reviewed, we noted that 68% of the site visits had
instances of non-compliance with their contract or
with Ministry guidelines identified by the Ministry’s
employment training consultants. These deficien-
cies required follow-up actions, but only one-third
of the sites had submitted action plans to the
Ministry indicating how they would be addressed.
There was no evidence on file that the Ministry had
followed up with the other two-thirds of sites with
deficiencies.

Common deficiencies resulting from site visits
included inconsistencies between information in
the service providers’ files and what they entered
into the Ministry’s system; poor documentation
practices (such as no documented justification for
client referrals to other services, and incomplete or
illegible case notes); and follow-ups with clients not
being done at three, six and 12 months after they
completed their service, as required by the service
provider guidelines. We noted that the Ministry
had not analyzed common deficiencies in order to
address them system-wide.

For the last two fiscal years, almost all sites that
failed to meet the minimum Provincial service qual-
ity standard were put on the directed improvement
process, as shown in Figure 6. However, almost
none of the sites that met the minimum Provincial
standard but failed to meet their service quality
target agreed to with the Ministry in either of the
last two years were put on official review. As a
result, we noted that without enhanced monitoring
efforts, seven sites failed to provide the quality of
service they had agreed to under their contracts for
the last three consecutive years.

RECOMMENDATION 4

To ensure Ontarians seeking employment and
training services receive quality service, the
Ministry of Advanced Education and Skills
Development should:
employ enhanced monitoring efforts in place
for all sites that fail to meet either the min-
imum Provincial quality standard or their
targeted service quality scores; and
ensure corrective action is taken within the
timelines established.




. MINISTRY RESPONSE

The Ministry agrees with the recommendation.
The Ministry will ensure enhanced monitoring
is used for all underperforming service provid-
ers through processes such as Directed Improve-
ment and Official Review.

We will implement enhancements to more
closely track and monitor service providers’
progress on improvement plans, and explore the
development of new activity reports. Addition-
ally, the Ministry will implement a staff training
strategy to ensure appropriate and consistent
application of our monitoring framework.

We will review our existing framework, tools
and resources to ensure staff are actively mon-
itoring service provider improvement plans, and
that corrective actions are being taken within
established timelines.

RECOMMENDATION 5

The Ministry of Advanced Education and

Skills Development should identify common
deficiencies among service providers during its
various monitoring activities and address these
system-wide.

[ viNisTRY RESPONSE

The Ministry agrees with this recommendation.
The Ministry is exploring options to create and
implement a solution to track the results of
service provider monitoring activities in order to
identify and analyze provincial trends.

As a first step, the Ministry will dedicate
resources to identify and analyze trends and
gaps. This work will inform the development
of provincial strategies to address any network-
wide issues.

Effectiveness indicators, used to measure the impact
or outcome of the services provided, are based on
the client’s employment or training status only at
the time they exit the program. Ministry guidelines
require service providers to follow up with clients at
three months after they have exited the program to
determine their employment status. If there is not
yet a positive result for the client, another follow-
up is required at six months and yet another at 12
months if there is no positive result. Often these
later outcomes differ significantly from initial out-
comes, as already discussed in Section 4.1.

For both of the efficiency indicators (that is, the
number of clients to be served and the number of
information sessions or workshops to be held),
targets set by the Ministry with service providers
are too easily achievable (see Figure 3). This is evi-
denced by the fact that in 2015/16, sites met 95% of
their targets (on average) for the number of clients
they were to assist, with half of the sites achieving
100% or more of their targets. As well, the average
percentage achieved by sites for information ses-
sions and workshops held was 151%, with 90% of
sites achieving 100% of their targets or greater.

RECOMMENDATION 6

To properly evaluate the service providers’ per-
formance, the Ministry of Advanced Education
and Skills Development should:
incorporate longer-term outcomes of clients’
employment or training status into the



measure of service provider effectiveness to
provide a better indicator of whether pro-
gramming is resulting in sustainable employ-
ment; and

set meaningful performance management
targets for the efficiency indicators.

. MINISTRY RESPONSE

The Ministry agrees with this recommendation.
As part of its broader work to transform employ-
ment and training services, the Ministry will
review and make changes to how performance
is measured and managed in its programs, with
a focus on tracking and improving long-term,
sustainable employment outcomes. Changes
may include:
improved methods of data collection to
determine the long-term employment, train-
ing and education outcomes of participants;
integration of long-term outcomes data into
service quality standards for Employment
Ontario delivery providers; and
updating efficiency targets.

According to the Ministry’s 2015 Apprentice-
ship Survey, 70% of those who completed their
apprenticeship program were employed in their
trade. However, as shown in Figure 7, the average
completion rate for apprentices in Ontario for the
five-year period from 2011/12 to 2015/16 is only
46% for a Certificate of Apprenticeship and 47%
for a Certificate of Qualification. The construction
sector had the highest average completion rates
for both types of certificates, while the service and
industrial sectors had the lowest average comple-
tion rates for Certificates of Apprenticeship and
Certificates of Qualification, respectively.

For the 20 trades in highest demand by appren-
tices, those with the highest completion rates in
2015/16 were power line technicians (75%), and

hairstylists, electricians and plumbers (at almost
70%). All but one of these are compulsory trades.
The trades with the lowest completion rates were IT
customer service agents (4%), cooks (27%), indus-
trial electricians (29%) and auto body and collision
repairers (30%). Except for the last trade, these
were voluntary trades.

Completion rates were substantially higher
for those training for a compulsory trade than for
a voluntary trade, an average of 59% vs. 35%,
respectively. This is understandable, as certifica-
tion is required to work in a compulsory trade,
but not in a voluntary trade. Nevertheless, the
Ministry provides the same amount of funding for
skilled trades requiring the same levels of training,
regardless of whether it is a compulsory or volun-
tary trade. The amount spent by the Ministry on
apprentices who did not complete their program
is not known because the Ministry does not track
funding by apprentice.

RECOMMENDATION 7

In order to maximize the benefit of Apprentice-
ship Program funding, the Ministry of Advanced
Education and Skills Development should seek
ways to increase the completion rate of appren-
tices by:
developing and implementing strategies to
improve completion rates for apprentices in
both compulsory and voluntary trades; and
evaluating whether it should change the
degree of funding it provides for apprentice-
ship training in voluntary trades as com-
pared to compulsory trades.

[ viNisTRY RESPONSE

The Ministry agrees with this recommenda-
tion. As part of the government’s Highly Skilled
Workforce Strategy, the Ministry is leading work
to modernize the apprenticeship system and
increase completion rates and the participation
of traditionally under-represented groups, while
creating clearer, better pathways for learners.
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Figure 7: Apprenticeship Completion Rates, 2011/12-2015/16*

Source of data: Ministry of Advanced Education and Skills Development

2011/12 2012/13 2013/14 2014/15 2015/16 Average
(%) (%) (%) (%) (%) (%)
Completion of a Certificate of Apprenticeship 47 47 48 41 45 46
By Sector:
Construction Sector 44 46 53 56 56 51
Industrial Sector 51 45 42 41 41 44
Motive Power Sector 48 46 46 45 a7 46
Senvices Sector 48 49 45 242 33 40
By Type:
Compulsory Trades 57 57 60 60 60 59
Voluntary Trades 37 35 38 27 35 34
Completion of a Certificate of Qualification 46 47 46 46 48 47
By Sector:
Construction Sector 49 50 52 55 54 52
Industrial Sector 44 43 36 35 33 38
Motive Power Sector 48 a7 48 45 47 a7
Senvices Sector 44 46 42 45 46 45
By Type:
Compulsory Trades 57 58 59 60 60 59
Voluntary Trades 34 35 33 35 36 35

1. Completion rates calculated by the Ministry using an eight-year cohort.

2. This drop is mostly due to an influx of registrations in IT Call Centre Trades in 2006,/07 followed by the majority of these clients cancelling their

apprenticeships.

Completions are, and will remain, a key
focus for the Ministry. In addition to strategies
already implemented, such as examination
preparation courses, financial incentives for
progress and completion, and a strategy for
monitoring apprentices who are at risk of not
completing their training, the Ministry is also
piloting initiatives to help apprentices improve
their literacy and numeracy skills and to con-
nect unemployed apprentices with Employment
Ontario service providers.

The high level of participation of employers
and apprentices in voluntary trades training
indicates their support for formal training, skills
recognition and labour mobility. In light of the
auditor’s recommendations, the Ministry will
consider evaluating whether changes to the
degree of funding for voluntary trades could
lead to better completion rates.

4.6.1 Difficult to Compare Apprenticeship
Completion Rates across Canadian
Jurisdictions

The Ministry measures completion rates for
apprenticeships by tracking a cohort of individuals
eight years from the time of their initial registra-
tion. Since the typical length of an apprenticeship
program is four years, this allows for an extra four
years past the standard apprenticeship program
length to complete the program.

Although the method for calculating completion
rates for apprentices in Ontario is similar to the
method used by colleges to measure completion for
students in other certificate or diploma programs
they offer, it is not comparable to how completion
rates for apprentices are measured in other jurisdic-
tions. In fact, we noted that there is no standard



method used across all provinces for calculating
completion rates for apprentices. This makes it
difficult to compare how well one province is per-
forming relative to another in order to learn and
share best practices that produce better outcomes.

The Canadian Apprenticeship Forum (a non-
profit organization that conducts research and
share best practices in the area of apprenticeships)
also noted a lack of consensus on the methodology
used in Canada to calculate completion rates across
apprenticeship programs. And in April 2014 it
calculated completion rates for 2011 using a proxy
cohort method for all provinces and territories that
links completion in a given year to registrants in
several previous years. Using this method, Ontario
had the third lowest completion rate at 42%.

RECOMMENDATION 8

In order to assess how effective its apprentice-
ship program is in comparison with similar
programs in other Canadian jurisdictions, the
Ministry of Advanced Education and Skills
Development should take a leadership role and,
in conjunction with other provinces, develop a
standard methodology for calculating appren-
ticeship completion rates across Canada.

[ viNISTRY RESPONSE

The Ministry welcomes this recommendation.
Ontario, as well as most jurisdictions in Canada,
was supportive of the work being carried out by
the Canadian Council of Directors of Appren-
ticeship (Council) to develop a consistent
methodology for apprenticeship systems across
Canada to calculate completion rates. However,
the Council has paused their work on this until
after the Registered Apprenticeship Information
System Concept Review is completed.

The Council’s Research Committee, Sta-
tistics Canada and Employment and Social
Development Canada are collaborating on a
two-year project to review and ensure greater
consistency and reliability of apprenticeship

data used in the Registered Apprenticeship
Information System. Once the system data

has been reviewed for quality, it will inform
actions for work on a common completion rate
methodology. Ontario will endeavour to take a
leadership role if this work resumes.

The Ministry’s annual Apprenticeship Survey of
people who have either completed their appren-
ticeship or withdrawn from the program does not
adequately identify the cause of an apprentice not
completing the program, even though this is part
of the survey’s objective. According to the latest
survey in 2015, the most common reasons given
for withdrawing from the program included the
apprentice quitting his/her job (14%); changing
trades or career (10%); or being laid off by an
employer (8%). These answers do not provide
insight into why apprentices decided to quit their
job or change careers, and therefore do not provide
enough information for the Ministry to address
these reasons for withdrawal.

More information on challenges to apprentice-
ship completion was included in a 2015 study com-
pleted by the local planning board of South Central
Ontario, a community-based group funded by the
Ministry to assess local labour market conditions
and work with community stakeholders to address
local labour market issues. The board, composed of
academics and other experts, identified significant
barriers to completing apprenticeships in their com-
munity that included:

financial insecurity and expenses, such as not
receiving pay raises, long waiting periods for
Employment Insurance, and other financial
difficulties;

workplace training issues including the
employer’s lack of willingness to train, chal-
lenges meeting training requirements on time
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and difficulty assessing the progression or
competencies attained through training;
employer commitment and workplace limita-
tions, such as employers unwilling or unable
to provide steady work for the length of the
program or job functions to complete all com-
petencies; time off for apprentices to attend
classes or complete required paperwork; and
instructional methods, curriculum and assess-
ment leading apprentices to fail trade qualifi-
cation exams, or in-class training and schools
not teaching the latest industry technologies.

Another study by the Higher Education Quality
Council of Ontario noted additional barriers in its
January 2015 report, Apprenticeship in Ontario:
An Exploratory Analysis. In particular, apprentices
who complete their apprenticeship and gain jour-
neyperson status may risk losing their jobs if their
employers can no longer afford their services. The
report further notes that there may be more jobs
for senior apprentices than junior journeypersons.
For these reasons, apprentices may choose not to
complete their apprenticeships.

Additional barriers to completion were identi-
fied by the Ministry during its exercise to identify
apprentices at risk of non-completion. These are
described in Section 4.9. At the time of our audit,
the Ministry had not developed any strategies to
help address barriers identified either through this
exercise or the studies noted above.

RECOMMENDATION 9

In order to gain a further understanding of the
challenges preventing apprentices from com-
pleting their training, the Ministry of Advanced
Education and Skills Development should:
develop methods to gain more insight into
the factors causing apprentices to withdraw
from the program; and
where feasible, develop strategies to address
these factors.

. MINISTRY RESPONSE

The Ministry agrees with this recommendation.
The Ministry will revise the annual Apprentice-
ship Survey to ensure it includes mandatory
questions on why apprentices withdraw from
their program. In addition, as previously indi-
cated in response to Recommendation 7, the
Ministry has introduced a number of completion
initiatives. As well, other analytical work to sup-
port the identification of barriers to completion
is discussed further in Recommendation 13.

As described in Section 2.4.2, there are numerous
Provincial incentives available to employers to hire
and train apprentices, including the Apprenticeship
Training Tax Credit, a signing bonus and a comple-
tion bonus. We noted that these incentives are not
aligned with the goal of improving apprenticeship
completion rates.

The Apprenticeship Training Tax Credit is not

tied to apprenticeship completion. In June 2015
the Ministry of Advanced Education and Skills
Development, in conjunction with the Ministry of
Finance, convened a working group to determine
how the Apprenticeship Training Tax Credit could
be redesigned to improve completion rates and
increase access to under-represented groups (such
as Indigenous people, recent immigrants and
women). At the time of our audit, the working
group was considering options.



The goal of the apprenticeship program is to
ensure workers become certified and employed in
a skilled trade. The purpose of the signing bonus is
to increase the number of registered apprentices,
and the purpose of the completion bonus is to
encourage training completion and certification.
Although the completion bonus is more closely
aligned with the Ministry’s goal of increasing the
number of apprentices that become certified, it is
half the amount of the signing bonus. According
to a one-time survey of employers commissioned
by the Ministry in 2014, only 19% of respondents
indicated that they were aware of the completion
bonus to employers.

RECOMMENDATION 10

The Ministry of Advanced Education and Skills
Development should complete their review of
apprenticeship program financial incentives to
employers and redesign the incentives to ensure
that they encourage both program registration
and completion, with an emphasis on the latter.

. MINISTRY RESPONSE

The Ministry agrees with this recommendation.
The Ministry is committed to the continuation
of employer support for apprenticeship training
to improve completion rates and make appren-
ticeship training accessible to under-represented
groups.

The Ministry continues to work with the
Ministry of Finance to review the Apprentice-
ship Training Tax Credit. As part of this process,
the Ministry recently undertook an employer
engagement process focused on financial sup-
ports in the apprenticeship system.

One initiative that has shown positive results is

the Ministry’s funding of examination prepara-

tion courses to prepare apprentices for their final
certification exam. When the initiative began in
2010/11, the 30-hour course was offered to appren-
tices in six high-demand skilled trades (electrician,
automotive service technician, general carpenter,
plumber, truck and coach technician, and sheet
metal worker) following their final level of in-class
training and within 90 days of preparing to write
their certification exam. There is no cost to the
apprentice to attend, other than time off from work
(usually without pay, although they may be eligible
for Employment Insurance during in-class training).

We compared the pass rates from 2010/11 to
2014/15 for those who had and those who had not
taken the exam prep course, and found that for
each year in each of the six trades, the pass rate
was higher for those that had taken the exam prep
course than for those that had not. For the five-year
period, the average exam pass rate for all six trades
combined was 12 percentage points higher for
those who had taken the course (56% vs. 44%). In
addition, according to the Ministry’s 2015 survey,
79% of those that took the exam prep course and
passed a trade certification exam said they found it
helpful. Apprentices who were unsuccessful were
not asked about their satisfaction with the exam
prep course.

As of April 1, 2016, the Ministry made it manda-
tory for all training delivery agents to offer exam
prep courses for 11 high-demand trades (the six
mentioned before plus five additional ones). How-
ever, despite its proven success, the course is not
mandatory for those apprentices who have previ-
ously attempted the exam but were unsuccessful.

In comparison to Ontario, other provinces exam-
ined in our review did not offer similar exam prep-
aration courses targeted directly to those recently
finishing the in-class portion of their apprentice-
ship. However, other provinces did offer exam
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supports that could be considered by Ontario; for
example, British Columbia offered course refresher
training for those working in a trade and wishing
to challenge a certification exam or for existing
apprentices in need of skills updating.

From its inception in 2010/11 to 2014/15, the
Ministry paid $6.6 million to training delivery
agents to offer exam prep courses to 16,206 appren-
tices. However, we noted that the hourly cost per
person is higher than what the Ministry typically
pays training delivery agents for regular in-class
training courses. For the time period specified, the
hourly cost per apprentice for exam prep courses
was on average $13.59, compared to $ 9.56 (that is,
a daily rate of $57.35 for six hours of training) for
in-class training. We calculated that the Ministry
could have saved almost $2 million had it used the
same rate it paid for in-class training. The Ministry
informed us that for exam prep courses, it has
chosen to cover the apprentices’ portion of the
classroom fee; however, this would only account for
half of the difference.

RECOMMENDATION 11

To increase the successful completion of
apprenticeship training in a cost-effective way,
the Ministry of Advanced Education and Skills
Development should:
evaluate the outcome of expanding the
examination preparation course to more
high-demand trades and, if positive results
are found, further expand it to other compul-
sory trades;
consider making the course mandatory for
apprentices who have previously failed their
trade certificate exam; and
review and adjust funding for exam prepara-
tion courses to ensure it is comparable to
rates paid to training delivery agents for
regular in-class training courses.

. MINISTRY RESPONSE

The Ministry shares the Auditor’s concerns
about apprentices who do not pass their appren-
ticeship training and certification exam, and is
committed to increasing the rate of successful
completion of apprenticeship training. In line
with this commitment, we have increased the
number of examination preparation courses
offered every year since inception and will con-
tinue to do so.

The Ministry will continue to work with the
Ontario College of Trades to connect these can-
didates with the appropriate examination prep-
aration and courses. The Ministry will also work
with the Ontario College of Trades to explore
including proof of upgrading as a requirement
prior to rewriting the exam.

Previously, as exam preparation was not a
regular part of classroom training, the Ministry
paid the full daily rate to support participation.
On January 1, 2017, the Ministry will introduce
examination preparation components into
final-level in-class training courses for relevant
trades. As exam preparation will now be deliv-
ered as a portion of regular in-class training,
it will be subject to the same daily rate, with a
portion paid by the apprentice.

In October 2013, the Ministry developed the
Apprenticeship Monitoring Strategy to identify
and follow up on those apprentices considered at
high risk of non-completion. The Ministry defines
an apprentice who is at risk of not completing their
apprenticeship program as:



a registered apprentice who has not had any
schooling activity for at least 12 months from
their last in-class training session or date of
registration; and/or

a registered apprentice who is active in the
program (has had in-class training within

the last year) but has exceeded the standard
completion duration of the trade’s program by
at least 12 months.

The Ministry first identified at-risk apprentices
in November 2014. At that time, using the param-
eters noted above, the Ministry ran a system report
identifying 16,350 at-risk clients. The Ministry’s
regional office staff then began following up
with the identified clients or their employers to
determine the cause and take appropriate action.
By March 2016, regional office staff were able to
contact 88% of these apprentices.

The most common barriers to completion noted
by those contacted were that the relationship
between the apprentice and the employer had
ended (the apprentice had been laid off or left the
trade on their own); the apprentice required more
information about completion requirements and
process (such as skills needed to be met); and the
employer was not encouraging completion (such
as not providing opportunity to learn the necessary
skills, or not allowing the apprentice time off to
attend in-class training). Ministry interventions
typically included providing information about
completion requirements and process, schooling
options, financial supports and incentives available;
reminding employers of their obligations under the
training agreement; and making referrals for foun-
dation skills training and employment services.

About 68% of cases were resolved by having the
apprentice exit the system, in effect cleaning out
the Ministry’s database (38% of apprentices had
their training agreement cancelled or suspended;
20% were issued a certificate of apprenticeship
because they had achieved the requirements but
were unaware they were finished; and 10% were no
longer considered at risk because they had either
completed a level of in-class training, were enrolled

in a training session or were confirmed to attend
an upcoming training session). The remaining 32%
continued to be at-risk and required further mon-
itoring and intervention.

Following this exercise on the original 16,350
apprentices identified in November 2014, which
has been ongoing for at least 1.5 years, about 6,400
apprentices were still at risk as at March 2016.

In December 2015, the Ministry expanded the
definition of at-risk apprentices to include:

apprentices who had not indicated schooling
preferences; and

apprentices without a registered training
agreement.

The Ministry began implementing this defin-
ition in May 2016. As of June 30, 2016, under the
expanded definition, a total of 39,000 apprentices
were considered at risk for monitoring purposes.
Of these, 20,800 were apprentices identified under
the original definition, and an additional 18,200
apprentices were captured under the expanded def-
inition. In our view, the expanded definition better
identifies apprentices who may require assistance
to progress through their apprenticeship. Regard-
less of the definition used, the number of at-risk
apprentices has increased during the last 1.5 years
since the monitoring strategy was introduced.

The Ministry believes that point-in-time figures
do not capture the full measure of success of its
monitoring strategy. The Ministry also looks at other
measures of success, including the number of at-risk
apprentices who have since been issued a certificate
of apprenticeship or who have been enrolled or have
completed a level of in-school training.

About 230 employment training consultants,
working in the Ministry’s local offices, are respon-
sible for registering new apprentices and scheduling
them for in-class training sessions, and for ongoing
periodic identification and monitoring of at-risk
apprentices. At the time our audit began, these
staff members had to run reports to identify at-risk
individuals manually because the Ministry’s IT
system did not automatically flag or generate alerts
to indicate individuals at risk of non-completion.




In addition, the system did not generate automatic
notices that could be mailed directly to apprentices
and their employers unless triggered manually by
an employment training consultant. In the sum-
mer of 2016, the Ministry’s IT system began to
automatically flag at-risk apprentices for Ministry
staff and generate automatic notices for mailing to
apprentices and employers. The Ministry’s informa-
tion system allows employment training consultants
to make notes in the apprentice’s electronic case
file. We would expect that files for individuals
considered at risk would contain information iden-
tifying barriers to completion and follow-up action
taken to remedy the lack of progress. However, only
30% of the electronic case files for the 15,700 active
apprentices identified to be at risk in May 2016
contained review notes that described the issues
or challenges preventing completion. Further, only
23% of files in which the apprenticeship training
agreement had been cancelled or suspended dur-
ing the last five fiscal years (2011/12-2015/16)
contained notes. A description of the issues leading
to cancellation or suspension would be useful to
the Ministry in determining if there is a reason
preventing completion that can be resolved. The
Ministry could also use this information if there
are employer-specific issues, or common issues
that could be addressed through corporate policy
or communication. But consistency in the reasons
identified and consistency in use of the system func-
tion for documenting case notes would be necessary
to draw meaningful analysis from such information.
Apprentices are assigned to an individual
employment training consultant for assistance and
monitoring. As of June 2016, based on informa-
tion in the Ministry’s system, we noted that almost
1,000 active apprentices were assigned to three
employment training consultants who had not been
working for the Ministry for approximately one
year. An additional 1,700 active apprentices were
assigned to four employment training consultants
who were currently on leave for an extended period
of time, with the longest on leave since July 2015
with no expected return date.

RECOMMENDATION 12

To improve the success rate of apprentices con-
sidered at risk of not completing their program,
the Ministry of Advanced Education and Skills
Development should:
identify key reasons individuals fail to prog-
ress through their apprenticeships and apply
intervention techniques system-wide;
include notes to files of apprentices identi-
fied as at risk of not completing that can be
used for following up with apprentices, as
well as analysis of common issues; and
immediately reassign apprentices to an active
employment training consultant where an
apprentice’s employment training consultant
no longer works for the Ministry or goes on
leave for an extended period of time.

. MINISTRY RESPONSE

The Ministry will continue to refine the risk
indicators to focus ministry resources on those
apprentices who are most in need of support to
complete their program. Helping apprentices
successfully complete their apprenticeship is
and will remain a key focus for the Ministry.
Through the apprenticeship monitoring
strategy, the Ministry will continue to identify
key reasons for an apprentice’s failure to prog-
ress and will introduce more interventions to
facilitate apprenticeship completion. We will
continue to find ways to use technology more
effectively to contact all apprentices about
progress and completion. Going forward, the
Ministry will consider the development of a
scorecard with indicators on the status of at-risk
apprentices. In December 2015, the Ministry
improved its database so staff can better record
the results of their monitoring activities with
at-risk apprentices. The Ministry will require
staff to use the system to document barriers to
completion and the actions they have taken for
each at-risk apprentice. We will analyze more



data as it becomes available to identify effective
interventions. Also, as noted in response to
Recommendation 9, the Ministry will revise the
annual Apprenticeship Survey to include man-
datory questions on why apprentices withdraw
from their program. This work will help to fur-
ther inform the Ministry’s monitoring strategy,
as well as other completion interventions.

As for the reassignment of apprentices to
active employment and training consultants,
the issue identified has already been addressed
and the Ministry is satisfied that no caseloads
were lost or misdirected and no clients were
affected as a result of this issue. Moving for-
ward, we are tracking caseloads on a monthly
basis to ensure all apprentices are assigned to
active staff and updates are entered into the
system in a timely manner.

We reviewed a sample of training agreement files
and found that, in all cases, the Ministry ensured at
the time of registration that the employer was within
the correct journeyperson-to-apprentice ratio.

However, the Ministry has not developed
specific policies or guidelines for ongoing monitor-
ing of on-the-job training. The regional offices
we visited confirmed that their involvement with
employers is very limited and noted that employers
were visited primarily when there were complaints.
From 2013/14 to 2015/16, there were seven com-
plaints made against employers to the regional
offices we visited, but none of them were visited
by regional office staff. Furthermore, the regional
offices did not know if the College had investigated
these employers.

Since its creation in 2013, the College has been
responsible for enforcement activities such as
ensuring journeyperson-to-apprenticeship ratios

are met. However, the Ministry does not receive
information on the nature and results of enforce-
ment activity conducted by the College. Addition-
ally, the College’s annual report does not publish
the number of inspections completed of employers
who are training apprentices. The Ministry relies
on employers to self-report, to both the Ministry
and the College, any changes that may affect their
ability to provide training for their apprentices. This
includes a change or departure of trainers, change
in the ratio of journeyperson to apprentice, changes
to equipment necessary for training, or the depar-
ture of an apprentice.

We obtained apprenticeship completion rates
by employer and analyzed them in order to identify
employers who may not be adequately prepar-
ing their apprentices for success. For employers
who have sponsored at least 50 apprentices since
the beginning of the program, we identified 171
employers who had less than 20% of their appren-
tices complete their apprenticeship as of November
2015. Of these, 105 were still actively training
almost 4,800 apprentices. We saw no evidence that
the Ministry had attempted to complete a similar
analysis to identify these employers on its own, and
therefore it had not investigated the reasons for the
low success rate of these employers.

One risk could be that employers are terminat-
ing apprentices once the period for which they can
claim an Apprenticeship Training Tax Credit expires
and then replacing them with new apprentices.

The tax credit is processed by the Canada Revenue
Agency. The Ministry has not requested the infor-
mation regarding those employers who claimed the
credit and for which apprentices. As a result, the
Ministry has not identified whether certain employ-
ers were terminating apprentices once the period
for which they could claim the tax credit ended.

Similarly to on-the-job training, the Ministry gener-
ally does not monitor the quality of in-class training.



Figure 8: Pass Rates for Apprenticeship Qualification Exam and In-Class Training, 2011/12-2015/16

Source of data: Ministry of Advanced Education and Skills Development

Pass Rate for Qualification Exams? 49 50 52 50 50 50
Construction Sector 48 48 53 51 54 51
Industrial Sector 46 45 46 49 45 46
Motive Power Sector 51 52 50 48 46 49
Services Sector 54 55 53 53 51 53
Pass Rate for In-Class Training Courses 93 94 94 94 n/a 94
College 93 94 93 93 n/a 93
Non-college 98 97 98 98 n/a 98

1. Averages for Qualification Exams are for the last five years. Averages for in-class training courses are for the last four years, since pass rate data is not

available for 2015/ 16.
2. The passing grade for Qualification Exams is 70%.

The Ministry evaluates whether training delivery
agents have the tools and resources to deliver
courses when they are initially approved for fund-
ing, but any monitoring by the Ministry after that
point is complaint driven. This is despite Ministry
documentation stating that local Employment
Ontario offices across the province are responsible
for monitoring the quality and relevance of in-class
training on an ongoing basis. Expected monitoring
includes:
ensuring the approved curriculum is used;
identifying training delivery agents whose
classes have an abnormally high course failure
rate; and
working with these training delivery agents
to find the causes of high failure rates and
develop plans to improve performance.

However, Ministry staff told us that they do
not directly assess whether instructors delivering
training are qualified and whether courses are
taught according to the curriculum, but rely on the
internal processes of the training delivery agents.
We also confirmed with the College that they do
not assess the quality of in-class training.

The Ministry does collect pass rate information
by course and training delivery agent, and stated
that regional offices only began to consider this
information in 2015 to decide how many spaces to

fund for each training delivery agent. The Ministry
also indicated that much of their interaction with
training delivery agents was informal and therefore
not available for our review.

We saw a lack of notable improvement in the
pass rate for qualification exams over the last five
years and a discrepancy in pass rates between in-
class testing and qualification exams, as shown in
Figure 8. Despite this, the Ministry confirmed it has
not analyzed this information in order to identify
training providers that may not be preparing their
students for success and taking the necessary
corrective action. We analyzed pass rates for final
qualifying exams by training delivery agent over
the last five years, and noted that the average pass
rate on qualifying exams was at least 10 percentage
points higher for apprentices that received in-class
training at non-colleges than at colleges.

RECOMMENDATION 13

In order to improve monitoring of on-the-job
and in-class training of apprentices, the Ministry
of Advanced Education and Skills Development
should:
implement policies and guidelines for
ongoing monitoring of on-the-job and in-
class training provided to apprentices;



regularly analyze completion rates by train-
ing delivery agent and employer to identify
trends that may indicate problems and take
corrective action; and

identify and address issues with in-class
training that may be preventing apprentices
from passing the final qualification exam.

[l miNisTRY RESPONSE

The Ministry will work with the Ontario College
of Trades to identify any gaps regarding policies
and guidelines for ongoing monitoring of on-the-
job and in-class training provided to apprentices.

For in-class training, the Ministry will use
the key performance indicators developed in
2015/16 but not yet in use (including in-school
pass rates, effectiveness of exam prep courses,
and seat and funding utilization) to understand
performance outcomes, and continue to analyze
the results of the annual Student Satisfaction
and Engagement Survey of all training delivery
agents to identify areas for improvement in
instructor quality and the relevance of in-school
training. These indicators include graduate
employment and graduate satisfaction.

The Ministry agrees that more analysis of
completion rates by employer is required, and
will support employers who have a large num-
ber of apprentices who are not completing their
training. The Ministry will build on the monitor-
ing activities introduced in spring 2016—the
additional at-risk criteria of apprentices with no
registered training agreement, apprentices with
no schooling preferences and greater supports
for group sponsors with low completion rates.

In addition, the Ministry will be conducting
an analysis to determine the correlation between
in-class training and the success rate of appren-
tices on their certification examinations. Once
this analysis is complete, the Ministry will work
with training delivery agencies and the Ontario
College of Trades to address any issues identified
in in-school training as having an impact on final
qualification examination success rates.

The survey of in-class apprentices seems to be of
limited value. Although the overall satisfaction
rating for the last three years (2013/14-2015/16)
has been favourable at 75%, we noted the following
limitations:
Survey questions are not specific to appren-
ticeship programming, as this survey was
developed to obtain feedback on all courses
offered by Ontario’s colleges of applied arts
and technology.
Colleges were only required to survey 50%
of full-time classes prior to 2015/16 (though
this changed to 100% of full-time classes plus
50% of part-time classes in 2015/16). Only
16% of apprentices that took in-class training
at an Ontario college responded to the survey
conducted in 2014/15, the last one for which
detailed results were available at the time of
our audit.
There is no detailed analysis of responses by
trade for the Ministry to understand if courses
in certain trades are presenting challenges
and, if so, assess whether the course delivery
or instruction method should be adjusted.
The survey of individuals who completed or
withdrew from apprenticeship programs provides
much more useful information. However, for more
than half of the survey questions, the responses
from the two groups (those who successfully
completed the program and those who did not)
are combined. The survey would be more useful
to the Ministry if each group’s responses were
presented separately. For the latest survey in 2015,
all individuals who completed or withdrew from
their apprenticeship programs were surveyed and
31% responded, of which an equal number had
completed or withdrawn from the apprenticeship
program. We analyzed the responses for the two
groups separately and noted the following:
Most respondents were satisfied with their
training, more so with on-the-job training



than in-class training. For example, 90% of
those who completed their apprenticeship
and 83% of those who withdrew responded
that on-the-job training met their expecta-
tions; and 85% of those who completed
their apprenticeship and 65% of those who
withdrew responded that in-class training met
their expectations. Although also favourable,
satisfaction with the Ministry was less, as 77%
of those who completed their apprenticeship
and 67% of those who withdrew responded
that the Ministry provided them with enough
support to finish their program, although the
survey did not specify the types of additional
support desired.
Respondents provided suggestions for
improving both the in-class and on-the-job
training portions of the program. Suggested
improvements for in-class training included
better hands-on experience (11%) and having
more knowledgeable instructors (8%). Sug-
gested improvements for on-the-job training
included more hands-on experience while on
the job (7%) and having closer supervision of
apprentices (6%). The Ministry has not acted
on these suggestions nor shared the results
with the College, which is responsible for set-
ting the curriculum.
In spring 2014, the Ministry commissioned a
one-time survey of 13,500 apprentice employers
to get their perspective on the apprenticeship
system. The response rate was 40% (or 5,400). Key
responses from employers regarding program qual-
ity included:
21% of employers were not entirely clear on
their roles and responsibilities in training
apprentices and felt that clearer and more
frequent communication from the Ministry
would be better;
12% of employers were not satisfied, and an
additional 28% only moderately satisfied,
with the usefulness of skills and knowledge
taught in-class; and

36% of employers were only moderately

satisfied or not satisfied with accessibility of

information provided through the Ministry.

The Ministry informed us that it has not taken

any specific actions to address issues raised by the
surveys, but would consider their results when
redesigning the Apprenticeship Training Tax Credit
and programs intended to offer alternative path-
ways to apprenticeship training.

RECOMMENDATION 14

The Ministry of Advanced Education and Skills
Development should administer surveys in a
way that allows for detailed analysis of results
in order to provide information that can be used
to address areas needing improvement. Specific-
ally, the Ministry should:
develop questions for in-class surveys dir-
ectly related to apprenticeship training and
any other information the Ministry considers
necessary to inform future decision-making
on program design; and
analyze survey results by course, trade,
training delivery agent, and apprentice
completion type (successfully completed vs.
withdrawn), as appropriate, for the survey.

[l MiNISTRY RESPONSE

The Ministry agrees with this recommendation
and has recently expanded its efforts to improve
the applicability of the in-class apprenticeship
Student Satisfaction and Engagement survey.
Recently, the Ministry established a dedi-
cated working group with college representa-
tives to address issues raised by the college
sector on the in-class survey. A key focus of the
working group will be to ensure that the surveys
generate data comparable to other college
programming, while making the surveys more
reflective of apprenticeship in-school training.
The Ministry will expand the nature of ques-
tions in other apprenticeship-related surveys
in order to better understand the experience



of apprentices under a variety of delivery and
program conditions, and to also have fully
disaggregated data with respect to completion/
withdrawal status to inform improvements.

To enable the recommended analysis of the
Annual Apprenticeship survey results by those
who completed and those who withdrew, the
Ministry will explore the feasibility and cost-
effectiveness of increasing the sample size to
yield more meaningful results.

The Ministry will also explore enhanced
analysis of administrative data to understand
reasons for withdrawing or completing by trade,
course and training delivery agent as a potential
alternative to using a survey sample for this
level of analysis.

The Ministry provides interest-free loans to first-
year apprentices in the amount of $300-$800
(depending on the sector) for the purchase of
tools, repayable within one year after obtaining
certification or within six months of withdrawing
from the program. The Ministry has provided
$32.8 million in loans since program inception
in 1998. According to the Ministry’s database,
$13.8 million has been repaid as of March 31,
2016, while $4.1 million has been written off as
uncollectible, $6.6 million has been forwarded to
Ontario Shared Services for collection but not yet
written off, and $8.2 million was outstanding.
The Ministry does not have reliable information
on how much of the outstanding loan balance is
overdue. The Ministry informed us that it relies on
a self-declaration from program participants to let
it know when they have completed or dropped out
of their apprenticeship program, which establishes
the date the loan becomes repayable to the Min-
istry. Failure on the part of the apprentice to inform
the Ministry means the loan remains outstand-
ing, but not overdue in its system. We noted that
over $4 million in outstanding loans was paid out

between 1998 and 2010 to persons who were still
recorded in the system as active apprentices.

RECOMMENDATION 15

To ensure loans given to apprentices to pur-
chase tools are collected when they become
due, the Ministry of Advanced Education and
Skills Development should proactively monitor
apprentices’ status in the program to quickly
identify the date they either complete or with-
draw from the program.

. MINISTRY RESPONSE

The Ministry agrees and will enhance business
processes and information systems to align with
this recommendation. The Ministry has also
included this program as part of its review of
financial supports and incentives, and will intro-
duce any further changes as required.

The Ministry has three programs designed to
expand access to apprenticeship training. These pro-
grams are the Pre-apprenticeship Training Program,
the Ontario Youth Apprenticeship Program and the
Co-op Diploma Apprenticeship Program, described
in Appendix 1. These programs have not been as
effective as the Ministry originally expected:
The annual completion rate for participants
in the Pre-apprenticeship Training Program,
designed to give individuals trade-related
skills and experience, was consistently lower
(ranging from 61%-69% from 2010/11 to
2014/15) than the targeted completion rate
of 75%. Further, only 25% to 33% of program
participants went on to become registered
apprentices.
The Co-op Diploma Apprenticeship Program,
which allows individuals to register as an
apprentice and earn a college diploma at the




same time, has had only a 50% placement rate
for on-the-job training.
For the Ontario Youth Apprenticeship Pro-
gram, which provides high school students
with work experience through co-op, the
percentage of those who went on to become
apprentices is unknown because of the lack of
performance indicators and limited follow-up
conducted by the Ministry after high school
graduation.
The Ministry informed us that these three
programs are currently being redesigned to,
among other things, target the programs to those
individuals most likely to pursue a registered
apprenticeship.

In 2015, a local planning board released a study
entitled Barriers to Attracting Apprentices and
Completing Apprenticeships, previously discussed in
Section 4.6.2. The barriers identified in the board’s
area were as follows:
Barriers to apprentice participation included:
finding an employer to train under; lack of
information on apprenticeships; negative
perception of a career in the trades by parents
and young people; inequitable hiring practi-
ces; and financial costs including low starting
wages and the loss of wages while attending
in-class portions of apprenticeship training.
Barriers to employer participation included:
lack of journeypeople with adequate men-
toring skills or desire to mentor.

Although the Ministry did not yet have con-
crete plans to address the barriers above, the
Premier’s Highly Skilled Workforce Expert Panel
tabled recommendations on June 23, 2016, which
were accepted by Cabinet, that offers sugges-
tions to address some barriers to apprenticeship
participation:

The Ministry should be given the mandate
to consult with stakeholders to develop a

modernized apprenticeship system that could
include moving all education components of
an apprenticeship to the beginning of the pro-
gram and establishing a central application
process for anyone wanting to enter.

Work with industry to expand opportunities
for practical learning and commit to ensuring
that every student has at least one practical
learning opportunity by the end of high school
and at least one practical learning opportunity
by the time they graduate from post-second-
ary education.

Expand the Specialist High Skills Majors
Program from 14% of all Grade 11 and 12
students to 25% of all Grade 11 and 12 stu-
dents, in the next three years. This program
provides high school students an opportunity
to focus on a career path that matches their
skills and interests.

Although the Ministry collects labour market infor-
mation (as described in Section 2.5), it does not
have regional information on labour force supply
and skills demand. According to the Ministry, there
are few reliable sector-wide sources of information
on employers’ anticipated labour needs. The lack of
regional labour force data, needed to make effect-
ive decisions with respect to setting priorities and
targeting funding in skills training and education,
was also identified as a problem in the 2012 Report
of the Commission on the Reform of Ontario’s Pub-
lic Services (Drummond Report).

The Ministry reports on the likelihood of people
finding employment in about 200 occupations
in Ontario every four years; the last two future
employment prospect ratings were published
in 2009 and 2013. At the time of our audit, the
Ministry was in the process of updating this infor-
mation to cover the period from 2017 to 2021.



According to the Ministry’s website, the ratings
focus on recent labour market conditions and
projections of demand for new workers, but do not
consider the existing or potential supply of work-
ers (such as new graduates and immigrants). The
employment prospect ratings are developed for
Ontario as a whole, and may not reflect the labour
market outlook in the different regions of the prov-
ince. In comparison, British Columbia and Alberta
publish labour market outlook reports, which
project occupation demand for the next 10 years,
for 500 occupations in the case of British Columbia
and 250 occupations in the case of Alberta. Alberta
reports labour demand, supply and projected short-
age or surplus of labour by occupation every two
years. British Columbia reports the number of job
openings projected by occupation every year. Both
provinces factor in new graduates and forecast
migration trends to arrive at their projections.

We also noted that although the Ministry
provides more than $6 million per year to 26 local
community-based boards to assess local labour mar-
ket conditions, this information is not factored into
funding or programming decisions of the Employ-
ment Service program. These local boards conduct
autonomous local market research by purchasing
data sets from Statistics Canada and conduct vari-
ous research projects regarding local employment.
In December 2015, the Ministry began piloting
eight local employment planning councils. These
councils are responsible for preparing an annual
Community Labour Market Planning Report, which
is supposed to identify local labour market chal-
lenges, opportunities and recommendations. At the
time of our audit, there was no information yet on
whether the work of the local employment planning
councils being piloted will better inform provincial
programming or funding decisions.

To address the lack of detailed labour market
information available and used by the Ministry, in
June 2016 the Premier’s Highly Skilled Workforce
Expert Panel recommended that:

representatives from employers, education,
and government, and other partners work

together to collect and share provincial
and local labour market information from
employers;
the government should use the national
Forum of Labour Market Ministers to engage
with other provinces and territories to develop
an integrated national labour market informa-
tion system to gather accurate, timely labour
market information;
a labour market information strategy be estab-
lished—including conducting an inventory
and scan of currently available labour market
information and data collection—on metrics
relevant for both skills development and eco-
nomic growth across ministries; and
labour market information should be made
public on a website to be used by relevant
audiences.

Cabinet accepted all recommendations by the

Expert Panel soon after its release.

RECOMMENDATION 16

To ensure funding is spent on training or other-
wise preparing people for jobs, better inform
program and funding decisions and ensure that
skills training promotes occupations with future
employment the most likely prospects for long-
term sustainable employment, the Ministry of
Advanced Education and Skills Development
should:
obtain forecast labour force data by region
and occupation, and other labour market
information (such as, factoring in new
graduates and forecast migration trends)
more frequently (such as every two years)
and for a longer projected time (10 years, for
example); and
evaluate the work of the local boards and
local employment planning councils in
informing decision making and take any
necessary corrective action.




. MINISTRY RESPONSE

As part of the Highly Skilled Workforce Strategy,
the Ministry is exploring options to improve
local and regional labour market information.
The strategy will seek to improve the quality and
timeliness of local labour market information,
and inform decision-making.

The Ministry is currently updating the
Ontario Job Futures publication for the 2017-
2021 period, and plans to increase regional and
local content as part of ongoing improvements.

The Ministry is also working to improve
regional and local labour market information
by expanding its scope and depth at the com-
munity level. For example, as noted by the
Auditor, the Ministry is piloting local employ-
ment planning councils in eight communities
across Ontario, to build on the existing network
of local boards. At this time, no decision has
been made about the future of the pilots. Their
success in meeting their goals will be measured
through an evaluation led by the Ministry and
conducted by a third-party consultant. This
evaluation will inform whether the councils
become a permanent part of the employment
and training network.

We are also adding staff at the regional level
to gather, analyze and apply information about
local labour market conditions, including infor-
mation produced by local employment planning
councils and local boards.

The Ministry publishes two goals, though these two
goals have not been consistent from one year to the

next. For 2014/15 the goals were:
1. that 79% of Employment Service program

clients obtain employment or go on to further

education/training; and
2. to create employment opportunities for
25,000 youth in Ontario by investing

$195 million over two years in the Youth
Employment Fund.

In 2015/16, the second goal was replaced with
the following:

2. serve up to 150,000 youth over two years
through the Ontario Youth Jobs Strategy,
including at-risk youth, Aboriginal youth,
newcomers and youth with disabilities;
with a focus on skills development, labour
market connections, entrepreneurship and
innovation.

For 2014/15, the most recent year for which
results were available, the Ministry publicly
reported only on the second goal.

By contrast, for its Postsecondary Education
Program, the Ministry publishes (among other
things) graduation rates and employment outcomes
at six months and two years after graduation for all
Ontario universities combined, and individually by
university and field of study. Students can use this
information to select a university, field of study and
future career path. Nothing similar is published
regarding employment outcomes for the appren-
ticeship or employment and training programs.

We also noted that other provinces publicly
report on several measures. For example, Alberta
reports on 16 measures including client satisfac-
tion, number of registered apprentices, number
of apprentices who were issued certificates and
apprenticeship completion rates at various stages of
their apprenticeship program. Saskatchewan also
reports on several performance measures including
the increased number of available in-class training
spaces and completion rates for non-compulsory
and compulsory trades.

For those considering becoming an apprentice,
it would be helpful to know what percent of appren-
tices find employment in their chosen trade upon
completion of their program. As well, publishing
pass rates for in-class training courses and trade
certification exams, and satisfaction survey results
by training delivery agent, would also be helpful
to apprentices having to choose where to complete
the in-class portion of their program. Publishing



completion rates overall by trade, in combination
with future employment opportunities given the
existing supply of people already in the trade, would
help apprentices select which trade to go into.

RECOMMENDATION 17

In order to help job seekers and those consid-
ering training for a skilled trade or other learn-
ing for employment purposes, the Ministry of
Advanced Education and Skills Development
should:
establish yearly reportable outcome meas-
ures; and
publicly report information useful to those
upgrading their skills or seeking employ-
ment, such as reporting separately on the
number of Employment Service clients
who obtain employment and those who go
on to further training, as well as reporting
apprenticeship pass rates and the percent of
apprentices that find employment in their
chosen trade.

[ viNISTRY RESPONSE

The Ministry agrees with this recommenda-
tion. Previous public reporting was based on
minimum requirements of the annual budgeting
process.

The Ministry is committed to much more
extensive public reporting that will be primarily
driven by proactively contributing to Ontario’s
Open Data initiative. This will maximize access
to Ministry data relevant to all of its stakehold-
ers, including job seekers. As a first step, we
plan an initial release of six data sets, including
outcome data for a number of Employment
Ontario programs. The specific set was selected
according to the highest-demand information
requests from the public. The Ministry is cur-
rently planning for ongoing data set releases.

In 2012, the Drummond Report noted that
employment and training services in Ontario were
offered through multiple ministries. It therefore
recommended that the government streamline and
integrate these and other employment and training
services with Employment Ontario in order to gain
administrative efficiencies, improve client access to
services and reduce costs.

At the time of our audit, we noted that the gov-
ernment had already integrated youth employment
programs offered by the Ministry of Agriculture,
Food and Rural Affairs, the Ministry of Northern
Development and Mines, and the Ministry of
Children and Youth Services, with two programs
administered by the Ministry (Youth Job Connec-
tion and Youth Job Link). The Ministry did not have
information on what (if any) cost savings resulted.
It informed us that the intent was not cost saving
but rather to provide youth with a single point of
access to employment services.

We noted that other ministries were still offer-
ing employment services and supports, as noted in
Figure 9.

The Ministry informed us that it was considering
integrating employment and training services
offered by the ministries of Community and Social
Services and Health and Long-Term Care with
those provided by the Ministry through Employ-
ment Ontario. The Ministry informed us that it was
waiting for advice from the Provincial-Municipal
Social Assistance and Employment Committee (a
joint working group of provincial and municipal
staff created in 2013 to support social assistance
reform), on options for integrating Ontario Works
Employment Assistance. In addition, the Ministry is
waiting for the government to develop a Provincial
Employment Strategy for People with Disabilities,
as was announced in the 2016 Budget, in order to
proceed with the integration of employment servi-
ces in the Ontario Disability Support Program and
Vocational Employment Supports for people with
mental health issues.
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Figure 9: Employment Services and Supports Offered by Other Ministries

Sources of data: Ministry of Advanced Education and Skills Development

Ministry

Program

Transfer Payments
in2015/16
($ million)

Community and Social Services Ontario Works—Employment Assistance 196.3
Community and Social Services Ontario Disability Support Program—
36.2
Employment Supports
Citizenship, Immigration and International Trade Workplace Training 28.1
Health and Long-Term Care Mental Health—Vocational Employment Supports 5.9
Total 266.5

At the time of our audit, the Ministry informed
us that the government had no plans to integrate the
workplace training program offered by the Ministry
of Citizenship, Immigration and International Trade
with Employment Ontario. In this regard, we noted
that almost 40% of the service providers funded by
the Ministry of Citizenship, Immigration and Inter-
national Trade to provide employment services were
also funded by the Ministry of Advanced Education
and Skills Development to provide similar services.

RECOMMENDATION 18

To eliminate duplication in service delivery,
the Ministry of Advanced Education and Skills
Development should establish timelines for
streamlining and integrating employment and

training services of the Ministry of Citizenship,
Immigration and International Trade across the
government with Employment Ontario.

The Ministry will work with the Ministry of Cit-
izenship, Immigration and International Trade
to improve service co-ordination and streamline
client pathways between the Bridge Training
Program and Employment Ontario Employment
Services. In addition, the Ministry will work
with Ministry of Citizenship, Immigration and
International Trade to identify and remove
potential overlap of services for highly skilled
immigrant client populations.
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m 2016 Annual Report of the Office of the Auditor General of Ontario

Appendix 2: Roles and Responsibilities of Ministry Staff and Third-Party Service

Providers Regarding Employment and Training Services

Source of data: Ministry of Advanced Education and Skills Development

Ministry of Advanced Education and Skills Development

The Employment and Training Division consists of three corporate departments with a total staff of 244 responsible for:
* Developing and implementing strategic and operational policy;

 Financial management and accountability;

* Information systems management and support;

* Providing templates for contracts with third-party service providers;

 Financial and program reporting, planning and analysis; and

« Staff and external stakeholder relations and communications.

\ 4

Regional Offices
(Central, Eastern, Northern, and Western Regions)

The four offices have a combined staff of 121 and provide support for regional Employment Ontario programs, including:
* Financial management of transfer payment budgets and direct operating expenses;

* Internal information systems for both service providers and individual clients to support financial governance;

* Collection and analysis of financial and service program information to support program operations; and

« Strategic direction and leadership to local offices for service delivery.

\ 4

Local Offices
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With a total staff of 452, the 39 local offices are responsible for:

* Managing the Ministry’s contractual agreements with third-party service providers;
* Monitoring the delivery of services provided by third-party service providers; and

* The direct delivery of the Second Career program to clients.

\ 4

Third-Party Service Providers

There are 400 third-party service providers (operating about 700 individual sites) contracted by the Ministry to deliver

Employment and Training programs and services. They are required to:

* Assess client needs and eligibility requirements for available programs;

* Provide opportunities to connect job seekers and employers through workshops and job fairs;

* Assist clients with completing registrations, applications and submissions for access to education, training programs
and income support; and

* Monitor client progression through services provided, including exit interviews, follow-ups and evaluations.



Employment Ontario “

Appendix 3: Description of the Funding Model for the Employment Service

Program

Source of data: Ministry of Advanced Education and Skills Development

The funding model used by the Ministry to deter-
mine the amount of funding for each third-party

These inputs are used to determine three fund-
ing amounts for each service provider site:
provider of employment services has three main 1. Operating funds, calculated based on the
inputs: average of location and labour market infor-

1. Assisted service intake targets: The targeted mation inputs multiplied by the targeted

number of clients for which an Employment
Service Plan will be developed to guide their
job search, education or training within a
given year.

. Labour market indicators: Employment and
demographic conditions within the service
provider’s community.

. Location indicators: The relative cost of doing

number of assisted clients;

. Employer incentives for hiring candidates,

calculated at $190 per targeted assisted client;
and

. Client supports to reduce barriers to employ-

ment (such as bus passes, clothing and child
care), calculated at $10 per targeted assisted
client.

business in a particular community. Employer incentives and client supports are
budgeted based on the above calculation, but instal-
ment payments are adjusted throughout the year to

reflect actual incentive and supports used.
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Source of data: The Ontario College of Trades

The Ontario College of Trades (College) is an
industry-driven, professional regulatory body that
regulates and promotes skilled trades. The primary
function of the College is to ensure that individuals
performing the skills of compulsory trades (trades
in which one must be certified to practice, e.g.,
plumber) have the training and certification
required to legally practise in Ontario.

The College’s governance structure includes:

a Board of Governors composed of 21 members

representing both employers and employees
in the skilled trades system and the general

public;

four Divisional Boards representing the four

skilled trades sectors (construction, industrial,

motive power and service);

Trade Boards representing individual trades;
and

a roster of adjudicators to serve on review
panels for both the journeyperson-to-
apprentice ratios and classification of trades
as compulsory or voluntary.

All appointments to the various boards and
review panels are made by the College of Trades
Appointments Council, which is an agency of the
Ontario Government.

A Memorandum of Understanding (MOU) was
established in August 2013 between the Ministry
and the College that guides their relationship and

outlines their responsibilities. Further to this, senior

officials from both the Ministry and the College
meet semi-annually as part of a joint committee to:
jointly establish long-term strategic direction
under the MOU;
ensure alignment of resources to support the
MOU;

keep each party updated on developments
or priorities that may affect the Ministry’s or
College’s abilities to meet their obligations
under the MOU or the Ontario College of
Trades and Apprenticeship Act, 2009; and
exchange information about each party’s
strategic direction and other corporate
requirements, as appropriate.

The College is funded by membership fees.
Members include all apprentices and certified
workers, such as journeypersons in compulsory
trades and those in voluntary trades that choose
to join. Employers and sponsors are also members
of the College. At the time of our audit, annual
membership dues were $60 for apprentices and
$120 for certified workers and employers.

The Ontario College of Trades was established

in April 2013 under the Ontario College of

Trades and Apprenticeship Act, 2009 as a result

of a 2008 report by T.E. Armstrong Consulting
commissioned by the Ministry. At the time of

the review, there was dissatisfaction within the
skilled trades community, particularly surrounding
processes for determining trade classifications

and journeyperson-to-apprentice ratios, and a
desire for industry-led governance in the trades
system. The consultant was asked to consider the
impact of expanding compulsory certification to
existing voluntary trades for health and safety
reasons, the registration of new apprentices, rates
of apprenticeship program completion, consumer
protection, economic impact and any other relevant
factors. The consultant recommended that the
Ministry meet with stakeholders to establish



a new, all-trades governance institution —the
Ontario College of Trades. Functions of the College
were recommended to include the establishment
of expert panels to consider applications for
compulsory certification and provide advice to the
Minister; engagement in certification enforcement;
promotion of the profile and status of the trades;
and periodic reviews of journeyperson-to-apprentice
ratios.

When the College began, the following
responsibilities were transferred over from the
Ministry:

establishing the skills required for each trade;
the classification of trades as compulsory or
voluntary;

enforcement;

issuing certificates of qualification;
establishing apprenticeship programs; and
determining apprentice-to-journeyperson
ratios.

The College also acquired new responsibilities,
including the promotion of the skilled trades and
the administration of a publicly accessible register
of tradespeople.

The Ministry paid a total of $22.7 million to
establish the Ontario College of Trade between
the 2011/12 and 2013/14 fiscal years. No Ministry
funding has been provided for subsequent fiscal
years.

In October 2014, the Minister appointed Tony Dean
(the former Secretary of Cabinet) to undertake

a review of key areas of Ontario’s skilled trades
system within the mandate of the College. A report
was issued in 2015 with 31 recommendations to
the College to improve processes related to the
scope of practice of trades, trade classification

and reclassification reviews, journeyperson-to
apprenticeship ratio reviews, enforcement of

the Ontario College of Trades and Apprenticeship
Act, and decisions made by the Ontario Labour
Relations Board.




Source of data: Ministry of Advanced Education and Skills Development

Apprenticeship Training

To become certified in a skilled trade, a candidate must be at least 16 years of age and meet the necessary academic entry

requirements. They are required to:

1. Find an employer to act as a sponsor and agree to provide the required on-the-job training.

2. Submit (along with their employer) an application for apprenticeship training to the Ministry.

3. Register (along with their employer) a training agreement with the Ministry, if the Ministry determines that both parties are
eligible.

4. Become a member of the College (and pay the required fees) in order to maintain the registered status of the training
agreement.

5. Complete the required on-the-job training under the direction of a qualified and skilled person in the trade, as specified by
the College.

6. Complete the required in-class training, conducted by training delivery agents (both colleges and non-colleges) on a
curriculum approved by the College. The Ministry schedules this training for the apprentice and the employer is required to
allow the apprentice time off to attend classes.

7. Receive a Certificate of Apprenticeship, which is issued by the Ministry upon completion of all requirements (on-the-job
and in-class training) of the apprenticeship program for the given trade. Note: Apprentices who lose their employer are
allowed to continue in the program and attend in-class training sessions for up to one year. However, in order to earn their
Certificate of Apprenticeship, these apprentices are still required to complete both in-class and on-the-job training hours.

The following steps are required for compulsory trades and optional for apprentices training in voluntary trades that offer a

Certificate of Qualification:

8. Write and pass a final certification exam given by the Ministry on behalf of the College.

9. Receive a Certificate of Qualification from the College.

10. Register with the College as a journeyperson.

Roles and Responsibilities

The responsibilities of key parties in supporting apprentices through the training process are described as follows:

The Ministry of Advanced Education and Skills Development (Ministry)

* Assesses eligibility of apprentice, sponsor, on-the-job trainer and in-class training delivery agent to participate in
apprenticeship training;

* Registers training agreements between the apprentice, sponsor and Ministry;

* Purchases in-class training from training delivery agents and schedules in-class training for apprentices;
* |ssues Certificates of Apprenticeship to apprentices; and

¢ Administers certification exams on behalf of the Ontario College of Trades.

The Ontario College of Trades

* Regulates people practising the skilled trades in Ontario through the enforcement of trade qualifications;

¢ Establishes the scope of practice and standards for trades including curriculum, on-the-job training requirements, ratios of
journeyperson-to-apprentice and certification exams;

* |ssues Certificates of Qualification to apprentices; and

¢ Sets wages for apprentices in certain trades.

Training Delivery Agents

* Deliver classroom training based on approved curriculum standards; and

* Must be approved as a training delivery agent by the Ministry. At present this includes all of Ontario’s 24 colleges of applied
arts and technology or 43 non-colleges (33 union-sponsored training centres, six not-for-profit training institutions, two
employer-sponsored training centres, and two private career colleges).




Sponsor/Employer

* Provides on-the-job training;

* Meets the journeyperson-to-apprentice ratio requirements;

* Agrees to allow the apprentice time off to complete required classroom training;

¢ Ensures personnel, equipment and machinery used to deliver training meet Ministry standards and are in compliance with all
occupational legislation; and

¢ Decides when the apprentice has completed on-the-job training requirements and provides the College with documentation
to support this decision.

On-the-Job Trainer (Journeyperson)

* Responsible for training the apprentice as directed by the sponsor; and

* Must possess a Certificate of Qualification (if providing training for a compulsory trade) or either a Certificate of Qualification,
a Certificate of Apprenticeship or equivalent (if providing training for a voluntary trade).

Alternative to Apprenticeship Training

It is possible to become a certified tradesperson without completing the apprenticeship program described above. Candidates
that can demonstrate they have the equivalent credentials and work experience can apply for advanced standing and be
allowed to write the Certificate of Qualification exam for that trade. This could apply to people who were trained in another
country or province, in the military, or Ontarians who completed a diploma program and/or had work experience in the trade.
The College will conduct a trade equivalency assessment to determine if the candidate has achieved the necessary skills for the
scope of the trade. A trade equivalency assessment is also conducted to verify the validity of out-of-province certification in a
Red Seal trade (trades whose credentials are recognized across the country).

In 2015, Ontario received applications from almost 5,200 individuals to write the Certificate of Qualification exams through
the equivalency process—56% were Ontario residents, 35% were foreign trained, 8% held certificates or a Red Seal issued by
another province, and 1% held a certificate issued by the military. These individuals typically had a lower exam pass rate than
apprentices who wrote the exams.

Funding Method for In-Class Training

Annually, the Ministry enters into a contract with every training delivery agent for each approved apprenticeship training course.
The contract specifies the maximum funding amount for an approved number of apprenticeship spaces (or classroom seats),
negotiated between the parties, that is supposed to take into consideration previous enrolment, forecast demand, and overall
available Ministry funding. Only apprentices with an active training agreement registered with the Ministry are eligible to enrol for
in-class training.

The Ministry pays training delivery agents a per diem per seat. This per diem rate increased from $57.35 in 2008/09 to $61.36
in 2015/16, and again to $63.09 in 2016/2017. The apprentice pays an additional fee of $10 per day. Funding from both the
Ministry and apprentices is meant to cover both fixed and variable costs. The maximum contract amount equals the approved
number of spaces multiplied by the per diem rate. The length of training is typically 40 days.

Under the contracts, the Ministry requires training delivery agents to submit year-end audited financial information. The Ministry
is to reconcile the amount of funding provided to the audited program expenses submitted, and recover any unspent funds,
usually by adjusting the amount of future payment instalments.
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