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Recommendations

®® Share the Northern Ontario Apprenticeship Model with the communities involved in 
this project and enlist their support for the recommendations.

®® Include employers, employment training consultants, OYAP coordinators, apprentices 
and journeypersons in the Local Apprenticeship Employer Committee (LAEC) meetings.

®® Survey participants in advance to identify the “burning issues” they bring to the 
community consultation.

Apprenticeship policies
®® Create a website where the Ontario College of Trades and the Ministry of Training, 
Colleges and Universities can receive concerns and petitions posted from the field.

®® Seek approval to pilot a locally applied ratio to demonstrate that apprentices can be 
effectively trained and the public well served.

®® Coordinate the voice of small employers to lobby for ratio changes during the review 
process.

Gathering information about apprenticeship
®® Workforce Planning Boards to lead the development of a local resource to include local 
contact information for apprenticeship service providers, access to employer registry 
information, pathways to apprenticeship, opportunities for alternative apprenticeship 
training, etc. The resource is modelled after the “Dollars and Sense, Apprenticeship 
Incentives for Employers and Apprentices” guide.

®® Create a registry to identify apprenticeship and co-op employers.

®® Collect data on the number of tradespersons who are not members of the Ontario 
College of Trades (i.e., voluntary trades).

®® Develop labour market information for the trades to include data collected by the 
Ontario College of Trades, community colleges and key employer human resources 
representatives.

Hearing from employers
®® Establish an Apprenticeship Training Committee to work with the College’s academic 
leaders, employers and distance delivery providers to 1) research best practice and 
establish delivery models for the North, 2) explore and develop multi-trade curriculum, 
and 3) develop training for journeypersons to mentor apprentices.

®® Establish articulation agreements with colleges and universities to provide credit for 
trades education and training.

®® Explore the concept of “college as journeyperson”.

ix



®® Promote professional development for employers to share best practices for employee 
retention.

®® Survey community employers to determine interest in developing a consortium model and 
integrate survey responses into the employer registry.

®® Consult with organizations that have implemented consortiums to identify strategies for 
application in other communities.

Promoting trades and apprenticeship
®® Identify local apprenticeship issues, survey apprenticeship stakeholders to determine their 
priority issues, and deliver apprenticeship forums to identify strategies to address them.

®® Create employer groups to promote the trades to youth. Include apprentices and 
journeypersons. Enlist the Chamber of Commerce.

®® Create a marketing blitz to include pop-culture references and use the “youngest and newest” 
faces of the trade.

®® Develop and deliver interview preparation for individuals seeking apprenticeship. Use the 
employer registry to identify employers who are most interested in apprenticeship.

Literacy, essential skills and employment readiness
®® Create a stakeholder group to develop strategies to promote coordination of EO employment 
and literacy services to employers as well as trade organizations related to apprenticeship 
stakeholders.

Ontario Youth Apprenticeship Program (OYAP) information
®® Coordinate a Joint OYAP Advisory Committee consultation to include employment service 
providers and employers. Focus is on coordinating services to help students transition to 
employment.
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1 Introduction

Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ Completion 
(2015) conducted six regional Apprenticeship Forums/ Consultations1 to engage employers in a fresh 
conversation about apprenticeship. It partnered with local Workforce Planning Boards, Literacy 
Networks and community apprenticeship service providers.

The literature and anecdotal evidence from the field suggest that small and medium-sized employers 
(SME)2 are reluctant to hire and train apprentices. An earlier project, Supporting Apprenticeship 
Completions Models of Service Provision (2012/2013) identified two employer issues:

®® Learners/clients seeking apprenticeships have difficulty finding employers and/or employers willing 
to hire them.

®® Employers are reluctant to hire apprentices.

It’s easy to engage practitioners and employers in conversations about the challenges of hiring and 
training apprentices, but more difficult to shift that conversation to what we can do about it.

Employers are reluctant to hire apprentices. It’s perceived as a net cost. Journeypersons are required 
to supervise apprentices in accordance with ratios, productivity and revenue are affected, costs go up, 
etc. But the reluctance to hire and train apprentices may be shortsighted. We know that well skilled 
workers will retire in great numbers (‘boomers’) in the next decade; as a result, employers will be 
challenged to recruit from a competitive and diminished labour pool.

The nature of work is changing as digital technology and e-learning take hold in the workplace. 
Employers note that workers need to to upgrade or learn new skills in the workplace. Workers require 
foundational literacy and essential skills including complex communication and problem-solving 
in technology rich environments (PS- TRE).3 The mismatch between workers’ skills and the skills 
required for the job gives employers cause for concern.

1 A note about terminology – “consultations” is used in a general sense, although five of the six communities held 
“apprenticeship forums.” The terms are used interchangeably according to the community under discussion.

2 The term “small employers” will also be used throughout the Report.

3 PS-TRE is broadly defined as using digital technology, communication tools and networks to acquire and evaluate 
information, communicate with others and perform practical tasks.
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2 Project Description

The Project invited apprenticeship employers and stakeholders to regional consultations4 to reframe 
the “problems-with-apprenticeship” conversation as a “solutions-for-apprenticeship” conversation. 
Discussions were informed by research and findings from previous apprenticeship forums. 
Consultations targeted Northern Ontario communities as a priority.

The Project challenged employers and apprenticeship stakeholders to critically examine their 
concerns with apprenticeship. It asked them to generate practical strategies to overcome the concerns. 
Consultation findings informed and extended the anecdotal and research findings about employers’ 
concerns with apprenticeship.

Employment Ontario (EO) services offer pathways into employment, skills upgrading and career 
preparation. The Project helped employers recognize the “face” of Employment Ontario; as a result, 
employers gained a stronger awareness of how EO prepares learners/clients for apprenticeship, 
including finding an employer, completing an apprenticeship and finding related employment.

The Project established Local Apprenticeship Employer Committees (LAEC) to implement follow-up 
initiatives arising from the consultations.

4 With the exception of Niagara, the consultations were “apprenticeship forums.”
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3 Apprenticeship and the 
Ontario College of Trades

The Ontario College of Trades and Apprenticeship Act (OCTAA) (2009) replaces two previous 
pieces of legislation that set out the regulatory framework for the skilled trades in Ontario – 
the Trades Qualification and Apprenticeship Act (TQAA) and the Apprenticeship and Certification 
Act (ACA). On April 8, 2013, the TQAA and the ACA and regulations under those Acts were repealed. 
The OCTAA and regulations made under the OCTAA now set out the legislative and regulatory 
framework for the skilled trades in Ontario.

The Ontario College of Trades (OCoT) is an industry-driven, professional regulatory body that 
protects the public by regulating and promoting the skilled trades. One of the main responsibilities of 
the College is ensuring that individuals performing the skills of compulsory trades have the training 
and certification required to legally practice this trade in Ontario.

The College is also responsible for:

®® issuing Certificates of Qualification and statements of membership

®® establishing apprenticeship programs and other training programs

®® maintaining a public registry of its members

®® the process for determining appropriate apprentice-to-journeyperson ratios

®® the process for trade classification reviews

®® establishing the scope of practice for trades

The Ontario College of Trades has over 260,000 active members. It issues Statements of Membership 
for Apprentices, Journeyperson Candidates, Tradespersons and Employers/Sponsors. It also issues 
Certificates of Qualification (C of Q) to members of the Journeypersons class.

OCoT membership is important, especially for workers in compulsory trades. A C of Q is only valid 
if the C of Q holder is a member of OCoT, and journeypersons are only eligible to train apprentices if 
they are members in good standing with OCoT.

Finally, apprentices who hold training agreements that were started prior to April 2013 had to pay a 
$60 membership fee (apprentice class) by April 2014 or their training agreements would no longer be 
valid. Effective January 1, 2015, all registered apprentices are OCoT members.

Ontario has 22 compulsory and 134 voluntary trades across four trade sectors: Construction, 
Industrial, Motive Power and Service. Compulsory trades are in the Construction, Motive Power and 
Service sectors. In order to practice in a compulsory trade, an individual must be one of the following: 
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a licensed journeyperson — a holder of a valid Certificate of Qualification, a journeyperson 
candidate, a registered apprentice with the Ministry of Training, Colleges and Universities, or a holder 
of a provisional Certificate of Qualification.

Certification is offered in some voluntary trades, but is not a requirement to practice in the trade. 
Many employers require certification for purposes of employment. This requirement creates barriers 
if workers are unable to certify.

A Certificate of Apprenticeship is issued upon completion of apprenticeship training. It is a 
permanent certificate. In compulsory trades where a Certificate of Qualification (C of Q) is 
mandatory, the “Journeyperson Candidate” must complete the C of Q within a 12 month period. 
If the C of Q is not completed, the individual cannot legally perform the skills and tasks associated 
with the trade. This creates barriers if the Candidate cannot access the Trade Exam and/or pass it 
successfully within 12 months.

Table 1 shows the distribution of trades, compulsory trades, and Certificate of Qualification by trade 
sector.

Table 1

Distribution of Trades, Compulsory Trades and Certificate of Qualification by Trade Sector

Trades Compulsory C of Q Available

Construction 42 11 30

Industrial 54 0 19

Motive Power 21 10 17

Service 39 1 9

Totals 156 22 75

Apprenticeship training is approximately 90% on-the-job and 10% in-school. Apprentices in 
construction trades complete a prescribed number of training hours. Construction Electricians, for 
example, need to complete 9,000 hours.

Trade Qualifiers are workers who receive certification and membership with OCoT by writing the 
qualifying exam. They have extensive practical trade experience which OCoT assesses against the 
competencies for the trade. The assessment fee is $200.

The Trade Qualification process is problematic. Candidates may have enough hours but the hours are 
in a narrow scope of practice (i.e., residential carpentry). The trade exam may not determine what 
the candidate knows about the trade (i.e., candidates can be prepped to do well on the exam). Trade 
Qualifiers represented a little more than 50% (1,579) of the Red Seal endorsements in Ontario in 
2013.5

5 Canadian Council of Directors of Apprenticeship Annual Report 2013.
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In the past, the Ministry of Training, Colleges and Universities’ (MTCU) focus was registration. 
It’s now on completion. MTCU does follow-up with apprentices and employers throughout the 
duration of the apprenticeship, especially if there is evidence that the apprenticeship is in trouble. The 
Employment Training Consultants (ETC) used to “pound the pavement” to promote apprenticeship 
opportunities, recruit employers, gather intelligence, etc. The OCoT enforcement officers now spend 
more time in the field, so they are in the best position to pass along information. However, since they 
only monitor compulsory trades, the information is of limited use.

When a new business does enter into an apprenticeship, MTCU works with the business to verify 
that qualified trainers are on-site, to review the expectations, and to assist with registration details 
and paperwork. There is a pool of businesses in every community that hire apprentices, but few new 
businesses have come on board.
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4 Project Activities

The Project set out the following activities:

Establish a Project Steering Committee

Research Report: Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion

®® update findings from 5 previous Northern Ontario Apprenticeship Forums

®® provide context from current apprenticeship research

®® validate employers’ perceptions about apprenticeship

®® identify general strategies for improving the employers’ engagement with apprenticeship

Confirm regional partners to:

®® host Apprenticeship Employer Forums

®® assist with recruiting key employer stakeholders

Deliver 6 Employer Apprenticeship Forums to:

®® explore employers’ perceptions about hiring apprentices

®® develop strategies to increase apprenticeship employers/stakeholders’ support for training and 
hiring apprentices

Establish Local Apprenticeship Employer Committees to:

®® review findings from the Research Report

®® undertake coordinated apprenticeship planning at the local level

®® develop locally relevant implementation strategies

Provincial webinar presentation

Final project report and evaluation
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The Project developed the following products:

®® Research Report: Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion

®® 6 regional apprenticeship consultations

®® Provincial webinar

The Project achieved the following outcomes:

®® Employers developed better understanding of EO’s employment/training services

®® EO networks collaborated with employers to plan and coordinate apprenticeship services

®® Identified practical strategies to address the employer concerns with hiring/training apprentices

®® Piloted and implemented local responses to project recommendations
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4.1 Project Steering Committee
The Project Steering Committee (PSC) had its first meeting September 29, 2014. Future 
meetings/consultations were held as required at key stages of the Project (November 21, 2014, 
March 23, 2015). The PSC approved the Project Charter (Appendix 1) and Project Terms of 
Reference (Appendix 2).

The Project Coordinator consulted formally with the PSC and informally with individual 
Committee members throughout the Project. The PSC reviewed the final report in March 2015.

Project committee members:

Melissa Alers, Project Manager/Executive Assistant, Literacy Northwest, Thunder Bay

Gay Douglas, Evaluator/Executive Director, Literacy Link Niagara

Andrea Holmes, Policy Analyst, Ontario Chamber of Commerce, Toronto

John MacLaughlin, Director of Strategy and Planning, Toronto Workforce Innovation Group, 
Toronto

Madge Richardson, Executive Director, North Superior Workforce Planning Board,  
Thunder Bay

Christopher Smillie, Senior Advisor Government Relations and Public Affairs,

Canada’s Building Trades Unions, Ottawa

Uli Walther, Board of Directors, Thunder Bay Chamber of Commerce, Thunder Bay

Jason Thompson, Division manager, Vector Construction Group, Thunder Bay

Annemarie Wesolowski, Executive Director, Literacy Northwest, Thunder Bay

4.2 Research
Findings from five Northern Ontario apprenticeship forums held in 2013 and 2014 were 
summarized to provide context for the Project research. The findings validated what we 
found in the document reviews for this Project and what we heard at the community 
consultations. Research and previous findings were used to develop a list of employer issues 
with apprenticeship. The list was used to “seed” a conversation between employers and 
apprenticeship service providers at the community consultations.

4.3 Project and Evaluation Work Plans
The Project followed the Work Plan set out in the original proposal. Timelines had to be 
adjusted to reflect a later-than-anticipated start date of July 1, 2014.
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All Project activities and deliverables were completed. The Project Work Plan is attached as 
Appendix 3.

An External Evaluator was hired to develop an evaluation strategy that was aligned to the 
Project Work Plan. The Evaluator worked with the Project Coordinator to ensure that 
appropriate evaluation tools/processes were developed and applied in a timely manner. The 
Project Evaluation Work Plan is attached as Appendix 4.

The Project Evaluation Report was submitted to MTCU with the Final Project Report.

4.4 Selection of Communities
Northern Ontario communities were selected because they were involved in previous 
apprenticeship forums. Many who participated in those forums were keen to be involved in this 
Project. It presented an opportunity to re-examine the “apprenticeship issue.” Promoting access 
to apprenticeship was an important strategic issue in every community; as a result, this project 
was well received. The Executive Directors at the Workforce Planning Boards were well known 
to the Project staff, so they were the first point of contact. The six communities were: Kenora, 
Niagara, Sault Ste. Marie, Sudbury, Thunder Bay and Timmins.

4.5 Local Apprenticeship Employer Committees
Each community was asked to lead a Local Apprenticeship Employer Committee (LAEC). 
The Committees helped to maintain momentum after the apprenticeship forums. The LAEC 
brought interested forum participants and other community members together to develop 
strategies to implement action items arising from the forums.

4.6 Provincial Webinar
Literacy Northwest (LNW) offered a free 60-minute webinar on the topic of increasing 
employer support for hiring apprentices and supporting apprentices’ completion. The webinar 
was held on Thursday, April 2, 2015. It presented common perceptions that employers have 
about apprenticeship, offered solutions and best practices drawn from research, and shared 
what apprenticeship service providers in six communities are doing to increase employer 
support for hiring apprentices.

The webinar was well received. The invitation is attached as Appendix 5.
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5
Research Report: Increasing Employer 
Support for Hiring Apprentices and Supporting 
Apprentices’ Completion

5.1 Introduction
The Research Report has two parts. First, it reviews findings from five Northern Ontario 
apprenticeship forums delivered in 2013 and 2014. The data from those forums is an 
“environmental scan” of Northern Ontario employers and service providers’ views about 
apprenticeship. The issue of employers’ reluctance to hire and train apprentices emerged from 
those discussions. Second, the Report explores what the literature says about apprenticeship 
and employers’ reluctance to hire and train apprentices.
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5.2 Findings from Five Northern Ontario Apprenticeship Forums Delivered 
in 2013 and 2014
Five Northern Ontario apprenticeship forums were conducted from March 2013 to February 
2014. The forums heard from 243 participants (Table 2).

Table 2

Community Apprenticeship Forums 2013/2014

Date Location Participants

1 Literacy Northwest and Northwest 
Training and Adjustment Board May 2013 Dryden 34

2
The Mid North Network and Sudbury 
and Manitoulin Workforce Planning 
Board

June 2013 Sudbury 67

3 The Mid North Network and Algoma 
Workforce Investment Corporation June 2013 Sault Ste . Marie 43

4 Literacy Northwest and North 
Superior Workforce Planning Board November 2013 Thunder Bay 72

5 Literacy Network Northeast and Far 
Northeast Training Board February 2014 Timmins 27

Totals 243

Each forum asked roundtable participants to respond to three topics:

Topic one
®® How does the national and provincial data shown on the video and presented in this 
workshop compare to what you know are key issues in your district or your community?
®® What specific new strategies would you propose to address skill shortages in your 
community?

Topic two
®® Who is providing services in your community to support apprenticeship completion? What 
kind(s) of services do they provide?
®® What specific strategies would you recommend to better integrate these services to better 
support apprenticeship completion?

Topic three
®® What are the most significant challenges and barriers to apprenticeship completion that you 
observe from your experience working with apprentices?
®® What can be done to help apprentices overcome these challenges and barriers?

Appendix 6 is a thematic summary including specific strategies proposed by participants.
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5.2.1 Synopsis of Themes from the 2013/2014 Apprenticeship Forums

We heard that a career in the trades is undervalued by parents, students and educators. 
It is a second choice after college or university and still perceived as “blue-collar” work. 
The Ontario Youth Apprenticeship Program (OYAP) is also undervalued.

We heard a plea for more and better information about apprenticeship. Employment 
Ontario (EO) service providers can provide the information, but employers who could 
benefit from EO services are not aware of or using them. Furthermore, apprenticeship 
services are not well integrated or coordinated in the community.

Large employers told us that new apprentices aren’t ready for the workplace, lack 
literacy skills to do the job, or both. Employers, however, aren’t aware of or accessing 
community literacy, employment and training services that are available.

We heard that it is difficult to find small and medium-sized employers who are 
willing to hire and train apprentices. Employers say apprenticeship is too expensive, 
apprentices go work elsewhere after being trained (poaching), the process has too much 
“red tape,” they don’t have enough sustained work, and so on.

Apprenticeship completion remains an issue. Employer sponsors are difficult to find. 
Trade exams are difficult to pass. Sometimes life just gets in the way and completing an 
apprenticeship takes too long or becomes too onerous.

Finally, we heard concerns about the new regulatory environment under the Ontario 
College of Trades (OCoT). The environment hasn’t necessarily become more complex, 
but it has upset the “old” way of doing things. As things change, people react. If people 
don’t understand, don’t get the facts, or just feel powerless in the face of it, they default 
to their own conclusions. A robust conversation is raging in Ontario that won’t settle 
down until OCoT effectively responds to the concerns.

5.3 What the Literature Says about Employers and Apprenticeship
A review of six Workforce Planning Board labour market reports and follow-up consultation 
with the Executive Directors confirmed that growing the skilled workforce and promoting 
apprenticeship are important strategic initiatives. The Workforce Planning Board information 
and findings from previous apprenticeship forums, literature reviews6 and discussions with 
apprenticeship stakeholders were used to develop a “shopping list” of employer issues. The 
issues are presented as “everyday” statements. The list was used to “seed” a conversation 
between employers and apprenticeship stakeholders (Appendix 7). The statements’ 
conversational tone helped to present the issues to forum participants and move the “problems- 
with-apprenticeship” conversation to a “solutions-for-apprenticeship” conversation.

6 Canadian Apprenticeship Forum. (2014). Analysis of Initiatives to Encourage Employer Engagement in the Apprenticeship 
System.
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Employer statements
®® I know there’s going to be a skills shortage, but I don’t know how to go about recruiting and 
hiring an apprentice
®® I don’t have enough journeypersons to supervise apprentices
®® There’s too much red tape involved in hiring and training an apprentice
®® Hiring and training an apprentice is too expensive
®® I don’t understand all the financial incentives to hire and train an apprentice
®® I am reluctant to hire an apprentice – they’re just not ready
®® My apprentices have really poor literacy and essential skills
®® I can’t provide the full scope of practice in the trade
®® I can’t provide enough sustained work for the apprentice
®® Scheduling in-school training is really inconvenient for my business
®® The compensation I provide can’t compete with other employers/unions
®® I have trouble keeping an apprentice during the training, and they leave after
®® My older journeypersons are having trouble keeping up with the new skills in the job, 
especially technology
®® I’d like to certify myself so I can mentor apprentices, but I don’t think I could pass a written 
exam
®® I have concerns about safety and risk when I hire and train the apprentice
®® My business is too small to accommodate an apprenticeship

According to the Canadian Council of Directors of Apprenticeship (CCDA), trades represent from 
11% to 17% of the overall labour market.7 An American study suggests that apprenticeship “appears 
to be effective in increasing the earnings of participants and achieving net social benefits across a 
wide range of state settings” (p xxi).8 The CCDA notes that apprenticeship completion “conveys a 
substantial labour market premium.”9 Workers are more immediately employable, have better earning 
potential in the short and long term, and report higher levels of job satisfaction and job security.10

Strategies to enhance employer participation in apprenticeship include education about mentoring, 
providing incentives, ensuring that apprentices understand the value of training and encouraging 
employers to talk with their peers.11

7 Canadian Council of Directors of Apprenticeship. (2014). Apprenticeship Completion, Certification and Outcomes.

8 Reed, D., A. Yung -Hsu Lui, R. Kleinman, A. Mastri, D. Reed, S. Sattar & J. Zeigler. (2012). An Effectiveness Assessment and 
Cost-Benefit Analysis of Registered Apprenticeships in 10 States.

9 Canadian Council of Directors of Apprenticeship. (2014). Apprenticeship Completion, Certification and Outcomes. p. iv.

10 Assessing Apprenticeship Outcomes: Building a Case for Pursuing and Completing an Apprenticeship. Canadian 
Apprenticeship forum, February 2011.

11 Canadian Apprenticeship Forum. (2008). Strategies to Increase Employer Participation in Apprenticeship Training in Canada: 
A Summary of Discussion Results with Employers from across Canada.
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Ontario’s 381,001 small employers (1 to 99 employees) represent 98% of all employers and 67% 
(2,887,141) of all jobs.12 Small employers compete with the large unions and employers who have 
ample administrative resources to manage apprenticeships and a ready supply of journeypersons 
to train according to ratio requirements. In small businesses, managing apprenticeships falls to the 
owner. Accessing apprenticeship incentives (EI, tax credits) incurs extra accounting costs. Meeting the 
journeyperson-to-apprentice ratios restricts expanding or developing the workforce. Integrating new 
technologies and training the workforce is expensive. Large companies, however, can shift resources 
and responsibilities to specialized training departments. Growing the skilled workforce needs to 
involve small employers; small employers need to hire apprentices to maintain and grow their 
business.

Barriers
Many who begin an apprenticeship path do not complete their certification journey – a journey 
that can take up to five years. In Ontario, the average age of an apprentice is 29.9 years.13 There are 
many routes into apprenticeship (Ontario Youth Apprenticeship Program, community colleges’ 
pre-apprenticeship, apprenticeship and co-op apprenticeship diploma programs, union sponsored 
training, exam challenge as a Trade Qualifier), but the average age of apprentices suggests that entry 
begins later in life.

Approximately 40% to 50% of apprentices who start do not complete. Life just gets in the way 
and apprentices move on without completing. But, employers invest time and resources into an 
apprenticeship, and they need to see a return on their investment.

Apprenticeship is a commitment to at least four years of work including in-school training. The 
literature describes a host of barriers that affect apprenticeship completion.14

Barriers to Completion
®® It’s difficult to find an employer/sponsor. Small and medium-sized employers are reluctant to hire 
apprentices.

®® Apprentices don’t have sufficient academic preparation, including senior-level math and English 
and level 3 literacy skills. Senior-level science is sometimes required.

®® Apprentices lack “wraparound supports.” Personal, work or family situations get in the way.

®® Lack of financial supports; employment insurance doesn’t provide sufficient income.

®® Apprentices have unrealistic job and workplace expectations.

®® Employer sponsorship ends due to a lack of sustainable work.

12 Industry Canada. http://www.ic.gc.ca/eic/site/061.nsf/eng/02821.html

13 Refling, E. & Dion, N. (2015). Apprenticeship in Ontario: an Exploratory Analysis.

14 Canadian Apprenticeship Forum. (May 2009). What’s Happening in Apprenticeship Now: Stakeholders Feedback on the 
Barriers to Apprenticeship. Final Report; Canadian Apprenticeship Forum. (2011). Investigating Apprenticeship Completion 
in Canada: Reasons for Noncompletion and Suggested Initiatives for Improving Completion; Literacy Northwest. (2013). 
Supporting Apprenticeship Completions: Models of Service Provision. Literacy Northwest. (2013); Hansen, R. & Dishke 
Hondzel, C. (2015). The Apprenticeship Retention Program: Evaluation and Implications for Ontario.

http://www.ic.gc.ca/eic/site/061.nsf/eng/02821.html
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®® Apprentices demonstrate poor performance in the workplace.

®® The workplace is an unwelcoming environment. The quality of training is poor. Journeypersons 
aren’t prepared or don’t want to train apprentices.

®® Negative public attitudes about the trades impact apprentices’ motivation and persistence.

®® Apprentices have difficulty accessing in-school training; employers have difficulty scheduling 
apprentices for in-school training.

®® The trade exam is difficult to pass.

®® Lack of support from MTCU and lack of access to Employment Training Consultants.

Skill Shortage
The media are cluttered with warnings about the impending skill shortage, but what exactly does 
that mean? When you look at the raw numbers of people likely to retire and the number of people 
available to replace them, the picture looks frightening.

Rick Miner identified a looming skills shortage.15 Given moderate population growth, he projected 
a workforce deficit of 2.5 million people by 2021. Labour demand will outstrip the labour supply 
because the participation rate is declining. An older demographic is retiring and a younger, smaller 
and less skilled demographic is available to replace it.

Sault Ste. Marie, for example, has a workforce of approximately 35,000 people which is shrinking due 
to an aging population (average age = 47.2 years), high outmigration of youth and low newcomer 
immigration.16 Manufacturing (12%), construction (7%), accommodation and food (7%), other 
services (5%), and transportation (3%) represent over one third of the top industries by employment 
and rely on trades and skills-based employees.

A recent Higher Education Quality Council Ontario (HEQCO) report cites a Canadian 
Apprenticeship Forum (CAF) “forecast that by 2017 there will be a need to train 316,000 workers 
to replace the retiring workforce in the construction industry alone … In the automotive sector, 
shortages are expected to reach between 43,700 and 77,150 by 2021.”17

The Ontario Chamber of Commerce cites the Conference Board of Canada, noting that 41% of 
employers are currently seeking employees with trades training. The Chamber’s own membership 
survey reveals that 30% of Ontario business has had difficulty filling a job opening over the last 12 to 
18 months.18

British Columbia will have one million new trade job openings between now and 2022, with 68% 
of those occurring because of baby boomers leaving the workforce.19 As the mining industry grows 

15 Miner, R. (2012). Jobs of the Future: Options and Opportunities.

16 Algoma Workforce Investment Corporation (AWIC).

17 Refling, E. & Dion, N. (2015). Apprenticeship in Ontario: an Exploratory Analysis.

18 Ontario Chamber of Commerce. (2013). Caution, Work Ahead. p.4.

19 Gary Herman, CEO of the Industry Training Authority of B.C.
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in Northern Ontario, the construction sector will need workers to build roads,20 housing, mining 
infrastructure and electrical capacity.

The skilled trades are a subset of Miner’s skill shortage. It’s difficult to grasp the scope of the skill 
shortage or where it will impact the skilled trades. Work in the trades can be cyclical: one sector of 
the economy picks up and requires construction workers; another sector goes into production and 
industrial trades workers are in demand.

Further complicating the scenario is predicting what kind of skills will be required for the jobs of the 
future. Certainly, work will require a postsecondary education. Indeed, Essential Skills Ontario (ESO) 
suggests that education matters, noting a relationship between educational attainment, literacy skills, 
and improved employment earnings.21 Work in the trades requires strong literacy and essential skills. 
Many trades are impacted by digital technology in the workplace.22 Work in the trades is no longer 
just for those who are less “academically inclined.”

A “skill shortage” could describe a mismatch of skills in which too many workers with the wrong skills 
are available for in-demand jobs. Or, it could suggest too few workers are available who have the skills 
needed for new and emerging jobs.

There are concerns that training schools are turning out too many apprentices for the number of 
jobs that exist. The workplace responds to the economy; workers in the trades go where the work is 
available. Better labour market information is required. Statistics Canada created files for a recent 
Canadian Council of Directors of Apprenticeship (CCDA) Report23 that linked the Registered 
Apprenticeship Information System (RAIS) to the main Income Tax Return (T1FF) database. 
Statistics Canada also linked the RAIS to the Labour Force Survey (LFS). These data sets provide a 
robust picture of the population working in the trades and a context for the trades within the overall 
labour market.

Similar to the CCDA research, the Canadian Apprenticeship Forum is developing a “conceptual 
framework for a model capable of estimating occupation-specific requirements for certified workers 
in the skilled trades.”24 This is a start on creating more precise labour market information for students, 
educators, businesses and economic development.

The Northwest Training and Adjustment Board (NTAB) identifies worker and skill shortages but 
suggests that assessment of transferable skills and targeted training to bridge skills gaps can promote 
worker mobility across occupational profiles. Multi-trade certification could improve workforce 

20 In March 2015, the province and the federal government announced they would jointly fund a $785,000 study to look at the 
viability of a road that would connect four fly-in First Nations to the provincial highway at Pickle Lake, Ont. The route being 
studied would also provide an industrial corridor for a nickel mine planned by Noront Resources. In a separate comment, Bob 
Rae added that more than one road would be needed. CBC March 10, 2015.

21 Essential Skills Ontario. (2014). The Essential Skills Bulletin No 3: Do Skills Actually Matter When It Comes to Employment 
and Earnings? ESO is clear that while a relationship exists, it is not a causal relationship.

22 The Canadian Apprenticeship Forum has three reports that look at the impact of technology in Canada, New Brunswick and 
Ontario.

23 Canadian Council of Directors of Apprenticeship. (2014). Apprenticeship Completion, Certification and Outcomes.

24 Canadian Apprenticeship Forum. (July 2013). Apprenticeship Analysis: Understanding Skill Shortages and Apprenticeable 
Trades. p. 24.
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participation across related jobs. The plumbing and heating industry, for example, involves three 
trades – plumbing, HVAC air conditioning and sheet metal worker.

Saskatchewan has an interesting approach to developing the right skills and the right jobs. The Regina 
Trades and Skills Centre (RTSC)25 is a not-for-profit organization that delivers short-term trades and 
skills training leading to entry-level jobs in industry where workers are in high demand. It works with 
industry to develop and deliver relevant and recognized programs to respond to industry needs for 
trained and skilled workers.

Employers will need to recruit and train new people because the supply of experienced workers 
is shrinking. Employment Ontario, as well as Aboriginal employment and training services, have 
mandates to connect people to work. Employment services connect employers to workers who want 
an apprenticeship. They work with employers to identify job openings and skill requirements. They 
assess clients’ career interests, education, skills and work experience, and match them to employment 
opportunities.

Perceptions
Despite a negative public perception of the trades, there are signs of change. A career in the trades 
provides a good income and satisfying work. Entry into trades training is a beginning, not an end. 
Enhancing apprenticeship’s profile in the schools is one of the best ways to change public perception.26

An employers’ group In Niagara led by the owner of a Canadian Tire business is concerned about the 
lack of trades education in the secondary schools and the low level of student interest in pursuing a 
career in the trades. They committed to working with the District School Board to introduce trades 
education in secondary school and promote careers in the trades directly to educators, parents and 
students.

Massiv Die-Form in Brampton is a company that has been involved in apprenticeship for over 
25 years. The company designs and builds dies and equipment to support the global automotive 
manufacturing market. It has conducted outreach to local high schools, formed relationships with 
several colleges, offered co-op placements, hired summer students and, most recently, has participated 
in the Ontario Youth Apprenticeship Program.

The Canadian Apprenticeship Forum prepared a useful series of studies exploring the perceptions 
of educators,27 parents28 and students29 about careers in the skilled trades. Educators are developing 
a more favourable view of a career in the trades. They encourage students, yet they continue to have 
resistance from parents and students who perceive the trades as a second-choice option after college 
or university. Parents still see the skilled trades as “lesser than” the academic pathway, but recognize 
that work in the skilled trades provides a good income. Youth are gaining a better understanding of 

25 http://rtsc.org/

26 Canadian Apprenticeship Forum. (May 2009). What’s Happening in Apprenticeship Now: Stakeholders Feedback on the 
Barriers to Apprenticeship. Final Report.

27 Canadian Apprenticeship Forum. (2014). Apprenticeship Analysis: Educator Perceptions of Careers in the Skilled Trades.

28 Canadian Apprenticeship Forum. (2014). Apprenticeship Analysis: Parent Perceptions of Careers in the Skilled Trades.

29 Canadian Apprenticeship Forum. (2013). Apprenticeship Analysis: Youth Perceptions of Careers in the Skilled Trades.

http://rtsc.org/
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the trades and see it as a viable career. They understand the value of hands-on learning, especially if it 
fits their personal learning style.

The Ontario Youth Apprenticeship Program (OYAP) is low-risk experiential learning. It introduces 
youth to the trades and can lead to an apprenticeship. Employers are not required to pay 
apprenticeship rates, nor are they expected to provide a job upon completion. Student liability is 
covered under school policies. For the student, it’s a low-stakes job interview.

Connecting with youth means reaching out to them in ways with which they are familiar. Trades can’t 
be seen as boring or for someone else. The Ontario College of Trades created a fresh new website that 
reaches out to youth. “Earn While You Learn”30 offers information about the trades, a roadmap to 
enter the trades, success stories and benefits of work in the trades.

Efforts to promote the trades as legitimate careers must continue. There has been some progress, but 
the most significant influencers, parents, still maintain a powerful hold on youth’s decision-making 
about careers in the trades.

I don’t have enough journeypersons to supervise apprentices (e.g., ratios)

A journeyperson automotive service technician who is also a trained secondary school teacher can 
supervise 25 students in the school shop. Medical and performing arts “residents” have supervised 
training under the tutelage of a “master practitioner.” Employers, particularly small employers, don’t 
understand why the ratios for journeyperson-to-apprentice training are so restrictive as to prevent 
developing new apprentices in the workplace.

The journeyperson-to-apprentice ratio applies to 33 trades in the construction sector. Eleven (11) of 
the trades are compulsory which means that employers abide by ratios and train with journeypersons 
who are members of the Ontario College of Trades (OCoT).

The Ontario Chamber of Commerce states that the OCoT “regulatory functions are negatively 
impacting small and medium-sized enterprises.” Ontario, which has one of the most restrictive 
journeyperson-to-apprentice ratios, is a target of their concern.31 British Columbia, by comparison, 
does not require certification in any skilled trade and maintains a 1:1 journeyperson-to-apprentice 
ratio, with no secondary ratios.

The unions, however, support the current ratio structure, arguing they are essential to train 
apprentices properly and ensure that work is performed safely and to code.

We heard from employers, especially small, non-unionized employers, that ratios impose restrictions 
on their ability to hire apprentices. A small construction firm in a rural Northwestern Ontario 
community that employs six year-round full-time staff has two Red Seal carpenters. The company 
can only develop two journeypersons in eight years. With a 1:1 ratio, the company could produce six 
journeypersons in eight years. With a 1:2 ratio, it could produce 16 journeypersons in eight years.

30 http://www.earnwhileyoulearn.ca/

31 Ontario Chamber of Commerce. (2013). Caution, Work Ahead. p.2.

http://www.earnwhileyoulearn.ca/
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OCoT coordinates industry and stakeholder consultations32 to review and establish ratios. Small 
employers do not have the resources that large unions and companies have to make representation to 
OCoT; as a result, their voices are not heard and ratios continue to be a problem.

Aside from ratios, employers have concerns that journeypersons don’t have the skills to mentor 
apprentices. The journeyperson-apprentice relationship is crucial to a successful apprenticeship. 
Journeypersons who train apprentices are mentors and teachers, but not all journeypersons have the 
skills or the interest to be mentors and teachers. Effective mentoring includes preparing individuals 
for apprenticeship, selecting the right person to mentor, offering mentoring training including 
sharing good mentoring practices, developing a clear training plan and using it, and supporting 
journeypersons with ongoing training and easy access to good training materials.33

There’s too much red tape involved in hiring and training an apprentice

Apprenticeship involves an employer, a Registered Training Agreement with the Ministry of Training, 
Colleges and Universities (MTCU), and a payment of a $60 membership fee to the Ontario College 
of Trades (OCoT). The local apprenticeship office provides employers with information about 
apprenticeship responsibilities, in-school training, apprenticeship grants/tax credits, etc. Most 
employers are familiar with the Ministry’s time frames for completing an application to register an 
apprentice. Registration documents can be received and communicated by email.

Yet, employers say that too much “red tape” is a reason to not hire an apprentice. Employers have 
responsibility to provide workplace training in accordance with standards for the trade. If there is not 
enough work or training through the full scope of practice, they may choose to coordinate additional 
work and training with other employers, possibly competitors. Employers organize apprentices’ 
work schedules to fit in-school training, often with disruption to the business. Training incentive 
grants can make the apprenticeship “less expensive,” but securing the incentives requires applications, 
documentation and reporting. Finally, small employers don’t have the human resources to administer 
the apprenticeship (the business is too small).

According to the College Registrar,34 OCoT has reduced red tape, reviewed trades subject to ratios (14 
ratios have been reduced) and implemented a membership fee structure based on a comprehensive 
consultation with industry. Further, Employment Training Consultants (ETCs) told us that the 
apprenticeship process has been made much simpler. The process may be simpler, but a 3 to 5 
year apprenticeship involving the employer, training delivery agent and apprentice offers ample 
opportunity for introducing complexity and variables that lead to non-completion. Small and 
medium-sized businesses don’t have the employment stability of large companies or unions; Training 
Delivery Agents have difficulty providing in-school training that is responsive to apprentice and 
employer needs; and apprentices have competing family, work and life commitments over the 3 to 5 
year apprenticeship.

32 Refling, E. & Dion, N. (2015). Apprenticeship in Ontario: an Exploratory Analysis.

33 Canadian Apprenticeship Forum. (2013). Effective Journeyperson to Apprentice Mentoring on the Job: Making It Work; 
Mentoring Apprentices in the Workplace Dialogue Report.

34 David Tsubouchi, Trades College Has Reduced Red Tape, Northern Life, Thursday, February 12, 2015.
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Hiring and training an apprentice is too expensive

Employers shift journeyperson time to mentoring thus removing the journeyperson from production. 
The apprentice cannot be immediately productive. There may be risks attached to working unsafely. 
Employers see hiring an apprentice as a cost.

The Canadian Apprenticeship Forum (CAF) investigated the return on investment (ROI) for training 
an apprentice.35 It asked almost 1,000 employers representing 16 trades to assess the revenue generated 
by the apprentice and the cost of training an apprentice. The study looked at the net return in each 
year of the apprenticeship. In almost all cases, even in the first year, apprenticeship showed a return. 
As expected, the return was much better in the final year of the apprenticeship.

The average return is $1.47 for every $1.00 invested. The report includes case studies for each trade. 
We presented employers with the return on investment information at the community forums and 
encouraged them to apply the analysis to their own business.

There are also non-financial benefits. Apprentices who stay with an employer for the full 
apprenticeship may develop a stronger understanding of the culture of the workplace and build 
relationships with other employees. The employer’s long-term investment in an apprentice is an 
opportunity to recruit a future full-time employee.

I don’t understand all the financial incentives to hire and train an apprentice

Employers know that financial incentives are available, and they know that apprentices also have 
access to financial incentives. For small employers, the “paperwork” to apply for incentives such as tax 
credits may seem onerous. Many employers with whom we spoke manage tax credits by referring the 
applications to their accountants.

Some information is new. The recently announced Canada Ontario Jobs Grant (COJG)36 provides 
direct financial support to individual employers who wish to purchase training for their employees. 
It is available to small, medium and large businesses that have a plan to deliver short-term training 
to existing and new employees. It doesn’t apply to apprenticeship training, but it can be used to 
upgrade the skills of the existing workforce (i.e., upgrading digital literacy to use new technology in 
the workplace). The Federal Government also announced the Canada Apprenticeship Loan which 
provides apprentices in designated Red Seal trades with up to $4,000 in interest-free loans for a period 
of technical training to help pay for tuition, tools, equipment and living expenses to cover forgone 
wages or help support families.

Other incentives include the Apprenticeship Training Tax Credit, Apprenticeship Job Creation 
Tax Credit, Apprenticeship Employer Signing Bonus, Apprenticeship Completion Bonus for 
Employers, Cooperative Education Tax Credit, Apprenticeship Scholarship, Support for Non-EI 

35 It Pays to Hire an Apprentice: Calculating the Return on Training Investment for Skilled Trades Employers in Canada – A 
Study of 16 Trades (2009).

36 Canada Ontario Jobs Grant Guidelines (2014).
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Eligible Apprentices, Apprenticeship Incentive Grant, Apprenticeship Completion Grant and the 
Apprenticeship Completion Bonus in Non-Red Seal Trades.

Employment Training Consultants (ETC) and Employment Services staff can assist employers 
with information about incentives and how to apply for them. A report, Tax Credits and Grants 
for Employers, Apprentices, Journeypersons and Trade Qualifiers in Canada,37 provides a thorough 
overview of financial incentives. The report is updated regularly to ensure information is current. 
Ontario’s Workforce Planning Boards have recently developed a useful guide, Dollars and Sense, 
Apprenticeship Incentives for Employers and Apprentices. The guide is being adapted in each 
community to provide local apprenticeship contacts and information.

I am reluctant to hire an apprentice – they’re just not ready (lack ambition, high wage 
expectations, don’t take training seriously, can pass written tests but can’t do the skills on 
the job, don’t understand their roles and responsibilities)

My apprentices have really poor literacy and essential skills

The transition to apprenticeship includes preparation. The Ontario Youth Apprenticeship Program 
(OYAP) helps secondary school students get familiar with an employer and a trade. It often leads to 
employment if the student follows through with the employer after graduation. The colleges’ Co-Op 
Diploma Programs (co-op) combine a college diploma program and apprenticeship training leading 
to a Certificate of Qualification. Participants pursue both diploma courses and apprenticeship in-
school training in a related skilled trade. The Pre-Apprenticeship Training Program helps potential 
entrants to the apprenticeship system develop their job skills and trade readiness so that they will be 
prepared to find work as apprentices. Programs are up to 52 weeks in duration and may include the 
Level 1 apprenticeship in-school training or relevant apprenticeship training, relevant safety training 
and an 8 to 12 week work placement. Programs may also include trade readiness, employment 
preparation and academic upgrading.

Apprentices entering the workforce need both “soft skills” and “literacy skills.” Soft skills refer to work 
readiness. Do they understand what the job requires of them? Do they have the supports in place to 
get themselves to work on time? Are they prepared to do the job? Do they understand and appreciate 
how to communicate with the employer and with others in the workplace? Are they able to work as 
part of the team? Do they know when to ask for help and when to proceed independently when faced 
with problems?

Apprentices are not unlike mature learners whose return to upgrading, further education or training 
must be balanced against financial, family, work and other social commitments. The average age of 
apprenticeship in Ontario is 29.9. The completion rate for apprenticeship remains stubbornly low at 
approximately 50%.

37 Canadian Apprenticeship Forum. (2015). Tax Credits and Grants for Employers, Apprentices, Journeypersons and Trade 
Qualifiers in Canada.
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Literacy skills refer to the ability to read text, retrieve and enter information in print and digital 
documents, write text to inform others, perform numerical calculations, etc. These are foundation 
skills – Essential Skills that workers need in order to competently perform tasks on the job, including 
learning how to use new technology.

Essential Skills level 3, as measured on a five-point scale, is considered a minimum level of 
competency for full participation in work, learning and life. The Programme for the International 
Assessment of Adult Competencies (PIAAC) literacy and numeracy results for the population 25 to 54 
show scores at the very low end of the level 3 scale (Table 3).38 This suggests that the population most 
likely to enter apprenticeship training may, as employers suggest, “have poor literacy and essential 
skills”.

Table 3

Literacy and Numeracy – Average Skills of the Population (25-54)

Average Score Level

Literacy 277 .6 Low level 3 (276-325)

Numeracy 269 .7 High level 2 (226-275)

Employers are reluctant to hire apprentices because they are not ready, but they don’t know about or 
use community services that are available to help them recruit and retain apprentices. Employment 
Ontario (EO) literacy and employment services are mandated to work with employers. Job developers 
work directly with employers to match clients to jobs. Employment services assess job readiness and 
literacy skills to determine if apprentices are ready for employment; if not, they make referrals to 
agencies that help apprentices prepare.

There is a business case for investing in essential skills development. Employers link skills training to 
learning more about advanced skills like the use of technology, but they don’t place as high a priority 
on developing literacy and essential skills. They also indicated that they were more likely to provide 
training for apprentices. The Canadian Apprenticeship Forum (CAF) surveyed 149 employers who 
spent a median of $1,005 for each tradesperson trained. Employers observed a median of $4,071 in 
benefits or a median return of $3.08 for every $1.00 invested.39

Employers indicated that workers are not prepared to pass certification exams. Multiple choice exams 
pose real concerns for writers who have weak literacy skills, lack grade 12 English and mathematics, 
use a language other than English, have been away from formal learning for a long time or don’t have 
well developed test taking strategies. Sometimes exam questions don’t keep up with trade practice. 
Sometimes exam questions are poorly designed.

38 Statistics Canada. (2013). Skills in Canada: First Results from the Programme for the International Assessment of Adult 
Competencies (PIAAC).

39  Canadian Apprenticeship Form. (2014). The Business Case for Essential Skills Training in the Skilled Trades.
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These are all legitimate concerns. The Canadian Council of Directors of Apprenticeship (CCDA)40 is 
exploring options to multiple choice testing, including practical tests. It is also conducting test item 
analysis workshops to improve the quality of the multiple choice test items.

Exam preparation is available from literacy service providers and community colleges. Supporting 
Apprenticeship Completions: Models of Service Provision (2013) identified resources to assess 
learners’ readiness to write the test, develop skills and learn effective test writing strategies. The Mid 
North Network for Adult Learning developed materials to help apprentices who are preparing to 
write the Certificate of Qualification (C of Q) exam.41 Finally, the Ontario colleges’ apprenticeship 
programs have been mandated to provide a one-week exam preparation course for students who’ve 
completed the in-school training.

I can’t provide the full scope of practice in the trade

I can’t provide enough sustained work for the apprentice (e.g., seasonal work, contracts)

The large unions can “shop” their apprentices out to multiple employers, thus ensuring that 
apprentices have exposure to the full scope of practice and sustained work that carries on for the 
duration of the apprenticeship. The International Brotherhood of Electrical Workers (IBEW) in 
Thunder Bay is an example of a union that places apprentices with members (journeypersons) in 
work settings requested by the employers. The Ontario Construction Secretariat has a successful 
partnership with unions which show promise for improving completion rates. Unionized apprentices 
are indentured to Joint Apprenticeship Training Trusts (JATT) representing the role of employer, 
training provider and apprenticeship administrator. Training is provided at union training facilities. 
Apprentices find placement with employers who provide the on-the-job training. JATTs effectively 
create a consortium model to provide apprentices with full scope of trade practice and access to 
training and sustained work.42

In Germany, apprentices without employer sponsors are assisted by local Chambers of Commerce 
who organize trade-specific employer consortiums for apprentices. In Australia, the government-as-
employer facilitates the registration and placement of apprentices across multiple employers.

Small employers are reluctant to take on an apprentice because they cannot commit to enough 
work to help the apprentice complete. An employer consortium is a practical solution to providing 
apprentices with the full scope of practice and/or work throughout the apprenticeship duration. An 
employer is registered with the Ministry and agrees to train apprentices with qualified staff including 
a commitment to release the apprentice for in-school training. If the employer cannot provide the 
apprentice with the full scope of practice, he may “shop” the apprentice out to another employer or 

40  Annual Report 2013, http://www.red-seal.ca/others/2013ccd.1_.1r@-eng.jsp

41  Supporting Apprenticeship Completions: Exam Preparation Materials for the Certificate of Qualification Writer (2015).

42  Ontario Construction Secretariat. (May 2013). Completion Counts: Raising Apprenticeship Completion Rates in Ontario’s 
Construction Industry.

http://www.red-seal.ca/others/2013ccd.1_.1r@-eng.jsp
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employers who can provide the remaining scope of practice (i.e., consortium). The original employer 
is responsible for ensuring that additional employers meet all of the training requirements.43

Another approach is the Hamilton Skills Trades Apprenticeship Consortium,44 which developed an 
effective model that resulted in approximately 300 apprentices being registered in the steel industry 
in Hamilton. The consortium acted as the sponsor to register co-op students to apprenticeship 
agreements. The employers were responsible for all the training requirements but were relieved from 
a commitment to hire the co-op apprentices as full-time employees upon graduation. The consortium 
provided a framework that can be adapted to allow related workplaces to initiate and/or expand 
apprenticeship programs in a way that minimizes risk due to lack of resources, costs and/or fear of 
poaching.

Finally, during this Project we heard from private sector manpower services who expressed interest in 
becoming the “employer” in a consortium model. The manpower service would assume the Registered 
Training Agreement and all of the administration. It would work with local service providers to 
recruit and prepare apprentices for placement with an employer.

Scheduling in-school training is really inconvenient for my business (e.g., Northern Ontario 
– colleges only offer in-class training once a year, some trade school not offered at all, 
offers of training received so late that classes are filled).

Apprenticeship is a training culture. It is market driven, employer-based training. In-school training 
is provided by Training Delivery Agents (TDA), such as community colleges and union training 
facilities. The college delivers training on a “notational base plan” but planning to meet employer 
needs remains a challenge. Union training facilities are funded through member contributions and 
provide more flexibility for the in-school training.

Coordination of employer-based and in-school training is a challenge and can impact completion. 
Locally, training seats are not always available either in sufficient quantity or at convenient times. 
Training seats in the colleges are almost always delivered in 6 to 8 week blocks of training. Securing 
places in those seats can be a challenge. Too often, in-school training conflicts with employers’ work 
commitments for the apprentice.

Without access to timely in-school training, employers and apprentices will be frustrated. Employers 
may be reluctant to take an apprentice in future; apprentices may not complete. Funding additional 
training seats will help, but provision of training seats needs to align better with the demand for 
training.

The North Superior Workforce Planning Board in Thunder Bay has identified this issue and is raising 
it with both the Ontario College of Trades and the Ministry of Training, Colleges and Universities.

43  This scenario was presented by an Employment Training Consultant at one of the Project’s Apprenticeship Forums.

44  http://www.hstac.ca/

http://www.hstac.ca/
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The compensation I provide can’t compete with other employers/unions  
(e.g., move to Alberta, hired by large companies)

I have trouble keeping an apprentice during the training, and they leave after  
(e.g., poaching)

Small and medium-sized employers make a significant investment of time and resources in 
apprenticeship, so watching a trained apprentice leave to work elsewhere is discouraging. We 
heard from one employer during the Project who matches competitors’ compensation and retains 
apprentices as a result. Suggestions were also made to consider “perks” and incentives that make the 
business a “good place to work”. Employment contracts have been suggested to require apprentices to 
work for a minimum period of time after the completion of training.

Employers who participate in the secondary school co-op programs and the Ontario Youth 
Apprenticeship Program (OYAP) can get a “head start” on recruiting future employees. OYAP 
placements have a strong influence on a young person’s decision to eventually enter into an 
apprenticeship and possibly work for the employer who made the placement available.

My older journeypersons are having trouble keeping up with the new skills in the job, 
especially technology

“To properly diagnose a vehicle you have to use a state-of-the-art computer to see what’s going on. You 
can’t throw in a set of plugs and say, ‘that should do it.’”45

Levy (2010) states: “it is a characteristic of labour markets that technology can change the nature of work 
faster than people can change their skills” (p.4).46

In large organizations, specialized IT departments manage the workforces’ technical training, but in 
small organizations workers have to adapt on their own, often employing trial and error approaches. 
Digital technology has a greater impact on small businesses because owners and workers themselves 
have to adapt. Continuous learning is a key essential skill.47

Employers are introducing new technology into the workplace. The workforce needs the skills to 
use it. Problem-solving in technology rich environments (PS-TRE) is an indicator of how well an 
individual uses basic information processing tools (computers) to complete workplace and civic tasks. 
PS-TRE requires knowledge of basic computer functions and good literacy skills.48

45 Club Toyota (fall winter 2014). P. 40.

46 Levy, F. (2010). How Technology Changes Demands for Human Skills.

47 Chinien, C. & Boutin, F. (April 2011). Defining Essential Digital Skills in the Canadian Workplace: Final Report. p.55. http://
www.rewired4technology.com/wp-content/uploads/2013/12/Defining-Essential-Digital-Skills-in-the-Canadian-Workplace.
pdf

48 The PS-TRE domain of PIAAC covers the specific class of problems people deal with when using information and computer 
technology (ICT). These problems share the following characteristics: 1) The existence of the problem is primarily a 
consequence of the availability of new technologies; 2) The solution to the problem requires the use of computer-based 
artifacts (applications, representational formats, computational procedures); 3)The problems are related to the handling and 

http://www.rewired4technology.com/wp-content/uploads/2013/12/Defining-Essential-Digital-Skills-in-the-Canadian-Workplace.pdf
http://www.rewired4technology.com/wp-content/uploads/2013/12/Defining-Essential-Digital-Skills-in-the-Canadian-Workplace.pdf
http://www.rewired4technology.com/wp-content/uploads/2013/12/Defining-Essential-Digital-Skills-in-the-Canadian-Workplace.pdf
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The population aged 25-54 functioning below level 3 may be the least prepared to cope with digital 
skills in the workplace and the ones most in need of literacy and essential skills upgrading (Table 4).

Table 4

PS-TRE – Percentage of the Population (25-54) Below Level 3

Age Group % < L3 Non-respondents

25-34 80 .3 8 .2

35-44 77 .5 13 .5

45-54 73 .6 21 .6

Table 5 shows the PS-TRE proficiency across trade related work sectors. PS-TRE is measured on a 
scale of 1 to 3.

Table 5

PS-TRE – Percentage of the Population (16-65) Below Proficiency Level 3 (Work Sector)

% < L3 Non-respondents

Service and Support Occupations 78 .6 16 .3

Trade, Production, and Manufacturing 70 .3 27 .1

Manual and Other Service Occupations 69 .0 27 .1

Table 6 shows PS-TRE proficiency across the labour force. Both show a high percentage of the 
population below level 3.

Table 6

PS-TRE – Percentage of the Population (16-65) Below Proficiency Level 3 (Labour Force)

% < L3 Non-respondents

Employed 75 .7 13 .9

Unemployed 75 .9 17 .3

Not in Labour Force 66 .3 28 .9

According to the Canadian Apprenticeship Forum (CAF) 90% of 440 employers of Red Seal trades 
in Ontario say that journeypersons are the tradespeople most impacted by technological change.49 
Employers identified employee needs related to technology training: “capacity to learn new skills and 

maintenance of technology-rich environments themselves (e.g., how to operate a computer, how to fix a settings problem, 
how to use the Internet browser in a technical sense). Technical Report of the Survey of Adult Skills (PIAAC) (2013).

49 Apprenticeship Analysis: the Impact of Technology on Tradespeople: Views of Ontario Employers (2014).
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adapt to new work processes (32%), thinking independently to solve problems (25%) and working 
with digital technology (25%).”50

The finding that journeypersons are most impacted by technological change is significant. It means 
that 1) journeypersons need to upgrade skills and 2) journeypersons are not able to teach the digital 
skills to apprentices. Employers can either refer workers to trainers outside the workplace (i.e., 
College, literacy provider) or recruit trainers to come on-site to provide digital literacy and skills 
upgrading. Trainers may include the local community college, academic upgrading programs or 
private trainers. Employers can also explore funding through the Canada Ontario Jobs Grant.

I’d like to certify myself so I can mentor apprentices, but I don’t think I could pass a written 
exam

Skills not used are skills lost or diminished over time. The PIAAC results suggest that workers’ literacy 
and digital skills decline if the skills are not used with regularity in the workplace. Writing a certifying 
exam in order to qualify to supervise apprentices could pose a significant barrier for an employer who 
lacks the literacy and essential skills or the strategies to “unpack” the multiple choice exam questions.

Skills assessment and test preparation 
strategies are available through community 
literacy and essential skills providers. 
Employers can contact the local Literacy 
Network which can make a referral to an 
appropriate agency. Community colleges’ 
upgrading programs may also be able to assist.

I have concerns about safety and risk 
when I hire and train the apprentice

Safety issues are often rooted in poor literacy 
skills or poor workplace attitudes. Establishing 
a strong journeyperson-to-apprentice 
relationship early in the training can help set 
the job expectations and orient apprentices to 
the workplace culture. Employment Ontario 
service providers can help employers assess 
apprentices’ literacy and essential skills. They 
can also provide life skills and employment 
readiness training. Employers are encouraged 
to work with employment and literacy 
services, including Aboriginal employment 
services to recruit “job ready” apprentices.

50 Canadian Apprenticeship Forum. (2014). The Business Case for Essential Skills Training in the Skilled Trades.
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6 Community Consultations

Apprenticeship forums were conducted in January and February 2015. The Niagara Focus Group 
was conducted in November 2014. The Project focused on six Ontario communities. Five were in 
Northern Ontario (Kenora, Thunder Bay, Sault Ste. Marie, Sudbury and Timmins). One was in 
Niagara.

6.1 Methodology
All six communities deliver services to support apprenticeship. Workforce Planning Boards 
collect labour market information by working with employers to identify and meet their 
current and emerging skills needs.51 Employment Ontario (EO) employment services connect 
people looking for work with employers seeking workers. Every community is represented 
by Aboriginal employment service providers. Funding flows from the Aboriginal Skills 
Employment Training Strategy (ASETS). Literacy and Basic Skills (LBS) is an EO service 
coordinated through regional Literacy Networks. Apprenticeship registration is administered 
by the local Ministry of Training, Colleges and Universities (MTCU). Employment Training 
Consultants (ETC) contract apprentices and employers to Registered Training Agreements. 
Local Community Colleges deliver LBS and Academic Upgrading, including face-to-face 
and online delivery of Academic and Career Entrance (ACE). Community colleges also 
deliver in-school apprenticeship training,52 co-op apprenticeship diploma programs, and 
pre-apprenticeship programs. Union sponsored trainers hire apprentices into the union, thus 
providing apprentices with a wide scope of work opportunities and trade practice. Some union 
trainers provide in-school training. Secondary schools offer co-op programs in grade 11 and 
12, including the Ontario Youth Apprenticeship Program (OYAP).

The first step in the Project’s community consultation established Local Planning Committees, 
which ensured that activities were tailored to the specific apprenticeship needs of the 
community. The committees helped identify the issues, shape the agenda, recruit employers, 
deliver the apprenticeship forum, and implement follow-up activities. They determined the 
need for a consultation and what form it would take (focus group, apprenticeship forum). They 
also proposed dates and locations. With the exception of Niagara, all the consultations took the 
form of apprenticeship forums.

51 Workforce Planning Ontario (http://www.workforceplanningontario.ca/)

52 Community Colleges deliver about 90% of the in-school training for apprentices.

http://www.workforceplanningontario.ca/
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The Niagara Local Planning Committee proposed hosting a focus group with employers and local 
apprenticeship stakeholders to identify key issues in the Niagara region and determine whether an 
apprenticeship forum was necessary to explore these issues further.

Local Planning Committees were the key to recruiting employers who’ve been reluctant to hire 
apprentices and employers who’ve been successful. Committee members distributed invitations 
(Appendix 8) to their networks, including employment service providers, literacy networks, 
Chambers of Commerce, community college advisory committees, community trainers, and 
apprenticeship offices and local employer associations.53

In order to track the number of participants and identify who was attending, registration was done 
using Survey Monkey (Appendix 9). Registrants were asked to identify as “apprenticeship service 
providers” or “employer representatives.” Employers were asked about their trade sector and type of 
organization. All registrants were asked about their expectations for the Forum54, including whether 
they were willing to participate in follow-up initiatives.

A key design consideration for the agenda was limiting the event to half a day. Most forums were held 
in the morning beginning with breakfast; one forum was held in the evening. Supper was included.

The forum agenda included an apprenticeship panel, roundtable discussions and a presentation about 
the new apprenticeship landscape in Ontario. Panelists described what they do to serve apprenticeship 
and identified issues that either restrict or promote access to apprenticeship.

53 The Construction Associations are a good example.

54 Participant expectations are summarized in the summary descriptions of each community consultation.
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Roundtable discussions were designed around a specific task (Appendix 10). Every table included 
employers and apprenticeship service providers. Facilitators encouraged participants to identify a 
key employer issue, describe what community resources are needed to address the issue, and decide 
who needs to be involved and how. The roundtables concluded by asking participants what needed to 
happen to promote and sustain ongoing solutions.

The roundtable discussions were summarized to identify themes and follow-up action(s). The 
summaries were shared with Local Planning Committees at post-forum meetings. The Project 
established Local Apprenticeship Employer Committees (LAEC) to provide leadership for 
implementing follow-up activities and to sustain momentum. An example of the LAEC contract is 
attached as Appendix 11.

Despite our best efforts, it was very difficult to get employers out to the forums. We were pleased to 
recruit 237 participants to the forums, including 73 employers (31%) and 45 small and medium sized 
employers (62%). Table 7 is a participant profile summary.

Table 7

Summary of Apprenticeship Forum Registrations
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Communities Date

Sault	  St	  Marie 19-‐Jan-‐15 22 18 82% 4 18% 2 50% 2 50% 0 0% 0 0% 2 50% 1 25% 0 0% 1 25%
Timmins 22-‐Jan-‐15 44 25 57% 19 43% 7 37% 12 63% 1 5% 5 26% 6 32% 4 21% 8 42% 1 5%
Kenora 27-‐Jan-‐15 43 29 67% 14 33% 9 64% 2 14% 3 21% 4 29% 3 21% 0 0% 10 71% 0 0%
Thunder	  Bay 10-‐Feb-‐15 55 37 67% 18 33% 11 61% 2 11% 3 17% 6 33% 2 11% 7 39% 7 39% 1 6%
Sudbury 12-‐Feb-‐15 59 47 80% 12 20% 6 50% 7 58% 3 25% 5 42% 4 33% 1 8% 7 58% 4 33%

Niagara* 14 8 57% 6 43% 3 50% 2 33% 1 17% 2 33%

237 164 69% 73 31% 38 52% 27 37% 11 15% 22 30% 17 23% 13 18% 32 44% 7 10%
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6.2 Niagara Consultation (November 28, 2014)
Local Planning Committee held a focus group session to explore employers’ apprenticeship 
concerns, establish the need for a forum and how the forum would be planned, if needed.

The Local Steering Committee included representation from the Niagara Workforce Planning 
Board, Employment Ontario, Literacy Link Niagara, Niagara College, and the Ministry of 
Training, Colleges and Universities.
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6.2.1 Pre-Consultation Themes
The Niagara Workforce Planning Board did good work in 2013 to identify local 
apprenticeship issues.

Gathering information about apprenticeship

Better information about apprenticeship and the local labour force is needed. Too many 
stakeholders are operating with a lack of information or misinformation.

Labour Market Information (LMI) is important to understand the job market, help 
young people make decisions and inform the major influencers of youth, educators and 
parents.

The Niagara Region shows a decline in working-class occupations and an upswing 
in the “creative class” occupations. Compared to the Ontario average, educational 
enrolment is lower for middle-aged workers and youth, and higher for older people. 
“Baby boomer” retirements will affect all industries by shrinking the workforce and 
the knowledge base. Although the number of young people achieving high school 
completion is on the rise, there is a slight decrease in those achieving apprenticeship or 
trade certificate diplomas.

Destination: Apprenticeship! is an information guide that needs updating (e.g., Canada 
Ontario Jobs Grant).55 The guide can also generate one-page information bulletins 
(e.g., comparing the return on investment for university and trades education).

Hearing from employers

Employers don’t have enough work to support apprenticeship, have difficulty recruiting 
apprentices, and are unwilling to take on the administrative work.

Employers are aware of employer consortiums such as the Hamilton Skilled Trades 
Apprenticeship Consortium (HSTAC). The Niagara Industrial Association (NIA) could 
support this model.

Promoting trades and apprenticeship

Public perception of the trades needs to change, especially the outdated view that the 
trades and apprenticeship are not good career choices. The trades need rebranding and 
widespread promotion, especially in the schools.

6.2.2 Community Consultation
The Local Planning Committee delivered a Focus Group session in partnership with 
Niagara College. The focus group attracted 14 participants. Eight (8) were employers 
(Construction, N = 3; Industrial/Manufacturing, N = 2; Service, N = 2; Motive Power, 
(N = 1).

55  This is a local example of the Dollars and Sense: Apprenticeship Incentives for Employers and Apprentices.
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The Focus Group asked about employers’ needs, barriers, obstacles with apprenticeship; 
employers’ ideas for solutions; what an “apprenticeship forum” would look like (timing, 
content, agenda, expectations, etc.); and employers’ expectations for an “enduring 
solution.” The following is a summary of employers’ comments.

Apprenticeship policies

The Ontario College of Trades (OCoT) and the Ministry of Training, Colleges and 
Universities (MTCU) are poorly understood. The regulatory environment for OCoT 
and MTCU need to be clarified.

Hearing from employers

Parents and educators perceive the skilled trades as a poor career choice and actively 
dissuade students from pursuing a trade; as a result, fewer students choose a career 
in the trades. Employers want more information about apprenticeship and trades 
education. They would like to see an effective, seamless “farm team” system that 
connects high schools with the needs of the apprenticeship system.

The Ontario Youth Apprenticeship Program (OYAP) provides an ideal opportunity 
for a young person to “test the waters of apprenticeship.” Employers benefit from their 
OYAP partnership.

Apprenticeship training needs review. It can be outdated. First-level apprentices 
indicate that curriculum is too slow and should be more hands-on. Employers would 
like to see safety components integrated into training (e.g., workplace safety, WHMIS, 
working at heights, scissor lift training, etc.) and recognized with certification as 
“construction safety studies.”

Literacy, essential skills and employment readiness

Employers expressed concerns about dealing with young apprentices, recruiting (“no 
one wants to work”), and working with apprentices unprepared to handle the skills of 
the job. Employment Ontario can address these and related concerns (e.g., employment 
services, literacy, apprenticeship, Second Career, Ontario Works, workforce training 
boards, and self-employment benefits).

Apprenticeship forum follow-up

Employers were asked what they could do to promote more employer engagement 
with apprenticeships. They agreed to continue as an Employer Group to advocate for 
stronger trades education, including establishing a trades curriculum in the District 
School Board of Niagara (DSBN), collaborating with local apprenticeship service 
providers and policymakers (i.e., local politicians) to promote stronger acceptance of 
the trades as a career, and working with secondary schools to promote the trades to 
students, educators and parents.

The Local Planning Committee expressed interest in a long-term practice in Timmins 
called the Timmins Area Network Group (TANG), which meets on a monthly basis at 
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the local employment services office. TANG meetings provide service providers and 
other interested parties an opportunity to stay in touch and up to date with what’s 
going on in the community.

6.2.3 Local Apprenticeship Employer Committee
The Niagara Workforce Planning Board agreed to lead the Local Apprenticeship 
Employer Committee (LAEC).

The LAEC will support the Employer Group’s advocacy for more trades training in 
secondary school and promote apprenticeship opportunities for students transitioning 
from high school to employment. The LAEC will also support the updating of 
Destination Apprenticeship,56 an information and resource guide for employers, 
educators and the public.

6.3 Sault Ste. Marie Apprenticeship Forum (January 19, 2015)
“A vibrant apprenticeship program helps close the gap between our current organizational capacity 
and our projected workforce needs.” Armando Plastino, Chief Executive Officer, Essar Steel 
Algoma, 2010.

Sault Ste. Marie’s working population of approximately 35,000 people is shrinking due to an 
aging population (average age = 47.2 years), high outmigration of youth and low newcomer 
immigration. Manufacturing (12%), construction (7%), accommodation and food (7%), 
other services (5%) and transportation (3%) represent over one third of the top industries by 
employment. These industries rely on trades and skills-based employees. Employers need to 
be recruiting and training apprentices because the supply of workers (those who are currently 
working and those who are entering the workforce) is shrinking.

The Apprenticeship Forum attracted 22 participants. Four (4) were apprenticeship employers 
(Industrial/Manufacturing N = 2; Construction N = 2).

The employer organizations are best described as large employers (N = 2), unionized small and 
medium-sized employers (N = 1) and labour sponsored organizations (N = 1).

6.3.1 Pre-Forum Registration Themes
Participants were asked about their expectations for the Forum. Six (6) responses were 
received.

Gathering information about apprenticeship
®® updates about the apprenticeship process including apprenticeship numbers in Sault 
Ste. Marie
®® clarification of the process for people pursuing employment through apprenticeship

56  Available at: http://www.niagaraworkforce.ca/wp-content/uploads/2013/11/DestinationApprenticeship.pdf

http://www.niagaraworkforce.ca/wp-content/uploads/2013/11/DestinationApprenticeship.pdf
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®® identify local issues related to apprenticeship
®® networking with apprenticeship stakeholders/increase contacts

Hearing from employers
®® effective ways to engage employers
®® feedback from trade employers regarding skilled labour needs and suggestions for 
streamlining the apprenticeship process

Literacy, essential skills and employment readiness
®® information to help literacy staff (including volunteers) to help people achieve the 
Certificate of Qualification
®® information on how LBS and the college’s upgrading program can play a role in 
preparing individuals for apprenticeship

Apprenticeship forum follow-up
®® develop a flyer stating how much university costs versus earnings from day one with 
the trades
®® hoping to see a working group or groups formed to implement suggestions and 
solutions

6.3.2 Apprenticeship Forum – Introduction
Participants (22) represented apprenticeship service providers and industry. No small 
and medium-sized employers attended.

The employer panel included representatives from the Sault Ste. Marie Construction 
Association, Essar Steel Algoma,57 S & T Group58 and the Ministry of Training, Colleges 
and Universities. Trades and apprenticeships are an integral part of their organizations. 
Panelists noted the importance of recruiting younger apprentices. Tradespersons are 
increasingly hard to find.

Apprentices at Essar Steel Algoma undergo a rigorous hiring process.59 They must be a 
postsecondary graduate from a two-year diploma program. Applicants are interviewed 
and essential skills testing is done. Applicants are well prepared for training, resulting 
in a shortened apprenticeship period. Companies expect apprentices to complete and 
to be prepared for training. Essar Steel Algoma doesn’t lay off apprentices for the in-
school training, and supports many of the other apprenticeship related costs (e.g., out-
of-town travel for HVAC training).

57 Integrated primary steel producer.

58 Multi-Trade company specializing in solutions, general contracting, services, sales and maintenance in electrical, mechanical 
and technologies, sheet metal, HVAC and refrigeration, plumbing and building management controls.

59 We see this a lot with larger companies and with the union sponsored labour organizations who train apprentices (e.g., 
Northwestern Ontario Building Trades, IBEW).
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6.3.3 Roundtable Discussion Themes
The roundtable discussions brought apprenticeship service providers and employers 
together to discuss employers’ apprenticeship issues. Roundtable participants were 
asked to identify with issues, explore the service providers’ capacity to respond to the 
issues and propose strategies to resolve or overcome them.

Apprenticeship policies

Employers noted that the entire workforce (not just journeypersons) is involved in 
training apprentices. Ratios are seen as a concern and somewhat arbitrary. In some 
trades it’s difficult to recruit because of the ratios (e.g., HVAC).

Action
®® The authority to address ratios rests with OCoT. Employers and apprenticeship 
stakeholders are encouraged to advocate for changes and provide input to ratio 
reviews.

Hearing from employers

The MTCU apprenticeship office has relationships with many community employers, 
but the challenge remains how to recruit new employers. Participants wanted to know 
who the small and medium-sized employers are.

Participants said there is a demand for apprenticeship, but it needs to be better 
described. There are opportunities for apprentices, despite a perception that most of 
the apprenticeship activity goes to the large companies.

Scheduling in-school training involves “block training.” Apprentices attend three 
8-week in-school sessions, usually at the local community college. Employers have 
difficulty releasing apprentices for large blocks of time, especially if the release conflicts 
with employers’ work schedules. There are alternatives to “block training” delivery – 
day release (one day a week) or night school (two evenings a week). Employers would 
like more flexibility.

“Poaching” or the practice of hiring apprentices away from the employer or sponsor 
didn’t emerge in the discussions. Participants did ask to consider employment contracts 
to encourage apprentices to stay with employers who train them.

Action
®® Create an inventory of all small and medium-sized employers and make it 
available to service providers who place apprentices, and to employers who require 
apprentices. This will be a coordinated effort involving the Chamber of Commerce, 
Algoma Workforce Investment Corporation, local employer associations and 
Employment Ontario service providers. It will require cross-referencing existing 
employer databases.

Participants suggested that an employer consortium of small and medium-sized 
employers (SME) be explored. Many SMEs cannot provide the full scope of trade 
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practice and/or sustainable employment throughout an apprenticeship. They also 
don’t have the resources or time to administer an apprenticeship or to coordinate the 
placement with multiple employers.

A consortium model creates a critical mass of employers, sustained work and access 
to the full scope of trade practice. The Hamilton Skilled Trades Apprenticeship 
Consortium (HSTAC), in partnership with the Canadian Steel Trade and Employment 
Congress (CSTEC), created a successful model which was explored in the Sault.

Action
®® Survey small and medium-sized employers to determine who would be interested 
in a consortium model and pilot it across one trade sector. The survey and the pilot 
could be led by the Algoma Workforce Investment Corporation (AWIC) with input 
from HSTAC60 & CSTEC.

Promoting Trades and Apprenticeship

The large industrial employers indicated they try to maintain 20 to 30% of the 
workforce as apprentices. They said, “We need to be recruiting youth,” but older 
workers are also available. They bring assets that younger workers do not. They have a 
mature attitude towards work. If they have returned to school to upgrade literacy and 
essential skills, they understand the value of continuous learning on the job.

Action
®® Use the employer inventory to conduct person-to-person calls to employers 
who’ve not traditionally been engaged with apprentices. Inquiries can also be 
made by workers who have been prepared to engage the employer in conversation. 
Employment service agencies, college apprenticeship programs and secondary school 
co-op programs could take the lead.

Promotion (incentives)

Investing in apprenticeship goes beyond the finances. Employers who create a 
welcoming workplace and a good training environment show strong retention.61

Employers say apprenticeship is too expensive. A 2009 Canadian Apprenticeship 
Forum (CAF) study identified that the average return on investment is $1.47 for every 
$1.00 invested. Even a first-year apprenticeship scenario shows a nominal return 
on investment. Case studies from the CAF study were provided. Employers were 
encouraged to analyze their own business case.

Employers, particularly small and medium-sized employers, don’t have time to 
research all the incentives and/or apply for them. The Algoma Workforce Investment 
Corporation’s Dollars and Sense, a Guide to Employer Training Credits, Incentives 

60 The HSTAC website includes “10 Steps to Developing a Consortium” (http://www.hstac.ca/?q=content/about-us)

61 ESSAR Steel Algoma, for example, has a 97% retention rate because they have made a meaningful, long-term commitment to 
the apprentice.

http://www.hstac.ca/?q=content/about-us
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and Supports is a concise compendium of those incentives. Participant reaction to the 
Guide was very positive.

Action
®® Update Dollars and Sense, a Guide to Employer Training Credits, Incentives and 
Supports to include cost-benefit analysis and labour market statistics (e.g., impact of 
demographics on retirement). Extract information bulletins to highlight key points. 
Distribute the Guide to community employers and apprenticeship stakeholders. 
Distribution needs to be dynamic, including multiple forms of media and posting to 
the Algoma Workforce Investment Corporation website.

Promotion (marketing)

The trades need to be rebranded as legitimate careers. Parents and educators influence 
students’ career decisions. Trades programming used to be a part of the high school 
curriculum. Participants noted that it needs to return.

Action
®® Create a marketing blitz using the Dollars and Sense Guide. Marketing needs to 
include pop-culture references and use the “youngest and newest” faces of the trade 
in the media production.62 Prepare youth to approach employers directly. Approach 
trade unions to get involved. Employment Service Providers, particularly Job 
Developers, could do a concerted blitz at the same time. The Chamber of Commerce 
could cater an event for small and medium-sized employers at its “business after five” 
(e.g., trade information and labour market supply and demand data).

Literacy, essential skills and employment readiness

Employment service providers help prepare apprentices for work in the trades and 
assist in finding employer sponsors. Pre-training and technical programs are available 
but need to be shorter in duration. The community colleges have an important role.

Ontario Youth Apprenticeship Program (OYAP) information

The Ontario Youth Apprenticeship Program (OYAP) provides secondary school 
students with opportunities to try out an apprenticeship. Finding an employer can be 
difficult or become competitive because the number of placements exceeds availability. 
The local labour market situation also affects co-op (e.g., employers have less work 
and need fewer workers). It’s also difficult to place apprentices with the large union 
sponsored trainers, though it was also noted that some unions are starting to be more 
flexible.

Action

®® Create a local working group of literacy, employment, college and OYAP service 
providers, as well as employers, to promote better understanding of and access to 
apprenticeship preparation.

62 The Ontario College of Trades website, http://www.earnwhileyoulearn.ca/, markets directly to youth.
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6.3.4 Local Apprenticeship Employer Committee
The Algoma Workforce Investment Corporation agreed to lead the Local 
Apprenticeship Employer Committee initiative.

6.4 Timmins Apprenticeship Forum (January 22, 2015)
Far Northeast Training Board (FNETB) data indicate over 6,000 skilled workers in the trades 
are likely to retire and exit the Cochrane and Timiskaming District’s labour market by 2031. 
Increasing apprenticeship opportunities will be critical to addressing this growing shortage.

The Project Coordinator attended a FNETB community consultation in the fall of 2014. The 
Project Coordinator introduced Increasing Employer Support for Hiring Apprentices and 
Supporting Apprentices’ Completion at the FNETB consultation and invited participation to 
form a Local Planning Committee. There was strong support for hosting an apprenticeship 
forum.

The Committee included representation from the FNETB, Literacy Network Northeast, 
the Ministry of Training, Colleges and Universities Apprenticeship Office, Mushkegowuk 
Employment and Training Services, Employment Services, Northern College, and a private 
sector manpower service, Workforce North, which has offices in Timmins and Sudbury. 
Workforce North provides qualified workers for employers, including employers in the mining 
sector.

The Workforce North Manager joined the Committee to promote the company’s interest in 
building a consortium model with small and medium-sized employers (SME). The company 
places apprentices and saw opportunities to be the “employer” in a consortium model. The 
company was prepared to administer the human resources responsibilities, manage the 
Registered Training Agreement and place apprentices with a consortium of qualified employers. 
Additionally, the Manager recognized that local employment and training service providers 
could be enlisted to recruit and prepare apprentices for the workplace.

The Apprenticeship Forum attracted 44 participants. Nineteen (19) were apprenticeship 
employers.

Industrial/Manufacturing represented the largest proportion of employers (63.2%; N = 
12) followed by Construction (36.8%; N = 7), Service (26.3%; N = 5) and Motive Power/
Transportation (5.3%; N = 1).63

The employer organizations are best described as non-unionized small or medium-sized 
employers (42.1%; N = 8), large employers (31.6%; N = 6), unionized small and medium-sized 
employers (21.1%; N = 4), and labour sponsored organizations (5.3%; N = 1).

63 The total number of responses does not equal the number of apprenticeship employers as multiple responses were received.
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6.4.1 Pre-Forum Registration Themes
Participants were asked about their expectations for the Forum. Twenty-one (21) 
responses were received.

Apprenticeship policies
®® ratio review/sponsorship of apprentices during in-school training
®® local apprenticeship programs to train people in their home community (e.g., 
automotive service technician at the college)
®® College to explore schedules that provide more flexibility for in-school training (i.e., 
alternatives to block training)
®® policies for creating new/additional apprenticeship programs

Gathering information about apprenticeship
®® changes to apprenticeship
®® exchanging/gathering information (networking)

Hearing from employers
®® challenges and/or success stories
®® how employers can assist/support apprenticeship completion
®® how to attract more millwright apprentices

Ontario Youth Apprenticeship Program (OYAP) information
®® building employer awareness and support
®® developing opportunities for students (partnerships with employers)
®® hearing about initiatives that may affect high school students

6.4.2 Apprenticeship Forum – Introduction
The Apprenticeship Forum panelists represented Employment Ontario (literacy and 
employment services), Mushkegowuk Employment and Training, and MTCU (the local 
Employment Training Consultant). Panelists provided specific examples of how they 
work with apprentices and employers.

Forum participants not only heard about apprenticeship services but also saw the “face” 
of those services. This served one of the project outcomes – promoting awareness of 
employment and training services that serve apprenticeship.

6.4.3 Roundtable Discussion Themes
The roundtable discussions brought apprenticeship service providers and employers 
together to discuss employers’ apprenticeship issues. Roundtable participants were 
asked to identify issues, explore the service providers’ capacity to respond to the issues 
and propose strategies to resolve or overcome them.
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Gathering information about apprenticeship

Employers need better knowledge of services and agencies in the community 
(employment subsidies, summer student funding, assistance with recruiting 
apprentices, funding to support apprentices in training, etc.)

The information needs a collective voice and a strong message. It needs to be shared 
with the Ontario College of Trades (OCoT) and/or other relevant organizations. If 
possible, the information could be provided as input to the current review of OCoT.

Action
®® Create a Local Apprenticeship Employer Committee64 to 1) develop a network 
for ongoing collection and communication of local apprenticeship and trades 
information, 2) provide advocacy for additional funding to support apprenticeship.
®® The Far Northeast Training Board agreed to take the lead on organizing a first 
meeting of the Local Apprenticeship Employer Committee.

Hearing from employers

Goldcorp suggested a pilot project to prepare Aboriginal workers for apprenticeship 
and work in the mining industry. The project could be extended to additional 
employers with a similar interest. The project would focus on literacy and other 
barriers to apprenticeship.

Action
®® Implement a pilot project to prepare individuals for apprenticeship and work in the 
mining industry.

Employers indicated that apprentices, even those who excel in academic learning, lack 
the experience and practical skills required for the typical mining plant environment. 
For example, apprentices are not able to adequately gauge what tools are required 
for onsite work and incorrectly assess the amount of time and materials required to 
complete work assignments. Students need placements that give them actual experience 
for working in the mining sector.

There needs to be more effective communication between the trainer (i.e., college) and 
the contractors who employ apprentices at the mine sites. Workplace realities can be a 
shock to new workers whose apprenticeship training has been delivered in a controlled 
environment like the shop floor of the training centre. This can be solved by more in-
plant visits and curriculum strongly linked to the realities of the workplace. Employer 
participation is crucial. They can identify skill sets apprentices need “right out-of-the-
box.” Communication between employers, educators and service providers is essential.

Releasing apprentices for in-school training is a challenge not only for businesses, but 
also for apprentices. Can trainers provide more flexibility?

64 There is precedence for this kind of committee – the former Trades and Apprenticeship Ad Hoc Committee.
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Apprentices are laid off during slow periods and need to find work elsewhere. 
Apprentices trained by small and medium-sized employers are “stolen” by large 
companies. How can we ensure that the apprentice-employer match is good? How can 
we respond to losing apprentices to employers because of differences in compensation?

Action
®® Apprenticeship stakeholders to present their issues to organizations such as the Nor-
Tech Board and the Far Northeast Training Board. These organizations regularly 
hold meetings and events that allow for open discussion and dialogue.
®® The Far Northeast Training Board can respond to Apprenticeship Forum 
recommendations and strategies.

Literacy, essential skills and employment readiness

Literacy and essential skills, work ethic and awareness of the job demands need to be 
improved. Training needs to include practical skills and mentoring soft skills. Young 
people are technology-focused but they lack essential reading, writing and numeracy 
skills. Are there ways to help candidates to develop skills using trade related material 
(YouTube, manuals, Home Depot videos, etc.)? Workers may have facility with doing 
tasks but difficulty meeting testing standards.

Ontario Youth Apprenticeship Program (OYAP) information

Educators need information to know what’s expected of students in the workplace.

Action
®® The OYAP coordinators (OYAP Advisory Team) will coordinate a joint OYAP 
Advisory Committee consultation.65 Advisory committees include employers/
partners, MTCU, college, literacy and employment service providers, students, 
parents and related community agencies. The OYAP Advisory Committee will 
promote findings from the apprenticeship forum.

6.4.4 Local Apprenticeship Employer Committee
The Far Northeast Training Board (FNETB) agreed to take the lead on post-
apprenticeship forum follow-up.

The FNETB actively promotes the skilled trades to Northern Ontario communities 
through a collective action plan. The February 12 Apprenticeship Forum built on the 
community’s strong interest in trades and apprenticeship.

Follow-up activity will be led by a re-activated Trades and Apprenticeship Ad Hoc 
Committee. This was a subcommittee of the FNETB with a mandate to “initiate 
community driven activities and projects to promote the value of skilled trades to 
the FNETB areas’ development and growth”. Members will be recruited from forum 
participants who expressed interest in working on follow-up activities, as well as 

65 This will be a collaborative effort organized by the OYAP Coordinators.
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additional community members who wish to be involved. Recommendations from 
the Apprenticeship Forum roundtable discussions will be brought to the Trades and 
Apprenticeship Ad Hoc Committee for consideration and follow-up.

6.5 Kenora Apprenticeship Forum (January 27, 2015)
The Kenora/Rainy River Districts are experiencing modest economic activity from 
developments in the mining industry. The population is decreasing and the median age 
(40.9) is older than the Ontario average. The Districts are seeing net outmigration. Compared 
to Ontario, the percentage of the population with less than postsecondary is higher than 
Ontario. Fewer youth under the age of 24 participate in the labour force and there is a greater 
unemployment rate.66

The Northwest Training and Adjustment Board (NTAB) makes an interesting case for 
transitioning workers from surplus to demand occupations by identifying job skills that are 
transferable across occupations and bridging the skills gap through training.

The Districts have large indigenous populations. Shooniyaa Wa Biitong provides employment 
services; Seven Generations Education Institute provides education and training for Aboriginal 
people in the Treaty Three area. In addition, Employment Ontario service providers, located 
throughout the Districts, provide employment and literacy services.

The Project Coordinator and the Executive Director, Literacy Northwest, attended a Northwest 
Training and Adjustment Board (NTAB) community consultation September 30, 2014. The 
consultation provided an opportunity to meet many of the apprenticeship stakeholders and 
promote the planned apprenticeship forum.

The Apprenticeship Forum attracted 43 participants. Fourteen (14) were apprenticeship 
employers.

Construction (64%; N = 9) represented the largest proportion of employers followed by Service 
(29%; N = 4), Motive Power/Transportation (21%; N = 3) and Industrial/Manufacturing (14%; 
N = 2).67

The employer organizations are best described as non-unionized small or medium-sized 
employers (71%; N = 10) and large employers (21%; N = 3).

6.5.1 Pre-Forum Registration Themes
Participants were asked about their expectations for the Forum. Twelve (12) responses 
were received.

66 Northwest Training and Adjustment Board (NTAB) labour market plan.

67 The total number of responses does not equal the number of apprenticeship employers as multiple responses were received.
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Apprenticeship policies
®® Ontario College of Trades and changes to restrictive ratio requirements (e.g., 
Carpenter to go from 1:1 to 2:1)
®® employers need better understanding of the Ontario College of Trades and 
membership requirements

Gathering information about apprenticeship
®® connections with employers including a registry of employers who take on 
apprentices
®® identifying local opportunities for aspiring apprentices
®® solutions to help young people work through the apprenticeship path to 
journeypersons
®® visualize possible pathways/options for clients to follow, regardless of where they 
access Employment Ontario services

Promoting trades and apprenticeship
®® more information about how to develop and promote apprenticeships
®® sharing success stories (employer sponsors, OYAP)

Literacy, essential skills and employment readiness
®® better understanding of service providers throughout Northwestern Ontario
®® encourage more coordination of services to benefit local employers and clients
®® increased awareness of how LBS agencies can assist apprentices, including support 
services for apprentices prior to attending trade school – assistance with writing 
tests, addressing test anxiety, etc.
®® best practices for apprenticeship completions

6.5.2 Apprenticeship Forum – Introduction
Seven Generations Education Institute hosted the Kenora Apprenticeship Forum. The 
MTCU Employment Training Consultant provided information about apprenticeship. 
The Ontario Youth Apprenticeship Program (OYAP) Coordinator outlined the benefits 
of the program.

6.5.3 Roundtable Discussion Themes
The roundtable discussions brought apprenticeship service providers and employers 
together to discuss employers’ apprenticeship issues. Roundtable participants (43) were 
asked to identify issues, explore the service providers’ capacity to respond to the issues 
and propose strategies to resolve or overcome them.

Apprenticeship policies

The Ontario College of Trades (OCoT) is undergoing organizational review, so many of 
its mandated functions are on hold. This includes ratio reviews.
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Questions were raised about ratios, particularly from small employers in the 
construction trades. Ratios in the compulsory trades are strictly enforced, but why 
are they also strictly enforced in the voluntary trades? Why does carpentry (voluntary 
trade) have as strict a ratio requirement as construction electrician (compulsory trade)?

A local employer indicated that current ratios for carpentry restrict him to training 
one (1) apprentice every eight years. Applying a 1:1 ratio, he could hire and train six 
(6) apprentices in eight years. With a 1:2 ratio (one journeyperson: two apprentices) he 
could train 16 apprentices in eight years.

Action
®® Propose a pilot project to demonstrate that a uniquely Northern ratio is safe and 
effective.
®® Request a waiver from OCoT. The request is led by the employer and supported 
by the community (Northwest Training and Adjustment Board, Chamber of 
Commerce, Community Economic Development Office, etc.)

Gathering information about apprenticeship

Employers are asking for information about tax credits and incentives for 
apprenticeship. Can MTCU/government provide bonuses for employers who retain 
apprentices? Local businesses that hire and train apprentices need to bid on contracts 
in a level playing field (i.e., less than 10% difference in competing bids). Work needs to 
stay in town so that apprentices can be hired and trained.

Action
®® Update Dollars and Sense, Apprenticeship Incentives for Employers and Apprentices 
to include local information. Distribute it to all apprenticeship employers and post it 
on a central website.
®® Lobby for competitive bidding to promote local employment.

Hearing from employers

Some employers are having “pretty good success” because they insist on quality 
candidates. A problem arises when employers don’t have enough work to support an 
apprenticeship.

Participants noted problems with training. Employees are difficult to retain if they can’t 
complete in a timely way. They need easy access to in-school training (i.e., no waiting 
lists). Training correspondence should be emailed, not sent by “snail mail.” Workers 
in smaller communities would benefit from multi-trade certification to adapt to work 
demand. Certifications across similar trades that have similar competencies could be 
explored. An example is the plumbing and heating industry, which uses plumbers, 
HVAC air conditioning and sheet metal trades. Finally, access to training is sometimes 
difficult because of distance.
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Action
®® Establish a working group to consult with Confederation College to develop 
strategies for 1) creating better training schedules including the use of part-
time, 2) developing multi-trade training and certification curriculum, and 3) 
promoting better access and use of distance delivery models68 including the use of 
videoconferencing lessons.
®® The working group should have representation from OCoT, Confederation College, 
employers, journeypersons and EO service providers.

Promoting trades and apprenticeship

Participants noted a strong need to promote the trades and apprenticeship. They 
suggested “showcasing champion employers,” getting employers engaged in the schools, 
and building key partnerships with employers at the local level.

Action
®® Update Dollars and Sense, Apprenticeship Incentives for Employers and Apprentices 
to reflect locally available information. Include examples of exemplary employers or 
best practices. Distribute it to all apprenticeship employers and post it on a central 
website.

Literacy, essential skills and employment readiness

Preparation for apprenticeship was clearly an issue with participants. It’s important 
to identify literacy skills early and take steps to address training issues. Participants 
identified that persons with disabilities or weak literacy skills don’t get identified until 
they’ve gone through the system or they’re already at work. Integrated community 
services can do assessment, skill development and employment readiness preparation 
(e.g., MTCU, LBS, employment services and school boards).

Action
®® Create a visual pathway showing key partners and various points of entry and exit. 
This will help with consistent messaging to, from, and among service providers.

Ontario Youth Apprenticeship Program (OYAP) information

The Ontario Youth Apprenticeship Program (OYAP) is a component of the secondary 
school co-op program offered in grade 11 and 12. The Ministry of Education is 
investing money into OYAP (a good thing), but it still remains difficult to find enough 
employers willing or able to take students.

OYAP should be a recruiting tool for employers because it is a low-cost, low-risk way 
to assess a young person on the job. OYAP placement students are insured through 
their schools, employers aren’t required to abide by ratios, nor are they required to 
pay the student at the “apprenticeship” wage rate. For the young person, OYAP is an 

68 The College of the North Atlantic presented it’s very successful level 3 HDEM distance delivery training at the Canadian 
Apprenticeship Forum Skilled Trades Summit, Ottawa, June 2014.
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opportunity to “test the waters” of employment as an apprentice. Students can build 
hours towards their apprenticeship. Co-op coordinators screen students to ensure they 
are well prepared for the placement.

Participants noted issues including: transportation to employer sites, simplifying the 
OYAP agreement that rolls over to a Registered Training Agreement, and developing an 
exit plan for the transition from secondary school graduation to the employer. OYAP 
students need to be more aware of their OCoT responsibilities with the Registered 
Training Agreements.

Action
®® Create an OYAP working group to promote the value of co-op and its potential for 
apprenticeship and employment. The working group should include representation 
from Employment Services who can help graduating students manage the transition 
from school to employment.

6.5.4 Local Apprenticeship Employer Committee
Seven Generations Education Institute and Shooniyaa Wa Biitong were contracted to 
create the Local Apprenticeship Employer Committee (LAEC).

6.6 Thunder Bay Apprenticeship Forum (February 10, 2015)
The North Superior Workforce Planning Board (NSWPB), in partnership with the Thunder 
Bay Chamber of Commerce, led a year-long initiative to develop a regional strategy for 
promoting and improving access to apprenticeship. The key working group was the 
Apprenticeship Focus Group, which guided the work of three subcommittees that explored 
why employers are not taking on apprentices, developed supply and demand inventory of 
workforce capacity in the trades, and developed strategies to rebrand the trades to a public 
not well informed about the value of a career in the trades. The Apprenticeship Focus Group 
represents a broad consensus of stakeholders including unions, employers, educators, trainers, 
and employment and literacy service providers.

The Apprenticeship Focus Group consolidated the “issues” with apprenticeship and drafted 
recommendations for a “Northern Ontario Apprenticeship Model.” Increasing Employer 
Support for Hiring Apprentices and Supporting Apprentices’ Completion benefited from a 
close collaboration with the NSWPB apprenticeship initiative.

The Apprenticeship Forum attracted 55 participants. Eighteen (18) were apprenticeship 
employers.

Construction represented the largest proportion of employers (61%; N = 11) followed 
by Service (33%; N = 6), Motive Power/Transportation (17%; N = 3) and Industrial/
Manufacturing (11%; N = 2).69

69 The total number of responses does not equal the number of apprenticeship employers as multiple responses were received.
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The employer organizations are best described as non-unionized small or medium-sized 
employers (39%; N = 7), unionized small and medium-sized employers (39%; N = 7), large 
employers (11%; N = 2) and labour sponsored organizations (6%; N = 1).

6.6.1 Pre-Forum Registration Themes
Participants were asked about their expectations for the Forum. Fifteen (15) responses 
were received.

Apprenticeship policies
®® reducing red tape
®® discussion about an apprenticeship model for Northern Ontario

Gathering information about apprenticeship
®® networking and relationship development
®® employer concerns and barriers to apprenticeship completion
®® streamline communication to employers and apprentices to make it better 
understood, more effective and relevant
®® a better understanding of the apprenticeship program
®® more information about access to apprenticeship locally
®® more awareness of incentives for apprentices and employers

Hearing from employers
®® ways to engage employers
®® hope to find a way the Construction Association can fit in with the service providers, 
unions and employers to assist in creating a better employer-apprentice relationship
®® strategies to draw apprentices into the construction industry and retain them in a 
construction economy that is constantly fluctuating
®® insight regarding employer perspectives regarding labour market conditions
®® discuss and resolve capacity issues surrounding hiring an apprentice
®® how to increase employer awareness of the programs, incentives and services 
available through Employment Ontario Employment Services/Northwest 
Employment Works

6.6.2 Apprenticeship Forum – Introduction
The Apprenticeship Panel addressed apprenticeship services provided by an Aboriginal 
employment and training agency, employment services, and the literacy network 
service providers. The Panel also heard from a local Employment Training Consultant 
(ETC) who presented information about apprenticeship and the Ontario College of 
Trades (OCoT).
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6.6.3 Roundtable Discussion Themes
The roundtable discussions brought apprenticeship service providers and employers 
together to discuss employers’ apprenticeship issues. Roundtable participants were 
asked to identify issues, explore the service providers’ capacity to respond to the issues, 
and propose strategies to resolve or overcome them.

Apprenticeship policies

Employer hiring is affected by ratios. A general contractor cannot understand why a 
3:1 ratio (3 journeypersons: 1 apprentice) for a non-compulsory trade (carpenter) is 
needed. Another small employer cannot have more than one apprentice at a time due 
to the ratios. This problem needs to be brought to the attention of OCoT for follow-up 
with small to medium-sized employers.

Voluntary trade ratios will not change because unions are too powerful.

Action
®® Bring the issue (impact of ratios on small businesses in Northern Ontario) to the 
NSWPB Apprenticeship Focus Group for follow-up with the Ontario College of 
Trades (OCoT).

New apprentices don’t know who to go to if they have trouble. MTCU used to be more 
involved.

There are still challenges with getting apprentices to the school/theory sessions because 
the flexibility is not there or it’s not convenient. Classes are full when calls are made to 
register apprentices. Who plans the training courses? MTCU? Is it based on sign-ups?

It is critical to be clear about what is taught “in-school” and “on-the-job.” Theory and 
foundation skills such as math are taught in-school; practical job competencies are 
taught in the workplace.

Action
®® Improve communication between employers, trainers and apprentices to help decide 
what is offered and when.

When an apprenticeship is finished, a significant number of hours should be applied 
towards a related diploma or degree program.

Gathering information about apprenticeship

“You are either educating your workforce or your business is dying right now.” Trades 
are introduced in Germany in grade 4. A cultural shift is needed to overcome the stigma 
about the trades. Employers need to be making decisions based on a future oriented 
perspective (2020).
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We have to be better at developing the local skills profile. How can we retain 
apprentices? How can we get them back when they travel to work outside the 
community?

Action
®® Continue the work of the Apprenticeship Focus Group (NSWPB)

Hearing from employers

Participants noted a need for ongoing training in the automotive sector. Three people 
were sent to Toronto to update skills and diagnostics. Does this training qualify for the 
Canada Ontario Jobs Grant (COJG)? Employment services (NEW and YES) can help 
employers complete the COJG.

The cost of training is a problem for some employers. The information provided about 
grants, loans, etc. is very valuable to employers. Small and medium-sized employers 
are investing in apprentices who are then poached by their competitors – this deters 
employers from wanting to invest the time and the dollars. Completions are an issue 
due to “poaching.” Signing-off on the trade competencies (e.g., culinary) may mean 
the apprentice has to move to another business to be able to complete all of the 
competencies. Smaller shops have had to find ways to invest in workers’ futures. One 
employer indicated that poaching used to be a problem but now that he matches 
competitors’ compensation, he is getting better employees.

Action
®® Develop a Thunder Bay version of the Dollars and Sense Guide to Financial 
Incentives.
®® Distribute the Return on Investment report to employers.

There are problems with keeping track of apprentices and journeypersons. Apprentices 
are members of OCoT and responsible for maintaining their membership if 
circumstances change. There is not enough knowledge or information to identify 
who is certified for mentorship. Employers can be fined if training is not conducted 
properly.

Action
®® NSWPB Apprenticeship Focus Group to raise the issue with OCoT and MTCU.

Employers can’t provide enough sustained work for apprentices. Which employers 
have the capability and the resources to accommodate apprenticeship? Not a lot of 
support for non-union workers interested in apprenticeship. Small and medium-sized 
businesses don’t have the staff to complete the paperwork or link to resources. They 
need a “go-to person.”

Need to recruit employers to take on apprentices. One small employer has an 
apprentice in school and one in the wings from the shop floor. Technician is retiring in 
a year, so needs to look for a person to fill the vacancy. The employer has had to keep 
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up with advances in technology. Another employer is concerned about the shortage of 
tradespersons when he needs them, but also has limited work throughout the year. He 
has an interest in OYAP.

Large union shops are not having as much difficulty keeping trade people, but smaller 
shops are. It’s difficult to make referrals to trade unions.

Action
®® Pilot a consortium model of small employers to assist placing apprentices and 
managing the administrative details. Build on best practices from successful models 
(e.g., Hamilton Skilled Trades Apprenticeship Consortium (HSTAC)).70 Consult with 
the Canadian Steel Trade and Employment Congress (CSTEC) in Sault Ste. Marie 
which attempted to build a consortium in that community.

Promoting trades and apprenticeship

Need to create networking and information sharing to promote a stronger workforce. 
The discussion needs to include both unionized and non-unionized participation. 
Networking can include more face-to-face forums. It can also include steering 
committees with representations from other community services.

Action
®® Institute apprenticeship forums (like this one) 2 to 4 times a year to include 
employers and apprenticeship stakeholders.

What are the forecasts for community workforce needs? What are the supply and the 
demand scenarios in Thunder Bay? Is the training (supply) linked to the demand? Are 
big companies relying on small businesses to train apprentices?

Action
®® Create a stakeholder group to review coordination of training.

Action
®® Involve the Apprenticeship Focus Group (NSWPB).

Some employers are aware of pathways to literacy. Others became more aware through 
this apprenticeship forum. Still, there is a real disconnect between what the Ministry of 
Education requires and what the “real world” requires (academic versus practical).

Education must begin earlier and include parents. Support at home is critical to 
encourage youth to consider the trades. Education for apprenticeship should be starting 
in grade 7 and 8. Apprenticeships have been taken out of the schools. Interest and 
readiness for the trades need to be promoted earlier. Schools need to ensure academic 
readiness for skills and trades (e.g., technical math).

70 The HSTAC website includes “10 Steps to Developing a Consortium” (http://www.hstac.ca/?q=content/about-us)

http://www.hstac.ca/?q=content/about-us
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There is still a stigma about trades including poor understanding about the viability 
of trades. The poor image of the trades was attributed to less academically inclined 
students being streamed along that path. Parents and society perpetuate this stereotype. 
School boards could look to introduce a course in “apprenticeship readiness.”

The schools are doing a lot regarding education and promotion of trades and skills. The 
group commended the current efforts of the secondary school OYAP coordinators who 
are working with the North Superior Workforce Planning Board Apprenticeship Focus 
Group.

Action
®® Encourage OCoT to promote the trades more – less enforcement and more 
promotion.

Action
®® Activity Days – elementary students join secondary school students in a learning 
forum featuring “hands-on” games or experiments with a focus on equipment/tools 
or other things related to trades.

Action
®® Skills Ontario (non-profit that supports and promotes skills and trades) to work 
with the School boards.

Action
®® School boards to include apprenticeship in professional development days 
for guidance counsellors and/or engage guidance counsellors in this kind of 
apprenticeship forum.

Literacy, essential skills and employment readiness

Employers find basic skills (reading, writing, reading a tape measure, etc.) are lacking. 
More advanced skills are not being addressed in training. “Rockstar” welders are the 
ones out of high school.

We need to close the gap on individuals with literacy issues at the onset to ensure 
long-term success. Poor literacy skills can be identified by more enhanced assessment 
tools. This happens with more awareness of the supports offered through the literacy 
network. More networking is needed to promote services to employers.

People are not prepared enough to pass the C of Q exam. Test taking strategies are not 
mastered. For others, it’s weak literacy skills. C of Q testing is outdated for some trades 
– companies may have new technology. Students can no longer write the trade exam 
immediately upon completing school. They must apply to OCoT, but the confirmation 
to write the exam may be delayed which has an impact on their success.

A lack of literacy and basic life skills results in individuals not being able to follow 
through to complete their apprenticeship. There is also lack of support for apprentices 
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once they are registered and learning on the job (i.e., if they’re struggling with literacy 
issues, they need someone to talk to or to vent to or to motivate them).

There is a communications disconnect between stakeholders. Education and awareness 
about apprenticeship needs to include a “reality check” (i.e., work out of town, takes 
time to earn a good income, etc.) Too many apprentices start but then discontinue. 
Employers are reluctant to hire apprentices due to their lack of life skills/workplace 
readiness.

Provide/offer life skills to students at the high school level to ensure they are best 
equipped for what to expect while on the job. Life skills and learning are required to 
survive the “journey not the job.” Personal supports need to be in place for the “life 
events” that may come up. Apprentices on the job also need personal support. It’s not 
just about the dollars.

Action
®® Support apprenticeship completions by creating a stakeholder group to develop 
strategies to promote coordination of EO employment and literacy services to 
employers, trade organizations and other apprenticeship stakeholders.

Apprentices living in rural and remote areas don’t have easy access to training. Distance 
delivery is available. Contact North provides access sites throughout the North where 
technology is available to link learners to trainers. Distance delivery is not for everyone, 
but it can be successful if it is well designed and delivered properly.

Action
®® Establish a working group with Confederation College and Contact North to explore 
models of apprenticeship delivery at a distance.

Ontario Youth Apprenticeship Program (OYAP) information

Apprenticeship stakeholders (literacy, Skills Ontario, Employers) and OYAP/co-op 
teachers need to ensure that students are successfully making the transition to work. 
Upon graduation, the OYAP teacher can contact NEW or YES to help facilitate/
negotiate a potential placement, leading to apprenticeship with local employers. There 
is a real need to create more awareness about how the OYAP program can be supported 
by apprenticeship stakeholders.

Action
®® Create an Apprenticeship Stakeholder – OYAP Committee to provide education/
awareness aimed at educating students about the apprenticeship services in the 
community. The Committee needs to organize one or two events per year in the 
schools.
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6.6.4 Local Apprenticeship Employer Committee
The North Superior Workforce Planning Board (NSWPB) agreed to lead the Local 
Apprenticeship Employer Committee (LEAC). The NSWPB committed to continuing 
the work of the Apprenticeship Focus Group beyond March 31, 2015. In particular, it 
will be bringing forward recommendations from the Northern Ontario Apprenticeship 
Model to representatives of the Ontario College of Trades and the Ministry of 
Training, Colleges and Universities. The Model identifies recommendations that can be 
addressed at the local level. The LAEC will be integrated with the ongoing work of the 
Apprenticeship Focus Group. There was interest expressed at the apprenticeship forum 
by some employers and participants to continue meeting to further explore issues 
raised at the forum.

6.7 Sudbury Apprenticeship Forum (February 12, 2015)
According to the Sudbury and Manitoulin Workforce Planning Board, over 10,000 small 
and medium-sized employers (SME) are the backbone of the economy. The Board correctly 
identifies mixed messages about the “shortage of skilled labour.” Is there a shortage or is there a 
mismatch of skills? We heard the same question at the Sudbury apprenticeship forum.

Birthrates are declining, and an older working generation is retiring. There will be pressure on 
employers to find enough workers with the right skills.

The Workforce Planning Board reports that employers tend to hire experienced tradespersons, 
leaving little room for new apprentices to enter the workplace. We heard this comment in other 
communities, too. It is a short-sighted position because it won’t be long before employers will 
only have access to younger, entry-level recruits.

The Apprenticeship Forum attracted 59 participants. Twelve (12) were apprenticeship 
employers. Industrial/Manufacturing represented the largest proportion of employers (58%; 
N = 7) followed by Construction (50%; N = 6), Service (42%; N = 5) and Motive Power/
Transportation (25%; N = 3).71

The employer organizations are best described as non-unionized small or medium-sized 
employers (58%; N = 7), large employers (33%; N = 4), unionized small and medium-sized 
employers (8%; N = 1), and labour sponsored organizations (33%; N = 4).

6.7.1 Pre-Forum Registration Themes
Participants were asked about their expectations for the Forum. Twenty-seven (27) 
responses were received.

Apprenticeship policies
®® understanding how the new world of ‘registration’ or ‘membership’ will impact 
apprenticeship 10 years from now
®® learning more information about apprenticeship

71 The total number of responses does not equal the number of apprenticeship employers as multiple responses were received.
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Hearing from employers
®® honest input from employers regarding how they perceive the apprenticeship 
program
®® networking and exchanging ideas – providing input to industry
®® establishing communications between employers and union sponsors to ensure that 
apprenticeships are working as effectively as possible and when issues are evident, 
that they are addressed quickly
®® find out about resources that are available to apprentice employers (i.e., subsidies, 
incentive programs)
®® overview of supports available for employers who want to hire apprentices
®® how to encourage employers to accept apprentices in their business
®® identify some of the obstacles that we, as an apprenticeship employer, face including 
program enrollment selection, ratio numbers and relationships between governing 
bodies and employers
®® more apprenticeship opportunities for clients

Promoting trades and apprenticeship
®® how to assist employers with their apprentice hiring – learning about their challenges 
and discussing solutions
®® solutions to address current challenges associated with hiring and retaining 
apprentices
®® how the College can better serve its corporate clients to meet their apprenticeship 
needs and the needs of apprentices in the workplace
®® understanding which apprenticeships offer the best opportunities for sustainable 
self- sufficiency as we move toward a knowledge economy or a highly specialized skill 
set economy
®® gain a greater understanding of the apprenticeship process and how it can help our 
Aboriginal communities
®® promoting communications between stakeholders regarding solutions to challenges
®® networking and finding contacts with Sudbury employers who will be looking to 
hire apprentices

Promoting trades and apprenticeship (pathways)
®® supplying skilled labourers to our signatory contractors
®® understanding of how the community can help bridge the gaps between starting and 
completing an apprenticeship successfully – articulating the student’s journeyperson 
path
®® different pathways to apprenticeship – provide an overall view of the apprenticeship 
pathway, specifically how to follow through after secondary school
®® knowledge of applicable provincial and federal grants for both students and 
employers
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Literacy, essential skills and employment readiness
®® preparing apprentices for work in helping them understand work expectations – 70 
or 80% effort is not good enough
®® learning some approaches to assist clients in securing apprenticeship opportunities

Ontario Youth Apprenticeship Program (OYAP) information
®® find more options for young people to get apprenticeship hours/skill sets

6.7.2 Apprenticeship Forum – Introduction
Cambrian College agreed to host the forum in its eDome facility. The college provided 
breakfast and logistical set up, as well as parking for participants.

The Sudbury Forum agenda used a slightly different format. The Apprenticeship Panel 
was introduced at the end of the session so it could respond to comments received from 
the roundtable discussions which were held first. The forum opened with a general 
overview of the “employer issues” prepared for this Project. The Employment Training 
Consultant (ETC) provided a thorough and nuanced overview of apprenticeship.

6.7.3 Roundtable Discussion Themes
The roundtable discussions brought apprenticeship service providers and employers 
together to discuss employers’ apprenticeship issues. Roundtable participants were 
asked to identify issues, explore the service providers’ capacity to respond to the issues, 
and propose strategies to resolve or overcome them.

Apprenticeship policies

Representatives from TCU apprenticeship are no longer in the field; therefore, 
employers are having more difficulty finding support. Defaulting to online 
communication, especially for small and mid-sized employers, is a negative direction. 
Employers would like to see more follow-up and restored relationships with the ETCs. 
Training Consultants need to be in the field.

Action
®® MTCU needs to re-examine current apprenticeship directions and directives to staff.
®® Develop a recruitment team with MTCU and OCoT.

Participants proposed rewarding workers at higher levels of apprenticeship. Can this be 
done through legislation? The Ontario College of Trades isn’t gathering enough proof 
of hours worked. Employers who hit their ratio maximum cannot continue hiring. One 
employer identified that he has five employees for whom the apprentice category was 
cancelled.

Gathering information about apprenticeship

The Ontario College of Trades’ (OCoT) policies and practice are having a significant 
impact on front line processes, creating misinformation and misunderstanding for 
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employers. There is no place or resource in the community for employers to get current 
information.

Service providers need to talk to more employers to provide customer service training, 
assistance with the Canada Ontario Jobs Grant, training of older workers, literacy, 
information on skills training with colleges, etc.

Action
®® Establish a service provider-employer network including a checklist for employers, 
regarding whom to contact at MTCU.
®® Create a database of local apprenticeship employers.
®® Modify the Dollars and Sense Guide to Financial Incentives to reflect local 
contacts and apprenticeship information. Create the Guide and then a Part Two – 
Apprenticeship Services. Make that guide available to employers and on a central 
website.

The “shortage” of skilled tradespersons may be a problem with the demand side rather 
than the supply side. A lot of people want jobs but there aren’t many vacant positions. 
The shortage could also be a problem of skills mismatch (i.e., the job market requires 
trades and skills that graduates haven’t been trained to do). A union representative 
noted they are offering training for the skills that are specifically in demand, and that’s 
a success story.72 Young workers are getting more training than older ones. They seem 
more eager.

Why are colleges pumping out more graduates than the available supply of jobs? 
Apprentices in their final level are told to be in the “top 5%” if they expect to get a 
job. The oversupply of tradespeople means that the talent pool is diluted. Employers 
often need to start new workers as apprentices because they don’t have a lot of on-
the-job practical training. How can the Canada Ontario Jobs Grant be used to upskill 
employees? Another employer couldn’t take on more apprentices even if the ratio is 
changed.

Action
®® Develop labour market information to inform decision-making about programs and 
trades enrollment. Labour market information is to be informed by data collected by 
OCoT, the college and key employer human resources representatives.

Hearing from employers

More employers need to know about apprenticeship and the services provided in the 
community to support it. The big companies, for example, didn’t understand how to 
help their apprentices complete their apprenticeship.

72 See the Regina Trades and Skills Centre (RTSC) for an example of a successful not-for-profit training initiative.  
http://rtsc.org/

http://rtsc.org/
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Action
®® Hold a meeting of employers and apprenticeship service providers every four 
months to review and discuss progress that has been made. Keep minutes and 
circulate to employers.

Employers asked about who can sponsor an apprentice. Can manpower agencies 
qualify as employer sponsors? Should they? Would that mean more apprentices could 
be registered?

There may be issues with private sector manpower employer sponsors since 
construction unions are the largest sponsors of apprenticeship in the Red Seal trades. 
Who will actually supervise apprentices on the job site? Would the manpower service 
be able to manage “transient” apprentices who move from employer to employer?

Perhaps a better solution is having employers share apprentices across a trade. Would 
sponsors share their apprentice with another company for training?

Employers prefer to hire people with 3 to 4 years of experience. The college and the 
school board co-op programs provide that opportunity. Continuity at an employer site 
would be helped if a co-op student on an apprenticeship track was repeatedly signed 
to the same employer as long as the employer wanted them. Coordinating this effort 
would require the school board and the college to share employer contact information.

Action
®® Develop a registry of employers and the trades they have to offer. Include contact 
information.

Retaining apprentices was discussed. It’s a lot of work to have journeypersons buy 
into the training. Turnover takes place all the time. It’s very important to keep the core 
group of workers. Are there stats on the number of people going from job to job? What 
are the statistics for small businesses versus large businesses?

Journeypersons train apprentices. They know all the duties, and they need to be flexible 
and encourage good effort in the workplace. Apprenticeship training is not one-
size-fits-all. Companies need to know what works in their company (perks, freebies, 
acknowledgement, etc.) How do employers keep workers – good pay, lifestyle, hours of 
work, good work environment?

Employers need a strategy for filling positions. It would be useful if journeypersons had 
more contact with apprentices, including meeting potential candidates before hiring. 
Feedback to the employer on the pre-apprenticeship meeting would be helpful.

Strategies need to be considered to retain apprentices. Employers identified the costs 
associated with training apprentices who then move on to larger and more lucrative 
employers (poaching). What’s the cost and benefit of having an apprentice if they’re 
going to be “poached” by another employer? In fact, poaching may be encouraged if 
employers share apprentices with other companies. Small and medium-sized employers 
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worry about poaching, but is poaching a real or perceived issue? One employer had 
an apprentice sign a two-year contract in exchange for the company paying the cost of 
tuition and wages while in school.

Action
®® Establish an employer group with human resources as the key participants. Share 
best practices for recruiting and retaining apprentices.

Promoting trades and apprenticeship

Participants wondered how to create new apprenticeship demand by promoting new 
apprenticeship opportunities (solar farms – over 200 people needed).

Action
®® Meet with the college academic leaders to advocate for research into new 
apprenticeship opportunities and the development of more responsive college 
programming in the high technology field.

School board participants said that early identification of an apprenticeship path would 
be a good idea, including a wholesale re-examination of the credit system to recognize 
and encourage apprenticeship destinations. A caution was raised: secondary school 
educators may default to old stereotypes about the “kind of student” that should be 
directed to the trades.

Apprenticeship service providers need to be more aggressive in making contacts 
provincially and in the community. A recent opportunity was the Human Resources 
Professionals Association of Ontario (HRPAO) conference in Sudbury. It was a 
“captive” audience who must annually participate in/attend training and information 
sessions to maintain their HR designation. It would be an effective way to promote 
the apprenticeship message. Another forum suggested is the Chamber of Commerce 
Employer Networks.

Action
®® Include information on apprenticeship programming in the Sudbury version of the 
grants binder.
®® Promote more meetings between apprenticeship service providers to include sharing 
data about which employers are taking apprentices in Sudbury.

Literacy, essential skills and employment readiness

The journeyperson is a person who “journeys” to the worksite. Apprentices need to 
understand that the price of having good well-paying work in the trades may be a 
transient lifestyle. Employers don’t want to invest in someone who’s not serious or not 
prepared to make a commitment and sacrifice. Participants coined the phrase “trades 
person as backpacker.”
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There needs to be good screening for entry to apprenticeship. What can we do to make 
sure that apprentices are a good fit for the workplace culture?

Employers indicated a need for a whole set of life skills around the work ethic. They 
also didn’t understand why workers have poor literacy and essential skills. After a 
worker is hired, employers don’t have time to be dealing with poor employability or 
literacy skills.

Employment services can help employers recruit well prepared candidates and to do 
the follow-up with employment concerns post-hiring.

Action
®® Create a working group of employment service providers and key employers to map 
a strategy for connecting employers to employment services.

Trade school doesn’t address literacy issues, but it should. Secondary schools need to 
know that graduates still have skills gaps. This information needs to be promoted at the 
Ministry level. Can applicants to apprenticeship do a literacy assessment for the trades? 
Secondary school guidance counsellors and high school teachers need to know that 
trades require excellent math and literacy skills.

Employers noted that they struggle with new apprentices who write the Certificate 
of Apprenticeship or the Certificate of Qualification exams. Trade exam preparation 
is mandatory at the College after level 3 in-school training. There’s a problem when 
the work experience creates a gap between the in-school training and writing the 
trade exam. Employers need to be engaged with apprentices. Apprentices need to let 
employers know if they fail the exam, so employers can help them prepare for another 
attempt. Why are apprentices failing? Is there a pattern or is there something lacking 
in the training? Is information about the number of exam attempts available? Who 
collects that?

Action
®® Create a Task Force to address literacy concerns in apprenticeship. How can we 
bridge the gap from training to employment? What kind of assessment tools exist? 
When do literacy skills need to be assessed? What do we do to develop literacy skills?

Ontario Youth Apprenticeship Program (OYAP) information

Participants suggested that more training consultants be available to facilitate the 
apprenticeship co-ops and/or facilitate the bridge between high school and employer.

6.7.4 Local Apprenticeship Employer Committee
The Mid North Network for the Coordination and Development of Adult Learning 
(MNN) agreed to lead the Local Apprenticeship Employer Committee (LEAC).
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7 Learnings and Recommendations 
from the Consultations

Literacy Northwest projects since 2012 have examined barriers to apprenticeship, advocated for more 
integrated pathways to apprenticeship through the Employment Ontario network, created curriculum 
resources to assist learners on the apprenticeship goal path and engaged communities in initiatives 
to improve employer engagement. Still, the public narrative about the trades and apprenticeship 
continues to simmer with “problems” with apprenticeship. It has an extraordinary resilience that 
tends to overwhelm productive thinking about solutions.

Small and medium-sized employers (SME) are challenged with apprenticeship. The consultations 
confirmed that large industries and labour organizations are doing just fine, mostly because they 
have the critical mass of journeypersons, access to work, and resources to manage the apprenticeship 
journey. But, this is not the case for smaller employers who need to carry the apprenticeship load 
themselves.

The apprenticeship issue is always present in the Workforce Planning Boards’ labour market reports. 
Some communities, Niagara and Thunder Bay, have taken more concrete action. The Niagara 
Workforce Planning Board did a comprehensive regional consultation in 2013-2014 which profiled 
what the issues are. The North Superior Workforce Planning Board (Thunder Bay) partnered 
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with the Chamber of Commerce to initiate a robust consultation with community apprenticeship 
stakeholders that resulted in developing a Northern Ontario Apprenticeship Model, which contains 
recommendations for the Ontario College of Trades, the Ministry of Training, Colleges and 
Universities and local apprenticeship stakeholders.

®® Share the Northern Ontario Apprenticeship Model with the communities involved in this project 
and enlist their support for the recommendations.

Despite our best efforts, it was very difficult to get employers out to meetings or forums. We were 
pleased that employers represented 31% of the Project participants and 62% were small employers. 
They are reluctant to take time from their businesses. We made strong efforts to demonstrate a “what’s 
in it for me” approach so that employers felt that time spent in the forum was worthwhile. The 
apprenticeship forum evaluations invited employers to participate in follow-up activities.

®® Include employers in the Local Apprenticeship Employer Committee (LAEC) meetings.

Asking participants to identify expectations in advance was very useful. We were able to identify 
employers, for example, who had “burning issues” (i.e., ratios) and engage them informally in 
conversation. Often, participants will bring very particular issues that are inappropriate or too 
difficult to manage in a community forum. Meeting with participants informally meant we could 
acknowledge their concerns and let them know how the Project could respond.

®® Survey participants in advance to identify the “burning issues” they bring to the community 
consultation.

The Employment Training Consultants played a valuable role in this project. The “problems with 
apprenticeship” conversation is too often based in poor information or information that’s not 
understood well. They made presentations at the beginning of each apprenticeship forum to provide 
“just the facts” about Ontario’s new apprenticeship landscape. Their knowledge and experience 
helped keep the discussion focused.

®® Include Employment Training Consultants in the Local Apprenticeship Employer Committee 
(LAEC) meetings.

Apprenticeship policies
We heard a lot about the new apprenticeship landscape in Ontario and how the field remains 
confused and sometimes misinformed. Employers want more information, and they want to know 
how apprenticeship policies impact their business (i.e., ratios and voluntary trades).

Employers work directly with the Employment Training Consultants (ETC) to register an apprentice. 
A relationship is established between the employer and the ETC. However, ETCs have been “pulled 
from the field,” so the relationship with the employer is more tenuous. Information comes from 
enforcement officers who only work with compulsory trades. Issues and concerns may not be 
communicated effectively. Participants suggested that the forums needed to have representation from 
the Ontario College of Trades (OCoT). The Ministry of Training, Colleges and Universities (MTCU) 
provides information on its websites, including frequently asked questions (FAQ). Participants, 
however, suggested a need for more support.
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®® Create a website where the Ontario College of Trades and the Ministry of Training, Colleges and 
Universities can receive concerns and petitions posted from the field.

The consultations heard a lot about ratios. Ontario has some of the most restrictive ratios in the 
country. Ratios apply to 33 trades in the construction sector, 11 of which are compulsory trades. 
For employers who work closely with unions in the construction trades, ratios don’t present great 
hardship. For small employers, particularly non-unionized employers, ratios restrict the businesses’ 
ability to hire apprentices. Small employers at the consultations made strong arguments for locally 
applied ratios. They are convinced that apprentices can be trained properly and that the work 
undertaken in the field will be done safely and at no harm to the public.

®® Seek approval to pilot a locally applied ratio to demonstrate that apprentices can be effectively 
trained and the public well-served.

The Ontario College of Trades does not establish ratios, but it enforces them. The College coordinates 
ratio reviews to hear recommendations from the field. Changes to ratios will need to move through 
the review process. Employers and the public who have concerns about ratios must participate in 
the ratio review process in order to have their voice heard. There must be a competing voice present 
during the review process.

®® Coordinate the voice of small employers to lobby for ratio changes during the review process.

Gathering information about apprenticeship
In every community we heard inquiries for better information about community services to support 
apprenticeship.

The Workforce Planning Boards have developed a resource that summarizes apprenticeship training 
incentives. Dollars and Sense, Apprenticeship Incentives for Employers and Apprentices, is a basic 
version that has different iterations depending on which community it’s for. The resource can include 
additional apprenticeship narratives to describe services and pathways or showcase exemplary 
community employers who are benefiting from apprenticeship. The resource can be easily adapted to 
local context to provide rich community information about apprenticeship. It can be produced as a 
paper version and it can be posted to a website. There is also potential to extract information bulletins 
from the resource.

®® Workforce Planning Boards to lead the development of a local resource to include local contact 
information for apprenticeship service providers, access to employer registry information, 
pathways to apprenticeship, opportunities for alternative apprenticeship training, etc. The resource 
is modelled after the Dollars and Sense, Apprenticeship Incentives for Employers and Apprentices 
guide.

What is the process for entering an apprenticeship? What is involved in registering an apprentice? 
What kind of financial incentives are available? Who are the employers who need apprentices? What 
are the pathways to apprenticeship? What is the role of Employment Ontario service providers?

Community information includes a registry of employers, particularly small and medium-sized 
employers, who can benefit from apprenticeships. The registry can identify employers who are active 
with the Ontario Youth Apprenticeship Program (OYAP) or who would be interested in participating 
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in OYAP placements. The registry may also identify where secondary school and college co-op 
students are securing placements, thus creating continuity for the student and potential employment. 
It may also include a registry of apprentices who have to travel out of town to find work.

®® Create a registry to identify apprenticeship and co-op employers.

The data on the number of workers in the trades reflects OCoT membership. However, tradespersons 
who don’t become members of OCoT are not identified in the information about the number of 
people working in the trades.

®® Collect data on the number of tradespersons who are not members of the Ontario College of 
Trades (i.e. voluntary trades).

Participants want good information about the apprenticeship labour market. The information is 
necessary to help students, educators and others make career choices, and it’s important for employers 
and community developers to support strategic workforce development. Training Delivery Agents 
(TDA) require future oriented information for program planning or development. Both the Canadian 
Council of Directors of Apprenticeship and the Canadian Apprenticeship Forum are developing 
labour market models for the trades.

Develop labour market information for the trades to include data collected by the Ontario College of 
Trades, community colleges and key employer human resources representatives.

Hearing from employers
Employers wonder why access to trade school is so difficult. They want alternatives to “block” training 
which requires apprentices to leave the employer for 6 to 8 weeks. In rural or remote communities, 
apprentices may not be able to travel to training sites for reasons including cost, disruption to family, 
work, etc. Distance delivery of in-school training is possible through organizations such as Contact 
North, which has well established capacity. Good delivery models are found in practice. The College 
of the North Atlantic is having excellent results with the level 3 Heavy Duty Equipment Mechanic 
training.

Participants suggested that workers could benefit from multi-trade certification. Carpentry 
represents a trade that requires workers to handle concrete, metal structure, as well as wood and 
related manufactured building products. Carpenters work in residential, industrial and commercial 
settings. Plumbing and heating, for example, employs plumbers, sheet metal workers and heating 
ventilation and air conditioning trades. Can the college propose trade programming to build on core 
competencies across the trade with individual specializations?

Employers indicated that journeypersons may not want to train apprentices or may not be very 
good at doing it. Training journeypersons to be teachers and mentors would benefit apprenticeship. 
Colleges are experts in program development and adult learning principles. They could provide 
specialized journeyperson training.

®® Establish an Apprenticeship Training Committee to work with the college’s academic leaders, 
employers and distance delivery providers to 1) research best practice and establish delivery 
models for the North, 2) explore and develop multi-trade curriculum, and 3) develop training for 
journeypersons to mentor apprentices.
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Core competencies developed and recognized through formal trade certification are transferable 
to significant portions of postsecondary diploma and degree programs. A certified journeyperson 
should be able to “fast-track” through diploma and degree programs strongly related to the trades. 
The colleges already provide credit for prior learning and the colleges and universities in Ontario have 
well-established articulation agreements to transfer credits.

®® Establish articulation agreements with colleges and universities to provide for credit for trades 
education and training.

When workers cannot find an apprenticeship because employers are unwilling or unable to sponsor 
them, we are losing future workers and certification. Without workers and certification, important 
work that builds and maintains community infrastructure cannot be accomplished. Communities, 
especially small rural or remote communities, lose their capacity to survive and grow. The local 
community college could assume the role of the apprentice’s trainer or journeyperson and provide 
practical workplace experience across the scope of practice.

®® Explore the concept of “college as journeyperson.”

Employers noted that in-school training doesn’t prepare apprentices for the reality of the workplace. 
There seems to be poor alignment between theory and skills taught in classroom training, and theory 
and skills required in the workplace. Employers are interested in providing input to training. Colleges’ 
apprenticeship program advisory committees provide input to curriculum and program review.

Employers question the return on their apprenticeship investment if the trained apprentice leaves 
to work for another employer (poaching). Retention strategies include matching the competition’s 
compensation, promoting the value of working with a small employer, and providing incentives. 
Employment contracts may be considered.

®® Promote professional development for employers to share best practices for employee retention.

Small employers are unsure if they can provide the full scope of practice or sustained work; as a 
result, they are reluctant to commit to an apprenticeship. Pooling the apprentice’s work across a 
group of employers is a practice that can be considered. It works well with large employers that have 
many trades. The Hamilton Skills Trades Apprenticeship Consortium, for example, developed a very 
successful model that may be replicated elsewhere. The Ontario Construction Secretariat and the 
unions have created Joint Apprenticeship Training Trusts. Both models remove the administrative 
responsibilities from the employer and ensure that the apprentice has access to multiple worksites. 
A consortium of small employers would require one employer to take the lead (i.e., sponsor the 
apprentice) and responsibility for “shopping” the apprentice out to appropriate work to fulfill the 
requirements of the training. Yet another model would involve private sector manpower services 
acting as the sponsor to assume all the responsibilities of the Registered Training Agreement, 
including human resources issues. The models are not without problems, but they are possible.

®® Survey community employers to determine interest in developing a consortium model. Integrate 
survey responses into the employer registry.

®® Consult with organizations that have implemented consortiums to identify strategies for 
application in other communities.
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Promoting trades and apprenticeship
Participants indicated that the consultations were useful. They suggested holding ongoing 
apprenticeship forums with selected stakeholders to keep the discussion alive. Many commented that 
apprentices should have been invited.

®® Identify local apprenticeship issues, survey apprenticeship stakeholders to determine their priority 
issues, and deliver apprenticeship forums to identify strategies to address them.

®® Include apprentices and journeypersons at the apprenticeship forums.

The trades need to be rebranded as legitimate and valuable career options. Educators are starting 
to see the value of a career in the trades, but parents and students remain reluctant to consider the 
trades. The Ontario College of Trades has created an effective “youth-oriented” website to promote 
the trades. In many of our consultations, employers told us they want to get into the schools to get the 
message directly to students. There was a strong message to “push” trades education earlier into the 
curriculum.

®® Create employer groups to promote the trades to youth. Include apprentices and journeypersons. 
Enlist the Chamber of Commerce.

®® Create a marketing blitz to include pop-culture references and use the “youngest and newest” faces 
of the trade.

Employment service providers suggested personal marketing to employers to engage them in 
apprenticeship. Individuals seeking apprenticeships can be prepared by service providers to manage 
the employer inquiry effectively.

®® Develop and deliver interview preparation for individuals seeking apprenticeship. Use the employer 
registry to identify employers who are most interested in apprenticeship.

Suggestions were made to better integrate traditional “silos.” The secondary schools and the OYAP 
program move young people into the apprenticeship system. Employment Ontario moves all people 
into the apprenticeship system. Yet, the secondary schools and Employment Ontario haven’t engaged 
each other’s services to help individuals transition to employment. In winter 2015, the Thunder Bay 
Catholic District School Board agreed to actively promote the two employment service providers 
to its graduates who are moving into apprenticeship or employment. Teachers and counsellors are 
clearly advised to register their students with Employment Ontario to help them with the transition 
to work. This is an exemplary demonstration of coordination across silos.

®® Include OYAP coordinators on the Local Apprenticeship Employer Committees (LAEC).

Literacy, essential skills and employment readiness
Employers consistently indicated they are getting apprentices who are not prepared for the workplace. 
Apprentices are technology-focused but they lack skills. Training doesn’t reflect the reality of 
the workplace and workers who need to pass trade exams are failing. Employers tend to rely on 
educational attainment (i.e., grade 12) as a measure of literacy competency.
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Increasing numbers of individuals need the services of Literacy and Basic Skills in order to participate 
in apprenticeship and work in the trades because learning disabilities are not recognized early and 
students are allowed to progress without meeting grade level performance standards.

Employers weren’t aware of who the community service providers are and what they can do to 
support apprenticeship. Service providers, on the other hand, need to promote themselves better, 
including reaching out to employer associations and attending conferencing opportunities.

®® Create a stakeholder group to develop strategies to promote coordination of EO employment and 
literacy services to employers, trade organizations and related apprenticeship stakeholders.

Ontario Youth Apprenticeship Program (OYAP) information
It was clear that the Ontario Youth Apprenticeship Program (OYAP) is a key pathway to 
apprenticeship and the trades. The OYAP coordinators expressed a common concern about access 
to employers, particularly unionized workplaces. The consultations provided OYAP participants 
with ample opportunity to engage employers in conversations about the benefits of a placement. 
Employers who take OYAP placements are very complimentary. Others who have not been involved 
wanted to know more and indicated an interest in getting involved.

®® Coordinate a Joint OYAP Advisory Committee consultation to include employment service 
providers and employers. Focus is on coordinating services to help students transition to 
employment.
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8 Results

This section outlines the results of the Project, including where its products may be found and how 
the outcomes were achieved. Project products and resources will be available at the Northern Literacy 
Networks Website.73

We encouraged Literacy Networks and Workforce Planning Boards in the 6 communities to include 
this project in their 2015-2016 deliverables. Planning boards could indicate “support for the Local 
Apprenticeship Employer Committee (LAEC)” that is created by this Project. Regional literacy 
networks could identify a business plan deliverable such as “participate in Local Apprenticeship 
Employer Committee (LAEC)”. Integrating their work on this project into business planning could be 
helpful, particularly if it points to a coordinated and collaborative approach to how the work of the 
LAEC will be sustained beyond the life of the Project.

After the community consultations, we received follow-up requests.

®® present the apprenticeship forum summary at the Timmins Economic Development Council

®® additional assessment and training resources for apprenticeship (AETS, Thunder Bay)

®® return on investment information to make a case for hiring additional apprentices (Canada 
Malting, Thunder Bay)

®® additional apprenticeship forum in Northwestern Ontario

The Project set out the following activities:
Research Report: Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion

®® update findings from 5 previous Northern Ontario Apprenticeship Forums

®® provide context from current apprenticeship research

®® validate employers’ perceptions about apprenticeship

®® identify general strategies for improving the employers’ engagement with apprenticeship

Confirm regional partners to:

®® host Apprenticeship Employer Forums

®® assist with recruiting key employer stakeholders
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Deliver 6 Employer Apprenticeship Forums to:

®® explore employers’ perceptions about hiring apprentices

®® develop strategies to increase apprenticeship employers’/stakeholders’ support for training and 
hiring apprentices

Establish Local Apprenticeship Employer Committees to:

®® review findings from the Research Report

®® undertake coordinated apprenticeship planning at the local level

®® develop locally relevant implementation strategies

Provincial webinar presentation

Final project report and evaluation

The Project Developed the Following Products:
®® Research Report: Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion

®® 6 regional apprenticeship consultations

®® Provincial webinar

The Project achieved the following outcomes:
®® Employers developed better understanding of EO’s employment/training services

®® EO networks collaborated with employers to plan and coordinate apprenticeship services

®® Identified practical strategies to address the employer concerns with hiring/training apprentices

®® Piloted and implemented local responses to project recommendations

8.1 Research Report: Increasing Employer Support for Hiring Apprentices 
and Supporting Apprentices’ Completion
The Research Report is included as part of the Final Report (Section 5).

Research explored employers’ reluctance to hire and train apprentices and validated much of 
what we have been hearing in Northern Ontario since 2012. For example, employers accepted 
the “list of employer issues” that was introduced at each forum. Research also identified reasons 
why small and medium-sized employers have difficulty with apprenticeship. Large employers 
told us their success stories; small employers told us their apprenticeship issues.

The research identified general strategies to support employers and promote apprenticeship 
completion. We presented this information to employers and apprenticeship service providers 
to “seed” the conversations about solutions.
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8.2 Deliver Six Employer Apprenticeship Forums
This was accomplished with the strong support of Local Planning Committees who showed 
tremendous leadership throughout the project. The Local Planning Committees know their 
communities well and were able to recruit participants who needed to be at the apprenticeship 
forums. We weren’t completely successful getting all the employers we wanted, but we got 
enough to start some action on improving employers’ engagement with apprenticeship.

Participants’ expectations and roundtable discussions are summarized thematically to present 
a profile of each community, describe their issues with apprenticeship and identify strategies to 
address them.

The community profiles were organized using the following themes:
®® apprenticeship policies
®® gathering information about apprenticeship
®® hearing from employers
®® promoting trades and apprenticeship
®® literacy, essential skills and employment readiness
®® Ontario Youth Apprenticeship Program (OYAP) information

8.3 Provincial Webinar
A provincial webinar was held April 2, 2015. It engaged participants in a discussion about 
employers’ issues with apprenticeship and action steps that emerged from the Project. The 
webinar identified constructive strategies to engage employers in apprenticeship. The webinar 
is posted to the Northern Literacy Networks website.

8.4 Project Outcomes
The consultations brought employers and apprenticeship service providers into a discussion 
about why employers are reluctant to hire and train apprentices.

At all of the consultations, we put the “face” of apprenticeship service providers before the 
participants, including employers. In every community we invited local service providers to 
an apprenticeship panel where they specifically addressed how they serve apprenticeship. We 
encouraged questions, and we received them. Contact information was exchanged. It was clear 
that many of the employers were meeting the service providers for the first time.

In each community, a Local Apprenticeship Employer Committee (LAEC) will bring 
apprenticeship service providers and interested employers together to continue the momentum 
started at the forums. The LAEC is not an “academic” exercise. It specifically responds to and 
develops practical strategies to build sustainability.
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9 Post-Implementation  
Follow-Up and Support

Local Apprenticeship Employer Committees (LAEC) were formed in each community. Organizations 
(4 workforce planning boards, 1 literacy network, 1 Aboriginal training institute) were contracted 
to lead the process for the period March 25 to July 3, 2015. They invited apprenticeship stakeholders 
to meetings to develop a Terms of Reference, prioritize actions arising from the consultations and 
implement a work plan to include reporting on progress to Literacy Northwest.

LAEC support is provided by Literacy Northwest.
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Appendix 1 – Project Charter

Project Charter

Project Steering Committee 
Field Research to Increase Employer Support for Hiring Apprentices and Supporting 
Apprentices’ Completion

Official Name
MTCU Service Delivery Network Development Fund (SDNDF) Project – Field Research to Increase 
Employer Support for Hiring Apprentices and Supporting Apprentices’ Completion Appendix 1

Project Authority
LNW Board of Directors 
Executive Director, Literacy Northwest 
Project Manager/Executive Assistant, Literacy Northwest

Project Coordinator/Researcher
Stewart Kallio, Principal Consultant, Kallio Consulting

Independent Project Evaluator
Gay Douglas, Executive Director, Literacy Link Niagara

Key Stakeholders
Workforce Planning Boards of Ontario 
Employment Ontario Service Providers 
Union/Trades Councils 
Employers 
Apprenticeship Offices 
Project Steering Committee



Appendices72
Increasing Employer Support for Hiring Apprentices and 

Supporting Apprentices’ Completion

Appendix 1 – Project Charter

Project Charter Statement
(The Project Charter is a living document) 
Literacy and employment services (Employment Ontario) serve vulnerable populations including 
Aboriginal learners, older workers, youth, and persons with disabilities.

We know employers are reluctant to hire apprentices. Yet, employment opportunities abound in 
the North, particularly in the skilled trades. Nevertheless, access to the trades won’t happen if the 
employers cannot or will not enter into an employment relationship with an apprentice.

This project will conduct 6 regional Apprenticeship-Employer Consultation Forums to engage 
employers in a fresh conversation about practical, achievable solutions that respond to employers’ 
concerns about apprenticeship.

It’s easy to engage practitioners and employers in conversations about the challenges of hiring and 
training apprentices, but more difficult to shift that conversation to what we might actually do about 
those challenges.

Employers who are reluctant to hire apprentices perceive apprenticeship as a net cost – 
journeypersons are required to supervise in accordance with ratios, productivity and revenue are 
affected, costs go up, etc.

Research suggests that more occupations, trades included, require level 3 literacy and essential skills. 
There is also strong evidence to suggest that the nature of work is changing as digital technology and 
e-learning take hold in the workplace. Work in the trades, for example, increasingly requires higher 
literacy and essential skills including complex communication and problem-solving in technology 
rich environments (PS-TRE).

Not all workers exhibit a mismatch between their skills and the skills required for the job, but 
employers still have reasons to be concerned that increasing numbers of workers struggle with basic 
on-the-job tasks.

And, we know that well-skilled workers will retire in great numbers (‘boomers’). Employers will be 
challenged to recruit from a competitive and diminished, often less skilled, worker pool. Ill-prepared 
apprentices may need additional literacy training which employers are not able to provide.

This project goes to the heart of that issue to challenge employers and other apprenticeship 
stakeholders to develop practical, workable solutions to improve employers’ experience with 
apprenticeship and ensure better access for apprentices.

It invites apprenticeship employer stakeholders to regional consultations/forums to reframe 
the “problems-with-apprenticeship” conversation to develop a “solutions-for-apprenticeship” 
conversation that explores regionally specific and practical solutions. The forums will inform and 
further extend the current anecdotal and research findings regarding employers’ reluctance to hire 
apprentices, thus bringing a sharper focus to the more important issue of what to do in the face of 
these issues.
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All in all, individuals on the apprenticeship journey will receive more assured access to employment 
– employers will seek out appropriate Employment Ontario services to help prepare their skilled 
workforce, and apprenticeship stakeholders in the community will collaborate in workforce planning, 
including issues related to apprenticeship and the skilled trades.

By engaging employers in a structured conversation about apprenticeship solutions, employers 
will gain a stronger awareness of how Employment Ontario supports preparing learners/clients 
for apprenticeship, including finding an employer, completing an apprenticeship and finding related 
employment. Locally available Employment Ontario services (pathways into employment, skills 
upgrading and career preparation) can strengthen employers’ commitment to supporting 
apprenticeship.

Employers may not fully understand the robust suite of services provided by Employment Ontario. 
As such, they may be missing key community resources to support recruiting, hiring and training 
apprentices. Employment Ontario literacy and employment services, therefore, can engage with 
employers to assist them in meeting their skilled labour needs.

Deliverables

Deliverable Measurement Funder Priority Met

Report: Increasing Employer 
Support for Hiring Apprentices 
and Supporting Apprentices’ 
Completion

•	 Feedback from Essential 
Skills Ontario, Local 
Planning Committees, Local 
Apprenticeship Employers 
Committees re: 1) methodology, 
2) usefulness of findings and 
recommendations to project

•	 Feedback from regional literacy 
networks and Workforce 
Planning Boards projects re: 
enhancing low completion rates 
for apprentices

•	 SurveyMonkey and/or 
Interviews

•	 Report 70% satisfaction with the 
Report .

•	 Report 60% likelihood that one 
or more actions will be taken 
locally as a result of the findings 
from this report

Targeted initiatives to improve 
service providers’ capacity to 
assist apprentices or individuals 
interested in apprenticeship to:

•	 Acquire the LBS training 
needed to access, maintain, 
and complete apprenticeship 
training; and/or,

•	 Prepare for apprenticeship, 
find an employer, complete 
apprenticeship and find related 
employment .

The development of resources, 
tools and best practices to build 
service providers’ capacity to 
improve local workforces to:

•	 Provide outreach and deliver 
LBS training to employed 
Ontarians who need to improve 
their literacy and basic skills 
to maintain or upgrade their 
employment; and, to maintain or 
upgrade their employment; and,
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Deliverable Measurement Funder Priority Met

Local Project Planning 
Committees

•	 Feedback from Local Project 
Planning Committees re: 1) 
effectiveness of planning 
and delivery of Consultation/
Forum 2) implementation of 
Local Apprenticeship Employer 
Committees

•	 SurveyMonkey

•	 65% of respondents indicate 
Consultation/Forum was an 
effective use of their time .

•	 65% of respondents indicate 
customer satisfaction with 
the implementation of Local 
Apprenticeship Employer 
Committees .

•	 Engage and partner with 
employers to assist them in 
meeting their skilled labour 
needs through the ES .

Targeted initiatives to improve 
service providers’ capacity to 
assist apprentices or individuals 
interested in apprenticeship to:

•	 Acquire the LBS training 
needed to access, maintain, 
and complete apprenticeship 
training; and/or,

•	 Prepare for apprenticeship, 
find an employer, complete 
apprenticeship and find related 
employment .

The development of resources, 
tools and best practices to build 
service providers’ capacity to 
improve local workforces to:

•	 Provide outreach and deliver LBS 
training to employed Ontarians 
who need to improve their 
literacy and basic skills

•	 Engage and partner with 
employers to assist them in 
meeting their skilled labour 
needs through the Essential 
Skills .

Apprenticeship Employer 
Consultations/Forums (6)

•	 Post-Consultation/Forum 
evaluations re: 1) effectiveness 
of the forums for generating 
apprenticeship solutions, 2) 
delivery model, 3) follow-up 
strategies Local Apprenticeship

•	 SurveyMonkey

•	 Employer Committees report 
70% satisfaction with how 
effectively the Consultation/
Forum recommendations were 
implemented .

•	 Consultation/Forum participants 
report 70% satisfaction .

Local Apprenticeship Employer 
Committees

•	 Feedback from Local 
Apprenticeship Employer 
Committees re: effectiveness 
of implementing Consultation/
Forum recommendations

•	 Local Apprenticeship 
Employer Committees report 
70% satisfaction with how 
effectively the Consultation/
Forum recommendations were 
implemented .

Provincial Webinar

•	 Co-presented by LNW and 
Project partners as applicable

•	 Participants complete evaluation 
webinar

•	 75% of respondents indicate 
satisfaction with the training 
event .

•	 70% of respondents indicate 
that the webinar was an 
effective use of their time .

•	 65% of respondents to the 
webinar evaluation indicate 
that they learned valuable 
information about Increasing 
Employer Support for Hiring 
Apprentices and Supporting 
Apprentices’ Completion .
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Scope
The 2012/2013 project, Supporting Apprenticeship Completions: a Model of Service Provision identified 
that many apprentices don’t have easy access to employers willing to hire and train them.

Employers are crucial to improving access to the skilled trades. They provide workers with 
work experience (relevant training hours) for trade qualification and/or train apprentices in the 
competencies required for certification.

This Project serves local Employment Ontario literacy networks and/or workforce planning boards 
who promote employers’ commitment to increasing the number of Employment Ontario clients/
learners hired into an apprenticeship. The scope of this Project gives priority to the geographic region 
of Northern Ontario served by three literacy networks and 5 Workforce Planning Boards.

The project has a 9-month timeline (July 1, 2014 – March 31, 2015) and a budget of $113,260.

The project delivers the following outcomes:
®® Employers develop better understanding of Employment Ontario’s employment/training services
®® Employment Ontario networks collaborate with employers to plan and coordinate apprenticeship 
services
®® Identify practical strategies to address the employer concerns with hiring/training apprentices
®® Pilot/implement local responses to project recommendations

Assumptions
Assumptions describe the factors that must be in place for this Project to be successful.
®® Project Steering Committee members actively contribute their knowledge, skills and experience to 
guide Project success
®® All the necessary stakeholders have been consulted and contribute as required
®® Program implementation costs actually fall within planned budget. Contingency plans are available
®® Project can be completed within the 10 month period
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Project Terms of Reference

Project Steering Committee 
Field Research to Increase Employer Support for Hiring Apprentices and Supporting 
Apprentices’ Completion

Official Name
MTCU Service Delivery Network Development Fund (SDNDF) Project – Field Research to Increase 
Employer Support for Hiring Apprentices and Supporting Apprentices’ Completion Appendix 2

Project Summary
Literacy Northwest received approval in June 2014 to conduct this Project.

A reading of the literature and findings/anecdotal evidence from the field suggest that employers are 
reluctant to hire and train apprentices. This issue was identified in the 2012/2013 project, Supporting 
Apprenticeship Completions Models of Service Provision:
®® Learners/clients seeking apprenticeships had difficulty finding employers and/or employers willing 
to hire them.
®® Employers expressed reluctance to hire apprentices. A perceived downside included cost, ratios, 
workplace too small to train in the full scope of trade practice, apprentices’ inadequate literacy/
employability skills, apprentice “poaching” by other employers.

It’s easy to engage practitioners and employers in conversations about the challenges of hiring and 
training apprentices, but more difficult to shift that conversation to what we might actually do about 
those challenges.

This project invites apprenticeship employer stakeholders to 6 regional apprenticeship consultations/
forums designed to reframe the “problems-with-apprenticeship” conversation and develop a 
“solutions-for-apprenticeship” conversation that explores regionally-specific and practical solutions. 
Forum discussions will be informed by research and findings from previous apprenticeship forums.

This Project partners with local Workforce Planning Boards and/or Literacy Networks to engage 
employer stakeholders in developing strategic solutions, including solutions directly aligned with 
Employment Ontario services. It’s hoped that this Project will help employers recognize the value 
of Employment Ontario and encourage them to make informed referrals to specifically resolve their 
employment and training issues.

The Project also includes establishing Local Apprenticeship Employer Committees comprised of 
Employment Ontario stakeholders (Literacy, Employment Services, Apprenticeship) employers, and 
trade union representation. The Committees will be charged with implementing locally relevant 
recommendations drawn from the project research, forum findings, and recommendations.
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Project Products/Deliverables
®® Research Report: Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion
®® Local Project Planning Committees
®® Apprenticeship Employer Consultations/Forums (6)
®® Local Apprenticeship Employer Committees
®® Provincial Webinar

Project Outcomes
®® Employers develop better understanding of Employment Ontario’s employment/training services
®® Employment Ontario networks collaborate with employers to plan and coordinate apprenticeship 
services
®® Identify practical strategies to address the employer concerns with hiring/training apprentices
®® Pilot/implement local responses to project recommendations

Members/Composition

Executive Committee:

LNW Board of Directors 
Annemarie Wesolowski, Executive Director, LNW 
Melissa Alers, Project Manager/Executive Assistant, LNW

Project Steering Committee:

Deb Flynn, Executive Director, QUILL Learning Network, Walkerton
Andrea Holmes, Policy Analyst, Ontario Chamber of Commerce, Toronto
John MacLaughlin, Director of Research and Policy, Essential Skills Ontario, Toronto
Madge Richardson, Executive Director, North Superior Workforce Planning Board,  
Thunder Bay
Christopher Smillie, Senior Advisor Government Relations and Public Affairs,
Canada’s Building Trades Unions, Ottawa
Uli Walther, Board of Directors, Thunder Bay Chamber of Commerce, Thunder Bay
Jason Thompson, Division Manager, Vector Construction Group, Thunder Bay
Annemarie Wesolowski, Executive Director, Literacy Northwest, Thunder Bay
Melissa Alers, Project Manager/Executive Assistant, Literacy Northwest, Thunder Bay
Gay Douglas, Project Evaluator/Executive Director, Literacy Link Niagara
Stewart Kallio, Project Coordinator/Principal Consultant, Kallio Consulting, Thunder Bay
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Term of Membership
For duration of project – July 1, 2014 – March 31, 2015

Formation Details
The Project Steering Committee was formed in July/August 2014 and includes the Executive Director 
and Executive Assistant/Project Manager, Literacy Northwest. It is deemed critical to the success of the 
project.

Members of the Project Steering Committee were recruited and selected for their extensive knowledge 
and experience related to apprenticeship and the skilled trades. They are “subject matter experts” 
and, as such, they will act as an information gathering and sharing committee that will lend expertise, 
insight and guidance to support project staff to achieve the identified project outcomes.

The Project Steering Committee reports to the Executive Committee. Final decisions rest with the 
Literacy Northwest Board of Directors. Should changes to timelines or budget be required, the 
Executive Director, Literacy Northwest, will be responsible for communicating these changes to 
Literacy Northwest’s Board of Directors and submitting a request to the project funder (MTCU) for 
approval, prior to moving forward.

Committee Chair:
For practical purposes, the Executive Director of LNW or a designate will chair the meetings. The 
role of the Chair is to facilitate discussion based upon the agenda topics and to ensure that all Project 
Steering Committee members are provided the opportunity to be actively engaged in the business of 
the meeting. The Chair will exercise decision making as needed for the Project Steering Committee to 
achieve consensus.

Roles and Activities of the Project Steering Committee:
The Project Steering Committee will work together to provide direction and/or make decisions 
related to project activities, tools and resources, and timelines.

The Project Steering Committee may also be called upon to offer input and guidance to project 
contractors on other project components such as project work plans, time lines and troubleshooting 
with respect to completing project deliverables.

This may include involvement in areas such as:
®® external communication and outreach to apprenticeship stakeholders
®® input to survey development and development of summary findings (as required)
®® review of draft documents and guidance re: content, layout, format and use
®® participation in the project evaluation process is a mandatory requirement
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Committee Communication and Meetings:
Meetings will take place via conference call on an as-needed basis (3-5 meetings over the life of the 
Project). Members will be consulted regarding the scheduling of meetings and provided with meeting 
agendas and materials in advance of all meetings. It is expected that conference call meetings will be 
60-90 minutes in duration.

All communications will be done via audio conferencing, online meetings, and email. A Project 
page will be established on the Northern Literacy Networks website. There may be opportunities for 
face-to-face meetings (budget permitting). Those involved in the project are responsible for regularly 
checking their email, meeting schedules, roles/responsibilities chart and all other Project documents 
to support their full participation.

Communications regarding the Project’s progress and status will be provided by the Executive 
Director, Literacy Northwest and/or the Project Coordinator. Project Steering Committee 
communication will be conducted, for the most part, by email and by phone.

Decision Making:
Decision making will be by consensus allowing for dialogue until a point of understanding and 
agreement is reached. By consensus we mean that everyone has the opportunity to express their 
opinions and the will of the group is evident. If there is an impasse, the Project Steering Committee 
will defer to the Chair/LNW Executive Director for a final decision. The Project Steering Committee 
will also confer with the LNW Executive Director on any issues that arise that may need broader 
discussion.

Committee Support:
LNW will provide full administrative support to the Project Steering Committee in terms of 
coordinating committee meetings and other external meetings, committee activities, conducting 
research and providing all information required for decision making, and preparing documentation 
as a result of committee work and activities.

All approved costs associated with Project Steering Committee participation will be incurred by 
LNW, including any travel costs, which will be subject to project objectives and budgetary constraints. 
All travel must receive advance approval by LNW prior to the actual travel date and expense 
reimbursement.
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Appendix 3

Activities Deliverables (products/services) Timelines

Hire coordinator/researcher •	 Contract for services signed and filed Jun 2014

Establish a Project Steering Committee •	 Project Charter

•	 Terms of Reference

Jul 2014

Research to include:

•	 Summary of findings from five 
Northern Ontario Apprenticeship 
Forums

•	 context informed by current 
apprenticeship research

•	 Report: Increasing Employer Support for Hiring 
Apprentices and Supporting Apprentices’ 
Completion

•	 Validation of employers’ perceptions about 
apprenticeship

•	 Strategies for improving employers’ 
engagement with apprenticeship

Start Jun 2014

Developed 
throughout 
the project .

Complete Feb 
2015

Confirm regional partners

•	 Workforce Planning Boards and/
or Literacy networks to assist with 
recruiting apprenticeship employers

•	 Six regional apprenticeship employer planning 
teams established

Oct 2014

Develop a plan to deliver a one-day 
Apprenticeship Employer Forum

•	 Promotion and registration material

•	 Agenda on rationale (informed by earlier 
research)

•	 Host organizations develop plans for delivery

Nov 2014

Schedule 6 Apprenticeship Employer 
Forums

•	 Project schedule established for six 
Apprenticeship Employer Forums

Dec 2014

Deliver 6 Apprenticeship Employer 
Forums

•	 Summary description of each forum

•	 Update of research report

•	 Recommendations for increasing employer 
support

•	 Forum evaluations

Jan 2015 to 
Feb 2015

Establish Local Apprenticeship Employer 
Committees

•	 Terms of Reference (to include membership, 
operating practice, deliverables and timelines)

•	 Regular meeting schedule

Mar 2015

Provincial Webinar •	 Findings shared with provincial apprenticeship 
stakeholders (Literacy Networks, Workforce 
Planning Boards, Employers)

Mar 2015
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Activities Deliverables (products/services) Timelines

Project Report •	 Report: Increasing Employer Support for Hiring 
Apprentices and Supporting Apprentices’ 
Completion

•	 Posted to Northern Literacy Networks Website

Apr 2015

Production and distribution of final 
reports

•	 Distribution to TCU and others as appropriate

•	 Posting to Northern Literacy Networks website

Apr 2015

Evaluation of Project Project evaluator will be hired who will set out a 
detailed evaluation plan to include:

•	 Project Steering Committee meetings

•	 Regional EO host organizations

•	 Apprenticeship Employer Forums

•	 Local Apprenticeship Employer Committees

•	 Provincial webinar

•	 Project evaluation report

Pre-/Post-
Project  
(Jun 2014 & 
Feb 2015)

Fall/winter 
2014/2015 
Feb-Mar 2015

Apr 2015

Interim Report (refer to APPENDIX C: Interim Project Report template on the eopg.ca website) October 2014

Progress Reports (if applicable)

Final Report (refer to APPENDIX D: Final Report template on the eopg.ca website) ) April 2015



Appendices82
Increasing Employer Support for Hiring Apprentices and 

Supporting Apprentices’ Completion

Appendix 4 – Project Evaluation Work Plan

Appendix 4 – Project Evaluation Work Plan

An External Evaluator will develop an evaluation work plan. The Evaluator, who will work with a 
Steering Committee, is responsible for developing all tools and metrics related to the evaluation, 
implementing the evaluation tools, collecting the responses and then providing an analysis of the 
results for the Steering Committee’s consideration. The Evaluator will summarize all of his/her work 
and create a Final Evaluation Report. Appendix 4

Literacy Northwest is interested in evaluating both project processes and products, evaluation of 
employers’ perceptions with respect to the value of hiring and retaining apprentices, and stakeholders’ 
commitment to establishing/participating in Local Apprenticeship Committees.

Product Data Collection Indicators

Report: Increasing 
Employer Support for Hiring 
Apprentices and Supporting 
Apprentices’ Completion

•	 Feedback from Essential 
Skills Ontario, Local Planning 
Committees, Local Apprenticeship 
Employers Committees re: 1) 
methodology, 2) usefulness of 
findings and recommendations to 
project

•	 Feedback from the Western Region 
regional literacy networks and 
Workforce Planning Boards projects 
re: enhancing low completion rates 
for apprentices .

•	 SurveyMonkey and/or Interviews

•	 Report 70% satisfaction with the 
report .

•	 Report 60% likelihood that one or 
more actions will be taken locally 
as a result of the findings from this 
report .

Project Steering Committee •	 Feedback from Project Steering 
Committee re: effectiveness of 
meetings

•	 SurveyMonkey

•	 Project Steering Committee reports 
70% satisfaction with meeting 
process .

•	 Project Steering Committee reports 
70% satisfaction with planning and 
delivery process .

Local Project Planning 
Committees

•	 Feedback from Local Project 
Planning Committees re: 1) 
effectiveness of planning 
and delivery of forums, 2) 
implementation of Local 
Apprenticeship Employer 
Committees

•	 SurveyMonkey

•	 65% of respondents indicate 
forums were an effective use of 
their time .

•	 65% of respondents indicate 
customer satisfaction with 
the implementation of Local 
Apprenticeship Employer 
Committees .
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Product Data Collection Indicators

Apprenticeship Employer 
Forums (6)

•	 Post-forum evaluations re: 1) 
effectiveness of the forums 
for generating apprenticeship 
solutions, 2) delivery model, 3) 
follow-up strategies

•	 Forum participants report 70% 
satisfaction

Local Apprenticeship 
Employer Committees

•	 Feedback from Local 
Apprenticeship Employer 
Committees re: effectiveness 
of implementing Forum 
recommendations

•	 SurveyMonkey

•	 Local Apprenticeship Employer 
Committees report 70% 
satisfaction with how effectively 
the Forum recommendations were 
implemented .

Provincial Webinar •	 Co-presented by LNW and project 
partners as applicable

•	 Participants complete evaluation 
webinar

•	 75% of respondents will indicate 
satisfaction with the training event .

•	 70% of respondents will indicate 
that the webinar was an effective 
use of their time .

•	 65% of respondents to the webinar 
evaluation will indicate that they 
learned valuable information about 
Increasing Employer Support for 
Hiring Apprentices and Supporting 
Apprentices’ Completion
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Appendix 5

 
 

Field Research to Increase Employer Support for Hiring Apprentices and 
Supporting Apprentices’ Completion Webinar 2015 

 
 

Literacy Northwest (LNW) is pleased to offer a free 60-minute webinar on the topic of 
increasing employer support for hiring apprentices and supporting apprentices’ completion. 
 
This webinar will be held on Thursday, April 2, 2015 from 1:30 – 2:30 pm. 

 
Work in the skilled trades provides rewarding and well-paying jobs. We know that highly-
skilled workers (“baby-boomers”) will retire in great numbers. Employers will be challenged to 
recruit (and compete) in a competitive but shrinking worker pool. 
 

We also know employers are reluctant to hire apprentices. It’s easy to talk about problems but 
much harder to develop solutions. This project conducted six Apprenticeship Forums to engage 
employers and community partners in an exploration of what’s working and what can change. 
The Forums challenged participants to change the “problems with apprenticeship” 
conversation to a “solutions for apprenticeship” conversation.  
 
This webinar: 
 presents common perceptions that employers have about apprenticeship, 
 offers solutions and best practices drawn from research, and 
 shares what apprenticeship service providers in six communities are doing to increase 

employer support for hiring apprentices and supporting apprentices’ completion.  
 

This project was funded by Employment Ontario.  
 

Stewart Kallio will facilitate this webinar. 
 
Registration Process 
This webinar is free of charge and open to anyone who is interested in learning more about the new 
apprenticeship supports available.  Space is limited and registrations will be accepted on a first come 
first served basis.   The webinar will be using GoToWebinar technology.  Participants will need a 
computer, a high-speed internet connection and a headset or speakers. 
 
 

To register, please click on this link 
https://attendee.gotowebinar.com/register/4471434879002948865 

 
 
 

When your registration is accepted, you will receive a confirmation email along with the link 
for joining up. You will also receive a reminder email one day prior to the webinar.  
 

If you are unable to participate in this webinar, you will still be able to access the recorded 
version of webinar on our website at www.northernliteracy.ca.   
  

If you have any questions, please contact Melissa Alers at 807-622-6666 or by email at 
admin@literacynorthwest.on.ca.  
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Appendix 6 – Summary of Findings from Five Northern Ontario 
Apprenticeship Forums Delivered in 2013 and 2014

Topic 1: How do the national and provincial data shown on the video and presented in this 
workshop compare to what you know are key issues in your district or your community?

Lack of opportunities for apprentices Appendix 6
®® Employers are unwilling to hire apprentices. They are often reluctant to commit to long-
term apprenticeship training (cyclical nature of work, not enough work, first to be laid off).
®® Employers prefer to hire qualified people rather than train them (e.g., journeypersons or 
apprentices close to completion).
®® Small towns don’t have the population base to support enough apprenticeship employers. 
The larger towns don’t have enough “midsize” employers.
®® Not all trade programs are available in all geographic areas.
®® Persons with disabilities are disadvantaged.

Information about the trades
®® There is a lack of communication with and between stakeholders. Potential apprentices and 
employers don’t understand the apprenticeship process. Too much “red tape.”
®® Employers don’t understand the incentives for hiring an apprentice.

Trade exams
®® Apprentices aren’t prepared. They struggle to pass the C of Q exam. Apprentices have low 
levels of literacy and essential skills. The format of trade exams is daunting (multiple choice, 
text heavy, specialized language).

Ratios
®® Not enough journeypersons to accommodate apprentices; ratios too restrictive and need to 
be reviewed.

Image of the trades
®® Trades are for students who are “not academically inclined.” Blue-collar stigma still attached 
to the trades.
®® Promote the benefits of trades as a career.

Relevant trade curriculum
®® Training needs to be authentic, current and relevant. It needs to keep up with industry 
changes.
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Preparation for the trades
®® Low educational attainment is very common. People need skills upgrading.
®® Apprentices often require personal and financial supports.

Planning for skill shortages is a challenge
®® There is a lot of uncertainty at the local level. The national/provincial data is not helpful in 
a local context. Timelines for major projects keep changing. Does the demand exist after 
apprentices are trained?

Topic 1: What specific strategies would you propose to address skill shortages in your 
community?

Apprenticeship opportunities
®® Improve apprenticeship placements by developing local consortiums of employers.
®® Promote Ontario Youth Apprenticeship (OYAP) programs.
®® Liaise closely with employers to understand their industry and trade.
®® Improve employer awareness of opportunities for women, aboriginal workers and persons 
with disabilities.
®® Assist employers to retain apprentices; promote community services to employers (i.e., 
Employment Ontario).
®® Link employer bonuses to apprenticeship completion.

Information about the trades
®® “One-stop shop” to help apprentices resolve issues, get advice and seek support. Consider an 
apprentice “hotline”
®® Information to employers about apprenticeship tax credits, grants, benefits, ROI
®® Referrals to Literacy and Basic Skills for assessment, skill development and test preparation
®® Referrals to Employment Services for career and employment preparation
®® Advertise the opportunities that exist in apprenticeship. Stress high academic qualifications 
to be successful (often similar to professional occupations).

Prepare apprentices to write the exams
®® Practice tests
®®  “Screening test” for exam readiness
®® Consider “employer-based” training on-site (i.e., skills upgrading).
®® Cultural awareness and knowledge related to indigenous learning
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Ratios
®® Lobby for less restrictive ratios.
®® Introduce a train the trainer approach – journeypersons to train others (such as older 
workers) to work with and/or mentor apprentices.

Trades as a career
®® Coordinated presentations with employers and schools
®® Rebranding of the trades
®® Emphasize that trades require senior level math and English or strong essential skills.

Topic 2: Who is providing services in your community to support apprenticeship 
completion? What kind(s) of services do they provide?

Extensive services are in place but not always available to apprentices
®® Community services include: MTCU office, local school boards, local colleges, Trade 
Unions, Employment Service Providers, Literacy and Basic Skills, Aboriginal Training and 
Employment Services, Band Offices, Native Friendship Centres.
®® Services assist apprentices with: wage subsidies, skills assessment and upgrading, pre-
apprenticeship, examination fees, travel allowances, funding for living away from home, 
training allowances, incentives, Certificate of Qualification practice test, career assessments.
®® It’s a big challenge to reach out to Aboriginal communities.
®® Access to training. Apprenticeship programs aren’t available in rural areas. Distance is a 
barrier and funders are not prepared to provide transportation in some communities.

Topic 2: Specific strategies to support apprenticeship

Identify and document barriers to success
®® Strongly encourage students to complete grade 12.
®® Introduce a screening tool for apprenticeship applicants. Include information about the 
essential skills required for various trade jobs.
®® Create a flow chart that shows a clear path to the trades. Ensure that referral processes are 
well-established.

Apprentices need support
®® Employers and apprentices need to understand and use the integrated network of 
Employment Ontario services.
®® Finding employers willing to hire and train them
®® Travel to and from remote communities
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Apprenticeship needs stronger marketing and documentation of services
®® Apprenticeship specific programs and services at EO offices
®® Apprentice Hotline link to Service Ontario
®® Promote the trades as a career, especially to youth. Stronger advising in the secondary 
schools. Visits from employers and trade workers. Expand parents’ knowledge and awareness 
of the trades.
®® Could young people become associate members of unions to increase participation in co-op 
programs? Could journeypersons mentor youth? Work more closely with the unions.

Topic 3: What are the most significant challenges and barriers to apprenticeship 
completion that you observe from your experience working with apprentices?

Perceptions
®® Educators and parents continue to discourage a career in the trades.
®® Not enough attention to apprenticeship in the schools.
®® Weak academic students are directed to the trades.
®® The cyclical nature of work (e.g., layoffs, seasonality) may be a deterrent to a career in the 
trades.

Academic preparation
®® Grade 12 is no guarantee of equivalent literacy and essential skills. The school system doesn’t 
prepare students well. People fall through the cracks resulting in low literacy skills.
®® High school math skills are not the math skills that are needed in the trades. Older learners’ 
literacy skills are diminished or outdated.
®® Can’t fail people anymore in the high school system. Academic readiness is not there at 
grades 8 to 10. High school and college passing grades are lower than the trade exam passing 
grade (70%).

Trade exam
®® Multiple choice questions are difficult – hard to pass. The way they are written presents 
apprentices with answers that are very similar and tricky to solve.
®® Working with multiple employers to obtain required hours results in mixed information 
about trade knowledge and can impact success on the trade exam.
®® Are the trade exams current and relevant?
®® Difficult to get exam preparation.

Employment preparation
®® Career assessments help with apprenticeship retention. Apprentices need to develop good 
employment and life skills. Poor alignment with workplace values is a problem.
®® Apprentices need to resolve conflicts at work, show up on time, develop a good work ethic 
and stay on task.
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Training supports
®® Lack of training supports makes enrolling in apprenticeship preparation or apprenticeship 
difficult. Living supports address family obligations, transportation, socioeconomic concerns 
and multigenerational poverty.
®® Enrolling in training means balancing school, work and home commitments. Finances and 
time are important resources.

Integrated services
®® Many services are available to support apprenticeship preparation and training. Integrating 
the services, particularly in rural communities, means building relationships with 
apprenticeship stakeholders including business, industry, schools, unions, MTCU and OCoT. 
Lack of working together means apprentices are not well served.

Indigenous learning
®® Apprenticeship service providers and employers need cultural competency.
®® Aboriginal people tend to be nomadic. They don’t easily self-identify and have difficulty 
adjusting to the learning environment.
®® Very low participation rates – not directed to an apprenticeship goal path; don’t know 
apprenticeship contacts.
®® Racism remains an issue. Reluctance to return to a school environment if they’ve had 
negative experiences in past situations.

Language barriers
®® Language barriers – trades specific language needs to be understood – in-class component 
should be covering this challenge. Language is cultural, so writers with a language other than 
English can have difficulties.

Geographic barriers
®® Geographic distance between rural and remote communities in Northern Ontario creates 
challenges for apprentices. Some training is only available at out-of-town locations which 
means additional cost and time away from family.
®® In-school training only provided at certain times and certain locations with some of the 
trades. It’s a ”who you know” community. It’s difficult to recruit the minimum number of 
learners/apprentices to actually run a course in small communities.
®® In larger urban centres, the transit system is a barrier. Unless the worker lives in the 
downtown core, it’s difficult to get moving throughout a large geographical area. The 
industrial sectors are not in the city core which makes it hard to get to them.
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Apprenticeship policies
®® Restrictive journeyperson-to-apprentice ratios in the construction trades make it difficult for 
small and medium-sized employers to hire and train apprentices.
®® There is too much red tape. For example, the code to apply for employment insurance delays 
application. Funding doesn’t flow sometimes until a level is completed.

Employers
®® It’s difficult to find employers willing to hire and train apprentices. There is a perception 
that it’s too expensive (e.g., health and safety training, journeyperson time, etc.), they don’t 
have the time to administer an apprenticeship, or they don’t have enough sustained work. 
Employers’ first concern is the business.
®® “Poaching” of employees after apprenticeship training.
®® Employers are dealing with the changing workforce. Women still have difficulty getting 
accepted in the trades. Many are discouraged from going into the trades. Employers are 
reluctant to add the cost of accommodating women’s needs (i.e., separate showers). Persons 
with disabilities are not well understood and sometimes undiagnosed in the workplace. 
Assessments and accommodations for the workplace can be expensive.

Availability of work
®® The number of graduates from trade programs sometimes exceeds the number of jobs 
available in the community. Trade workers are reluctant to move out of town to “follow the 
work.”
®® A disconnect between what shows up on the job board and what is going on in the labour 
market.

Topic 3: What can be done to help apprentices overcome these challenges and barriers?

Apprenticeship information
®® Compile apprenticeship information in one resource. Develop the resource in collaboration 
with apprenticeship stakeholders. The resource can provide data and information so training 
and integrated services are more effective. Employers may be able to develop a cost-benefit 
analysis for training and/or a return on investment.
®® Compile MTCU and OCoT information, ensuring that it is factual and consistent with 
actual practice. Identify who to contact for direction and information about needs.
®® Identify skilled trades gaps.

Apprenticeship policies
®® Mandate hiring apprentices as part of government funded projects.
®® Review and revise journeyperson-to-apprentice ratios for the construction trades to make 
training an apprentice less onerous for small and medium-sized employers.
®® Keep the apprenticeship process and the bureaucracy surrounding it simple.
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Promoting trades as a career
®® Education needs to start building trades awareness early. It also needs to develop skills to 
prepare students for entry into trades education.
®® Train career guidance counsellors so they are better prepared to assist students with career 
decision-making. Guidance counsellors provide information about what life in the trades is 
like and how it affects lifestyle.
®® Encourage employers to visit high schools to promote careers in the trades. Encourage the 
unions to get involved.
®® Develop promotional strategies to change the mindset of parents with respect to trades. 
Information fairs to help communities understand the whole picture of trades and 
apprenticeship. Authentic testimonials that attest to the value of a career in the trades.
®® Provide opportunities to try out apprenticeship without investing too much time (i.e., eight 
week pre-apprenticeship programs).
®® Promote co-op programs in the high schools and encourage students and employers to 
participate in the Ontario Youth Apprenticeship Program (OYAP). OYAP is an excellent way 
for young people to assess their fit with both the trade and the culture of the organization.
®® Hold more sessions like this to include strong representation from employers and private 
industry.

Apprenticeship preparation
®® Successful completion of apprenticeship requires good preparation. Preparation is a support 
system that helps to overcome barriers and reduce embarrassment.
®® Secondary schools need to offer a specific skill-based grade 12 diploma. Continue to provide 
literacy upgrading in mathematics and communications through e-learning, night school, 
college, mobile classrooms and adult education.
®® Preparatory programs need to be more targeted to prepare people for specific trades. 
Classroom learning aids to recognize different learning styles. Preparation should be 
extended to trade school at each level.
®® Provide study skills and resources for exam preparation.
®® Make the testing and consultation more accessible. Apprenticeship preparation and training 
would be more successful if access to training and academics were provided locally.

Apprenticeship training
®® Apprentices must have well developed skills to succeed in the workplace.
®® Ensure that strategies to overcome barriers and improve apprenticeship completion result in 
a quality apprenticeship experience.
®® Employers need to inform journeypersons that training apprentices is part of the job. 
Employers should provide coaching and mentorship if necessary.
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Trade exam preparation
®® Need to have a balance between testing through the exam and determining trade knowledge 
and skills through other means. Testing for the sake of testing can add unnecessary hurdles 
and be a barrier to completion.
®® Multiple choice testing has inherent problems. Flexibility needs to be a part of the 
examination process to provide alternatives to multiple choice testing. Students may be able 
to choose or have variety.
®® Alternative testing practices should be considered to include practical versus written 
assessments and oral exams. Test writers must be able to demonstrate both skills and 
knowledge.
®® Exam questions should use visual material to help interpretation. Face-to-face questioning 
could follow multiple choice testing to justify answers and determine thought processes and 
problem-solving skills.
®® Train community members to be invigilators – cost effective. Train facilitators to assist 
students with writing the exam.

Employers
®® Offer employers financial incentives (similar to the current apprenticeship incentives) to 
employ non-traditional workers.
®® Ask employers to carry extra apprentices who can be employed by other employers.
®® Consider establishing employment contracts to mitigate “poaching.”
®® Access to apprenticeship is an employer issue. Currently, education is trying to drive it, not 
industry. But, this should be industry driven.
®® Mentorship program that uses retirees in the trades or people working in the trades.

Apprenticeship supports
®® Many apprentices have family responsibilities. MTCU should provide enough support 
(financial, eligibility) for apprentices to successfully manage the in-school component 
without falling behind financially.
®® Not all agencies, providers, and employers are equally well prepared to provide direction to 
potential apprentices or those seeking assistance with preparation to enter an apprenticeship. 
Employment services are knowledgeable about the complexity of the apprenticeship 
system and are able to answer questions. They can provide one-stop help for apprentices 
at all stages of completion. Still, we need to have better integrated services. EO and other 
apprenticeship service providers need to develop apprenticeship referral plans that work for 
their communities.
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{{ I know there’s going to be a skills shortage, but I don’t know how to go about recruiting and 
hiring an apprentice Appendix 7

{{ I don’t have enough journeypersons to supervise apprentices (e.g., ratios)

{{ There’s too much red tape involved in hiring and training an apprentice

{{ Hiring and training an apprentice is too expensive

{{ I don’t understand all the financial incentives to hire and train an apprentice

{{ I am reluctant to hire an apprentice – they’re just not ready (lack ambition, high wage 
expectations, don’t take training seriously, can pass written tests but can’t do the skills on the job, 
don’t understand their roles and responsibilities)

{{ My apprentices have really poor literacy and essential skills

{{ I can’t provide the full scope of practice in the trade

{{ I can’t provide enough sustained work for the apprentice (e.g., seasonal work, contracts)

{{ Scheduling in-school training is really inconvenient for my business (e.g., Northern Ontario 
– colleges only offer in class training once a year, some trade school not offered at all, offers of 
training received so late that classes are filled)

{{ The compensation I provide can’t compete with other employers/unions (e.g., move to Alberta, 
hired by large companies)

{{ I have trouble keeping an apprentice during the training, and they leave after (e.g., poaching)

{{ My older journeypersons are having trouble keeping up with the new skills in the job, especially 
technology

{{ I’d like to certify myself so I can mentor apprentices, but I don’t think I could pass a written exam

{{ I have concerns about safety and risk when I hire and train the apprentice

{{ My business is too small to accommodate an apprenticeship
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Page 1

Sudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 Registration

1. Please complete the following:

2. Food Allergies or Access Needs: 

 

3. I am participating in this session as an:

 

*
Name:

Organization:

Email Address:

Phone Number:

55

66

*

 

Apprenticeship Service Provider (LBS, Aboriginal Employment Services, French/English Employment Services, Community College, 

OYAP, Training Delivery Agency, etc.) 

nmlkj

Apprenticeship Employer
 

nmlkj

Other (please specify) 

55

66
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Sudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 Registration
4. My organization represents the following trade sector or sectors (check all that apply)

5. My organization is best described as a:

*

*

Construction
 

gfedc

Industrial/Manufacturing
 

gfedc

Motive Power/Transportation
 

gfedc

Service
 

gfedc

Additional comments:  

55

66

Large Employer
 

nmlkj

Unionized Small or MediumSized Employer
 

nmlkj

Nonunionized Small or MediumSized Employer
 

nmlkj

Labour Sponsored Organization
 

nmlkj

Additional comments: 

55

66
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Sudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 RegistrationSudbury Apprenticeship Forum February 12, 2015 Registration
6. (Optional) Please tell us what you'd like to see us accomplish in this Apprenticeship 
Forum.

 

Your registration is complete. 
 
Thank you  
 
If you have any registration questions, please don't hesitate to contact Melissa Alers 
 
Phone: 18004619294 
Email: admin@literacynorthwest.on.ca  
 
For general questions about the Apprenticeship Forum, please contact the Project Coordinator, Stewart Kallio  
 
Phone: 18076293810 
Email: info@kallioconsulting.ca 
 

55

66

 
Complete
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Apprenticeship Forum

Increasing Employer Support for Hiring Apprentices and  
Supporting Apprentices’ Completion

Roundtable Task Sheet – Sudbury (February 12, 2015)

1. Introductions Appendix 10

2. Select apprenticeship issue(s) from the handout

3. What is needed to solve the issue?

4. Who needs to be involved and how?

5. What do we need to do to make this happen after this Forum is over?
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Appendix 11 – Local Apprenticeship Employer Committee (LAEC) 
Contract

Literacy Northwest 
Contract for Services

Local Apprenticeship Employer Committee 
Sustainability Plan and Implementation Strategies 

for the Community of 
[ name of the community ]

The Project, Increasing Employer Support for Hiring Apprentices and Supporting Apprentices’ 
Completion, is a Service Delivery Network Development Fund (SDNDF) project contracted to 
Literacy Northwest with the completion date of March 31, 2015. Appendix 11

The Project conducted six community consultations (Niagara, Sault Ste. Marie, Timmins, Kenora, 
Thunder Bay and Sudbury) to bring employers and apprenticeship service providers together to 
explore why small and medium-sized employers are reluctant to hire apprentices and generate local 
initiatives to promote stronger employer engagement to hire and train apprentices.

The Project proposed Local Apprenticeship Employer Committees (LAEC) or their equivalent to be 
responsible for leading the implementation of apprenticeship initiatives arising from the community 
consultations.

Literacy Northwest is committed to supporting the sustainability of the Local Apprenticeship 
Employer Committee and its implementation strategies through to July 31, 2015.

Literacy Northwest wishes to contract an organization and/or individual in each of the six 
communities to facilitate the process of engaging the LAEC in discussions that result in the 
development of an LAEC Sustainability Plan, complete with implementation strategies.

The contract is in the amount of $2,000 with an expected completion date of July 31, 2015.
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Deliverables include:
®® meeting with the Project Coordinator, prior to March 25, 2015, to review findings from the 
community apprenticeship consultation;

®® facilitating at least four (4) meetings with the Local Apprenticeship Employer Committee (LAEC) 
or its equivalent to engage in discussions that will

 · inform the development of a brief Terms of Reference including membership, operating 
principles, roles and responsibilities, and meeting schedule and timelines

 · inform the development of an LAEC Sustainability Plan, complete with implementation 
strategies and anticipated outcomes

 · inform the development of monthly reports to the Executive Director, Literacy Northwest on 
activities and progress of the LAEC towards implementing its apprenticeship strategies

®® a brief summary report including prospects for sustainability of the LAEC and its apprenticeship 
implementation strategies beyond the terms of this contract

Payment schedule:
®® Payment of $1500 issued upon receipt of the signed contract
®® Final payment of $500 issued upon receipt of the LAEC Summary Report on or before July 31, 
2015

Expressions of interest for this contract will be accepted through to March 20, 2015 and should be 
submitted via email to director@literacynorthwest.on.ca

If you have any questions regarding the details of this contract, please contact either

Stewart Kallio, Project Coordinator  or Annemarie Wesolowski, Executive Director
info@kallioconsulting.ca    director@literacynorthwest.on.ca

Thank you!

mailto:director%40literacynorthwest.on.ca?subject=
mailto:info%40kallioconsulting.ca?subject=
mailto:director%40literacynorthwest.on.ca?subject=

