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Executive Summary

The evaluation of the Kativik Regional Government (KRG) Aboriginal Human Res ources
Development Agreement (AHRDA) includes formative and summative components.

The formative evaluation was conducted in th e fall 2006 and winter 2007. It covered the
period of April 1, 2003 to March 31, 2006. The evaluation examined issues of program
design, delivery, and implem entation in addition to the assessment of data collection and
accountability system s, and the First Nations and Inuit Child Care com ponent.
The evaluation used the following evaluati on m ethods: key inform ant and stakeholder
interviews, discuss ion groups, docum ent re view and assessm ent of the quality and
integrity of the client administrative database.

The summat ive evaluati on was conducted in fall 2007 a nd winter 2008. The eval uation
examined primarily program success. Evaluation methods included KRG client discussion
groups, key informant interviews, and analys is of quantitative data on program success
and impacts. The summative evaluation also generated a comparison group for eligible

Employment Insurance clients using administrative data to estimate program net impacts.

The Kativik Regional Government

The KRG is a re gional government for 14 predominately Inuit communities in the region
of Nunavik (Arctic Quebec). The KRG is the AHRDA holder for the region and has been
responsible for AHRDA activities since the early 1990s. KRG provides em ployment and
training services and programs to all the residents of Nunavik.

Socio-economic Profile of Nunavik

Based on the 2001 Census and early releases from the 2006 Census, the socio-econom ic
profile of Nunavik indicates that:

e The Inuit population of Nunavik reached 9,565 in 2006, representing a 25.2% increase
compared to 1996. Inuit m ade up 99.1% of the Aboriginal population of Nunavik
in 2006.

e 60% of the Inuit population in Nunavik was under the age of 25.

e 70% of Inuit 15 years of age and over had less than high school graduation and 3.9% of
Inuit held trades certificate or diplomas.

o Employment was the major source of incom e for 63.8% of those with incom e for the
Inuit in Nunavik, while 37.8% of Inuit worked full-year full-tim e and 1.8% of
Nunavik’s Inuit population was self-employed.
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e By 2001 the average income for Inuit had increased to $19,416, or 66.1% of that of the
general provincial population.

e The Inuit population of Nunavi k had a participation rate of 62% in 2001, an em ployment
rate of 51%, and an unem ployment rate of 17 %, th e last com paring to 8% atth e
provincial level.

e In 2001, employment in public administration was the largest sector for Inuit employment
in Nunavik with 22.1%, followed by the health care and social assistance sector with
20.6% and education services at 15.4%.

Formative Evaluation Findings

Capacity Building

Capacity building plans and activities aimed at improving KRG’s delivery capability are
identified in the KRG’s annual operationa 1 plan and reported annually. Supervisors
undertake annual perform ance ev aluations with staff m embers. Specific training needs
are identified during this process an d are integrated into departm ental training priorities.
Recent workshops for staff have addressed ~ su ch subjects as risk assessm  ent, ti me
management, upgrading computer skills, and internal data base systems.

All KRG and Service Canada staff and stakeh olders who were inte rviewed agreed that
the KRG had sufficient tools and capacity to effectively deliver, manage, and administer
the AHRDA. Staff turnover is low and KRG is considered to be one of the better
employers in the region and offers good bene fits. There was also agreem ent among key
informants that capacity developm ent effort s have resulted inm  ore consistent and
reliable service delivery at all levels.

KRG key informants pointed to the limited funding for capacity building ($76,362 annually)
provided by the agreem ent. They explained that the Nunavik region faces a num ber of
unique northern challenges, including higher travel costs, costs associated with overcoming
the low education of some of the Local Employment Officers, and the higher costs of doing
business and delivering training in remote regions.

Partnership Development

KRG has developed strong partnerships w ith key employers and labour market stakeholders
in the region through several committees, including:

o The Kativik Regional Economic and Training Committee, which com prises represent-
atives of ten of the region’s m ost important private and public sector employers and
meets twice a year to identify and recommend training priorities for the region.

e The Raglan Em ployment Training T echnical Committee, established to increas e Inuit
employment at the Raglan mine site.
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These comm ittees help the KRGt o align it s labour m arket activities with available
employment opportunities.

Through the structure created by the James Bay and Northern Quebec Agreement, the KRG
has successfully established a number of partnerships with governments at the federal and
provincial level. All f unding from provinc 1ial and federal governm ents (Indian and
Northern Affairs Canada, Health Canada, and Human Resources and Skills Development
Canada [HRSDCY]) for employ ment, training, and daycare in Nunavik flows through the
KRG, thus eliminating any duplication or overlap between programs and funding agencies.

KRG has lim ited relationships with other AH RDAs within the prov ince, but s its on the
national Inuit Human Resource Development Technical Committee, which com prises all
Inuit AHRDA holders.

Services to Youth, Women, and People with Disabilities

Youth form a m ajority of the Nuna vik popul ation and the KRG has several programs
directed primarily at youth. Funding leve 1, limited employment opportunities, language,
literacy, and essential skills levels are id entified as barriers limiting youth access both to
the KRG programs and services and to the labour market.

There are n o gender-specific programs offered despite their near e qual representation in
program clientele. The daycare sy stem in Nunavik is per ceived as h aving a pos itive
impact on enabling m ore women to becom e employed and to attend training program s
and services.

The KRG focused prim arily on promoting programs and services to people with disabilities
and on increasing internal capacity to better serve this client gr oup. Limited funding and
self-identification are the main barriers limiting program participation.

Communication with Service Canada, HRSDC, and the AHRC

The relationship between the KRG and the Service Canada regional office in Montreal is
positive an d productiv e, with Service Cana da provid ing support an d guidance on a
needed basis.

KRG staff knew little about the Aboriginal Human Resource Council (AHRC) other than
its basic purpose. No AHRC tool s or resources were in use within the KRG offices and
staff believ ed, in gene ral, tha t the AHRC wa s m ore focused on helping AHRDASs

in western Canada and, as a result, largely unaware of Nunavik Inuit. KRG, however,
is planning a private sector conference under the auspices of the AHRC.
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The First Nations and Inuit Child Care Component

KRG oversees, administers, and supports 17 daycare facilities in Nunavik with 815 full-time
spaces and 215 staff. Funding, adm inistration, and support for the daycares are
centralized through KRG’s m ain office in K uujjuaq. Federal and provincial funding is
allocated and distributed to the individual da ycare centres. Funding from t he First Nations
and Inuit Child Care component supplem ents provincial and other federal funding and is
used primarily to reduce staff-child ratios.

Waiting times are reported across the 17 daycare f acilities, of as much as one to two years
in some communities. No problems were reported with the hours of operation, the state of
the facilities, or the fees charged.

Staff turnover rem ains a challenge. Ensuring da ycare staff are qualified is a priority for

KRG. Less than half of current care providers have the appropriate ch ildcare credentials
and, for this reason, training is on-going. Currently, funding levels for training rem ain
insufficient to m eet the needs of th e daycare centres, exacerbated in part by the larg e
distances b etween settlem ents and then eed for specialized courses , m aterials, and

instruction in the Inuktitut language.

Key informants and discussion groups participants agreed that daycare centres have made
an important contribution not only to the development of healthy, active children but also
to the economy of the region by enabling hundr eds of parents to pursue em ployment and
training.

The KRG daycare facilities integrate Head Start programs within their programming and
facilities. Daycare centres also provide nutrition programs, host public health nurses, and
provide facilities for dental hygienists for basic cleaning and checkups.

Daycare programming includes strong cultural co mponents, including the use of Inukt itut,
storytelling with elders, learni ng traditional crafts and ski l1ls, and the incorporation of
country foods into the nutrition program.

Assessment of Data Collection and Accountability Systems

When com paring clients’ records receive d fro m HRSDC and the KRG, the HRSDC
database included an additional 99 clients and 393 interventions for the period of April 1,
2003 to March 31, 2006. The data upload process for this period indicates that 200 re cords
were rejected by HRSDC. Given the history of the data upload process, it is unclear why
the HRSDC database contains additional records.

When examining the 8 data variables requi red under the contribution agreem ent, some
data are missing on the date of birth. In addition, the information reported in the variable
withdrawal from or termination date of program could not be interp reted based on the
available data dictionaries. A few coding errors were also identified between the HRSDC
and the KRG records.
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The KRG coordinator and the regional coordinator of Service Canada indicated that KRG
targets are set annually based on historical trends. Neither regional nor KRG coordinators
interviewed indic ated that ex ternal factors ar e conside red in s etting targets. The data
demonstrate that KRG has consis tently m et all targets for the years of interest, and
frequently exceeded targets by a s ubstantial number. As targets were largely surpa ssed,
the little variation found in the 2004-2005 and 2005-2006 targ ets suggests that greater
attention sh ould be paid to setting targets bas ed on histo rical resu Its and contextual
factors; the targets are low compared to the reported results.

Both databases indicate that 98% of inte  rventions were com pleted. E mployment and
Return to School outco mes account for 72%  of the outcom e of most recen tclien t
interventions. One quarter of interventions resulted in une mployment. Among the 50 clients
with disabilities, 19 became employed, and 8 returned to school.

Summative Evaluation Findings

Program Success and Impacts

KRG clients who attended the discussions gr oups expressed high levels of satisfaction
with the pro grams and servic es received, and co nsensus that these h ad been helpful in
meeting ¢ mployment ¢ hallenges and in fi nding jobs. Discussion group participants
agreed that there were positiv e im pacts on jo b skills, job prospec ts, attitude towards
employment, satisfaction with current jobs and increased self-confidence.

Key informants agreed that the current KRG programs and services helped clients to look
for, find, and m aintain em ployment. This was supported by labour force statistics
showing substantial increases in the num  ber of people participating in the Nunavik
workforce. There was consensus th at the progr ams had positiv e impacts on: client job
search skills, job skills, job prospects and employm ent outlook, skill levels including
certification and diplom as, attitud es towards em ployment, preparatio n f or jobs, and
personal self-confidence.

Net Impacts

Net i mpacts com pare measures of outcome i ndicators for participants to those of a
comparison group of similar individuals. The c omparison group is constructed to represent
what would have happened to the participants if they had not participated. Net impacts may
thus be attributed fully to participation.

The quantitative analys is f oundn on etim pacts th at we re s tatistically s ignificant a t
conventional statistical levels. As a result, net impacts for the participation in KRG programs
and services cannot be reported.
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Observations! on Outcome Indicators

When examining clients’ earnings and use of Employment Insurance and Social Assistance
over a period of fi ve years before participa tion in KRG progra ms and se rvices and up t o
three years after participation ended, key observations included the following:

» Earnings from employment continue to increase over time, but at a lower rate.

e There is little change in the use of Employment Insuran ce for Active and Form er
EI claimants. Non-claimant clients increased their use of EI in the post-program period,
reflecting EI eligibility derived from employment during and after participation in the
program.

 There is little change in the use of Social Assistance benefits.

! These gross observations cannot be attributed solely to participation in the KRG programs and services and should,

therefore, be interpreted with caution.
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Management Response

The Aboriginal Affairs Directorate (AAD) within the Skills Employment Branch of Human
Resources and Skills Developm ent (HRSDC) would like to th ank all those who took the
time to participate in the f ormative and summative evaluation of the Kativik Regional
Government Aboriginal Human Resources Development Agreement (KRG AHRDA).

The evaluation findings and conclusions have he Iped to shap e the Aboriginal Skills and
Employment Training Strategy (ASETS), the successor strategy to the Aboriginal Human
Resources Developm ent Strategy (AHRDS). The expiry of the AHRDS provides the
Government and AHRDA holders with a time ly opportunity to m odernize Aboriginal
labour market programming, while addressing ch allenges and gaps. As a key vehicle for
delivering the ASETS, and addressing som e of the issues identified in this eva luation
report, HRSDC will implem ent the use of strategic business planning a t the Abor iginal
agreement holder level.

The KRG was established in 1978 as aresult  of the Jam es Bay and Northern Q uebec
Agreement (JBNQA). The KRG is the regi onal government for 14 predom inately Inuit
communities in the region of Nunavik (Arctic Quebec), and provides support, management,
and technical assistance in several ar eas, in cluding municipal adm inistration, r ecreation,
environment, public security and land-use plan ning. The 14 comm unities are spread out
over a vast territory, comprising approxi mately one third of the total land mass of the
province of Quebec. With no road links with the south or linking the communities, costs of
goods and services are very high in this remote region. The only year around transportation
service is by air, with maritime services in the summer and the fall.

The socio-econom ic profile of Nunavik also  poses unique challenges for the region.
Between 1996 and 2006 the Inuit population in Nunavik increased by 25.2%, with 60%
of the Inuit population under the age of 25.  70% of Inuit 15 years of age and over had
less than a high school graduation and 3.9% held trades certificates of diplomas. In 2001,
the unem ployment rate f or the Inuit of N unavik was 17%, com pared to 8% at the
provincial level. For the Inuit of Nunavik, access to employment is exacerbated by lower
than averag e incom e, the rapid po pulation growth and number of people entering the
labour market, growing number of dependents for each person in the labour m arket, an
increase in the use of alcohol and drugs as well as high incidence of violence.

The KRG signed its current AHRDA with HR SDC within the f ramework of the JBNQA,
rather than within the AHRDS. Thisist he fifth rene wal of an agree ment devel oped in
1990, and is set to expire March 31, 2010. Under the AHRDA, KRG provides employment
and training services and programs to all the residents of Nunavik, regardless of Aboriginal
status, with the pri  mary objective of help ing residents prepare for, find and kee p
employment. KRG’s Employment, Training, Income Support and Child Care depart ment
(DETISC) has the lead role in the implem entation and manage ment of the AHRDA and
since June 2008, has established an additional point of service in Montreal and is delivering
employment and training services to urban Inuit from all home communities.

Formative and Summative Evaluation of the Kativik Regional
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A key feature of the success ~ of KRG in implem enting the AHRDS has been  the
establishment of an office in  each community. Thise ffective one-w indow approach
provided residents with critical access to a wide rang e of serv ices and p rograms.
An important increase in the num ber of clients d emonstrates the succes s in m eeting the
needs of the population. Furthe r, child care services were widely acknowledged as
playing a s ignificant role in enab ling res idents to pursue em ployment and training
opportunities.

Further, KRG has  develope d st rong partne rships with e mployers, labour market
stakeholders, and federa I/provincial governments. Clients and key infor mants expre ssed
high levels of satis faction with the programs and service s received, and cons ensus that
these had be en helpful i n meeting e mployment challenges a nd in fi nding jobs, and agree
that there were positive im pacts on job skills, job prospects, attitude towards employment ,
satisfaction with current jobs and increased self-confidence.

HRSDC acknowledges these findings of the fo rmative and summ ative evaluation.
The following outlines the Management Response and commitments to the evaluation.

Formative Evaluation Findings

Capacity Building

All KRG and Service Canada staff and stakeholders who were interviewed agreed
that the KRG had sufficient tools and capacity to effectively deliver, manage, and
administer the AHRDA. Staff turnover is low and KRG is considered to be one of
the better employers in the region and offers good benefits. There was also
agreement among key informants that capacity development efforts have resulted in
more consistent and reliable service delivery at all levels.

KRG key informants pointed to the limited funding for capacity building ($76,362
annually) provided by the agreement. They explained that the Nunavik region faces a
number of unique northern challenges, including higher travel costs, costs associated
with overcoming the low education of some of the Local Employment Officers, and the
higher costs of doing business and delivering training in remote regions.

HRSDC recognizes that Aboriginal communities face major and unique challenges that are
beyond control of Aboriginal communities, lik e high cost of living and training and doing
business especially, in rural and rem  ote and northern communities, lim ited education
levels, limited economic opportunities, and comp etition for skilled and experience d staff.
This is also acknowledged in the HRSDC Northern Study Re port (March 2008), which
provided insights into the nature of't he co st/price di fferentials faci ng AHRDAs and
sub-agreement holders in northern and rem ote communities as well as the impact of these
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differentials on their operations and results. These challenges continue to be addressed with
the aim of taking advantage of future opportunities as they emerge.

HRSDC has been supportive of developing capacity within KRG through the provision of
both short-term assistance and support on an  as-needed basis but also through the
secondment of e mployees to KRG. This pro cess increased the expertis e and fa miliarity
with HRSDC processes and requirements on the part of the KRG. Sources interviewed at
that time indicated that this was an important component of capacity development within
the KRG, that staff worked well together, and that significant skills transfer occurred.

HRSDC agrees that capacity bu ilding pl ans and activities do im  prove the delivery
capability of service p roviders. Through AS ETS, strategic busines s plans will id entify
key elements to be used in developing the bus iness plan for Aboriginal service delivery
organizations. Key elements will include: a)  the tailoring or program s and services to
meet the needs within a given service delivery areas; b ) the hum an resource cap acity,
resources, and c) the capacity needs.

The transition and implementation of the new ASETS towards key changes in Aboriginal
labour m arket programm ing requires comm itment and support from HRSDC in three
specific areas: performance reporting and accountability, funding and tools to sup port
staff training and s trategic partnership de velopment. HRSDC will develop a capacity
needs self-assessment process with the outcomes being reflected in the strategic business
plans. In addition, external supports will come from HRSDC in terms of the development
of standardized training and supporting manuals.

Partnership Development

KRG has developed strong partnerships with key employers and labour market
stakeholders in the region through several committees. These committees include: the
Kativik Regional Economic and Training Committee, which comprises representatives
of ten of the region’s most important private and public sector employers and meets
twice a year to identify and recommend training priorities for the region; the Raglan
Employment Training Technical Committee, established to increase Inuit employment
at the Raglan mine site.

The KRG-DETISC is involved in 2 5 committees. These co mmittees assist the KRG in
aligning labour market activities with available employment opportunities.

KRG also adm inister the ASEP Project  (Tamatumani) approved in June 2008 in
partnership with the Raglan Mine and the Kativik Schoo 1Board. Th e obje ctive is to
provide Inuit of the Nunavik Te rritory with liter acy, essential skills, skills dev elopment
and on-the-job training required to advance in all levels of jobs with the Raglan Mine.

Through the structure cr eated by the JBNQA, the KRG ha s success fully establishe d a
number of partnerships with governments at the federal and provincial level. All funding
from provincial and fe deral governments (Indi an and Nort hern Affairs Canada , Health

Formative and Summative Evaluation of the Kativik Regional
Government Aboriginal Human Resources Development Agreement

Xi



Xii

Canada, and HRSDC) for employment, training, and daycare in Nunavik flows through the
KRG, thus eliminating any duplication or overlap between programs and funding agencies.

Like the AHRDS, the ne w ASETS will integrate Aboriginal labour market programming
under a single um brella. W hile the suite of instrum ents remains largely the sam e, new
program elements under the ASETS will enhan ce efficiencies and enab le clients to be
better served.

In June 2009, to more s trategically align fe deral investments, the Government of Canada
announced the new Federal Framework for Ab original Economic De velopment (FFAED).
The FFAED will guide federal actions across ma ny departments and agencies, by pursuing
a clear set of  strategic priorities, including developing Aboriginal human capital and
forging new and effective partnerships.

As ASETS is com plementary to th e FFAED, it will pursu e new solutions in areas that
must be strengthened, such as: increasing alig nment with f ederal-provincial-territorial
government priorities; solidifying links be tween skills d evelopment and em ployment;
employing a whole-of-government approach to enhance partnerships with the provinces,
territories, and private s ector; and b olstering system s infrastructure, case m anagement,
and performance reporting.

An integral component of ASETS is the new Skills and Partnership Fund (SPF), an open
and discretionary fund that will provide incentives for strong performance and allow new
and existing service providers to access funding for innovativ e projects and partnerships
in line with government priorities.

Further in Budget 2009, Canada also invest ed $75M into the AHRDS through the new
two-year Aboriginal Skills and T raining Strategic Investment Fund (AS TSIF). Although
the ASTSIF introductio nis tem porary for tw o years, it will s trengthen partnerships
between established Aboriginal service delivery organizations and sm all- and m edium-
sized employers, as well as with the provinces and territories, maximizing results through
enhanced collaboration and governance. It is also intended to provide lessons learned and
best practices in the development of partnerships under a new ASETS and SPF.

KRG has limited relationships with other AHRDAs within the province, but sits on
the National Inuit Human Resource Development Technical Committee, which
comprises all Inuit AHRDA holders.

In October 2006, this s ituation changed with the crea tion of a working group for the
organization of the W orkforce Connex even t with the A boriginal H uman Resource
Council (AHRC). The working group is now permanent and KRG has worked with the
three other Quebec AHRDA holders, as well as unions, sector councils, em ployers and
government agencies representatives. Furt hermore, the four Quebec AHRDA holders
should soon get an official answer from Quebec to support, on a permanent basis, the
First Nations and Inuit advisory committee which is represented by 8§ members, including
the four AHRDASs who will have the decisional power of this committee. This committee
will influence the Quebec government policies related to em ployment and training services
and programs.
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Since June 2008 KRG- DETISC has opened an addi tional point of service in Montreal a t
the at the Centre local d'emploi de Verdun to deliver employment and training services to
the urban In uit whatever their home regions. This agreem ent is with Emploi-Quebec to
finance one position.

Provincially, KRG has an agreem ent with the Mi nistére de I’Em ploi et de la Solidarité
sociale of Quebec, for incom e security, em ployment, and training program s. Childcare
services were also tran sferred in 2004, under a bloc  k funding agreem ent known as
Sivuniurmut ($13,419,531 in 2005). From this am ount starting in 2008, $620,000 has
been secured to put in place a Carrefour Je unesse Emploi in Nunavik. KRG also add to
the services given to the Quebec Parental Assistance Program.

KRG has entered into other agreem ents to further the em ployment opportunities for the
Inuit of Nunavik. For example,the Sanajiit project, a five-year agreement signed in 2004,
whose objective is to in crease the num ber of Inuit working in the regio n’s construction
sector ($517,672 in 2005) and with in the framework of the Tamatumani project, Emploi-
Québec provides on-the-job training for Inuit in terested in working at the Raglan m ine
($800,000).

Services to Youth, Women, and People with Disabilities

Limited funding and self-identification are the main barriers limiting program
participation.

Youth form a majority of the Nunavik population and the KRG has several programs
directed primarily at youth. Funding level, limited employment opportunities,
language, literacy, and essential skills levels are identified as barriers limiting youth
access both to the KRG programs and services and to the labour market.

There are no gender-specific programs offered despite their near equal representation
in program clientele. The daycare system in Nunavik is perceived as having a positive
impact on enabling more women to become employed and to attend training programs
and services.

The AHRDA focused primarily on promoting programs and services to people with
disabilities and on increasing internal capacity to better serve this client group.

Under ASETS, strategic business plans will exhibit how programs and services will address
the dis tinct challeng es f aced by wom en, m en, and other grou pssucha s pe rsons wi th
disabilities, youth, and t hose that have other ba rriers to employm ent, such as: child care, or
low levels of literacy and essential skills.

The SPF will be flexible and balance d, focusing on advancing broader program objectives;
target jobs, up-skilling, address the needs of =~ multi-barriered clients, new partnerships,
innovation in service delivery and systems. It will have both long and short term objectives
and will be accessible to all aboriginal organiza tions, helping to address some of the issues
identified.
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HRSDC will also develop new performance indicators and measurement that will include
reporting, which will include components to exhibit the profile of women, men, and other
groups such as persons with  disabilities, youth, and persons  with other barriers to
employment. The strategic plan, a require ment under ASETS, underpins the im portance
of labour market analysis, taking into consid eration the client need s as well as labour
market requirements. Through this proce ss, KRG will be required to identify fundin g
priorities, programs and services to be offere d as well as how they will leverage funds
from other partners to meet the needs of youth, persons with disabilities and women.

Communication with Service Canada, HRSDC, and the AHRC

The relationship between the KRG and the Service Canada regional office in Montreal
is positive and productive with Service Canada providing support and guidance
largely on an as-needed basis.

KRG staff knew little about the Aboriginal Human Resource Council (AHRC) other
than its basic purpose. No AHRC tools or resources were in use within the KRG offices
and staff believed, in general, that the AHRC was more focused on helping AHRDASs in
western Canada and, as a result, largely unaware of Nunavik Inuit. KRG, however, is
planning a private sector conference under the auspices of the AHRC.

KRG informants believed that the AHRC did not appreciate the differences among
the AHRDAs and the regions in which they operated. Each region is distinct in its
needs, and consequently in labour market demand solutions. Quebec, for example,
has a well-developed apprenticeship program in operation, as well as a long history
of strong union development, which KRG did not feel the AHRC tools, workshops,
and sectoral meetings took into account. It was suggested that the AHRC’s work
might be more valuable to employers than to the AHRDASs themselves.

As mentioned earlier under Partnership Development, KRG has started to work in greater
collaboration with the AHRC which has sin ce hired since an employee to follow on the
apprentice strategy in Quebec. Things have improved significantly with the Co uncil.
It is important to note these positive change s and to de monstrate that KRG continues to
engage and work in partnerships with all the stakeholders.

HRSDC wi I continue to support the AHR DAs, and recognizes that continued
communication is important in order to facilitate the transition from AHRDS to ASETS,
and support the strategic pillars of dem and driven skills d evelopment, partnership and
accountability.
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First Nations and Inuit Child Care Component

The evaluation report pointed to key observations regarding child care:

KRG oversees, administers, and supports 17 daycare facilities in Nunavik with
815 full-time spaces and 215 staff. Funding, administration, and support for the
daycares are centralized through KRG’s main office in Kuujjuag. Federal and
provincial funding is allocated and distributed to the individual daycare centres.

Ensuring daycare staff are qualified is a priority for KRG. Less than half of current
care providers have the appropriate childcare credentials and, for this reason,
training is on-going. Currently, funding levels for training remain insufficient to
meet the needs of the daycare centres, exacerbated in part by the large distances
between settlements and the need for specialized courses, materials, and instruction
in the Inuktitut language.

Key informants and discussion groups participants agreed that daycare centres
have made an important contribution not only to the development of healthy, active
children but also to the economy of the region by enabling hundreds of parents to
pursue employment and training.

The KRG daycare facilities integrate Head Start programs within their programming
and facilities. Daycare centres also provide nutrition programs, host public health
nurses, and provide facilities for dental hygienists for basic cleaning and checkups.

Daycare programming includes strong cultural components, including the use of
Inuktitut, storytelling with elders, learning traditional crafts and skills, and the
incorporation of country foods into the nutrition program.

Waiting times are reported across the 17 daycare facilities, of as much as one to two
years in some communities. No problems were reported with the hours of operation,
the state of the facilities, or the fees charged. Staff turnover remains a challenge.

The for mative evaluation of the AHRDAs also highlights the success of the AHRDS
FNICCI sighting ““ the positiv e im pacts the ¢ entres have on the de velopment of the
children, access to good m eals, and an eff ective transition to school, language, and
cultural and social development components” and its role in “promoting the development
of children in a well-rounded, healthy way, and in helping to foster school readiness.”

FNICCI will continue to provide access to child care serv ices for First Nations and I nuit
children of parents entering the labour market or training programs. The FNICCI funding
through the AHRDA is one com ponent of ov erall funding for Abori ginal child care.
The funding generally supplem ents provincial and other fede ral funding and is used
primarily to reduce staff-child ratios.

Under ASETS, KRG will be required to complete a self-assessment, identifying priorities
within the programs and services th ey offer, including ch ild care. It will be necess ary
within the strategic business plan to identify gaps, and how KRG will a ddress these gaps
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in funding for required services and/or staff development and training over five years, by
maximizing existing partnerships and funding, and creating new ones as needed.

Assessment of Data Collection and Accountability Systems

When comparing clients’ records received from HRSDC and the KRG, the HRSDC
database included an additional 99 clients and 393 interventions for the period of
April 1, 2003 to March 31, 2006.The data upload process for this period indicates
that 200 records were rejected by HRSDC. Given the history of the data upload
process, it is unclear why the HRSDC database contains additional records.

The AHRDA coordinator and the regional coordinator of Service Canada indicated
that AHRDA targets are set annually based historical trends. Neither regional nor
AHRDA coordinators interviewed indicated that external factors are considered in
setting targets. The data demonstrate that the AHRDA has consistently met all targets
for the years of interest, and frequently exceeded targets by a substantial number.
As targets were largely surpassed, the little variation found in the 2004-2005 and
2005-2006 targets suggests that greater attention should be paid to setting targets
based on historical results and contextual factors; the targets are low compared to
the reported results.

HRSDC has worked on a new and expanded list  of outcome indicators that will better
assess the impacts of a new ASETS and a ne w Performance Management Strategy which
will ref lect that a ¢ lear and logica 1 design tha t ties re sources to expe cted outco mes;
determine appropriate perform ance m easures and a sound Perform ance Managem ent
Strategy that allows m anagers to track pr ogress, measure outcomes, support subsequent
evaluation work, learn and, make adjustments to improve on an ongoing basis; and ensures
adequate reporting on outcomes.

The new Perform ance Managem ent Strategy will be the basis for a num ber of
accountability system s and tools to be deve loped as described in the 2008 For mative
Evaluation of the AHRDAs Managem ent Response. HRSDC will dev elop a num ber of
tools to ass ist Aborig inal organ izations in targ et se tting a nd self -assessment that will
allow organizations to determ ine their progre ss against es tablished targets onay early
basis. Historical context will be tak en into consideration in the target setting ex ercising,
ensuring that targets are reasonable.

On the issue of data quality and system s, HRSDC has undertaken a review and analysis
of current data collection and system s in order to support greater accountability by
providing better quality, defendable, and m ore useful data that is simple, clear, and
concise. This data will then assist the A boriginal Affairs Directorate (AAD) and the
Aboriginal People’s Director ate (APD) to receive better performance data  from
agreements allowing th e Departm ent to be tter report on outcom es and the value for
monies provided. The AAD and APD will continue to work togeth er to identif y and
resolve issues related to data inconsistencies and rejected records.
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This review, along with the new Performance Management Strategy, will be the backdrop
for a business case w  hich will be provided  to senior official s in support of the
expenditure of $1.1 m illion dollars provided under the Budget 2009 in vestment in the
ASTSIF.

It was intended that this funding would m odernize data collection and systems in support
of the new Aboriginal labour m arket program set to be im plemented in April 1, 2010.
HRSDC will streamline the required data elements, basing the elements on the indicators
identified in the Perform ance Managem ent Strategy, and comm unicate the required
elements to KRG. In addition, the Perf = ormance Managem ent Strategy identifies the
requirement of KRG completing client follow-ups at regular intervals in order to assist in
determining long term impacts of programs and services.

Summative Evaluation Findings

Program Success and Impacts

KRG clients who attended the discussions groups expressed high levels of satisfaction
with the KRG programs and services received.

Consensus was that program s and services had been helpful in m eeting em ployment
challenges and in finding and m  aintaining employm ent, and th at the programs had
positive impacts on: client job search skills, job skills, job prospects and em ployment
outlook, skill levels including certification and diplom as, attitudes towards em ployment,
preparation for jobs, and personal self-confidence.

These findings are also consistent with findings of the AHRDAs’ Summative Evaluation
that there w ere positive impacts and satisfaction of program s and services received and
the increase of self-confidence of clients served.

The quantitative analysis found no net impacts that were statistically significant at
conventional statistical levels. As a result, the evaluation was unable to infer any
impacts of participation for KRG clients.

When examining clients’ earnings and use of Employment Insurance and Social
Assistance over a period of eight years (five years before participation in
KRG programs and services and up to three years after participation ended),
key observations included the following:

* Earnings from employment continue to increase over time, but at a lower rate.

* There is little change in the use of Employment Insurance for Active and Former
El claimants. Non-claimant clients increased their use of El in the post-program
period, reflecting EI eligibility derived from employment during and after
participation in the program.
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* There is little change in the use of Social Assistance benefits.

HRSDC recognizes that the ev aluation found no net im pacts for the participation in
KRG programs and services. HRSDC also acknowledge the unique and difficult and
socio-economic context, includi ng particularly the lim ited employm ent opportunities in
the 14 rural and remote communities of Nunavik.

As such, HRSDC will work closely with KRG to determine and conduct appropriate ongoing
follow-up with program participants at regular intervals (for example at 3, 6 and 12 m onths).
Through this process K RG will be able to g ather inform ation pertaining to em ployment
outcomes and reliance on governm ent incom e support (use of Em ployment Insurance and
Social Assistance benefits). These data will contribute to develop a better understanding of
the labour mar ket attachment of KRG participants. In add ition, HRSDC will continue to
encourage K RG to identify new demand driven opportunities in Nunavik, ad justing their
strategic business plan as required to meet the need of any new opportunities.
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1. Introduction and Background

1.1 The Aboriginal Human Resources Development
Strategy (AHRDS)

Background and Objectives of the AHRDS

The Aboriginal Hum an Resources Developm ent Strategy (AHRDS) is designed to help
improve the em ployment opportunities of Aborig inal peoples (First Nations, Inuit, and
Meétis as well as status and non-status Abor  iginal peoples living off-reserve), and to
enable the m to partic ipate f ully in the Can adian e conomy. The AHRDS provides
financial assistance to Aborig inal organizations to support the costs of hum an resources
development programs designed and delivered by those organizations to m embers of the
Aboriginal communities they represent.

The AHRDS has been in place since 1999 and was approved for renewal in 2003 with a
multiyear funding total of $1.6 billion. The re newed AHRDS, which consists of 80 new
contribution agreem ents, began April 1, 2005 and will sunset March 31, 2009. These
contribution agreements are referred to as the Aboriginal Human Resources Development
Agreements (AHRDAS).

The AHRDS provides support to Aboriginal organizations to design and deliver:

o Labour market development programs to assist Aboriginal peoples, including Aboriginal
persons with disabilities, prepare for, obtai n, and maintain meaningf ul and sustainabl e
employment;

 Special programs to assist Aboriginal youth make successful transitions from school to
work or to support their return to school; and

e Childcare programs.

AHRDA Programs and Services

Activities eligible for support through the AHRDASs encompass a wide range of labour
market, youth, and child care activities. Activitie s that are funded m ust take into account
equity principles with regard to wom en and persons with d isabilities. Activities m ay be
eligible for support if Hum an Resources and Skills Dev elopment Canada (HRSDC)
agrees that these activities will assist in meeting the objectives of the AHRDS.
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First Nation and Inuit Child Care Initiative

The objective of the First Nations and Inuit Ch ild Care Initiative (FNICCI) is to p rovide
affordable quality child care services to Fi rst Nations and Inuit ch ildren to support their
healthy development and to enable their parents to work or attend school.

FNICCI is a $50 million program that supports over 7,000 child care spaces in 390 Firs t
Nations and Inuit com munities ac ross Canada . These ch ild care spac es ar e ava ilable
through local AHRDAs.

Each AHRDA hol der creates a progr am to be st meet its communit y’s needs, suc h as the
provisions of pre-school spaces and a fter-school programs. Child care services that may be
supported under AHRDS include those which are designed to assist eligible recipients to:

e Promote and nurture healthy child devel opment through f ormal child care programs
such as child care centres or approved family day homes.

o Reflect and promote First Nations and Inuit child-rearing practices.

e Serve children from infancy to age 12. Because the first 6 years of age are especially
important in child development, a priority will be placed on children in this age group.

e Complement community economic, educational, health, and social development goals.

o Ensure that child care centres and family day hom es are regulat ed and monitored by
provincial/territorial licensing authorities, except in cases wh ere, by mutual agreement
between the province/territory and the recip ient, child care centres are monitored by
First Nations- or Inuit-controlled regulatory mechanisms.

1.2 Overview of the Kativik Regional Government

The Kativik Regional Governm ent (KRG) wa s established in 1978 as a result of the
James Bay and Northern Québec Agreem ent (James Bay Agreem ent). This agreem ent
provided compensation funds, identified bene ficiaries, and established regional public
authorities, including the Nunavi k Health Board and Social S ervices, the Kativik School
Board, and the KRG.

The KRG is a public corporation with supr a-municipal powers and jurisdiction over the
Nunavik territory. It provides support, m anagement, and technical assistance in several
areas including m unicipal adm inistration, re creation, environm ent, public security, and
land-use planning. Each comm unity is a m unicipality designated as a Northern Village
corporation and governed by elected m unicipal councils, which operate in a manner
similar to other Québec municipalities.

The KRG signed its current AHRDA with HRSDC  within the framework of the Jam es Bay
Agreement rather than that of the AHRDS. The current ag reement is the fifth renewal of
an agreement developed in 1990, prior to the Pathways Strategy. The renewed AHRDA,
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signed in 2004, is appl icable from Ap ril 1, 2005 until March 31, 2010. The AHRDA
provides services and programs to all residents of Nunavik, regardless of Aboriginal status.

KRG’s Employment, Training, Income Support and Child Care department (DETISC) has
the lead role in the implementation and management of the AHRDA. DETISC coordinates,
develops and im plements training activities aim ing to meet the needs and priorities of the
region’s labour force and econo mic development opportunities. To consult and coordinate
these efforts with other key stakeholders, KRG works with a number of committees such as
the Kativik Regional Employm ent and Training Committee. A primary objective of the
programs and services currently bei ng delivered under the AHRDA is to help residents
prepare for, find, and keep employment.

KRG coordinates and supports the delivery of childcare services throughout the region
through its Childcare se ction, working cl osely with the 16 * local ch ildcare centres and
one regional hom e day-care agency that pr ovide a total of 815  registered childcare
spaces. All the child care centres are non-profit corporations managed by parent bo ards.
Nearly all the staff of these centres are of Inuit descent. The centres operate in Inuktitut.

In 2001, KRG signed an agreement with the province of Québec to assume responsibility for
the adm inistration of the prov  incial 1 egislation concerning childcare, regulations, and
financial assistance app licable in the region. T hese responsibilities in cluded the inspection
and licensing functions related to daycare centres’. The DETISC also has agreements with
other gove rnment de partments re garding c hildcare. In 2005, KRG received funding from
three sources. Th rough Si vunirmut*, the Ministére de ’'Em ploi et de la Solida rité sociale
transferred $11,490 ,000; HRSDC, through FN ICCI, tr ansferred $1,390,775; and H ealth
Canada transferred $724,607 via the Aboriginal Head Start program.

KRG delivers several federal and provincial government income support services. T hese
include the paym ent of incom e securit y, Employm ent Insurance (E 1), and Old Age
Security, and delivery of labour standard related information.

The KRG m aintains offices in all 14 Nunavi k communities. In sm aller communities, a
Local Employment Officer (LEO) provides one-window, front-line access to a number of
services and program s. These positions are  often part tim e, and ar e com bined with
responsibilities for providing se rvices related to Employment Insurance (EI) or Incom e
Support. People seeking access to E I benefits, career counselling, or gen eral information
on the availability of employm ent or tr aining opportunities contac t the LEO in their
community. These offic ers also help clients fill out EI for ms, which are forwarded to
Service Canada in Montreal for review and approval.

The larger regional centres, Inukjuak and Kuujjuaq, have each two childcare centres and a regi onal home day care
agency is located in Kuujjuag.

The agreement is between the KRG and the Ministére de 1 a Famille et des Ainés du Québec. Und er this agreement
the KRG is resp onsible for: the issuing and renewal of permits, financial aid, techni cal and prof essional support,
development of resources, inspections, and complaints.

A block funding agreement with Québec that brings together in a single budget envelope th e sums from the
programs of six departments and agencies of the Government of Québec.
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If a client is interested in accessing tr  aining opportunities, th e LEO reviews upcoming
training progra ms that are being offered and opens a Cli ent Action Plan file. LEO
Coordinators located in Inukjua k and Kuujjuaq provide support and gui dance for LEOs as
well as overall administrative support. Two Program Officers located in the Inukjuak office
and three in the Kuujjuaq off ice manage tr aining progra ms. A trainee Progra m Officer
position is also located in the Kuujjuaq office.

Description of programs and services

The AHRDA is responsible for the delivery of a number of labour m arket programs and
programs for youth and persons w ith disabilities in Nunavik. These are described in the
Contribution Agreement and in program descriptions prepared by DETISC.

Labour Market Programs

Job Entry provides ass istance to individua Is e xperiencing dif ficulties finding a job.
Clients are assisted in: acquiring pre-em ployment training, includ ing life and work
skills; securing the m inimum academic background training needed for em ployment;
and obtaining specific training for a job at the end of the project.

On-The-Job Training provides support to coordinators in hiring and training unemployed
workers, training their current workforce for additional skills, and re placing non-residents
with residents.

Purchase of Training helps workers and non-workers acquire new skills and i mprove
their employability through courses purchased from specialized organizations.

Delivery Assistance enables DETISC staff to obt ain expertise they could not
reasonably obtain otherwise, in order to he  lp coordinators and e mployers in their
projects or to assist in the developm ent of training plans for participants. This
assistance may be used to prepare and promote training programs, to identify potential
program participants, or to provide speci alized services for a given group of
participants.

General Projects offers productive short-term j obs to unem ployed individuals by
creating jobs that would otherwise not exis t and helps unemployed individuals become
active members of the work force through work related training and experience.

Self-Employment Assistance assists unem ployed persons to secure self-e mployment
through the creation of a small business.

Individual Client Action Plan provides a custom ized plan to achieve individual
employment goals using the available labour market and training programs.

Nunavik Scholarship Fund encourages indiv iduals to purs ue their edu cation at post-
secondary levels.
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Local Employment Officers located in each community are also responsible for:

Assisting with completion of EI application forms.

o Employment referrals.

o Providing wage subsidies and labour market information.
o Assistance in identifying training needs and opportunities.
« Job finding skills.

e Resume writing.

e Interviewing skills.

o Employment skills.

Youth Programs

Under the AHRDA agreem ent, KRG provides funding to youths between the ages of
15 and 30 years of age. As over 60% of the entire population of Nunavik is under the age
of 25, yout h are served through all program s oriented to the general labour m arket.
Programming specific to youth includes:

e Challenge (summer employment), helping students acquire work experience and
offering jobs related to their studies or career goals during the summer time.

o Challenge (part-time), helping students acquire work  experience, improve their
understanding of the labour market, and acquire good working habits through part-time
employment opportunities.

e Stay-in-School, assisting students identified as bei ng at risk of droppi ng out of hi gh
school to complete secondary level education. The program provides all students with
an exploration of career ~ choices attainable through  education and a successful
integration into the labour market.

« Heritage (traditional skills training), providing youth with sp ecial needs in m atters
of e mployment and training. Youth are tr ained by experienced  adults of their
community in traditional skills such as in land survival skills and traditional values and
customs. The training component m ust include the means and ways for participants to
develop self-esteem, as well as specific labour market links.

Programs for Persons with Disabilities

KRG receives funding under the AHRDA to deliver programs that help persons who self-
identify as having a physical, m ental, or le arning disability to pr epare for, obtain, and
retain em ployment. The program works in partnership with non-governm ent groups
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representing persons with disabilities, w  ith th e priv ate se ctor, and w ith governm ent
organizations to test innovative approaches that promote economic integration of persons
with disabilities.

Management and delivery structure

KRG’s governing body, the Kativik Regional Council (KRC), is composed of 16 members.
Members include 14 regional councillors chosen from the Northern villages, the Chief of
Naskapi, an d the chairm an of the executive comm ittee. The executiv e comm ittee has
five members identified by the KRG council and m andated to implement any agreements
approved by the Council, supe rvise appropriations approve d through the KRG' s budget,
authorize payments owed by the KRG and prepare the KRG's budget. The KRG appoints
the director general, the treasurer, and the secretary.

The DETISC is a department of the KRG. DETISC staff are governed by KRG personnel
policies. Th e dir ector o f the DETI SC m anages and adm inisters delivery of AHRDA
programs and services and reports directly to the Kativik Regional Council.

The KRG AHRDA closely collaborates with the region’s major employment stakeholders
in the coordination and developm ent of la bour market programming. DETISC sits on a
number of committees that bring together stakeholders from across the region (to address
issues facing the regional labour market) and that promote community involvement in the
design and delivery of labour market programs and services.

These include the Kativik Regional Employment and Training Committee, Kativik Regional
Development Committee, the Nunavik Child care Committee, and th e Raglan Em ployment
and T raining Tech nical Comm ittee’. Thes e co mmittees p rovide th e oppo rtunity fo r
consultation and input f rom the comm unity or th e econom ic deve lopment sectors in the
development of employment and training programs. Additional community input is provided
when K ativik R egional Em ployment and Training Committee recommendations are
reviewed by KRG’s Regional Council once per year.

The day-to-day administration and delivery of the AHRDA is the res ponsibility of the
DETISC staff. DETIS C has four sections: E mployment Se rvices (20 st aff including
Local Employment Officers), T raining and Em ployment Programs (9 staff), Childcare
Services (9 staff), and Admi nistration (7 staff). KRG maintains an office in each of t he
14 comm unities in the region. The prim ary DETISC offic e in Kuujjuaq oversees the
communities of the Ungava Bay, a s well as pan-regional operations including childcare,
program officers, and adm inistrative staff. A second re  gional office, in Inukjuak,
oversees th e communities on the Hudson coas t. Local E mployment Off icers pro vide
front-line s ervices in each community, wh ile Kuujjuaq has two Local Em  ployment
Officers due to its larger population.

5 The Raglan nickel mine has been operated by Falconbridge since 1998. The mine curr ently employs about 80 Inuit
in a total labour force of approximately 480.
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Roles and responsibilities

KRG has the overall responsibility for the AHRDA and its implem entation. The DETISC
has responsibility for the da y-to-day m anagement, adm inistration and delivery of the
AHRDA. DETISC subm its quarterly and annu al reports as part of the KRG annual
reporting cycle. The DETISC Director provi des overall administration, management, and
oversight.

Staff located in Kuujjuaq and Inukjuak oversee the management and delivery of Employment
Insurance (P artI) an d Incom e Security an d Old Age S ecurity, in additionto T  raining
Program information d issemination. Training and Em ployment Program staft in Kuujj vaq
and Inukjuak oversee the adm inistration, m anagement, and de livery of the T raining and
Employment Program s offered by D ETISC. Include d in th is work is the sup port of and
coordination with various committees, participation in the Inuit Human Resources Technical
Committee, and provision of s upport to KRG 1in its negotiations a nd work on training and
employment issues with federal and provincial partners. Childcare Services staff within the
Kuujjuaq office oversee the support and administration of the 17 daycares in the region.

Service providers

Service is delivered through sec ond or third parties. A m ajor service provider of training
programs is the Kativik School Board’s Depa rtment of Adult Education. The Kat ivik
School Board is often contracted to provi de training programs throughout the region and
is represented on the Kativik Regional Employment and Training Committee.

In addition to the Kativi k School Board, individual contracts are arranged with trainers to
conduct training programs when required. Employers in the region also provide on-t he-job
training and are overseen by Local Em ployment Of ficers a t the community leve L.
The KRG has no sub-agreements with any entities.

Funding and Finances

The tables below present AHRDA a nnual funding and am ounts spent. Table 1 presents
program funding, while Table 2 presents fundi ng for adm inistration, capacity building,
and systems development and implementation.
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Table 1

Annual Administration and Program Revenues and Amounts Spent

2003-04 2004-05 2005-06
El Revenues $1,386,174 $1,320,269 $1,320,269
CRF Revenues $6,832,983 $7,166,652 $7,088,239
Total Revenues $8,219,157 $8,486,921 $8,408,508
El Expenditures $1,239,724 $1,170,597 $1,122,229
CRF Expenditures $6,979,433 $7,316,324 $7,286,279
Total Expenditures $8,219,157 $8,486,921 $8,408,508
Total Excess Revenues/Expenditures 0 0 0
Sources: KRG Audited Financial Statements 2003-2004, 2004-2005, 2005-2006; KRG Financial Conciliation for
2003-04, 2004-05 and 2005-06; and correspondence from KRG.
Within the above totals, KRG audited financial statements showed the following expenditures for persons with
disabilities: 2003-04: $8,422; 2004-05: $41,903; and 2005-06: $24,787.

Table 2
Administrative Funds

2003-04 2004-05 2005-06
Administration $2,300,000 $2,300,000 $2,300,000
Capacity Building $76,362 $76,362 $76,362
Systems $0 $0 $0

1.3 Formative and Summative Evaluation of the
KRG AHRDA

Formative evaluation

The form ative evaluation used a case study approach that  included a doc ument review,
two discussion groups w ith parents of ¢ hildren enrolled in the childcare centres, interviews
with key informants and stakeholders, and an assessment of the KRG administrative data.

Approach for Childcare Issues

As KRG receives FNIC CI funding, two discussi on groups were held with paren ts whose
children attend the Cen tre de la Petite Enfance Tumiapiit Childcare Centre in Kuujjua q
(8 parents) and the Centre de la Petite En  fance Tasiursivik Childcare Centre in Sallu it
(7 parents). In addition, key inform ant interviews were conducted with the KRG Ac ting
Director of Childcare D evelopment, and the managers and one sta ff person from each of
the two childcare centres in Kuujjuaq and Salluit.
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Approach for Other Aspects

Interviews were conducted with KRG info rmants who hold significant knowledge about
the AHRDA activities . These inf ormants included the Senior  Liaison Offi cer fo r
DETISC, a Program Coordinato r, and a Senior Program Officer. In addition, one
representative of the Regional Office of Serv ice Canada in Montr eal was interviewed.
Stakeholders interviewed included  staff from Maki vik Corporation ® and th e A vataq
Cultural Institute’.

Documents reviewed included:

o Federal and provincial/te rritorial publications rela ted to the AHRDS andt he AHRDA,
including the contribution agree ment, guidelines and operations manuals and monitoring
and assessment reports, data specifications and dictionaries;

e Files, reports and correspondence;
« Statistical publications by Statistics Canada;
o KRG studies on various sectors of the economy, and the Nunavik labour market; and

» Annual reports, quarterl y progre ss r eports, a udited fi nancial state ments, policies and
procedures, program descriptions, internal control, monitoring and process forms, sample
correspondence, contracts and data reports by the DETISC and KRG.

Clients’ administrative data were obtained from HRSDC and from KRG for comparison
purposes.

Summative Evaluation

The s ummative evaluation was conducted i n 2007-2008 a nd foc used on meas uring the
incremental impacts of the participation in KRG programs and services which are similar to
the Employment Benefits and Support Measures (EBSMs) of the Employment Insurance Act.
The Evaluation addressed issues of progra m success and c ost-effectiveness. The progra m
relevance was addressed within the larger summative evaluation of the AHRDAs and wil |
not be addressed in this report.

The summative evaluation was designed to u se multiple lines of evidence based on both
quantitative and qualitative methods. The qualitative component included:

e Three discussion groups (held in winter 2007) in three different Nunavik comm unities
(the larger regional centr e, Kuujjuagq, and sm aller comm unities Inukjuak and
Kangiqsualujjuaq). Each group involved between seven an d nine KRG participants
(total 26). Discussion groups’ participants we re asked to describe their experience and

Makivik is the development corporation mandated to manage the heritage funds of the Inuit of Nunavik provided for in
the James Bay and Norther n Quebec Agree ment. Makivik's role includes the ad ministering and i nvestment o f the se
funds and promoting economic growth through the assistance of the creation of businesses run by Inuit in Nunavik.

The cultural Institute Avataq manages and takes care of the development of the collection of Inuit art of Nunavik.
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satisfaction with the KRG programs, including employment challenges, participation in
the programs and success and impacts.

o Four key infor mant interviews conducted with staff fro m the KRG Departm ent of
Employment, Training, Income Support and Child Care in February, 2008.

The quantitative component followed a quasi-experimental approach using data from KRG
clients’ administrative records and Employ ment Insurance (EI) and Canada Revenue
Agency (CRA) adm inistrative databanks. This approach relied on the availability of a
suitable ¢ omparison gr oup of non- participants in order to esti mate t he net i mpacts of
participation. The m ethodology used and applie d in this evaluation is consistent with the
approach us ed for the s ummative e valuations of the AHRDAs and the Labour Market
Development Agreements (LMDAS). For the quantitative analysis:

e Participants in KRG programs and services that are similar to EBSMs, between April 1999
and December 2004, were the focus of the summative evaluation.

e The unit of analysis was an Action Plan Equi  valent (APE), consisting of one or more
KRG programs and servi ces that are no more than six month apart. A client could have
more than one APE i f programs and services were separated by more than six mont hs.
Every APE contained at least one progra m or service delivered under KRG and possibly
one or mor ¢ EBSMs funded under another AHRDA or a n LMDA. The principal or
longest-lasting program or service was used to characterise the nature of participation.

e The start and end date of the APE defi ned the periods before, during, and after
participation. The post-participation period was further separated into the first, second,
and third years after participation ended. Because CRA data are available on a calendar
year basis, these periods had to be defined on this basis as well.

o EI data were used to ch aracterise the APE according to the status of the participant as
an active or for mer claim ant, depending on whether the individual had a current
EI claim (active) or an earlier EI claim meeting EI eligibility rules (former). For lack of
administrative data on people who had no EI claim in Nunavik, a comparison group for
KRG participants not eligible for EI was not possible. This analysis was thus limited to
active and former claimants.

o The comparison group consisted of pseudo-APEs assigned to individuals who qualified
to participate in KRG program s and service s in given calendar y ears quarters but did
not do so. These included:

0 Self-identified Aboriginal EI claimants  in Nunavik who did not participate in
KRG programs and services in the period 1999-2004.

0 Clients who participated in KRG programs and services in 2005 to 2007, but did not
participate in KRG programs and services from 1999 to 2004.

0 Clients who participated in KRG program s and services in 1999 to 2004 but who
had a sufficiently long spell of non-partici pation during this period to qualify them
as comparison candidates.
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The kernel-matchi ng method of est imating in cremental i mpacts of participation gav e
greater weight to com parison-group APEs whose characteristics most closely resembled
those of participants. Such characteristics were based on available data from EI and from
CRA tax files, and cons isted of vari ous forms of inc ome and income-support be nefits
over the five years before the start of t he APE, previous participation in EBSMs, and
personal attributes such as gender, age, marital status, number of children, disability, and
province. They entered the analysis in a regression model of the propensity to participate
in EBSMs. Each such model was constructe  d to passate stoft he balance bet ween
participant and non-participant characteristics.

EI and CRA Income Tax data were used to define five outcome indicators on which
to esti mate 1 mpacts: a nnualised e arnings, incidence of ¢ mployment, annualis ed
EI benefits, annualised SA benefits, and dependence on income support.

A kernel-matching app roach was used to estim  ate i mpacts of participation by
comparing the experien ce of partic ipants with that of Aborigin al n on-participants
weighted b y their sim 1ilarity to p articipants. This appro ach was ¢ onsistent with
evaluations of EBSMs under the L MDAs. Th e very large num bers of observations
precluded using standard procedures for opt imising the bandwidth param eter used in
kernel m atching and for estim ating valid sta ndard errors (for tests of statistical
significance and for constructing confidence intervals) by the bootstrapping method.

With respect to the ba ndwidth par ameter, the default value of .06 was used and
resulting estimates were com pared to thos e from a m ethod called Inverse Prob ability
Weighting that relies on the sam e basic substantive assumptions but does not require a
bandwidth choice. Estimates were not qualitatively different in most cases.

Concerning estimation of standard errors, se nsitivity tests from a sam ple of estimates
showed that confidence inte rvals constructed f rom the ba sic standard error form ula
were remarkably similar to those produced by the preferred m ethod of bootstrapping,

likely due to the very large sample sizes. This finding led to the conclusion that failure
to use the preferred m ethod likely had a m inimal effect on statistical inferences based

on the estimates.

Impacts of participation were estim ated for the “in-program ” period (i.e., during the
APE), and for each of the three years following the end of the APE. Challeng es arose
in the application of the estimation methods. But techniques used to test the results of
departures f rom the ideal approach produ ced resu Its sug gesting tha t the resu Iting
estimates may be considered with confidence as to their reliability.

Relatively s mall sam ple sizes av ailable f or the KRG increm ental analysis lim ited its
ability to d etect sta tistically s ignificant ef fects, i.e. sta tistical power of the analysis.
Participant samples comprised 511 active-claimant APEs and 987 former-claimant APEs,
while the corresponding comparison groups numbered 3,105 and 8,980.
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2. Socio-Economic Profile of Nunavik

2.1 Introduction

As an AHRDA hol der, the service area of the Kativik Regional Government is the region
of Nunavik which includes th e communities of Akulivik, Au paluk, Inukjuak, Ivujivik,
Kangigsualujjuaq, Kangigsujuaq, Kangirsuk, Kuujjuaq, Kuujjuarapik, Puvirnituq, Quaqtaq,
Salluit, Ta siujaq, and Umiujaqi n Norther n Quebec. W ithin this geographic area, the
AHRDA provides services to a clientele that includes all Inuit resident in Nunavik.

The following socio-economic profile is intended to provide a statistical overview of this
AHRDA region as background for the evaluation. Th e source of the data utilized for the
profile is the 2006, 2001 and 1996 Census  of Canada. The 2001 and 1996 data was
provided through a request to Statistics Canada from HRSDC, and includes data for Inuit
(Aboriginal identity population) in  the AHRDA region for 2001 and 1996, and, for
comparative purposes, data for the total popu lation of the province of Quebec for 2001
and 1996. The released 2006 data is de rived from Statistics Canada’s Aboriginal Peoples
in Canada in 2006: Inuit, Métis and First Nations, 2006 Census report as well as Statistic
Canada’s 2006 Community Profiles and 2006 Aboriginal Population Profile.

Studies on aspects of the socio-economic conditions, labour market challenges and social
health of the region were requested from Service Canada and the KRG.

Based on the available sources of statistical data, the following socio-economic indicators
are included in the profile:

Demographic: Population Mobility
Age Distribution Area of Residence
Gender Distribution ~ Disability (Activity Limitation)
Family Type
Economic and Social: Income Levels Types of Jobs
Education Levels Work Activity (Full-time, Part-time)
School Completion Class of Work (Wage/Salary, Self-employed)
Occupations Industry
Labour Force: Labour Force Participation Rate
Employment Rate Unemployment Rate

2.2 Demographic Profile

In 2006, the Inuit population within the Nuna vik region was 9,565, constituting 19.0% of
the total Inuit population of Cana da. Between 1996 and 2006, the Inuit population of
Nunavik experienced an in crease of 25.2% from 7,640 to 9,565. This represents the
largest proportional increase of all four Inuit regions in Canada between 1996 and 2006.
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According to the 2006 Census, Inuit com prised 99.1% of the Aboriginal population of
Nunavik, down 0.9 of a percentage point  from the 2001 C ensus. The 2001 Census of
population revealed that the Inuit population in ~ Nunavik live off-reserve and in rural
areas. There are no reserves in Nunavik.

Table 3
Aboriginal Identity Population, Nunavik
o 2006 Census 1996 Census
Aboriginal Groups

Count % Count %
Total - Aboriginal Population 9,650 | 100.0% 7,640 | 100.0%
North American Indian single response 45 0.5% 0 0.0%
Métis single response 15 0.2% 0 0.0%
Inuit single response 9,565 99.1% 7,625 99.8%
Multiple Aboriginal identity responses 20 0.2% 15 0.2%
Aboriginal responses not included elsewhere 0 0.0% N/A N/A

In 2006, 60.0% of t he Inuit population in N unavik was unde r the age of 25 whereas for
the total provincial population 29.2% of the population was under the age of 25. With a
30.8 percentage point difference, this shows a significantly younger Inuit population. In the
period 1996 to 2006, th e proportion of Inuit in Nunavik  between t he ages of 25 to 64
increased by 2.4 percentage points from 34.6% to 37% while the same age group increased
slightly for t he total Que bec population from 55.9% to 56.5%. For Inuit, the popula tion
65 years and over in 2006 repre  sented onl y 3 .0% of the Inuit popula tion in Nunavik
compared to 14.3% for the total Quebec population, a difference of 11.3 percentage points.

The total population of the province was divide d relatively evenly in 1996 between male
and fe male, with little change in 2001 and 2006. This was also the case for the Inuit
population in Nunavik.

79.3% of the Inuit fam ily households in Nuna vik were headed by two parents in 1996, a
level that decreased by 6.8 percentage poi nts to 72.6% by 2001. This means that 20.7%
of Nunavik’s Inuit households in 1996 and 27.4% in 2001  were headed by a single
parent. In 2001 this rate is alm  ost twice the rate of lone parent fam ilies for the total
provincial population. While th e percentage of Nunavik’s  Inuit fem ale lone parent
families in 1996 was similar to that o f the general population, by 2001 th e percentage of
Inuit families headed by a fe male in N unavik had decreased by 7.5 percentage points
from 79.7% to 72.2%, with a corresponding in creased in the proportion of Inuit families
headed by am ale from 19.8% to 27.6%. ° In the total provincial population, the
percentage of lone parent families headed by a female decreased by 4.4 percentage points
from 82.3% in 1996 to 77.9% in 2006.

8 2006 data for the Nunavik region were available neither for Inuit in particular nor for the total Aboriginal population.
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In 2006, the total Que  bec populat ion was mo re m obile than Nuna vik’s Abori ginal
population’, with 12.3% m oving within the pre vious year , compared t o 8.8% of the
Aboriginal population. In total, 24.1% of this mobile Aboriginal population were migrants,
of which 92.5% moved from another municipality in Quebec and 7.5% moved to Nuna vik
from a different province.

Finally, only 3.7% of the Inuit populati on experienced an activity lim itation'® in 1996,
compared to 7.3% of the total Quebec population in 1996. However, by 2001, the
proportion of the Inuit population in Nunavik having activity limitations had increased by
7.9 percentage points to 11.6%, slightly surp  assing the level in the total provincial
population at 11.2%. In both popul ations, this m ay reflect an increase in either the
incidence of activity limitation or the reporting of occurrences.

2.3 Economic and Social Profile

Differences between provincial education atta inment and the education al attainment of
the Nunavik Inuit population are pronounced in most areas. These differences are visible
in data presented in table 3.

One ar ea of si milarity that should be noted is the num ber of ind ividuals ob taining tra de
certificates or diplomas. In 1996, the proportion of Nunavik residents with a trades certificate
or diploma, at 4.8%, was slightly higher than that of the total provincial population. By 2001,
this level had fallen to 3.9%, while the provincial level remained stable.

Table 4
Highest Level of Schooling, Inuit of Nunavik and Quebec Provincial Population
2001 Census 1996 Census
Highest Level of Schooling |Inuit of Nunavik Provincial Inuit of Nunavik Provincial
Count % Count % Count % Count %

Total Count 5,065 | 100.0%| 5,832,340 | 100.0%| 4,330 | 100.0%| 5,673,455 | 100.0%
Less than high school*! 3545 | 70.0%| 1,848,925 | 31.7%| 3,150 | 72.7%| 2,013,805 | 35.5%
Secondary school graduation

certificate 280 55%| 999,200 | 17.1% 175 4.0%| 993645 | 17.5%
Trades certificate or diploma 200 3.9%| 267,265 4.6% 210 4.8%| 254,340 4.5%
University and non-university

incomplete 780 | 15.4%| 1,070,570 | 18.4% 400 9.2%| 498,225 8.8%
University and non-university

with certificate or diploma 220 4.3%| 832,225| 14.3% 360 8.3%| 1,221,055 | 21.5%
University with bachelor's degree

or higher 40 0.8%| 814,155 | 14.0% 35 0.8%| 692,385 | 12.2%

?  Since 2006 Inuit-specific data was not available for the Nunavik region, the proportions presented are for the total
Aboriginal identity population o f Nunavik. How ever, it is worthy to note that I nuit comprise 9 9.1% of th e total
Aboriginal identity population which justifies using these proportions.

1% That is, had difficulties with, and experienced a reduction in daily activities due to, physical or mental conditions or
health problems.

' Note that close to two-thirds of Nunavik’s Inuit are less than 25 years of age. For this reason, the Inuit in Nunavik are
less likely than the total provincial population to have a secondary or postsecondary degree.
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2.4 Labour Force Profile

Between 1996 and 2001, there was a 16.8% increas e in the Inuit popu lation in Nunavik
15 years of age and over, from 4,335to 5,060. The corresponding growth rate for the
total population of Que bec was only 2.8%. The number of Nunavik Inuit in the labour
force, that is, those reco gnized as employed or unemployed in the week prior to Census
day, rose 18.4% during this period, from 2,640 to 3,125, compared to only 5.8% for the
total Quebec population.

In 1996, there was only a one-percentage-point difference between the participation rate'”

of Nunavik’s Inuit, at 61%, and the total provincial population at 62%. By 2001, the Inuit
of Nunavik had reached a particip ation rate of 62%, while the rate for the total provincial
population had risen to 64%.

The proportion of Inuit e mployed remained at 51% betwee n 1996 and 2001, wherea s the
proportion of people employed in the total prov incial population grew from 55% t o 59%
during the sa me ti me period. Int urn, the une mployment rate for the total provincial
population decreased during this period from 12 % to 8%, while the unemployment rate for
the Inuit population of Nunavik re mained unchanged at 17%. These figures are presented
in table 5.

Table 5
Labour Force, Inuit of Nunavik, Quebec Provincial Populations
2001 Census 1996 Census
Labour Force | Inuit of Nunavik Provincial Inuit of Nunavik Provincial
Count % Count % Count % Count %

15 Years Of Age 5,060 | 100.0% | 5,832,350 | 100.0% 4335 | 100.0% | 5,673,465 | 100.0%
And Over

Labour Force 3,125 61.8% | 3,742,485 64.2% 2,640 | 60.9% | 3,536,205 62.3%
Employed 2,600 83.2% | 3,434,265 91.8% 2,200 | 83.3% | 3,119,130 88.2%
Unemployed 525 16.8% 308,220 8.2% 435 | 16.5% 417,075 11.8%
Not In Labour Force 1,930 38.1% | 2,089,865 35.8% 1,690 | 39.0% | 2,137,260 37.7%
Participation Rate 62.0% 64.0% 61.0% 62.0%
Employment Rate 51.0% 59.0% 51.0% 55.0%
Unemployment Rate 17.0% 8.0% 17.0% 12.0%

In 2001, employment was the major source of income for 63.8% of those with income for
both the Inuit in Nunavik and the total provincial population. However, the proportion of
the Inuit population whose major source of income was government transfer payments, at
35.5%, is 7.7 percentage points higher than the level for the total Quebec population.

For those w ho worked in 2000-01, 37.8% of  the Inuit population in Nunavik worked
full-year full-tim e, a level significantly lo wer than that of th e general population, at
53.4%. In 2001, only 1.8% of Nuna vik’s Inuit population was self-em ployed, compared
to 11.3% for the total provincial population.

12 The participation rate for a particular group is th e total labour force in that group, expressed as a percen tage of the
population 15 years of age and over, in that group. (Statistics Canada, 2001 Census Dictionary).
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The period from 1996 to 2001 witnessed som e gain in levels of e mployment income for
Inuit in Nunavik. Whereas the average employment income for Inuit in 1996, at $15,876,
was 63.2% of the average ¢ mployment income for the total provincial population, by
2001 the average income for Inuit, at $19,416,  had increased to 66.1% of that of the
general provincial population.

Main Occupations and Industry

The top four occupational areas for Nunavik Inuit in 2001 were sales and services occupations
(34.4% of the labour force) , trades, transpor t and equipment operators and relate d
occupations (20% of the labour force), oc cupations i n social science, educ  ation,
government service, a nd religion ( 16.2% of th e labour force), and busine ss, finance, and
administrative occupations (9.8% of the labour force). There weren’t any major changes to
the main occupational areas between 1996 and 2001 for the Inuit population of Nunavik.

Table 6
Occupation, Inuit of Nunavik and Quebec Provincial Population

2001 Census 1996 Census
. . Inuit of
Major Occupation Inuit of Nunavik Provincial Nunavik Provincial
Count % Count % |Count| % Count %

Total Count 3,575| 100%| 3,938,510 100%| 3,180| 100%| 3,672,260| 100%
Sales and service occupations 1,230 34.4%| 932,690| 23.7%| 1,080| 34.0%| 937,830| 25.5%
Trades, transport and 715| 20.0%| 565970| 14.4% 695| 21.9%| 499,345| 13.6%
equipment operators and
related occupations
Occupations in social science, 580| 16.2%| 319,455| 8.1% 360| 11.3%| 248575| 6.8%
education, government service
and religion
Business, finance and 350 9.8%| 713,175| 18.1% 270| 85%| 705325| 19.2%
administrative occupations

The levels o f Nunavik’s Inuit em ployment in the occupational areas outlined above are
reflected in the statistics on employm ent in specific industries. In 2001, public
administration was the largest employm ent s ector f or In uitin Nunavik with 22.1%
followed by the health care and social a  ssistance sector, with 20.6%, and education
services, at 15.4%.
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Table 7

Industry, Inuit of Nunavik and Quebec Provincial Population

2001 Census 1996 Census
. Inuit of Inuit of
Major Industry Nunavik Provincial Nunavik Provincial
Count % Count % Count % Count %
Total Count 3,575 | 100% | 3,938,510 | 100% | 3,180 | 100% | 3,672,260 | 100%
Public administration 790 | 22.1% | 246,680 6.3% 775 | 24.4% | 235,715 6.4%
Health care and social 735 | 20.6% | 393,690 | 10.0% 450 | 14.2% | 364,055 9.9%
assistance
Educational Services 550 | 15.4% | 259,255 6.6% 490 | 15.4% | 258,770 7.0%
18 Formative and Summative Evaluation of the Kativik Regional
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3. Design, Delivery, and Implementation

3.1 Capacity Building

Capacity building plans

KRG does not have a for mal long-term capacity building plan in place to im prove its
delivery capability. However, the annual operational plan in cludes capacity building as a
mandatory element. As part of its annual reporting process, KRG provides an overview
of its internal capacity development activities.

DETISC does not have a form al hum an resources developm ent plan. Supervisors
undertake annual perform ance ev aluations with staff m embers. Specific training needs
are identified during this process an d are integrated into departm ental training priorities.
Recent workshops for staff have a ddressed su ch subjects as risk assessm ent, accounts
receivable, program criteria, how to read an expense report, and assessment of reports.

KRG has been successful in developing and im proving the ability of the DETISC
department staff to deliver and m anage the AHRDA effectively. The prim ary constraint
to im provement in staff capacity, as reported by KRG key inform  ants, is the lim ited
funding for capacity development provided by the agreement.

Funding for capacity developmen t has been f ixed at $76,362 per annum since the initial
agreement was si gned in 1991. Gi ven the large geographic area covere d by the AHRDA
and the m uch higher cos t of norther n transportation and other expenses, this funding was
considered i nsufficient. KRG often provides additional funding for sta ff training whe n
necessary. These unsupported expenditures on capacity building were $8,768 in 2003-2004
and $38,454 in 2004-2005, absorbed by KRG.

In 2005-2006, 22 Local Em ployment Officers were trained on the Internet and K RG’s
database system at a cost of $50,000. In addition, $10,0 00 was used for upgrading
computer skills and another $50, 000 was used for atim ¢ m anagement workshop.
Non-monetary capacity developm ent activitie s include sha ring facilities and staf ftime
with other organizations or departments within KRG.

Capacity Development Tools

Capacity development tools used by the AHRDA are based on their database and File
Maker Pro software. KRG’s database is a critical tool enabling staff across the region to
access real-time information and analysis of client and program data.
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Senior departm ental personne 1 train staff on various program s and policies by either
developing their own training resources or adapting HRSDC resources to address th eir
needs. Other capacity developm ent tools incl ude project and client checklists, program
descriptions, client inf ormation and rela ted forms, an em ployment and training guide,
various templates for training program s, a guide to business plan assessm ent, and client
counselling forms.

The most common training program s for staff ar e related to the Interne t, email systems,
and general com puter traini ng. DETISC has a senior staff m ember who has extensive
experience with HRSDC and is ve ry familiar with their processes and protocols. Service
Canada also sends staff to th e region biennially to provide additional training in areas
such as financial reporting.

KRG also has access to several H  RSDC/Service Canada capacity developm ent tools.
The most i mportant of these is the AHRDA agreem  ent tem plate, which inclu des a
number of standard forms that can be adapted to fit local needs.

The departm ental resource room in Kuujju aq in cludes a wid e ran ge of reso urces
available to staff, inclu ding copies of th e James Bay Agreem ent, an AHRDA Capacity
Self-Assessment resource, inform ation pam phlets on various Québec em ployment and
income security programs, and socio-economic research reports including copies of those
undertaken by the KRG on various sectors of the region’s economy.

All key informants (KRG and Service Canada) interviewed agreed on the availability and
importance of these too Is, and the effectiven ess of the cap acity develo pment activ ities
undertaken by KRG.

Capacity Issues and Assessment

KRG key informants felt that the $76,000 pr ovided to the AHRDA fo r capacity building
was insufficient to m eet their need s. Th e region faces a num ber of unique northern
challenges, including higher travel costs,  costs associated with overcom ing the low
education of som e of the Local Employm ent Officers, and the higher costs of doing
business and delivering training in remote regions.

The Service Canada key informant acknowledged that the Jam es Bay Agre ement
contained stipulations providing for training and capacity building which provided a solid
funding basis for these activities with the K RG. This placed th e KRG in an enviable
position in relation to other AHRDASs in th e country, although he agreed that the amount
was insufficient to meet all the capacity development needs of KRG.

All key informants (KRG and Service Canada) and stakeholders interviewed agreed that
the KRG had sufficient tools and capacity to effectively deliver, manage, and administer
the AHRDA. There was agreem ent that staff turnover at the AHRDA wa s not a problem
as turnover is low. KRG is considered to be one of the better employers in the region and
offers good benefits.
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There was also agreement among key informants and stakeholders that capacity development
efforts ha ver esulted i n mor e ¢ onsistent and reliab le serv ice d elivery atall lev  els.
Improvement w as m ost vis ible at the com munity level. Managers observed t hat Loca |
Employment Officers w ere m aking fewer errors, requiri ng fewer interventi ons from thei r
managers.

Service Canada reported reduced need for follow-up related to specific forms submitted
by the Local Employment Officers and attributed this to increased capacity development.
One stakeholder noted thatthes taffatth e m ain off ice excelled at handling  the
complexities involved in coordinating comm ittees, in cluding the Kativik Regio nal
Employment and Training Comm ittee. A KRG informant also noted that the DETISC
consistently surpassed targets set out in the agreement since its inception, in no small part
due to the increasing capacity of KRG. A review of quarterly and annual reports
supported this assessment.

3.2 Partnerships

Partnerships with Federal and Provincial Governments

Through the structure created by the Jam es Bay Agreement, the KRG has successfully
established partnershi ps with both federal and prov  incial governm ents. All funding
from these governm ents for em ployment, training, and daycar e for Nunavik f lows
through the KRG.

At the federal level, KRG has two additional agreements with:

e Indian and Northern Affa irs Canada funding prim arily for youth program s ($920,000
in 2005) . Of this am ount, KRG also participat ed with the Kativik Sch ool Board to
oversee $319,690 annually in Indian and Northe rn Affairs Canada funding for training
related to special circumstances or the use of private schools (e.g. for pilot training).

o Health Canada for the Aboriginal Head Start Program ($529,919 in 2005).
Provincially, KRG has agreements with:

e The Ministére de I’Em ploi et de la Solidar ité sociale of Quebec, for incom e security,
employment, and training program s. Childcare services were also transfe rred in 20 04,
under a block funding agreement known as Sivuniurmut ($13,419,531 in 2005).

» The Sanajiit project, a five-year agreement signed in 2004, whose objective is to increase
the number of Inuit working in the region’s construction sector ($517,672 in 2005).

o Emploi-Québec, which provides on-the-job training for Inuit interested in work ing at
the Raglan mine ($800,000).

Since 2005, this amount is included in the agreement with Service Canada.
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At the provincial level, the KRG works clos ely with the government of Québec on major
economic initiatives. Under the Sanarrutik Agreement'* signed with province, for example,
a substantial number of new jobs in such varied categories as park wardens, conservation
workers, and regional detention centre workers, will be created. Working closely with the
province on such initiatives keeps the KRG in touch with present and future labour
market trends, enabling the KRG to plan accordingly.

The Unique Role of the Kativik Regional Employment
and Training Committee

Staff and stakeholders interviewed believed that KRG had developed an effective linkage
with regional and community stakeholders. The AHRDA sits on a number of committees
that bring together private and public stakeholders in the re gion to develop labour market
development plans in a cooperative and coordinated manner. The most important of these
committees is the Kativik Regional Employment and Training Committee, whose current
membership includes most of the major private and public sector employers in the region.

Current members are:

o Avataq Cultural Institute.

 Kativik School Board.

o Federation of Cooperatives of Northern Québec.
o Tagramiut Nipingat Inc."

o Nunavik Regional Board of Health and Social Services.
 Kativik Local Development Centre.

o Makivik Corporation.

 Association of Secretary-treasurers of Nunavik.
o Landholdings Corporation Association.

o Saputiit Youth Association.

o Saturviit Women Association.

The Kativik Regional E mployment and Training Committee provides a unique forum in
which all major Nunavik stakeholders and em ployers'® can address labour m arket needs.
The Committee holds two m eetings a year, ge nerally one via teleconf erence and one in

14 The 25- year p artnership agreem ent was signed in 2002 and provided incr eased responsibiliti es to the Inuit of
Nunavik for economic and community development.

'3 Taqramiut Nipingat Inc. is a radio and television network that broadcasts in Inuktitut throughout Nunavik.

' One important emplo yer in the region, th e Northern Stores re tail chain, did not sit on the Kativik Reg  ional
Employment and Training Committee.
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person. KRG’s Em ployment, Training, Incom e Support and Child Care departm  ent
coordinates the m eetings, which are docum ented in m inutes. Staff from the KRG
DETISC de partment communicate with othe r c ommittee mem bers in order to iden tify
training needs and priorities across sectors.

Recommendations are presented to the Ka tivik Regional Council for approval. Once
approved, priorities are forwar ded to the KRG, where training programs are negotiated
with sponsors on an individual basis, based upon program criteria and available funding.

The Kativik Regional Employment and Training Committee has proven to be an effective
tool for labour market planning. A series of sectoral studies, prepared in consultation with
committee partners, identified human resource needs and priorities in key sectors including
daycare, construction, tourism, community services, mining, health, social services, youth
as well as comm unications and technology. In addi tion to the sector studies, the KRG

also produces the Jobs in Nunavik report, the results of a survey carried out with major
Nunavik employers. The docum ent provides a deta iled statistical analysis of current and
future conditions in the labour m arket. These outputs and infor mant feedback confir m
that Kativik Regional Employm ent and Tr aining Committe e members share a common

vision and cooperate well in developing effect ive programs and strategies that provide a

solid basis for regional labour market planning.

The DETISC has evolved an effective approach to consolidating the direct input of the
primary employment and training stakeholders in the region.

DETISC also has a se at on the Raglan Em ployment and Training Technical Committee,
along with representatives of the Kativik School Board and the Xstrata Raglan m ining
entity, Société miniére Raglan du Québec. The committee is m andated to m aximize the
employment of Inuit at the Raglan mine site. Recent activities includ e the establish ment
of an underground stope'’ school and an apprenticeship program for miners.

The DET ISC also belongs to the Native E mployment Developm ent Comm unication
Network, created by Indian and Northern Affa irs Canada to facilitate communication among
members concerning employm ent opportunities for Aboriginal people s within gov ernment
departments a nd Abor iginal or ganizations. An Internet sit e provi des Local Em ployment
Officers with information about job postings that may interest their clients.

These committees provide an opportunity fo r e xtensive and conti nual consultation and
input, from all major sectors and employers in the region, into the development of effective
labour market strategies. The process allows the region'® to prepare the workforce for large
shifts in the regional economy as well as to take advantage of sm aller, more localized
opportunities.

17 Stope mining is a process to extract ore that follows a step-like process.
18 «“Region” here refers not to the Nunavik region but to a northern Quebec region.
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Private sector partnerships

The DETISC has successfully form ed partners hips with most of the prim  ary private
sector employers in the region. As the relatively s mall size of the regional economy and
markets limits the number and size of private sector businesses, however, key inform ants
believed there was little opportu nity to expand on the num ber of current private sector
partnerships.

While private sector clients deal with KRG’s economic development department, human
resource needs are directed to the DETISC. Many smaller businesses also take advantage
of the training opportunities offered by th e AHRDA. Key infor mants, including the two
stakeholders interviewed, described a str ong spirit of cooperation and willingn ess on the
part of the AHRDA to work with the private sector to devel op solutions to labour market
needs in the region.

As noted above, the Kativik School Board, Xs  trata, and KRG also participate in the
Raglan Employm ent and Training Techni cal Comm ittee and the Kativik Re  gional
Employment and Training Comm ittee. The latt er has several m embers from the private
sector, representing a large segm ent of it. One m ember, Makivik Corporation, is the
owner of First Air and Air Inuit, in addition to a wide range of other regional businesses
including tourism, fuel supply, retail, and others.

Key inform ants from KRG and Service Ca nada and stakeholders reported the
partnerships with the privat e sector via the Kativik Regi onal Employment and Training
Committee and Raglan Employment and Training Technical Committee were effective in
helping Inuit gain the skills they needed to be employed.

The Raglan Em ployment and Training Tec hnical Committee’s training program s in
underground work for Inuit, including its stope school, op ened a whole new area of
potential employm ent for Inuit. The sheer number of Inuit goi ng through the K ativik
Regional E mployment and Training Comm ittee and Raglan Em ployment and Training
Technical Committee training programs was cited as evidence of successful partnerships,
although Raglan Em ployment and Training Technical Committee at tim es has been
challenged to increase the number of Inuit working at the mine.

While stak eholders ag reed that the Ka  tivik Regional Em ployment and T raining
Committee and Raglan Em ployment and T raining Technical Comm ittee supported the
development of a shared vision and trust between priva te sector p artners, it was
acknowledged that the for-prof it perspective of the private sector did not always align
with the public service orientation of some Kativik Regional Em ployment and T raining
Committee and Raglan Em ployment and Training Technical Committee members. Since
a business’s main focus is to generate prof it, training and em ployment plans that did not
directly lead to that outcome would not be as well supported by the private sector.
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Partnering with other AHRDAS

At the natio nal level, KRG is am ember of the Inuit Human Resources Development
Technical Committee along with five other Inuit AHRDAs. This committee is coordinated
by the national Inuit organiz ation, Inuit Ta piriit Kanatami, and acts as a vehicle  for
sharing information and addressing issues re lating to im plementation of their r espective
agreements. The commi ttee also acts as a general consultation body in which the Inuit
organizations can address wider hum  an re source developm ent strategies, consider
HRSDC initia tives, an d develop recomm endations to g overnment when required.
The Inuit H uman Resources Developm ent Technical Committee mem bers m eet as
needed to discuss issues of mutual concern regarding the AHRDAs.

There has been an ongoing issue with the First Nation Human Resources Development
Commission of Québec and the First Na  tion urban AHRDA in Mo ntreal rega rding
services provided to urban Inuit. The First Nation Hum an Re sources Developm ent
Commission of Québec receives $300,000 per year to provide services for urban Inuit,
but very few Inuit access these services'’. The issue remains unresolved.

Agencies, other Aboriginal organizations, academic
Institutions

The Kativik Regional Employm ent and Traini ng Committee process brings the Kativik
School Board into the labour m arket planning process with KRG and other key Nunavik
employers. Through the AHRDA, KRG provides funding to the Kativik School Board to
work with McGill University on  program s, in areas su ch as teaching and nursing,
specifically design ed to m eet Inu it n eeds. Other educa tional institu tes invo lved in
delivering specialized educational programs include a pilot training school in Ontario and
the Nicolet training institu  te for police tr  aining. These relationsh ips are no t true
partnerships, but contractual service agreements.

3.3 Overlap and Duplication

All informants agreed there was no overlap or duplication in the desi gn and delivery of
training program s by the KRG. This is pr imarily due to the fact that KRG was
responsible for all training and employment dollars through the various agreements it had
with the federal and provincial governments. Combined with responsibility for delivering
social assistance in the region, the AHRDA maxi mizes the effectiveness of its database
by ensuring each client receives the serv ices needed while enabling the AHRDA to use
its funding resources from the various programs to the utmost efficiency’.

1 Kativik R egional Government. Employment, Training, Income Support and Child Care D epartment, Concerns on
Urban Delivery Programs and Services for the AHRD Strategy Discussion, Sept. 2005.
2 1n 2006 the Government of Nunavut sent a delegation to the AHRDA to study the operation of its database.
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3.4 Operational Practices

HRSDC/Service Canada guidelines

All key informants from KRG and Service Canada agreed that the AHRDA contribution
agreement itself provid ed the m ain source of direc tion an d def inition on operational
activities and the design and delivery of programs and services to clients. KRG also uses
its own guidelines to deal with the unique ci rcumstances of the region. Definitions are
provided in the agr eementand arer espected. Additio nal HRSDC directive s and
guidelines are generally issued approxim ately twice per y ear. Key inf ormants were
unanimous in stating that there were no issues in this area.

The Service Canada regional office in Montr eal provides ongoing training and support in
the interpretation of operat ional guidelines through its program  consultants. These
consultants visit the region twic e a year to con duct site v isits and p rovide training and
support where needed. Ongoing support is availa ble as needed via telephone or em ail.
The Service Canada inform ant indicated that additional support on sp ecific issues could
be accessed from HRSDC if needed.

Key infor mants and docum ents reviewed (correspondence between KRG and Service
Canada) revealed that there is a very good working relati onship between KRG staff and
the Service Canada consultant facilitating th e flow of information and support. KRG was
considered by informants to be self-sufficient in most areas. This was attributed in part to
the presence of a for mer HRSDC st aff person working with the AHRDA, providing a
solid basis for AHRDA operations and enhancing the ability of Service Canada and KRG
to work together.

Mechanisms

A formal appeal process has been es tablished as per the AHRDA. DETI SC clients who
wish to appeal a decis ion are initially refe rred to front-line AHRDA staff. Unresol ved
appeals are directed to senior staff, then the Directo r, and then to the Executive
Committee for review. It was reported, however, that the formal appeals process is very
rarely invoked.

3.5 Disabilities, Gender, and Youth

Disabilities
The contribution agree ment provides KRG wi th $56,190 per year for progra mming and
services to help people with m ental and physical disabilities to find and keep ¢ mployment.

The funding to date has been used primarily to promote programs that enc ourage disabled
people to access the existing services and programs available from KRG.
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Barriers experienced by people with disabi lities to acc ess KRG pr ograms and services
include the difficulty of getting information to disabled clients (who do not usually visit
the Local Employment Officers) and their reluctance to self-identify as disabled. To help
address these issues, K RG developed an action plan ' for disabled people. The action
plan identified a need to:

e Develop internal processes to identify and address the needs of disabled clients;

e Train staff on dealing with disabled people and directing them to appropriate programs
and services.

One per cent of the par ticipants accessing ser vices reported having a disability and, whil e
programs and services were availabl e for thes e in dividuals, KRG inf ormants n oted th at
having funding for disabled people originate from Employment Insurance Part II limited the
application of the funding. Disa bled people in Nunavik were not active participants in the
labour force, thus reducing their eligibilit y. The am ount of the fund ing available was also
limited considering the high costs of delivering training programs and services in the region.

Gender

KRG delivers no gender-specific pro grams. Programs are accessed on an equitab le basis
by men and women. Certain programs offered by the AHRDA are flexible in their structure
and content whic h ca n allow progra mst o be tailored to m eet th e needs of wom en.
For example, the Her itage Program is im plemented by ind ividual com munities, w hich
have considerable leeway in how to use the program fundi ng. In 2004-2005, three
Heritage Programs targeted women’s traditional activities including clothing making.

Key informants, stakeholders, daycare staff, and discussion group participants agreed that
the re gion’s daycare system had a positiv e impact in enabling m ore women to become
employed and to allow them to attend training programs.

Youth

Youth in Nunavik form a m ajority of the overall population, and re present the biggest
single dem ographic gro up accessin g the AHR DA program . In addition to its genera |
programming, KRG has several program s directed primarily at youth, for which take-up
has been good in the K RG region. AHRDA data re veal that 38% of all participants were
between the ages of 17 and 27, although this number was slightly lower in the HRSDC
data, which showed that only 27% were in ~ the sam e age range. Data also sho w that
almost three hundred individuals (or seven per cent of clients) were less than 15 years old
at the time of their intervention.

Programs that have a high percentage of yout h participating are the Challenge Program ,
the Heritage Program, the Stay-in School Program, and Job Entry.

2! Conclusions and recommendations for regional action plan on disabled people, KRG, no date.
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Job Entry targets disadvantaged youth, with the objective of providing a com bination of
education and job experiences to increase employability.

The Stay-in School Program encourages student s to finish high school and thus form a
solid basis for seeking furt her training or employm ent after high school. High-risk
students are the prim ary target group for  the program . Youths are encouraged to
participate in a range of activities which, in 2004-2005, included a bakery, a youth centre,
arts and crafts, cultural trades, and a science camp on the land.

The Challenge Program provides employment opportunities for students. Wage subsidies
are provided to em ployers to hire student s for summ er employment and between school
semesters. The program is intend ed to enco urage students to try different fields of
employment and to develop good work habits.

Key Informants reported that language and lack of literacy and essential skills are barriers
for youth. Funding is som etimes insufficient to m eet the rapidly growing needs of the
region. Many Nunavik communities have lim ited em ployment opportunities, making it
difficult for youth to find work even after successfully completing their training.

3.6 Relationship with HRSDC/Service Canada
and Aboriginal Human Resource Council

The Service Canada regional office is res ponsible for overseeing the implem entation of
the AHRDA. A review committee comprising both Service Canada and KRG representatives
was established to assist in communication and information sharing. The comm ittee was
initially supposed to me et annually, but the la st meeting was held in 2003. The se meetings
had been replaced by a num ber of negotiation meetings needed in order to sign the last
agreement.

KRG maintains a good working relationship with the Service Canada regional office in
Montreal, but does not rely heavily on Servic e Canada or HRSDC na tional headquarters
for support. KRG deals prim arily with a Prog ram Consultant at the regional office of
Service Canada. There is no form al protocol guiding the relationship: both parties rely
upon the contribution agreement if questions arise.

The Program Consultant provides the first ~ point of con tact for functional support,
operational m atters, reporting procedures, updates on guidelines, training support, and
general guidance on compliance with the AHRDA . Twice a year the Pro gram Consultant
visits the main KRG office in Kuujjuaq and, on occasion, Inukjuak or other communities
in the region for general monitoring, liaison, and reviewing financial records.

Documents and interviews conducted at KRG’s main office suggest a po sitive, informal
working relationship and good com munication between the KRG and Service Canada.
Staff are comfortable contacting the Service Canada Program Consultant via telephone or
email at any time for any reason.
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The DETISC provides quarterly financial r eports and up loads its ad ministrative data
monthly. Annual reports are com pleted prom ptly and copies sent to Service Canada.
There were no challenges reported or identified in this area.

Regarding communication m aterials from Service Canada or HRSDC, KRG staff
acknowledged the Service Canada website and the fact that m aterials were available, but
simply did not have a need for these.

Aboriginal Human Resource Council (AHRC)

Key informants were only generally familiar with the AHRC. KRG informants knew of the
organization and its basi c purpose, but percei ved it as focuse d on First Nations and the
western portion of the country. KRG had sent staff to participate in several AHRC forums.

KRG informants believed that the AHRC did not appreciate the differences am ong the
AHRDAS and the regions in which they operated. Each region is distinct in its needs, and
consequently in labour m arket dem and solutions. Quebec, for exam ple, has a well-
developed apprenticeship program in operation, as well as a long hist ory of strong union
development, which KRG did not feel the AHRC tools, workshops, and sectoral meetings
took into account. It was suggested that th e AHRC’s work m ight be more valuable to
employers than to the AHRDAs themselves.

Key i nformants coul d not identi fy any AHR C tools (such asthe I nclusion Ne twork).
However, KRG is planning a private sector conference with other Quebec AHRDASs under
the auspices of the AHRC.
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4. First Nations and Inuit Child Care
Initiative Component

4.1 Overview and Description of FNICCI at the
AHRDA Level

KRG oversees, admini sters, and supports 17 daycare f  acilities in Nunavik. Funding,
administration, and support of the daycares is centralized t hrough KRG’s main office in
Kuujjuaq. With 815 full-ti  me registered da ycare spaces, the daycar e centres e nable
hundreds of parents to pursue employment and training opportunities.

In 2005-2006, KRG received funding for childcare services in Nunavik from three sources™:

o Through the Sivunirmut agreem ent with Québec, the M inistére d e I’E mploi et de la
Solidarité sociale transferred $11,490,000 to the KRG.

e HRSDC (FNICCI) transferred $1,390,775.
o Health Canada (Aboriginal Head Start) transferred $724,607.

FNICCI child care program funding provided by KRG can be used for:
e Teaching native culture and language.

o Transitional wage for special needs or relief staff.

e Program supplies.

o Equipment purchases.

 Building repairs, upgrades, renovations.

o Staff training.

o Health and safety.

o Nutrition programs.

o Extra curricular activities.

e Latchkey programs.

FNICCI funding is placed into a general f  unding pot and is distri buted to individual

daycare centres within thei r m onthly allocations. Fundi ng contributions from HRSDC
toward the childcare program totalled $1,390,775 and was intended m  ainly to reduce

staff-child ratios, although federal funds are supplemental to provincial funds and specific
activities or results are difficult to attribute to the presence of federal funds.

22 DETISC Annual Report 2005-2006.
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The DETISC Childcare Section carries ou t strategic planning for the region’s childcare
programming. This planning is integrated with the overall KRG annual budget planning
exercise, bu t also enco mpasses planning fo r developm ent and delivery of training
programs to m eet specific needs. Key factors  in th is p rocess a re the availability of
resources (financial and human) and the population growth of the specific communities.

No funding issues were identified in discu  ssions with infor mants and with discussion
groups. KRG staff however, noted that the rapid growth in the population was straining
the capacity of the existing centre to provide adequate services to the communities. Staff
believed that m ore funding was needed, part icularly from Québec, to provide more
spaces and meet regional needs.

4.2 Child Care Needs: Capacity

Special Needs Children

Currently very f ew children are formally id entified as “s pecial needs” in the Nuna vik
daycare centres =, This may be due inpart toast rong cul tural tende ncy not tos ee
physically disabled people as being a burden or requiring special attention. Only one ¢ hild
in the daycare sites visited was identif ied as special needs. But interviewed staff indicated
that the number of speci al needs children was likely much greater. They acknowledged a
substantial lack of capacity to identify and diagnose disabilities within the centre, as well as
a lack of expertise needed to address such needs. The Nunavik Regional Board of He alth
and Social Services is responsi ble for pa ying for the diagnosis, hos pital report, a nd
education plan, but there remain serious limitations on the services available.

Discussion groups’ participants indicated that issues associated with special needs children
were not a priority, due primarily to the perceived lack of children with special needs.

Registration Process

Only parents registered with a specific daycar e facility can leave children there. So me
centres m aintain a few spaces forem  ergencies. All centres follow the principle of
first-come, first-served in allocating the limited number of spaces available.

Licensing

Under the agreem ent signed with Québec, KR G is responsible for issuing licences,
inspecting facilities, and providing technical and professional expertise and support to the
centres, parents, and co mmunities involved with childcare. All centres in the region are

2 According to K RG docum entation, thr ee com munities were i dentified as ha ving one handi capped child each
(Kangiqgsualujjuaq, Salluit, and Inukjuak).
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currently lic ensed. Key inf ormants identified a need to u pgrade the qualif ications of
daycare staff who had not completed any formal training.

4.3 Excess demand

Documents provided by KRG ** indicated that every daycar e centre in th e region had a
waiting list. The Centre de la Petite Enfance Tasiursivik Childcare Centre in Salluit has a
current waiting list of 100, while Centre de la Petite Enfance Tumiapiit Childcare Centre
in Kuujjuaq has a waiting list of 44. Information from both the centre staff and discussion
groups indicated that the waiti ng time was at least one year, and as long as two years in
some communities.

The long waiting lists were consi dered by sta ff and di scussion group participants to be a
clear indication of the s trong need for m ore da ycare spaces. Several par ents noted t hat
being placed on the waiting list at the local daycare centre was becoming part of the family
planning process for many families. A study conducted by the KRG on the childcare sector
estimated that an additi onal 580 spaces woul d be needed by 2009, and that 210 new
staffing positions would be needed to meet the future daycare needs of the region™.

4.4 Child Care/staff ratio

There was no infor mation avail able regarding chil d care/staff ratio either at the regional or
community le vel. Th e FNICCI Coordinator repor ted 215 daycare st affin the re gion
currently. Detailed information on part-time staff for the region was not available. The Centre
de la Petite En fance Tumiapiit Child care Centre in Kuujjuaq employs 13 regu lar educators
(7 full-time, 6 part-time) in addition to a number of back-up workers available on short notice
to cover for oth er regular staff. The m anager and financial clerk were half -time positions.
There are also two cooks, one secretary, one dri ver/maintenance, and one assistant m anager
position. The Centre de la Petite Enf ance Tasiursivik Childcare Centre in Sall uit e mploys
10 full-time educat ors, a ful 1-time manager, a part-tim e as sistant manager, a part-tim ¢
financial clerk, two cooks, a secretary, and one janitor, plus people on a stand-by list.

4.5 Staff training and credentials

The FNICCI Coordinator stated that approx imately 50 % o f daycare staff in the region
were certified, although the numbers varied across centr es. A KRG study conducted on
the em ployment and training needs of the chil dcare sector in Nunavik estim ated that
143 of the childcare workers were untrained®,

2 Correspondence on waiting list and handicap children, KRG, 2006.
2> Employment & Training Needs for Childcare Sector of Nunavik 2004-2009, KRG, May 2004.
26 :

Ibid.
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At the Centre de la Petite Enf ance Tumiapiit Childcare Centre in Ku ujjuaq, 5 staff were
certified, while 8 were either in the process  of becoming cer tified or we re not certifi ed.
In the Centre de la Petite Enf  ance Tasiur sivik Childcare Centre in Salluit, 5 of the

10 workers were certified.

Training is recognized by the KRG as being a key com ponent in the developm ent of a
successful daycare system. A sectoral study conducted by KRG lays out a strategy for
meeting the long-term needs of daycare sector 2’ The strategy suggests strong m easures
will be nee ded to en sure ex isting shorta ges of spaces and child care workers do not
escalate drastically as the rapid population growth of the region continues.

In 2005-2006 a number of training initiatives were conducted for staff of daycare centres,
including program s on nutrition and m enu preparation for cooks **. Training childcare

staff in Inu ktitut in ev ery comm unity rem ained a p riority f or KRG. The s tandard
childcare course delivered to daycare staff in the region currently consists of 1,400 hours

of instruction and work expe rience and leads to a college diplom a. The Kativik School

Board delivers the courses that usually last for 2-3 weeks per module.

In 2005-2006, courses were held in Kuujjuaraapik, Puvirnituq, Inukjuak, Ivujivik, Salluit,
Tasiujaq, and Kuujjuaq. Staff within DETISC ’s child care section were also train ed to
provide instruction for childcare centre board s of directors. Fina lly, a childc are c entre
director m entoring proj ect was carried out for a second consecutive year 2. Childc are
managers are also encouraged to take one-week m odules th at focus on specific issues
such as nutrition; curriculum  developm ent; how to work with parents, staff, and
management; and other topics.

KRG provides most training to childcare sta ff in the community, although som e training
programs are offered in regional centres.

Challenges in the areas of staffing and quali fications relate primarily to funding. The KRG
sectoral study on daycares found that “Since about 95% of the funding of the centres comes
from government programs that have no provisions for traini ng, the centres are not able to
purchase training to meet their needs.” *° KRG and day care staff infor mants agreed t hat
funding, f acilities, and instructors were key ~ factors that determ ined whether training
programs could be pursued.

Other barriers to training staff included the need for training delivered in Inuktitut, which
limited the num ber of eligible instructors and course materials available. Low levels of
formal education am ong many staff requires th at training program s be t ailored to meet
the needs of the participants, while m eeting regulatory requirem ents. Training for
accreditation also requires a commitment of up to 1,400 hours. This excludes m any staff,
most of whom have young families themselves.

*7 Tbid.

The nutritional program was developed in part to address the high levels of anaemia or iron deficiency found among
many Inuit children.

? KRG Annual Report 2005-2006.

3% Employment & Training Needs for Childcare Sector of Nunavik 2004-2009, KRG, May 2004, p. 2.
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It was noted that som e staff were not paid to attend the training. At one daycare, the
Board decided to pay tr ainees their wages as if they were still work ing at the daycare,
in order to encourage them. Informants agreed that ongoing training was needed to ensure
that staff skills were sharp and current.

4.6 Adequacy of operation and facilities

Daycare centres are open from 8:30-5:30, alth ough there is som e flexibility locally in
extending these hours. These hours were acceptable to everyone interv iewed, including
discussion group parents.

The FNICCI Coordinator stated th at the am ount spent on construction and renovation
over the past 5 years varied, bu t that $3 million had been p ut aside for renovations and
repairs for the region’s daycare facilities.

As m any of the centres in the region are relatively new, only basic repairs and
maintenance have b een needed by m ost of the cen tres. The following repairs were
identified by the informants at the sites visited:

o Kuujjuaq - needed pain t, a bigger kitchen, a new entrance ram p (as th e current ramp
was too close to the road and presented some safety issues), and a bigger storage shed.

o Salluit — needed a new entrance for the facility, new toilets, several windows, and painting.

The centres set their fees ($7 per day per child) based on provincial legislation. Informants
and discussion groups both indicated no issues related to the fee structure.

The informants and discussion group participan ts identified the main reasons for parents
placing their children at the centres was to en able the parents to work or attend training
programs, to allow children to learn m ore about their trad itional culture and lang uage,
and having the children referred to a centre by Health and Social Services.

4.7 Staff retention

Staff turnover rates for daycare centres vary b etween communities. In  Kuujjuaq, key
informants and discussion group participants identified increased competition for workers
as the single m ost important challenge facing the daycare centre. Other reasons cited for
the high turnover rate included lack of com petitive benefits, the lack o f housing for staff
(particularly an issue for those staff from other communities), and the fact that it was hard
work. The staff turnover rate has been so hi  gh that roughly one th ird of the available
spaces have gone vacan t, averaging only 50-55 children in the 80 available places. This
was a particular concern raised in discussion group, as there was a substantial waiting list
for available spaces.

In Salluit, the problem of staff turnover wa s a serious challenge fo r the centre as well.
Staff found it difficult to m eet the requirem ents of the pos ition, including the n eed to
show up on time and ready for work on a regular basis.
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Wages were not identified as a factor contri buting to high turnover rates. At $20 an hour
on average, daycare centre staff were g etting paid approxim ately 50% m ore than their
provincial counterparts in other parts of Québec. Research duri ng site visits to Kuujjuaq
and Salluit at the local Northern Store, Co -op, and two hotels suggests that the average
wage paid by these employers was approximately $10-11 per hour.

While daycare cen tre wages were significan tly higher than for some other relatively
unskilled p ositions, th e m ain issue related to staff turnov er invo lved benef its. It was
pointed out by several infor mants and within the discussion groups that other em ployers
such as KRG and Makivik Corporation offered richer benefit packages than the childcare
centres could provide.

4.8 Integration of programs

Contribution to Community Development

Key infor mants and discussion group particip ants agreed the daycare system provided
considerable benefits to the region, complementing community and regional development
efforts. Key am ong these benefits was that children graduating from the program were
perceived to be m uch better pr epared to enter the regular school system, with superior
academic and social sk ills. A m ajority of info rmants believ ed that children were better
nourished and developmentally ahead of those children who did not attend the centre.

KRG informants indicated that th ere were widespread econom ic benefits to the region.
The num ber of wom en em ployed m ade a m easurable impact on the incom es of their
families and communities. The m any cultural elements incorporated into program ming
were also widely cons idered by infor mants to be an importan t ele ment in reinf orcing
language, cultural, and social values.

Aboriginal Head Start and Health Services

Aboriginal Head Start program s are co-located and integrated into all daycare centres in
the region. A number of other services were either available in the centres or coordinated
by them . Public health nurses com e several times a year for variou s reasons s uch as
hand-washing dem onstrations, flu shots, a nd other public health  initiatives. Dental
hygienists com e in twice a year to do basi ¢ check-ups and cleaning. All centres also
deliver nutrition programs.

Formative and Summative Evaluation of the Kativik Regional
Government Aboriginal Human Resources Development Agreement



Cultural Components

Discussion group participants believed that children at the da ycare were strongly aware of
their Aboriginal culture, due in part to its primacy at the centres. The centres provide strong
support for the cultural developm ent of ¢ hildren. The most i mportant cultural influe nce
integrated into programming is the predominant use of I nuktitut. Inuktitut is often the only
language spoken at the daycare s, with Englis h and French only use d when require d.
Most use Inuit curricula and progra mming de veloped spec ifically for Nunavik. Othe r
important cultural components incl ude culturall y appropriat e m enus, the participation o f
elders in storytelling and crafts de monstrations, day trips on t he land, an Inuit storybook,

and the presence of a nearly all-Inuit staff.

An 1 mportant elem ent of the services pr ovided by the centres in cludes a nutritional
program. Docum ents reviewed on site outline the specif ics of a Nunavik nutritional
program policy that incorporates  traditional foods where possible *'. The 2004-2005
Annual Report identifies daily menus that are based on traditional foods rich in iron, such
as caribou, seal, beluga, char, berries, goose, and mussels®?.

3! Nunavik Childcare Centres — Nutrition Policy, KRG, 2006
32 KRG Annual Report 2005-2006, p. 33.
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5. Assessment of Data Collection and
Accountability Systems

5.1 Overview of Data Collection and Accountability
Systems

The contribution agreement signed between HRSDC and the KRG specifies, in schedules
E and F, the accountability and data exchange systems.

Schedule F, Results Measurement Criteria and Targets, establishes criteria for measuring
results for E I and non-E I clients, youth, and pe ople with dis abilities. M ore specifically,
Schedule H specifies reporting requirem  ents and targe ts f or the f irst year of the
agreement (2005-2006) as follows:

(a) Use the foll owing criteria for measur ing the results of assistance provided to EI clients
under the labour mar ket programs described i n Section I of Sche dule B, funding for
which is bei ng provided to KRG by the Ca nada Commission under se ction 63 of the
Employment Insurance Act:

0 At least 75 EI clients r eturning to employment (including self-em ployment) as a
result of participation in AHRDS Program.

0 At least 100 completed labour m arket interventions by EI clients under AHRDS
Program.

0 The amount of unpaid benefits from the Employment Insurance Account.

(b) Use the following criteria form  easuring the results of assistance provided for

unemployed individuals, other than El cl ients, under the labour m arket program s
described in Schedule B:

0 At least 100 clients returning to employment (including se If-employment) as a
result of participation in AHRDS Program.

0 At least 75 completed labour market interventions by non-EI c lients under AHRDS
Program.

0 The amount of unpaid social assistance benefits as a result of AHRDS Program.

(c) Use the following criteria form  easuring the results of assistance provided for
unemployed youth under Youth Programs described in Schedule B:

0 At least 200 youth completing program interventions.

0 At least 100 youth obtaining employment (including self-employment) or returning
to school.
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0 For Summer Career Placement like programs, at least 200 summer jobs created.

(d) Use the following criteria form  easuring the results of assistance provided for

disabled individuals under th e program s for persons with disabilities described in
Schedule B:

0 At least 2 clients returning to e mployment (including self-employment) as a result
of participation in AHRDS Program.

0 At least 2 clients completing labour market interventions under AHRDS Program
or AHRDS Service activity.

0 The amount of unpaid social assistance benefits as a result of AHRDS Program.

(e) Use the following criterion for m easuring the results of assistance provided under the

Childcare Program: at least 302 childcare spaces supported and occupied.

(f) Use the following criteria for m  easuring the results of assistance provided for

individuals under the KRG’s Territorial Programs described in Schedule B:

0 At least 100 individuals participated in the KRG’s Territorial Program activities
(interventions).

0 At least 60 clients returned to employm ent (including self-em ployment) after
being referred to the KRG’s Territorial Program activities (interventions).

0 At least 60 individuals successfully com pleting KRG’s Terr itorial Program
activities (interventions).

0 The amount of savings to income support programs.

Schedule E, Information Requirements, specified that the KRG will provide upon request all
or any of the follow ing information on a per client basis fo ruse by C anada in m onitoring,
assessing, and evaluating the effectiveness of assistance provided under the agreement:

Name.

Social insurance number.

Address.

Date of birth.

Name of program in which individual is involved.

Length of program (start and end dates).

Completion information (certificates issued, incomplete, etc.).

Withdrawal from or termination date of program.
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5.2 Key Definitions and Performance Indicators

Definition of a Program Intervention

Appendix C of the Accountability and Data  Exchange Technical Guide provides the
following definition of an intervention **: “Intervention — an activity such as a project or
training course in which an individual participates in order to achieve his/her employment
goal. An interven tion usually in volves th e payment of financial assistance to the
individual.”

Definition of Client Success

Primary Indicators of Success:**

o Number of Aboriginal clients employed or self-employed.
o Number of Aboriginal clients who return to school.

e Unpaid EI Account Part I Benefits.

o Number of Aboriginal clients served.

Secondary Indicators of Success:>>
o Unpaid Social Assistance Benefits.

Number of individuals accessing AHRDA office.

Number of Aboriginal disabled persons who return to work.

Number of clients who successfully complete interventions.

Number and types of partnership created.

Childcare spaces supported and occupied.

Definition of an Employment Return

Valid employed results include “Employed” and “Self-Em ployed’**®. The Clients Em ployed
Indicator, as defined in Section 2.1, is ‘The number of insured participants (active and former
Part I C laimants) who have been referred to an d participated in an EI Part II Activity’ and
who have subsequently re turned to em ployment.™’ There are two m ethods of determ ining
“employed” for accountability purposes: case manager entry and the automatic calculation of
employed using the 12-week, 25% rule.

33 AHRDAs: Accountability and Data Exchange - Technical User Guide (November 27, 2006)
3* AHRDAII: Methods To Measure-Accountability Framework (August 31, 2004)
35 :
Ibid.
36 AHRDAII: Methods To Measure-Accountability Framework (August 31, 2004)
37 AHRDAs: Accountability and Data Exchange - Technical User Guide (November 27, 2006)

Formative and Summative Evaluation of the Kativik Regional 41
Government Aboriginal Human Resources Development Agreement



42

Effectiveness of Unpaid El and SA as Indicators

These indicators are not perceived to be  useful by the AHRDA and Service Canada at
both the Quebec regional office and National Headquarters.

5.3 Gaps and Limitations between AHRDA and HRSDC
Clients Administrative Records

Table 7 p resents frequency of availability of inf ormation for each of eight var iables
required in schedule E of the contribution agreement. Some data are m issing on the date
of birth and information on withdrawal from or termination date of program could not be
interpreted based on the data and the available data dictionaries.

Table 8
Frequencies of Required Variables for Each Intervention

AHRDA HRSDC
Variable Administrative Administrative
Data* Data*

Name 6784 All data masked
Social Insurance Number 6781 All data masked
Address O*** All data masked
Date of Birth 6089 5892
Gender** 6784 7178
Aboriginal Status** 6785 7178
Disability Status** 6781 7177
Educational Attainment** 6778 7176
Name of Program in which individual involved 6785 7178
Start and End Date of Program 6769 7174
Completion Information 6749 7177
Withdrawal from or termination date of program Not evident**** Not evidentr***
Total Cases 6785 7178
Sources: AHRDA HRSDC data. The unit of analysis for both sources was the intervention.
* Not declared, unspecified, no response and invalid values are not included in these totals.
** Data on these variables were not required in the KRG Contribution Agreement, but were provided. They are
therefore included in this summary table as they are frequently required in other AHRDA contribution
agreements.
*** Only the community name was provided, as there are no civic addresses in Nunavik
**** Not evident based on the data and data dictionaries received.

5.4 Setting Targets

The AHRD A coo rdinator an d th e reg ional coo rdinator of S ervice Ca nada indicated that
targets are set an  nually ba sed on historical trends. Neither Re gional nor AHRDA
coordinators in terviewed ind icated tha t ex ternal f actors a re cons idered in s etting ta rgets.
Table 8 dem onstrates that th ¢ AH RDA has ¢ onsistently m et all ta rgets for th e yea rs of
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interest and freque ntly exceeded targets by a substantial num ber. But targets for 2004-2005
and 2005-2006 suggest that gr eater attention should be paid  to setting ta rgets ba sed on

historical results and contextual factors; the targets are low compared to the reported results.

Table 9
AHRDA Targets

2003-2004 2004-2005 2005-2006
Target

Target Actual Target Actual Target Actual
El Employment returns 0 205* 75 228* 75 252*
El Intervention 0 285* 125 276* 100 111*
completions
El Unpaid Benefits 0 $204,223* | $100,000 | $212,317* 0 $390,306*
CRF Employment returns 0 420* 100 471* 100 473*
CRF Intervention 0 1508* 165 1712* 165 1927*
completions
CRF: Unpaid Income 0 $3,601* 0 $12,878* 0 $13,035*
Support/SAR Savings
Youth: Employment and 0 721* 100 779* 100 645*
Education Returns
Youth: Intervention 0 863* 200 958* 200 943*
Completions
Disabled: Employment 0 4* 1 8* 2 8*
Returns
Disabled: Intervention 0 18* 2 21* 2 21*
Completions
Disabled: Unpaid Income 0 o* 0 $1,116* 0 $3,856
Support/SAR Savings
Sources: AHRDS Intranet, AHRDA Target Detailed Reports.
Note. The statistics for Youth and Disabled clients are subsets of the sum of the El and CRF components.
* Target reached or exceeded.
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6. Client Characteristics and Qutcomes

Key variables of interest have been extr acted from the AHRDA and HRSDC data f iles.
This inf ormation is usef ul in determ ining charac teristics of AHRDA clients and

intervention outcomes. Discrepancies between databases are highlighted below. Over all,
the data quality for th is AHRDA is good with one exceptio n. Entries for date of birth in

client records show m any inaccuracies, result ing in a relatively high error rate in ~ the
HRSDC data. Otherwise, overall error rates are low.

Number of Participants and Interventions

Comparing clients records received from HRSDC and the KRG (see Table 9), the number
of clients identified in th e AHRDA database (3,686) was lower than in the HRSDC
database (3,785).>* The HRSDC database also in cluded an addition al 393 interventions
(7,178 compared to 6,785). The history of th e data upload process from April 2003 to
March 2006 indicates that 200 r ecords were rejected by HRSDC. In fact, the Status of
Action Plans Reports for 2004/05 and 2005/06 1 ndicated 36 and 103 action plans with
data integrity problems respectively. These files are uploaded to the Data Gateway, but
not transferred to the HRSDC database.

Given the history of the data upload proce ss, it is unclear why the HRSDC database
contains more clients and interventions.

Table 10

Number of Participants and Interventions

Average (Mean)
Interventions Clients Interventions per Client
AHRDA Data 6,785 3,686 1.8
HRSDC Data 7,178 3,785 1.9

Sources: The AHRDA and HRSDC databases.

Number of Participants by Gender

Approximately 53% of clients were male and 47% female. Few participants had multiple
gender codes for different interventions, due to data entry errors.

3% The AHR DA database inclu ded info rmation regarding interventions out side t he tim eframe of the evaluation.
The AHRDA data were sup plied on multiple spre adsheets for each year of interest (i.e., 2003, 200 4, 2005, and 2 006).
399 duplicate cases in which all variable values were identical were identified and removed prior to analysis. This study
included interventions with a start date or an en d date between April 1, 2003 and March 31, 2006. Intervention start
dates ranged from January 3, 2000 to June 5, 2006 and intervention end dates from July 27, 2001 to September 1, 2006.
Therefore 86 clients representing 772 cases were removed before the analysis described below occurred.
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Table 11
Gender of Clients
Multiple
Male Female Gender Codes | Missing Data Total
AHRDA Data 1,948 (52%) | 1,730 (47%) 7 (0%) 1 (0%) 3,686
HRSDC Data 2,002 (53%) | 1,770 (47%) 13 (0%) 0 (0%) 3,785

Sources: AHRDA and HRSDC databases. The unit of analysis for both sources was the client.

Number of Participants by Age — Decade of Birth

Based on the data summ arized in Table 11, most clients were born in the 1970s and
1980s. The large incidence of clients with m  ultiple birth dates or m issing data in the
HRSDC database (14% and 6% respectively) to the AHRDA database (1% and 0%) is
noteworthy, but could be explained by errone ous coding. Fifty clients born in the 1980s
and 248 in the 1990s were under the age of 15 at the time of their intervention.

Table 12
Birth Decade of Clients
Multiple Missing
1920s | 1930s | 1940s | 1950s | 1960s | 1970s | 1980s | 1990s | Birth dates Data Total
AHRDA 5 44 129 361 618 822 1,381 | 293 30 3 3,686
(0%) | (1%) | (4%) | (10%) | (17%) | (22%) | (38%) | (9%) (1%) (0%)
HRSDC 15 139 379 628 835 1,036 544 209 3,785
(0%) | (4%) | (10%) | (17%) | (22%) | (27%) (14%) (6%)

Sources: AHRDA and HRSDC databases. The unit of analysis for both sources was the client.

Note. Multiple birth date codes occur when a client has multiple interventions, but the entry for birth date is
inconsistent. The most likely cause of this is data entry errors.

Number of Participants Living with Disabilities

The data on clients with disab ilities are com parable in bo th databa ses, as ¢ lients with
disabilities account for 1% of clients in both instances.

Table 13
Clients with Disabilities
No Missing
Disability No Disability Response Data Total
AHRDA 51 (1%) 3,632 (98%) 0 (0%) 3 (0%) 3,686
HRSDC 52 (1%) 3,732 (99%) 1 (0%) 0 (0%) 3,785
Sources: AHRDA and HRSDC databases. The unit of analysis for both sources was the client.

Number of Participants by Educational Level

In both databases, approxim ately 85% of clie nts were identified as having at least some
secondary education and less than 10% of clients were high school graduates.
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Table 14
Clients by Educational Level

AHRDA HRSDC
0-7 Years 223 (6%) 0
Grade 7 0 249 (7%)
Some Secondary 3138 (85%) 0
Grade 10 0 3235 (86%)
Sec. 5 Graduate 194 (5%) 0
Grade 13 0 163 (4%)
Some College (CEGEP) 62 (2%) 0
College (CEGEP) Diploma 28 (1%) 0
Some University 10 (0%) 0
Post-Secondary 0 110 (3%)
University Degree 25 (1%) 0
Bachelor Degree 0 27 (1%)
Missing Data 6 (0%) 1 (0%)
Total 3686 3785
Sources: AHRDA and HRSDC databases. The unit of analysis for both sources was the client.

Number of Participants by El and SA Status

In both databases, 4% of clients are identified as EI Part 1 clients, 9% as former EI clients,
and 1% as SA recipients. In addition, the AHR DA database identifies whether people were
employed or une mployed prior to progra m par ticipation. These people are classifie d as
non-claimants or non-r ecipients in the HR ~ SDC data for EI and SA res pectively.
The missing data increase sharply in the HRSDC data, which is a clear indication of lack of
alignment in coding for EI between the AHRDA and HRSDC through the data gateway.

Table 15
Client Employment Assistance and Social Assistance Status
prior to most recent intervention
Non-
El EIC EIC SA/ Reach Unem- | Missing | claimant/
Claimant| Part 1 | Part 2 | Welfare| back | Employed | ployed Data recipient | Total
AHRDA 141 299 49 882 2,267 48 3686
(4%) | (8%) (1%) (24%) (62%) (1%) ’
HRSDC 147 324 2,401 913 3785
El (4%) (9%) (63%) (24%) ’
HRSDC 50 28 3,707 3785
SA (1%) (1%) (98%) ’
Sources: AHRDA and HRSDC databases. The unit of analysis was the client's most recent intervention.

AHRDA Interventions and Results

Both databases indicate three main interventions: Tar geted Wage Subsidy, Skill s Training,
and Youth-Other. The AHRDA uses two nam es for skills traini ng: “Purchase of Train ing”
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and “P roject Bas ed T raining”. Th ese in terventions ar e classi fied as “Skil 1s Loans &
Grants/Enhanced Fee-Payers” in the HRSDC data for the purpose of national standardization.

Male clients were more likely to have Targeted Wage Subsidy or Youth-Other interventions,
whereas femal es were mor eli kely t o ha ve a ttended t raining a nd skill s de velopment

programs.
Table 16
Interventions Provided by the AHRDA
AHRDA HRSDC
Targeted Wage Subsidy 1,075 (16%) 1,009 (14%)
Self-Employed Assistance 7 (0%) 8 (0%)

Purchase of Training

3,113 (46%)

Skills Loans & Grants/Enhanced Fee-Payers

3,331 (46%)

Project Based Training 124 (2%)

Job Creation Partnerships 53 (1%) 41 (1%)
Youth-Other 2,413 (36%) 2,789 (39%)
Total 6785 7178

Sources: The AHRDA and HRSDC databases. The unit of analysis for both sources was the intervention.

According to both databases, at least 94% of each intervention type was completed.

Table 17
AHRDA Completed Not Completed Missing Data
Targeted Wage Subsidy 1,040 (97%) 35 (3%) 0 (0%)
Self-Employed Assistance 7 (100%) 0 (0%) 0 (0%)
Purchase of Training 2,995 (96%) 90 (3%) 28 (1%)
Project Based Training 117 (94%) 4 (3%) 3 (2%)
Job Creation Partnerships 50 (94%) 0 (0%) 3 (6%)
Youth — Other 2,407 (100%) 4 (0%) 2 (0%)
Total 6,616 (98%) 133 (2%) 36 (0%)

Sources: AHRDA database. The unit of analysis was the intervention.

Table 18

Outcomes of Intervention as Reported by HRSDC

HRSDC Completed Not Completed Missing Data

Targeted Wage Subsidy 1,003 (99%) 6 (1%) 0 (0%)
Self-Employed Assistance 8 (100%) 0 (0%) 0 (0%)
Skills Loans & Grants/Enhanced 3,235 (97%) 96 (3%) 0 (0%)
Fee-Payers

Job Creation Partnerships 40 (98%) 0 (0%) 1 (2%)
Youth — Other 2,784 (100%) 5 (0%) 0 (0%)
Total 7,070 (98%) 107 (2%) 1 (0%)

Sources: HRSDC database. The unit of analysis was the intervention.
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Performance Targets

Number of Clients Employed, Self-employed or
Returned to School

Employment and School outcom es are com parably comm on in both d atabases, jo intly
accounting for approxim ately 72% of the outco me of m ost recent client interv entions.
One quarter of interventions resulted in unemployment.

Table 19
Number of Clients Employed, Self-Employed or Returned to School

AHRDA HRSDC

Frequency Frequency
Missing Data 15 (0%)
At School 976 (26%) 1,049 (28%)
Employed 1,713 (46%) 1,709 (45%)
Self-Employed 22 (1%) 16 (0%)
Unemployed 960 (26%) 1,011 (27%)
Total 3,686 3,785
Sources: AHRDA and HRSDC Databases. The unit of analysis was the most recent client intervention.

Number of Clients on Employment Assistance and Social
Assistance prior to most recent intervention

According to the AHRDA databas e, prior to their m ost recent interv entions, 12 % of
clients were EI eligible and 1% were social assistance recipients.

Number of Training Interventions Completed

Both databases indicate that 98% of interventions were completed.

Number of Persons with Disabilities Accessing Services

Both databases indicate that 1% or 50 clie nts served were people with disabilities.
Among them, 19 became employed, and approximately 8 returned to school.
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Table 20

Employment Results for clients with Disabilities

AHRDA HRSDC
Frequency Frequency

Missing Data 1 (2%)
At School 6 (12%) 8 (15%)
Employed 20 (39%) 19 (36%)
Self-Employed 1 (2%) 1 (2%)
Unemployed 23 (45%) 24 (46%)
Total 51 52
Sources: AHRDA and HRSDC databases. The unit of analysis was the most recent client intervention.
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7. Program Success and Impacts

7.1 Client Discussion Groups

Discussion group participants were asked to ~ describe their em ployment challenges,
experience, and satisfaction with the KR G program s and services and success and
impacts of the participation.

Employment challenges

The main employment challenge identified by all three discussion groups was that som e
positions re quired m inimum education or ce rtification le vels. Kuujjuaq particip ants
mentioned specific trade skills related to housin g and requirements for a driver’s license.
In the other two communities, people were mo  re concerned that their lack of form al
education (including som e who ha d not com pleted elementary school) was a barrier to
employment and also to accessing certain training programs.

There was consensus in the Kuujjuaq group  that the welf are system (incom e support)
discouraged people from working as they were penalized by having their housing costs
increase with their em ployment incom e. In Kuujjuaq, sev en participan ts sta ted th at a
challenge w as finding out what job opportunitie s were available, as com panies hire
internally and positions are of ten filled before other interested parties can apply. The most
effective means of discovering employment opportunities continued to be via word of mouth.

The biggest challenge identified by all participants in Inukjuak and Kangigsualujjuaq was
that there were sim  ply too few em  ployment opportunities in their comm  unities.
Participants stated that the econo my was quite lim ited, with the municipalities, the
schools, the KRG offices, and a few retail ~ outlets being the prim ary em ployers. Few
vacancies o ccurred bey ond seasonal work an d lower p aying positions, such as store
clerks and seasonal labour fo r housing and the sealift. P articipants in Inukjuak and
Kangiqgsualujjuaq also recogni zed that there w ere em ployment opportunities in other
areas such as Kuujjuaq and the Raglan mine site. But most people had a strong preference
for staying within their home communities. Leaving their families and friends and lack of
housing were two main disincentives to moving.

Perceived contribution of programs and services in
assisting participants to meet employment
challenges/barriers?

There was widespread agreement in all discussion groups that programs and services they
received from the KRG helped them m  eet some of their em ployment challenges and
barriers. Sp ecific exam ples includ ed cons truction and civil em ergency training in
Kuujjuaq and daycare training and water treatment certification in Kangiqsualujjuag.
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KRG staff me mbers were unani mously des cribed as bei ng very hel pful and supportive.
Examples included that they were knowledgeable about not only the programs and services
they provided but, m ore importantly, how to use these tools to help the people seeking
employment. The provision of training leadin g to certif ication was identif ied as being
particularly effective in reducing employm ent barriers for a num ber of people in each
community. For example, in all three disc ussion groups, women identified the 14-month
certified daycare training progr am as enabling them to secure good paying, long-ter m
jobs. Two young participants with no hi gh school diplom as in Kuujjuaq and
Kangiqsualujjuaq stated that without KRG intervention, they would likely not be able to
work in their chosen field and would likely face a much bleaker employment situation.

Participants stated that a major contributor to the success of these train ing programs was
that they were all held in the communities. This enabled many more people to attend and
complete training courses. Three participants in Inukjuak and several in Kangigsualujjuaq
also stated that the m ere act of tak ing and completing a training course increased self-
confidence and enco uraged them to seek  out further training and em ployment
opportunities.

Difficulties experienced in accessing or participating in
programs

Discussion group participants in allth ~ ree comm unities reported n o, or very few,
difficulties access ing or participa ting in pr ograms. A few offered specific comm ents
including that programs ran short of supplies (caribou clothing course in Inukjuak) or that
courses should be held more often (several people in Kuujjuaq). Kuujjuaq participants
made the following suggestions:

« Establish a permanent training facility in Kuujjuaq (there is one in Inukjuak).

e Providing earlier notification of when program s were av ailable would help more
people become interested and attend the courses.

e Increase training in the trades sector.

Involvement in choosing training programs

Participants agreed th ey had worked cl  osely with KRG staf  fto identif y tr aining
opportunities and e mployment services that coul d help them find and keep jobs. Part of
this interaction included discussion of what kind of jobs peop le were interested in, w hat
jobs were availab le, and the train ing needed to get these jobs. Most participan ts stated
that there wasn’t a lot of choice concerning what training was needed for many positions.
For example, the housing and civil sector jobs often had quite strict requirements dictated
by a labour agreement or regulations.
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Specific examples in Kuujjuaq in cluded a man interested in a shrimp fishing course; and
in Kangiqgsualujjuaq a daycare worker and tw o water treatment workers had approached
KRG staff for assistance in fi nding out what was needed to get jobs in these fields. KRG
staff m embers were ve ry helpful, which led to the clients successf ully com pleting the
course and getting good jobs.

What worked best in the delivery of programs and
services? What problems were encountered there in
terms of program design, delivery, and administration?

Participants in all th ree discuss ion groups were quite positiv e about the deliv ery of
programs and interventions. Participants discussed the importance of ensuring that clients
received training that would lead to recognized certification.

In the Kangiqgsualujjuaq discussion group, particip ants reported receiving the training in
their own language. As well, they said the course m aterials were relatively easy to
understand and support was m ade available if necessary. Delivery of courses m ainly in
the community was also a bonus as people wanted to remain close to their families.

Satisfaction with programs and services received

All three discussion groups expressed nearly unanimous satisfaction with the programs and
services participants received from KRG. The group in Kuujjuaq fo cused on how training
had helped people. Examples included two wo men bus drivers who felt t hey had received
critical training and othe rwise would not have become bus dr ivers and ot hers who made
similar statements related to the construction sector and management training.

In Inukjuak, four people said KRG staff we  re very supportive a nd understanding in
providing employm ent program s and services. They said the staff had m ade the
application process easier and were able to exp lain things well. Having staff who could
speak Inuktitut was critical to helping people access programs and services.

In Kangiqgsualujjuaq, participants were plea sed with the program s and services they
received from KRG. They stated that KRG staff were very helpful and cooperative and
made the application processes easier.

Were programs useful in getting ajob?

Virtually all respondents reported that programs and services received have been useful
in ge tting jobs. In m  ost ca ses, p articipants id entified tr aining and p re-employment
services as being critical to gaining em ployment, althoug h several said they did not
remain in that particular job. Eight participan ts said the training they had taken had been
a requirem ent of their current position and  thatithad h elped them keep their jobs
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and increase the ir sala ries. Som e participan ts reported the training had given them
transferable skills (e.g. computer training).

Impacts of AHRDA programs

Impact on job skills and performance of duties

Most participants in the three d iscussion groups reported a positive impact on the ir job
skills and the level of their performance of duties.

Impact on job prospects and outlook and on self-confidence

There was near unanim ity among participants that the KRG program s and services had
increased th eir self-confidence and m ade a positive im pact on their job prospects and
overall employment outlook. A shortage of employment opportunities was identif ied as
being one of the limitations on gaining employment after training.

El and Income Support/income change

In Kuujjuagq, nearly all participants were currently employed. One person had been on EI the
previous year but had since found f ull-time em ployment. Seven partic ipants agreed their
participation in KRG progra ms and s ervices had significantly les sened their use of EI or
Income Support and had generally helped increase their em ployment income. Two youths
noted that the m oney they were m aking now was m ore than they had dream ed about when
they were in high school. They made a direct connection between this enhanced status and
the training and services they had received.

In Inukjuak, all four employe d pa rticipants n oted that their em ployment income had
increased after their in terventions were com pleted. For s ome, this increas e occurred
immediately while for others it took longer. Thr ee participants stat ed that they had
collected Income Support at least once in the past year.

In Kangiqsu alujjuaq, tw o people had static income becaus e they had been on Income
Support for at least the past year. The six em ployed people stated that their incom e had
gone up significantly since their interventions and they hadn’t been on IS in som e cases
for more than ten years.

Impact on satisfaction with current job

Participants agreed that the train ing and serv ices they re ceived had a po sitive effect on
their job satisfaction. T his increased satisfa ction arose from vari ous sources including

increased income, a desire to put the new skills and knowledge into their work activities ,
and a general stimulation to learn more.
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In Inukjuak, the general discussion included the fact that people learned how to work
better with other people and to do their jobs m ore effectively. In Kangiqsualujjuaq, the
employed participants were unanimous in stati ng their satisfaction with their current jobs
had increased after their interventions were completed.

7.2 Key Informant Perspectives

Barriers and Challenges for Clients

Key informants listed a num ber of primary barriers and challenges to employm ent faced
by their clients. These included:

o Limited housing prevented people from moving to other communities to get work.
o Communities have small economies that offer few employment opportunities.

o Widespread lack of basic literacy and nu  meracy skills and the lack of English and
French language skills, which not onl y hinder m any people from entering the
workforce but also have a negative effect on self-esteem and confidence.

e Overall lack of experience and familiarity with the labour market.

e The need to travel to other comm unities, which greatly reduces the number of people
willing to take training.

To what degree are current programs and services you
offer helping participants look for, find and maintain
employment?

There was consensus th at programs and services currently offered by KRG assist clien ts
considerably in looking for, finding, and m aintaining employment. Two key infor mants
stated that the im pact of these p rograms and services was apparent in statistical analyses
of the job m arket in Nunavik that KRG  has undertaken since th e 1990’s. The latest
Nunavik Jobs Survey (2005) indicated there had been substantial increases in the number
of people p articipating in the Nun avik wo rkforce over the past two decades, with
employment rates holding despite a rapid increase in the region’s population. The 2005
survey also showed jobs at variou s levels req uiring co llege train ing were being f illed
increasingly by regional reside nts, an ind ication that Inu it were succe eding in f inding
higher paying and higher quali fied employment. Further do cumentation offered by key
informants included the KRG annual reports  (available on line at www.krg.ca) as an
indication of the progress the department and its clientele have made towards finding and
maintaining employment in the region.

The key infor mants identified job prepar ation/pre-employment training, on-the-job
training, and purchase of training as being particularly critical in establishing a trained
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and certified work force. They stated that perhaps the biggest success story in the region
was the training and certification of over one hundred and thirty daycare staff working in
the seventeen daycare centres throughout Nunavik.

One informant noted that m  uch of the succe ss lies in the fact th at all federal and
provincial employment and training progr ams flow through KRG. A good exam ple of
DETISC s ability to leverage the impact of government programming was the creation of
the Nunavik youth committees. These were started in 2000 when the Quebec government
provided $3 million a y ear to Nunavik to implement youth centres in each comm unity.
DETISC contributed further funding of $400,000 a year which enabled the centres to add
more em ployees and training. There are curre ntly fourteen youth ce ntres with trained
coordinators and youth anim ators. Each centre has two perm anent positions plus various
animators, which was identified as a consid erable achievement. The informant stated that
some of these people would eventually m ove on to other employ ment opportunities but
they would take with them a lot of skills they had learned and, importantly for youth, this
experience got them into the labour market. Construction and mining were also identified
as active sectors.

Are there other programs and services not currently
provided through KRG that could further assist
Aboriginal peoples look for, find and maintain
employment?

In Nunavik the population is 90% Inuit so the key informants didn’t see the existence of
other programs and services as a particular issue for their region. Since the land clai m
agreement (signed in 1975) and self-govern ment initiatives were estab  lished, the
DETISC has been responsible for all em ployment training in the region funded by both
the federal and provincial governments. Since it has significant flexibility in how training
and employment dollars are spent, few gaps currently exist.

Informants were una nimous, howe ver, in id entifying the needtoi mprove service and
program delivery for the Inuit of M ontreal. Currently the Inuit population there is requi red
to access EI programs and services via the First Nation Human Resour ces Development
Commission of Québec, the AHR DA holder for Montreal. They stated t hat Inuit don’t use
the service for a number of reasons including cultural and linguistic differences. As a result,
urban Inuit are being left out. Some progress has been made towards addr essing this long-
standing ¢ oncern. For exa mple, the provincia 1 governme nt recently a greed to fund an
employment officer in Montreal specifically for Inuit.

One informant stated there was a strong need to establish a CEGEP in Nunavik. This gap
limits opportunities for young Inuit to attain ~ higher educational levels. Students must
currently go to Montreal for post-secondary education, which is a considerable strain on
both students and their fam ilies. The informant acknowledged that KRG needed to work
with the p rovince on this is sue b ut that an inter-gov ernmental comm ittee has been
established to look into it.
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Has delivery of labour market programs to Aboriginal
peoples through Aboriginal organizations made a
difference in increasing their access to, and use of,
labour market programs?

Key informants agreed that the delivery of labour market programs by Inuit for Inuit was
an im portant e lement of DETISC’s succes s. P eople in the comm unities are gen erally
quite aware of where they can go to get help in looking for work or for training or other
services. Most of the Local Employment Officers have been in their positions for several
years now and since the comm unities are qui te sm all, they are well known to other
residents.

Another key area of success was the delivery of training in the communities. A frequently
cited example was th e extensive fourteen-month daycare training program delivered in
most Nunavik communities. Othe r recent tra ining initiatives that had ta ken place in the
communities included computer training with p ortable labs, IT and computer repair, and
some trades tra ining. DETISC staf fm embers r ealize tra ining in the ¢ ommunities is
expensive but it has helped to lower dropout rates, which is their top priority.

Program Success and Impacts

The key informants were asked to provide their assessment of program success, including
a number of aspects of the impact of the programs on clients.

Job Search Skills

There was consensus that there had been a pos  itive impact on clients’ job search skills.
Two infor mants state d that pre-e mployment progra ms and service s were a major
component i n the DETI SC’s activiti es. Job En try is KRG’s pri mary tool for pr oviding
assistance to clients experiencing difficulties in finding a job. Clients are helped to acquire
pre-employment training, including life and work skills, to secure the mi nimum academic
background training nee ded for employment, a nd to obtai n sp ecific tra ining for a job.
Having LEOs in the communities to provide important face-to-face services to clients was
a very large part of their success in this ar ea. A focus of DETI SC has been to boost the se
basic skills through adult literacy and education through their Job Entry program.

Job Skills

Key inf ormants wer e u nanimous that m ajor improvements had occurred in this area.

The success of the daycare system was again o ffered as an example of how job skills for
a large targeted group could be im proved. The 14-month course resulted in many women
receiving good paying jobs ($20 per hour, which is nearly double the provincial average).
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These workers, who are nearly all fe male, received college certified training, first aid,
and other training through the program.

DETISC has also worked with the private sector to develop the skille d labour needed to
expand the econom y of Nunavik. They have worked with m ining com panies such as
Falconbridge (which recently so 1d the Raglan m ine to Xs trata) to develop a skilled
mining wor kforce. As well, DETISC now  has a construction program m anager who
oversees all the training programs in the cons truction sector. Under the Kativik Regional
Employment and Training Comm ittee system , key labour-m arket stakeholders in the
region get together to identify their prio  rity training needs a nd to set budgets and
allocations to meet these needs. This process h as worked very well to id entify job skills
most needed in the region, from pilots to police officers.

Job Prospects and Employment Outlook

Informants reported that job prospects and ~ the em ployment outlook for clients were
improving all the tim e. As reported above, th e Nunavik Job Survey (2005) showed that,
in 1995 to 2005, KRG was able to m aintain the same percentage of em ployment in the
region despite rapid increases in the population. As well, Nu navimmiut were finding and
keeping more complex jobs in areas as diverse as mining, administration, and health care.
A key focus was on integrating youth into the labour m arket. In the fall of 2007, a
symposium on youth employment, integration, and retention was held. Stakeholders from
across the region (from education, health, administrative, private sector, governments and
Saputiit {youth organization}) attended discus sions to find ways of i  ncreasing youth
employment and to identify challenges that limited the entry of young people into the
labour market and were working on a plan to address the issues raised.

Increased Skill Levels

DETISC has been very successful in inc reasing skill leve 1s requiring certif ication and
diplomas. Every com munity in Nunavik  now has a functioning daycare staffed
overwhelmingly by Inuit who are college educ ated and certified. This has had a major
impact in m any areas including the incom e these people earned, the increas e in their
self-confidence, and the pr  ovision of cri tical services in the comm  unities that allowed
primarily w omen to seek ou tem ployment or training oppor tunities. D ETISC has been
working on extending this success into other areas — in particular policing. Heavy Equipment
Operator training was a nother major area for skill development. DETISC has also been
working with Xstrata mi nes via the Abori ginal Stude nt Employment Pr ogram, providing
$9 million for training over five years. This could result in three hundred Inuit being trained
in skills areas including Heavy Equipment Operator, trades, and mine related jobs.
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Which programs and services work best, and are there specific
clients for whom they work best?

Key infor mants stated that th ere were two m ajor program s DETISC used to help
participants look for, find and m aintain employment — On the Job Training and Purchase
of Training. On the Job Training is focused on creating 1 ong-term employment for clients
and implies the creation of a new position. On e informant estimated that between eighty
and one hundred jobs were cr eated annually this way. W ith help from the DETISC, the
Federated Cooperatives of New Quebec opened additional banking services in the region,
creating fifteen jobs. Purchase of Traini ng helps workers and non-workers acquire new
skills and improve their em ployability, th rough courses purchased f rom specialized
organizations.

The Kativik Regional Employm ent and Traini ng Comm ittee process was identified as
being flexible enough to allow funding to be a llocated to help any specific group or to
develop specific labour-m arket skills in de mand. For example, First Aid training was
delivered across the region am ong a number of different employers to satisfy a common
need. Training in the handling of dangerous materials and com puter training were other
examples. For wom en, perhaps the best exam ple was the extens ive ef fort m ade to
develop the seventeen daycare centres and their m ore th an one hundred and thirty
certified staff. In the self-em ployment program, computer training that to ok place across
the region eventua lly r esulted in a business in Ivujivik being established to provide
further training in this area.

What Programs and Services Needed Improvement?
Key informants identified a number of programs and services that needed improvement.

e Individual Action Plans for clients are sometimes not done, but as the training and skill
level of the LEOs increases, this will be improved. LEOs need to do m ore counselling,
including one-on-one tim e with clients, taki ng them to job interviews, and supporting
them through training.

e LEO training is an ongoing need. In the pa  st, high turnover rate s in these positions
limited their impact but now LEOs are s taying longer in their positions and increasing
their capacity.

« Basic literacy and num eracy skills continue to be a challenge to em ployment and need
to be addressed at the school level as well as through KRG.

e Improved comm unication is needed to keep people inform ed about what DETISC
programs and services are avai lable. Holding m ore career days in the schools would
help students know what jobs were available to them.

e More funding is needed for yout h-oriented progra ms suc h as the Heritage and yout h
summer e mployment programs. However, these programs need to be more oriented to
employment opportunities in the region.
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e The self-employm ent program has been  hindered by m any partic ipants’ la ck of
business experience and the high cost of doing business in Nunavik.

 Capacity building within DETISC faces a number of challenges: finding qualified staff
members with the basic qualifications and background for certain pos itions, especially
in smaller communities; travel costs limit training opportunities for staff; staff turnover
rates in some comm unities have been quite high; and housing is lacking, underlining
the im portance of continuing to build the skills and exper tise of local people to fill
available positions.

7.3 Quantitative Data Analysis

Table 21 presents the evolution of the average earnings from employment and the receipt
of Em ployment Insurance and Social Assi stance (income support) benefits for KRG
participants over three periods, before, dur  ing and af ter the Action Plan Equivalen t
(APE):

 Five years before the APE started (years -5 to -1),
e During the APE (year 0), and

o Three years after the end of the APE (years 1to 3). T hese averag es are sho wn
separately for active and former claimants.

Table 21

Average Earnings from Employment, Employment Insurance Benefits,
and Social Assistance Benefits, KRG Participants

Year Total Income from Employment El Benefits SA Benefits

Relative Non- Non- Non-

to APE | Active | Former | Claimant | Active | Former | Claimant | Active | Former | Claimant
-5 $11,969| $17,784 $8,900| $2,069| $1,202 $225| $1,009 $593 $561
-4 13,260| 19,176 9,589 2,204 1,345 170 748 493 550
-3 15,238 | 21,065 10,869 2,619 1,998 0 670 355 593
-2 17,497 | 21,929 12,473 3,035 2,492 0 390 318 545
-1 21,979| 22,655 14,656 5,345 2,408 0 319 313 545
0 18,969 | 27,445 17,493 8,462 410 185 182 337 489
1 24,717 29,698 19,263 3,896 1,373 343 280 209 485
2 26,648| 29,579 20,112 3,200 1,888 515 305 209 469
3 28,303| 32,293 20,872 1,981 1,265 636 496 240 489

Income from employment is the co mbination of earnings from an e mployer and incom e
from self-employment.

Table 22 shows slight changes in the first year before the start of the APE, then
compensating changes during the APE, followe d by a resumption oft he upward trend
from the earlier years.
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Table 22

Average Income from Employment, KRG Participants
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Table 23 shows a sim ilar display for Em ployment Insurance Benefits. Disruptions in the
overall pattern are similar in the year before the APE and during the APE. But subsequent
years show very little departure from the e xperience of the earlier years. The levels for
non-claimants are, by definition, much lower.

Table 23
Employment Insurance Benefits, KRG Participants
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Table 24 p resents b enefits from Social Assi stance. Again, while the graph lines move
somewhat just bef ore and during th e APE, there is little th at is s triking in term s of any
subsequent departure from the experience of earlier years. One perhaps noteworthy point
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is that the average am ount of EI benefits among active claim ants, while it had been
climbing slightly before the APE, declined slightly afterward, whereas the opposite is
true of amounts of Social Assistance benefits.

A more rigorous econom etric analysis used data from participant and com parison group
APEs. APEs for the latter were sim ulated based on com parable start dates and m atched
using data from the pre-APE years. The =~ comparison group data thus served as a
counterfactual, representing wh at would have happened to  participants had they not
participated. This analysis produced estim ates of the incremental effects of participation,
i.e. which could be attributed specifically  to th e par ticipation in KRG program s and
services. The analysis w as conducted for active and former EI clients only as a suitable
comparison group for non EI claimants could not be found.

Results of the increm ental analysis are show n in Table 25. As m ight be expected, given
the above findings for the participants, no result was statistically significant at
conventional levels. As a result, w e are unabl e to infer any im pact of participation for
KRG clients.

Table 24
Social Assistance Benefits, KRG Participants
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For example, the analysis estimated that participation in KRG programs and services was
associated with increas ed earnings, in the fi rst year following the end of the APE, of
$2,672 and $2,573 for a ctive and form er claimants, respectively. However, the im pacts
are not statistically significant as per the conventionally accepted statistical standards.
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Table 25
Incremental Estimates for KRG

Active Claimants

Former Claimants

Domain | Period Outcome Variable N | Effect | StdErr| t-stat | Sig. N | Effect | StdErmr | t-stat | Sig.
Kativik |1styear [Annualised eamnings($) 3,526 (2,672 |2062.6 [1.30 [.194 [9,967 (2,573 [1414.2 [1.82 |.069
after APE | Employment (0,1) 3526 |-005 |.0213 |-0.21 [.834 |9,967 |.009 |.0130 |0.71 |.478
end Annualised El benefits (§) 3,526 (385 [476.6 |0.81 |.418 [9,967 (45  [196.7 [0.23 |.818
Annualised SA benefits ($) 3,526 |57.3 |136.7 |0.42 |.675 |9,967 |-77.8 |81.2 |-0.96 |.337

Dep. on income support {3,465 [-.0050 {.0292 |-0.17 {.865 {9,635 |-.0091 |.0138 |-0.66 |.509

2nd year |Annualised earnings ($) 2,792 (2,962 |2556.0|1.16 |.246 [7,801 (2,127 |2020.1(1.05 |.294
after APE | Employment (0,1) 2792 014 [.0249 [057 |[569 7,801 |.014 |.0181 |0.76 |.447
end Annualised EI benefits (§) (2,792 {303  |538.8 |0.56 |.576 |7,801 [360 (289.8 [1.24 |.215
Annualised SA benefits (§) (2,792 {10.0 [1545 [0.06 |.952 |7,801 |-595 [117.6 |-0.51 |.610

Dep. onincome support 2,711 |-.0159 |.0314 [-051 [.610 |7,543 |-.0024 |.0200 |-0.12 |.904

3rd year |Annualised earnings ($) 1,831 |-134 [1934.4|-0.07 |.944 |5635 |1,318 |2339.1|0.56 |.576
after APE | Employment (0,1) 1,831 [-007 [.0189 [-0.37 |[.711 |5635 |-026 |.0226 |-1.13 |.259
end Annualised El benefits (§)  [1,831 |-209 |352.2 |-0.59 |555 |5,635 194 |316.2 |0.61 |.542
Annualised SA benefits (§) (1,831 [155.7 |164.4 [0.95 |.342 |5635 |-55.7 |(118.8 |-0.47 |.638

Dep. on income support 1,780 [.0199 |.0248 (0.80 |.424 |5,362 |.0133 |[.0199 |0.67 |.503

During  |Annualised earnings () ~ [3,526 |1,663 |1709.2(0.97 |.332 [9,967 |2,181 |13525[1.61 |.107
APE Employment (0,1) 3526 |.027 |.0150 [1.82 |.069 [9,967 |.014 [0119 |1.21 |.226
Annualised El benefits (§) (3,526 |-47  |661.8 |-0.07 |.944 [9,967 |64  [105.0 [0.61 |542
Annualised SA benefits (§) (3,526 (932 |75.9 [1.23 |.219 [9,967 [37.2 (842 [0.44 |.660

Dep. onincome support 3,523 [-.0303 {.0292 |-1.04 |.298 [9,673 |-.0012 |.0104 |-0.11 |.912
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8. Conclusions

Formative Evaluation Findings

Capacity Building

All KRG, Service Canada and stakeholders inte rviewed agreed th at th e KRG had
sufficient tools and capacity to effectively deliver, manage, and administer the AHRDA.
Staff turnover is low an d KRG is considered to be one of the bett er employers in the
region and offers good benefits. There was also agreem ent am ong inform ants that
capacity de velopment ef forts have resu Ited in m ore consisten t and r eliable s ervice
delivery at all lev els. KRG key inform ants pointed to the lim ited funding for capacity
building provided by the agreement.

Partnership Development

KRG has developed strong part nerships with key e mployers and labour marke  t
stakeholders in the region through particip ation in several committe es. These committees
help the KRG to align its labour market activities with available employment opportunities.

Through the structure created by the Jam es Bay Agreement, the KRG has successf ully
established a number of partnerships with federal and provincial governments. All funding
for Nuna vik from provi ncial and federal governments for e mployment, training, and
daycare flows thr ough the KRG, t hus eli minating any duplication or overlap bet ween
programs and funding agencies.

Communication with Service Canada and HRSDC

The relationship between the KRG and the Service Canada regional o ffice in Montreal is
positive and productive with Service Canada providing supp ort and guid ance, mainly as
needed.

The First Nations and Inuit Child Care Component

Key informants and discussion groups particip ants agreed the daycare centres have m ade
an im portant contribution not only to the de velopment of healthy, active children, but
also to the economy of the region by enabling hundreds of parents to pursue employment
and training.

The KRG daycare facilities integrate Head Start programs within their programm ing and
facilities. Daycare centres also provide nutrition programs, host public health nurses, and
provide facilities for dental hygienists for basic cleaning and checkups.
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Daycare programm ing includes strong cultur  al com ponents, including the use of
Inuktitut, s torytelling with elders , learn ing trad itional crafts and skills, and the
incorporation of country foods into the nutrition program.

Waiting times are reported across the 17 daycar es ranging from one to two years in some
communities. No problems were cited concer ning the hours of operation, the state of the
facilities, or the fees charged.

Staff turnover rem ains a challenge. Ensuring da ycare staff are qualified is a priority for

KRG. Less than half of current care providers have the appropriate ch ildcare credentials
and, for this reason, training is on-going. Currently, funding levels for training rem ain
insufficient to m eet the needs of th e daycare centres, exacerbated in part by the larg e
distances b etween settlem ents and the n eed for specialized courses , m aterials, and

Inuktitut instruction.

Assessment of Data Collection and Accountability Systems

There are some di screpancies bet ween the HRSDC and the K RG databases. The HRSDC
database contained an additional 99 clients and 393 interventions for the period April 1, 2003
to March 31, 2006. This discrepancy is not due to the data upload process.

The data assessment revealed few cases of missing information or coding errors between
the HRSDC and the KRG records.

The data demonstrate that the ARHDA has cons istently met all targ ets for the years of
interest, and frequently exceeded targets by a substantial number. Given the fact that
targets were largely surpassed, the little variation found in the 2004-2005 and 2005-2006
targets suggests that greater attention should be paid to sett ing targets based on historical
results and contextual factors; the targets are low compared to the reported results.

Summative Evaluation Findings

KRG clients expressed high levels of satis ~ faction with program s and services they
received and agreed that these had been helpful in meeting employment challenges and in
finding jobs. Discussion group participants agreed there were positive impacts on job
skills, job prospects, attitude towards em ployment, satisfaction with current jobs, and
increased self-confidence.

Key infor mants agreed curren t KRG program s and services helped clients to look for,
find, and maintain em ployment. This view was supported by labour force statistics
showing substantial increases in the num  ber of people participating in the Nunavik
workforce. There was consensus that the p rograms had positiv e im pacts on clien t job
search skills, job skills, job prospects, employment outlook, skill levels including
certification and diplom as, attitud es towards em ployment, preparatio n f or jobs, and
personal self-confidence.
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Net Impacts

Net i mpacts com pare measures of outcome i ndicators for participants to those of a
comparison group of similar individuals. The c omparison group is constructed to represent
what would have happened to the participants if they had not participated. Net impacts may
thus be attributed fully to participation.

The quantitative analysis found no net im  pacts that were statistically significant at

conventional statistical levels. As a result, we can report no net impacts of participation
for KRG clients.

Observations® on Outcome Indicators

When exam ining clients’ earnin gs and use of Em ployment Insurance and Social
Assistance over a period of five years before participation in KRG programs and services
and up to three years after participation ended, key observations included the following:

» Earnings from employment continue to increase over time, but at a lower rate.

e There is little change in the use of Employment Insuran ce for Active and Form er
EI claimants. Non-claimant clients increased their use of EI in the post-program period,
reflecting EI eligibility derived from employment during and after participation in the
program.

o There is little change in the use of Social Assistance benefits.

¥ These gross observations cannot be attributed solely to participation in the KRG programs and services and should,
therefore, be interpreted with caution.
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