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1. Introduction


The notions of ongoing skills development and lifelong learning have become increasingly important in Canada as businesses struggle to cope with the profound changes in the economy and in the workplace, including increasing global competitiveness, aging workforce, and zero or negative growth in the population. Skills and knowledge are now recognized as critical factors in company and economic performance. There is a concern, however, that Canadians and Canadian industry are not keeping pace with other countries in terms of participation and investments in skills development and learning. It is, therefore, not surprising that concerns about skills development making it an important priority in the public agenda today.


There have been a great number of studies on the issue of skills development and lifelong learning conducted in the past decade or so, and EKOS Research has been an active participant in this research. Much of this research, however, resides in separate documents, and a review of these studies would be useful for the purposes of creating a listing of the various objectives, approaches and study issues covered. The objective of this assignment is to summarize EKOS’ existing internal research on the subject of skills development and lifelong learning to deliver an inventory of key elements of research conducted over the past decade or so. This will lay the foundation for a consultation with HRSDC policy representatives on the requirements of a baseline survey on skills development that will feed into a social marketing campaign on this topic.


Over the past five years, EKOS has conducted a great deal of research on skills development, training and lifelong learning from the perspectives of both workers and employers. This research includes in-depth surveys of workers and employers about their attitudes, and self-stated needs, aspirations and experiences with learning. In addition to this research, we have also included in this summary some evidence from our broader public opinion research on Canadians’ attitudes and values to provide a context for the learning research.


The studies examined in this review are: 

· Reskilling Society (Phase I) – EKOS 1993 (RS-E)

· Reskilling Society – Workers – 1994 (RS-W)

· Developing Skills in the Canadian Workplace: The Results of the Workplace Training Survey – EKOS 1996 (WTS)

· Lifelong Learning: A summary of Recent Research – EKOS 1997

· Research To Examine the Impact of Learning Technologies on Lifelong Learning in the Workplace – EKOS 1998 (LT)

· Human Resources Partnership Directorate – Marketing and New Partnerships Unit – 1998

· Lifelong Learning: Summary of the Public Opinion Environment – EKOS 1999

· Survey of Lifelong Learning and Adult Education Needs – EKOS 2000 (LL)

· Survey on Skills Agenda – 2001 (Skills)

· Focus Group Research on Canadian Attitudes to Skills and Learning – December 2001 (Skills FG)

· Workplace and Employee Survey Compendium – 2001 (WES)

· Labour Market Tracking Phase 1: Focus on Youth Employment – EKOS 2002 (LMT)

· Adult Education and Training Survey – 2003 (AETS)

· Workplace Skills Strategy 2004 Consultation Findings – March 2005

· Business-Labour-Public Sector Leadership Survey on the Economy and Labour Market – Canadian Labour and Business Centre 2005 (CLBC)

· Rethinking Work – EKOS and the Graham Lowe Group 2004 (workers) & 
2005 (employers) (RW) 

· Corporate Connection – Phoenix Research 2005 (CC)

· Rethinking Government Wave 2 – EKOS 2005 (RG)

Objectives 


A range of objectives were tackled over the 18 studies reviewed. They include:


Attitudinal

· Exploring attitudes towards training and skills development among Canadians/workers and employers, including the perceived benefits of and barriers to training; 

· Identifying the most effective methods to promote the importance of training, and assisting in the development and adjustment of government policy;

· Identifying key trends and emerging issues, and the changing meaning and importance of knowledge, skills and lifelong learning; 

· Examining the relationship between competitiveness, innovation, the use of technology, training, and job stability;

· Benchmarking economic outlook, job confidence, and participation and stability in the labour market;

· Examine the role of government in the area of skills development, training and learning;

· Testing the objectives, priorities, and initiatives established in an initial round of Workplace Skills Strategy consultations (qualitative); and, 

· Exploring and testing priorities for government priorities, policy direction, and federal initiatives, such as the Workplace Skills Strategy, the Skills Agenda, and exploring the perception, awareness, and knowledge its partners and clients have of the Human Resources Partnership Directorate. 


Behavioural

· Profiling training and skills development behaviour among Canadians/workers and employers. Determining the patterns of training activity in the Canadian industry, the factors determining investment in training; 

· Creating a socio-demographic profile of individuals participating in training;

· Examining the outcomes/impacts of training activities for employees and employers; and,

· Examining the specific use of learning technologies in the workplace and the implication of these for skills development. 

2. Methods


Eleven of the 18 studies examined in this summary employed a quantitative methodology (primarily telephone survey and one self-administered survey). 


Three studies employed a mixed qualitative/quantitative methodology in the form of interconnected focus groups and surveys.


Two studies were qualitative in nature (focus groups or roundtables). 


Two studies were literature reviews of previous work completed.

3. Scope


Nearly every study examined here had a national scope with the exception of one, which focussed exclusively on HRP partners, clients, and end-users. 


The two literature reviews included largely national studies. 


One qualitative study included discussions in each region of Canada (the West, Quebec, Ontario, and the Atlantic region) and the second qualitative study included roundtables in every province with the exception of Quebec. 

4. Sampling


Nine of the 16 studies examined focussed on workers/employees (who are actively participating in the labour market), specifically, while another four studies addressed the views of the Canadian public (of vary age ranges) more generally.


Six studies profiled the views of employers; while two consulted with client-specific partners or labour market program users and one consulted with CEOs and senior executives only (these latter studies were qualitative in nature).


Two sampling issues explored in each survey conducted with employers are whether or not to include non-profit organizations/institutions and government in the sample, and also what the sampling unit is. The latter issue is typically based on the types of issues to be covered in the survey. Some questions are best tackled at an organizational level (typically by a head office representative), while others are best dealt with on a site by site basis, where HR representatives/supervisors are in a position to comment on the practices and behaviour of the single site (rather than multiple sites across the country).


Beyond the standard demographic breakdowns typically covered in a survey (e.g., region, gender, age, education, and income, employment status, and employment equity status), some of the studies relying on evidence from workers or the general public also examined results by occupational class/position, and industry of employment, as well as length of tenure with the employer, recent training activity and perceived need for skills development/upgrading. 


Surveys that targeted employer input typically examined results by region (of either the head office or establishment sampled), company size (of entire organization or establishment sampled), and industry. Some studies also looked at results based on a categorization of values placed on and activity level in training and skills development.

5. Issues Examined


A wide range of research concepts and issues were examined to address the different objectives across the studies. The following is a categorization of the full range of issues addressed in the 18 studies under review:


General attitudes to skills development/training


For Canada

· Importance of skills and knowledge to a country’s economy (Skills FG, Skills)

· Elements of a country’s skills and knowledge (Skills FG)

· Skill levels in Canada compared to major trading partners (Skills FG, Skills)

Individual

· Personal attitudes towards skills (Skills FG, Skills) - Openness to pursuit of workplace training (RS-W)

· Importance of skills development/training (to worker and employer) (CC, RS-E, LL, RS-W, CLBC)

· Perceived value of learning and training/reasons to take/provide (CC, RS-E, LL) 

· Commitment (of employers) to providing workers with time for skills development (Training/subsidized/reimbursed) (RS-E, WES) - Trend in investment in workplace training (CLBC)

· Perceived barriers/motivators (WTS, CC, RS-E, LL, Skills, RS-W)

Approach/Best Practices

· Attitudes regarding best ways to improve – types, teaching method, length (Skills)

· Types of skills in greatest demand (Skills)

· Roles/responsibilities for training and skills development (worker, employer, industry, government (RG)

· Expected shortage of skilled workers/dealing with skills shortages (and tying shortages to skills development) (CLBC, RW)

· Role of hiring new immigrants to obtained skilled workers/satisfaction with Canada’s use of skills of new immigrants (RW, Skills FG, CLBC) 


Current match (skills to requirements), and demand for skills development/training

· Comparing job qualifications and skills acquisitions (LMT)

· Skills confidence and strategies for finding new jobs (LMT)

· Importance of training to current job (WTS)

· Extent that current education and skills limit ability to get another job (LL)

· Need/expect training (RS-W)

· Incidence of training that was needed, but not taken (AETS)


Training activity

· Percentage of firms offering training (WTS, WES)

· Percentage of employees taking training (WTS, WES, RW)

· Specific details on work-related training already taken (LL)

· Incidence of total/recent training (LL, LT, AETS, WES, Skills, RS-W) 

· Main objectives of training/education (AETS, Skills)

· Number of courses taken (WES)

· Who paid (Skills, RS-W) 

· Training preferences (LL) 

· Anticipated changes in overall training (LT) 

· Types of training offered /which ones best for Canadians, for you (WTS, LT, WES, RS-W, RW)

· Type of training taken/offered (short term/long term; formal/informal) (CC, RS-E, CLBC)

· Training capabilities (RS-E)

· Barriers/Reasons for not participating in training (RW)

· Role of unions in training (WTS)

· Awareness and relevance of training councils (WTS)

· Employer expenditure on training (WTS, LT, WES, CLBC)

· Employer decisions about who gets training (WTS)


Self-directed learning/career-related courses not sponsored by employer

· Existence of self-directed learning (AETS)

· Frequency of self-directed learning (AETS, WES)

· Most useful types of self-directed training(AETS)

· Subject areas of self-directed training (WES)


Impacts of training

· Job comparisons, wage changes and compensation (WES)

· Productivity, quality of work, employee commitment and adaptability (WTS, LT, WES)

· General results/outcomes of training/Was training effective (CC, LMT, AETS, Skills, RW)

· Benefits realized from training for firm/employees (RS-E)

· Methods of measuring benefits of training (WTS, LT)


Role of technology in workplace training

· Expenditure on computer based learning techs (LT)

· Evaluation of employee skills (LT)

· Attitudes towards learning techs (LT)

· Percentage of employees using learning technologies (LT)

· Incidence of use of learning technologies (LT, WES)

· Benefits/barriers to use and impacts of learning technologies (LT, WES)


Government initiatives/training support

· Awareness of government spending on skills development (RG, LL)

· Perceived priority for government/Support for various types of government support (LL, Skills FG, Skills)

· Potential elements of a Canadian Learning and Skills Strategy (Skills FG)

· Level of interest in government financing methods (LL)

· Support for training plans (RS-W)

· Support for tax shelter and loan programs (RS-W)


General Economic and Labour Market Landscape

· Canadian firms in an international environment (CLBC)

· Seriousness of labour market and social issues (CLBC) 

· State of the economy (Skills FG)

· Fear of job loss (RG)

· Evaluating national productivity (RG)

· Impact of factors on productivity (RG)


Job/Worker Characteristics

· Confidence in skills (RG)

· Job stability and opportunities for advancement (LMT, RW)

· Do you take initiative/fully contribute skills and knowledge/learn new ways to do your job (RW)

· Personal/family support programs (WES)

· Worker representation and industrial relations (WES)

· Work history/turnover/tenure (WES)


Addressing Youth Employment

· In jobs where using skills (LMT)

· Key factors of youth unemployment (role of skill levels) (LMT)

· Education challenges (LMT)

· Consequences of unemployment for youth and employers (LMT)

· Effective government intervention and effective youth employment strategies (LMT)

· Solutions to youth unemployment (RG)

· Awareness of and support for Katimavik National Youth Service (RG)

· Preferred funding for a national youth service program (RG)


HRP Client/Partner Feedback

· Involvement with HR issues and HRDC

· Awareness and perceptions of HRP

· Satisfaction with product quality

· Marketing tools and related issues 

· Interaction with HRDC

· Impression and understanding of HRP

· Usage and perceptions of HRP products and initiatives

· Awareness and perceptions of HRP promotional material

· Interaction with HRDC and awareness of HRP

· Awareness and perceptions of HRDC products

· HRDC promotional material

Summary of Findings


Employers


1993 (Reskilling Society)

· Strong support for the importance and need for training, but shortfall at the level of practice; Half of firms who expressed a commitment to training did no formal training in the past 12 months.

· Positive correlation between investments in training and belief in the value and importance of training. 

· The majority of worker training is informal and short term

· Strong impact of customer service and product quality movement on employer side, improved job satisfaction most important for employees.

· Main obstacles are infrastructure, cost, human resources, and scepticism and absence of strategic focus (training is informal, short-term and ad hoc). Absence of a partnership approach to training that includes workers.

· Primary responsibility for training is assigned to the industry. The federal government is the most important non-industry player.

1995 (Workplace Training Survey)

· Most firms do some kind of training, but only a few are described as “learning organizations.”

· Evidence of a widening gap between trainers and non-trainers, with a firm’s training behaviour reflecting its size, use of technology and HR management strategy.

· Individual access to workplace training increases with amount of human capital the employee already possesses.

· Decisions on training tend to be highly centralized and largely confined to senior management.

· Workplace training has positive impacts on both the performance of firms and employment outcomes for employees.

· The incidence of training fell between 1993 and 1995 (71.8 per cent to 62.6 per cent reported undertaking training in the 12 months prior to the survey).

· Evidence of a deepening commitment to training (i.e.: an increase in the percentage of firms indicating the existence of personnel dedicated to training, a formal training plan and formal training needs assessment). 

2005 (Corporate Connections – Phoenix)

· More than half consider employee training and skills development a very important business issue (6,7 on 7-point scale); this issue is significantly more important among large firms than among SMEs and also more important in Quebec.

· Employers place the greatest emphasis on the importance of “basic” skills (teamwork, literacy, oral communication and problem solving). It is interesting that specific job-related technical skills are seen as less important than these fundamental skills. Despite this finding, firms were still more likely to offer training in technical areas in the past 12 months (72 per cent did so) than they were in oral communication and literacy skills (26 and 11 per cent, respectively).

· The main rationale for providing training includes a response to business needs (technical needs, increased competitiveness and productivity) and improving employees and their skills.

· The main benefits/outcomes of offering employee training are also related to business performance (increased productivity) and improving internal work environment. 

· Increased government support/financial assistance is seen as the main factor that would motivate employers to provide more training to their employers. 

· Employers reported greater difficulty recruiting rather than retaining skilled employees.

· Increase in the importance of employee training and skills development from 2001 to 2005.


Workers


1993-2000 (Summary)

· Increasing confidence in skills in the short-term; the most affluent and educated are most confident.

· Education and job training are seen as societal/government priorities.

· Knowledge and skills seen as a source of optimism and security and the key to a better future. PSE is a condition of success.

· Education and training are seen as effective measures for dealing with societal problems, as well as increasing productivity.

· High interest in PSE and training; actual participation rates fall short of interest. 

· A shift in the student profile (more adult learners and part-time students) poses a challenge to the current learning infrastructure.

· Realized importance of information technology.

· Evidence demonstrates hard returns to educational investment, but individuals underestimate returns; sense that payoff from PSE has decreased recently. 

· Cost is a key barrier to taking training and PSE

· Interest in taking on educational debt is highest among lower SES groups. There is support for a variety of financial tools to enhance learning (scholarships, student loans, training plan/learning account).

· Rise in economic optimism and declining economic insecurity

· Slight increase in confidence in skills

· Decline in the perception that the federal government has a plan to help Canadians become better educated. 


1998 (Learning Technologies)

· Employees had access to personal computers in 69 per cent of establishments. 47 per cent cited Internet access. 

· Training using learning technologies was largely undertaken by the higher skilled staff. 39 per cent think that employees learn better with traditional methods than with learning technologies – and the overall quality of formal training was rated higher than training with learning technologies. 

· More than half of employees said they would be more willing to invest in learning technologies if the training was endorsed by an organization they trust. 

· Mixed reaction to perceived benefits of learning technologies. The main benefits were thought to be improved employee satisfaction with training, increased effectiveness of training, greater flexibility to schedule training and employees learn at own pace.

· While a majority of medium and large establishments provide informal and formal training, smaller establishments are less likely to do so.

· Lower training costs were not considered to be a significant benefit of using learning technologies. 

· Main barriers to providing training using learning technologies include costs of new technology and equipment and costs of new training materials.

· There were no significant relationships between revenue, profitability or employee relations and the provision of training using learning technologies. However, there was a significant relationship between training and productivity. All types of formal training, including formal training using learning technologies, were positively related to improved productivity.

· Total training activity in Canadian companies remained virtually unchanged over the three-year period from 1995-1998 (three-quarters had sponsored or provided informal or formal training to their employees).

· The incidence of formal training increased during these years (62 to 74 per cent).

2000 (Lifelong Learning)

· Majority of workers think it is important to learn new skills throughout life. Seven in ten think it is very important for them to upgrade their own skills in the next five years. Majority are interested in taking work-related training within the next two years.

· Keeping skills up to date, increasing earnings promoting career and obtaining greater control of economic future are the main reasons for taking training.

· Cost and time are the main barriers to training

· Awareness of government support for education and training is not high. Support is highest for more generous tuition deduction, lists of training opportunities, extending student loans to adults, advice for training decisions and other financial incentives. 

2001 (WES – Statistics Canada)

· Decline in all industries (except labour intensive tertiary industries) in computer-based technology adoption from 1999 – 2001 (25% - 16%).

· Decline in the number of workplaces that have introduced some type of innovation (50% - 42%). 

· Increase in the amount of time spent using computers from 1999 – 2000 (by 4.9%).

· In 1999, 59% of continuing workplaces
 provided some type of training, while in 2001, 63% did.
2002 (Youth Unemploment - Labour Market Trends)

· Majority perceives providing additional training to allow people to upgrade skills and providing increased access to PSE as an effective response to unemployment. 

· Half of respondents point to lack of education and skills as the greatest obstacle to getting jobs in the new economy. 

· Six in ten believe that youth have difficulty utilizing their skills to the fullest extent in the current labour market. 

· Education and training support is considered to be the most effective government strategy to address the issue of youth unemployment – especially strategies that blend education and work experience. 

· Youth are also expected to be an active participant in upgrading their education and skills.

2003 (AETS – Statistics Canada)

· One in three working adults participated in job-related training in 2002. 

· Many workers who receive formal training also undertake to develop skills on their own.

· Seven out of ten received some form of training support from their employers in 2002.

· Lack of money and time are the main barriers to participation.

· Considerable growth in the participation of older workers in job-related training between 1997 and 2002. 

· There has been a decline since 1997 in the proportion of workers receiving some form of training support from their employer.

2005 (Rethinking Government)
· Canadians continue to be generally secure in their economic future. Nearly two-thirds of employed Canadians (62 per cent) are confident in the stability of their employment.
· Three in four (71 per cent) say they are confident that they have the knowledge and skills to move easily in today’s labour market. 
· Employers are considered to be primarily responsible for training and skills development of Canadians workers.

· Six in ten Canadians (60 per cent) believe the government spends “too little” on training and skills development for Canadian workers, and just 30 per cent considers the current level of government spending to be appropriate. 

· More than half have received training from their employer in the past year (this tendency increases with level of education).

· The majority of Canadians believe Canada’s current productivity level is good, however, the majority of Canadians also feel our level of productivity is worse than that of international competitors such as China and Japan.

· Canadians draw a clear connection between productivity and quality of life. Seven in ten Canadians agree that without an improvement in the nation’s productivity, both quality of life and standard of living will suffer.

· Quality of worker’s skills and the promotion of lifelong learning are seen as having a largely positive impact on overall level of productivity.

· Highest recorded level of confidence in job skills in more than a decade.
· Increase in perceived level of national productivity (up 16 per cent since 1999).

6. Consultation

Following the review of key opinion-based (and to a lesser extent, fact-based) studies that have taken place over the past decade or so related to employed-based training and re-skilling, EKOS consulted internally on two separate occasions with HRSDC staff in the areas of communications, policy and research.  The purpose of these consultations was to establish the objectives and context of the research to be conducted in the next phase and to understand the most critical information needs of the client. The first consultation took the form of a meeting with six key representatives from various areas involved with the Workplace Skills Strategy (WSS), along with the Director General, Peter LaRose. Based on this first consultation, EKOS developed a short presentation to be given at the next available working meeting of the Assistant Deputy Minister responsible for WSS, Karen Jackson. This presentation outlined what approaches and concepts have been examined in the past, what the first consultation indicated to us in terms of context and research needs for the next study, and EKOS’ suggested approach. Following the presentation, there was a detailed discussion (the second consultation) of some key points about the survey target population, and the substantive content and breadth of the study focus. 

Study Parameters


The research study is intended to inform communications planning.


It was established during the consultation process that the primary purpose of this research is to feed into the development of a federal government communications strategy. This communications strategy is part of a broad based social marketing campaign, designed to change the behaviour of both employers and employees in the area of skills development and training. This research would also serve to establish a baseline measure against which future changes and progress can be examined. 


The research priority is opinion-based survey data from Canadian employer organizations.


Over the course of the consultations, HRSDC representatives signalled that the most useful application of research would be an opinion-based survey of employer organizations to complement the fact-based research made available through some of Statistics Canada’s most recent work (e.g., the Workplace and Employee Survey). That is, the large fact-based surveys provide considerable detail about who does training, how much training is done, which employees get training and even how they are trained. What these survey findings do not reveal, however, is why these patterns exist – i.e., why employers do (or do not) make the training decisions they do, how employers feel about training, perceptions of return on investment from training, and barriers that are preventing employers from training/training more. Information that would provide an understanding of the thinking and experiences of employers that underpin training decisions and outcomes reported in fact-based surveys would be the most useful. This information could then be used in interpreting the fact-based results, and also in developing a targeted communications campaign aimed at changing employers’ training behaviour.


The research will reflect a broad definition of training.


Departmental representatives indicated the desire for a very wide definition of training (or learning) that includes mentoring, career development training and other forms of learning. The research study should also allow for distinctions between technical/specific training and generic/soft skills training (to address the issue of transferability of skills across organizations). The definition of training will also entail an understanding of the extent to which training is motivated by legislative requirements (e.g., WHMIS), new employee orientation, or in response to a certain event, such as the introduction of technology or new process, way of doing things/job re-organization. The study will explore the extent to which training activity reflects a more general belief in continuous learning, and discretionary types of training versus more focused and. mandated training.

The research will benefit from a complex, multi-factorial analysis to define segments of employers useful for communications and to understand linkages and patterns across interrelated factors.


To be most insightful, the opinions gathered from employers must go beyond a basic examination of general attitudes, motivations and barriers. There needs to be a more dynamic appreciation for different types of organizations and workforces, the previous experience that employers (and employer representatives) have had with training, the extent of their training plans and efforts all the way through the organization, and the conflicting pressures that constrain opportunities for training or for the full benefit of training to be realized. Moreover, given the wide heterogeneity of employer organizations in Canada, the study must also try to isolate much smaller and more homogeneous segments of employers, based on, for example, like-mindedness in terms of attitudes or previous training experiences, or simply on basic parameters of the organization (e.g., size, sector, type of workforce, diversity of tasks and occupation levels, etc). This type of analytical approach will help to disentangle and clearly identify and describe the most productive initial targets for a communications strategy and effective messaging to ultimately encourage behavioural change.


Another aspect of the approach to the survey and analysis that was discussed in the consultations was the importance of knitting together the different elements of attitudes, practices and outcomes to create a coherent picture of training; that is, to clarify linkages between, for example, between skill development fulfilling labour needs and skill development to increase productivity and profitability; and between perception of training and organizational methods of planning/implementing/evaluating training outcomes. This tying together of threads will allow for a fuller appreciation of how the pieces fit together and help to identify what the key drivers are in the training equation.


Understanding the complexities of the training decision is a priority for the research study.


There was also discussion of the need for a better understanding of organizational views about what defines “good” and “bad” (or ineffective) training. Gathering more information about the criteria that employers use in making training decisions – to train or not, who within the organization to train, how much to train, how to assess the impact of training on employees’ skills and on the organization’s performance. Related to this is an identified interest in additional details about who the training decision-makers are within an organization and how training decisions get made and executed through all levels of an organization.


Ideally, the research will incorporate an employee perspective and to contrast employee views to employer views on these issues. Similarly, another managerial perspective would also be of value in fully describing the competing/conflicting pressures and practicalities in an organization. 

Another issue raised was whether employees themselves understand the purpose of training and what they use to determine good and bad training. Do employees value training, and do they ask for it or resist it when it is offered to them? A deeper understanding is also required of employee levels of awareness about what their employers offer in terms of skill development. Do employees know what supports are available to them and how to access them? This additional line of evidence would provide not only an additional source of information (addressing questions that only employees can legitimately answer), but it would also allow for a fuller picture of the consistency of views throughout an organization (at varying levels).

Related to this, it was also suggested that a perspective that is different from that of Human Resources might be of value in medium to large-sized organizations. A mid-level, operations oriented manager would have their own perspective on training, in terms of the value it brings to the organization (and individual work unit) and the conflicting pressures that exist that stand in the way of employee skill development. The mid-level, operations type of manager may also bring a unique perspective in terms of the immediate need for employees with new and continuously improving skills.

The views of organizations are expected to vary according to the organization location of the respondent, and these must be captured in surveying and analyses.


During the consultations, it was noted that Directors of Human Resources will have one point of view on training issues, however, Directors of Operations, or middle managers (in medium and large organizations) in general, will have different points of view, because the pressures they face are different. For example, a mid-level, operations-oriented manager would have their own perspective on the value that training brings to the organization (and individual work unit) and the conflicting pressures that stand in the way of employee skill development. The mid-level, operations type of manager may also bring a unique perspective in terms of the immediate need for employees with new and continuously improving skills. These different perspectives would ideally be captured in order to gain a full appreciation for how skill development decisions are made.


The survey will capture information from small, medium and large organizations. 


While recognizing that there is significant information on training available with respect to large organizations, the final consensus in the discussions was that all employers need to be profiled (particularly in this first baseline). As well, large employers, with greater resources and training experience may provide a way to draw best practices applicable to other settings. There is merit, however, in excluding all of those in the municipal, schools, universities and hospitals sector from the sample.


The minimum sample size for the employer survey would need to be 2,500 cases, and more would be useful.

During the consultations, EKOS suggested a sample size of 2,500 employers. In the second round of consultations concern about was expressed about the adequacy of this size of sample to allow for a robust segmentation analysis. It was agreed that the study could certainly benefit from a larger sample, however, 2,500 would be a lower end limit for the study.

Appendix A

Individual Study Summaries

1.
Developing Skills in the Canadian Workplace: The Results of the Workplace Training Survey – EKOS 1996

Objective: 

To go beyond the collection of data on basic “first-generation” questions (how many firms provide training, how many employees receive it and the types of formal programs undertaken) and address the deeper issues such as factors that underlie individual and employer training decisions. What training works? What factors determine the effectiveness of training? What is the most useful role for government in this area? This particular study explores three main questions: What are the patterns of training activity in Canadian industry? What are the factors determining the decision employers and employees make about investing in training? What are the impacts of training for employees and employers?

Method: 

Mixed quantitative / qualitative approach on employers and employees. Telephone survey of 2,584 establishments (1,089 of these establishments responded to both the 1993 and 1995 surveys and constitute a longitudinal panel; 712 of the 2,584 telephone respondents also completed a follow-up mail survey to providing a cross-sectional database); 18 case studies with a range of establishments (assorted industries and size classes).

Scope: 

National

Sampling: 

The establishment sample was constructed from two sources. The first was the group of 2,543 organizations that participated in the 1993 EKOS survey, Reskilling Society. This sample was enriched by a new sample of establishments drawn from current Dun and Bradstreet listings. The new sample frame excluded single-person establishments and those in government, education services and agriculture. The sample was stratified by region, firm size and industry.

Issues covered:

	Issue
	Measure

	Patterns of training activity
	· Percentage of firms reporting some training activity

· Use of formal and informal training (overall incidence)

· Percentage of employees reporting training provided by current employer

· Indication of importance of informal training in current job (my job requires that I constantly learn new things, I regularly learn new skills on the job)

· Intensity of training (number of employees in various occupational categories receiving training and the duration of training activity)

· Importance of various types of training (percentage of firms reporting training types and percentage reporting it was over half of total training effort)

· Types of formal training taken with current employer

· Location of formal training activity

· Estimated expenditures on formal training over past twelve months (overall total, avg. cost per employee, avg. cost per trainee)

· Incidence of use of various sources of funding for training

· Time trends – has the incidence of training in Canada been increasing? Comparing the incidence of formal training in 1993 and 1995

	The training process
	· Primarily qualitative: Decision making patterns – who makes the decision about training and what are the key drivers - event-triggered vs. commitment to training

· Rated importance of factors determining selection of employees for training – battery

· Obstacles to training – percentage of employees indicating a variety of factors as obstacles

· The role of unions and CBA in workplace training (rating the degree of union involvement in workplace training)

· Awareness of training councils and their relevance and usefulness to firms

	Impacts of training
	· Assessment of perceived impacts of formal training employees and employers – rated usefulness of training along various dimensions

· Changes in wages based on training status (trained/not trained)

· Employers ratings of various employee evaluation methods – battery of items

· Perceived impact of training on employees – employers asked to evaluate success of training activities along various dimensions (productivity, quality of work, employee commitment and adaptability) 


Main results:

· Most firms do some kind of training, but only a few are described as “learning organizations.”

· Evidence of a widening gap between trainers and non-trainers, with a firm’s training behaviour reflecting its size, use of technology and HR management strategy.

· Individual access to workplace training increases with amount of human capital the employee already possesses.

· Decisions on training tend to be highly centralized and largely confined to senior management.

· Workplace training has positive impacts on both the performance of firms and employment outcomes for employees.

Differences over time

· The incidence of training fell between 1993 and 1995 (71.8 per cent to 62.6 per cent reported undertaking training in the 12 months prior to the survey).

· However, there is evidence of a deepening commitment to training (i.e.: an increase in the percentage of firms indicating the existence of personnel dedicated to training, a formal training plan and formal training needs assessment). 

Major sub-groups of interest

· Establishment size

· Industry

· Region

· Gender

· Age

· Tenure with current employer

· Education

2.
Corporate Connection – Phoenix Research – 2005

Objective: 

Bi-annual survey of CEOs and senior executives that focuses on current corporate and public affairs issues. 

Method: 

Quantitative. Telephone survey with invitation letter emailed or faxed to potential respondents. Quotas were applied based on size of business. 

Scope: 

National

Sampling: 

410 interviews, with results weighted by size, sector and region to reflect actual distribution of Canadian firms according to Statistics Canada’s Business Register. 

Issues covered:

	Issue
	Measure

	Business challenges
	· Identify the most important business issues/challenges facing firm – rated battery of items in 2005, compared over time (tracked data from 2001)

	Workplace issues
	· Rated importance of employee skill sets –battery of items (teamwork, problem solving, oral communications, literacy, technical, management, computers)

· Most sought after skill sets – identify the skill employees most often lack – rated battery of items (same list as above)

· Areas where company has offered training in past twelve months (same list as above)

· Main reasons for offering employee training

· Perceived results/outcomes of training

· Identify factors that would motivate or encourage employers to increase the amount of training currently provided to employees

· Extent to which employers have difficulty recruiting and/or retaining employees with needed skill sets – rated as frequently, occasionally, rarely or never


Main findings

· More than half consider employee training and skills development a very important business issue (6,7 on 7-point scale); this issue is significantly more important among large firms than among SMEs and also more important in Quebec.

· Employers place the greatest emphasis on the importance of “basic” skills (teamwork, literacy, oral communication and problem solving). It is interesting that specific job-related technical skills are seen as less important than these fundamental skills. Despite this finding, firms were still more likely to offer training in technical areas in the past 12 months (72 per cent did so) than they were in oral communication and literacy skills (26 and 11 per cent, respectively).

· The main rationale for providing training includes a response to business needs (technical needs, increased competitiveness and productivity) and improving employees and their skills.

· The main benefits/outcomes of offering employee training are also related to business performance (increased productivity) and improving internal work environment. 

· Increased government support/financial assistance is seen as the main factor that would motivate employers to provide more training to their employers. 

· Employers reported greater difficulty recruiting rather than retaining skilled employees.

Main differences over time

· Increase in the importance of employee training and skills development from 2001 to 2005.

List of the major sub-groups of interest in the analysis

· Firm size

· Region

3. 
Reskilling Society (Phase I) – EKOS 1993

Objective: 

The objectives were to gather baseline data on employers’ attitudes to training, identify the most effective methods to promote the importance of training, and assist in the development and adjustment of EIC policy. 

Method: 

Quantitative, linked telephone and self-administered. Telephone survey of 2500 Canadian firms and 1400 self-administered surveys.

Scope: 

National

Sampling: 

Sample was stratified by region, industrial sector and company size.

Issues covered:

	Issue
	Measure

	Interest in training
	· Rated importance of training to success of firm

· Rated importance of investments in training

· Profile of training activity - conducted formal training, type of training (short vs. long term), preferred type of training (formal/informal) 

· Training capabilities (existence of training budget and training plan)

· Commitment of organization to providing workers with paid time to take training / investing in training when it has to pay full cost

	Reasons and benefits for training
	· Most/least important reasons for providing training – rated battery

· Perceived benefits for firm/employees – rated battery

	Barriers to training
	· Most serious problems for firms providing training – rated battery


Main results

· Strong support for the importance and need for training, but shortfall at the level of practice; Half of firms who expressed a commitment to training did no formal training in the past 12 months.

· Positive correlation between investments in training and belief in the value and importance of training. 

· The majority of worker training is informal and short term

· Strong impact of customer service and product quality movement on employer side, improved job satisfaction most important for employees.

· Main obstacles are infrastructure, cost, human resources, and scepticism and absence of strategic focus (training is informal, short-term and ad hoc). Absence of a partnership approach to training that includes workers.

· Primary responsibility for training is assigned to the industry. The federal government is the most important non-industry player.

Main sub-groups

· Industry Sector

· Company size

· Region

4. 
Lifelong Learning: A summary of Recent Research – EKOS 1997

Objective: 

To summarize EKOS’ existing internal research on the subject to deliver a comprehensive analysis of key trends and emerging issues. In particular, to describe the evolving context which influences participation in and attitudes toward lifelong learning, to examine participation in learning and highlight differences in access, to profile attitudes toward learning from the perspectives of workers and employers.

Method: 

Quantitative

Scope: 

National

Sampling: 

Summary of 8 previous research projects conducted by EKOS. No specific sampling information included. 

Issues covered:

	Issue
	Measure

	Workplace trends/current context
	· The role of government: learning as a priority

	Participation in learning
	· Interest in learning – workers and employers, Participation levels – workers and employers

	Attitudes towards learning – Workers
	· Learning and control, motivations, obstacles, benefits

	Self investment and financing
	· Support for self investment, interest in various financing options

	Workplace learning – employers
	· Motivations, obstacles, benefits


Main results

· Broad consensus that investments in learning are the key to a better economic future. A majority of workers are interested in taking training or post-secondary education in the next five years. At the same time, there is a growing perception (especially among the younger workers) that the returns of PSE are not as high as they were a generation ago. 

· Employers express broad support for training and rate their commitment to training as high.

· For both workers and employers there is a sizeable gap between expressed interest and commitment to training and actual participation rates. Participation in training is not widespread and may actually be decreasing.

· Evidence shows high returns to educational investments, especially for workers who complete PSE. Many firms, however, do not do formal evaluations of their investments in training. 

· Cost is the main barrier to learning for workers and is also a significant obstacle for employers. Self-investment including borrowing is seen as a viable option among many workers and interest in a variety of financing options is high (income-contingent repayment loans, for example). There is also interest in a registered training plan, especially if employers are contributing.

· Education and training is a highly rated priority for the federal government according to most Canadians.

· Many workers are looking for partnerships with their employers and with government for their learning needs.

5. 
Survey of Lifelong Learning and Adult Education Needs – EKOS 2000

Objective: 

To update understanding of lifelong learning issues; to examine tools to address financial barriers to adult education; to track changes in attitudes and preferences over time.

Method: 

Quantitative. Telephone survey of 1200 Canadians, 

Scope: 

National

Sampling: 

Randomly selected and stratified by region. Respondents were screened to focus on the labour force or those interested in entering it in the next 12 months.

Issues covered:

	Issue
	Measure

	Reasons and barriers to training or education
	· Rated importance of upgrading skills in next five years

· Reasons for taking training or education – rated battery of items

· Barriers to training or education – rated battery of items

	Interest and preferences for work-related training
	· Level of interest in work-related training or education (in next five years, next two years)

· Preferences for work-related training and education (ft/pt; classroom/on-the-job/other; interest in using Internet for training)

· Perceived barriers to work-related training or education

	Support for government initiatives
	· Awareness of various types of government support for adult education and training (CSL, EI training, etc)

· Support for various government initiatives to help adults take training and education – rated battery

· Level of interest in various government financing methods – rated battery (subsidies, interest free student loans, contributions to RESP)

	General Attitudes
	· General attitudes towards education and training – rated battery of items about learning new skills, economic future, competitiveness, role of government, importance of training in labour market, borrowing for education, etc)

· Extent that current education and skills limit ability to get another job/advance in current job.

· Specific details on prior work-related training taken (average hours, main reason, who provided training, delivery method, who paid)


Main results

· Majority of workers think it is important to learn new skills throughout life. Seven in ten think it is very important for them to upgrade their own skills in the next five years. Majority are interested in taking work-related training within the next two years.

· Keeping skills up to date, increasing earnings promoting career and obtaining greater control of economic future are the main reasons for taking training.

· Cost and time are the main barriers to training

· Awareness of government support for education and training is not high. Support is highest for more generous tuition deduction, lists of training opportunities, extending student loans to adults, advice for training decisions and other financial incentives. 

6. 
Lifelong Learning: Summary of the Public Opinion Environment – EKOS 1999

Objective: 

To describe broad public opinion environment regarding lifelong learning and participation in training and education; to explore changing meaning and importance of knowledge and skills; to examine the role of government in this area.

Method: 

summary of results based on previous quantitative studies carried out by EKOS, in addition to LFS data from Statistics Canada.

Scope: 

National

Sampling: 

Not available

Issues covered:

	Issue
	Measure

	Socio-economic context
	· Tracking economic insecurity/optimism (optimistic/pessimistic about economic future; lost control over economic future)

· Level of confidence in skills (confidence in personal knowledge and skills, belief that job skills will become obsolete in next five/ten years)

	The Learning Priority
	· Perceived priorities for government – rated battery – federal vs. provincial

· Rated effectiveness of various approaches for dealing with social programs – battery (investing in loans /grants /assistance for training and education)

· Views on increasing productivity – extent to which a more skilled and educated workforce would contribute to higher productivity

	Motivations for Learning
	· Rated importance of reasons for taking training – battery of items

· Actual and expected earnings – average Canadian with HS diploma vs. similar person with university degree 

	Issue of Access
	· Overall interest in training and PSE

· Incidence of participation in formal career-related training and PSE in past two or three years

· Barriers to training – rated battery

· Attitudes towards PSE – rated battery re: suitability of current PSE system for adult workers

	Financing and Self investment
	· Level of agreement with existence of partnership with government to develop skills and knowledge (government being an active partner and sharing costs)

· Attitudes towards education debt (“I don’t mind borrowing funds to invest in improving knowledge and skills”; support for ICRs)

· Interest in financing options such as registered training plan


Main findings

· Increasing confidence in skills in the short-term; the most affluent and educated are most confident.

· Education and job training are seen as societal/government priorities.

· Knowledge and skills seen as a source of optimism and security and the key to a better future. PSE is a condition of success.

· Education and training are seen as effective measures for dealing with societal problems, as well as increasing productivity.

· High interest in PSE and training; actual participation rates fall short of interest. 

· A shift in the student profile (more adult learners and part-time students) poses a challenge to the current learning infrastructure.

· Realized importance of information technology.

· Evidence demonstrates hard returns to educational investment, but individuals underestimate returns; sense that payoff from PSE has decreased recently. 

· Cost is a key barrier to taking training and PSE

· Interest in taking on educational debt is highest among lower SES groups. There is support for a variety of financial tools to enhance learning (scholarships, student loans, training plan/learning account).

List of the major differences noted over time 

· Rise in economic optimism and declining economic insecurity

· Slight increase in confidence in skills

· Decline in the perception that the federal government has a plan to help Canadians become better educated.

List of the major sub-groups 

· Age

· Income

· Education

· Employment Status

7. 
Research To Examine the Impact of Learning Technologies on Lifelong Learning in the Workplace – EKOS 1998

Objective: 

To examine learning technologies (CD-ROM, videoconferencing, Internet and other computer-based training) in the workplace and the meaning and implication of these technologies for lifelong learning. 

Method: 

Component 1: Trend analysis: Literature reviews and examining current trends to provide study context.

Component 2: Case Studies: Eight (8) case studies to assess the implementation of learning technologies and illustrations of issues about access, barriers and gaps and learning opportunities and benefits for workers. 

Component 3: Survey: A sample of respondents was selected from EKOS’ Workplace Training Survey (WTS) conducted in 1995. The survey targeted individuals involved in staffing, training and HR and allowed for the comparison of training issues in 1995 with current conditions in 1998. 

Scope: 

National

Sampling: 

Component 3: Sample of 700 chosen from 2,584 WTS survey participants. The original sample was a stratified sample of firms. The 700 respondents to the 1998 survey included 530 establishments of less than 20 permanent employees, 119 establishments with 20 to 99 permanent employees and 29 with 100 or more permanent employees (once weighted to reflect population distribution in original sampling frame). 

Issues covered:

	Issue
	Measure

	Training activity
	· Incidence of total training and formal training over past twelve months (tracked from 1995 and 1998)

· Anticipated changes in overall training activities in next three years (increase, decrease, no change)

· Types of formal training activities performed (1995 vs. 1998)

· Expenditures on formal training in past twelve months

· Incidence of methods used to evaluating impacts of training (trainer/supervisors, formal analysis, self evaluation, certification testing)

	The Learning technologies environment
	· Incidence of various types of technological infrastructure in the workplace (CD-ROM, Internet, learning centre, videoconferencing facilities)

· Amount of expenditure on computer based and learning technologies in past twelve months

· Evaluation of employee skill levels – rating of basic and computer skills

· Attitudes towards learning technologies – level of agreement with statements related to use of learning technologies in employee training and education

	Use of learning technologies
	· Percentage of companies using learning technologies over past twelve months. Mean proportions of training already delivered and expected in the next three years. Mean proportions of employees that have used/will use learning technologies

· Incidence of types of technologies and facilities used in the workplace (CD-ROM, Internet training, televised courses, situations, videoconferencing in educational institutions, company learning centres, at work, at employees home)

· Incidence of types of training (personal, management, professional, basic skills, etc) and employees (management, skilled, technical, professional, unskilled, semi-skilled) using technologies

	Perceived benefits and barriers
	· Perceived benefits of learning technologies – rated battery of items

· Perceived barriers to using technologies – rated battery of items

	Performance measures
	· Rating of performance measures compared to two years ago (quality of products, productivity, total revenue, profitability, employee relations)

· Rating the impact of technology on workplace over past three years


Main findings

· Employees had access to personal computers in 69 per cent of establishments. 47 per cent cited Internet access. 

· Training using learning technologies was largely undertaken by the higher skilled staff. 39 per cent think that employees learn better with traditional methods than with learning technologies – and the overall quality of formal training was rated higher than training with learning technologies. 

· More than half of employees said they would be more willing to invest in learning technologies if the training was endorsed by an organization they trust. 

· Mixed reaction to perceived benefits of learning technologies. The main benefits were thought to be improved employee satisfaction with training, increased effectiveness of training, greater flexibility to schedule training and employees learn at own pace.

· While a majority of medium and large establishments provide informal and formal training, smaller establishments are less likely to do so.

· Lower training costs were not considered to be a significant benefit of using learning technologies. 

· Main barriers to providing training using learning technologies include costs of new technology and equipment and costs of new training materials.

· There were no significant relationships between revenue, profitability or employee relations and the provision of training using learning technologies. However, there was a significant relationship between training and productivity. All types of formal training, including formal training using learning technologies, were positively related to improved productivity.

List of the major differences noted over time 

· Total training activity in Canadian companies remained virtually unchanged over the three-year period from 1995-1998 (three-quarters had sponsored or provided informal or formal training to their employees).

· The incidence of formal training increased during these years (62 to 74 per cent).

Major sub-groups

· Establishment size

8. 
Labour Market Tracking Phase 1: Focus on Youth Employment – EKOS 2002

Objective: 

To produce a series of benchmark indicators on issues related to economic outlook, job confidence, participation and stability in the labour market. The wide scope includes attitudes regarding priorities for government, policy directions and federal initiatives to address employment. 
Method: 

quantitative, telephone survey

Scope: 

National

Sampling: 

Random sample of 1800 Canadians in the workforce. Overall data weighted by region, age and gender (according to data from Stats Can LFS). 

Issues covered:

	Issue
	Measure

	Job confidence
	· Comparing job qualifications and skills acquisitions (battery related to being overqualified for job; current skills and education limit ability for advancement)

· opportunities for advancement in current job; trapped in a dead-end job

· job stability and security (is current job part of career path or a more transitional job; thinks there is a good chance of losing job in next couple of years)

· skills confidence (have the skills to move easily in labour market; confidence in ability to find an equivalent job within six months)

· Strategies for finding new jobs (willingness to take additional training; go back to school, or become self-employed)

	Employment and Labour Market
	· Effective employment strategies-battery (effectiveness of providing additional training, increased access to PS, other financial support)

· Greatest barriers to employment – lack of education and skills, employers not recognizing skills of youth

	Perceptions of youth employment
	· Youth in the workforce (are youth in jobs where they are using their skills; are periods of economic downturn good opportunities for youth to return to school to advance their skills and prepare for jobs)

· Key factors of youth unemployment-battery (lack of experience, suitable jobs, lack of proper education, lack of proper skills, etc)

· Education challenges facing youth – battery – is the main difficulty related to high cost of training/tuition, lack of commitment, lack of information on what kinds of education lead to jobs.

· Consequences of unemployment for youth – battery- financial psychological, long-term career prospects, life cycle.

· Consequences of unemployment for employers – battery – aging workforce, skills shortages, lack of flexible/newly trained workers, higher wages, more pressure to train own labour supply

	Addressing Youth Unemployment
	· Effective government intervention (education and training support, financial support, support and information for job searching, job creation)

· Effective youth employment strategies – battery – experience of work experience programs/co-ops, support for students, financial incentives, extending summer employment programs, incentives for employers, improving labour market information, entrepreneurship programs


Main findings

· Majority perceives providing additional training to allow people to upgrade skills and providing increased access to PSE as an effective response to unemployment. 

· Half of respondents point to lack of education and skills as the greatest obstacle to getting jobs in the new economy. 

· Six in ten believe that youth have difficulty utilizing their skills to the fullest extent in the current labour market. 

· Education and training support is considered to be the most effective government strategy to address the issue of youth unemployment – especially strategies that blend education and work experience. 

· Youth are also expected to be an active participant in upgrading their education and skills.

Major sub-groups

· Income

· Education

· Gender

· Age

· Region

9. 
Rethinking Government – EKOS 2005, Wave 2

Method: 

Quantitative

Scope: 

National

Sampling: 

National telephone survey of 1506 Canadians 16 years of age or older. Data is weighted by age, gender and region according to Statistics Canada population data. 

Issues covered:

	Issue
	Measure

	Economic Insecurity and Labour Market
	· Fear of job loss in next few years

· Tracking confidence in having skills and knowledge necessary to move easily in labour market

· Tracking concerns about job skills becoming obsolete in next five or ten years

· Who is primarily responsibility for training and skills development for workers

· Opinion on government spending on training and skills development (too much, too little, about right)

· Incidence of recent training from employer in past year

· Overall satisfaction with Canada’s performance in using skills of new immigrants

	Productivity
	· Evaluating current national productivity (compared to 1999 and to other countries)

· Rating the impact of variety of factors on overall productivity – rated battery

	Youth and the Voluntary sector
	· Evaluating which approach would be most useful in helping solve youth unemployment – rated battery of items

· Understanding and support for the “Katimavik” National Youth Service program (importance of opportunity to participate; importance of support from Government of Canada)

· Preferred funding for a national youth service program (government vs. partnership between government and private sector)


Main findings

· Canadians continue to be generally secure in their economic future. Nearly two-thirds of employed Canadians (62 per cent) are confident in the stability of their employment.
· Three in four (71 per cent) say they are confident that they have the knowledge and skills to move easily in today’s labour market. 
· Employers are considered to be primarily responsible for training and skills development of Canadians workers.

· Six in ten Canadians (60 per cent) believe the government spends “too little” on training and skills development for Canadian workers, and just 30 per cent considers the current level of government spending to be appropriate. 

· More than half have received training from their employer in the past year (this tendency increases with level of education).

· The majority of Canadians believe Canada’s current productivity level is good, however, the majority of Canadians also feel our level of productivity is worse than that of international competitors such as China and Japan.

· Canadians draw a clear connection between productivity and quality of life. Seven in ten Canadians agree that without an improvement in the nation’s productivity, both quality of life and standard of living will suffer.

· Quality of worker’s skills and the promotion of lifelong learning are seen as having a largely positive impact on overall level of productivity.

Differences over time

· Highest recorded level of confidence in job skills since RG began tracking this indicator more than a decade ago.
· Increase in perceived level of national productivity (up 16 per cent since 1999).

Major sub-groups of interest

· Region

· Gender

· Income

· Education

· Age

10. 
Adult Education and Training Survey 2003 (AETS)

Objective: 

The 2003 AETS was designed to update knowledge of the job-related training and education activities of Canadians. The primary objectives were to measure participation in job-related education and training, to provide a socio-demographic profile of individuals participating in these activities, to profile type, duration, location and other characteristics of the training activities and to identify the barriers to, and outcomes of, training activities.

Method: 

Quantitative, CATI (conducted as a telephone supplement to the LFS)

Scope: 

National

Sampling: 

Target population was Canadian residents aged 25 and over, excluding residents of Yukon, NWT, Nunavut, residents on Indian reserves, full time members of the armed forces and inmates in prison or hospital. In 2003, this population represented approximately 21 million adults. 

One adult aged 25 and older from each household was sampled. A special procedure was put in place to limit the proportion of those aged 65 and older in the sample (due to their limited contribution to the primary area of interest for the survey).

Issues covered:

	Issue
	Measure

	Course / Program
	· Specific details on incidence of previous training – subject area, provider of training, method of training, duration of training, length of training, training expenses and who was responsible (personal, employer), sources of funding (RESP/RRSP, CSL, bank loan, savings)

· If training / education was related to current or future job, what were main objectives (income, promotion, job security)

· Did training / education result in gaining specific skills or knowledge (management, computers, team work, problem solving, communications, etc)

· Incidence of barriers to training / education

	Benchmarking Information
	· Specific details on other job-related training not covered in section 1 (similar issues)

	Barriers to training
	· Incidence of training / education that was needed or wanted but not taken. If so, what were the main barriers to training / education

· Likelihood of taking education / training for a current or future job in the next three years

	Self-directed Learning
	· Existence of recent self-directed learning (through advice, Internet /software, observing others, books/manuals, self-teaching)

· Frequency of recent self-directed learning

· Most useful type of training / education in current employment situation (self-directed, courses and programs, both)

	Demographics
	· Ethnicity

· Education

· Household income.


Key findings

· One in three working adults participated in job-related training in 2002. 

· Many workers who receive formal training also undertake to develop skills on their own.

· Seven out of ten received some form of training support from their employers in 2002.

· Lack of money and time are the main barriers to participation.

List of the major differences noted over time 

· Considerable growth in the participation of older workers in job-related training between 1997 and 2002. 

· There has been a decline since 1997 in the proportion of workers receiving some form of training support from their employer.

List of the major sub-groups 

· Gender

· Age

· Education

· Province

· Occupational classification

11. 2001 Workplace and Employee Survey Compendium

Objective: 

The WES is designed to explore a broad range of issues related to employers and their employees. The survey aims to shed light on the relationships among competitiveness, innovation, technology use and human resource management on the employer side and technology use, training, job stability and earnings on the employee side. Employers and employees in the WES are linked at the micro data level; employees are selected from within sampled workplaces. As such, the WES serves as one of the few sources of data that allows for investigations linking changes that occur among employees to events taking place in firms and vice versa.

Method: 

Quantitative, CATI

Scope: 

National

Sampling: 

Employer Component: The target population is defined as all business locations operating in Canada that have paid employees, except for employers in Yukon and NWT and employers operating crop and animal production, fishing, hunting and trapping, religious organizations, private households and public administration. The sampling frame was created from the information available on the Statistics Canada Business Register. The frame was stratified by industry, region, and size (estimated employment).

Employee Component: The target population is all employees working in selected workplaces who receive a CCRA T-4 Supplementary form. A maximum of 24 employees was sampled. In workplaces with three or four employees, all employees were selected. 

Issues covered:

	Issue
	Measure

	Employer Component

	Workforce Characteristics and Job Org.
	· Number of employees (p/t or f/t by management/non-management)

· Number of employees in various categories

· Number of new employees hired (total and by category)

· Number of vacant positions and how are they usually filled

· Number of employee separations and reasons for

	Compensation
	· Types of incentives available (by employee category)

· Total gross payroll; number of employees in various earning categories

· Types of non-wage benefits available to employees; total expenditures on non-wage benefits

· Number of paid hours of work (by employee category)

· How overtime is compensated

	Training
	· Incidence of recent workplace training (type of training provided, classroom vs. on-the-job)

· Number of employees receiving classroom training

· Total training expenditures and sources of funding

· Were employees subsidized, assisted or reimbursed for training or courses taken outside paid working hours

	Human Resources Practices
	· How is responsible for HR matters

· Types of HR practices that exist in the workplace

· Types of recent organizational change (centralization, downsizing, flex work hours, etc)

· What were the objectives and impacts of changes

	Collective Bargaining
	· Specific provisions of CBA

· Incidence of recent disputes

· Existence of dispute or complaint system

	Workplace Performance
	· Gross operating revenue and percent change from previous 12 month period

· Changes in workplace performance in productivity, sales, customer satisfaction, profitability

	Business Strategy
	· Rated Importance of various factors of business strategy (battery)

· Percentage of total sales by market area

· Geographical areas of competition (local, national, international)

	Innovation
	· Existence of new/improved products/services/processes

· Most important innovation

	Technology Use
	· Number of employees using computers

· Recent implementation of new software/hardware (who uses it, was training provided)

· Other investment/implementation in computer controlled or computer assisted technology (who uses it, was training provided)

· What are the effects/impact of the implementation of new technology in the workplace

	Employee Component 

	Job Characteristics
	· Length of employment

· Minimum education required for the job

· Supervise others in job

· Number of regular/overtime hours worked in average week

· General work arrangements (typical hours of business, special work arrangements such as compressed work week or job sharing)

· Vacation/personal leave taken in past 12 months

· Promotions received from employer

· Existence of standard evaluation process

	Computers and other Technologies
	· Use of a computer in job (frequency, types of applications)

· How was the application learned – which method of learning was most helpful 

	Training and Development
	· Received job-related classroom or on-the-job training provided by employer in past 12 months

· Number of different training courses taken

· Key subject areas for training

· Details of training (location, length of training, during or outside normal working hours, who provided training)

	Career-related Training
	· Taken career-related courses not sponsored by employer in past 12 months.

· Number of these courses taken

· Subject areas of courses, length of training

· Have there been changes in skill requirements for current job

· Changes in availability of training for employees

	Employee Participation
	· Frequency of participation in activities such as employee surveys, employee suggestion programs, job rotation, etc.

	Personal and Family Support Programs
	· Does employer offer childcare, employee assistance, eldercare, fitness and recreation programs

	Worker Representation and Industrial Relations
	· Are employees union members

· Is there a dispute or complaint system in place

· Has there been a dispute in the past 12 months

	Compensation
	· Employee’s current earnings

· Does employer have any non-wage benefits such as pension plan, life insurance, dental plan (are plans mandatory or optional)

· Employee satisfaction with job, pay and benefits

	Job Comparisons
	· General working conditions. Compared to previous job is current one better, same or worse

· Are job opportunities with current employer better, same or worse

	Work History / Turnover
	· Number of different employers in past 5 years

· Periods of unemployment

· Main reasons for leaving previous jobs

	Demographics
	· Age, gender, language, education, marital status, children, income, etc.


Main differences over time

· Decline in all industries (except labour intensive tertiary industries) in computer-based technology adoption from 1999 – 2001 (25% - 16%).

· Decline in the number of workplaces that have introduced some type of innovation (50% - 42%). 

· Increase in the amount of time spent using computers from 1999 – 2000 (by 4.9%).

· In 1999, 59% of continuing workplaces
 provided some type of training, while in 2001, 63% did.

List of the major sub-groups of interest in the analysis

· Industry

· Workplace size

· Occupational group

· Education

12.
Focus Group Research on Canadian Attitudes to Skills and Learning (December 2001)

Objective: 

Qualitative research part of a broader study of Canadian attitudes towards learning and skills acquisition that includes a national telephone survey of 1,500 adults. The purpose of the focus groups was to assess receptivity to a national learning and skills strategy.

Method: 

Eight, two-hour focus groups

Scope: 

National – two groups in each of New Brunswick, Quebec (in French), Ontario, and Alberta

Sampling: 

Groups included participation of 70 randomly selected members of the general public. Most were employed full-time and had at least a high school education.

Issues covered:

	Issue
	Measures
	# of questions

	Relative importance and understanding of learning and skills
	· State of the economy

· Importance of the skill and knowledge level that a country’s citizens have to an economy

· Specific elements of a country’s skills and knowledge

· Personal relevance
	7

	Perceptions of Canada’s relative international ranking in the area of learning and skills
	· Canada’s skills and knowledge levels compare to major trading partners
	2

	Views concerning the level of priority that Canada/the federal government should accord to the development and implementation of a learning and skills strategy
	· Does Canada have a plan in place to ensure its people are skilled and knowledgeable?

· How much of a priority should the federal government place on this issue?

· Should government be focussing on security issues (in light of 9/11)?

· Role of immigration of skilled workers
	3

	Support for public and stakeholder consultations on the strategy and for a social marketing/communications campaign
	· Necessary to inform Canadians of problems in this area?

· Necessary to spend money to tell Canadians about problems?

· Consultation with public necessary?

· Expert/leader consultation necessary?
	4

	Identification of potential elements for a Canadian learning and skills strategy
	· Key trends in society, economy and the world that such a strategy should consider

· Participant designs their own strategy

· National goals for strategy necessary?

· Goals and timeframes considering target groups
	5

	Reactions to a four-page handout summarizing potential goals, milestones and federal government action in the area of skills and learning
	· Reaction to draft materials from discussion paper – tone, language, audience, relevance
	4


Highlights of results obtained: 

Concept of learning, skills acquisition and lifelong learning meaningful and important on a personal level; as a national public policy issue, however, concept was abstract and removed from concrete realities of everyday life

Once participants had discussed the issues, they were better able to appreciate the relevance and strategic importance of a national strategy – it was seen as an important role for governments and employers to assume

Participants’ suggestions for potential elements of a national strategy reflected what the government is proposing, with an emphasis on reducing the costs of a post-secondary education. Almost no one put forth an immigration approach to the challenge

Reactions to the handouts ranged from neutral to very positive – post-secondary education and adult learning dimensions received the highest ratings; immigration garnered the lowest levels of support

Objectives and milestones were seen as the most appealing, easy-to-grasp, and interesting facets of what they read

Proposed actions for the federal government difficult to understand – disjuncture between the milestones and the actions (particularly with respect to the children and youth aspect of the strategy and the adult learning section)

Some felt that the government was placing undue emphasis on assisting Aboriginal people and many identified the immigration aspect as the most salient and troubling

Most felt that the development and implementation of a skills and learning strategy should be among one of the government’s top priorities despite necessities created by 9/11 and the current economic slowdown – this actually used as an argument for proceeding with the strategy

Both stakeholders and the general public should be consulted on the strategy although cautioned against a lengthy process that could delay the implementation of a strategy

Also support or social marketing and/or other communications efforts aimed at improving the public’s awareness of the importance of learning and skills 

Those with less formal education (high school vs. university) had the greatest difficulty understanding the concept of learning, skills acquisition, and lifelong learning on a aggregate or national level.

13. Human Resources Partnership Directorate – Marketing and New Partnerships Unit (November 1998)

Qualitative Research Report

Objective: 

Provide the Human Resources Partnership Directorate of HRDC with feedback from key stakeholder groups in order to support the development of marketing and communications strategy. Specifically, the Directorate wanted to obtain a fuller understanding of the perception, awareness, and knowledge its partners and clients have of it.

Method: 

Three phases: 1) a set of exploratory, in-depth interviews with partners/clients, 2) quantitative survey of HRP partners/clients and end-users (see summary below), and 3) on-line survey to evaluate HRP’s website. The findings from the qualitative phase were used to finalize the survey questionnaire and interpret the quantitative findings.

Scope: 

HRP partners and clients only.

Sampling: 

25 people interviewed from a list of 100 names provided by the client. 

Potential interviewees were all current partners or clients of HRP. This was defined as people who have had at least some direct interaction with HRP during the past two years. The degree of interaction ranged from moderate to very significant. The sample included a mix of participants based on the type of interaction and according to the following breakdown:

· HRDC (National Capital Region)

· HRDC (regional branches)

· Other federal departments/agencies

· Provincial governments/agencies

· Education organizations/private sector

· Sectoral councils/organizations

This survey did not include those with little or infrequent contact with HRP.

Issues covered: 

	Issue
	Measures
	# of questions

	Involvement with human resource issues and HRDC
	· What labour market HR issues are most important to you?

· How important is HRDC’s approach to HR to you and your organizations?

· What is needed to make these types of partnerships effective?
	3

	Awareness and perceptions of HRP
	· Are you aware of the HRP Directorate?

· How familiar are you with HRP’s role and activities? What is your understanding of their role?

· What is your overall impression of HRP? How do they compare with other government bodies in terms of product and service delivery?

· How effective is the HRP in terms of advancing their objectives?

· Explain the nature of your relationship with HRP

· Are you aware of any other HRP products, materials, or initiatives?
	6

	Satisfaction with product quality
	· How would you rate HRP products, materials or initiatives that you have been involved in?

· How relevant are they in meeting your needs?

· How satisfied are you with the quality of HRP products, materials or initiatives?

· What could HRP do to improve the quality and relevance of their products and services?

· Is there any other information you need that is not currently being provided?
	5

	Marketing tools and related issues
	· Do you receive any information from HRP about the organization or its activities?

· Are you aware of any ways in which HRP provides information about itself and its activities?

· Are you aware of any of the way in which HRP provides information about itself and its activities?

· Are there any other communications between you and HRP?

· Have you visited the HRP internet site?

· Do you have any suggestions on how HRP can improve communications? How would you like to receive information from HRP?

· Is there a need for HRP to increase awareness of itself and its activities?
	7


Highlights of results obtained: 

Considerable variety in HR issues seen to be important by participants; most issues can be grouped into three main thematic areas:

· Sector-specific concerns

· Facilitating labour mobility

· Issues related to local/regional labour market

Every interviewee felt co-ordinated response/partnership approach very important in addressing HR issues

Varied reasons offered to explain importance of partnerships; reasons identified most often include:

· Importance of having different expertise and interests at the table

· Need to avoid duplication and make efficient use of limited resources

· Need for coordinated pan-Canadian solutions 

· This is a better model than the uncoordinated approach seen to typify the past

Participants from sector councils focused on the relationship to the federal government (HRDC) when discussing partnerships

HRDC (NCR) respondents focused on the partnership between themselves and their regional offices

Provincial government participants emphasized the importance of “buy in” through: 

· reducing friction between the levels of government

· bringing people together through forums

· providing adequate lead time to give partners sufficient time to provide meaningful input

· ensuring responsiveness on the part of HRDC

Participants from the education and private sectors also tended to emphasize the need to foster a sense of “buy in” to partnerships

People from other federal departments emphasized the need to be inclusive

Many identify HRP on unaided basis, either by name or service area; relatively high level of awareness of HRP; mixed level of familiarity 

Many have positive impression of HRP; some view it as effective although involvement varies considerably

HRP strengths seen to include accessibility, quality of staff, partnership, expertise, and product quality

Areas seen to require improvement – lack of visibility, bureaucracy, and updating studies/materials

Limited awareness of HRP products and initiatives beyond those used; most assess products and materials as “very useful” and are satisfied with quality and relevance of products and initiatives

Increasing visibility tops list of suggestions for HRP; many identify need for additional assistance

Most have received information about HRP (very infrequently) although some did have concerns re: relevance, updating, and marketing

Some awareness of HRP website; no other marketing tools known – generally positive reaction to website

Suggestions made to improve communications and a strong consensus on need to increase awareness of HRP

Client Survey Report

Objective: 

Provide the Human Resources Partnership Directorate of HRDC with feedback from key stakeholder groups in order to support the development of marketing and communications strategy. Specifically, the Directorate wanted to obtain a fuller understanding of the perception, awareness, and knowledge its partners and clients have of it.

Method: 

Three phases: 1) a set of exploratory, in-depth interviews with partners/clients (see summary above), 2) quantitative survey of HRP partners/clients and end-users, and 3) on-line survey to evaluate HRP’s website. The findings from the qualitative phase were used to finalize the survey questionnaire and interpret the quantitative findings.

Scope: 

HRP partners/clients and end-users only

Sampling: 

580 people interviewed by telephone from a list of 1,600 names provided by the client. 

The partners/clients were defined as those who had direct interaction or collaborated with HRP in a moderate to significant way. All were to have had contact with HRP during the past two years and to have used HRP products or materials, or participated in HRP initiatives. Partners/clients were also typically clients of HRP and responded to a longer questionnaire (a total of 380 interviews were completed with this group). 

End-user clients were defined as people who have used HRP products or materials, but who may or may not have had direct interaction with HRP. End-users responded to a shorter version of the questionnaire (a total of 200 interviews were completed with this group).

This survey did not include those who took part in the in-depth interview phase of the project.

Issues covered: 

	Issue
	Measures
	# of questions

	Interaction with HRDC and awareness of HRP
	· What parts of HRDC have you dealt with in the past 2-3 years?

· Are you aware of the HRP Directorate?

· How familiar are you with the HRP and its activities?
	3

	Impression and understanding of HRP
	· What is the main image or impression that comes to mind when you think of HRP?

· What’s your understanding of HRP’s role or mandate?

· What do you think are their main strengths?

· What are the areas that could be improved?
	4

	Usage and perceptions of HRP products and initiatives
	· Thinking about your use of HRP products or materials, what’s your overall impression of HRP?

· How often do you deal with HRP and its staff?

· What HRP products, materials, or initiatives have you used or participated in?

· Are you aware of any other HRP products, materials, or initiatives?

· How satisfied are you with HRP (quality/relevance of products, amount/quality of information)?

· Do you have any suggestions on how HRP could improve the quality and relevance of its products, materials or initiatives?
	6

	Awareness and perceptions of HRP promotional material
	· Do you receive any information from HRP about the organization or its activities?

· Are you aware of any ways in which HRP provides information about itself and its activities?

· How did you first learn about or come in contact with HRP?

· What is your main source of information about HRP and its activities?

· How would you like to be kept informed about HRP’s business lines and activities?
	5

	Related Analysis
	· Impact of frequency of contact on perceptions of HRP

· Profile of participating partners and clients
	n/a

	End-User Client Survey

	Interaction with HRDC and awareness of HRP
	· What parts of HRDC have you dealt with in the past 2-3 years?

· Are you aware of the HRP Directorate?

· How familiar are you with the HRP and its activities?
	3

	Awareness and perceptions of HRDC products
	· Thinking about the past few years, what HR products or materials have you read or used that were produced by HRDC?

· Are you aware of any other products, materials in this area produced by HRDC?

· How satisfied are you with these types of HRDC products and materials that you have used (quality, relevance, amount)?

· Do you have suggestions on how HRDC could improve the quality and relevance of the products or materials that you have used?
	4

	HRDC promotional material
	· Do you receive any information from HRDC about the products or materials in this area that are available from the department?

· How would you like to be kept informed about the types of products or materials in this area that are available from HRDC?
	2

	Related Analysis
	· Profile of participating end-user clients 
	


Highlights of results obtained: 

Largely positive perception of HRP

· Favourable overall impression – number of people with a positive impression surpasses those who feel negatively by more than 6:1.

· Half could not identify any weaknesses.

· Main perceived strengths are partnership support and facilitation, the quality and relevance of its materials and initiatives, and the knowledge/expertise of its staff.

Perceived weaknesses focus on lack of visibility, bureaucracy

· Two of the top suggestions were for HRP to increase awareness as well as flexibility.

Main image of HRP – partnership support

· Main image is strongly tied to the directorate’s support of labour market partnerships, both in general terms and with respect to sector councils in particular.

· This imaged was restated in even stronger terms as people’s understanding of HRP’s role or mandate.

Low awareness of HRP/lack of visibility

· HRP lacks visibility among its main clientele group – this is a key issue and emerges as one of the main findings of the study.

· Only 31% or partners/clients were aware of HRP by name; after a brief description was read, awareness only increased to 60%.

· Of those aware, few were very familiar with the directorate – awareness accompanied by limited understanding.

· High level of “don’t know” responses throughout survey.

· 71% unaware of any other HRP materials or initiatives other than those why have used.

· In many open-ended questions (multiple responses encouraged) respondents could only provide one response.

Low awareness means communications and marketing emerge as important concerns

· HRP receives lowest performance assessment when it comes to the amount of promotional information received.

· Awareness of information tools beyond the website minimal.

Those with more frequent interaction are more familiar with HRP but they do not necessarily have a more multidimensional view of what HRP does

Sub-groups analysed include:

· Organization

· Position

· Region

· Gender

· HRDC employees 

· Non-staff partners

Considerable sub-group differences particularly between HRDC employees and non-staff partners

· Employees more aware of HRP by name but this does not translate into greater familiarity with the directorate – staff less likely to be familiar with HRP (particularly regional employees).

· Employees are more likely to express uncertainty about HRP’s strengths and weaknesses.

· Employees least likely to have a positive overall impression of HRP (more neutral than negative), less likely to comment positively on the knowledge and expertise of HRP staff, and less likely to view customer service as an HRP strength. Also, less likely to focus on visibility and bureaucracy issues.

14.
Workplace Skills Strategy 2004 Consultation Findings (March 2005)

Objective: 

In 2004, the Government met with a wide group of stakeholders to test the proposed objectives, priorities and initiatives established in the first round of WSS consultations (2002). The results of these discussions helped the Government to adjust the WSS framework to ensure that it reflects the objectives of all partners; ensure that the Government’s initiatives meet actual needs; and establish a starting point for building relationships.

Method: 

Series of focus group discussions / roundtables 

Scope: 

National – discussions took place in:

· Alberta

· B.C.

· Manitoba

· New Brunswick

· Newfoundland and Labrador

· Nova Scotia

· Ontario

· P.E.I.

· Saskatchewan

Sampling: 

· External partners

· Federal partners

· Provincial government officials

· Business partners

· AHRDA representatives (MB, SK)

· Labour and NGOs

· Provincial Employers’ Councils (NL)

· College of the North (NL)

· Small business owners (ON)

· HRSDC representatives and management

· Western Economic Diversification (SK)

· Representatives from the following national organizations:

· Canadian Chamber of Commerce

· Canadian Federation of Independent Business

· Canadian Labour Congress

· Conference Board of Canada

· Canadian Policy Research Networks

· Canadian Council of Human Resource Associations / Human Resource Professionals Association of Ontario

· C.D. Howe Institute

Issues covered: 

	Issue
	Discussed in…
	# of pages

	Aboriginal labour market integration
	· AB, BC, SK, MB
	1

	Accessibility and sustainability of HRSDC funding and programs

	Accessibility
	· AB, SK, ON, NB, PEI, NS, NL
	2

	Sustainable funding
	· AB, MB, ON, NB
	1.5

	EI eligibility and uses
	· AB, SK, MB, NB, PEI, NS, NL 
	4.5

	Employer recognition initiatives
	· AB, BC, NB, NL, SK, MB, ON, PEI
	4.5

	HR and labour market information

	Internal firm capacity
	· AB, SK, NB, PEI, NS, NL
	2

	Accessibility
	· AB, BC, SK, PEI, NL
	1

	Credibility
	· AB, ON, PEI
	0.5

	Best practices
	· AB, BC, ON, PEI
	1

	Information/comm. vehicles
	· AB, ON, PEI, NL
	3

	Content ideas
	· AB, BC, ON, NB, PEI, NL
	3

	Immigrant labour market integration
	· AB, BC, SK, MB, ON, NB, PEI, NS, NL
	3.5

	Jurisdiction
	· AB, NB, NL
	1

	Literacy, essential skills, and assessment & recognition instruments
	· BC, AB, SK, MB, ON, NB, PEI, NS, NL
	7

	Partnerships
	· AB, BC, SK, MB, ON, NB, PEI, NS, NL
	12

	Regional flexibility
	· SK, ON, NB, PEI, NL
	3.5

	Sectoral approaches & sector councils
	· AB, BC, MB, ON, NB, PEI, NS. NL
	6

	Skills development
	· MB, ON, NB, PEI, NS, NL
	9

	Skills shortages
	· BC, AB, SK, MB, NB, PEI, NS, NL
	7

	Tax and regulatory instruments
	· 
	

	Tax-based instruments
	· AB, BC, SK, MB
	3.5

	Regulatory instruments
	· ON, NB, PEI, NL
	2.5

	Trades and apprenticeship
	· BC, AB, MB, ON, NB, PEI, NS, NL
	4.5


Highlights of results obtained: 

No introduction, methodology, executive summary or conclusions, simply a series of discussion summaries in bullet-point form. 

Overall impression from national organizations: WSS is a great idea but how do we come up with workable solutions for our organization? Many thought immigration/foreign credential recognition should be more central to the strategy (labour market integration of immigrants being considered in the U.S. as a central strategy).

Some question as to final outcome/deliverables.

Should consider federal coordination of local programming rather than federal delivery (“one-stop” labour market information shops in the U.S.).

15.
GP Survey on Skills Agenda (2001)

Objective: 

To profile Canadian attitudes towards skills development and learning issues, to update measures from the 1994 Reskilling survey and to identify newly emerging needs and preferences. Also, a key objective was to perform a segmentation of the Canadian public based on attitudes, need and demand for training/skills development

Method:

Quantitative survey of the general public

Scope:

National (no territories)

Sample:

3,400 Canadians 15 years of age or older (+/-1.7% margin of error overall)

Issues covered:

25 minute interview. Items tracked from Reskilling ’94, Lifelong Learning, Rethinking Government, Information Highway

	Issue/Area
	Type of Indicators

	Knowledge levels
	Rating of skills level in Canada, over time, compared to other countries, role in innovation

Perceived skills gap in Canada (how serious, getting better/worse, reasons)

	General attitudes
	Importance in economy, personal/career success (skills versus other elements in battery)

General items – training is useful, pse is useful in getting job, open to taking training, in challenging or dead-end job, have decision-making power, etc

Who is responsible for skills development/paying (individual, employer, industry, government)

	Personal attitude towards skills
	Require skills development

Open to continuous upgrading

See as useful/pay-off

	Motivations and barriers
	Rating of key motivators to take training. Same for barriers

	Skilled trades
	Recruitment to skilled trades low? Reasons (prestige, pay-off, lack of programs, etc)?

	Approach to skills improvement
	What are the best ways to improve (what types of courses/teaching method, on or off site, how long?

What are most required types of skills (which ones need addressing most)?

	Government skills agenda
	Importance of having government skills agenda

Best ways to achieve it

Specific approaches (target under skilled or best and brightest, etc)

	Recent training profile
	Recent training taken, what, when, where, who paid, rating of usefulness


Key groups:

age, parents, education and income, employment status, need to improve skills, interest in training, recently taken training, employment equity

Segmentation:

key elements were positive and negative attitudes to skills development (importance, usefulness, etc), willingness to act/past training taken, views on federal agenda (importance of training, role of government)

16. Reskilling Society – Workers (1994)

Objective:

Profile of Canadian attitudes and behaviour toward training and skills development

Method:

Quantitative telephone survey

Scope:

National

Sampling:

2,500 Canadian workers (16 or older) (employed or looking for work). Stratified by age

Issues covered:

	Issue/Area
	Type of Indicator

	Profile of training
	Recently taken training (what, hours, where, who paid)

	Attitudes toward training
	General support for training/positive-negative

Who’s responsibility/personal; responsibility (to pay, to get information)

	Motivators and barriers
	2 batteries

	Perceived need/interest in training
	Open to training, need, expected effectiveness/outcome

Job characteristics (get training need, dead end job, job security)

	Type of training effective
	Bet for Canadians, for you personally

	Support for different training support
	Training plans, tax shelter, etc. Investing in training, loan programs


Key groups:

Years worked, occupation, size of employer, unionized, job characteristics (e.g., permanent, shift work, etc), rating of reading and writing ability, age, language, gender, region, education and income, kids, vis min

17.
Business-Labour-Public Sector Leadership Survey on the Economy and Labour Market – Canadian Labour and Business Centre 2005

Objective: 

The Canadian Labour and Business Centre’s mission is to improve business and labour practices in Canada and provide public policy advice on labour market and skills issues and their wider economic implications.

Method: 

Quantitative – self-administered mail-in survey

Scope: 

Unknown, assume national 

Sampling: 

Business, labour, and public sector executives

Issues covered: 

	Issue
	Discussed in…
	# of items

	Challenges facing the economy and labour market
	Rating a series of issues in terms of how serious a problem they are re: Canadian economy
	21

	
	Rating a series of labour market and social issues in terms of how serious a problem they are in Canada
	21

	Workforce skills issues
	Expecting a shortage of skilled workers?

Company demos – occupations with a shortage

Skill sets in need of improvement

Actions to address HR and skills requirements

Future problems meeting labour and skills requirements

Retiring workers and replacement issues
	10

	Workforce training issues
	Importance of employee training

Presence of training plan/budget

Amount spent on health and safety training

Importance of methods in training employees

Effective measures in increasing workplace training

Changes in workplace training
	9

	Immigration
	Experience with hiring skilled immigrants

Agree/disagree battery re: skilled immigrants
	2


18.
Rethinking Work – EKOS and the Graham Lowe Group 2004

Objective: 

Project intended to provide a series of annual Canadian surveys that document emerging workplace and workforce trends and probe their implications for people practices and organizational performance. This report presents the findings from the first surveys conducted in the Fall of 2004 (workers only) and the Spring of 2005 (employers only).

Method: 

Quantitative – telephone survey

Scope: 

National

Sampling: 

Worker survey: currently working in some capacity (including full-time, part-time, contract, seasonal, self); or unemployed but looking for work, and have held a job in the last 12 months.

Employer survey: managers from a stratified sample of public, private, and non-for-profit organizations across the country.

Training issues covered: 

Using and Developing Talent (chapter 8 in report)

	Issue
	Discussed in…
	# of items

	Learning and contributing
	· How frequently do you: take initiative/ feel that you full contribute your skills, knowledge and abilities/learn new ways to do you job better

· To what extent are there opportunities within the organization for employees to move?
	4

	Training and learning pay-offs
	· Have you participate din the following types of job or career-related training and learning?

· What is the main reason you did not participate in job-related training and learning?

· To what extent did your most recent training and learning

· Improve you skills and abilities

· Improve the quality of your work

· Improve your chances of finding another job

· Assist you in achieving your career goals

· Enable you to work more effectively with co-workers

· Increase the quantity of your work
	3


Main training-related findings:

Both workers and employers benefit from job-related training and learning activities

Improved skills, work quality and teamwork suggest performance pay-offs from human capital investments. On the other hand, training and learning investments have less impact on the quantity of work.

Key groups:

· Age

· Gender

· Region

· Occupation

· Industry 

National Survey of Information Technology Occupations, 2002: Employer Survey, by Statistics Canada for the Software Human Resource Council

Objective:

The National Survey of Information Technology Occupations involved a survey of both employers and employees.  The survey was undertaken to meet industry demand for comprehensive labour market statistics to provide them with a clear picture of the state of the industry.  

Method:

Quantitative.  The questionnaires were mailed out to employers on cd-rom following an initial telephone contact, and responses were returned over the Internet.  Two weeks after the mail-out, employers who had not responded were offered the opportunity to complete the interview by telephone (using CATI).  The survey examined 24 different IT occupations, but each employer was questioned in greater detail on two specific occupations employed within their company.
Scope:

National

Sampling:

A national sample of employers in both the private and public sectors was selected and surveyed, using the Statistics Canada Business Register.  The survey was distributed to 9,148 private sector employers, of which 4,183 responded; and to 989 public sector employers, of which 610 responded.

Issues Covered:

	Issue
	Measure

	IT employment profile
	· Number of permanent employees and contract workers in 24 different IT occupations

· Number of employees or workers in any other IT occupations not listed, and duties or activities in these occupations

· Job titles given to IT workers per occupation type 

· Number of IT workers working full-time or part-time by occupation

	Hiring and recruitment practices
	· Number of IT workers hired by occupation in last 6 months

· Whether new hires required competency or skills upgrading after being hired, how many did, and how many days of training were required

· Geographical distance/region within which recruit 

· Recruitment methods, strategies company employs to hire IT workers

· Recruitment method found to be most effective

· Relative importance of experience versus education in hiring in IT occupations

	Job vacancies, recruitment needs
	· Number of vacant positions currently, number that have been vacant for 4 months or longer because of lack of qualified candidates

· Barriers to recruitment/staffing in IT occupations

	Benefits and incentives
	· Financial incentives offered to employees in IT occupations

· Non-financial benefits  provided to employees in IT occupations

	Retention
	· Number of IT employees who have vacated their positions in the past six months

· Reasons for leaving (go to school, another job, start company, etc.

	Training and development
	· Who determines training needs of employees in IT occupations, and determines which IT employees receive this training

· How many IT employees received formal  training in past 6 months, types of formal training paid for or provided by the company, and average days of formal training received

· Whether IT employees have received informal or on-the-job training in past 6 months

	Company profile
	· Number of locations

· Number of employees

· Whether hire IT workers on contract, number currently employed on contract


Main Findings

· Employee referrals are the most common recruitment method used in the private sector followed by other informal methods.  The public sector tends to use more formal recruitment methods.

· The main challenge to staffing positions is lack of experience among potential candidates.

· Employers regard experience as more important than education when recruiting IT workers.

· Permanent full-time employees are the norm, with provincial governments having the highest number of indeterminate term employees.

· One-third of new hires require skills upgrading.  The training time to upgrade skills of new hires averages 13.7 days.

· Over half the employers provide financial incentives for employees, mainly in the form of bonuses, stock options and profit sharing, although these are less prominent in the public sector.

National Survey of Information Technology Occupations, 2002: Employee Survey, by Statistics Canada for the Software Human Resource Council

Objective:

The National Survey of Information Technology Occupations involved a survey of both employers and employees.  The survey was undertaken to meet industry demand for comprehensive labour market statistics to provide them with a clear picture of the state of the industry.  

Method:

Quantitative.  Employees had the option of responding electronically, by computer-assisted interview or on a paper questionnaire.

Scope:

National

Sampling:

For each employer surveyed, a maximum of two occupations were selected and up to ten employees in each occupation surveyed.  Questionnaires were distributed by employers.  A total of 4,183 private sector and 1,000 public sector employees responded.

Issues Covered:

	Issue
	Measure

	Employment Profile
	· Number of companies/organizations worked for in past 5 years

· Current IT occupation

· Duties or activities in current position

· Length of time in current position

· Nature of current position: permanent or temporary

	Hours of work
	· Weekly hours of paid work (excluding overtime)

· Whether work overtime, how much

· Compensation for overtime

	Income
	· Annual salary in current position

· Earnings from overtime

	Benefits or incentives
	· Financial incentives received (type, amount)

· Type of financial incentives preferred

· Type of non-financial benefits provided by employer

	Labour Market Information
	· 3 main sources of LMI used

· Effectiveness of information available on technical skills needed to advance career

	Previous employment
	· Type of previous employment

· IT occupation of last position, length of time spent in last position, duties or activities of last position, and reasons for leaving

	First IT position after completing education
	· Whether this was 1st job after completing education

· IT occupation that best describes their first IT position

· How obtained

	Education
	· Highest level completed

· University education: type of diplomas or certificates received, main field of study for each, enrolment in co-op programs, where received most recent degree

· College or CEGEP education: Length of program, whether studies were co-op, field of study, when completed, where

· Private business school or private training: main fields of study, when obtained, where, whether studies were co-op

	Certifications and Professional Designations
	· Type of certification(s)

· Type of professional credential(s) or designation(s)

	Formal Training
	· Formal training received in last 12 months, # of days of training, type of training, where received, who paid for

	Informal or on-the-job training
	· Whether received in last 12 months, methods of training used

	Skills
	· Type of IT skills needed in current position, relative importance of each, and whether need training in each

· Type of business or management skills needed in current position, relative importance of each, and whether need training in each

· Type of personal or interpersonal skills needed in current position, relative importance of each, and whether need training in each

· How acquired IT skills needed in current position

· Languages can do IT work in

	Demographic profile
	· Age, gender, ethnicity (visible minority, Aboriginal Canadian), whether disabled, language, language capability in IT, citizenship.


Main Findings

· Workforce is young, male dominated, with a low representation of disabled persons (except for in public sector), or Aboriginal Canadians

· Sources of job information mainly consist of Internet websites, informal networking and help wanted ads in print media.  Information is generally ranked as “somewhat effective”.

· Job search done through a mixture of formal methods (58 per cent) including post-secondary and employer recruitment, and informal methods (31 per cent).  

· Many IT workers started off in non-IT positions; once in IT they tend to remain but with considerable occupational mobility

· The IT workforce is well-educated with an average of almost 16 years of schooling.  Over 90 per cent have some university or college training.  Half have a university diploma and a further 27 per cent have a college/CEGEP diploma.  18 % have industry certifications and 14 per cent have professional designations.

· Four in ten report receiving formal training in the past six months; this training is generally to refresh skills acquired in education, and is largely paid for by employers.

· Seven in ten report receiving informal training within the same period.  The most prominent form of informal training is self-study.

· Roughly one-quarter report training needs for IT, business management and personal skills needed in their current position.

Public Attitudes Towards Labour Market Information, by Ipsos Reid (date unknown)
Objective:

To examine Canadians’ attitudes toward work through a survey of Canadians who are in the work force (i.e., employed full time, employed part time, or self-employed) or unemployed.

Method:

Quantitative telephone survey.

Scope:

National

Sampling:

2,500 Canadian adults in all regions of the country.

Issues Covered:

	Issue
	Measure

	Value of LMI in job or career search
	· Type of information that would be useful when looking for a new job, or planning a career (aided and unaided)

· Rated value of different items when looking for work (e.g., attitude, communication skills, LMI)

· Rated agreement with statements concerning job search, LMI, job satisfaction, use and comfort with the Internet

	Federal government collection and dissemination of LMI
	· Awareness that federal government collects LMI

· Use of and interest in this LMI

· Whether would use LMI if had been aware

· Agreement with statements regarding the communication and value of this LMI

· Best way for government to distribute LMI

	Employment profile
	· Change in employer in past two years

· Likelihood of change in employers in next two years

· Interest in changing jobs, employers

· Whether employed in private or public sector

· Hours of work on weekly basis 


Main Findings:

· A plurality of Canadians are unable to identify a type of information that would be useful when looking for a new job or career, suggesting this is not a top-of-mind issue for most Canadians. The most popular types of information sought are information about job openings in their career field, about types of work available given their skills set, education/training, and salary/benefits.

· Two in three believe that if they don’t continually upgrade their skills they’ll fall behind and miss some new job opportunities. Moreover, over half believe there are lots of jobs for those who have higher levels of education and training.

· Two in three are confident that if they lost their job they would find another one right away, and less than one in three (31%) are worried about their current job security.

· One in four working Canadians are worried about an economic downturn.

· Eighty-six percent of Canadian workers believe that successful job applicants are usually those that are better prepared. Just over half would like to have more information about work opportunities in their field, in the area they live, or more information about potential employers.

· Just over half of respondents say they are very (15%) or somewhat (41%) aware that the Government of Canada collects information about the kind of jobs that need to be filled. Forty-four per cent say they are not aware of this service. Almost half (45%) of these respondents said they would visit a Government of Canada website, 35% said they would visit a local Government of Canada office, and 6% said they would telephone the Government of Canada for this type of information.

· Four in ten say they have used information about the job market when making job related decisions (60% have not used LMI).   Newspapers were cited most often as information sources (21%), followed closely by a government office (20%), a government website (18%), and the Internet in general (12%).

· Seventy per cent of these respondents said they would have used LMI if they were aware of its existence. Three in ten said they would not have used LMI even if they knew it existed.

· Less than one in three respondents believe the Government of Canada does a good job of providing information to Canadians who are trying to find work.  Despite this, a majority of Canadians believe the Government of Canada should do more to tell Canadians about the information it has to help people with job related decisions.

· Preferred Distribution Channels for LMI: media newspapers were selected most often, followed closely by brochures and pamphlets sent to their home.

� A continuing unit is a workplace that was surveyed in 1999 and was still active in 2001.


� 	A continuing unit is a workplace that was surveyed in 1999 and was still active in 2001.
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