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developing and disseminating labour market information through the development of an
Electronic Labour Exchange, a National Labour Market Information System and a National
Employment Service; and ensuring that adjustment measures are there to meet national crises.
HRDC will continue to support sectors of our economy as they address human resource
priorities and will support programs that deal with other Canada-wide labour market needs.

Improving Workplace Legislation and Policies

Parliament is already considering legislation to amend Part I of the Canada Labour Code,
which deals with Industrial Relations. Work that could lead to amendments to Part II
(Occupational Safety and Health) and Part III (Labour Standards) of the Code will take place.
In addition, the Labour business line intends to develop a Workplace Strategy to address
emerging issues such as non-standard work and working time. Work will take place to
develop regulations under the Employment Equity Act.

Monitoring of EI Act Implementation

The Employment Insurance (EI) Act marks an important change in the income benefits
system that assists unemployed workers. The 1997-98 fiscal year will see continued efforts
to build on the smooth implementation of the new system that has already begun. A major
policy priority will be to track the impact of the new legislation. Because the new EI system
involved significant change, the government has committed itself to monitor the impact of the
Act’s measures on individuals, communities and regions; the performance of the economy
and job markets; the ways in which workers, employers, industries and communities are
affected and how they adjust; and the performance of HRDC and its service delivery system.
This information will be provided to parliamentarians and other interested Canadians.

Operational Strategies

HRDC will match its substantial policy and program agenda with a range of operational
initiatives. Many of these will reinforce the Department’s ability to provide services
effectively by investing in people and computer systems.

HRDC has launched a Quality Service Initiative that drives the development and
implementation of strategies and provides guidance to improve service to Canadians. It is
meant to integrate quality service principles into the new departmental initiatives and in
overall operations. The Department is putting in place a results-based accountability
framework for its major programs to ensure that managers focus on the results to be achieved.
It intends to publish client service standards in 1997-98.

The people of HRDC will be a central focus of operational innovations. The
Department will work with its managers and staff to identify their priorities and the tools and
competencies they need to perform in today’s workplace. Operational goals include moving
to streamline and simplify classification, resourcing and other HR activities. HRDC will also
put increased emphasis on learning and development for staff. The goal is to create a learning
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organization in which people have the capacities and support to adapt to emerging needs and
opportunities.

Over the next few years, HRDC will continue to implement the new Service Delivery
Network (SDN) to improve program and service delivery. The SDN is using a combination
of offices, kiosks, electronic on-line services, advanced telephone technology and community
partnerships to improve access to many of the Department’s most-used services, while
meeting expenditure reduction targets. Most of the physical infrastructure (i.e. Human
Resource Centres of Canada, kiosks, telephone centres, mail service centres) should be in
place by the end of 1997-98. HRDC will also focus on implementing single-window delivery
and co-location of federal and provincial offices.

Other operational issues underway include the redesign of the Income Security
Program (ISP). The aim of the ISP Redesign Project is to significantly improve client service
and accuracy and security of client information through the complete reengineering of the
delivery and operations of the OAS and CPP programs. Service quality standards will also be
developed as part of the project. The ISP Redesign Project should result in substantial
savings after it is completed later this year.

Work is also underway throughout government to examine various alternative service
delivery models; HRDC is playing a major role. Implementation of a strategic information
plan to guide the future systems-development activities of the Department and maximize the
use of new technology is being developed and will become a key part of building the Service
Delivery Network.

HRDC has an ambitious program for the coming years: the Department will continue

to be in the forefront of the Government’s agenda to reform key social programs, strengthen
the social union and improve service to Canadians.
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3. Financial Summaries
The following charts provide financial summaries of planned expenditures for 1997-98.

Departmental Summary (Part II of the Estimates)

Vote (thousands of dollars) Main Main
Estimates Estimates
1996-97 1997-98

Human Resources Development

Corporate Services Program

1 Program expenditures 45,578 42,901
(S) Minister of Human Resources Development - Salary and motor car allowance 49 49
(S) Minister of Labour - Salary and motor car allowance 49 49
(S) Contributions to employee benefit plans’ 16,565 21,445

Total Program 62,241 64,444
Human Resources Investments and Insurance Program

5  Operating expenditures 182,516 108,044
10 Grants and contributions 1,211,790 1,436,788
(S) Interest payments under theCanada Student Loan Act 110,500 47,000
(S) Liabilities under theCanada Student Loan Act 256,200 222,000
(S) Interest and other payments under theCanada Student Financial Assistance Act 253,200 347,400
(S) Canada Student Financial Assistance Act - Special Opportunity Grants 23,400 34,700
(S) Supplementary Retirement Benefits - Annuities agents' pensions 35 35
(S) Labour Adjustment Benefits payments 14,000 8,900
(S) Contributions to employee benefit plans * 90,688 97,453

Total Program 2,142,329 2,302,320
Labour Program

15 Program expenditures 44,058 44,760
20 Grants and contributions’ 5,992 -
(S) Payments of compensation respecting government employees and merchant seamen 58,107 56,907
(S) Contributions to employee benefit plans 4,928 5,396

Total Program 113,085 107,063

Income Security Program
20 Program expenditures’ 85,154 92,167
(S) Old Age Security payments 16,743,000 17,140,000
(S) Guaranteed Income Supplement payments 4,745,000 4,778,000
(S) Spouse's Allowance payments 419,000 390,000
(S) Contributions to employee benefit plans’ 16,547 19,738

Total Program 22,008,701 22,419,905
Total Department 24,326,356 24,893,732
Specified purpose accounts:

Employment Insurance costs’ 14,996,000 14,659,876

Canada Pension Plan costs 17,427,132 17,799,886

- Departmental Employee Benefit Plan recoverable from EI and CPP accounts (96,588) (115,860)

Total Expenditures 56,652,900 57,237,634

1. In 1997-98, the former Vote 20 of Labour Program has been combined with Vote 15, and the Vote 25 of Income Security
has been changed for Vote 20.

2. Partially recoverable from EI and CPP Accounts.

3. Prior to fiscal year 1997-98, this Account was presented on a calendar year basis. Under the 1996-97 Main Estimates
column, the amount displayed is the 1996 calendar year financial data. For comparative purposes, the 1996-97 financial
data presented in the EI Account segment is a forecast, as the new Act became effective June 30, 1996.
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Votes — Wording and Amounts (Part I of the Estimates)

Vote (dollars) Main Estimates

1997-98

10

15

20

Human Resources Development

Corporate Services Program
Corporate Services - Program expenditures and authority to make recoverable
expenditures on behalf of the Canada Pension Plan and the Employment
Insurance Account 42,901,000

Human Resources Investment and Insurance Program
Human Resources Investment and Insurance - Operating expenditures and
authority to make recoverable expenditures on behalf of the
Employment Insurance Account 108,044,000
Human Resources Investment and Insurance - The grants listed in the Estimates,
contributions and payments to provinces, municipalities, other public bodies,
community organizations, private groups, corporations, partnerships and
individuals or other bodies, in accordance with agreements entered into
between the Minister and such bodies in respect of
(a) projects undertaken by such bodies for the purposes of providing
employment or employment assistance to workers and contributing to the
betterment of the community; or

(b) payments made, or costs incurred, by such bodies in respect of such
works 1,436,788,000

Labour Program
Labour - Program expenditures, the expenses of delegates engaged in activities
related to Canada's role in international labour affairs and the grants listed in the
Estimates and contributions 44,760,000

Income Security Program
Income Security - Program expenditures and authority to make recoverable
expenditures on behalf of the Canada Pension Plan Account 92,167,000
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Figure 1: Department Planned Spending

(thousands of dollars) Estimates Estimates Planned
1996-97 1997-98 1998-99
Business Lines / Programs
Human Resources Investment 2,330,244 2,499,576 1,900,990
Employment Insurance Income Benefits 459,858 454,696 432,126
HRCC Management and Joint Services 155,433 167,859 167,185
Human Resources Invesment and Insurance Program 2,945,535 3,122,131 2,500,301
Labour 150,585 143,763 142,011
Income Security 22,112,794 22,562,323 23,050,175
Corporate Services 287,760 313,568 290,329
Total gross expenditures 25,496,674 26,141,785 25,982,816
Revenue credited to the Vote (1,170,318) (1,248,053) (1,063,485)
Total net expenditures 24,326,356 24,893,732 24,919,331

Other Revenues and Expenditures

Revenue credited to the Consolidated Revenue Fund (285,057) (303,887) (296,340)
Estimated Cost of Services provided by other departmer 68,287 54,300 46,865
Net Cost of the Department 24,109,586 24,644,145 24,669,856

Specified Purpose Accounts’
Employment Insurance

Expenditures 14,996,000 14,659,876
Revenues (19,801,000) (20,316,000)
Current Year Surplus (Deficit) 4,805,000 5,656,124 n/a’

Canada Pension Plan

Expenditures 17,427,132 17,799,886 20,048,161
Revenues (15,861,000) (16,997,000)  (19,468,000)
Current Year Surplus (Deficit) (1,566,132) (802,886) (580,161)

The Estimates 1996-97 reflects only the Main Estimates, Supplementary Estimates are excluded.

See note 3 on page 2-9.

3. Not applicable. Per the EI Act, the EI premium rate is set each year, on a calender year basis. For further information, see the EI
Account.

N —
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Figure 2: Net Cost of the Department by Business Line

(thousands of dollars) 1997-98 Main Estimates - Budgetary Detail of appropriation
Voted
Operating Grants Gross Rewenue Total Statutory Non
and Contri- Total to the Main Statutory
butions Vote Estimates

Business Lines / Programs

Human Resources Investment 402,788 2,096,788 2,499,576 (281,241) 2,218,335 695,690 1,522,645
Employment Insurance Income Benefits 454,696 - 454,696 (406,647) 48,049 45,755 2,294
HRCC Management and Joint Services 167,859 - 167,859 (131,923) 35,936 16,043 19,893

Sub-total 1,025,343 2,096,788 3,122,131 (819,811) 2,302,320 757,488 1,544,832
Labour 139,064 4,699 143,763 (36,700) 107,063 62,303 44,760
Income Security 254,323 22,308,000 22,562,323 (142,418) 22,419,905 § 22,327,738 92,167
Corporate Services 313,568 - 313,568 (249,124) 64,444 21,543 42,901
Total 1,732,298 24,409,487 26,141,785  (1,248,053) 24,893,732 f 23,169,072 1,724,660

Other Revenues and Expenditures

Revenue credited to the Consolidated Fund (303,887) (303,887) (303,887)
Estimated Cost of Services by other Departments 54,300 54,300 54,300
Net cost of the Department 26,196,085 (1,551,940) 24,644,145 § 23,169,072 1,475,073

Specified purpose accounts
Employment Insurance Account

Expenditures 14,659,876
Revenues (20,316,000)
Current year surplus (deficit) 5,656,124

Canada Pension Plan Account

Expenditures 17,799,886
Revenues (16,997,000)
Current year surplus (deficit) (802,886)
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4. Organizational Structure

Minister of
o Human Resources
Minister of Labour Development Canada

Minister with Special
Responsibility for Literacy

Secretary of State
Training and Youth

Deputy Minister
and Chairperson

Associate Deputy Minister
and Vice-Chairperson

Assistant Deputy Minister
Human Resources Investmen Corporate Services
Executive Directof Assistant Deputy Minister
EI Income Benefits Income Security

HRCC Management and 1 Assistant Deputy Minister
Joint Services' Labour’

Regional ADM / Director General I

Business Line (millions of dollars and FTEs) TOTAL

Human Resources

Income Security

TP OTAEE STVICES. . veutetertetettetet et ettt ettt et eae st eat et es e et eae st essemses et ee et shessee et ee et ehem e shentshent st ene et eneebeb et enme s enennessnnesens 313 s 313
Gross Budgetary ............ 2,500........... 455 ........... 168 144........... 22,562........... 313 e, 26,142
Revenue credited
to the Vote...oooovvvieerennnnne. (281)......... (407)......... (132) i B7) e (142)......... (249) v (1,248)
Net Budgetary................. 2,219 A8 .o 36 107........... 22,420............. 64 .o, 24,894
Specified Purpose Accounts
EMPLOYMENt INSUTAIICE. ....cvtiiiiiiiiieeecteete ittt ettt et s e e st b s et s e e s sesebeseseeseanas 14,660
Canadian PenSION PLATL..........coiuieiiiiiiiiciicieccest ettt ettt et e et e et e ste et e ebesteebeesesseeeseeseesesseeseesess e seesessaeesaeseesesseeseesesseeseesesrneeneas 17,800
- Departmental Employee Benefit Plan recoverable from EI and CPP ACCOUNLS. ....iouiiuiiiiiiiieiiitie ittt ereeneeeemseeneens (116)
TOtAl HRIDIC ...ttt ettt et e et et e et es e e et e et e et et e s s es st s e e esses st e esees et e esses s b et ersabsane s s ereare e 57,238
HRDC (FTES)..coooviennee 5,143........ 7,716........ 2463 672 3,043........ 2,887 e 21,924

1. Includes the Commissioners for Workers and Employers, the Director General Ministerial and Corporate Affairs, the ADM
Strategic Policy, the ADM International Affairs, the ADM Communications, the ADM Financial and Administrative Services, the
ADM Systems, the ADM Human Resources, the Senior General Counsel, and the Senior Assistant Deputy Minister Service
Delivery.

2. Includes the Senior Assistant Deputy Ministr Legislative Review Canada Labour Code and the ADM Labour.

3. Includes the Regional ADM/Director General.

4. Includes Executive Director for Special Initiatives.
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5. Acts and Regulations

The main legislative bases for the Department's mandate are the following Acts and
Regulations:

Appropriations Acts, certain Votes;

Canada Assistance Plan Act and Regulations;

Canada Labour Code and Regulations;

Canada Pension Plan;

Canada Student Financial Assistance Act and Regulations;
Canada Student Loans Act and Regulations;

Canadian Centre for Occupational Health and Safety Act;
Corporations and Labour Unions Returns Act, section 16;
Department of Human Resources Development Act;
Employment Equity Act and Regulations;

Employment Insurance Act;

Fair Wages and Hours of Labour Act and Regulations;
Family Orders and Agreements Enforcement Assistance Act;
Federal-Provincial Fiscal Arrangements Act;
Federal-Provincial Fiscal Arrangements and Federal Post-Secondary Education
and Health Contributions Act (Part V), and Regulations;
Government Annuities Act;

Government Annuities Improvement Act;

Government Employees Compensation Act and Regulations;
Hudson Bay Mining and Smelting Co. Act;

Labour Adjustment Benefits Act;

Merchant Seamen Compensation Act;

Non-smokers' Health Act, section 9;

Old Age Security Act and Regulations;

Status of the Artist Act, Part II and Regulations;
Unemployment Assistance Act;

Vocational Rehabilitation of Disabled Persons Act; and
Wage Liability Act.
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B. Details by Business Line

1. Human Resources Investment

A. Business Line Profile

The objective of the Human Resources Investment (HRI) business line is to support the development of
Canada’s human resources and the effective functioning of the labour market, and to reduce the dependence
of individuals on Employment Insurance (EI) and other government income-support payments.

This business line includes a diverse range of information and advisory services, and grant,
contribution, loan and statutory programs. These activities are designed to enable individuals, businesses,
communities, and occupational and industrial sectors within the Canadian economy to identify and address
their labour market needs. Financial assistance may also be made available to individuals to pursue their
labour market goals.

HRI activities, including access to skills development and employment opportunities, job creation
and labour market information, are delivered by HRDC national, regional or local offices. As the
Government of Canada’s role in direct service delivery evolves, an increasing portion of these activities will
be delivered through partnerships with the provinces and territories, and Aboriginal, sectoral and
community-based organizations. The Employment Insurance Account will become the primary funding
source for new activities. Consolidated Revenue Fund resources will be used to fund activities exclusive to
the federal sphere or that may be cost-shared with the provinces/territories.
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B. Financial Summary

Figure 3: Spending Plan

Departmental Plan

(thousands of dollars) Estimates Estimates Planned Planned
1996-97 1997-98 1998-99 1999-00
Operating expenditures 461,154 402,788 351,012 337,780
EI Plan Part I / UIDU Funds
EI Plan Part II"
Part II Base - 1,150,000 1,150,000 1,150,000
Pan-Canadian Responsibilities - 250,000 250,000 250,000
Re-Investment - 380,000 600,000 700,000
Ul Development Uses funds’ 1,900,000 - - -
Total EI Plan Part II / UIDU 1,900,000 1,780,000 2,000,000 2,100,000
Program funds (excluding Statutories)
VRDP / Successor Program 155,000 168,000 168,000 168,000
Child Care - Visions and First Nations/Inuit 31,100 45,224 41,224 41,224
Program for Older Worker Adjustment (POWA) 27,500 - - -
Literacy 22,300 22,300 22,300 22,300
Youth’ 212,600 212,600 212,600 212,600
Strategic Initiatives 103,180 88,592 31,692 -
The Atlantic Groundfish Strategy (TAGS) 256,218 298,741 81,895 5,944
Aboriginal 145,000 145,000 145,000 145,000
National Strategic Partnership 30,985 25,045 11,230 11,230
Transitional Jobs Fund' - 160,000 100,000 -
Other programs’ 227,907 271,286 51,937 6,454
Total Program funds 1,211,790 1,436,788 865,878 612,752
Statutory funds
Canada Student Loans 619,900 616,400 633,700 653,100
Special Opportunities Grants 23,400 34,700 44,700 44,700
Labour Adjustment Benefit 14,000 8,900 5,700 3,600
Total 4,230,244 4,279,576 3,900,990 3,751,932
Less: EI Plan Part II/UIDU 1,900,000 1,780,000 2,000,000 2,100,000
Total gross expenditures 2,330,244 2,499,576 1,900,990 1,651,932
Recoverable expenditures from the EI Account (263,114) (281,241) (231,012) (217,736)
Net expenditures 2,067,130 2,218,335 1,669,978 1,434,196

1. With the introduction of the EI Act, UIDU Funds have been replaced by EI Part II Funds on July 1, 1996. Furthermore, an estimated amount of
$500 million in Part I funding associated with EI Part II funds is excluded from this table and presented in the EI Account section under Income
Benefits. These funds are however included in the 1996-97 Estimates for UIDU.

2. The EI Part II Benefits took effect on July 1, 1996 and were not approved in the Main Estimates. In 1996-97, $1,575 million has been allocated for

this purpose.

3. The Youth allocation excludes HRDC's share of the additional funds announced in the March 1996 Budget to help create employment
opportunities for young Canadians. HRDC's three-year allocation is $30 million in 1996-97, and is estimated to be $45 million in 1997-98 and $50
million in 1998-99. These funds, some of which are to be directed to operating resources, are to be provided through future Estimates.

4. $60 million has been approved for Transitional Jobs Fund after he 1996-97 Main Estimates. Of this amount, $20 million was reprofiled to 1997-
98 and will be reinvested to ensure that each province/territory receives, over the three fiscal years of the program, the total amount originally

allocated.

5. The majority of these funds are earmarked to address funding pressures for which final decisions are still pending.
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C. Operating Environment

HRDOC is entering a period of significant change in the labour market services for which it is responsible
and how these services are provided.

Labour Market Trends: During 1995 and 1996, the Canadian economy did not
created as many full-time, full-year jobs as it had in the past. Unemployment
remained high. Approximately 1.4 million Canadians were unemployed and many
more are underemployed. Demand continues to be highest at the ends of the skill and
wage spectrums. This will continue to create demands on HRI programs as individuals seek to
increase their skills or gain work opportunities, and as communities and economic sectors seek
support to address skill needs.

A New Employment Insurance Act: The coming into force of Part II of the
Employment Insurance (EI) Act on July 1, 1996, implemented a new system of
employment programming, based on client responsibility for labour market
adjustment, flexibility in program design and delivery, and results-based
accountability. The new Act also provides a legal basis for an increased
provincial/territorial role in active labour-market measures. Implementation of the
new approach and programming will continue in 1997-98.

Labour Market Arrangements: On May 30, 1996, the Minister of Human
Resources Development sent a proposal to the provinces and territories concerning
the transfer of responsibility for the design and delivery of active employment
measures funded through the EI Account, including Targeted Wage Subsidies,
Self-Employment, Job Creation Partnerships and Employment Assistance
Services. This offer includes the transfer of program and administrative resources
associated with these measures. Two labour market development agreements with
provinces have been signed (Alberta and New Brunswick). By the end of 1997-
98, many such agreements are expected.

Program Review Impacts: Programs funded through the Consolidated Revenue
Fund (CRF) have been cut significantly. More than half of HRDC’s Program
Review reductions have been allocated to them. These Pan-Canadian programs
were not included in the May 30 proposal to the provinces and territories, but may
have federal-provincial implications. Pan-Canadian programs currently under
review include the Vocational Rehabilitation of Disabled Persons (VRDP)
Program and a replacement for the Program for Older Workers Adjustment
(POWA).

Youth: Young people are feeling the consequences of current social and
economic trends. Today’s generation of youth have more difficulty finding stable
employment. =~ While better-educated young Canadians often have better
employment prospects, the most significant barrier facing youth is acquiring the
necessary skills development and work experience that will help them get and keep
a job.
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Change Management Issues

Systems: Over the next three years, HRDC will have to align its programs and
systems with the constantly evolving federal role in social policy and labour
market activities. As more clients are directed towards self-serve electronic
information products, and new arrangements are concluded with the provinces and
territories, departmental systems will need to be expanded, enhanced and
harmonized with provincial and third-party systems.

Performance Measurement: The Minister will continue to be accountable for
funds under the EI Account. As Labour Market Arrangements are signed with the
provinces and territories, HRDC must retain the capacity to monitor and report on
active labour-market measures. New performance measures for the CRF-funded
Pan-Canadian programs will need to be established.

D. Key Initiatives and Expected Results
The Human Resources Investment business line has two major priorities for 1997-98:

I. Strengthening the labour market:
1. Achieving new Labour Market Arrangements with the provinces and territories;
2. Helping Canadians return to work through Employment Benefits and Support
Measures under Part II of the EI Act;
Improving National Labour Market Information; and
4. Consulting with provinces/territories and other partners for the reform of Pan-
Canadian programs.

W

II. Investing in the future:
1. Improving employment opportunities for youth;
2. Supporting social and economic participation of persons with disabilities; and
3. Learning and Literacy.

I. Strengthening the Labour Market

1. Achieving New Labour Market Arrangements with the Provinces and
Territories

—Training: In accordance with Part II of the EI Act, the Department will continue
to be involved with labour market training until 1998-99, in line with the Prime
Minister’s November 27, 1995 commitment. Human Resources Development
Canada is negotiating the orderly withdrawal of federal involvement in labour market
training, with the goal of no federal spending on training by 1999-00.
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—Active Labour Market Measures: The Department will continue to be involved
in the negotiation of new arrangements with the provinces and territories on the
design and delivery of active labour-market measures funded through the EI Account
in 1997-98. Agreements have been signed with Alberta and New Brunswick.
Discussions/ negotiations are still proceeding with other provinces and territories on
the basis of the May 30 proposal. The new arrangements will be based on a mutually
agreeable, results-based accountability framework. These arrangements will be
implemented within a national policy and program framework that will allow the
Government of Canada to pursue a range of Pan-Canadian activities in the labour-
market development sector. Final arrangements are likely to be asymmetrical in
nature. The Department may therefore retain an active role in the delivery of benefits
and measures in some areas of the country.

Achieving New Labour Market Arrangements with the Provinces and Territories

Activities

Milestones

Expected Results

Withdrawal from Labour
Market Training

Negotiation of new Labour
Market Arrangements with
the provinces and territories

Negotiated agreements with
timetables with all provinces and
territories

Completion of agreements

Respect for provincial jurisdiction
over training

Integrated active employment
measures based on provincial and
local priorities

2. EI Part II Expenditure Plan

Helping Canad ians return to work

Implementation of Part II of the Employment Insurance (EI) Act is a priority for
HRDC. Pending agreements with the provinces and territories on new Labour
Market Arrangements, the federal government will continue to deliver a range of
proven Employment Benefits and Support Measures consistent with the Act. The
nature of these Labour Market Arrangements will determine the future role the
Department will play in the delivery of Employment Benefits and Support Measures
to EI clients.

The five Employment Benefits are:

Targeted Wage Subsidies to assist individuals experiencing difficulties
accessing employment due to factors such as a lack of recent work
experience, or systemic barriers such as those encountered by members of
designated groups, by providing a percentage of participant wages to
eligible employers.
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Self-Employment to assist individuals to create jobs for themselves by
providing them with business start-up support; this intervention may also
serve as a developmental tool in diversifying local economies and in
creating long-term private sector jobs.

Job Creation Partnerships to create employment opportunities that will
provide unemployed Canadians with work experience while supporting a
community’s economic development goals.

Targeted Earnings Supplements to provide incentives to participants to
take available jobs, particularly displaced workers who have lost relatively
long-tenured, well-paying jobs and who may have high wage expectations,
but in general to make work pay and to assist individuals in securing a
labour force attachment.

Skills Loans and Grants to assist clients undertaking skills upgrading by
providing grants and/or loans for training and living costs; such assistance
will be based on demonstrated client need and consideration of the actual
costs.

In addition to the five Employment Benefits, the sunsetting Training
Purchases helps individuals to acquire skills, ranging from basic to advanced, through
courses purchased on their behalf.

It should be noted that, of the Employment Benefits listed above, Targeted
Earnings Supplements has not yet been implemented. Pilot research projects have
been established to evaluate the effectiveness of Targeted Earnings Supplements.
Skills Loans and Grants will be implemented with provincial/territorial concurrence,
but only in a limited way, in order to support insured participants in accessing
provincially approved training opportunities. Skills Loans and Grants will not be
implemented in a province/territory unless the province requests it.

Part II of the legislation also authorizes the establishment of Support
Measures in support of the National Employment Service. The three Measures are:

Employment Assistance Services to assist organizations in the provision
of employment services to unemployed persons to help them find, obtain
and keep jobs.

Labour Market Partnerships to encourage and support employers,
employee or employer associations, communities and community
organizations to improve their capacity for dealing with human resource
requirements and implementing labour force adjustments.
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Research and Innovation to support activities that identify better ways of
helping persons prepare for or keep employment and be productive
participants in the labour force.

Figure 4: 1997-98 Employment Insurance Plan Part I1

(thousands of dollars) PartII ~ Pan-Canadian Total
Base Responsibilities’ Sub Total Re-investment Plan
Newfoundland 51,121 16,076 67,197 34,716 101,913
Nova Scotia 48,190 8,617 56,807 14,415 71,222
New Brunswick 46,425 9,410 55,835 20,005 75,840
Prince Edward Island 13,026 949 13,975 4,761 18,736
Quebec 339,464 28,626 368,090 117,834 485,924
Ontario 363,118 22,678 385,796 87,446 473,242
Manitoba 41,454 5,922 47,376 4,861 52,237
Saskatchewan 28,846 6,040 34,886 4,684 39,570
Alberta 80,454 10,997 91,451 17,063 108,514
Northwest Territories 2,357 2,969 5,326 1,190 6,516
British Columbia 133,848 10,754 144,602 72,072 216,674
Yukon 1,697 451 2,148 953 3,101
National ' - 126,511 126,511 - 126,511
Total 1,150,000 250,000 1,400,000 380,000 1,780,000

1. Funds earmarked for national priorities, the majority of which have already been committed for specific interventions.
2. The allocation to provinces and territories includes amounts over and above the EI base funding for Pan-Canadian

activities such as The Atlantic Groundfish Strategy, Youth programming and Aboriginal programming.

—Financial Data: The total insurable earnings for 1997-98 are currently estimated
at $304.4 billion. The EI Part II expenditure authority of $1.78 billion is within the
0.8% ceiling imposed under the Act.

Some of the savings generated by the EI reform are included in these funds to
provide job opportunities and help Canadians get back to work more quickly. For
1997-98, the reinvested amount will be $380 million. In a mature year, 2001-02, it is
expected that $800 million will be available for reinvestment.

—Expected Results: It is expected that 315,000 clients will be assisted in 1997-98.
The number of El-funded participants is expected to increase to 400,000 by 2000-01,
as reinvestment funds increase. These programming scenarios may change, depending
on labour market conditions and agreements achieved with the provinces and
territories.

The Department, in cooperation with provinces that have negotiated Labour
Market Arrangements, will carefully monitor the impact of Employment Benefits and
Support Measures on individuals and communities; the performance of the economy
and job markets; and the ways in which workers, employers, industries and
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communities are affected and adjust. HRDC will report on the results achieved on an
annual basis. The Minister will table these reports in Parliament beginning in January
1998.

An accountability framework has been developed that respects the legal
responsibility of the Minister of HRDC for the EI Account. Key indicators will
measure both the short- and long-term outcomes of Employment Benefits and
Support Measures.

Short-Term Indicators Longer-Term Indicators
Results beginning in 1996-97 Results beginning in 1997-98
Number of people employed or Savings for EI Account (post-
self-employed interventions) 1998-99

Gross savings to the EI Account Changes in income dependency
(unpaid benefits) resulting

from returns to work Savings to social assistance

Increased tax revenues

Savings to Part I of the EI Account will be measured at completion of
intervention, and after 12, 24 and 36 months. These savings will be derived from
calculating the incremental impacts, i.e., the savings that may be attributed to the
intervention. In addition, evaluation will provide longer-term impacts such as
reduced dependency on Employment Insurance and Social Assistance and additional
tax revenues generated through increased employment.

Performance targets for 1997-98 will reflect past practices plus reinvestment.
They will establish minimum levels of service, in terms of results, and will not
include design enhancements or efficiency improvements, which provinces/territories
or third-party providers may choose to implement.

In 1997-98, it is expected that, as a result of implementation of Employment
Benefits and Support Measures, the following results will be achieved:

170,000 EI clients will become employed or self-employed; and
$860 million in unpaid benefits (non-incremental savings) will result from
EI claimants returning to work before the end of their benefit entitlement.

It should be noted that these targets do not include results that may be
achieved through the use of self-serve electronic products by EI clients, nor do they
reflect the longer-term savings that will accrue to the EI Account.

Both short-term results (unpaid benefits) and longer-term results (reduced

dependency) will be subject to analysis to determine incremental savings to the EI
Account.
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3. Improving National Labour Market Information

In accordance with Section 60 of the EI Act, the Department will deliver and maintain
a set of national labour market and self-help electronic products designed to meet the
employment-related needs of unemployed workers, youth, people with special needs,
employers and service providers. The new self-serve products are designed to
significantly increase the number, the range and the quality of vacancies listed. A
50% increase in the number of job offers listed is anticipated for each of the next
three years, through marketing activities and new partnerships with private-sector
organizations, such as sector councils.

These products and services will include:

The Electronic Labour Exchange (ELE), a Canada-wide worker-employer
matching service.

The National Labour Market Information Service (NLMIS), basic
databases of national, regional and local statistics, occupational profiles
and summaries, growth industries and skills requirements for the future.

The National Employment Service (NES) Self-Serve Products, a series of
12 products to be delivered through multimedia kiosks and the Internet.
Examples include:

Work Search and Mobile Worker, targeted at workers;
Job Entry and Career/Course Planner, aimed at youth;
External Hiring, for employers; and

Case Manager, for service providers.

TUTUTU

CanWorkNet, Canada’s electronic directory of Internet sites related to
work, career and labour market information, training and literacy,
community development, social services and other related topics.
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Improving National Labour Market Information

Activities Milestones Expected Results
Electronic Labour Full implementation in 1999 $50 million in savings to EI Account
Exchange

50% increase in the number of 10% of EI claimants returning to work

vacancies listed for each of the next | earlier than expected
three years

National Twelve products currently under Facilitate job-search, career planning,
Employment Service | development; implementation in hiring, and case management by service-
(Self-Serve Products) | 1997-98, 1998-99 providers
CanWorkNet
To be fully developed and Efficient, timely and low-cost access for
implemented in 1999 all Canadians to public- and private-

sector information on labour markets,
training, literacy, commu-nity
development and social services

Through electronic user-data collection, focus groups and surveys, each
product will be continually monitored to determine whether it is reaching its target
audience. Products will be refined in accordance with changing user needs.

4. Pan-Canadian Labour Market Activities

In 1997-98, HRDC will continue to deliver a number of distinct Pan-Canadian
programs and initiatives financed by the EI Account and the Consolidated Revenue
Fund (CRF). A significant reduction in funding, resulting from Program Review and
a redefinition of the federal role in labour market and social policy, will lead to a
rethinking of priorities and options to ensure that funds are used in the most effective
and results-oriented ways.

—Programs for Aboriginal People: Three framework agreements have been signed
with national Aboriginal and Inuit associations for the administrative devolution of
Aboriginal programming. These serve as a basis for Regional Bilateral Agreements
in which Aboriginal programming within HRDC regions is devolved. Results of
employment initiatives for Aboriginal people will be closely monitored by HRDC and
its Aboriginal partners to ensure that participants improve their labour market status.

—Programs for Persons with Disabilities: The Ministerial Task Force on
Disability Issues has recently recommended retention and reform of the Vocational
Rehabilitation of Disabled Persons (VRDP) Program that funds individual vocational
rehabilitation services, partnerships and innovative projects. In addition to this and
other Task Force recommendations, federal, provincial and territorial officials are
considering those of the Ministerial Council on Social Policy Renewal to develop
options for the future.
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—Older Worker Programming: The Program for Older Workers Adjustment
(POWA) will end on March 31, 1997. The Minister of HRD has advised the
provinces and territories that he is committed to continuing the dialogue for the
development of new program directions and that he intends to examine and discuss
with the provinces and territories new approaches to help older workers adapt to the
changing labour market.

—Sectoral Initiatives: Through Sector Councils, HRDC is directly involved in
partnerships with the private sector to address human resource needs within specific
industrial or occupational fields. The federal withdrawal from the purchase of
training requires a realignment of sectoral program objectives. Over the next three
years, HRDC will re-focus its sectoral programs to conform with the spirit of the EI
Act by supporting training-enabling activities and strengthening partnerships with the
private sector. Sectoral Initiatives will support interprovincial mobility of labour by
working with provinces and occupational groups to identify differences and
similarities in occupational definitions. They will encourage the development and use
of National Occupational/Skills Standards, and Prior Learning Assessment and
Recognition in more sectors. The Department will support Sector Councils in
promoting private-sector work force investments.

Pan-Canadian Labour Market Activities

Activities Milestones Expected Results

Programs for
Aboriginal People

Regional Bilateral Agreements
(RBA), expected to be in place over
the next three years

41 RBAs in place in 1997-98

30,000 clients assisted in 1997-98 15,000 clients to become employed

or self-employed in 1997-98

Improved labour market status for
Programs for Persons persons with disabilities

with Disabilities

Follow-up on recommendations of
the Ministerial Task Force and
negotiation with the provinces and
territories, in progress

New approaches to help older

Older Worker Discussions and consultations with workers
Adjustment the provinces and territories
Programming

For every $1.00 invested by HRDC,

Sectoral Initiatives

Strengthen partnerships with private
sector; support inter-provincial
mobility of labour

$1.75 will be generated from industry
to develop occupational standards
and upgrade worker skills

II. Investing in the Future
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1. Youth Initiatives

As outlined in the 1996 Speech from the Throne and Budget, Youth continues to be a
key priority of the Government in its Jobs and Growth agenda. The Government
committed itself to a Team Canada approach in order to create jobs for youth. HRDC
will maintain its efforts to provide youth with skills enhancement and work
experience that will help to ensure their successful integration into the labour market.

In 1997-98 the following key performance indicators will be utilized to
measure results from existing program interventions:

youth participants who are employed or self-employed; and
improved labour market status-participants returning to school for further
education or skills development.

2. Supporting Social and Economic Participation of Persons with Disabilities

The Minister has endorsed the overall approach and goals set by the Ministerial Task
Force on Disability Issues in its report tabled last fall. He has expressed his strong
commitment to a social union that supports full social and economic participation for
all Canadians. HRDC is currently developing several key action areas in follow up to
the Task Force report.

3. Learning and Literacy

—~Canada Student Loans: The Department will continue its work to reform the
Canada Student Loans Program (see Section IV — Statutory Report for further
details).

—The Office of Learning Technology: This initiative supports projects designed to promote and
demonstrate innovative technological approaches to learning.

—Literacy: The business line is responsible for federal support for literacy activities through the

National Literacy Secretariat (NLS). In 1997-98 it will continue to build on the information
obtained through the International Adult Literacy Survey data.
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Investing in the future

Activities Milestones Expected Results

Youth Initiatives 50,000 young participants assisted in - 36,000 in-school youth will

1997-98 under existing programs acquire summer work experience

and will return to school

- 1,750 out-of-school youth will
acquire work experience and will
return to school

- 8,620 will become employed or
self-employed

- 3,630 unemployed or looking for

New youth employment initiatives to work

be implemented beginning in 1997-98 )
To be measured in terms of youth

participants employed or self-employed;
improved labour market status (return to
school for further education or skills

Implementation of debt-management
development)

Canada Student strategy
Loans Program

40-50 projects Reduce debt load for students
Office of Learning

Technology . .
Promotion and demonstration of

Literacy Partnership with Statistics Canada innovative approaches to learning

Scholarships and Fellowships Publication of monographs on youth,
immigrants and Francophones
Strengthen the literacy research capacity

Partnerships with community :
in Canada

organizations and training institutions

To advance the use of new technologies
in literacy programs
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2. Employment Insurance Income Benefits

A. Business Line Profile

The objective of the Employment Insurance Income Benefits business line is to promote
economic stability and a flexible labour market by providing temporary income support to
unemployed workers who qualify for benefits.

The Employment Insurance Act and its Regulations specify what constitutes insurable
employment and who is responsible for the collection of premiums relative to that
employment, eligibility and continuing entitlement criteria, the conditions whereby decisions
may be appealed, and the penalties for fraudulent claims. Additionally, this legislation
provides for the processing of premium reduction applications, issuance of Social Insurance
Numbers to qualified applicants and payment of benefits under the Government Annuities Act
and the Labour Adjustment Benefits Act.

Service Lines: The Employment Insurance Income Benefits business line consist of the
following service lines:

Claims Processing, which includes claims taking, entitlement determination and
continuing eligibility reviews.

Enquiries, which includes providing information and answering questions by
telephone, letter or in-person regarding EI claims.

Claims Pay, which includes the processing of report cards and issuance of
warrants to EI claimants.

Control, which includes responsibility for preventing, detecting and deterring fraud
and abuse.

Centralized Operations, which includes administering government annuities
contracts and the issuance of Social Insurance Numbers.

Support Services are management, policy and procedural activities that support the
delivery of EI Income Benefits.

B. Financial Summary

Figure 5: Spending Plan

(thousands of dollars) Estimates Estimates Planned Planned

1996-97 1997-98 1998-99 1999-00
Operating 373,663 364,166 335,903 335,685
Revenue Canada Taxation - EI Act 86,195 90,530 96,223 101,995
Total gross expenditures 459,858 454,696 432,126 437,680
Recoverable expenditures from the EI Account (418,335) (406,647) (386,734) (392,288)
Total net expenditures 41,523 48,049 45,392 45,392
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C. Operating Environment

Labour Market Trends: Claim loads are projected on the basis of the
unemployment rate anticipated by the Department of Finance and by the number
of applications expected for training, special benefits and work sharing.

The New Employment Insurance Act: The introduction of new EI legislation
will continue to have an impact on operations during 1997-98. The complexity
associated with the implementation of the new EI legislation could result in a slight
decrease in productivity at the beginning of 1997-98. Familiarity with the new
legislation and ongoing streamlining and reengineering and systems technology
initiatives should help productivity levels return to 1200 initial and renewal claims
processed per productive full-time equivalent by the end of the fiscal year.

The first phase of the new Act was implemented July 1, 1996. The second stage took
place in January 1997 and included the following changes:

entitlement based on hours rather than weeks;

Simplified Record of Employment reporting system for employers to save over
$100 million a year in administrative costs and a 25-30% reduction of calls to
employers;

Family Income Supplement providing assistance to claimants in families with
incomes under $26,000;

increased clawback of benefits for high-income earners, and particularly for those
claimants who are regular users of the insurance program; and

coverage from first dollar earned.

Change Management Issues

Service Delivery Network: HRDC will continue to implement the Service
Delivery Network, which focuses on improved client service and efficiency. The
expected impact of new federal-provincial labour agreements, new agreements to
single-window delivery and partnerships, reduced resources and the potential for
new technologies will play an essential role in the development of a flexible and
adaptable model that will accommodate the range of alternative delivery options
and meet target savings.

Quality Service Initiative: This corporate initiative will continue to contribute to
improvements in the quality of services to our clients. During 1997-98, HRDC
will work toward implementing national service standards and operational support
mechanisms to assist managers in achieving their goals.
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D. Key Initiatives and Expected Results

Service Lines Expected Results in 1997-98

Claims Processing Productivity of 1,200 claims processed per productive full-
time equivalent

Clients who are entitled to benefits are paid as early as
possible:

90% percent of claims processed to first payment within four
weeks (28 days) of registration'

Support Services
The level of undetected overpayments and underpayments
identified through the multi-tiered audit of claims
(Comprehensive Tracking System) is expected to remain in
the 4% range

Enquiries
95% of enquiries answered on first attempt for clients who
access our automated enquiries services

Claims Pay
27,250,000 warrants to be issued due to an expected rise in
unemployment

Control

Improved targeting of investigations, implementation of new
programs; increased penalties in the EI Act:

- Approximately 1 million investigations expected;

- Total savings are expected to be some $648 million
Centralized Operations
966,000 Social Insurance Number cards to be issued
128,000 Government Annuities contracts to be
administered

38,000 applications for premium reductions related to
Employer Wage Loss Insurance Sickness plans

1. This is the soonest a claimant can normally be paid. It should be noted that some claims cannot be paid within four weeks for
reasons such as:
- the claimant did not qualify for benefits;
- moneys paid by an employer that prevents payment;
- the claimant did not return the first claimant report on time;
- an indefinite disentitlement or disqualification that prevents payment;
- a Family Order requires the Department to pay a spouse a portion of benefits; and
- benefits have been assigned to a provincial or municipal welfare authority to repay an advance against future EI benefits.
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Other Key Initiatives

Improved Enquiry Capability — Telephone access for EI claimants will be
improved through investment in upgraded telephone switching equipment and
expansion of 1-800 service to all clients.

Record of Employment — Administrative burden on employers will be reduced
via automation of records of employment.

Shaping the Future — EI will undertake administrative measures to help
individuals return to work faster, increase work incentives, reduce EI dependency

and protect the integrity of the EI Account.

Increased Automation and Self-Service Tools —

Greater emphasis is being

placed on access and services through advanced technology. Initiatives in 1997-98
will build on the findings of pilot projects to date.

Activities

Expected Results in 1997-98

Allowing clients to file bi-weekly
report cards by telephone

Using automated kiosks to:
- complete EI applications
- handle applications for SIN cards
- allow clients to obtain or change
Personal Identification Numbers

Direct deposit of Income Benefits

Pursue agreements with provincial and
municipal governments to eliminate
double payments of Income Benefits
and social assistance

Gradual implementation during 1997-98. This

will improve speed of service in benefit
payments

Pilot projects

Streamlined operations and improved service

delivery

Streamlined operations and improved service

delivery
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3. HRCC Management and Joint Services

A. Business Line Profile

The objective of this business line is to provide general management and administrative
support for the delivery of HRDC programming from all business lines at the local, area and
regional levels.

This business line is responsible for the general operations and management at area
and regional offices, Regional Computer Centres and local HRCCs (Human Resource Centres
of Canada) to support the delivery of a range of other program business lines, including the
reception and direction of clients, either in person or by telephone, administrative support, as
well as program advice and guidance through policy and procedure development.

B. Financial Summary

Figure 6: Spending Plan

(thousands of dollars) Estimates Estimates Planned Planned

1996-97 1997-98 1998-99 1999-00
Total gross expenditures 155,433 167,859 167,185 167,154
Recoverable expenditures from the EI Account (121,757) (131,923) (134,398) (134,934)
Total net expenditures 33,676 35,936 32,787 32,220

C. Operating Environment

This business line supports the direct delivery of programs and services to Canadians by most
other HRDC business lines. As such, it is affected by the same external factors.

Change Management Issues

Service Delivery Network: The Service Delivery Network (SDN) was announced in 1995
and 1996 and will be largely in place in 1997-98. It improves client access to many HRDC
services while reducing costs, including many in this business line. It uses technologies such
as interactive kiosks and the Internet for service delivery. SDN relies significantly on
partnerships with other levels of government, community organizations and the private sector
in order to provide greater access to HRDC and partners’ programs and services. It increases
authority, empowerment and accountability of delivery staff. Thus, important elements of the
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SDN are the maintenance of a learning organization and the establishment of flexible,
affordable delivery options.

When HRDC was created in 1993, it inherited over 800 locations and centres in some
450 communities. The SDN, as announced in August 1995 (office locations, service
technologies) and February 1996 (telephone service centres) involves consolidation of offices
and related facilities. When the full network is operational in 1998, HRDC clients will be
served by up to 700 different service sites, of which approximately 300 will be HRCCs.
There will be 21 telephone service centres in 15 locations, 10 mail service centres and 6,200
kiosks distributed across the 700 service sites.

Partnerships will influence locations and types of services. Labour Market
Arrangements discussed under the Human Resources Investment business line will lead to
some co-location of federal and provincial services. During 1997-98, HRDC will continue to
implement approaches to single-window delivery, and to explore others, including service
points for seniors.

D. Key Initiatives and Expected Results

Key results for this business line are identified in terms of effective and efficient program
delivery and client services. The assessment of this business lines’s effectiveness and
efficiency will be based on the success of the other business lines (i.e. Human Resources
Investment, EI Income Benefits, Labour, and Income Security) in meeting their objectives.

As part of the Department’s commitment to client service, it will be publishing
service standards in early 1997-98 and will report results against those standards.
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This includes working closely with provincial and territorial governments on workplace
issues of mutual concern under the auspices of the Canadian Association of Administrators of
Labour Legislation (CAALL) and federal, provincial and territorial ministers responsible for
labour. In addition, it promotes Canada’s interests through the management of Canada’s
participation in the International Labour Organization (ILO), the only tripartite United Nations
agency with government, business and labour representatives. The National Administrative Office
(NAO) of the North American Agreement on Labour Cooperation (NAALC) manages Canada’s
participation in the NAALC in the larger context of the North American Free Trade Agreement
(NAFTA) including collaborating with the Secretariat of the Commission for Labour Cooperation.
The NAO will also be responsible for implementation of the Canada-Chile agreement on Labour
Cooperation.

D. Key Initiatives and Expected Results
Collective Reflection

The Collective Reflection will provide a coordinated and strategic approach to address the
emerging issues in the workplace, particularly relating to issues of non-standard work, the
innovative workplace, and flexible working arrangements, as well as the impact of the information
highway on workers and the workplace. The Collective Reflection, supported by the Minister of
Labour's Advisory Committee on the Changing Workplace and an interactive Internet site,
provides the mechanism for consultation with stakeholders and Canadians, and the development
of suggestions for new approaches to these issues.

The Minister of Labour's Advisory Committee on the Changing Workplace will complete
its period of exploration of issues with the publication of their report (spring 1997). Following a
period of consultation, and the development of specific proposals and recommendations, there will
be the development of a Workplace Strateg y to set forward the government approach to be taken
and the action plan for implementation. Anticipated results include the cooperation of stakeholders
in exploring the current emerging issues in the workplace, an increased commitment to innovative
workplace practices, increased cooperation with provincial counterparts in addressing mutual areas
of interest, the identification of possible government legislative action as well as non-legislative
action in areas such as research, and promotion of best practices. The Workplace Strategy will
contribute to the identification of the long-term research, direction and priorities for government
with respect to workplace issues.

Modernizing the Canada Labour Code
The Canada Labour Code covers a range of workplace issues in federally regulated industries. All

three parts of the Code have been subject to recent consultation with unions, employers, labour
relations experts and other interested parties with an eye to modernization.
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Changes to OAS for recent immigrants:  The changes, which will make sponsored
immigrants ineligible for GIS until the period of sponsorship ends (ususally 10 years),
introduced in the 1996 Budget, are underway and will continue to be implemented during
1997. HRDC has set up administrative processes and is working closely with Citizenship and
Immigration Canada to handle this new requirement.

Integration of the payment of Saskatchewan Income Plan (SIP) Benefits with OAS/GIS
Benefits: Five provinces and the two territories administer programs that provide a monetary
“top-up” to OAS/GIS benefits. Payment of SIP benefits is proposed to be integrated with the
payment of OAS/GIS benefits and delivered by HRDC. An agreement is being negotiated to
govern the payment of these benefits; once concluded, it may serve as the model for
agreements with other provinces or territories that may wish to integrate payment of their
benefits with OAS/GIS payments.

Canada Pension Plan legislation changes resulting from CPP five-year review:
Proposed options to reform the program include a more rapid increase in contribution rates, a
new investment policy, and benefit reductions. Federal/provincial ministers of Finance are
continuing to work to develop a package of reforms, fair to all generations of Canadians and
one that will make the CPP Program sound and sustainable for the long term.
Implementation of changes on short notice may impact on other activities, as resources may
need to be shifted to accommodate the changes.

Improvements to the GIS Renewal Process

Activity Milestones Expected Results
GIS Renewal January-June - simplified renewal process
Simplification 1997 - more benefits renewed in a timely fashion

improved telephone service
improved correspondence with clients
improved application processing

The measures to improve the process may generate as much as $14 million annually
in savings at a cost of just over $1 million in total. Mispayments were avoided in 1996-97
and will continue to be avoided in subsequent years. Further modifications are planned for
1997 to improve service for GIS clients.

CPP Disability Management

Activity Milestones Expected Results
CPP Disability client April 1997- - increased number of reassessments
reassessment March 1998 - over 23,000 projected
Vocational April 1997- - over 650 cases to be referred for
e rehabilitation
Rehabilitation March 1998 statutory savings estimated at $4.5 million
activity incorporated in ongoing operations
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Activity Milestones Expected Results
April 1997- - enhanced trend analysis system
Management March 1998 - information gaps identified/removed
Inf ti
formation April 1997- new agreements negotiated with Workers’

Compensation Boards

) new/revised information-sharing agreements
Partnerships and with provinces

Information Sharing - liaison with private insurers

liaison with foreign governments

pilots initiated with co-insurers

March 1998

improved methodology for estimating

April 1997- mispayment developed
March 1998 - random samples to determine mispayment
levels

Manage mispayments continued program integrity activities

backlog of reconsiderations in Headquarters
eliminated by June 1997
January 1997-

Summer 1997
CPP Medical Appeals
adjudication

As a result of the recent Auditor General’s report on CPP Disability, as well as an
internal Disability Program Evaluation, the business line will concentrate its efforts on
enhancing the activities already underway to address the recommendations from both
reviews.

CPP Disability Reassessment: The program to review continuing eligibility to benefits will
be enhanced; resources have been secured until March 1998 (further funding will be sought)
to increase the reassessment efforts.

National Vocational Rehabilitation Project: The successful pilot project to provide CPP
disability beneficiaries with vocational rehabilitation to assist them to return to work will be
integrated into the ongoing operations when resources are secured for this undertaking. The
projected net savings in statutory payments for the 225 successfully rehabilitated clients
between April 1993 and August 1996 are $2.2 million over three years, $5.7 million over 5
years and $14.2 million over 10 years.

Work Incentives: The evaluation and monitoring of the measures to remove barriers to
employment for CPP disability beneficiaries have been established and will continue to
confirm the effectiveness of these measures.

Regionalization of CPP Disability processing: Moving the adjudication and
reconsideration processes closer to the clients as part of the new CSDN under ISP Redesign
will result in better service to the clients. Adjudication guidelines were also revised and will
continue to be strengthened to ensure consistent, quality and fair decision-making.
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Management Information: The business line will continue to improve its capacity to collect
and analyze management information that is used to improve management practices
concerning the adjudication of disability benefits. Gaps in available management information
will be identified and eliminated.

Partnerships/Harmonization:  Efforts will continue to improve information sharing on
mutual clients with provincial governments, Workers’ Compensation Boards and private
insurers, to provide better client service, and reduce duplication of efforts and overpayments
of benefits.

Mispayment Management: Work will continue to develop improved methodologies for
identifying disability mispayments in collaboration with the Office of the Auditor General.
Ongoing random sampling of the CPP beneficiary population supports enhancement of the
detection of mispayments and the identification of remedies to prevent their recurrence.

Adjudication of CPP Medical Appeals: The backlog of reconsiderations is expected to be
eliminated by June 1997 by continuing improvements to processes and by staff training. The
volume of second-level appeals (Review Tribunals) is also increasing rapidly—over 7,000
hearings are expected in 1997-98. Workload at the third level of appeal (Pension Appeals
Board - PAB) is also on the rise. Recent appointment of part-time judges for PAB hearings is
expected to result in 600 cases to be heard in 1997-98.

Telephone Service

Activity Milestones Expected Results
Increase capacity in April 1997 - - increase number of Interactive Voice
telephone centres March 1998 Response (IVR) ports in major centres

IVR service review/improvements
more calls answered during GIS
renewal with additional resources
IVR feature provided to allow GIS
clients to leave message for call-back

. analysis/plans for potential
Review U.S. telephone improvements of ISP system
system

ISP is continuing to improve telephone service to its clients. The configuration of all
call centres, beginning with Bathurst, will be reviewed as the call-demand profile is
developed to determine what changes are required. In addition, as part of the ISP Redesign
solution, call centres will be equipped with a tool to help them forecast their resource
requirements against the anticipated client demand to maximize agent availability and
improve overall service. Additional staff will be allocated and trained to increase response to
calls during the GIS renewal period by 70% compared with last year. A working group will
be established to analyze the U.S. social security telephone system and develop a plan for
improvements to the ISP telephone system accordingly.
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Income Security Programs Redesign

Activity Milestones Expected Results

Implementation of the new December - client data converted to new system
Client Service Delivery 1997- - single client file created

Network January 1998 - streamlined adjudication

improved processes

on-line data access for quicker results
better financial controls to reduce
mispayments and assist in recovery
of overpayments

better exchange of information with
partners provided

ISP Redesign Project, a complete reengineering of the delivery and operations of the
OAS and CPP programs will provide better and faster service to clients, bringing the
decision-making process closer to clients by regionalizing many functions. Improvements to
processes and the introduction of new technology are designed to improve client services and
ensure security and accuracy of client information. When completed, ISP Redesign will
result in substantial annual operational and statutory savings. See Section IV- Capital
Projects for details on this Major Capital Project.

International Agreements

Activity Milestones Expected Results
Negotiate Social Security April 1997- - 7 new/revised agreements initiated
Agreements March 1998

The business line will continue to expand its liaison with social security agencies in
other countries and with international social security organizations. The continued pressure to
sign new social security agreements will result in new agreements being initiated and
negotiated.
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6. Corporate Services

A. Business Line Profile

To provide executive direction, policy development and management support services to the
Department. This business line includes three functions.

Policy and Communications develops and evaluates policies and programs and
provides communications services that enable the Department to achieve its corporate and
business line objectives.

Corporate Management and Services provides corporate management,
administrative, financial and human resources services to support departmental clients in

achieving their business line objectives, consistent with overall government policies.

Systems develops and manages automated systems that support service delivery
across all business lines.

B. Financial Summary

Figure 10: Spending Plan

(thousands of dollars) Estimates Estimates Planned Planned

1996-97 1997-98 1998-99 1999-00
Operating 167,627 188,334 178,609 177,334
Accommodation and other PW&GSC charges 120,133 125,234 111,720 111,720
Total gross expenditures 287,760 313,568 290,329 289,054

Recoverable expenditures from
the EI and CPP accounts (225,519)  (249,124)  (232,461)  (231,451)

Total net expenditures 62,241 64,444 57,868 57,603

C. Operating Environment

This business line supports the direct delivery of programs and services to Canadians by most
other HRDC business lines. As such, it is affected by the same external factors that are
discussed under those business lines.
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Change Management Issues

This business line is significantly affected by expenditure reductions resulting from decisions
in recent federal budgets and the Program Review process. These are discussed under each
function as appropriate. Many functions have implemented strategies to change operating
processes that are discussed, where appropriate.

D. Key Initiatives and Expected Results

The key result for this business line is timely and effective support for the achievement of
government-wide, corporate and business line objectives, consistent with achievement of
standards of equity, efficiency and accountability as required by legislation and policy.

Effectiveness is measured through existing HRDC review processes and reports, and
by HRDC’s Management Board, Internal Audit Bureau and the Program Evaluation Branch.
Effectiveness is also measured by evaluating the success of the other business lines in
meeting their objectives.

Policy and Communications
Strategic Policy

In 1997-98, Strategic Policy (SP) will continue to provide policy development and advice and
recommendations to senior management and the Minister of HRDC related to priorities
outlined in previous budgets and the Throne Speech. These include initiatives such as work
with the provinces on the social union generally and on the needs of children and persons
with disabilities in particular, and the proposed Seniors’ Benefit, CPP reform, and youth
employment initiatives. SP will develop an annual evaluation and data-development plan to
draw conclusions on the effectiveness of programs and policies and highlight the socio-
economic impacts of HRDC programs on its clients.

SP will also be engaged in other policy-related activities such as interprovincial
labour mobility, issues facing older workers, workplace issues, implementation of the EI
monitoring framework, and continued monitoring and analysis of the impact of the new
Employment Insurance Act. Significant efforts will be also made to increase dissemination of
information and to improve and expand the knowledge and information focus for federal
activities in labour-market and social policy.

Communications Branch
The Communications Branch will continue to provide information to the public about HRDC
policies, programs and services, and ensure that public views and concerns are taken into

account in establishing priorities and that HRDC is visible, accessible and answerable to the
public it serves.
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Of particular interest for 1997-98 is the ongoing development and implementation of
communication strategies for major HRDC initiatives such as the EI Act, amendments to
Parts II and III of the Canada Labour Code, Canada Pension Plan, Seniors’ Benefits, Youth,
Labour Market Arrangements with the provinces and the Service Delivery Network.

Corporate Management and Services
Financial and Administrative Services

Aside from ongoing activities and support for initiatives such as negotiation and
implementation of Labour Market Arrangements with the provinces and territories, Financial
and Administrative Services (FAS) will continue to provide leadership and support in the
implementation of the Department’s Quality Services Initiative during 1997-98. This
initiative affects all business lines. It has led to an implementation framework that addresses
eleven key elements, such as measuring client satisfaction, client and employee consultation,
learning, service standards and managing by results. It has also led to an HRDC Quality
Services Strategy and an HRDC Results-Based Accountability Framework.

During 1997-98, HRDC will inform staff about its quality service strategy, develop a
manager’s kit to assist managers/supervisors in the implementation of the strategy, and
motivate those who have undertaken initiatives to continue. The Department will develop
detailed program, regional and local action plans with milestone dates for implementing
HRDC’s requirements. These will include national service standards and related results
measures, and will help imbed the initiative in ongoing departmental planning and
accountability processes.

The branch will continue work on the Corporate Management System (CMS). The
CMS will be a fully integrated, departmental corporate-management processing and reporting
system that integrates corporate administrative systems including the Materiel Management
and Inventory System, Human Resources System, Financial Information System, and the
Departmental Accounts Receivable System. Users will have access through a ‘single
window’ that will allow them to process their Financial, Procurement, Asset Management and
Human Resource transactions.

FAS will continue to work towards Treasury Board/PW GSC-directed space reduction
targets over a five-year period ending fiscal year 2000/01, as outlined in HRDC’s space
envelope agreement with PWGSC, and pursue the implementation of User Pay for
Accommodation with PWGSC.

FAS will continue to identify barriers to results in order to feed the ongoing
“Breaking the Barriers” initiative that focuses on eliminating unnecessary rules and
streamlining processes with a view to providing more flexibility to employees to improve
service to clients.
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Internal Audit Bureau

The Internal Audit Bureau (IAB) will provide risk assessment tools to managers that will
allow them to assess their own operations better and provide “early warning” of emerging
issues. IAB will continue to strengthen the accountability process by reviewing and
monitoring the Department’s operational effectiveness, including the assessment of
informatics applications.

Human Resources Branch

With the degree of change expected to occur in HRDC in 1997-98, human resource issues
will continue to be very significant. In addition to ongoing activities, a project team has been
established to focus on the emerging human resource aspects related to various alternative-
delivery proposals. The branch will continue to support the negotiation and implementation
of Labour Market Arrangements with the provinces and territories, including managing the
transfer of employees. It will promote support mechanisms and activities aimed at employees
leaving the Department and at those who remain. In addition, Human Resources is working
in consultation with the Treasury Board Secretariat in order to share experiences with other
departments that are also initiating similar arrangements and to assist Treasury Board in the
development of various policies associated with the Alternative Service Delivery additions to
the Work Force Adjustment Directive.

In HRDC, La Reléve will focus on ensuring the continuity of competent leadership at
the Executive level, while strengthening the entire work force through a commitment to
development and learning. While La Reléve is management-driven, Human Resources will
lead the creation of strategies, programs and initiatives to achieve the dual goals of La Releve.

Systems

HRDC’s automated systems are essential for the effective delivery of more than $50 billion
per year in direct benefits to individuals, plus billions more in payments to third parties. They
allow employees to obtain accurate and timely information needed to deliver programs and
services to Canadians and increasingly allow clients to access information directly.

During 1997-98, HRDC will formalize its systems service standards and results-based
performance measures (e.g. systems response time, hardware and software maintenance,
service level agreements, etc.) based on work with central agencies and provincial partners.

As part of HRDC’s long-term systems plan, a major effort will continue in 1997-98 to
modernize and upgrade the Department’s existing information technology (IT) infrastructure.
This initiative directly supports the Service Delivery Network, Employment Insurance
reform, the Human Resources Investment Fund and Labour Market Arrangements, and is
meant to provide significant client service improvements. It will be consistent with the

— (orponate Services — 2-49



Details by Business Line Departmental Plan

Government’s Information Technology and Information Management Strategy and ensure
use of the most cost-efficient technological tools.

The HRDC systems action plan for 1997-98 includes complete national
implementation of multimedia kiosks. The kiosks will better enable client self-service
because they will support a wider array of key EI programs and services. In 1997-98, HRDC
will also be exploring alternative delivery mechanisms such as the Internet and cable
television. In addition to implementing new Labour Agreements with the provinces and
territories, HRDC will also continue existing federal/provincial co-delivery pilots. For
example, an initiative is underway with Nova Scotia to enable students to use HRDC kiosks
to apply for Canada Student Loans. HRDC is also partnering with New Brunswick to use
kiosks to allow clients to notify federal and provincial programs of address changes. Other
HRDC-wide systems priorities for 1997-98 include new electronic mail and groupware
software to allow full e-mail communications throughout the Department, with other
departments and externally through the Internet. Text-retrieval and document management
systems will automate HRDC program manuals, workflow management and records
management.

HRDC recognizes the inherent risks in systems initiatives. These include security and
privacy issues, network stability, increased training needs for employees, effective change-
management, difficulty retaining highly trained IT professionals, and timing and pacing
concerns. To manage them, HRDC will take steps such as developing comprehensive training
plans for its employees, integrated implementation plans for all key systems projects, and
scheduled phased-delivery of non-legislative systems, such as the Corporate Management
System (CMS).

Some systems issues are particularly challenging. One of the greatest is in the need to
stabilize HRDC’s existing systems platform at the local level. HRDC will install new
hardware and software in local offices early in the 1997-98 fiscal year. It will also improve
the training and certification of Local Area Network (LAN) administrators.

New partnerships, such as Labour Market Arrangements with provinces and private-
sector third parties, may require HRDC to design and manage systems that are more open and
flexible. HRDC is working with provinces to determine the impacts of information sharing
and integrating service. A long-term architecture group is working to identify potential
opportunities to reduce costs and duplication of effort, as well as facilitate information
sharing with external partners.

To address the costs of systems expansion and maintenance in a time of reduced

budgets, HRDC may take on private-sector partners. For example, HRDC may outsource
micro, printer and server upgrades/replacements to a private-sector supplier.
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C. Specified Purpose Accounts

1. Employment Insurance Account

A. Description of the Account

The EI Account is established within the Consolidated Revenue Fund by the Employment
Insurance Act to record transactions related to the EI Program. The EI Program is a
compulsory and contributory social insurance program.

The Employment Insurance Act replaces the Unemployment Insurance Act and the
National Training Act, and is the result of consultations with more than 100,000 Canadians
over two years. Legislation to create a new Employment Insurance system was first
introduced into the House of Commons on December 1, 1995. The legislation was adopted in
June 1996 and came into force on June 30, 1996.

The Employment Insurance system consists of Income Benefits and Active
Employment Benefits.

Income Benefits provide temporary income replacement for claimants while they
look for work and also for sickness, pregnancy or care of newborn or adopted
children. Benefits have been restructured to strengthen the value of work. All
part-time work will now count towards determining eligibility for benefits.

Employment Benefits consists of a set of employment benefits and support
measures that can be tailored to meet the needs of individuals and local
circumstances. The emphasis is on flexibility and employment results.

The system is designed to meet the needs of today’s job market by enhancing the
design and effectiveness of active employment measures. The goal is to encourage people to
return to the job market and workplace.

The legislation also allows for new partnerships to be created with the provinces,
aimed at increasing effectiveness and eliminating duplication. It recognizes provincial
responsibilities for labour market training. Within the overall employment and support
measures framework, payments can be made to provincial and territorial governments based
on negotiated labour market arrangements. In support of the national employment service,
payments can also be made to establish support measures, such as employment assistant
services, labour force adjustment programs and research and innovation projects. In addition,
transitional funding can also be made available to insured participants, educational institutions
and a province with respect to a training course or program within a three-year period when
the National Training Act is completely phased-out.
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The financing mechanism under the Act remains unchanged. Benefits and
administration costs are paid out of the Consolidated Revenue Fund and charged to the EI
Account. Whenever the Account is in a deficit position, the Minister of Finance, when
requested by the Canada Employment Insurance Commission, may authorize advances to the
Account. As established by the Minister of Finance, advances are repayable with interest at
the comparable Crown corporation lending rates. A surplus similarly generates interest at
90% of the three-month Treasury Bill rate.

B. Comparative Financial Information

Figure 11 presents a status of the Account over a two-year period, while Figure 12 reflects a
projection of the benefit payments from 1996-97 to 1999-00.

Figure 11: Comparative Financial Detail of the EI Account

(millions of dollars) Forecast Estimates
1996-97* 1997-98
Income Benefits (Part I of the Act)
Regular 9,911 10,005
Sickness 426 428
Maternity 739 748
Parental 462 467
Adoption 6 6
Fishers 207 194
Work Sharing 17 20
11,768 11,868
Benefit Repayments (134) (188)
Subtotal - Income Benefits 11,634 11,680
Employment Benefits and
Support Measures (EB&SM) 1,499 1,780
Total Benefit Payments 13,133 13,460
Administration
Departments (as per Main Estimates) 1,148 1,207
Estimated additional in-year charges 163 n/a
Recoveries credited to the Account (7) (7)
1,304 1,200
Total costs 14,437 14,660
Revenues
Premium 20,305 19,921
Net interest 99 345
Penalties 51 50
Total revenue 20,455 20,316
Surplus (deficit)
Current year 6,018 5,656
Cumulative 6,518 12,174

*  As the EI Actbecame effective June 30, 1996, the 1996-97 Main Estimates were based on the former UI ActTo allow a more
meaningful comparison of financial data, the 1996-97 forecast is being used for the EI Account segment.
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Figure 12: Projected Total Benefits Payments (millions of dollars)
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C. Highlights of Financial Changes

The main financial changes expected in 1997-98 are as follows:

Benefits are expected to increase by $327 million or 2.5%. This largely reflects a
projected increase in the number of beneficiaries due to a growth in the labour
force. A greater number of unemployed workers may find just enough work to
qualify for benefits. The average weekly benefits are expected to remain about the
same as in 1996-97 due to the effect of the new benefit formula (see page 2-55).

Premiums are expected to be lower by $384 million or 1.9% as compared with
1996-97. The decrease is due to the fact that 1996-97 year was a transitional year
that produced larger than recurring revenues. It combined nine months of the
previous weekly maximum insurable earnings system (from April, 1996 to
December 31, 1996) with three months of the new annual maximum insurable
earnings system. Under the annual maximum insurable earnings system,
premiums are collected on all earnings before the annual maximum insurable
earnings of $39,000 is reached. Otherwise, premiums in 1997-98 would be about
the same as in 1996-97, as the increase in employment and earnings could have
offset the decrease in the premium rate and the premium relief programs.

The EI Account is expected to have a surplus of $5.7 billion, which could bring
the cumulative surplus balance to $12.2 billion by March 31, 1998 (see Figure 11).
As noted above, the higher annual surplus of $6.0 billion observed in 1996-97
would be explained by a non-recurring item.
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The major factors affecting regular benefits and premium revenue are summarized in
the following tables.

Figure 13: Factors affecting Benefits

1996-97 1997-98 % change
Benefits ($ million) 13,133 13,460 2%
Number of Beneficiaries (000) 923 935 1%
Average Weekly Benefits ($) 258 260 1%
Employment Benefits and Support Measures ($ million) 1,499 1,780 19%

Figure 14: Factors affecting premium revenue

Fiscal Year 1996-97 1997-98 % change

Premiums ($ million) 20,305 19,921 -2%
Total Insurable Earnings ($ million) 294,239 304,391 3%
Calendar Year 1996 1997 % change

Employee Premium Rate (% insurable earnings)* 2.95% 2.90% -2%
Maximum Insurable Earnings ($) 39,000 39,000 0%

*  Employer rate is 1.4 time the employee rate.

D. Highlights of the EI System
The following are the major features of the EI Program.

Amount of Work Required to Qualify for Benefits

Claimants will require 420 to 700 hours of work during their qualifying period
(equivalent to 35 hours times the number of weeks required under the EI Act).
The exact number of hours required, called the “variable entrance requirement,” is
determined by the rate of unemployment in your area at the time you apply for the
benefits. The higher the rate of unemployment, the fewer number of hours of
work required.

For claims starting on or after January 5, 1997, new entrants and re-entrants will
now require a minimum of 910 hours of work.

For claimants who commit EI fraud, higher variable entrance measures will apply,
effective January 5, 1997. Depending on the degree of violation—minor, serious,
very serious or repeat violation—the minimum number of hours required for
establishing a claim will increase to 1.25, 1.5, 1.75 or 2 times that of the normal
minimum hours of work required.

For claimants claiming sickness, maternity or parental benefits, a minimum of
700 hours of work is required.
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Determining the Benefit Rate and Entitlement

Weekly benefits for most claimants are set at 55% of their average insured earnings during
the last 26 weeks. The average insurable earnings are based on the actual weeks of work but
subject to a minimum divisor of 14 to 22 weeks depending on the regional rate of
unemployment. The basic benefit rate of 55% could be adjusted to 50% based on the weeks
of benefits drawn in the past five-year period after July 1996.

Claimants may receive benefits for 14 to 45 weeks, depending upon their hours of
insurable employment and the regional unemployment rate.

Claimants with a low-income family (an income of less than $25,921) with
children who qualify to receive the Child Tax Benefit (CTB) will receive a Family
Supplement based on their CTB. The benefit rate can be increased to a maximum
of 65% in 1997. By the year 2000, this maximum can reach 80%; however, the
amount that can be received cannot exceed the maximum weekly rate noted below.

The maximum weekly benefit rate is $413 until the end of the year 2000.
Work Sharing

Claimants may receive benefits while on work-sharing agreements.  Work-sharing
agreements between HRDC, employees and employers attempt to avoid temporary layoffs by
using EI benefits as partial income replacement.

Fishers’ Benefits

Fisher claims have an earnings-based eligibility system that is also based on the
regional rate of unemployment. All fisher claims have a 31-week maximum
qualifying period and a maximum entitlement of 26 weeks of benefits, which can
be claimed, from October 1st to June 15th for summer fishers’ benefits and April
Ist to December 15th for winter fishers’ benefits.

Benefit rate for fisher claims are determined by a 14 to 22 divisor, depending on
the regional rate of unemployment.

Benefit Repayments

EI claimants, when their net income in a taxation year exceeds 1.25 times the
annual maximum insurable earnings (the repayment threshold), are required to pay
30% (the repayment rate) of the benefits received that make up the excess. For
Regular and Fishers’ benefits, the repayment threshold will decrease to the same
amount as the annual maximum insurable earnings, and the repayment can
increase up to 100%, depending on the weeks of regular and fishers’ benefits
drawn in the previous five years after July 1996.
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Premiums

Premium Rate-Setting: Section 66 of the EI Act requires that the Commission shall, with
the approval of the Governor-in-Council on the recommendation of the Minister and the
Minister of Finance, set the premium rate each year. In setting the rate, the Commission will,
to the extent possible, ensure that there will be enough revenue over a business cycle to pay
the amounts authorized to be charged to the EI Account and maintain relatively stable rate
levels throughout the business cycle.

Premium Rate: The 1997 premium rate for employees is set at 2.90% of weekly insurable
earnings, while the employers’ portion is calculated at 1.4 times (or 4.06%) of the employee
rate. Premiums are paid on the first dollar earned to a yearly maximum of $39,000. All
earnings are still insured but no further premiums are payable in a year once a worker has
reached the yearly maximum of $39,000.

Premium Reduction: Employers with qualified wage-loss insurance plans are entitled to
premium reductions and are required to share this reduction with their employees. In
addition, there is an extended premium relief in 1997 and 1998, under the New Hires
Program, to all firms with employer premiums of less than $60,000 in 1996. Refunds for
workers with annual earnings of $2,000 or less are also available at tax time for that year,
through the tax system.

Employment Benefits and Support Measures

The objective of the Employment Benefits and Support Measures is to assist individuals to
prepare for, obtain and maintain employment, thereby resulting in savings to the Employment
Insurance Account. In so doing, a return on investment will be achieved through a reduction
in dependency on Employment Insurance and Social Assistance and through additional tax
revenues through increased employment.

The active employment benefits include the following: Targeted Wage Subsidies,
Targeted Earnings Supplements, Self-Employment, Job Creation Partnership, Skills Loans
and Grants and Training Purchases.

The support measures include Employment Assistance Services, Labour Market
Partnerships and Research and Innovation.

The objectives will be achieved by working in concert with the government of each
province or territory in designing and implementing Employment Benefits and Support
Measures and in developing a framework for evaluating their success. Details of the
arrangements made with each province and territory will be outlined in federal-
provincial/territorial agreements. As of December 31, 1996, Labour Market Development
Agreements have been signed with Alberta and New Brunswick.
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