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Executive Summary 
This evaluation has examined the delivery of training services provided in Newfoundland 
and Labrador under the Canada/Newfoundland and Labrador Agreement on Labour 
Market Development (LMDA).  Several factors have affected the delivery of training 
under the LMDA relative to past practice.  These include: 

• In July 1996 the Federal Government introduced EI legislation that superseded the 
older UI legislation. The EI legislation included new eligibility rules and an increased 
focus on active labour market measures.  These active measures are intended to 
facilitate a return to work by EI claimants.  In concert with this, the philosophy of 
service provision was to allow for a more individualised approach (case management), 
which also engaged the client as a partner, rather than as a recipient of a service. 

• In April 1997, the Canada/Newfoundland and Labrador Agreement on Labour Market 
Development (LMDA) signed by the Federal and Provincial Governments came into 
effect.  The LMDA incorporates co-management of Employment Benefits and Support 
Measures (EBSM’s) by the Federal and Provincial governments with the Federal 
government retaining responsibility for the delivery of EBSM’s. 

• HRDC introduced Negotiated Financial Assistance (NFA), where individual needs and 
means are taken into account in determining the level of assistance that HRDC will 
provide for people who enter training programs. The previous system provided fixed 
amounts based on individual circumstances (marital status, living arrangements and 
number of dependants, transportation requirements, need for child care, etcetera). 
Negotiated financial assistance was not introduced at one time across the board. Some 
HRCC offices continued to determine assistance using the prior approach until at least 
January 1998.  

• The LMDA partners moved to phase out the “seat-purchase” model in favour of a more 
client-driven approach.  Under the seat purchase model, HRDC would negotiate with 
the Department of Education and/or directly with individual educational institutions 
(public and private) to purchase specified numbers of training “seats” in various 
disciplines and then identify clients to occupy these seats.  The numbers of seats 
purchased in various disciplines was based on clients’ interests as well as labour 
market demand. Under the newer system, clients are expected to choose a training 
program that they are interested in (their decision should take into account the demand 
for the occupation), and negotiate with HRDC the amount of assistance that HRDC 
will provide to allow them to complete their training.  The LMDA partners agreed to 
phase out seat purchases over three years ending in June, 1999.  

The period since July, 1996 is therefore one in which there have been significant changes 
introduced that affect training, and the services and level of assistance that clients have 
received may vary by date and also by HRCC district.  
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This study addresses clients who started training after April 1997; i.e. since the signing of 
the LMDA.  It addresses “enhanced feepayers” and seat purchase.  Feepayers1 are not 
addressed in this evaluation. 

The evaluation examines the immediate results of the training component of the EBSMs 
in the post-LMDA period. Since many interventions are still ongoing, and many other 
clients, even from the beginning of the LMDA period, have only just finished their 
training, this evaluation does not deal with the long-term impact of training on 
employment. This will be addressed in the summative evaluation. 

A major focus of the evaluation has been on the decision-making process that clients 
have engaged in, including contact with counsellors, and with the adequacy of financial 
assistance and other supports. 

Client’s Training Decisions 
The evaluation provides strong evidence that the move away from a seat-purchase model 
has positively affected training decisions. In particular, the evaluation has found a marked 
increase in the number of individuals undertaking training in business and information 
technology and a decrease in studies relating to natural resources, applied arts and 
apprenticeable trades.  Interestingly, these trends are consistent with changes noted for all 
post-secondary students but are much more pronounced among HRDC-funded students.  
In particular, there has been a growth or more than 200% in the numbers of HRDC-
funded students who enrol in information technology programs as compared to a growth 
of about 25% in overall enrolment in such courses. 

Other evidence supports the above result: 

• 83% of HRDC counsellors surveyed and 71% of third party counsellors said they noted 
changes in the training choices of individuals relative to the past; 

• two-thirds of clients surveyed indicated that they conducted labour market research as 
regards their intended career; and, 

• administrative data indicates an apparent reduction in prop-out rates. 

Negotiated Financial Assistance  

Negotiated Financial Assistance processes continue to develop and both 
advantages and disadvantages of this approach have been noted.  

This evaluation has found conflicting evidence regarding NFA. 

                                                      
1  Feepayers are individuals who return to school and their own expense and receive no financial assistance other than 

their EI benefits. 
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On the one hand, the evidence indicates that NFA is, at least potentially, a more cost-
effective approach.  Although, it has reduced the cost of training assistance most clients 
(75%) remain satisfied with the level of support.  And although it has complicated the 
work of employment counsellors, they are nearly unanimous (93%) in describing it as a 
better system. 

However, the evaluation also raised concerns about the implementation of NFA: 

• clients were somewhat less satisfied with the process used to determine the level of 
financial assistance.  In the survey, satisfaction was reasonably high (69%) but serious 
concerns about transparency and fairness were identified in all three focus groups with 
training clients as well as in a focus group with HRDC counsellors; and, 

• the survey of counsellors identified several suggestions to improve this process such as 
rules for determining eligible expenses and more training for employment counsellors. 

Careful monitoring of the effectiveness and appropriateness of NFA 
processes is warranted. 
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Management Response 

Formative Evaluation of EBSMs under the Canada-Newfoundland and 
Labrador Agreement on Labour Market Development Agreement 

The Canada-Newfoundland/Labrador Agreement on Labour Market Development 
(LMDA) is an agreement between the Government of Canada and the Government of 
Newfoundland and Labrador relating to the co-management of federal employment 
programs and services specifically under EI Part II. 

Section 12 of the LMDA outlines the requirement of the Labour Market Partners to 
co-operate in developing and implementing a two-phase evaluation framework.  To this 
end the Management Committee is responsible for the completion of all evaluations related 
to the employment benefits and support measures.  The Management Committee is pleased 
that the first phase of the evaluation process, namely the formative evaluation, has been 
completed.  The formative evaluation is comprised of three associated reports.  The first 
report (June 2000) covers three Employment Benefits, i.e., Targeted Wage Subsidy (TWS), 
Self-Employment Benefit (SEB) and Job Creation Partnership (JCP).  The second report 
(June 2000) deals with the Training Benefit (currently Skills Development), and the final 
report (June 2001) deals with Support Measures, i.e., Local Labour Market Partnerships 
(LLMP) and Employment Assistance Services (EAS). 

The evaluation evidence from the three formative evaluation reports completed to date has 
shown that in the near term, clients served by the employment benefits and support 
measures have been moderately successful in achieving their employment goals.  Labour 
Market Development Agreement accountability targets for unpaid EI benefits and client 
returns to employment have been met in each fiscal year since the inception of the 
agreement.  The Management Committee anticipates that the summative evaluation report, 
which will contain more definitive evidence, will confirm these findings in the longer term.  
The Management Committee looks forward to the commencement of the summative 
evaluation in 2002. 

The formative evaluation reports have identified many specific findings.  The Management 
Committee suggests that we can deal with these findings under general categories: the 
functioning of the co-management relationship, findings related to programs/services and 
findings related to client impacts.  A joint Management Committee response to each group 
of findings is reported below: 

Co-management: 
The evaluation reports suggest that “under the co-management approach, it is clear that each 
government has been able to pursue its respective priorities.” The Management Committee 
suggests that this is perhaps one of the most fundamental achievements of this co-managed 
agreement, given the unique cultures and priorities of both levels of government.  
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The Management Committee also feels that the effectiveness of the co-management 
approach is primarily attributable to the level of communication and co-operation 
among partners. 

The reports suggest that co-management has increased administrative responsibilities in 
terms of business and financial planning. The Management Committee feels that it has 
resulted in a more targeted response to the needs and opportunities of unemployed 
individuals.  The Management Committee also believes that these pressures are 
abating as the partners become more knowledgeable of each other’s programs and 
collective priorities. 

Programs & Services Finding: 
The evaluation evidence suggests that eight out of ten individuals who received services 
from the HRCCs and Employment Assistance Services offices had a high level of 
satisfaction with that service.  The Management Committee feels that this evidence 
reflects a strong service commitment of HRCC staff.  The committee also believes that 
despite a challenging economic climate in many rural parts of the province, HRCC staff 
are making a valuable contribution to the lives of individuals in these communities. 

With respect to the training benefit two findings are noteworthy from the Management 
Committee’s perspective:  Ninety percent of the sample of training participants indicated 
that participation in the training benefit made them more employable.  However, it is 
recognized that a lack of participant information at this early stage of evaluation, 
particularly with two and three year programs, did not allow a complete analysis of the 
impact of training on employment.  The Management Committee is interested in the 
long-term impact of training on subsequent employment gains and will examine this issue 
in the summative evaluation.  The Management Committee has also noted that graduation 
rates are somewhat unclear given the limitations of administrative data.  This issue must 
be addressed so we can more closely track individual impacts resulting from training. 

Participant surveys highlight that the support measures offered were well received by 
program participants.  The Management Committee feels that the support measures are 
essential elements of the LMDA.  The measures allow the Management Committee to 
provide support to incremental initiatives that have many positive impacts for individuals 
and communities throughout the province.  The evaluation suggested that Employment 
Assistance Services participants welcome the convenience of their being served in their 
geographic area.  “The main tangible benefit emerging from the first three years of EAS 
seems clearly to lie in the improved employability of the client group.”  However, 
additional evidence is needed to determine the overall impact on employment gains that 
these services are providing.  This work will be undertaken in the summative stage of the 
evaluation process. 

Local Labour Market Partnerships (LLMPs) have also furnished the Management Committee 
with the capacity to engage numerous community partners in various incremental activities.  
The evaluation evidence suggests many valuable activities have taken place, which, in the 
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absence of LLMP, might not have come to fruition.  The Management Committee feels that 
the employment benefits of these initiatives will be realised in the longer term. 

Client Impacts: 
The evaluation evidence suggests that SEB and TWS participants experience positive 
employment gains in the post-program period.  This incremental impact shows that 
investment in these benefits is a prudent expenditure of public funds.  The Management 
Committee desires to maximize the potential of these benefits while recognizing their 
finite growth potential, given the modest employer and market base in the province. 

The evaluation indicates that JCP participants did not realise significant post-program 
employment gains, however, JCP earnings did improve the lives of these participants, 
their families and the communities in which they live. These results must be interpreted 
with the knowledge that JCP participants had the lowest levels of pre-program earnings 
and education of all participant groups. Given this information, the management 
committee submits that the impact of JCPs on longer-term employment gains must be 
established before a judgement can be made about the overall utility of JCP participation. 

The engagement of Social Assistance Recipients in LMDA programs was a priority of 
the LMDA partners.  The report outlines that these targets were met and that SARs 
achieved positive outcomes from the programs offered.  However, the disproportionately 
higher level of SAR participation in JCP (compared with other interventions) and the 
subsequent lack of post program employment are of concern to the Management 
Committee.  Improvement of assessment, selection and referral of SAR clients within the 
EBSM model is a priority of the LMDA partners.  It is believed that this approach will 
lead to a more balanced level of participation of SAR clients in all benefits and measures.  
A determination of the utility and impact of this new approach should be one of the 
priorities of the summative evaluation.  

Aspects to monitor and evaluate: 
While the Management Committee is generally pleased with the findings of the three 
Formative Evaluation reports, challenges remain.  The following is a list of LMDA 
dimensions that the Management Committee feels is in need of additional monitoring 
and evaluation:  The Training Benefit report suggests that in the early stages of 
implementation of Negotiated Financial Assistance (NFA), there was a perception of unequal 
treatment of clients in terms of the levels of funding received.  At the time of the evaluation, 
Negotiated Financial Assistance was a new process for both clients and staff alike. 
The problems with dissemination of information and the generally low level of understanding 
of the process lead to concerns on behalf of both clients and staff.  The Management 
Committee agrees with the consultant’s recommendation that this area of concern should be 
closely monitored to ascertain whether NFA principles are used consistently.  Nevertheless, 
the Management Committee senses that with the passage of time, the intent of NFA has been 
more widely understood and accepted by all parties.  The NFA issues that were identified in 
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the formative evaluation should however be re-examined in the summative evaluation to 
determine the extent to which these concerns persist. 

The evaluation evidence suggests a negative employment gain for female JCP 
participants.  This is of concern to the Management Committee who believes that JCP has 
much economic and social merit.  Perhaps more careful targeting of JCP must take place 
to ensure positive impacts for participants in the post-program period.  Again, the 
summative evaluation should provide more definitive evidence as to the long-term 
employment impact of JCP.  In addition, decisions regarding SAR participation should 
not be made based on point estimates from the initial evaluation. 

The evaluation report outlines a data concern associated with Targeted Wage Subsidy 
administrative data.  While this issue has not limited the effectiveness of this benefit, the 
absence of reliable data for administrative and evaluation purposes may bias our 
assessments of success or failure, so the data must be improved.  The consultant also 
reported that based on the employers’ survey responses, a proportion of the participants 
would have been hired without the subsidy. The Management Committee recognizes that 
this finding may outline a potential weakness in the current TWS model.  
The Management Committee does not however feel entirely comfortable with the 
integrity of this initial finding.  Prior to making any potential adjustments to the program, 
a more precise and rigorous examination of this issue must be explored.   

Support measures continue to provide excellent employment assistance and partnership 
opportunities within the local labour market.  The Management Committee considers 
that the increased level of funding to these activities over the initial period of 
the LMDA will necessitate further detailed analysis and ongoing monitoring of the 
effectiveness of these support measures, through the summative phase of the LMDA 
operational and evaluation plan. 
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1. Introduction 
This report is the formative evaluation of the current HRDC training model in 
Newfoundland and Labrador under the Labour Market Development Agreement (LMDA). 
This introduction describes the current training model, outlines the objectives of the 
evaluation and describes the methodologies used. Section 2 takes a preliminary look at the 
impact of training.  Section 3 reports the findings on the following formative issues: 

• The decision making process of clients 

• Retention rate changes 

• Client Satisfaction with counselling and availability of LMI 

• The Negotiated Financial Assistance (NFA) process 

• Impact of NFA on client selection and participation 

• Client income, assistance and expenses 

1.1 Description of HRDC’s Current Training Model 
This section outlines the most important influences and key characteristics of the current 
HRDC training model.  These include: 

• In July 1996 the Federal Government introduced EI legislation that superseded the 
older UI legislation. The EI legislation included new eligibility rules and an increased 
focus on active labour market measures.  These active measures are intended to 
facilitate a return to work by EI claimants.  In concert with this, the philosophy of 
service provision was to allow for a more individualised approach (case management), 
which also engaged the client as a partner, rather than as a recipient of a service. 

• In April 1997, the Canada/Newfoundland and Labrador Agreement on Labour Market 
Development (LMDA) signed by the Federal and Provincial Governments came into 
effect.  The LMDA incorporates co-management of Employment Benefits and Support 
Measures (EBSM’s) by the Federal and Provincial governments with the Federal 
government retaining responsibility for the delivery of EBSM’s. 

• HRDC introduced Negotiated Financial Assistance (NFA), where individual needs and 
means are taken into account in determining the level of assistance that HRDC will 
provide for people who enter training programs. The previous system provided fixed 
amounts based on individual circumstances (marital status, living arrangements and 
number of dependants, transportation requirements, need for child care, etcetera). 
Negotiated financial assistance was not introduced at one time across the board.  Some 
HRCC offices continued to determine assistance using the prior approach until at least 
January 1998.  
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• Before the LMDA, HRDC moved to phase out the “seat-purchase” model in favour of 
a more client-driven approach.  Under the seat purchase model, HRDC would negotiate 
with the Department of Education and/or directly with individual educational 
institutions (public and private) to purchase specified numbers of training “seats” in 
various disciplines and then identify clients to occupy these seats.  The numbers of 
seats purchased in various disciplines was based on clients’ interests as well as labour 
market demand. Under the newer system, clients are expected to choose a training 
program that they are interested in (their decision should take into account the demand 
for the occupation), and negotiate with HRDC the amount of assistance that HRDC 
will provide to allow them to complete their training.  The LMDA partners agreed to 
phase out seat purchases over three years ending in June, 1999.  

The period since July, 1996 is therefore one in which there have been significant changes 
introduced that affect training, and the services and level of assistance that clients have 
received may vary by date and also by HRCC district.  

This study addresses clients who started training after April 1997; i.e. since the signing of 
the LMDA.  It addresses “enhanced feepayers” and seat purchase.  Feepayers2 are not 
addressed in this evaluation. 

1.2 Objectives of this Evaluation 
The main objectives of this evaluation are: 

• To determine whether client’s choice of training program has been affected by the new 
assistance program; 

• To document the efforts that clients made to obtain labour market information before 
choosing a training program; 

• To assess client and counsellor satisfaction with the case management/negotiation process; 

• To assess client satisfaction with the amount of assistance available to them under the 
NFA program; 

• To assess client satisfaction with the assistance available for other training-related costs 
(e.g. childcare, travel and living allowances); 

• To identify the retention rates of clients under the current training model versus the 
previous assistance program; 

• To determine the number of clients participating under the current training model 
versus the number of clients who received training assistance under the old program; 

                                                      
2  Feepayers are individuals who return to school and their own expense and receive no financial assistance other than 

their EI benefits. 
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In addition to these issues, this report also takes a preliminary look at the labour market 
success rate of those who have finished training.  As mentioned in the previous section, 
the group of clients this study focuses on are those who started a training program after 
April, 1997. Training programs funded by HRDC can last up to three years, and many 
college programs are two years in duration. Consequently the examination of 
post-program success is very preliminary and likely underreports the longer-term success 
rate of the program since it is based on data from graduates of shorter programs. 

1.3 Scope and methodology of the evaluation 
The evaluation examines the immediate results of the training component of the EBSMs 
in the post-LMDA period. Since many interventions are still ongoing, and many other 
clients, even from the beginning of the LMDA period, have only just finished their 
training, this evaluation does not deal with the long-term impact of training on 
employment. This will be addressed in the summative evaluation. 

A major focus of the evaluation has been on the decision-making process that clients 
have engaged in, including contact with counsellors, and with the adequacy of financial 
assistance and other supports. 

The evaluation used several methodologies, as follows: 

• A survey of a sample of 600 training participants from the post-LMDA period. This 
was a stratified random sample of 600 participants. The strata were designed to 
over-sample reachback clients and those who received additional assistance with child 
care costs or for disabilities.3  Analysis of survey results is based on weighted data. The 
weights adjust for the sampling design used and ensure that estimates are unbiased 
estimates of the whole population. The weights have been normalized based on the 
number of completed interviews (600). 

• A survey of 106 potential participants who started the process of getting HRDC 
assistance for training, but did not get to the point of signing a training contract. 

• A survey of 76 front-line staff at HRCCs and third party providers4. 

• Three focus groups with HRDC clients who had taken training under the new model. 

• A focus group with employment counsellors and service need determination officers at 
one HRCC. 

• Analysis of HRDC administrative data on training clients from April, 1995 to the 
present, including the training master file, which is built from training activities entered 
into the CJS II (M2270) and the OLIS (T171) systems and CATS data. HRDC 

                                                      
3  See Appendix J for a detailed description of the sampling strategy used. 
4  This survey was carried out as part of the main EBSM evaluation; where information gained in this survey was 

applicable to the training component, it was used in this evaluation. 
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administrative data was also merged with Department of Education data on post-
secondary program enrolment to determine changes in fields of study over time. 

A more detailed description of these methodologies is contained in the Evaluation of the 
training model of the Labour Market Development Agreement Methodology Report.  A 
description of the sample selection processes and survey completion rates can be found in  
Appendix B. 

1.4 Numbers of clients 
Figure 1 shows the total volume of training clients and the split between seat purchases and 
enhanced feepayers.  Seat purchases declined dramatically from the 1995/96 fiscal year to 
1996/97 but have remained at about 1,300 per year for each of the past three fiscal years. 

Figure 1 
Seat purchases and enhanced feepayers by fiscal year 

 

 
The Regional data in Figure 2 indicate that the move from seat purchase to enhanced 
feepayers is largely consistent among the regions.  Two exceptions are 

• for the past two fiscal years, enhanced feepayers account for a somewhat higher 
percentage of clients in Labrador; and, 

• in 1996/97, about 70 percent of training clients in the Avalon district were enhanced 
feepayers compared with about 50 percent in the other three districts. 
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Figure 2 
Enhanced feepayers as a proportion of total assistance, by fiscal year and region 

 

 
Table 1 and Figure 3 provide data on the number of placements made by region for each 
of four fiscal years. These show the uncharacteristically high number of starts in the 
Central region in 1995/96 and in the Avalon region in 1997/98. These figures are based 
on the start of the first contract that an individual received. 

Table 1 
HRDC funding starts by fiscal year and region 

Fiscal year 
District 95/96 96/97 97/98 98/99 
Avalon 1802 1306 2352 1437 
Central 2687 1272 1471 1480 
Western 1692 669 1037 822 
Labrador 274 201 316 153 
Other 821 158 287 1077 
Total 7276 3606 5463 4969 
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Figure 3 
Funding starts by fiscal year and region 

 

 
The following tables in this section show some of the basic characteristics of the clients 
that HRDC funded for training. This includes information from both HRDC 
administrative data and survey results. 

As Table 2 shows, seat purchases clients are more likely to be from smaller communities. 
Reachback5 clients are also slightly more likely to be from communities of less than 
1000 people. 

                                                      
5  As defined in HRDC administrative data. 
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Table 2 
Demographic and Social Characteristics of Clients (survey data) 

Approximate number of residents 
in community 

Enhanced 
Feepayer 

Seat 
Purchase Total Reachback

Less than 500 11% 17% 13% 16% 
500 to 999 7 12 8 15 
1000 to 2499 13 12 13 9 
2500 to 4999 10 9 10 7 
5000 to 9999 14 12 13 10 
10000 to 24999 10 12 11 10 
25000 or more 35 26 32 33 
 100% 100% 100% 100% 

Highest Level of Formal Education 
Completed before starting HRDC 
funded training 

    

Less than high school graduation 9% 17% 12% 14% 
Graduated high school 43 42 43 38 
Some post-secondary 23 12 20 14 
Completed a college degree 16 24 19 25 
Completed a university degree 8 5 7 8 
Completed a graduate degree 1 1 1 1 
 100% 100% 100% 100% 

Institution attended:     

Marine Institute 6% 8% 7% 3% 
College of the North Atlantic 33 56 40 38 
Private College 45 26 40 55 
University 8 1 6 0 
Other 9 9 9 5 
 100% 100% 100% 100% 

N 412 186 598 79 
 
Table 3 provides data on the characteristics of all participants using administrative data.  
Note that about 8 percent of clients received assistance both in the form of a seat 
purchase and as an enhanced feepayer in the time period examined. 
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Table 3 
Characteristics of clients (HRDC administrative data) 

 
Enhanced 
Feepayer 

Seat 
purchase 

Fee and 
seat Total Reachback

Total clients since April, 97 9,557 2,651 1,014 13,222  
Reachback clients 1,110 435 163 1,708 1,708 

Age      

20-24 34% 17% 37% 30% 21% 
25-29 24% 18% 19% 22% 22% 
30-34 15% 17% 17% 16% 19% 
35-39 11% 17% 11% 13% 14% 
40 + 17% 30% 16% 19% 25% 

Gender      

Male 67% 65% 63% 66% 55% 
Female 33% 35% 37% 34% 45% 

N6= 7,432 2,341 849 10,622 1,398 

Length of assistance      

3 months or less 26% 51% 3% 29% 24% 
3+ to 6 months 11% 14% 4% 11% 13% 
6+ to 9 months 17% 15% 4% 16% 16% 
9+ to 12 months 19% 11% 12% 17% 15% 
12+ to 18 months 14% 7% 17% 13% 17% 
18+ to 24 months 10% 3% 45% 11% 11% 
over 2 years 3% 0% 15% 3% 3% 

Average amount of 
assistance 

     

3 months or less $4,866 $5,695 $4,970 $5,138 $4,522 
3+ to 6 months $7,561 $13,107 $9,106 $9,131 $8,054 
6+ to 9 months $9,912 $15,206 $7,593 $11,097 $10,421 
9+ to 12 months $11,452 $16,682 $7,283 $12,209 $12,053 
12+ to 18 months $15,804 $18,000 $12,427 $15,993 $15,443 
18+ to 24 months $19,441 $18,081 $13,363 $18,748 $2,872 
All periods $9,029 $11,215  $9,914 $9,613 $8,945 

N7= 4,231 1,518 132 5,881 812 

Average amount of 
assistance 

     

For dependent care $3,129 $4,774 $3,725 $3,893 $4,452 
N= 418 385 117 920 242 

                                                      
6  Age and gender were gained by merging with EI files. Not all participants in the training file matched to EI data. 
7  Includes only clients who started after April 1, 1997 and had completed  (and received all payments) by April 1, 1999. 
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2. A Preliminary look at the impact of 
HRDC-funded training 

As discussed in the methodology section, the current training model has not been in place 
for long enough to assess fully its impact. Only clients in shorter programs have finished 
their training, and it is only for these clients that the evaluation has looked at labour 
market success. 

As Table 4 shows, 64 percent of survey respondents have successfully completed their 
training. As the table also shows, 44 percent of these clients were in training programs 
that were less than one year long. Another 19 percent were in programs that were less 
than 18 months long. Note that not all of these clients received funding for the full length 
of their training. 

Table 4 
Current Status of Training Clients (survey data) 

Current status in Program All Clients Reachback 
Still in program 29% 31% 
Graduated/successfully completed program 64 57 
Left program without completing 8 12 
 599 77 

Time taken to finish program (for those who 
graduated from/successfully completed program) All Clients Reachback 
Less than six months 27% 20% 
Six to Eleven months 17 23 
Twelve to seventeen months 19 27 
Eighteen to twenty-three months 6 10 
Two years or more  31 20 
 354 40 

2.1 Current Status of Clients who have finished training 
As Table 5 shows, those who successfully completed training are more likely to be 
working in an area related to their training and also working full time than those who did 
not complete their training.  In interpreting these results it is important to keep in mind 
that they may under-report the longer-term success rate because most of the clients who 
have finished training are those who were in shorter courses or programs. Longer 
programs typically provide a greater benefit in terms of labour market success.  
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Table 5 
Current situation of those no longer taking training by whether or not training was 

successfully completed 

Current situation of those no longer 
in training 

Graduated/ 
Successfully 

completed 

Did not 
complete 
training Total Reachback

Employed full time – related to training1 41% 5% 38% 37% 
Employed full time – not  related to training 11 23 12 12 
Employed part time – related to training 13 9 13 10 
Employed part time – not related to training 8 30 10 15 
Waiting to be called back to work 4 2 3 0 
Looking for work 22 21 21 19 
Out of labour force 2 11 3 8 
 100% 100% 100% 100% 
N 372 44 416 52 
1 Includes self-employed full time 

 
Table 5 also shows that while reachback clients are more likely to be out of the labour 
force (8 percent compared with 3 percent in the whole population), their overall success 
rate in finding employment is very similar to all clients who are no longer in training. 

Clients who have had any work since they finished their training were asked to rate the 
likelihood that they would have got their current or most recent job without the training 
that they took.  Answers were very polarised, with 38 percent rating the likeliness a 0 
(not at all likely) and 28 percent rating the likeliness a 10 (very likely).  Not surprisingly, 
those whose job is related to their training are much more likely to indicate that there was 
little chance that they would have received their job without the training, whereas those 
whose job is unrelated are very likely to indicate that they would have received the job 
without the training.   

Clients who took longer training programs and who are employed in a field related to 
their training are less likely to indicate that they would have obtained their job without 
the training.  For example 47 percent of those who are employed in a related field and 
finished their program in less than six months indicate that they would have likely 
obtained their job without taking the training compared to 28 percent of those who took a 
training program six to eleven months long. 

Clients who have had work since they completed their training were also asked what they 
think they would be doing now if they had not taken the training.  Of those who are 
working in a job related to their training, 30 percent of those working full time and 
24 percent of those working part time think they would be currently looking for work if 
they had not taken training.   
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2.1.1 Factors related to success 
The large majority of respondents (90 percent) indicate that the training they took has 
made them more employable.  The percentage is high across regions, for both men and 
women and regardless of previous level of education or length of funding.  It is also high 
whether or not respondents indicate that they did labour market research. 

Clients who have completed longer programs of 10 months or more and used Labour 
Market Information (LMI) have a higher success rate in finding a related job than clients 
in longer programs who did not.  Of the clients in longer programs, 64 percent who used 
LMI are employed in related work, compared to 38 percent of those who did not.  
Whether or not clients conducted labour market research is not related to success for 
those who completed shorter programs of 9 months duration or less. 

Enhanced feepayer clients who have completed their training have a slightly higher 
success rate in terms of finding employment related to their training than do seat purchase 
clients who have finished their training.  (40 percent in full time and 14 percent in part 
time compared with 32 and 10 percent for direct seat purchase.)8 

The percentage of clients who dropped out of training prior to completion does not differ 
for enhanced feepayers and seat purchase clients.  As Table 4 showed, reachback clients 
are only slightly less likely to complete successfully their training programs. 

                                                      
8 No gender differences 
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3. Issues 

3.1 The Decision Making Process of Clients 
There are two main issues related to how clients make decisions about training.  One is 
whether clients are choosing different types of programs under the new system.  The 
other is whether they are collecting Labour Market Information as part of their decision- 
making process.  As described in the introduction, under the new system funding is to be 
used to help clients who are more likely to find jobs once they complete their training. 

3.1.1 Motivation for Taking Training 
Table 6 shows what motivated clients to take training.  As the table shows, by far the 
most common motivation for both enhanced feepayers and seat purchase clients is to 
improve chances of getting the type of job the client wants.  This is also the most 
common reason for reachback clients.  There are no noteworthy differences between the 
motivations of the different types of clients shown in Table 6. 

Table 6 
Motivation for taking training 

 
Enhanced 
Feepayers 

Seat 
Purchase Total Reachback

Why did you decide to take a training 
program (more than one may apply) 

    

To improve chances of getting type of job 
I want 

61% 63% 62% 65% 

To advance in my chosen field 17% 22% 19% 11% 
Because I couldn’t find a job/to get off EI 14% 18% 15% 17% 
My job search experience made me realise 
that I needed more formal education 

10% 9% 10% 13% 

To change fields 9% 3% 9% 6% 
My employer/supervisor advised me to do it 2% 4% 3% 2% 
I had no other options 2% 2% 2% 3% 
To learn how to become self-employed 1% 2% 1% 0% 
Not satisfied with pay level in old job area 2% 1% 1% 1% 
To continue receiving EI 0% 1% * 0% 
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Table 6 
Motivation for taking training 

 
Enhanced 
Feepayers 

Seat 
Purchase Total Reachback

Why did you decide to take the particular 
course or program that you chose? 
(more than one may apply) 

    

So that I could get a more interesting job/a job 
I would like better/because this field is 
interesting 

44% 40% 43% 41% 

Because there were/are jobs available in 
this field 

37% 36% 37% 38% 

So that I could get a job/to make me more 
employable 

26% 29% 27% 22% 

So that I could get a better paying job 10% 9% 10% 9% 
To advance in my chosen field/because my 
employer suggested it 

3% 3% 3% 5% 

Better to take training than be unemployed 2% 2% 2% 5% 
Because it was offered in my local area 2% 2% 2% 0% 
To increase my education 2% 3% 2% 4% 

N 408 189 597 77 
* Less than 1 percent     

 
As with motivation for taking training, the reasons for choosing the particular course 
chosen also does not vary much between groups.  For all groups, the primary reasons are 
their interest in the field and their expectation that employment is available in the field in 
which they studied. 

3.1.2 Impact of Negotiated Financial Assistance (NFA) 
on types of training chosen by clients. 

The rationale for the move to a Negotiated Financial Assistance (NFA) approach was 
twofold.  First it was expected to involve clients more directly in the choice of a field of 
study which would benefit them versus the prior approach where the client’s decision 
was whether to accept (or not) a placement in a “seat” which had been purchased by 
HRDC.  The second perceived advantage of NFA is that funding is based on need and 
clients are expected to make a personal investment in their training decision. 

This involvement of the client in first making the training decision and second providing 
some of the resources to implement it is expected to result in greater ownership of the 
training decision and thus better commitment to completing the training successfully. 

This formative evaluation is unable to fully assess whether clients have made better 
decisions but has been able to examine whether they have made different decisions. 

(cont’d) 
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The evidence strongly suggests that clients have made substantially different training 
decisions than in the past. 

Front line delivery staff members were asked9 whether they think clients are choosing 
different types of programs under the new system than they did in the past.  As Table 7 
shows, the large majority of respondents find that clients are choosing different types of 
training programs under the new system. 

Table 7 
Do you think clients are choosing different types of training programs under 

the new system than they did in the past 

 HRCC 3rd Party Provider  
Yes 83% 71% 
Yes and No 7 27 
No 10 2 
 100% 100% 
N 29 44 

 
Administrative data supports the views of front line delivery staff.  Two major changes 
from the pre-LMDA period are discernible in the courses for which students enrolled in 
the post-LMDA period. The first is the decrease in support for secondary education (adult 
basic education). This result is somewhat artificial and is based on a change in HRDC’s 
approach to funding ABE.  At about the same time as the LMDA came into effect, the 
HRCCs decided that a less costly method of allowing people to achieve high school 
equivalency was to fund third parties to provide open access to all who wanted this 
training. Previously, EI clients wishing to avail of support to complete their secondary 
education would (if accepted) be funded in much the same way as those approved for 
post-secondary courses: i.e. they received a living allowance and money for tuition fees 
(or these were paid on behalf of the student)10.  

                                                      
9  Results noted here are based on a survey of HRCC staff and staff of third party service providers. 
10  Recently (July, 1999), HRDC has reverted to the previous system to ensure consistency with the EI Act which 

restricts eligibility to Employment Benefits services to active EI claimants and reachback clients. Under the open 
access system, non-eligible clients could also receive assistance. 
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Figure 4 
Changes in course type of HRDC-funded clients pre- vs. post- LMDA 

 

Source: Department of Education Enrolment Data 

 
The other – and more significant - change is that three areas of study have greatly 
increased in the post-LMDA period compared to the pre-LMDA period. These areas are 
Business studies, Information Technology, and Engineering Technology. The growth in 
the number of students studying information technology is, of course, partly associated 
with the growth in job openings in this field. However, for the whole of the college 
population, the post-LMDA period saw an increase of about 26 percent11 in numbers of 
students studying information technology, whereas the numbers of HRDC-sponsored 
students in this field increased by 215%. In business studies, although the increase among 
HRDC-sponsored students was more modest (69%), this compares to a drop in the whole 
college population of 8.2%. Included in the business studies group are secretarial, 
bookkeeping/accounting and business use of computers type courses, as well as 
entrepreneurship.  

These changes are shown in Figure 5, which shows the change in type of course taken in 
the post-LMDA period (after April 1, 1997), compared to the type of course taken in the 
year and a half prior to the LMDA being implemented. The figure shows the changes for 
two groups: those students who were HRDC-funded, and for all students in the 
province’s post-secondary institutions. 

                                                      
11  Percentages are all calculated as percentage change based on the earlier period percentage, i.e. (%t2-%t1)/ %t1 
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Figure 5 
 Pre- and post-LMDA course changes for HRDC-funded and all post-secondary students 

 

Source: Department of Education Enrolment Data 

 
While it is most important to look at changes within the HRDC client population from the 
earlier period to the post-LMDA period, it is also interesting to note that the course 
preference of HRDC clients changed in quite different ways from the college population 
as a whole, as shown in Figure 5. These differences include: 

• The college population shows a large increase in upgrading courses. These are mostly 
short courses designed to teach a specific skill, or to allow for advancement in a career. 
Many of these courses are in the fisheries and marine sectors while others are 
associated with the volunteer sector (e.g. specific fire-fighting courses, accident 
response, etc.) The large increase shown here may simply be due to more 
comprehensive collection of information by the Department of Education. These short 
courses were never funded to any great extent by HRDC. 

• We noted above that the drop in numbers of ABE students in administrative data was 
largely due to a change in the way HRDC funded this type of study. The college 
population as a whole shows no decrease in numbers taking ABE. 

• HRDC clients show a far larger reduction in the number of students training for the 
primary sector (agriculture, fishing, forestry and mining), compared to the college 
population as a whole. This result may very well be due to data problems (see the 
technical information in Appendix A). 
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• Although the number of students in health-related programs dropped by over 50% 
there was virtually no change in the number of HRDC students choosing this field. 

• The drop in entrance to apprenticeable trades is about the same for the two groups. 

3.1.3 Client decision making process and Labour 
Market Research 

Information on the impact of labour market research on client decision making comes 
from direct questions on the client survey, and from some open-ended questions in the 
survey of front-line staff. 

Clients were asked about two type of labour market research; the first on the types of jobs 
available, and the second on the training required to enter a chosen career. Two-thirds of 
all clients who were funded to take training indicate that before they started their training 
program they did research or collected information on the types of jobs that are available. 
Similarly, 67 percent did research or collected information on the type of training they 
would need to get the type of job they wanted.  

There are interesting regional differences. Respondents in the Avalon region were about 
10 percent more likely to indicate that they had done both kinds of research compared 
with those in the Central and Western districts. (In the Avalon 72 percent did both sorts 
of research compared with 61 and 62 percent respectively in the Central and Western 
districts who did research on jobs available and 63 percent in both districts who did 
research on the type of training employers are looking for).   

Level of education completed prior to taking training with HRDC funding is positively 
related to whether or not clients did LMI research. The higher the level of education the 
more likely it is that clients did research.  The most notable difference is between those 
without high school graduation and those with — 47 percent of those who had not 
graduated from high school indicate that they did LMI research compared with 
67 percent of those who did graduate from high school. Of college graduates, 69 percent 
indicate having done LMI research and 88 percent of university graduates say they have 
done so. 

Respondents who indicated that they had done either type of research were then asked in 
an open-ended question what they did to get this information.  Note that almost half of 
those who had done research used at least two sources for information.  Table 8 outlines 
the responses by region. 

Front line delivery staff talked about LMI in the context of why they thought the new process 
(which includes NFA) was better than the old method. As discussed earlier, taken as a whole 
the system has resulted in clients choosing different programs than they did previously. 
Counsellors believe that the two major factors in bringing about this change are: 

• that clients contribute therefore they make a commitment (70 percent of third party 
counsellors mentioned this and 65 percent of HRCC counsellors)  
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• and that clients are doing more LMI research and making more informed choices 
(mentioned by 31 percent of third party counsellors and 52 percent of HRCC 
counsellors). 

It is clear that counsellors believe the financial commitment aspect of NFA is the most 
important factor in changing decision-making, however the new emphasis on getting 
clients to do labour market research before entering a training course is also seen as 
having a significant influence.  

Table 8 indicates, by region, the sources employed by individuals when they did their 
pre-training labour market research.  Respondents in the  Avalon region were more likely 
to have consulted directly with employers and least likely to have relied on the HRCC. 

Table 8 
What respondents did to get information on jobs available and/or the type of training 

needed to get the job they wanted by region 
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Went to HRCC/Employment Centre 29% 42% 39% 36% 36% 40% 
Did research on the internet 29% 25% 31% 15% 28% 19% 
Talked to employers 33% 24% 26% 20% 28% 29% 
Talked to a guidance counsellor/ 
career counsellor or other individual 
at post-secondary institution  

22% 31% 20% 15% 25% 24% 

Talked to friends or relatives 25% 22% 25% 29% 24% 20% 
Checked information from 
newspapers/ advertisements 

7% 5% 5% 3% 5% 7% 

Talked to guidance counsellor/ 
career counsellor at high school 

4% 7% 4% 8% 5% 3% 

Called the career information 
hotline 

4% 5% 5% 0% 4% 3% 

Went to CIRC 3% 3% 4% 16% 4% 5% 
Talked to people who had done the 
course or who were working in the 
field 

5% 2% 1% 0% 3% 5% 

Did research at library 1% 4% 2% 0% 2% 2% 
Used the choices program 1%   * 2% 17% 1% 2% 
N 184 138 82 15 426 59 
Note all other responses given by less than 1 percent or respondents 
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3.1.4 Client employability expectations on entry 
compared to their current view 

If clients are doing useful labour market information research then they should make 
better decisions about training. Respondents were asked questions about how they feel 
now about the training decisions that they made. When asked to rate on a 0 to 10 scale, 
where 0 is definitely not and 10 is definitely, if they were doing it again would they 
register for the same program, 81 percent gave a rating of 7 or above. When asked if they 
now think their expectations were realistic 92 percent give a rating of 7 or above. 
Respondents who did LMI research were even more likely to be positive. 

A series of questions was included about the expectations respondents had when they 
first registered for the training. As Table 9 shows, all except for 4 percent of respondents 
were confident that they would find a job when they finished the training.12 Not 
surprisingly, the greatest regional difference is whether respondents expected to find a 
job in their local area or elsewhere in the province.  Those in the Avalon region were the 
most likely to expect to find a job in their local area, whereas those in the Western district 
were the least likely to have this expectation.  Reachback clients do not differ from the 
population as a whole. 

Table 9 
Expectations held when clients registered for training by region 

Expected that they: Avalon Central Western Labrador Total Reachback
Would be able to find a job 
in local area 

71% 60% 55% 64% 63% 63% 

Would be able to find a job 
in the province 

8 16 21 14 14 11 

Would move away from 
Newfoundland and Labrador 
to find a job 

19 20 19 18 19 21 

None of these 2 4 6 5 4 5 
 100% 100% 100% 100% 100% 100% 
 239 203 124 22 588 76 

3.2 Drop-Out rate changes  
Survey data (see Section 2.0 above) indicates that an estimated 8% of those surveyed had 
left their program early without completing while 64% had completed.  The remainder 
were still enrolled in their program at the time of the survey. 

The evaluation also attempted to determine whether drop-out rates had changed under the 
new training model by examining administrative data.  According to HRDC data, clients 

                                                      
12  Respondents were asked to use a 0 to 10 scale where 0 was not at all and 10 very much so, on a series of questions 

such as “you expected that when you finished you would be able to find work in your local area.”  Confidence here 
is defined as a score of 7 or above on the scale.   
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in the post-LMDA period are very likely to have successfully finished their programs 
with 97%13 reported to have successfully completed.  This compares to 92 percent in the 
“transition period”14, and 89 percent in the period before the EI legislation was 
introduced.  This apparent improvement may be due to changes in administrative 
procedures.  Certainly, HRDC staff and officials indicated in interviews that keeping 
administrative data up-to-date has been a challenge since downsizing15. 

Most of the people who do not successfully complete the course give up studying before 
the end of the course. The number of people who complete the course, but do not get 
sufficiently high marks to graduate from the program, is very small (10 people over the 
course of five years, or less than 0.1 percent). 

Table 10 
Result and termination codes from administrative data 

Result 
Pre EI 

changes 
Transition 

period 
Post- 
LMDA N 

Overall 
Percent-

ages 
Complete or 
employed 

6703 89.3% 2737 91.8% 6543 97.0% 15983 92.8% 

academic failure 5 .1% 1 .0% 1 .0% 7 .0% 
took unrelated 
job 

60 .8% 8 .3% 11 .2% 79 .5% 

uncontactable 42 .6% 13 .4% 16 .2% 71 .4% 
left labour force 4 .1% 4 .1% 2 .0% 10 .1% 
scheduled for 
new intervention 

14 .2% 1 .0% 9 .1% 24 .1% 

other 674 9.0% 216 7.2% 160 2.4% 1050 6.1% 
 7502 100.0% 2980 100.0% 6742 100.0% 17224 100.0% 

3.3 Client Satisfaction with Counselling and Availability 
of LMI 

Respondents were very positive about being able to find the kind of information they 
needed to choose a training program to meet their goals, with 78 percent of clients funded 
giving a rating of 8 or above on the 0 to 10 scale.  Another 10 percent gave a rating of 7. 

Respondents were asked about the counselling that they received before making a 
decision about training and their level of satisfaction with the counselling.  They were 
asked their level of agreement with a series of statements on their counselling experience.  
As Table 11 shows, clients in the Avalon region are slightly less likely to have discussed 
training options with a counsellor whereas those in Labrador are the most likely to have 
done so. 

                                                      
13  Based on clients whose contracts ended before April 1, 1999 
14  July, 1996 to April, 1997, i.e. after the EI changes, but before the signing of the LMDA. 
15  Note that HRDC’s system will automatically classify an individual as successfully completing their training unless a 

specific alternate result is entered into the system. 
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Table 11 
Counselling experience of training participants by region 

 Percent Agreeing 

 Avalon Central Western Labrador Total 
You discussed different 
training options with the 
employment counsellor 

53% 65% 60% 70% 59% 

The counsellor suggested 
different sources of information 
for you to consult 

62% 70% 64% 70% 66% 

Discussions with the 
counsellor were helpful to you 
in deciding what kind of 
training you needed 

59% 70% 60% 65% 63% 

N 234 189 119 20 562 
 
As Table 12 shows, satisfaction levels with counselling are generally high.  The greatest 
regional differences are in the level of satisfaction with information available on jobs in 
the local area and the province.  Satisfaction levels on the Avalon are lower on these 
items than in other regions. 

Table 12 
Satisfaction with Counselling experience by region 

 Percent with high level of Satisfaction 

 Avalon Central Western Labrador Total 
Your general satisfaction with 
the level of service you 
received at  your HRCC/ 
outreach 

84% 88% 86% 91% 86% 

Your satisfaction with the 
variety of services offered by 
your HRCC/outreach office 

78% 86% 87% 86% 83% 

Your satisfaction with the 
information available at your 
HRCC/outreach on the types 
of jobs available in your local 
area 

69% 83% 77% 86% 77% 

Your satisfaction with the 
information available at your 
HRCC/outreach on the types 
of jobs available in the 
province 

71% 82% 75% 82% 76% 

Your satisfaction with the 
information available at your 
HRCC/outreach on the types 
of jobs available nationally 

73% 79% 72% 60% 75% 

 236 200 122 22 580 
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3.4 Negotiated Financial Assistance 

3.4.1 How the NFA process is actually working in 
practice 

Before discussing satisfaction levels and other aspects of NFA, it is important to 
understand how NFA is working in practice.  Front line delivery staff were asked about 
the NFA process in their offices.  Similarly clients who took training as well as those who 
considered taking training but did not were asked about their experiences with NFA.  
This subject was covered in detail in both the survey and the three focus group sessions 
held with training clients for this evaluation.  

Negotiated Financial Assistance and HRCCs. 

All HRCC counsellors, except one, involved in deciding how much financial assistance 
clients will receive, described a process of negotiating with clients. Counsellors described 
in varying amounts of detail the process they use with clients to negotiate financial 
assistance.  All mentioned the process of filling out budget sheets and assessing what the 
client could afford to contribute.  A minority (about 20 percent) of respondents indicate 
that they typically use an arbitrary process where all clients are expected to contribute a 
fixed percentage of their training costs.  Most of these individuals commonly required 
individuals to contribute 20 percent of training costs. 

Negotiated Financial Assistance and Third Party Providers. 

Two counsellors at third parties indicated that negotiated financial assistance was not 
done to decide what level of financial assistance their clients would receive to take 
training.  One indicated that seats were still purchased for their clients and the other that 
there were set allowances.  The remaining 94 percent of the third party counsellors 
describe NFA processes that fall into three main categories. 

• One group, making up about 9 percent of third party respondents, have nothing to do 
with negotiated financial assistance.  They simply refer their clients on to the HRCC 
for this.  They may make clients aware of the process, but that is the extent of their 
involvement. 

• A second group, about 25 percent of respondents, spend time with their clients helping 
them prepare for the negotiated financial assistance process.  They will sit down and go 
through with them what will happen when they go to the HRCC, will help them do up 
a budget and suggest how much they should negotiate to get.  One counsellor even 
mentioned that she goes to the HRCC with her special needs clients and stays with 
them while they go through the process with the HRCC counsellor. 
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• The third group, 60 percent of respondents, carry out a negotiated financial assistance 
process with their clients.  Some describe a detailed negotiating process.  Almost all 
describe a process where by budgets are drawn up and existing resources, needs and 
costs are established.  A few said things that imply that true negotiating is not taking 
place (e.g. that in general they expect clients to contribute at least 20 percent of tuition 
costs or that funding is usually 60 percent of the total costs), but for the most part it 
seems that clients and counsellors are together establishing what is the necessary level of 
assistance.  Some third party counsellors did not mention that their decisions had to be 
approved by the HRCC whereas most did.  Two counsellors indicated that their decisions 
are often not followed and that they found this frustrating and unfair to clients. 

Clients’ Description of the NFA Process 

Clients who received financial assistance were asked before they received financial 
assistance whether they discussed the details of their financial situation with a counsellor.  
In response, 84 percent indicated that they had, 12 percent that they had not, and 4 percent 
did not know.  Respondents were also asked if they had completed a worksheet outlining 
day to day expenses and income sources - 68 percent indicated they had, 21 percent said 
they had not and the remaining 11 percent could not remember whether they had or not.  
The only regional difference is that almost all of the Labrador respondents indicated that 
they had completed a worksheet.16  

Respondents were also asked which of two statements best described the way in which 
the amount of financial assistance they received was decided.  As Table 13 shows, about 
half the clients said they were told how much money they would receive, and half went 
through a negotiation process. The reachback clients were slightly more likely than other 
clients to indicate that they went through a negotiation process. 

                                                      
16  Note that the number of respondents in Labrador is small, however this relationship is significant. 
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Table 13 
Client description of NFA process by type of client 

Which of the following statements most 
accurately describes the way in which 
the amount of financial assistance that 
you received was decided? 

Enhanced 
Fee Payer 

Direct Seat 
Purchase TOTAL Reachback

After discussing what training you would 
be taking & the cost of that training, 
someone at the HRCC told you how 
much money you would receive 

46% 47% 46% 43% 

You and a counsellor went through all of 
your living expenses & the cost of 
training & looked at your sources of 
income.  Then you agreed on the 
amount of help that you would need to 
be able to take training.  

50 48 49 55 

Not read: My EI was just continued/ 
I didn’t receive any assistance beyond 
my EI 

4 5 4 1 

 100% 100% 100% 100% 
N 169 347 543 74 

 
As described in the methodology section, three focus groups were conducted with 
training clients.  Focus group participants also described a full range of experiences with 
NFA.  These ranged from no negotiation to intense negotiation with three or more 
meetings to determine the amount of assistance. 

3.4.2 Satisfaction with NFA 
As mentioned earlier, 93 percent of front line staff see NFA as an improvement over the 
old way of giving assistance to clients who take training.   

Nevertheless concerns were identified by some counsellors.  Some examples are: 

• some clients are better at negotiating than others, so the amount of funding people get 
may depend more on their negotiating abilities than on need; 

• since there is no way for counsellors to confirm information about income sources and 
resources of clients, those who are more honest can end up with less; 

• counsellors are not trained to do financial analysis; and, 

• the system is very harsh on those who have nothing to contribute. 

Most counsellors at both HRCCs and third parties (93 percent at each) indicate that 
negotiated financial assistance gives them the flexibility they need to take individual 
circumstances into consideration. One quarter of respondents gave examples of cases 
where NFA did not work. 
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When asked what improvements could be made to NFA, counsellors suggested : 

• the need for some sort of baseline or benchmarks need to be established to insure that 
all are treated fairly and consistently.   

• rules about what can be included as expenses, For example, should an allowance for 
long distance phone calls be included in the budget or is this a luxury?  What about 
cable TV? 

• counsellors need more time to monitor clients to make sure they have given them the 
right amount of assistance; 

• HRE needs to leave drug cards and other supports in place for SAR Reachback clients and, 

• more training on NFA for HRDC and third party counsellors. 

Counsellors at third party providers also made some suggestions that were not made by 
HRCC counsellors.  These include that  

• third parties should be able to extend EI benefits;  

• NFA should be done at the third party offices,  

• third party counsellors should have the final say on the amount of assistance their clients 
should receive, since they are the ones who know their clients and their needs; and, 

• the literature on NFA needs to be simplified so that all clients can understand it. 

Focus group participants indicated that there was a large amount of variation in the 
determination of financial assistance. On the positive side, almost all focus group 
participants were eventually reasonably satisfied with the amount of assistance they 
received, and appreciated the opportunity that it gave them to study. There was support 
for the principle of determining need in setting assistance levels. On a less positive note, 
there was a consensus in all three focus groups that the determination of assistance levels 
was quite arbitrary, if not unfair. 

Major determinants of the amount of money participants received were (from the point of 
view of focus group participants) the counsellor they were assigned and timing. For 
example, in Corner Brook three participants said they were presented with contract with 
no negotiation. Two others came to an agreement after one meeting, while most had three 
or more meetings. One eventually called the counsellor to say that she could not pursue 
training because her family could not live on the amount offered, and was almost 
immediately offered more funding. Some participants reported having to go to their 
counsellor’s supervisors to resolve funding issues. 

In St. John’s, participants believed there were more funds available at both the start and 
the end of the fiscal year. One participant was offered an increase in funding for her 
second year of study although she had not requested one. Another was turned down for 
funding by one counsellor, but approved by another. 
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Examples of unfairness mentioned by focus group participants include being informed 
that 100% funding for tuition was not available, but later meeting people whose tuition 
fees had been paid for entirely by HRDC. 

It is important to note that, ultimately, participants were generally satisfied with the level 
of support. However, most have doubts about the consistency of the funding process and 
the subsequent support levels. 

In the survey, clients were asked a series of questions about their satisfaction with the 
NFA process and the amount of financial assistance that they received.  As Table 14 
shows, satisfaction is higher for the amount of assistance received than for the process 
itself in all regions except Labrador. This fits with the views of focus group participants 
who, while generally satisfied with the amount of assistance they received, were 
frustrated with the lack of transparency and seeming inconsistencies with the way 
decisions about assistance were made. 

Table 14 
Satisfaction with Counselling experience by region 

 Percent with high level of Satisfaction 

 Avalon Central Western Labrador Total 
Your satisfaction with the 
process used to determine the 
level of financial assistance 
that you would receive. 

64% 72% 72% 77% 69% 

Your satisfaction with the level 
of financial assistance you 
received from HRDC while 
taking training. 

72% 77% 79% 73% 75% 

Satisfaction with child care 
allowance 

79% 88% 82% * 80% 

Satisfaction with travel 
allowance 

66% 64% 68% * 68% 

Satisfaction with living 
allowance 

58% 65% 78% 79% 66% 

*Numbers are too small to present results. 

3.5 Impact of NFA on client selection and participation 
In order to assess the impact of NFA on what types of clients are approved to take 
training, a survey was done of clients who expressed an interest in taking training with 
HRDC help, but who did not.17  This survey was designed to see if NFA was 
discouraging certain types of people from taking training, by asking clients directly why 
they did not take training and also asking them specific questions about different 
elements of the process and their satisfaction with this process. 

                                                      
17 See Appendix J for the sample selection method used and Appendix A for a copy of the questionnaire. 
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3.5.1 Reasons why some clients did not take training 
with HRDC help 

The survey of non-trainees focused on HRDC clients who wanted to take training with 
HRDC help, but did not. Table 15 outlines the reasons why these clients did not take 
training with HRDC help.  The most common reason given was that HRDC would not 
agree to fund them for the course they wanted to take. 

Table 15 
Reasons for not taking training with financial help from HRDC 

HRDC wouldn’t fund me for the course I wanted 35% 
I didn’t have any money/couldn’t afford to contribute 27% 
I got a job/started my own business 19% 
I couldn’t get the course I wanted/didn’t qualify for the course 13% 
HRDC funding was used up for the year/on wait list for funding 10% 
I didn’t want to risk going into debt 8% 
The process was too confusing 8% 
HRDC only offered to extend EI and not cover living expenses 7% 
I needed upgrading first and HRDC would not fund that 3% 
I didn’t want to contribute any money 2% 

N 96 
 
In turn, the most common reason given as to why HRDC would not fund them, was that 
the counsellor thought they would not be able to find a job in field they wanted to train 
for.  A number of these clients felt they were discriminated against because of age.  

That 27 percent did not take training because they could not afford to contribute to the 
cost supports the concern of front line delivery staff that the current system does not 
allow staff to help those who cannot contribute.  It is also a concern that 10 percent of 
respondents were told that the reason they were not funded was because the budget was 
used up for the year. 

3.5.2 Reasons for wanting to take training 
As Table 16 shows, the most common reason given for wanting to take training was to 
improve chances of getting they type of job wanted. Responses are listed in the order of 
how commonly mentioned they were by clients who did take training with HRDC help. 
(See Table 6). 

Most of those interviewed (91 percent) had picked out the course that they wanted to 
take.  The motivation for taking training and for choosing the specific training program 
given by those not funded are quite similar to reasons given by clients who were funded. 
The main difference is that a much higher percentage of clients who were not funded 
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indicated their main motivation was to change fields.18 Reasons for choosing the 
particular area of study chosen do not vary between the two groups. 

Table 16 
Motivation for wanting to take training for those who were not funded to do so 

Why did you decide to take a training program (more than one may apply) 

To improve my chances of getting the type of job I want 56% 
To advance in my chosen field 19% 
Because I could find a job/to get off EI 22% 
My job search experience made me realise that I needed more formal 
education 

21% 

To change fields 31% 
My employer/supervisor advised me to do it 2% 
I had no other options 1% 
To learn how to become self-employed 1% 
To continue receiving EI 1% 
I like being a student 0% 
Not satisfied with pay level in old job area 10% 

N 105 

Why did you decide to take the particular course or program that you choose? 
(more than one may apply) 

So that I could get a more interesting job/a job I would like better/because this 
field is interesting 

43% 

Because there were/are jobs available in this field 45% 
So that I could get a job/to make me more employable 42% 
So that I could get a better paying job 15% 
To advance in my chosen field/because my employer suggested it 0% 
Better to take training than be unemployed 4% 
Because it was offered in my local area 1% 
To increase my education 0% 

N 96 

                                                      
18  While respondents were not specifically asked why they wanted to change fields, half of those in the non-funded 

group who indicated they wanted to do so mentioned that they had injuries or health problems that required them to 
change the type of work they were doing.  This was not so commonly mentioned by the group who were funded, 
however a real comparison is not possible because the question was not asked directly. 
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Clients who were not funded were asked the same questions about LMI research as those 
who were funded.  An even higher percentage of those who were not funded to take training 
indicated that they had done LMI research. Of this group, 71 percent indicated they did 
research on the types of jobs available and 74 percent on the type of training they would need 
to get the type of job they wanted. Those who were not funded were also almost equally 
likely to have discussed training options with a counsellor, however they were much less 
likely to indicate that their counsellor suggested information sources for them to consult. 

3.5.3 Experience with NFA and Satisfaction with the 
overall process 

Clients who were not funded described a very similar NFA process to those who were 
funded.  They were equally likely to indicate that they had discussed their financial 
situation with a counsellor and that they had completed a worksheet outlining their 
income sources and expenses.  

Not surprisingly, clients who did not receive funding tended to give much lower 
satisfaction ratings on items relating to satisfaction with level of service received at the 
HRCC or outreach office, and with the process used to determine the level of financial 
assistance that would be received.  For each satisfaction item at least 20 percent fewer 
clients who were not funded expressed a high level of satisfaction 

3.6 Client income, assistance and expenses while 
training 

This section reports data collected from training clients in the survey of trainees as to 
their actual expenditures related to training.  Training clients report expenses while 
studying of about $1800 per month; tuition being the largest component of that cost, with 
average tuition and other direct expenses (such as books and equipment) of $1,019. 
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Figure 6 
Breakdown of monthly expenditures for clients while in training 

 

Source: Survey of Training Clients 

 
After accommodation and food, the next largest expense is child care.  Far more clients 
reported having dependent care expenses than received explicit funding for dependent 
care from HRDC . From the survey results, an estimated 42% of training clients incur 
dependent care expenses.  Based on HRDC administrative data, only 17% of training 
clients receive a dependent care allowance. 

Clients reporting dependent care costs in the survey estimated these at about $255 per 
month. Averaged across all respondents (i.e. including the 58% who reported no 
dependent care expenses) results in the average expense of $147 per month reported in 
Figure 6.  

Analysis of administrative data indicates that among those receiving dependent care 
allowances, the average amount received was $530 per month.  

An analysis was conducted for this evaluation which linked those who were surveyed to 
their administrative records. For those who received funding for dependent care and were 
included in the survey, the amount of funding was, on average, almost exactly equal to 
the costs that people claimed that they had ($507 per month from HRDC vs. claimed 
costs of $49719). 

                                                      
19  This analysis excludes people whose training contract was a month or less in duration (an inaccurately short training 

period will result in unrealistically high monthly values), and people (about 30% of those who received HRDC 
assistance for dependent care) who did not report dependent care costs. 
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Table 17 indicates the importance of the dependent care allowances (and the disability 
allowance for the very small number of clients who received it) in the training decision.  
Among individuals not receiving these allowances, 35% say they would “almost 
definitely” have undertaken the training as feepayers (i.e. with no assistance from HRDC 
other than extending their EI) and an additional 23% say they “likely” would have. 

Among those who received special allowances, however, feepayer status was much less 
attractive and the equivalent numbers are 16% for “almost definitely” and 12% for “likely”. 

Table 17 
Likelihood of taking training with continuation of EI alone 

 Client has dependent or disability allowance? 

 No Yes 
None 22% 47% 
Unlikely20 20 25 
Likely 23 12 
Almost definitely 35 16 
 100% 100% 
N 512 62 

 
The survey also collected data of funding sources.  Funding from HRDC is by far the 
most important source of income while studying, on average accounting for about 
59 percent21 of the income of clients during their period of study. The other significant 
sources of income were student loans and personal savings that account for about 
13 percent each, and part-time job earnings (5 percent). 

                                                      
20  1 to 5 on a 0 to 10 scale 
21  Includes both EI and training allowances 
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Figure 7 
Breakdown of income sources for clients while in training 

 

 
These figures are in agreement with the perception of many of the counsellors involved in 
the process; that HRDC assistance ends up at about 60% of total need22. In the survey 
questions were asked about sources of income other than HRDC funding. HRDC funding 
was determined from administrative data. On average, clients reported having income 
during their study period that very slightly exceeded their needs, with average monthly 
costs of $1800 and average income (including HRDC funding) of $1861. However, on an 
individual level about 50 percent showed income exceeding costs, with the remainder 
showing a shortfall. This compares with a level of dissatisfaction with the amount of 
funding received from HRDC of about 24 percent23. It is likely that at most only the 24 
percent who specifically indicated dissatisfaction were actually short of money during 
their period of study.  

On average, those who said they were dissatisfied with the amount of funding they 
received from HRDC said that they would require about $450 more per month. Overall 
this agrees with the shortfall in income calculated based on costs and income sources, of 
$494 per month24.  

                                                      
22  Some counselors are consciously aiming to provide about 60% of  total need based on information provided by the 

client; in other cases non-negotiated amounts average out to about 60% of total costs. 
23  Level of satisfaction reported as 6 or below on a 0 to 10 scale. 
24  For those clients who had costs exceeding income 
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Table 18 
Why dissatisfied clients believe they need more money 

Reason for needing more money (more than one may apply) 
To pay bills on time 40% 
To be able to eat better 38% 
Living expenses 20% 
Travel expenses 18% 
To buy additional books 16% 
To buy clothes 15% 
To afford good child care 10% 
To be able to visit family 8% 
Tuition 8% 
For entertainment expenses 6% 
So that I wouldn't have to borrow money from family or friends 8% 
So that I wouldn't have to borrow money from a bank or financial institution 5% 
To buy a computer 3% 
School supplies 1% 
Medical/dental costs 1% 
N 144 

 
Clients with low satisfaction levels on the amounts they received for specific 
allowances were asked first whether the allowance was adequate to serve its purpose 
(i.e. for the child care allowance they were asked whether the allowance was enough to 
allow them to find adequate child care arrangements) and if not they were asked the 
details of their problems.   

Of those receiving a child care allowance, 12 percent indicate they did not receive enough 
to allow them to find adequate child care arrangements for their children. All except one 
indicated that the problem was that the allowance was not enough to cover their child 
care expenses.   

Of those receiving a travel allowance, 18 percent did not receive enough to allow them to 
get back and forth to school.  Again, all but one indicated that amount was not enough to 
cover the cost of their travel. 

Of those who receiving a living allowance, 21 percent indicate that the amount was not 
adequate to all them to pay for necessities while they took training. Again almost all 
respondents indicated that the problem was that they did not have enough to cover all of 
their necessities.   

All respondents were asked whether there was any kind of financial assistance that they 
needed to be able to concentrate on their studies but that they did not receive.  23 percent 
of respondents said yes.  When asked what other kind of assistance they needed 
89 percent said more money for all areas, 3 percent indicated for medical costs and 
3 percent for computer purchases. People who received extra money from HRDC for 
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dependent care or disability (the majority of these being for dependent care) were more 
likely to say that they needed extra money for good child care or for better food than 
other clients. 

In general, the 23 percent of clients who said they needed more money would have needed to 
receive substantially more funding to have been satisfied.  As indicated earlier, the average 
amount more than these clients indicate they need is $450 per month. Only 4 percent of 
respondents would have been happy with less than $100 more a month, 25 percent with $100 
to $199 and 24 percent with $200 to $299. All others gave higher amounts. 
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4. Conclusions 
The evaluation has focussed on formative issues and, in particular, on the transition from 
a “seat purchase” approach to funding training to a training allowance approach using 
negotiated financial assistance (NFA) where HRDC funds eligible clients based on need. 

The conclusions of the evaluation follow: 

HRDC has largely moved to a training allowance approach for funding of 
training undertaken by eligible EI clients. 

In 1995/96, 100% of training was funded under the seat purchase model.  This fell to 
about 40% in 1996/97 and about 20 – 25% for the past two fiscal years.  

Negotiated Financial Assistance processes continue to develop and both 
advantages and disadvantages of this approach have been noted. Careful 
monitoring of the effectiveness and appropriateness of NFA processes is 
warranted. 

This evaluation has found conflicting evidence regarding NFA. 

On the one hand: 

• NFA has reduced per client expenditures to a lower level.  Adjusting for the variety of 
length of training programs, payments to enhanced feepayers are (on average) lower 
than payments to “seat purchase” clients (see Table 3).  The analysis in Table 3 
understates the savings since for “seat purchases”, the “average amount of assistance” 
does not include tuition costs paid directly to the Department of Education or to 
educational institutions. 

• clients are generally satisfied with the level of financial assistance provided (75% of 
survey respondents were satisfied) 

• virtually all (93%) counsellors (including HRDC and third party) cited NFA as an 
improvement over the old way of funding training clients. 

On the other hand: 

• clients were somewhat less satisfied with the process used to determine the level of 
financial assistance.  In the survey, satisfaction was reasonably high (69%) but serious 
concerns about transparency and fairness were identified in all three focus groups with 
training clients as well as in a focus group with HRDC counsellors; and, 

• the survey of counsellors identified several suggestions to improve this process. 
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Since the signing of the Canada/Newfoundland and Labrador Agreement 
on Labour Market Development and the introduction of Negotiated 
Financial Assistance, clients training choices have evolved in a way that is 
consistent with the opportunities being offered by the labour market. 

In particular, the evaluation has found a marked increase in the number of individuals 
undertaking training in business and information technology and a decrease in studies 
relating to natural resources, applied arts and apprenticeable trades.  Interestingly, these 
trends are consistent with changes noted for all post-secondary students but are much more 
pronounced among HRDC-funded students.  In particular, there has been a growth or more 
than 200% in the numbers of HRDC-funded students who enrol in information technology 
programs as compared to a growth of about 25% in overall enrolment in such courses. 
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Appendix A – Technical Information - 
Administrative Data 

The analysis is based on three files. One starts with all the training contracts since April, 
1995. The file was aggregated to provide one record per person. In this step the period of 
HRDC funding was defined as being from the start of the first contract to the end of the 
last contract. This file was then merged with a file of all non-university post-secondary 
college students maintained by the Department of Education. There is a file for each 
academic year. In order to match, firstly either the SIN number in both files had to match, 
or the surname and birth date; secondly, the period of study in the Education file had to 
coincide with some portion of the time the person was funded by HRDC. 

The file of trainees has 25,481 people (i.e. people who received funding for training after 
April 1, 1995). 

The file of trainees matched with education data has 7157 people in it. Thus only slightly 
more than one quarter of the people were successfully matched with education 
information. One major problem is that the education information for 1997/98 is only 
about 50% complete. There is none at all for the 1998/99 academic year. The 1997/98 
data does not include information on students at the Marine Institute; this probably 
explains that result that there are fewer HRDC clients in the post-LMDA period enrolled 
in studies related to the primary sector. 

The poor percentage of people matched makes it quite likely that there is some systematic 
bias in the matching process in addition to the Marine Institute anomaly mentioned 
above. There are some clients who would not be expected to match correctly using these 
sources of data; these include people who were supported in university studies and people 
who studied outside the province. Some matches will be missed because of data 
inaccuracies (mis-entered SINs and name spellings in the Department of Education data). 

The second file represents students in non-university post-secondary education from 
September 1996 to September 1998. Where students occur more than once in the file, the 
last entry is taken. This file has 34,891 students. 

A third file contains the complete set of trainees (25,481, as mentioned above) with the 
associated financial information. This is used for the examination of retention rates. 

The areas of study were constructed by modifying the cluster scheme used by the 
Department of Education to identify 21 types of program, as given in Table 19.  These 
types were then grouped to give 11 groups. 
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Table 19 
Classification of post-secondary programs 

Original type Description  Cluster 
Access Adult Basic Education and Career Exploration. 

Remedial courses required for college program 
entrance. 

Access 

applied arts Graphic design, commercial art, performing arts Applied arts 
Crafts Pottery, woodworking, textiles Applied arts 
Apprenticeable trades Includes construction trades, automotive repair and 

a few others (hairdressers and welders for 
example) 

Apprenticeable 
trades 

Business studies Secretarial, bookkeeping/accounting,  
entrepreneurship 

Business studies 

computers for business  Business studies 
Engineering technology Includes all of the engineering technician and 

technologist programs. CAD. 
Engineering 
technology 

health sciences Includes nursing, medical lab specialties, dental 
and pharmacy assistants 

Health and 
human services 

Social services/home 
care/criminology 

Home care workers, early childhood education, 
teacher’s aide, respite care worker, etc. 

Health and 
human services 

Information technology Computer specialties including software 
programming, computer maintenance and repair. 
Business use of computers (e.g. word processing, 
computerized accounting and network 
management) is included in Computers for 
business. 

Information 
technology 

natural resources Environmental sciences and forestry  Natural 
resources 

fishing/marine Includes fish processing/food quality, harvesting 
and other marine courses (Navigation, watch 
keeping, etc.).  

Natural 
resources 

Mining Blasters and other quarry worker courses.  Natural 
resources 

Tourism Hospitality services, guiding Other services 
food services Commercial cooking and food preparation Other services 
pilot/other 
transportation 

Includes pilots, truckers, heavy equipment 
operators 

Other services 

Personal development Life Skills, volunteerism Personal 
development/ 
recreational 

Languages  Personal 
development/ 
recreational 

Recreational Beginners guitar, children’s programs, etc. Personal 
development/ 
recreational 

Academic Math, physics, etc. Personal 
development/ 
recreational 

skills upgrading Short courses aimed at upgrading the skills of 
people already in the workplace. Includes welding 
enhancements, word processing upgrading for 
typists, etc. 

Skills upgrading 
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The boundaries between some of these categories are obviously a little fuzzy, and in 
some cases the course descriptions were not really sufficient to determine accurately into 
which category a course should be placed. The major differences between this 
classification scheme and the Department of Education’s clusters are: 

• Applied Arts and Human Services are classified separately 

• The other services category brings together occupations that were in several other groups. 

• The skills upgrading category was created to try to identify clients who were already 
working and just refreshing or upgrading their skills. 

Technical information, Section 3.6 
The analysis of income and expenses is based on information from the survey. Although 
for any particular component of expenses and income there are few missing values 
(people who refused to answer the question, or did not know the answer), overall slightly 
less than half of the respondents answered all of the questions. Most of the missing 
responses are on expense items rather than on income items. 
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Appendix B – Technical Information - 
Survey Sample Selection and 

Completion Rates 

Survey of Training Clients  
A survey was conducted of HRDC clients who received financial assistance to take 
training under the current training model25 and who were “enhanced feepayers” or direct 
seat purchase clients.26  This population of clients was divided into four main strata for 
the purposes of sample selection and interview completion.  These criteria are: 

• Reachback clients 

• Non-reachback clients receiving either dependent or disability allowances 

• Enhanced feepayers who are neither of the above. 

• Seat purchase clients who are neither of above. 

These categories were then subdivided by gender and age group.   On this basis, Table 20 
outlines the sampling strategy employed. 

                                                      
25  As described in the introduction, clients who received funding as of April 1997 are considered to have received 

assistance under the “current” training model. 
26  As explained in the introduction of this report, enhanced fee-payers are those who received more than just a 

continuation of the EI benefits.  
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Table 20 
Sampling plan (P=population, S=sample) 

Primary Strata  
Pop/ 
Sam 15-24 25-45 46+ Total 

 Male P 268 413 76 757 
Male S 21 33 6 60 
Female P 171 435 65 671 

(1) Reachback Clients 

Female S 10 26 4 40 
Male P 55 316 13 384 
Male S 6 33 1 40 
Female P 133 389 11 533 
Female S 15 44 1 60 

(2) Non-reachback Clients 
receiving either dependent or 
disability allowances 

Male P 2675 1511 241 4427 
Male S 121 68 11 200 
Female P 1254 622 65 1941 

(3) Enhanced feepayers who are 
neither (1) nor (2) 

Female S 65 32 3 100 
Male P 699 757 182 1638 
Male S 30 32 8 70 
Female P 301 315 72 688 
Female S 13 14 3 30 

(4) Seat Purchase Clients who 
are neither (1) nor (2) 

Male P 3697 2997 512 7206 
Male S 178 166 26 370 
Female P 1859 1761 213 3833 

TOTAL 

Female S 103 116 12 230 
 
In total, 600 interviews were completed.  As Table 21 shows, the most common reason 
for non-completion was invalid phone numbers (either wrong numbers or numbers not in 
service).   There was a 9 percent refusal rate.  

Table 21 
Survey Completion Rate: Survey of non-trainees 

Completed Interviews 37% 
Invalid numbers 26 
No answer/busy 17 
Callbacks 11 
Refusals 9 
 100% 

N 1603 
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Survey of Non-trainees  
A survey was conducted of HRDC clients who had expressed an interest in taking 
training with financial assistance from HRDC but who did not do so.  Developing a 
sample frame for this survey was not straightforward.  From available administrative 
data, it was not possible to identify with certainty which clients had actually expressed an 
interest in taking training as opposed to a counsellor identifying a training need.  A 
further complication was that some third party clients who are not HRDC clients also 
appear in these files. 

Using CATS and NESS files, all individuals were selected who had a skills enhancement 
need identified, an incomplete action plan and the reason for the action plan being incomplete 
as either “changed mind”, “did not follow through” or “no contact”. This produced a list of 
1040 names.  In order to ensure that the proportion of interviews completed with men and 
women would be about the same as that in the sample frame, these names were divided into 
two lists – one of men and one of women.  These two lists were then put in a random order.  
Individuals were called in the order they appeared on the lists.  

As Table 22 shows, a total of 485 calls were made.  14 percent of individuals contact did 
not fit the criteria for the survey.  The two most common reasons were that they were never 
interested in taking training or that they were not HRDC clients when they were interested 
in taking training. 22 percent of these calls resulted in completed questionnaires with 
relevant clients for a total of 106 completed interviews. 

Table 22 
Survey Completion Rate: Survey of non-trainees 

Completed surveys 22% 
Individual did not fit criteria for the survey 14 
No answer/call backs 24 
Number not in service/wrong number 24 
Individual had left province – no forwarding number 13 
Refused 3 
 100% 
Total calls made 485 

 


