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Executive Summary 

The pilot of the Ontario Adult Apprenticeship Program (OAAP) was a partnership between the Ontario 
Centre for Workforce Innovation and Centre for Skills Development (Centre for Skills). Through OAAP, 
Centre for Skills acted as a third-party broker between adult apprenticeship candidates and a consortium of 
employers, utilizing a shared apprenticeship model (SAM). Each of the three stakeholders–apprentices, 
employers, and journeypersons/trainers–offered feedback, identifying both success factors and areas for 
improvement, overall marking the pilot as worthwhile for growth and expansion.   
 
The immediate goal of this study was to generate constructive feedback on OAAP, with a midterm goal of 
applying this knowledge to future incarnations, and a long-term goal of increasing the number of fully 
qualified journeypersons/trainers in the Peel and Halton Regions. The main question for the pilot was: How 
effective is a shared apprenticeship model in training adult apprentices in the industrial sector? Centre for 
Skills targeted non-ratioed trades in the Industrial Sector, focusing on the manufacturing trades of Industrial 
Millwright Mechanic (433a), General Machinist (429a), Industrial Electrician (442a), and Tool and Die 
(430a). Stakeholders participated in in-depth interviews, surveys, and a focus group.   
 
A key finding centred around the arduous process of becoming a group sponsor. As this was not a clearly 
defined procedure, more time and planning were needed than originally anticipated. In consultation with the 
Ministry of Trades, Colleges and Universities (MTCU), Centre for Skills developed files, methods, and 
tracking systems to capture and store information that was pertinent for review. Included were documents 
outlining training standards, at the relevant points in time (e.g., which apprentices were with which 
journeyperson/trainer and employers, and which grants went to whom and when).   
 
There were challenges and benefits to this model. Acting as an intermediary between employers, 
apprenticeship trainers, and apprentices is a time-consuming process; dedicated staff and other resources 
would greatly help the implementation of OAAP. The transition process, from pre-apprenticeship to 
apprenticeship, was shown to be challenging for some, though employer relations with Centre for Skills are 
strong. Many other benefits also exist. For instance, OAAP apprentices are more job-ready than other 
non-OAAP apprentices, according to the employers surveyed in this study. Participating employers are eager 
for the pilot to move forward, and apprentices are equally content: 93% of apprentices would “absolutely!” 
recommend OAAP to others considering apprenticeships. Wraparound supports provided to each of the 
three stakeholders is a key reason for the positive feedback: ranging from one-on-one coaching or check-in 
conversations with each party, resume building for apprentices, to personalized recommendations of 
potential apprentices for each employer.   
 
Differing generational communication styles emerged as a surprisingly consistent theme, identified by all 
stakeholder parties as an area for improvement. Employers sometimes find that apprentices of the 
“millennial” generation are less committed to training, ask too many questions, and need more attention than 
previous generations. Conversely, apprentices find employers less interested in addressing the “why” of 
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particular tasks; without this answer, many millennial apprentices find it difficult to engage and commit, 
creating a circular problem.   
 
Key recommendations include:   

● A structured curriculum in order for apprentices and apprenticeship trainers to better work together 
toward signing off competencies; 

● Address the generation divide head-on by making apprentices better aware of workplace 
expectations today, while also ensuring that employers and journeypersons effectively train 
according to millennial learning styles; 

● Dedicated roles and resources for OAAP programming staff, to be more effective with time and 
resources;   

● Journeyperson coaching and training made more available or accessible, with on-site visits and web 
modules.   
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1. Introduction 
1.1 Project Overview  

In partnership with the Ontario Centre for Workforce Innovation (OCWI), Centre for Skills Development 
(Centre for Skills) has implemented and evaluated a model of shared apprenticeship called the Ontario Adult 
Apprenticeship Model (OAAP). OCWI, funded by the Ministry of Training, Colleges and Universities 
(MTCU), researches and builds capacity in Ontario’s employment and training system to help more 
Ontarians obtain and maintain employment. 
 
Through OAAP, Centre for Skills acts as a third-party broker between adult apprenticeship candidates and a 
consortium of employers. Both sides receive hands-on support to navigate the complex apprenticeship 
system, with a long-term goal of increasing the number of fully qualified journeypersons or apprenticeship 
trainers. As a shared apprenticeship model (SAM), OAAP has four key program areas: apprentice facilitation, 
employer and journeyperson facilitation, SAM program administration, and developing industry education 
partnerships.   

 
For the past 20 years, Centre for Skills is a non-profit organization helping local companies hire, train, and 
develop their workforce to enable career success. In the 2017-18 fiscal year, Centre for Skills worked with 
over 19,535 individuals and over 320 local companies, with 88% of Centre for Skills’ pre-apprenticeship 
graduates securing employment upon completion of their training. With a reliable group of pre-apprentices 
to draw from, Centre for Skills is prepared to guide apprentice candidates, employers, and apprenticeship 
trainers through OAAP.  
 
The immediate goal of this study was to generate constructive feedback on OAAP, with a midterm goal of 
applying this knowledge to future incarnations, and a long-term goal of increasing the number of fully 
qualified journeypersons in the Peel and Halton Regions. The main question for the pilot was: How effective 
is a shared apprenticeship model in training adult apprentices? The study focuses on all of the steps involved 
in forming a third-party shared apprenticeship program in the manufacturing sector; from recruiting 
employers to supporting apprentices in their skills development. Centre for Skills targeted non-ratioed trades 
in the Industrial Sector, with a focus on the manufacturing trades of Industrial Millwright Mechanic (433a), 
General Machinist (429a), Industrial Electrician (442a), and Tool and Die (430a). Stakeholders participated in 
in-depth interviews, surveys, and for apprentices only, a focus group.   
 
The innovation of a unique third-party shared apprenticeship model is analyzed from a developmental 
evaluation perspective. Developmental evaluation is a nimble approach to evaluating early stage social 
innovations that respond to complex social challenges (Gamble et al., 2008). In this case, we apply this 
approach to explore the ways in which a third-party agency can bring employers and education stakeholders 
together to address skilled labour shortages in the local manufacturing sector.   
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A brief note on language: For inclusion, the terms “journeyperson” and “apprenticeship trainer” are used 
interchangeably throughout this document. This aims to capture both title of the person training the 
apprentice, if they have become a fully certified journeyperson, and/or where appropriate, apprenticeship 
trainer signifies the person doing the training who may not have completed full certification as a 
journeyperson.   
 

1.2 How to Read this Report  

This report is divided as follows:   
 
Section 1 outlines the parameters of this project and gives an overview of this report.   
 
Section 2 reviews the literature and other reports that are relevant to this research. This discussion details 
theories and practices in use where SAM pilots are currently operational. It is here that the research question 
is introduced: What are the key benefits of OAAP as a shared apprenticeship model and where can 
improvements be made?  
 
Section 3 reviews registration, completion, and certification trends for the trades targeted in this pilot. We 
review Canada-wide trends in the major trade groups related to this study, as well as Ontario and regional 
trends for the specific trades examined in this report.   
 
Section 4 introduces and defines OAAP as a shared apprenticeship model. This section focuses on program 
design, detailing an overview of the pilot project, consideration of target populations, and overall objectives 
of OAAP. Key program areas are considered, such as the steps to apprenticeship signing, both for apprentices 
themselves and employers. At the beginning of this project, we used a logic model to organize the pilot, and 
have detailed the suggested parameters, guiding principles, early-on considerations, and original expected 
outcomes.   
 
Section 5 reviews the design of apprentice selection process. We discuss the process of recruiting and 
screening participants, as well as registering apprentices in the program. The discussion is from a program 
design perspective and does not address actual apprentice experiences; findings on apprentice program 
experiences appear in section 10. 
 
Section 6 focuses on employer outreach and selection for OAAP. We discuss the engagement of employers in 
the design of the study, as well as the process of recruiting employers into the program. This section is 
focused on the design and development of the program for employers; findings pertaining to employer 
experiences in the program do not appear until section 11.   
 
Section 7 offers an overview of OAAP administration, including in relation to group sponsorship guidelines 
outlined by the Ministry of Training, Colleges, and Universities, web, and database development.   
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Section 8 elucidates the data sources. The methodology section begins with an overview of how this research 
was first approached, followed by the research questions of this project, including and beyond the overall 
guiding question presented in Section 2. The methods of extraction follow, along with a detailed list of all the 
sources of data used.   
 
Section 9 presents findings on OAAP participant demographics. We review age, gender, underrepresented 
groups, family background, prior education and work experience, as well as status in OAAP. 
 
Section 10 presents findings and discussion pertaining to apprentice experiences in the OAAP program. At 
the beginning of this section, a condensed map of the apprenticeship journey in OAAP is offered to illustrate 
project findings on the typical or average experience in this SAM program, from start to finish.   
 
Section 11 presents findings at the employer level of analysis. Here, we discuss findings on employer 
satisfaction with the program, as well as formative feedback from employers for future iterations of OAAP.  
 
Section 12 reviews findings on the journeyperson mentoring and coaching offered in this pilot.   
 
Section 13 presents that “lessons learned” during the course of implementing OAAP. These lessons learned 
are from a Centre for Skills staff perspective.   
 
Recommendations are found in Section 14. These address all areas of concern with the project, for instance, 
how to better tackle or manage relations with the MTCU, employers, or other governance or other 
“make-it-possible” stakeholders. Other recommendations reflect how to better administer a SAM project, 
generally and specifically at Centre for Skills. Another key area of recommendation suggests ways in which to 
increase apprenticeship satisfaction.   
 
Concluding remarks are made in Section 15, and references and appendices can be found in the pages that 
follow.  
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 2. Environmental Scan 
Across Canada, those in the skilled trades experience challenges regarding apprenticeship completion. A 
2018 report by the Canadian Apprenticeship Forum finds that the top three reasons for discontinuing an 
apprenticeship, across all skilled trades, are: job instability (22%), received a better job offer (20%), and 
financial constraints (17%). Multiple reasons could be selected, and so it’s unclear how many would have 
simultaneously checked a couple or all of the above. This being the case, trade-specific analyses found that 
millwrights and machinists, 32% and 27%, respectively, left due to job instability (Arrowsmith, 2018). For 
electrical trades, the main reason for discontinuing was also job instability.   
 
This section outlines relevant details regarding OAAP trades in relation to the Peel and Halton regions, in 
which the pilot is located, and also generally within Ontario. Some key challenges affect those in the 
manufacturing sector of the skilled trades are: 
 

● Economy and the workforce  
● Growth in manufacturing 
● Education and engagement 
● Training apprentices and return on investment 
● Internal hiring, training, and apprentice soft skills   

 
Following a discussion of these are trade-specific analyses, with registration trends, completion trends, and 
situational analysis, where each of the above are tied together.   
 
The population size of Peel and Halton regions in 2016 was 2,027,739. Canadian Manufacturers and 
Exporters (CME), in conjunction with Canadian Skills Training and Employment Coalition (2016) report 
that the regions saw a manufacturing share of employment at 13.5% of total employment, with a 6% 
unemployment rate (underemployment was not specified as part of inclusion). Peel-Halton is fourth for 
manufacturing share of GDP, with 16% regional total, while Ontario regions together comprise of about 72% 
of manufacturing GDP (Canadian Manufacturers and Exporters and Canadian Skills Training and 
Employment Coalition [CME & CSTEC], 2017). In 2016, Peel and Halton regions employed 114,000 
workers in manufacturing, which is nearly 18% of the population in the area (CME & CSTEC, 2017). 
 
An aging population necessitates that replacement of workers will be needed in the coming years. The 
manufacturing industry has experienced declining output and employment over the last decade. Recruitment 
will become increasingly challenging, with a recruitment gap of nearly 20,000 workers between 2016 and 
2025 (CME & CSTEC, 2016). Another study projected a manufacturing sector shortage of 100,000 persons 
between 2005-2020 due to retirement, and that the cumulative loss on Ontario’s economy would be $43 
billion by 2020 if not adequately addressed (Ontario Chamber of Commerce, 2005). Furthermore, while 
there exists generally an aging population, the manufacturing workforce is considerably older than overall 
labour in the regions. The population is expected to grow at a rate of 1.9% per year until 2020; however, little 
growth is expected of those aged 25-44 (CME & CSTEC, 2016). Ultimately, if the manufacturing labour force 
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in the Peel and Halton regions continues to decline, positions might be filled by people from other provinces, 
or employers may leave the region altogether. Though the comment comes from research specific to 
Hamilton, the sentiment might be relevant across Ontario: employers might not be investing enough in 
apprenticeship training (Cicman and Travis, 2018).   
 
Not all is negative, however. The expected growth of manufacturing employers in Peel-Halton is the highest 
in the country, projected at 91%–the highest in the province of Ontario and across Canada–whereas the total 
expectations of manufacturing growth Canada-wide is 75% (CME & CSTEC, 2017). The case has also been 
made that, for manufacturing to grow, new technologies must also be integrated in such a way that trade 
workers are involved in the adaptive process, allowing their own excitement to fuel the changeover (Coates, 
2017). To give an overall impression, in 2016-17, there were 68,510 apprentices in the province of Ontario, 
with 25,000 active sponsors (Ministry of Advanced Education and Skills Development, 2018). Of the active 
sponsors in Ontario, approximately 130 are group sponsors.   
 
To address growth in manufacturing and subsequent labour shortages, CME in part recommends increasing 
engagement with youth, women, and underrepresented groups, in addition to improving relationships and 
pathways between industry and post-secondary institutions (Canadian Manufacturers and Exporters, 2017), 
which OAAP seeks to address. Further addressed by OAAP are sentiments echoed in a 2005 Ontario 
Chamber of Commerce report, focused on employer perspectives of investing in apprenticeships. Two top 
identified priorities were: costs of training and poaching from other employers (2005). While there are costs 
associated with training, there are positive impacts for businesses too. Return on investment (ROI) is a topic 
close to employers. A study published in 2005 by the Ontario Chamber of Commerce suggested that a 430% 
ROI exists for apprenticeship training (2005). Regarding poaching, employers fear that another employer 
will scoop up apprentices who are near fully or fully trained, thereby negatively impacting their businesses by 
investing in apprentices only for them to leave. Small- to medium-sized employers (SMEs) fear that larger 
employers will offer higher wages that they cannot compete with (Cicman and Travis, 2018).   
 
Another issue affecting SMEs, and ultimately the potential of apprentice completion and increased 
engagement: A recent report highlighted a troubling issue, that SMEs are less likely than larger companies to 
use logbooks to track competencies, likely due to the work stoppage that might result from the time it takes 
to properly consider and address the competency signing in the logbook (CAF, 2018).   
 
Another common practice for a number of employers is internal hiring and training. Specifically citing a 
study based in Hamilton, some employers expressed that their hiring and training practices have changed: 
they now consider their own employees first for apprenticeships, looking to train the most talented 
applicants who have been successful, and show interest in, entry-level positions. However, this proves 
difficult for smaller employers who have less of a pool of applicants to draw upon (Cicman and Travis, 2018). 
Another internal employee element are apprentices’ level of soft skills. Some employers today note that there 
are concerns specifically around work ethic, punctuality, and communication at work (2018).   
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3. Trade-Specific Registration and Completion Trends  
We review trends related to registration and completion in the targeted OAAP trades. This overview is 
based on analysis undertaken by the Canadian Apprenticeship Forum (2018), as well as our own analysis of 
2015-2018 administrative data provided by the Ministry of Training, Colleges, and Universities (MTCU). 
Our analysis of MTCU admin data focuses on reported registrations for the four industrial trades addressed 
in this report, which includes both new registrations and re-registrations. In addition, we look at trends in 
the distribution of certificates, including Certificates of Apprenticeship (CoA) and Certificates of 
Qualification (CoQ). In this discussion, we also reference actual completion rates for the cohort of 
apprentices who started their apprenticeship in 2009-2010. At the national level, we reference Statistics 
Canada data from the Registered Apprenticeship Information System. This data is also used by the Canadian 
Apprenticeship Forum, although they also draw upon a national survey and other data sources. When 
discussing trends at the national level, we refer to the following major trade groups: 
 

● Electricians, which includes electricians; elevator constructors and mechanics; telecommunications 
line and cable workers; electrical power line and cable workers, power system electricians; and 
industrial electricians; 

● Machinists, which includes machinists and machining and tooling inspectors; tool and die makers; 
and machining tool operators; 

● Millwrights, which includes both construction millwrights and industrial millwrights. 
 
We begin with a look at national level trends in these major trade groups, and then dig into provincial and 
regional (i.e., Peel and Halton) trends for the specific trades targeted by OAAP.  
 

3.1 Canada-wide Registration Trends 

In recent years, Canada has experienced a fluctuation in the total number of registered apprentices. 
Registrations increased in 2013, dropped by 3% in 2014, and came back up by 1% in 2015. In the 2011-2015 
period, there was a modest increase in total registrations, with the exception of Ontario, which experienced a 
decline of -2%. 
   
Looking across Canada for the 2011-2015 period, there was a decline in new apprentices of -5% (CAF, 2018). 
For the period 2012-2016, there was a decline of -6% in new apprentices, according to the registered 
apprenticeship information system.  
 
There were moderate increases of registered apprentices in the major trade groups addressed in this study. 
Between 2011 and 2015, there was a 7% increase of total registered machinist apprentices, a 12% increase of 
total registered electrician apprentices, and a 13% increase of total registered millwright apprentices (CAF, 
2018).   
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The major trade groups of machinists and millwrights have a roughly average concentration of new 
registrants as a percentage of total apprentice registrations: In 2015, 17% of registered machinists were newly 
registered and 18% of all registered millwrights had just registered. This aligns with the average 
concentration of new registrants for the major trade groups, which sits at 18% (CAF, 2018). Trades with 
higher concentrations of new registrants include metal workers and food service, which both have 23% new 
registrants (CAF, 2018). 
 

3.2 Registration Trends in Ontario 

New registrations in major trade groups are declining in Ontario. In the 2012-2016 time period, new 
registrations in all major trades have declined more precipitously (i.e., -9%) in Ontario than Canada-wide 
(i.e., -6%).  However, new registrations in the machinist trades in Ontario have fared slightly better; in 1

particular, registrations declined with -2% average annual growth rate.  The numbers of new registrations 2

have been fluctuating between 2012 and 2016, with 2015 seeing the highest number of new registrations in 
the machinist trades (i.e., 696). The trend has been slightly worse for the millwright trades, which have 
declined at the provincial level with -4% average annual growth rate. During this period, the number of new 
registrations for millwrights was at its peak in the base year and at a low point in 2013.   
 
In recent years in Ontario, the number of reported registrations in the trades targeted in this pilot have seen 
either modest growth or decline. During the 2015-2018 period, reported registrations for General 
Machinists have declined in each consecutive year since 2015; from 558 registrations in 2015-2016 to 471 in 
2017-2018. In contrast, there was a small increase in reported registrations during this time period in the 
Industrial Mechanic Millwright trade; from 919 registrations in 2015-2016 to 998 in 2017-2018 (i.e., 9% 
growth rate). We have also seen slight growth in reported registrations for Industrial Electricians. Between 
2015 and 2018, reported registrations have grown by 18%.    3

 

3.3 Registration Trends in Peel and Halton Region 

During the 2015-2018 period in Peel and Halton Region, reported registrations in the targeted trades are 
quite low: 72 General Machinists, 191 Industrial Mechanic Millwrights, and 73 Industrial Electricians. 
Reported registration of General Machinists has fluctuated from 30 in 2015-2016 down to 18 in 2016-2017 
and back up to 24 in 2017-2018. For Industrial Mechanic Millwrights, registrations have grown by 80% in 
this time period; from 45 in 2015-2016 to 81 in 2017-2018. Industrial Electrician registrations have grown by 
41% in this period; from 22 in 2015-2016 to 31 in 2017-2018.   
 
 
   

1 Please see Statistics Canada Table 37-10-0023-01 Number of apprenticeship program registrations.   
2 For provincial registrations, please see Statistics Canada Table 37-10-0023-01 Number of apprenticeship program 
registrations.   
3 A more detailed analysis of these provincial registration trends, alongside regional trends, appears in Appendix A.   
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Table 1: Registration trends in OAAP trades in Peel and Halton region – 2015 to 2018 

OAAP Trades  2015-16  2016-17  2017-18  2015-18 

General Machinist  30  18  24  72 

Industrial Mechanic Millwright  45  65  81  191 

Industrial Electricians  22  20  31  73 

 

3.4 Provincial Completion Rates in the Targeted Trades  

The most recently available actual completion rates for the targeted trades are very low.  Looking at 4

apprentices who started their program of training in Ontario in 2009-2010, actual completion rates are 
available for both Certificates of Apprenticeship (CoA) and Certificates of Qualification (CoQ): 
 

● In the General Machinist trade, 24% obtained a CoA and 23% obtained a CoQ 
● In the Industrial Mechanic Millwright trade, 42% obtained a CoA and 41% obtained a CoQ 
● In the Industrial Electrician trade, 23% obtained a CoA and 22% obtained a CoQ 

 

3.5 Regional Certification Trends in the Targeted Trades 

During the 2015-2018 period, few certificates were distributed to candidates in the targeted trades in Peel 
and Halton Region. Though the numbers across the province are low, less than ten people received either 
their General Machinist CoAs or CoQs in the region during each of the last three years. Taken together, 
General Machinists have the lowest CoA and CoQ distributions of the industrial trades that we examine in 
this report. That said, neither Industrial Mechanic Millwrights nor Industrial Electricians have fared much 
better. The number of CoQs distributed to Industrial Mechanic Millwrights in 2017-2018 was 42, which is 
down from 58 in 2015-2016 (-28% growth rate). Similarly, there is a -40% growth rate in the distribution of 
CoQs to Industrial Electricians; from 50 in 2015-2016 to 30 in 2017-2018.  Partly in response to these 5

declining certification trends, alongside regional skilled labour shortages in Peel and Halton region, Centre 
for Skills developed a shared apprenticeship model.   
 
Table 2: Distribution of CoA and CoQ in OAAP trades in Peel and Halton region – 2015 to 2018 

4 Please note, the Ministry’s Apprenticeship Completion Report findings should include the following policy considerations that are 
not factored in the rate calculation, contributing to lower percentages: 
   

● Limitations when it comes to cancellation of a training agreement and program participation status. 
● Apprentices who leave the trade but re-surface years later in the same or related trades. 
● Apprentices who pursue other related post-secondary training. 

 
5 A more detailed analysis of these certification trends appears in Appendix A.   
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Year 

  

Total Certificates of 

Apprenticeship (CoA) 

Total Certificates of 

Qualification (CoQ) 

Ontario 

Peel and 

Halton  Ontario 

Peel and 

Halton 

General Machinist             

2015-2018  325  21  265  22 

2015-2016  103  8  97  8 
2016-2017  127  5  94  5 
2017-2018  95  8  74  9 

Industrial Mechanic Millwright 

2015-2018 

  

1104  56  1436  137 

2015-2016  346  15  535  58 
2016-2017  357  22  420  37 
2017-2018  401  19  481  42 

Industrial Electricians                 
2015-2018  482  34  715  109 

2015-2016  152  12  275  50 
2016-2017  134  6  232  29 
2017-2018  196  16  208  30 

 
 

4. Shared Apprenticeship Model  
4.1 Pilot Overview  

This project implements and evaluates a shared apprenticeship model, targeted at adults, who are not 
registered in the Ontario Youth Apprenticeship Program (OYAP) or signed on with a union. Through 
OAAP, Centre for Skills acts as a third-party broker between adult apprenticeship candidates and a 
consortium of employers. Both parties receive hands-on support to navigate the apprenticeship system. 
Centre for Skills shepherds apprentices through the stages of their apprenticeship, drawing upon a 
consortium of employers willing to rotate apprentices through their businesses for on-the-job training, and 
also bears some of the administrative burdens of the apprenticeship system for both the apprentices and 
consortia employers. The long-term goal of OAAP is to increase the number of fully qualified 
journeypersons. 
 
The pilot draws upon SMEs within the Peel and Halton regions. Specifically, the sizes of businesses range 
from eleven to one hundred employees. With five businesses in the pilot, the spread and size are as follows:   
 

● 11 - 20 employees: 1 employer 
● 21 - 50 employees: 3 employers 
● 51-100 employees: 1 employer  

 
Asked to select all that apply, these employers are in the following trades:   
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Figure 1: What trade does your business represent? 

 
The horizontal axis indicates which of the trades each of the five employer’s businesses are in, and each were 
asked to select all that apply, making the count for each as follows: millwright, three employers; machinist, 
three employers; industrial electrician, one employer; and tool and die, two employers. While at present only 
the participating trades listed above are included in the pilot of OAAP, future incarnations aim to include 
other trades, particularly bringing other trades taught by Centre for Skills.   
 

4.2 Target Population  

Participants in the pilot are drawn from adult students over the age of 22 (who do not qualify for OYAP) in 
the Peel-Halton region. With the hopes of increasing the number of people from traditionally marginalized 
groups in the skilled trades, women, newcomers to Canada, and people with visible and invisible disabilities 
are encouraged via the wraparound supports provided by Centre for Skills. Participants of OAAP have 
previously been enrolled in Centre for Skills’ pre-apprenticeship training, which specifically draws 
participants from one of three programs: 1) Industrial Millwright Mechanic and Machinist; 2) Industrial 
Millwright Mechanic and Electrical, an initiative funded by the Government of Ontario; and 3) Electrical. 
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4.3 Objectives 

The proposed research pilot responds to the specific challenges that adult apprentices face in our region and 
in the province. The apprenticeship system and process can be difficult to navigate: Adults who start out 
with an initial interest in pursuing an apprenticeship often have difficulty in finding an employer and/or 
fulfilling all requirements of an apprenticeship. As for hiring an apprentice, employers sometimes find 
difficulty in committing to the apprenticeship process, from managing the paperwork to ensuring enough 
training time is allocated between the apprenticeship trainer and the apprentice when deadlines exist for 
their work. For adult apprenticeship candidates, particularly those wishing to pursue an apprenticeship in a 
voluntary trade, the challenge of having the hours worked count towards the number of hours required for 
trades certification becomes difficult to capture without a formal apprenticeship training agreement in place.   
 
Another challenge that small employers face in the apprenticeship process is staffing shortages while an 
apprentice is completing their apprenticeship training. We heard directly from employers that this was an 
issue that affected their businesses, and ultimately is a reason that companies don’t take apprentices: if 
employers take apprentices, they might lose them to training, which makes running a business difficult, 
whereas if no apprentice is ever signed, this is never an issue. An employer may want to hire another to 
temporarily fill the role of the apprentice who is in training, but is unable to offer meaningful employment 
because onboarding an apprentice for a short period of time is difficult to do, whereas with a third party like 
OAAP, a match can be made easily enough to fit into a company. By rotating the apprentices, the OAAP 
model will help alleviate this issue for employers, hiring apprentices in trades without prescribed ratios, with 
the opportunity to plan and have overlap between one placement and another. For example, if an apprentice 
is completing class training, the OAAP program would place a new apprentice with the employer.   
 
The long-term goal of OAAP, above and beyond what can be assessed in the pilot, is to increase the number 
of fully qualified journeypersons. To that end, this pilot highlights eight main objectives:   
 

1. Apprentices successfully complete placements;   
2. Increase proportion of under-represented groups participating in apprenticeship programs in 

Peel-Halton, and beyond;   
3. Enhanced apprentice confidence in ability to complete apprenticeships;   
4. Reduced dropout rate;   
5. Improved training quality;   
6. Reduction of administrative burden for apprentices and employers;   
7. Increased employer participation in apprenticeship training in Peel-Halton; and  
8. Increased completion rates of apprentices in Peel-Halton.   

 
Each of these, in the long-term, aim to achieve these goals by providing all parties the resources or 
wraparound supports needed to focus on their portion of the apprenticeship process. For instance, to help 
train the journeyperson on the goals of the apprenticeship experience and best ways to guide and coach their 
apprentices; to help employers with the administrative burdens or costs of apprenticeships, and to provide 
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them with appropriate apprentices; and for apprentices, to provide the information needed to navigate the 
apprenticeship system, in addition to any necessary social and educational supports needed to concentrate on 
their training.   
 

4.4 Key Program Areas  

As a shared apprenticeship model, OAAP sees Centre for Skills acting as a third-party broker between 
apprentices and a consortium of employers. Bringing together each group, OAAP has three key program 
areas, according to focus: apprentice facilitation, employer and journeyperson facilitation, SAM program 
administration, and industry-education partnering. These program areas are presented below, with 
accompanying steps or order of operations aimed to achieve the best possible results.   
 
Apprentice facilitation begins with outreach and selection of candidates, drawn from the pre-apprentice 
training program at Centre for Skills. Apprentices are also provided wraparound, social, and education 
supports, as needed. For example, , all OAAP participants completed a self-assessment called the Essential 
Skills Self-Assessment for the Trades, which is a tool developed by Employment and Social Development 
Canada that assesses the nine essential skills: reading, document use, numeracy, writing, oral 
communication, working with others, thinking, computer use, and continuous learning in a skilled trades 
context. This tool helped apprentices and program staff identify essential skills strengths and areas for 
improvement and implement appropriate supports for each participant. Based on any needs identified in this 
self-assessment, apprentices may access a support service called Doorways, which is offered by Centre for 
Skills’ Literacy and Basic Skills Program. This program supports participants in moving forward in their 
apprenticeship by building the literacy and essential skills required to be successful in their trade. Apprentices 
accessing these supports may be more likely to experience increased overall success with the technical 
training aspects of their skilled trade, including an enhanced ability to pass in-class tests and/or the 
Certificate of Qualification exam. 
 
The next stage of apprentice facilitation involves the promotion of apprentice opportunities. At this stage,   
Centre for Skills matches apprentice and employer profiles. From here, once interviews have occurred and 
apprentices are selected by employers, interested apprentices are enrolled and registered with the MTCU. 
The apprentice is then officially sponsored by Centre for Skills in the OAAP consortia.   
 
Employer and journeyperson facilitation begins at the same point, then takes a different process. First, as the 
sponsor of the apprentice, Centre for Skills registers the apprentice to work at a specific employer under the 
supervision of a specified journeyperson(s)/trainer(s). With the employer and apprenticeship trainer signed 
on to participate in OAAP, further administrative support is provided to the employer, and apprenticeship 
trainers are invited to training sessions, both formally and informally with coaching on their own job sites. 
Administrative support provided to employers includes:   
 

● Completing apprenticeship registration forms 
● Educating about the apprenticeship process 
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● On-site placement coaching and site monitoring 
● Pre-screening candidates 
● Journeyperson coaching 
● Education about grants and incentives 
● Access to training and hiring grants and incentives 
● Providing candidate resumes for review 

 
Journeyperson coaching and training involves invitations to participate in group sessions with other 
apprenticeship trainers at Centre for Skills, one-on-one visits at job sites to address particular concerns or 
questions apprenticeship trainers might have, and online and other material resources on teaching methods 
and procedures.   
 
The third program area, SAM program administration and industry-education partnering, works to build 
partnerships with potential employers to join the OAAP consortia, or to develop and administer any training 
or education related component. Employers are given information on the benefits of shared apprenticeships, 
and questions or concerns are addressed. Once a part of OAAP, rotation of apprentices would take place, 
between employers, to provide more well-rounded training for the apprentices, and to provide employers 
with apprentices who are thoroughly trained.   
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4.5 Logic Model 

 

Figure 2: The OAAP Logic Model 

 
The OAAP logic model is a tool to help visualize all the elements of this pilot program. There are three 
components overall: inputs, the OAAP Program, and the outcomes. The first, displayed in yellow on the 
left-hand side of the model, details all of the aspects that originally went into the development of the 
program, which continued throughout the pilot. Funding from OCWI was allotted, alongside any necessary 
staffing, contracts, and regulatory approval for Centre for Skills to act as a group sponsor.   
 
The OAAP program consists of three main parts: components, activities and objectives, and projected 
accomplishments. The components consist of all the background elements that contribute to its 
implementation and review: apprentice outreach and selection; employer recruitment and selection; SAM 
program administration; implementation of Industry-Education Committee; and research and program 
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evaluation. For further detail about these program components and how they were implemented, please see 
sections 5-8 of the report. 
 
Activities and objectives, the second aspect of the OAAP program, develop around what the program does, 
extending on the components: promote apprenticeship opportunities; enroll apprentices, employers, and 
journeypersons; provide coaching and mentorship to journeypersons; educate employers on benefits of 
training and hiring apprentices from underrepresented groups; rotation via consortia to provide apprentices 
with well-rounded training; monitor competency development; and expediting the completion process with 
PLAR. Included here are also all the program evaluation components: creating and testing research tools; 
research ethics submission; data collection and analysis. These activities are discussed throughout the report. 
 
The projected accomplishments, the third element of the OAAP Program, are notable checkpoints of 
progress in the pilot: successfully matching and placing apprentices with employers and apprenticeship 
trainers; help apprentices better navigate the apprenticeship system (administrative and wraparound 
supports); help employers with grant and tax credit opportunities; streamline process for apprentices to 
begin apprenticeships; and collecting and analyzing data. These projected accomplishments are discussed in 
relation to relevant data in sections 9-12 of this report. 
 
Lastly, the outcomes of the project are projected in both the short and long-term, with the knowledge that 
the goals cannot be assessed in this pilot. The immediate goal of this study was to generate constructive 
feedback on OAAP, with a mid-term goal of applying this knowledge to future incarnations, and a long-term 
goal of increasing the number of fully qualified apprenticeship trainers in the Peel and Halton Regions. Of 
the short-term outcomes described in the model, enhanced apprentice confidence and administrative burden 
reduction are considered in this report. Beyond the parameters of the pilot, long-term goals for future OAAP 
incarnations and evaluations are illustrated in the model. In the concluding sections 13-15 of this report, we 
return to this discussion of objectives, including in relation to lessons learned and recommendations for 
future incarnations. 
 
Noted at the bottom of the logic model, in red, are the external factors to the pilot. These details go beyond 
what is controllable by or a contribution of OAAP, but no less might impact the outcome of the pilot.   
 

5. Apprentice Outreach and Selection 
Apprentice outreach and selection started with the recruitment of pre-apprentice candidates from Centre for 
Skills programs and ended with the registration of apprentices. In the following, we detail the development 
and implementation of the apprentice selection and registration process.   
 

5.1 Apprentice Selection 

To begin the selection process, apprentices needed to illustrate three things: a minimum overall 70 percent 
average in their pre-apprenticeship training; a demonstrated positive attitude; and a good attendance record. 
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The original intent of the pilot included each of the trades of which Centre for Skills offered 
pre-apprenticeship training. However, when it changed to include only voluntary and non-ratio trades, the 
pool of candidates also diminished, all the while still maintaining the prerequisite of good attendance, 
attitude, and aptitude. To recruit, a Job Coach and Employer Liaison visited pre-apprentice classes offered at 
Centre for Skills to talk about the basics of apprenticeship, in addition to introducing the new OAAP pilot. 
The next step was a simple screening process: if you signed up to and showed up for the information session, 
you passed the second level of screening. What followed was a consideration of the apprentices’ goals 
juxtaposed to what OAAP could offer. If these aligned, a Job Coach and Employer Liaison met with each 
participant individually to talk further about the program and go over the official MTCU application for 
apprenticeship. The application outlines eligibility and requests specific documentation to properly register.   
 
Some people were not accepted into the program. A portion of those who applied were passionate about 
seeking apprenticeships in the residential construction sector as Construction and Maintenance Electricians 
(309a), whereas at this time, OAAP is focused on the industrial sector. An Industrial Electrical (442a) 
apprenticeship would not move them towards their long-term employment goals, so they became ineligible 
to be a part of the OAAP pilot. Some were ineligible because they didn’t have their Ontario Secondary School 
Diploma or equivalent. If that was the case, and individuals took a step toward attaining the certification, like 
calling to attain their transcripts, they were accepted into the program even if they were not, at that point, 
eligible to officially register an apprenticeship with MTCU. It was expected that the program would support 
them in earning their Ontario Secondary School Diploma (or equivalent).   
 

5.2 Apprentice Registration 

Centre for Skills aimed to make the registration process efficient and easy-to-navigate for participants. All in 
all, the paperwork for apprentice registration happened in three steps: 1) Electronic Application for 
Apprenticeship Training (AAT), submitted online; 2) MTCU sends a printed copy of this application for 
apprentice signature, once received and initially processed on their end; 3) MTCU registers the apprentice 
training agreement; 4) Apprentice registers with OCoT, and if this requirement is not met, the 
apprenticeship is cancelled. During the process, it was determined that it was important to identify all 
documents that the apprentice candidate would need to sign, and even if the documents were not in order, 
having all signatures at once meant that the package could be sent once fully completed. Thus, each piece of 
the package could go to the respective organizations or groups at the appropriate time.   
 

6. Employer Outreach and Selection 
Employer outreach began with initial stakeholder consultations and continued throughout the 
implementation of the pilot. In this section, we outline the role of employers in the design of this pilot 
program, as well as the process of recruiting employers to join the pilot. Despite the design of the OAAP 
program in direct consultation with employers, it was challenging to convince the first few employers to sign 
up for the pilot program.  
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6.1 Employer Consultations on Program Design 

The concept of OAAP was developed by Centre for Skills in response to feedback and insights from 
employers within the construction and industrial sectors. The framework for OAAP was initially developed 
in partnership with employers in the construction and industrial sectors; although the construction sector 
was not included in this project, it was important to the development of the program to have as many 
perspectives as possible.   
 
In October and November 2017, Centre for Skills and OCWI invited stakeholders from various sectors to 
participate in workshopping the OAAP concept and framework. Many of the employers who initially 
participated or provided feedback in the developmental stage of this project are currently participating in the 
consortia.   
 

6.2 Employer Feedback on Program Design 

Shared apprenticeships are necessarily organized around what employers need and want. Employers are open 
to sharing apprentices, under certain circumstances. In fact, some of them had already developed informal 
sharing networks. Those informal networks and expressed concerns were all taken into account in the 
development of memorandums of understanding with each employer. Specifically, employers expressed that 
they didn’t want to move apprentices around until after they have completed their first year at a single 
employer, as basic skills and competencies (around safety and machine preparation, for instance) are 
straightforward and best taught with limited inputs or disruptions from new employers or job sites. After 
this first year, employers signed to OAAP expressed an interest in sharing apprentices because gaps in 
knowledge would be identifiable, and specific businesses could help to fill in those gaps. Furthermore, 
various stakeholders have expressed that it works best to rotate apprentices after the first year because this 
timing aligns with training blocks and enables better facilitation of grants.    6

 

6.3 Employer Recruitment 

Employers were invited to participate in the project based on their:   
● Capacity to hire an apprentice participating in the project during the research project timeframe 
● Ability to provide apprenticeship training which aligns with the Apprenticeship Training Standards 

and meets training requirements set out by MTCU 
● Interest in participating in a shared apprenticeship model   
● Willingness to provide ongoing feedback on the program  
● Commitment to providing a safe work environment  

 
In addition to leveraging existing relationships, recruitment strategies included:   

6 Available grants are: The Graduated Apprenticeship Grant for Employers (GAGE); The Apprenticeship Job 
Creation Tax Credit; Apprenticeship Employer Signing Bonus; and the Apprenticeship Completion 
Employer Bonus. 
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● Targeted outreach via phone call, email, and text to companies   
● On-site presentations to employers and their management teams to discuss the benefits of shared 

apprenticeship and participating in a group sponsorship model 
● Ongoing social media campaign which included showcasing success stories   
● Email blasts via marketing tool Constant Contact 
● Circulation of a flyer in print and electronically 

 
Important to note is the unexpected challenge of employers joining OAAP. While numerous employers 
expressed interest in the model, getting employers to sign memoranda of understanding to officially become 
a part of OAAP proved difficult at times: some wanted more employers to sign on before they did, creating a 
circular issue where few employers officially joined. Though at the time of research only five had signed, 
many others are in process to either become part of the consortia, or are at least interested to find out more 
and continue discussions.   
 

7. Shared Apprenticeship Program Administration 
The OAAP program was administered to meet the needs of key stakeholders while fulfilling the roles and 
responsibilities of a group sponsor in the province of Ontario. In this section, we describe the administration 
of these duties as well as the use of web and database tools used to organize program components.   
 

7.1 Group Sponsorship Administration 
The implementation of the OAAP program involved significant administrative work to fulfill the 
expectations of the Ministry of Training, Colleges, and Universities. As a group sponsor, Centre for Skills is 
responsible for ensuring that: 
 

● Apprentices are receiving training which follows the Apprenticeship Training Standards for their 
trade  

● The training site(s) are able to provide the training required (equipment, materials, processes, etc.)   
● Journeypersons sign off on each skill that has been acquired 
● Apprentices have the opportunity to complete the formal instruction requirements (in-class 

training)   
● Journeypersons are eligible to provide the training required as part of an apprenticeship program  

 
In addition to being the ones to assess the overall training conditions of potential employers, Centre for Skills 
was informed that they would be the ones reviewing a trainer’s capacity to provide apprenticeship training. 
This includes verifying their certificate of qualification or related trades experience and that the scope of 
work being performed is within the scope of practice for the trade. For compulsory trades, trainers must hold 
a certificate of qualification in the journeypersons class and be members of OCoT in good standing. For 
voluntary trades, trainers must meet one of the following conditions: a current, in good standing certificate 
of qualification for each journeyperson who was to provide training; up-to-date OCoT registrations (where 
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applicable); certificates of qualification, or apprenticeship, had been issued from the trade for which the 
apprenticeship was to occur; if proof of qualification and experience in the trade are equivalent to the 
requirements of the apprenticeship program set out by OCoT. If one of those existed, the particular 
employer was eligible to be a part of OAAP, but further communication with the employers was necessary: 
Centre for Skills reached out to get documentation from their journeyperson to send to MTCU or to keep on 
file. If determined that high quality training could occur, and the employer and journeyperson were qualified 
to provide said training, the next step was for Centre for Skills to arrange site visits for further appraisal.   
 

7.2 Web Development  

Centre for Skills purchased the OntarioApprenticeship.ca domain name and developed a hub to share 
information about apprenticeship and the project with apprentices and employers. This site directs to 
generally to Centre for Skills, where information on all programming exists, including but not exclusively 
featuring OAAP.  
 
Though all relevant information specific to OAAP is made available to apprentices and employers on this 
site, employers are less eager to use it. Early on, OAAP staff heard from employers that they “didn't want 
another place on the internet to find information.” Instead, it was discovered that they more so needed 
on-site and in-person support to help them facilitate the apprenticeship process. From this feedback, 
program staff developed the Pathway to Apprenticeship binder–a physically printed tool–which included 
resources, information on apprenticeship incentives, apprenticeship training standards, CAP charts, and 
other related apprenticeship documentation.   
 

7.3 Database Development 

Centre for Skills worked with their existing database developer to create a system that would be used for 
OAAP. The new OAAP portion of the database connects directly to Centre for Skills’ client database to allow 
for a seamless transition between programs for participants and to support integrated service delivery. The 
database was also developed to maintain information on apprentice placements for reporting to MTCU as 
required, and to support the administration of apprenticeship incentives. As more apprentices move though 
OAAP, Centre for Skills expects to continue to build new components into the database. 
 
In addition to providing access to demographic, educational background, certifications, and experience with 
other Centre for Skills programs, the database tracks the following apprentice information while also 
providing opportunities for open casenotes:   
 
Apprentice Registration Information 

● When Application for Apprenticeship Training is submitted to MTCU 
● Number of hours required as per Training Agreement (for hours-based trades only) 
● Number of hours granted at signing 
● Date registered with OCoT 
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In-School Training 
● When an offer letter is received 
● Level of training (Basic, Intermediate, Advanced) 
● Which Training Delivery Agent (TDA) they are attending 
● Training Format (Day Release, Block, Night, Weekend, etc,) 
● Successful completion and final mark 

Referrals to other programs and services 
● Type of referral   

○ Literacy and Basic Skills   
○ Mental Health  
○ Food  
○ Shelter / Housing  
○ Basic Needs  
○ Income Support   
○ Employment Service  
○ ODSP Employment Service Provider  
○ OSSD / High School   

● Participant follow through (if known) 
 
On the employer side, the database keeps information on the size and sector of each employer along with a 
list of journeypersons and trainers, complete with their qualifications, while also tracking individual 
apprentice placements.   
 
For the Employer Liaisons, the database provides easy access to employer information as well as apprentice 
candidate profiles and resumes at all times; this is especially important when they are offsite meeting with 
employers to facilitate placements.  
   

8. Data Sources  
8.1 Overview 

Using a mixed methods, developmental approach, this research evaluates the OAAP pilot by considering its 
effectiveness in a number of ways. Using a developmental approach means being responsive to a complex set 
of challenges, some known at the outset and some discovered along the way. A tactic of social innovation, 
this approach also aims to consider, recognize, and respond to said challenges by exploring them as they 
arise. A key aspect of developmental evaluation is to not head into data collection or analysis with a 
prescribed set of expectations. Instead, the research, while planned, adapts to new information as it comes up 
to offer verifiable and accurate depictions of people and their experiences.   
 
To measure the outcomes of the program, we have refined specific qualitative and quantitative tools, which 
include:   

 

Ontario Adult Apprenticeship Program  // 27 



 
 

 

● Intake surveys for employers and apprentices to capture formative feedback;   
● Interviews for employers and apprentices to capture feedback in their own words;   
● A small focus group with the first three apprentices who were placed with employers; 
● Eight job site observations administered by Employer and Training Liaisons; and 
● Information from Centre for Skills administrative data and internal documents, like training and 

coaching tools delivered to apprenticeship trainers. 
 
Secondary research and theoretical literature are considered, which draw upon both qualitative and 
quantitative data. These illustrated regional trends and other relevant details by offering descriptions on how 
SAM projects have previously operated or how SMEs have encountered and addressed challenges to 
apprenticeship, to name a few subjects of analysis. A series of questions provide a path to begin investigation.   
 

8.2 Questions 

Undergirding the OAAP pilot is the question: How effective is a shared apprenticeship model, with Centre 
for Skills acting as group sponsor, in training adult apprentices in the Peel-Halton region? Other questions 
that guide this investigation are divided by five levels of analysis: 1) OAAP apprentice perspective; 2) OAAP 
program perspective; 3) employer point of view; 4) apprenticeship trainer point of view; and 5) Centre for 
Skills perceptive. Each of these address specific stakeholder viewpoints in reviewing this pilot. Accordingly, 
these are the specific questions that concern these five levels of analysis:   
 
1) OAAP apprentice perspective: How will diverse OAAP participants experience the quality of the 
program in helping them get started in an apprenticeship? Sub question: How will diverse participants rate 
the quality of wraparound social and educational support received from the OAAP team?  
 
2) OAAP program perspective: How can the Centre for Skills OAAP pilot incorporate educational 
support, social support, and stakeholder engagement to improve the quality of training available to adult 
apprentices in the Peel and Halton regions? Where possible, consideration and discussion of recruitment and 
selection processes for underrepresented adult apprentices–women, newcomers to Canada, and Indigenous 
peoples–will occur.   
 
3) Employer point of view: How will employers rate the overall quality of the support received through 
OAAP to help them navigate the apprenticeship system? To address training quality from an employer 
perspective, we ask: How will employers involved in the consortia rate the quality (i.e., skills, abilities, 
workplace attitudes) of apprentices matched to their business?   
 
4) Journeyperson point of view: How will journeypersons rate the quality of training resources and 
supports offered by OAAP, which include coaching provided by the OAAP team, training sessions at Centre 
for Skills, and referrals to mentorship resources?   
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5) Centre for Skills perspective: Does acting as a group sponsor increase the effectiveness of the training 
we can provide?  
 

8.3 Methods 

As part of a mixed methods, evaluative research strategy, we used questionnaires, focus groups, and in-depth 
telephone interviews. These methods were chosen because they generate a rich mix of qualitative and 
quantitative data, giving the option of quotes from participants to explain their experiences, alongside 
explanatory visual data based on the stats produced by questionnaire information.   
   
Each of the questionnaires were administered online using Survey Monkey, with the option for paper 
printouts made available on request, in accordance with preferred engagement of each group.   
 
Research with Apprentices 

For the OAAP apprentices, intake and exit questionnaires were administered. The intake was administered 
at the end of the pre-apprenticeship training, and the exit was implemented two to eight weeks into their 
apprenticeships, depending on when they began their apprenticeships.  There were 16 respondents to the 7

intake and 15 respondents to the exit questionnaire. The focus group was conducted on August 1, with three 
apprentices, three to four months into their training (two of which have now been with employer for five 
months), with these specific apprentices chosen because they had had job placements before others. 
Participants had the chance to suggest other things for consideration, with the use of open ended questions, 
but the overall standardization of focus group questions offered comparability to the apprentice interview 
questions. A funnel strategy is implemented in this way, with the focus group opening with a broader, free 
discussion of the program itself, followed by more structured questions that aim to understand participants’ 
experiences of particular program aspects.   
 
Shortly after this focus group was conducted, the apprentices were invited for interviews where individual 
consideration of many of the same questions occurred. Six in-depth telephone interviews were conducted at 
the same time as the exit questionnaires, at approximately two to eight weeks into their apprenticeship 
placements. Many of the same questions were used, since not all of the apprentices had participated in the 
focus groups. Generally speaking, the interviews ran about 30-40 minutes each, with a range between 20-75 
minutes.   
   

7 Unless otherwise illustrated, reference to OAAP apprentices includes only the 17 who participated in the 
research. To be clear, while 17 completed the intake questionnaire, only 15 completed the exit version. 
When reference is made to the 17 apprentices, this directly comments on the intake questionnaire, while 
reference to the 15 apprentices directly correlates to the exit questionnaire. Comparisons between the two 
questionnaires will be made, though this difference of the two participants will not be mentioned again 
beyond this point. 
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Onsite Observation Guide 

On-site observations occurred at worksites, which were generated in the same timeframe illustrated above, 
at roughly two to eight weeks into the apprenticeship placements. This guide was designed by the research 
team in conjunction with the OAAP Employer Liaisons and the OAAP Lead. The overall goal of this guide 
was to generate data of how well each apprentice was getting on at work, in terms of training and 
communication with apprenticeship trainers and other work site employees, training styles and comfort to 
ask questions in order to adequately learn, and determinations of potential improvements. Observations 
were conducted by the Employer Liaisons, with the support of the OAAP Lead, as needed. The Employer 
Liaisons visited the OAAP apprentices job sites roughly 1-3 times, and stayed each time approximately 30-90 
minutes.   
   
Research with Apprenticeship Trainers 

Five apprenticeship trainers completed questionnaires at the end of the training and coaching session they 
attended. These surveys collected information about their experiences, specifically in terms of wraparound 
supports, to improve apprentice training provided by Centre for Skills. This information was collected at the 
end of the three training sessions that spanned the pilot. 
     
Research with Employers 

With five employers signed to OAAP, we achieved 100 percent response rate with the employer surveys, and 
80 percent participation rate with interviews. Employer intake questionnaires were used to appraise initial 
interest, in addition to any reservations and excitement about the project, and any previous experience with 
apprentices. The employer exit questionnaires generated information on their experiences with OAAP 
apprentices so far. These questionnaires additionally sought employer opinions on what it is like to have 
Centre for Skills act as group sponsor, instead of having to sponsor apprentices themselves, and their sense of 
participating in a shared apprenticeship model so far.  Each of the employers also had the opportunity to 
share their overall thoughts in an exit phone interview. These questions sought out employer feedback on 
their experiences in the program so far, what’s working well, and what might require more attention. 
Generally, the interviews ran about 20-40 minutes each, with the average being 30 minutes.   
 

8.4 Sources of Data  

A variety of sources are drawn upon for this analysis. Primary data was collected from apprentices and 
employers. Questionnaires, a single focus group, and phone interviews were utilized with the apprentices. 
OAAP Employers were asked to also complete an intake and exit questionnaire (all five participated in each), 
and were additionally invited to participate in phone interviews (4 of the 5 took part). Centre for Skills staff 
participated in a lessons learned focus group centred on the experience of implementing OAAP, with five 
staff participating in one focus group. Additional data comprises administrative information collected by 
Centre for Skills (i.e., demographic details and use of supports by participants), observation reports collected 
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by the Employer Liaisons, and administrative data from MTCU as well as OCoT. Centre for Skills also 
collected journeyperson surveys after their training sessions, which gathered information on their experience 
of the training and coaching offered; five journeypersons in total completed these surveys.   
 
Other sources of data were used to garner information and feedback on OAAP administration staff. A 
meeting was held near the end of the pilot with said staff, ran in focus group style, we discussed “lessons 
learned” in this pilot process. Following this meeting a brief survey was sent out to capture the challenges 
staff faced during the pilot, with room for comment. Details on these can be found in section 5.7 
(Understanding the Costs and Benefits of this Model). This section is not a financial cost-benefit analysis, but 
rather, a narrative of the overall pilot as a whole, according to staff perspectives.   
 
Finally, the sections on Regional Trends and Trade-Specific Analysis draws upon outside sources of data. 
MTCU’s completion report, in addition to their admin data from 2015-2018 that highlights Ontario and 
Peel-Halton trends in registrations and completions are considered, alongside Registered Apprenticeship 
Information System (RAIS) and Statistics Canada data at the national level for 2012-2016. It is also important 
to note that RAIS data is for trade groups generally; millwrights in Statistics Canada terms is a much larger 
umbrella of trades. When we talk about Ontario and regional trends with MTCU data, we are talking about 
the specific trades targeted in this pilot; whereas the Statistics Canada national and provincial analysis is 
focused on trends for millwrights and machinists in general. We do not have  equivalent data for electricians 
because Statistics Canada does not include industrial electricians in its definition of electricians generally.   
 

9. Apprentice Demographics and Backgrounds 
This section overviews demographic trends alongside apprentice prior-education and work experience upon 
entry to OAAP. We review OAAP demographics for both eligible and signed apprentice candidates (eligible: 
28 people; signed: 17). Of the 28 people registered in OAAP, 17 of them participated in the research, either 
by way of questionnaire completion, focus group, and/or interviews. In the following, we use program 
admin data from Centre for Skills to review age, gender, status, and underrepresented groups within the 
cohort of 28 participants. In addition, we draw on questionnaire data to discuss family background in the 
trades, prior education and work experience.   
 

9.1 Age 

For total signed OAAP apprentices, the average age is 30.4, while the median age is 29. Conversely, for 
OAAP eligible, the average age is 29.2 and the median is 28. The oldest for each eligible and signed is 43 years 
old, while the youngest is 23. With no great difference between either the eligible and signed categories, we 
cannot say that signing occurs more for a particular age category.   
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9.2 Gender 

The most interesting difference between the eligible and signed OAAP participants is that only one of the 
four females was not signed. Said another way, 75% of eligible female OAAP participants were signed, while 
conversely, only 58% of eligible male OAAP apprentices were signed. Even though only three female OAAP 
participants were signed, the overall difference between eligible and signed male and female highlights 
Centre for Skills commitment to increasing gender enrollment diversity. Though only one example, one 
female apprentice stated: “Being a women [at work] is never a concern. People ask me, ‘how did you get into 
this?’ Don’t see a lot of females doing this [CNC machining] kind of work, getting dirty; I feel an advantage 
with this.”   
 
Although the low number of participants makes it difficult to render meaningful comparisons with 
province-wide trends, administrative data indicates a positive direction. Based on the very low numbers from 
early in the implementation of this new program, there was a higher percentage of female participants in the 
OAAP program than female participants in the targeted trades province-wide. If we look at the gender 
breakdown for the targeted trades province-wide (i.e., general machinist, industrial electrical, industrial 
mechanic millwright, and tool and die), it is 96% male and 4% female. Conversely, OAAP presents a higher 
percentage of female participation in these same trades, at 11.1% with eligible female OAAP participants, and 
17.6% for signed. 
 

9.3 Underrepresented Groups 

With regards to self identifying, and pertaining to all twenty-eight who were eligible for OAAP, three people 
identified as persons with a disability (visible or invisible). Four identified as a racialized person, while no 
one identified as an Indigenous person. Of these original 28, all three of the people who identified as having a 
disability, in addition to all four who identified as racialized people, became part of the seventeen who 
ultimately participated in the pilot.   
 

9.4 Family Background in the Trades 

Almost half of the participants surveyed had a family background in the trades. Participants mentioned 
uncles, brothers, and grandfathers in a variety of industrial, construction, and motive power trades. This 
might suggest that, while 47% of OAAP apprentices have family backgrounds in the trades, 53% do not, and 
still were attracted to their trade of choice and the program. Of the three female identified participants, one 
skipped the question, and one said no family background, while the third said her brother and sister are 
tradespeople but no other familial relation in the trades.   

 

9.5 Prior Education and Employment 

Two-thirds of participants surveyed had completed their Ontario Secondary School Diploma (OSSD) and 
were employed at the start of the program.  
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At the time of the intake questionnaire, eleven of the seventeen were employed as their main source of 
income, while one was on employment insurance, another four had no income, and one preferred not to 
disclose.   
 
With regards to highest level of education completed at the beginning of OAAP, two had yet to complete 
their OSSD and eleven have their OSSD. Two have previously completed apprenticeship or trade 
certification, while four have some college, and another four have completed a university degree. Two of the 
seventeen individuals attended school outside of Canada.   
 

 

Figure 3: What is the highest level of education that you have completed? 

 

9.6 Status in OAAP 

Status in OAAP covers five areas: i) apprenticeship signing in progress; ii) employed in sector, pending 
apprenticeship; iii) employed in sector, pending placement; iv) pending placement; v) signed apprentice; vi) 
withdrew. This includes both eligible and signed apprentices. The largest category is pending apprenticeship, 
with 9 or 32.1% in this category. The second largest contingent was apprenticeship signing in progress, with 
five people or 17.9% of all participants. The breakdown of the representation above is as follows:   
 

● Apprenticeship Signing in Progress - 5 or 17.9%, with 4 of these having Apprenticeship Training 
Agreements in process 

● Employed in sector, pending Apprenticeship - 9 or 32.1%  
● Employed in sector, pending placement - 2 or 7% 
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● Pending Placement -  5 or 17.9% 
● Signed Apprentice - 4 or 14.2% 
● Withdrew - 3 or 10.7% 

 

10. Apprentice Experiences   
Apprentices were highly satisfied with the quality of the OAAP program. In addition, apprentices offered 
useful formative feedback to help Centre for Skills further develop the program, with the goal of improving 
the quality of training available to adult apprentices in Peel and Halton Regions. Further detailing these 
findings, this section of the report responds to questions at the apprentice and program levels of analysis: 
 

● How OAAP participants experience the quality of the program in supporting the early stages of their 
apprenticeship journey; 

● How OAAP participants rate the quality of wraparound social and educational supports, such as 
resume, cover letter building, and job coaching; 

● Adult apprentice experiences of on-the-job training quality in the OAAP program; 
● Formative feedback from participants on aspects of shared apprenticeship program design, including 

in relation to travel, changing employers, and overall perceptions of shared apprenticeship. 
 
To illustrate our findings on these areas of inquiry, we begin by telling the story of how a typical apprentice 
experienced the quality of the OAAP program. This map of the OAAP apprentice journey is followed by an 
overview of apprentice program satisfaction. We then look at the challenges that apprentices face, as well as 
the wraparound supports that OAAP offered to address these challenges and the extent of apprentice 
satisfaction with these supports. This is followed by a look at on-the-job skills development and the 
generational divide between the expectations of millennial apprentices and older trainers. Next, we highlight 
formative feedback from apprentices that might be used to inform shared apprenticeship program design, 
including in relation to the scheduling of rotation between employers, curriculum development, and 
geographic distance between employers in the consortium. Finally, we review apprentice recommendations 
for program improvement.   
   

10.1 Mapping the Apprentice Journey  

This section aims to illustrate a typical path for an OAAP apprentice during the pilot. Outlining a typical 
OAAP apprentice experience aims to provide a bird's-eye or amalgamated perspective, synthesizing the more 
detailed elaboration of apprentice feedback outlined below. The data used in this section is a synthesis from 
across all of the program participants and does not refer to any single individual. To describe the experience 
of many participants in OAAP, consider an archetypical example of an apprentice we refer to as “Alex.” 
 
Alex relied on a number of the wraparound supports made available by OAAP, particularly using the resume 
and cover letter building, in addition to interview and job coaching. They were particularly eager to find 
“meaningful” employment where they could see results at the end of the workday. Within about four weeks, 
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Alex had a placement at a local employer. Having been with the employer for five weeks, Alex felt that they 
could focus on their training because of the supports offered, stating, “OAAP has been in constant 
communication with my employer since the beginning. There were things going on that I didn’t even know 
about, like the books being mailed out and everything being taken care of.” Alex drove to work with their 
own vehicle everyday, at a distance of about 37 km each way. By the end of the pilot, Alex had completed 
roughly 100 apprenticeable hours, and found that the major challenges they faced were money and getting 
competencies signed off. To that end, when asked what recommendations they might have for the next 
administration of OAAP, Alex suggested finding a way to have a more structured curriculum, whereby a 
system would be in place for journeypersons and apprentices to, at regular intervals, go over and check off 
competencies. Though at times Alex finds their job repetitive, they feel comfortable to ask their 
apprenticeship trainer questions, and knows that if the apprenticeship trainer is not available, someone else 
might help. To their surprise, Alex found communication with their journeyperson difficult at times, due to 
a “generation gap,” citing the differences in learning and teaching styles. Overall, Alex couldn’t be happier 
with their choice to join OAAP, saying that even though there are some kinks to iron out, “I’d be lost at sea if 
I didn’t have a program like OAAP to support me.”   
 

10.2 Apprentice Program Satisfaction  

Apprentices were highly satisfied with the OAAP program. Based on results from the exit questionnaire, 93% 
would “absolutely!” recommend OAAP, and 80% are “absolutely!” satisfied with the program. Participants 
highlighted the utility of the wraparound supports in helping them start their apprenticeships, as well as 
guidance in navigating the apprenticeship system.   
 
Exit questionnaire results show positive apprentice ratings of the overall program and its benefits. When 
asked if they would recommend OAAP to others, fourteen selected “absolutely!” while the remaining one 
selected “I don’t feel strongly about this.”  When asked about overall satisfaction with OAAP, twelve 8

respondents chose “absolutely!” and another two selected “a little bit,” while the remaining one chose “I don’t 
feel strongly about this.”   
 
Participants found the program beneficial to their development of trade skills. The exit questionnaire also 
asked, “is OAAP valuable and beneficial to your overall development of trade skills?” Only one person “didn’t 
feel strongly about this,” while another two answered “a little bit.” The bulk of apprentices, at 12 total, 
claimed they find OAAP “absolutely!” valuable and beneficial.   
 
Participants appreciated the guidance and information offered by program staff. In particular, 93% indicated 
satisfaction with the information and guidance from instructors and program staff.    9

 

8 Exit questionnaire response options to this question included: “not at all,” “not very much,” “I don’t feel strongly about this,” “a little 
bit,” and “absolutely!” 
9 Eleven selected “absolutely!”; three selected “a little bit,” and one chose “I don’t feel strongly about this.” 
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Participants were not dissatisfied with administrative supports. When specifically asked, “did OAAP program 
staff help with the completion of your registration and paperwork,” the questionnaire revealed that 67% (10 
respondents) said “absolutely!” Another 20% (3 respondents) claimed, “a little bit,” and the remaining 13% (2 
respondents)  checked “I don’t feel strongly about this.”   
 
Participants observed numerous aspects of the program that they think are going well. As a whole, they 
highlighted resume and interview help alongside guidance about how to be a successful apprentice as 
important parts of the program that are working well. Significantly, apprentices also appreciated the support 
offered in securing placements and ensuring a smooth start with on-the-job training. As one apprentice 
observes, this behind-the-scenes work really helps them focus on their training. “OAAP has been in constant 
communication with my employer since the beginning. There were things going on that I didn’t even know 
about, like the books being mailed out and everything being taken care of.”   
 
One participant said it the most succinctly: “I’d be lost at sea if I didn’t have a program like OAAP to support 
me.” This comment speaks to the often overwhelming challenges that apprentices face in Peel and Halton 
Region, which the OAAP program is working tirelessly to address.   
 

10.3 Challenges Experienced or Perceived  

Apprentices face a wide range of obstacles to pursuing their training in the local manufacturing sector. These 
challenges include finding a placement, language (English as additional language), bias against persons with a 
disability, financial concerns, and skills development. The two biggest worries for participants were money 
and getting competencies signed off. At the start of the program, participants were relatively more worried 
about money than getting competencies signed off; however, by the end of the study, participants were more 
concerned about competencies and a little less concerned about money.   
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Figure 4: Comparison of responses: What worries you the most about apprenticeship? 

 

In response to an intake questionnaire asking “what challenges have you faced in pursuing an 
apprenticeship?”, participants identified a wide range of challenges: 
 

● Language (English as additional language) 
● Completing OSSD 
● Companies appear to be looking for candidates that have lots of experience 
● Balancing income from current employment to try to maintain status quo, while also trying to find 

an actual year one apprenticeship 
● A lot of documentation 
● To combine all the knowledge and adapt in the real situation 
● Finding an employer seeking a first year apprentice or offering a decent wage 
● Finding an employer willing to take them on, and dealing with people’s biases/issues regarding their 

disability 
● Getting signed as an apprentice, which three participants cited as a challenge  
● A lot of postings are targeted toward 2+ term apprentices, and achieving that experience seems 

impossible to some participants 
● Finding an employer willing to take on a new apprentice 
● Without pre-training course, I have had no luck finding an apprenticeship  
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This list shows the range of challenges or worries on the apprentices’ minds. It is worth noting that three 
respondents claimed that the greatest challenge was simply getting signed as an apprentice, which underlines 
the need for a program like OAAP to support apprentices in navigating Ontario’s apprenticeship system. In 
addition, some apprentices worry about finding employers who are interested when they might not be like 
the average candidate, with barriers due to language or ability. These challenges underline the need for a 
program that offers or connects apprentices to relevant wraparound supports, such as English as a second 
language programming.   
 
Participants were generally most worried about money and getting their competencies signed off. Participant 
worries were measured at the beginning and end of the study, with five worries listed: money, childcare and 
other family responsibilities, transportation, getting competencies signed off, and getting enough 
information on the apprenticeship system. The intake revealed that 41.2% of apprentices are mostly 
concerned about money in OAAP, while this dropped to 31.3% for the exit questionnaire.   
 
Conversely, apprentice concern about getting competencies signed off increased during the program period; 
from 29.4% at intake to 37.5% at exit. This might be the case, because once apprentices are on the job and 
realize that trainers have less time for them than their instructors in school, anxieties might set in on getting 
the time with their trainers to sign off on competencies. Finally, anxieties over navigating the complex 
information about the apprenticeship system, and transportation, remained steady from one point to the 
next, each with 11.8% in the intake, and with and 12.5% in the exit. Finally, there was only a slight uptick in 
concern for childcare and other family responsibilities, with an increase from 5.9% to 6.3%. In one interview, 
an apprentice expressed concern about the availability of childcare while doing pre-apprenticeship training. 
This suggests there could be trouble with child care at later points, which could possibly affect their job.   
 
The range of challenges identified by apprentices points to the need for programming and relevant 
wraparound supports. For instance, worries about getting competencies signed off are addressed directly by 
the OAAP program, which aims to support apprentices in developing their skills through a shared 
apprenticeship model. We now turn to a discussion of apprentice satisfaction with these wraparound 
supports.   
   

10.4 Apprentice Satisfaction with Wraparound Supports 

Apprentices used all six supports offered by the OAAP program. The supports included: 
 

● Help with registering as an apprentice 
● Help to connect to apprenticeship opportunities 
● Help to understand the responsibilities of the trainer, sponsor and apprentice, MTCU, and OCoT 
● Administrative support and guidance through apprenticeship process 
● Support to help them develop their skilled trades skills through the shared apprenticeship model 
● Coaching on how to be successful in job searching and in the workplace 
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Apprentices were asked to rank the utility of these supports at the beginning and end of the study. All six 
supports were used a great deal, with 83% being utilized by more than 60% of the respondents.   
 
The anticipated utility of the six supports was measured at intake and then compared to actual utility at exit.  10

At the beginning of the program, apprentices identified the top two supports most likely to be beneficial as 
‘help with registering as an apprentice’ and ‘‘help to connect to apprenticeship opportunities.’ ‘Coaching on 
how to be successful in job searching and in the workplace’ was perceived as least significant.   
 

Table 3: Apprentices’ responses to question “What support offered by OAAP do you feel will benefit you 
most”, ranked from most (1) to least (6)   

Overall 

Ranking 

Support 

 

Rank 
Average 

Ranking

 
11

 1  2  3  4  5  6 

1  Help with registering as an apprentice  5  4  5  2  1  0  4.59 

2  Help to connect to apprenticeship opportunities  7  2  3  3  1  1  4.47 

3 
Help to understand the responsibilities of the trainer, 
sponsor and apprentice, MTCU and OCOT  1  6  3  1  2  4  3.47 

4 
Administrative support and guidance through 
apprenticeship process  1  3  4  3  4  2  3.29 

5 
Support to help me develop my skilled trades skills through 
the shared apprenticeship model  2  1  1  4  3  6  2.65 

6 
Coaching on how to be successful in job searching and in 
the workplace  1  1  1  4  6  4  2.53 

 

At the end of the program, participants were asked which supports they actually used in the program. In 
contrast to the anticipated ranking of coaching as least significant at intake, the majority of apprentices 
actually used this support (i.e., 86.67% or 13/15 respondents). The second top support identified at intake, 
help to connect to apprenticeship opportunities, was also used by the majority of respondents (i.e., 86.67% or 

10 They were asked differently, with the intake being forward-looking, asking “what supports offered by OAAP do you feel will 
benefit you most? Rank from most (1) to least (6).” The exit explored their actual use of the supports by asking “what supports offered 
by OAAP have you used?”   
11 The average ranking is calculated using this formula  (x1w1 + x2w2 + x3w3 ... xnwn) / Total responses count; where w= weight of 
ranked position, and x = response count for answer choice. Weights are applied in reverse. In other words, the respondent's most 
preferred choice (which they rank as #1) has the largest weight, and their least preferred choice (which they rank in the last position) 
has a weight of 1.  For example, in the main document Ranking question has 6 answer choices, weights are assigned as follows: 

● The #1 choice has a weight of 6 
● The #2 choice has a weight of 5 
● The #3 choice has a weight of 4 
● The #4 choice has a weight of 3 
● The #5 choice has a weight of 2 
● The #6 choice has a weight of 1 
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13/15 respondents). Interestingly, the support anticipated to be most used (“help with registering as an 
apprentice”) was only reported as used by 60% of respondents, perhaps suggesting that this support was no 
longer front-of-mind by this point in the program. Of course, Centre for Skills staff offered this support 
throughout the program.   

 

Figure 5: Exit: OAAP support actually used by apprentices in OAAP 

Support with skills development through the shared apprenticeship model was actually used more than 
participants anticipated upon entry to the program. Since this aspect of the program is significantly more 
complex than some of the other supports mentioned, we now turn to an in-depth discussion of skills 
development.   
   

10.5 On-the-job Skills Development  

Apprentices offered useful feedback on their experiences of on-the-job skills development. Of particular 
note, the vast majority of apprentices (i.e., 87%) said they were learning useful job-specific skills. This was 
independently confirmed by staff observations of apprentice learning on the job site. Third-party observers 
found that 75% of the apprentices were being assigned relevant work corresponding to the training 
standards. 
 
By the end of the study period, participants had started accumulating training hours.  At 33.3% or five 12

respondents, the majority of apprentices have completed “less than 100 hours.” Tied in second most 

12 The exit questionnaire asked, “how many apprenticeable hours have you completed?” 
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completed, “more than 100 but less than 300” and “more than 500 but less than 1000.” Again, tied, were 
“more than 300 but less than 500” and “more than 1000 but less than 1500.”   
 
Participants experienced some challenges transitioning from pre-apprenticeship to on-the-job training. 
Apprentices had to adjust their expectations to meet the demands of the job site. For instance, one 
participant said, “I expected the apprenticeship to be more like the pre-apprenticeship program, where you’re 
going through step one, then step two, and have time to go through all of them. Instead it’s just ‘here’s your 
machine, here’s your stuff, go at it.’” In other instances, apprentices understood this transition to the worksite 
as difficult because of the high expectations that employers had of their skills, experience, and 
pre-apprenticeship training. One interviewee expressed, “they [the employer] was under the impression that 
we had a lot more experience than we did.”   
 
Despite the general relevance of the assigned work for skills development, apprentices experienced some 
difficulty getting competencies signed off. One apprentice had this to say in an interview: “I can only work on 
20-30% of competencies at this employer.” Another apprentice stated, “I’ve repeatedly asked to sit down and 
go through my logbook . . . and it’s been pushed off and pushed off.”   
 
Skills development challenges underline the need for a more structured training plan, which was a key piece 
of feedback offered by participants. One apprentice said, “I’m not clear on how training competencies are to 
get signed off . . . I thought it would be more structured,” while another said, “A structured curriculum for 
apprentices would help. It would help for a consortia to make a list of companies that specialize in this [one 
thing], in order to learn these specific competencies.” In fact, this is the aim of the shared apprenticeship 
model: yes, an apprentice can only work on 20-30% at each employer, but other competencies can be met by 
sharing and moving between employers. With this, capacity is built at each employer, building a stronger 
workforce overall. Plus, apprentices own capacities increase by rotating between the employer's, and 
ultimately, what can’t be covered at one employer can be covered elsewhere.   
 
Apprentices were optimistic about the possibility of broadening their skills by working with multiple 
employers. However, at the time of writing, only one apprentice had rotated between employers in the 
consortium, so this dimension of the program is not evaluable. That said, formative feedback from 
apprentices indicates enthusiasm for this part of the program. One stated, “The idea with the consortia is 
good, of spreading people around. It’s useful because sharing between employers means gaining more well 
rounded training, not doing the same things over and over without learning how to do different aspects of 
the job.” Another apprentice described in brief: “The system makes sense, being able to move around. It’s 
great.”   
 

10.6 Generational Divide between Apprentices and Journeypersons 

There was a generational divide between the millennial learning styles of apprentices and the instructional 
style of trainers. Whereas apprentices felt they learned best by asking a lot of questions and being curious 
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about the materials and processes of their trade, trainers often had the expectation that apprentices simply 
get the job done without asking too many questions.   
 
Apprentices expressed a desire to understand not only how to do a task but also why it is being done. One 
said, “I learn by knowing ‘why’ something needs to be done, not just the ‘how,’ like earlier generations.” 
Echoing these sentiments, another apprentice commented, “we’re in an industry and trade where everyone is 
60+ and are a different generation. They don’t understand that what we want as 25-30 year olds is [to know] 
why are we doing this; how are we doing this? They don’t understand that we want thorough instruction and 
explanation of what’s happening, and why this is happening. They come from an era I believe that is kind of 
‘their way’ only. This [thorough instruction] helps us learn, makes us tick.”   
 
Apprentices perceived a tension between their learning style and the demands of workplace productivity. 
Although there is always a tension between productivity time and learning time in on-the-job training, 
apprentices perceived this tension from the perspective of their millennial learning style. One apprentice 
reflects: “I need to know so I don’t make mistakes, which cost money, But they see questions as taking too 
long, which also costs money. I think as a millenial, younger generation, we want to do things the right way. 
We want to be validated that we’re doing things the right way by going to them and asking questions, before 
completing the task.” 
 
Apprentices offered thoughtful advice for their peers on how to navigate the generational divide in 
workplace learning. Summarizing this feedback, apprentices underlined five tips for peers who are about to 
start their workplace training:   
 

● Ask questions 
● Take multiple interviews with employers 
● Know that getting placements/apprenticeships is a slow process 
● Foster a relationship with your apprenticeship trainer 
● Be confident 

 

10.7 Formative Apprentice Feedback on Program Design 

Apprentice feedback was gathered on mobility and employment for the purposes of informing the ongoing 
development of the OAAP. For instance, feedback on how far apprentices are prepared to travel to work is 
useful feedback for determining the appropriate rotation of apprentices between employers, as well as 
selecting future employer and apprentice participants. In the following, we detail apprentice feedback 
pertinent to their willingness to travel for work as well as change employers during on-the-job training.   
 

Apprentice Mobility  

Working on a variety of job sites and with a variety employers is built into the concept of OAAP and 
requires some level of comfort with travelling for work. From this perspective, we collected data on how 
apprentices get to work and the distances they are comfortable travelling.   
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Three quarters (i.e., 73%) of apprentices drove to work. Three apprentices borrowed a vehicle to get to 
work, one individual used Uber for work travel, and two apprentices took public transit. Two apprentices 
intended to bike, walk, or run to and from work; however, by the end of the pilot, no one had done so.   
 
We measured anticipated comfort for travel distance to work against actual travel during the pilot.  The 13

majority of apprentices (46.7%) only traveled 25 km or less to work during the pilot period. Another 40% are 
traveling 26-50 km, and the remaining 13.3% are commuting 51-100 km. However, apprentices were willing 
to travel much further, with the majority of apprentices (i.e., 64.7%) willing to travel 26-50 km. Another 
17.7% were willing to travel 51-100 km, and 11.8% were comfortable traveling only 25 km or less. This tells 
us that apprentices were open to traveling greater distances for employment, but in practice have so far had 
to travel less far than their maximum comfort distances; ultimately these first placements are close to home. 
In scheduling the rotation of apprentices to future work sites, consideration should be given to these comfort 
levels as well as the breakdown of mode of travel.   
 
Apprentice Feedback on Changing Employers  

Apprentices gave feedback on their considerations when considering a change of employers. Specifically, 
they were asked about reasons for changing employers in the past (i.e., prior to OAAP), as well as 
considerations for changing employers in the future.  Overall, the majority saw no change in employer 14

necessary.   
 
With respect to prior reasons for changing employers, developing more skills appears to be the biggest 
consideration, selected by five apprentices; followed by end of contract, which was selected by two 
participants. Top considerations for changing employers in the future include skills development, which was 
selected by seven apprentices, and seeking employers offering better benefits and opportunities, which was 
selected by three apprentices.   
 

10.8 Apprentice Recommendations for Program Improvement 

Apprentices saw the pilot as a success. When asked, “if you were in a position to change anything about the 
OAAP program, what would you change and why?” the majority simply stated they were content with the 
program or wouldn’t change anything. Those that did offer feedback suggested:   
 

● Ensuring that OAAP remains accessible, particularly with help from the OAAP Lead 
● Have apprenticeships start sooner  

13 As far as kilometres traveled to and from work, the questionnaires showed both an anticipated range, and then the actual. 
Apprentices were asked to select a single range, that they were either comfortable with, followed by the distance that were actually 
traveling. 
14 The specific phrasing of the questions and answers appear below:  

A. If you changed employers, what were your reasons for doing so? 
B. If you thought about changing employers, what were the things that made you consider this? 
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● A Facebook group for staff and students [apprentices]   
● More financial supports for tools   
● Meetings with graduated students who are apprentices, to learn from their experiences   
● More structure and timelines for apprentices to become apprentices   
● Better standards for apprenticeship trainers to adhere to, with competency signing off   
● Re-evaluate some hour requirements 
● Condensing the amount of time it takes to finish an apprenticeship  

 
The last four are beyond the scope of OAAP, as those issues are governed by MTCU (or generally at this 
level, with the proposed phase-out of OCoT). The first five are within the purview of OAAP, and generally 
these suggestions include: a membership-based social media presence and/or building capacity for 
pre-apprentices and apprentices to learn from each other; continued focus on accessibility; aiming to have 
apprenticeships begin nearer to the end of pre-apprenticeship; and increased financial supports for 
apprentice related materials. The topic of furthering wraparound supports will again arise in the 
Recommendations section of this report.   
 
Early evidence suggests the significance of wraparound supports in increasing apprentice confidence in 
completion. In interviews, the majority of apprentices expressed confidence in being able to complete their 
apprenticeships. Apprentice confidence in completion speaks to the value of the wraparound supports 
offered by OAAP. The supports offered by OAAP help to mitigate the potential of drop-off points or 
discontinuance for apprentices by: providing access to literacy and basic skills upgrading; offering practice 
exams and resources on test taking; offering support on how to advocate for accommodation needs; ensuring 
that appropriate paperwork is submitted; ensuring that safety training, first aid and CPR are completed; and 
ensuring that mailing addresses have been updated. While these supports are not specific to particular trades, 
they may potentially help with overall completions in industrial trades. Finally, although apprentice 
candidates sometimes had negative things to say about their experiences, five out of the six apprentices 
interviewed expressed confidence in completing their apprenticeships (the remaining one had phone trouble 
which resulted in cutting the interview short, before that question came up).   
 
A final success story to note, one OAAP apprentice is receiving the Ethel Gardiner Scholarship and Award. A 
$1500 value, the award recognizes the achievements of a graduate of a Halton District School Board high 
school, who is preparing for a career in a skilled trade with an identified labour market need in Halton. The 
winner must show leadership and have demonstrated academic and technical accomplishments.   
 

11. Employer Experiences 
Employer participants were either satisfied or very satisfied with their experience of the OAAP program.  15

The majority of these participants had previous experience training apprentices. Four out of five of the 

15 We had 100 percent response rate with employers, with the intake and exit questionnaires, and 80 percent participated in the 
phone interviews. 
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employers had hired apprentices in the past, and three of the five currently have apprentices. These 
employers valued the program and offered invaluable feedback to support its further development. In this 
section, we outline this employer point of view and respond to the following areas of inquiry: 
 

● Employer assessments of the overall quality of support received through OAAP;  
● Employer perspectives on the quality of OAAP apprentices; 
● Employer feedback on sharing apprentices;   
● Formative employer feedback to support program development. 

 
In reviewing data from the employer level of analysis, we found a lot of stakeholder satisfaction with key 
program components. In particular, all five employer participants expressed satisfaction with the following 
aspects of the program: 
 

● Quality of administrative support offered 
● Experience of recruiting apprentices through OAAP 
● Quality of the OAAP apprentices matched to their business 
● Satisfaction with the help provided by OAAP to access apprentice-based grants 
● OAAP pilot overall 

 
As a whole, employers saw the most benefit in supports related to recruiting apprentices through OAAP, 
accessing apprentice-based grants, and receiving quality administrative support. The relative significance of 
these supports showed fairly minor changes from the beginning to the end of the study period. Showing the 
significance of the recruitment benefits associated with joining OAAP, employer perceptions of the challenge 
of filling vacancies saw a modest improvement during the pilot period. Employers were also quite 
enthusiastic about the quality of pre-apprenticeship graduates matched to their businesses. Regarding the 
benefit of accessing job-ready pre-apprenticeship graduates, one employer commented that OAAP “[brings] 
more skilled employees and shows that the company believes in employee growth and development.” 
Lauding the administrative supports offered by the program, one employer stated: “OAAP has eased our 
workload tremendously. We can concentrate on training the apprentice.”   
 
In the following, we discuss some of the challenges employers voiced with the current apprenticeship system. 
This sets the stage for a review of the supports that employers have accessed through OAAP to navigate 
these challenges, as well as their perception of the relative benefit of each of these supports. Next, we look at 
the performance of OAAP in filling vacancies. Then, we review some of the formative feedback that 
employers have offered on the program, prior to summarizing overall employer perceptions. 
 

11.1 Challenges Experienced or Perceived  

Employers offered formative feedback about their experience with apprenticeship training in Ontario. The 
goal of this feedback was to identify the type and range of challenges that the OAAP program could address 
with relevant employer supports. On this note, employers noted the following key challenges:   
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● One employer expressed simply that finding people was the problem;  
● One employer said that MTCU paperwork and schooling delays caused the biggest issues; 
● Two of the five expressed frustration with poaching; 
● The fifth employer echoed previous answers, stating that OCoT and MTCU pose the main obstacles, 

followed by the general lack of communication skills possessed by apprentices today. 
 
Employers underlined worries about poaching. As one observed, “they [apprentices] often leave for other 
companies once they have their CoQ.” Navigating the apprenticeship system is another major recurring 
issue, with employers struggling with “lots of paperwork involved that is constantly changing.” In addition to 
the above concerns, employers also mentioned a lack of funding to invest in training. With respect to lack of 
communication skills, the “generation gap” also appears to be an issue for employers. One employer suggests 
that this younger generation fails to grasp the “harsh reality of the workplace . . . show up on time, show up 
every day, show up ready to work, show up focused, show up and demonstrate learned skills, show up and 
ask questions . . . show up!”   
 
OAAP aims to address employer challenges with a range of targeted supports. In particular, OAAP has 
built-in support to help with administrative tasks like paperwork, which one employer described as “involved 
and constantly changing.” The lack of money available within an SME to train and hire apprentices is further 
addressed by the grants made available to employers; the trick is first having to know about them, and taking 
the time to apply. OAAP directly addresses this issue by having administrative support available to employers 
to help them attain these grants. Most significantly, OAAP gives employers access to a pool of job ready 
pre-apprenticeship graduates who are ready for the workplace; that is, as long as they have some patience 
with millennial learning styles. And to support employer readiness to handle this “generation gap,” OAAP 
offered journeyperson mentoring workshops throughout the pilot period. In this context, we now turn to a 
discussion of employer satisfaction with these various supports.   
 

11.2 Employer Satisfaction with OAAP Supports 

Employers offered feedback on the business supports that they experienced the most benefit from during the 
pilot period. The five supports they were asked to evaluate included:  16

 
● Sharing apprentices to increase the skill level of my workforce; 
● Access to job-ready pre-apprenticeship graduates who are already registered in the apprenticeship 

system; 
● Administrative support and guidance through apprenticeship process; 
● Journeyperson support or training; 
● Support to connect to apprenticeship grants and incentives; 
● Other (i.e., employer was asked to list an aspect of the program they experienced as a benefit) 

16 Asked at roughly a month apart, “what supports offered by OAAP would benefit your business most?” offered five specific 
supports, with the option of selecting “other” if another offer would help.  
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Employers saw administrative support, help connecting to apprenticeship grants, and access to 
pre-apprenticeship graduates as the most beneficial business supports. Employer perceptions of these 
supports was measured at the beginning and at the end of the study period; however, there was little change 
in the relative significance of these supports during the study period. Generally the answers to the questions 
remained the same or altered only by a single response (20 percent). The only question to accompany a large 
jump in response, from 60 percent to 20 percent, is the first question, “sharing apprentices to increase the 
skill level of my workforce.” The intake questionnaire found that three of the five employers see this as 
beneficial, while the exit shows that two of these three no longer find this the most beneficial, leaving only a 
single employer to find sharing apprentices to increase skill level as beneficial to their business. This might 
reflect that employers have not previously seen this practice play out, where apprentices are actually shared 
via rotation between employers. All they can base their perceptions on are previous experience, where 
they’ve lost money and personnel when apprentices have left once trained, and possibilities outlined by 
OAAP, but these are left untested because of only being in the pilot phase.   
 
The chart below compares the intake and the exit questionnaire, making visual the the response percent for 
how each support offered by OAAP is valued. The blue columns show the intake responses, while the red 
columns show the exit responses. 
 

 

Figure 6: What supports offered by OAAP have benefitted your business most? 
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The responses for journeyperson training remained identical for each, while there was only a single answer 
variation for all other questions, besides apprentice sharing between employers to increase apprentice skills.   
 
Most employers shared that they did the paperwork relating to apprenticeship at their business. An employer 
who had been a part of OAAP for a month when interviewed said, “I love OAAP. The amount of paperwork 
removed from me really helps.” Another employer expressed that the reduced administrative burden 
provided by OAAP “is getting there. It will help eventually; the paperwork hasn’t happened yet. I think 
they’ve done well and can see the benefits to come.”   
 

11.3 Filling Vacancies 

OAAP has shown some potential in helping employers fill vacancies. In particular, employer perceptions of 
the challenge of filling apprentice vacancies was measured at the beginning and end of the study period. 
During this period, employers modestly downgraded their level of concern with vacancy challenges.  When 17

interviewed, one employer offered, “the extra funding [gained by the help of OAAP] makes it worthwhile, 
which then helps us to fill vacancies.” Another added, “Through Centre for Skills, we’re expanding and they 
have helped to fill ten positions since June.” 
 
The majority of employers (80%) felt that OAAP helped them access a more diverse workforce.    18

 
Employers were enthusiastic about gaining access to job-ready pre-apprenticeship graduates. In particular, 
employers were satisfied with the suitability of the graduates to their workplaces, the motivation of 
graduates, the diversity of candidates, and the fact that pre-apprenticeship graduates have some basic training 
completed. One employer stated that “OAAP is saving us months. People show up who have already decided 
what to do; they want to be here. It’s their positive and enthusiastic attitude.” In another interview, an 
employer commented: “OAAP apprentices show up with basic training and safety training already done; they 
can hit the ground running.”   
 
To inform the OAAP recruitment pipeline, employers were asked about the skills they want to see in 
pre-apprenticeship graduates matched to their business. They were asked to rank the following:   
 

● Experience: Hands-on experience which relates to the work my business does 
● Reliable; Prepared: Reliable; shows up on time and ready to work 
● Essential Skills: Strong essential skills   
● Pre-Apprenticeship Training: Completion of pre-apprenticeship training (theory and hands-on) 

17 With the options “not at all challenging,” “somewhat challenging,” “neutral,” “challenging,” and “extremely challenging,” the intake 
questionnaire showed that two of the employers were “neutral” to the challenge of filling positions. Another two employers indicated 
that it was “challenging,” while the remaining selected “extremely challenging.” This same employer continued to feel that filling 
vacancies was extremely challenging, indicating as such in the exit questionnaire. Movement was found, however, with three of the 
employers in the exit questionnaire, with one downgrading their concern from “neutral” to “somewhat challenging,” while the other 
two switched from “challenging” to “neutral,” illustrating positive movement in vacancy filling since joining OAAP.  
18  Employers were asked, “has OAAP helped by bringing you a wider range of diverse apprentices than you’ve previously had?” No 
one answered “no,” four of the employers said “yes,” while only one employer selected “maybe.”  
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● Shift Work: Ability to work a variety of shifts such as evenings or weekends 
● Keep Employment: Demonstrated ability to maintain employment 
● Vehicle and Travel: Access to a vehicle and ability to travel to job sites 
● References: Strong employment references 
● OSSD: Ontario Secondary School Diploma or equivalent 

 
Experience, reliability, and essential skills were ranked highest.  Experience that relates to an employer’s 19

specific business came out as number one, and linking to the interviews with employers, a particular theme 
on this issue arose: two of the five employers expressed that when people began working for their business 
without any specific experience, they wouldn’t know what the work was all about or what it entailed, and 
quite often, would quit the job early on. These two employers felt that people made better candidates when 
they’d had experience because they knew what they were getting into, and thus would stick around for 
longer. This particular type of experience was countered to pre-apprenticeship training because knowing 
about a particular type of work is deemed more important than that which is covered in this type of course. 
Finally, strong essential skills, and being ready to work and reliable, are seen as important because employers 
find the ability to communicate and understand are necessary for their line of work, while being reliable and 
ready makes apprentices valuable, and marks them as worth investing in.      20

 

 

19 The question “Employer Ranking of Apprentice Skills When Hired,” was rank-based, with the number 1 assigned to most 
important, and the number 9 assigned to least.  
20 Through Centre for Skills’ Literacy and Basic Skills Program, Doorways, apprentices have access to support and services to assist 
them in moving forward in their apprenticeship by building the literacy and essential skills required to be successful in their trade.   
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Figure 7: Employer ranking of apprentice skills when hired 

11.4 Formative Feedback on Shared Apprenticeship 

Employers identified both drawbacks and benefits of shared apprenticeship. The main drawback of rotating 
apprentices in a consortium of employers is the fear that the apprentice will ultimately chose a different 
workplace after receiving their certificate of qualification. As one employer states, “it’s a reality [sharing or 
rotating apprentices], but I’m worried anyhow. Once apprentices are fully trained, they might leave to work 
at another company that pays more.” Another employer recognized that Centre for Skills is working to 
address this fear of poaching in the design of OAAP, but remained worried about how it will play out. They 
asked, “How true will companies be to each other [in the consoria]? Will they steal good employees? Centre 
for Skills says that the pay will be even-ish at each company, so that shouldn’t be a problem, but I’m not sure. 
With apprentices seeing other environments, maybe they’ll want to go elsewhere.” In addition to fear of 
poaching, employers remained worried that the rotation of apprentices between employers would not allow 
them to train apprentices in their specific way of doing business. One employer bluntly states, “I’m on the 
fence about sharing apprentices. I like to train new apprentices ‘our way.’ There are two or three kinds of 
millwrights out there, and we want them trained our way. Rotating between employers is better for the 
apprentices, but it’s better for us as employers if they stick with us.”   
 
Employers also identified some benefits to rotating apprentices. These benefits include allowing the company 
to train more people (e.g., when the apprentice is doing in-school training), accommodating downtime, and 
gaining access to the knowledge the apprentice gains when they are working for another employer. “Shared 
apprenticeship in theory would allow us to train more people and we can have them work elsewhere when 
work is limited. They can come back when more work is available again, bringing back with them what was 
learned elsewhere.”   
 
Centre for Skills undertakes relationship-building between local stakeholders and businesses to allow for this 
kind of shared model. One employer commented that they’d been aware of Centre for Skills and taking on 
pre-apprenticeships from their other programming, indicating that the shared history is what made them 
interested in OAAP: “the already built relationship made this happen.” Another employer offered this 
comment: “We’ve been working with Centre for Skills for a while. They know us, and know who would be 
well suited to our company, so they match us up well.” 
 

11.5 Overall Employer Perceptions of OAAP 

Many of the employers recognize the value of OAAP in building local relationships and meeting industry 
needs for skilled labour. Speaking to the program overall, one employer stated that “models like OAAP help 
to keep business local and successful.” Another employer said that “it’s phenomenal that there’s finally a 
program that recognizes a need: a focus on the trades, with funding opportunities, to help grow businesses 
and workers together.”   
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12. Apprenticeship Trainer Experiences 
The OAAP program included coaching and mentoring workshops for participating trainers. Based on site 
observations of trainer interactions with apprentices in OAAP, there is clearly a need for this type of 
training. In particular, 63% of the observations found that trainers were prepared to teach, so there is 
certainly room for improvement. To address this issue, the program offered three workshops.   
 
Presented by one of the Employer Liaisons and an Apprenticeship Advisor, apprenticeship trainers were 
invited to attend one of three coaching and mentorship workshops. These sessions covered four areas: 1) 
Apprenticeship Knowledge: Process, Parties Involved, Laws and Responsibilities; 2) Dealing with Impending 
Skills Shortage, Gig Economy, and the New Millennials; 3) Role of the Mentor: Supervisor, Performance 
Management and Coaching; and 4) Teaching, Assessing, and Evaluating Skills in the Workplace.   
 
Trainers felt more proficient in apprentice mentoring after attending the mentoring workshop. Specifically, 
the training helped to increase the feeling of proficiency in training apprentices, among journeypersons, 
from 40 percent of the respondents in pre-training, to 80 percent once having completed the workshop.   
 
A final note on apprenticeship trainer experience: At this point in the pilot, if only with an employer for two 
to eight weeks, it’s challenging for an apprenticeship trainer to appraise what an apprentice has already 
learned, which makes it even more unlikely that any competencies would already be signed off; the signing of 
apprentices’ competencies will take time. However, communication about this to apprentices can sometimes 
be stronger, and this aspect is sometimes made more complicated because apprenticeship trainers might not 
have gone through the apprenticeship process themselves. For some, they trained on job sites and have no 
personal experience with the apprenticeship process themselves, which means they are learning how to train 
alongside the apprentice they are training. If in training, too, then the in-person job site visits become even 
more important, where the Employer Liaisons can offer coaching directly to the experience happening for 
the apprenticeship training.   
 

13. Lessons Learned: Perspectives from OAAP Staff 
 
The process of becoming a group sponsor involved significant organizational learning for Centre for Skills. 
With very few other practical examples in the province, Centre for Skills had to develop documents, respond 
as needed to diverse stakeholder requests, and consult with the local MTCU office. Although there are 
approximately 130 group sponsors in the province, these are predominantly jointly administered shared 
apprenticeship programs run by unions. In contrast, Centre for Skills aimed to become a group sponsor for 
the purpose of running an innovative third-party shared apprenticeship program. In the process, OAAP staff 
learned a great deal about what it takes to implement this type of program, which is shared in this section.   
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This section aims at describing the administrative expenses and the advantages or gains of running OAAP. 
Divided into four sections, program staff helped to review and evaluate the pilot in a meeting where we 
discussed the “lessons learned” in this process. Four key areas were identified: what’s working well; what we 
wished we’d have known; long-term objectives; and next steps.   
 
Focusing on positives first, a number of aspects that work well were identified. For starters, pre-apprentices 
are finding jobs with the help of OAAP staff, and employer relations are strong. Even though at this point 
only five employers have joined the consortia, a number of those who have not yet signed show interest. 
These interested employers align with those who did join in one respect: great communication is the result 
of the trusted, long-term relationships developed between Centre for Skills and these employers.   
 
Another positive aspect of employer relations is the feedback that not a single OAAP apprentice was hired 
simply because Centre for Skills suggested doing so. Instead, the employers expressed that the apprentices 
specifically suggested for their businesses were in fact correctly chosen by Centre for Skills staff. Employers 
have also stated satisfaction with the high degree of safety training and preparedness for job sites that OAAP 
apprentices possess. Help to access grants for employers who hire and train apprentices is an additional 
positive outcome that was strongly appreciated by employers. A success story comes from one particular 
employer, who is in the process of signing six apprentices, two of which were already employees prior to 
OAAP consortia development, and another four would join directly from the OAAP cohort. Assuming that 
all milestones are met, over $160,000 would be granted to the employer over the four year course of their 
apprenticeships through the provincially administered Graduated Apprenticeship Grant for Employers 
(GAGE), and the federally administered Apprenticeship Job Creation Tax Credit (AJCTC) . This employer 

21

is thrilled to have the help of OAAP to find and apply for these grants, which not only bring extra money 
into their business to train apprentices, but also give the business a handful of skilled and reliable employees.   
 
The intermediary communication that Centre for Skills provides between employers and apprentices is also 
working well. As a group sponsor, the Centre for Skills has successfully engaged each party prior to the point 
when issues might arise that could affect the employment relationship. For instance, by finding out if an 
employer or apprentice is not satisfied about some aspect of the other, and addressing the potential issue on 
behalf of the other party. With this, Centre for Skills now has a rhythm for implementing this model, and 
can easily build upon theses successes to address what could be better, and to ultimately provide an even 
more successful program. 
 
OAAP staff expressed a few ideas that they wish they had known. At the beginning, the thought was that 
employers would have to be convinced that SAM and OAAP were good ideas, thus assuming that great 
efforts would have to be made. While a tremendous amount of work and conversations did take place, the 
surprise was that all of the employers who have signed were eager and excited; knowing that this was 
possible would have potentially allowed OAAP staff to turn attention elsewhere, to areas that needed more 

21 In practice, the funding breakdown would be it might look like this: GAGE - $19,200 (x6); Apprenticeship 
Job Creation Tax Credit (AJCTC) ($2000/yr x4) $8000 (x6). 
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focus. For instance, the amount of time and effort it would take put together applications to gain group 
sponsorship for each trade individually, rather than going through a strictly one-time application process. 
This in turn made for an unexpected research outcome: that the cohort of possible OAAP apprentices was 
smaller than originally expected, since many pre-apprentices left OAAP to take apprenticeships elsewhere 
due to the time delay with processing group sponsor applications. Another element that took up more time 
than first allotted involved apprentice administration. The OAAP Lead gave the example of helping one 
apprentice candidate work towards getting their OSSD, which took seven hours over the course of the pilot, 
and included communications on searching for tracking down transcripts, providing writing tips, and 
regularly checking in to see this to completion. Though only one example, many such amounts of time were 
spent on numerous apprentice candidates.   
 
Next steps for program administration target a variety of identified issues include a variety of things 
discovered to make OAAP stronger. A key area is concerned with standardizing how training occurs with 
the apprenticeship trainers. For instance, following guidelines set out by MTCU, regimented check-in times 
could help to get apprentices’ competencies signed. To this end, another next step is to develop a list or 
database for which competencies can be developed and signed by at which employers. This would also couple 
the desire to further define the scheduling of apprentice rotations for OAAP, and considers appropriate 
timing for when apprentices move elsewhere and how long they stay with each employer.   
 
Another next step that focuses on apprentices involves utilizing the recommendations made in this report 
and other admin staff discoveries to refine the selection process of apprentice participants. To this end, a 
renewed focus on apprentice soft skills will occur, in part to address the generation divide findings of the 
pilot. OAAP program staff have determined a need to better communicate the value of academics and 
attendance, to make sure that apprentices are able to talk to employers so that potential problems can be 
isolated and resolved.   
 
A next step regarding apprenticeship trainers involves addressing the low attendance at training sessions. To 
this end, more one-on-one with Employer Liaisons will occur at job sites, to speak directly with 
apprenticeship trainers to address their specific questions and concerns, and to provide situation-specific 
coaching on apprentice mentorship. This circumvents the need for classroom style training (though this will 
still be provided). These coaching sessions also aim to overcome a challenge in the voluntary trades, where 
apprenticeship trainers might not have been formal apprentices themselves, who as a result may not have 
enough experience on how to train someone.   
   
Next steps with respect to employers involve three things:   

● Have standardized information to deliver to employers and apprentices about consortia 
○ Approach employers we know, who we already have a relationship with 
○ Develop strategies to bring in new employers (on strength of OAAP) 
○ Ask current employers talk to potential employers   

● Sign on other trades. Next: industrial electrical employers to join consortia   
● Spreadsheets of potential grants available to employers for each apprentice signed on  
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Addressing each of these will help to ensure the stability of the consortia, while also helping to increase the 
number of available apprenticeships in OAAP.  
 
Lastly, long-term objectives were discussed. On the program level, these specifically involve time and 
funding. Dedicated roles to help apprentices and employers are essential to the long-term continuance of 
OAAP. Each of the current staff who work on the program have additional roles outside of what they do for 
OAAP, meaning that they are constantly dividing their time and energy. Specifically, administrative role(s) to 
fill out paperwork, to follow up with MTCU when necessary, and to conduct job site visits are crucial.   
 

14. Recommendations  
Here is a list of the recommendations generated in the making of this report. Addressing items on this list 
would contribute to and ensure the continued development and strength of OAAP. These recommendations 
are stressed in no order of importance, and total 13.   
 

1. Individualized training plan for apprentices. In order to track apprentice competency 
development in relation to training standards, apprentices and OAAP staff suggested individualized 
training plans. Training plans would allow apprentices to track the competencies that they have 
signed off at each employer in the consortium. They would also allow apprentices to set short and 
long term goals for the specific skills they hope to learn and get signed off in the future (e.g., 6 
month and 1 year skills development goals). Finally, training plans would allow for the identification 
of specific learning challenges. At check in meetings with employer liaisons, training plans would 
provide a point of reference in discussions about how to address specific training challenges. For 
example, if trades math is a challenge, employer liaisons may discuss essential skills upgrading with 
the apprentice. If the apprentice is having difficulty gaining experience in a specific part of their 
trade, employer liaisons may be able to address this issue in conversation with the journeyperson and 
employer. Identifying these kinds of skills development challenges, as well as concrete steps and 
timelines to tackle them may help to mitigate any stress on both the apprentice and the 
apprenticeship trainer. This training plan would give apprentices a sense of their progression in 
relation to the training standards. Finally, in the long term, this could also potentially make less 
work for the Employer Liaisons since they’d have appropriate guidelines in place to check in on both 
the apprentice and the apprenticeship trainer. 
 

2. Management of OAAP according to SAM. With apprentices only rotating to other employers 
after at least a year with a single employer, apprentices have not yet changed employers. More effort 
is needed to define what this means for OAAP and how this rotation or sharing of apprentices will 
take place. To name only a few, specific attention should be paid to: eagerness of apprentice to 
switch employers, and why; job or work order instability at specific employers; and the timing and 
skills yet to be learned for the apprentices.   
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3. Ensure adequate time, resources, and personnel are available to address potential issues 

surrounding the ability to thoroughly provide certain wraparound supports. This 
recommendation comes as a result of the OAAP Lead and Employer Liaisons spending a surprising 
amount of time to ensure needs of apprentices or employers are met, where paperwork or other 
aspects are concerned (i.e., with educational assessments or unplanned meetings to have paperwork 
signed, for OAAP Lead and Employer Liaisons, respectively). Ultimately, with current OAAP staff 
dividing time between other projects at Centre for Skills, having the resources to hire dedicated 
personnel would bolster the program, to oversee administration, apprentice supports, and employer 
and apprenticeship trainer liaising.   
 

4. Refine selection of apprentices. The pilot featured a small cohort size of apprentices from a 
limited number of trade offerings at Centre for Skills. Further considerations might include: limiting 
signing apprentice candidates with poor attendance or soft skills that require improvement for 
success in the workplace.   
 

5. Refine selection of employers. Employers do need to benefit from OAAP, but they also have to be 
willing to contribute to the SAM model where possible and according to their business.   
 

6. Further ensure that apprenticeship trainers are prepared to train. By offering online training 
components and job site visits with Employer Liaisons to directly address any specific coaching 
concerns, overall training standards can increase for OAAP apprentices. 
 

7. Address the generation divide head-on. Apprentices need to be made better aware of employer 
and journeyperson expectations of communication skills, dedication to work, and attendance. 
Conversely, employers and journeypersons could offer better training overall if made more aware of 
millennial learning styles (that answering “why” questions ensure commitment and drive of the 
apprentices).   
 

8. Standardize information delivered to employers and apprentices about consortia. This 
concerns developing strategies to bring in new employers, in addition to how and when the 
information is delivered to potential apprentice candidates who are in school at Centre for Skills. 
This also entails having press material or advertisements for current employers to use when talking 
to other potential employers, or similarly with apprentice candidates.   
 

9. Spreadsheet of potential grants available to employers. Overall, having this spreadsheet would 
save time for the OAAP Lead when discussing the potentially available grants for employers who 
sign on apprentices.   
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10. Expand consortia with other trades. This recommendation is not essential to overall success of 
OAAP, but some areas could potentially broaden. For instance, by having the other possible trades 
offered by Centre for Skills join the group sponsorship offerings.   
 

11. Set up a Facebook group for OAAP staff, current students, and apprentices. Some sort of 
social media communication centre could potentially enable greater information delivery, between 
current Centre for Skills students and signed apprentices, and lessen the amount of effort and time 
spent for OAAP staff to deliver the information. This could also entail, or entirely be comprised of, 
setting up meeting(s) with graduated students who are apprentices, in order for current students to 
learn from the experiences of apprentices.   
 

12. More financial supports for tools. Apprentices and apprentice candidates have expressed a 
financial concern for spending money on necessary tools for the workplace. Although apprentices 
are eligible for the Loans for Tools Program, a provincially funded initiative that provides 
interest-free loans for the duration of their apprenticeship, apprentices may not always take 
advantage of the program.  
 

13. Further help transition Centre for Skills students to life as OAAP apprentices by making 

them more aware of the realities of the workplace. Many apprentices or apprenticeship 
candidates expressed that their pre-apprenticeship training at Centre for Skills was so good and 
thorough that, once they become apprentices, they felt lost. In part because employers and 
journeypersons sometimes communicate more succinctly and terseley, with less patience and 
dedicated time, many of the apprentices felt underprepared for the workplace. This might also help 
to further address the generation divide.   

 

15. Conclusion 
As illustrated earlier in this report, in the Trade-Specific Analysis section, the CoA and CoQ numbers for 
millwrights, machinist, and industrial electrical in the Peel and Halton regions are extremely low. Overall, 
these low certificates of apprenticeship and completion are worrying in light of the reliance in this region on 
the manufacturing sector, especially when coupled with the projected labour shortages in the coming years. 
Simultaneously, for a number of apprentices in the region who discontinued over the last few years, job 
instability was the main reason. In light of this, programs like OAAP are needed to encourage young people 
and those committed to changing careers in these trades. Further, though results are still emergent, OAAP 
offers a supportive experience and streamlined process that shows a great deal of potential, not only for 
apprentices and employers, but also for the region as a whole. 
 
Having completed the process of becoming a group sponsor for the designated trades, while time and 
resource consuming, OAAP is set up to run beyond the pilot. From administering a shared apprenticeship 
model, to the verification of trainers, the program runs near seamlessly from the perspectives of employers 
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and apprentices. While not without kinks to iron out, each party has expressed largely positive experiences 
and high satisfaction, as illustrated by the questionnaire results and interviews. And even though some 
employers have mixed feelings regarding a future with apprentice rotation–with some seeing this as a 
possible threat of losing good apprentices–others see the greater potential of and value in increasing the 
quality and skills of apprentices, which can comprehensively improve their own businesses overall. 
Promising findings were reported on program admin supports offered each to apprentices, apprentice 
trainers, and employers, speaking to the future prospects of the program to help to alleviate apprenticeship 
concerns for every one of the stakeholders. All considered, by implementing ways to address the generation 
divide, each party will continue to benefit from OAAP.  
 
Even though only in the pilot phase, and research and analysis are limited here, the program offers great 
potential for apprentices, employers, and the region. Other exciting possibilities exist in Centre for Skills 
continued commitment to and development of wraparound supports, with the particular future focus on 
addressing the needs of apprenticeship trainers in receiving tailored coaching at their own job sites or online. 
Moving forward, more time to run OAAP would allow us to see how retention rates and apprentice rotation 
play out, and would contribute to available information on the experiences of employers, apprentices, 
journeypersons, and additionally, OAAP staff. All considered, with the abundance of positive employer and 
apprentice feedback on supports and the program overall, OAAP appears ready for growth and expansion.   
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Trade-Specific Analysis: Provincial and Regional Trends  

This trade-specific analysis offers some supplementary context and analysis of the trades targeted in the 
OAAP pilot. The analysis is based on administrative data provided by the Ministry of Training, Colleges, and 
Universities for the 2015-2018 period. This administrative data includes reported registrations, distributed 
Certificates of Qualification (CoQ), and Certificates of Apprenticeship (CoA). We are able to review trends 
in reported registrations, which includes both newly registered apprentices and re-registrations (i.e., 
apprentices who have changed employers and signed a new training agreement). We also review trends in 
the distribution of certificates, and compare provincial with regional trends in the targeted trades.   

Taken together, machinists have the lowest CoA and CoQ of the trades in this pilot. Less than 10 people 
received either their CoA or CoQ as general machinists in the Peel and Halton regions in each of the last 
three years. With only 21 receiving their CoA and 22 their CoQ since 2015, this starkly contrasts with those 
of millwrights in Peel and Halton in the last three years: 56 CoAs and 137 CoQs. Industrial  electricians 
received 34 CoAs and 109 CoQs between 2015-2018.   
 

General Machinists  

We now turn to an analysis of registration and completion trends for the specific machinist trade targeted in 
this pilot, called General Machinist (429A). During the 2015-2018 period, 1521 apprentices were registered 
as General Machinists in Ontario, while 72 of them were from the Peel and Halton region (See Table A1). 
However, at the provincial level, the number of reported registrations has declined in each consecutive year 
since 2015. At the regional level, the number of reported registrations has been fluctuating, but the growth 
rate decreased by 20% in 2018.   
 
Table A1: State of New Registrations, CoAs, and CoQs in General Machinist by Provincial and Regional 
Level – 2015-16 to 2017-18 

Year 

  

Total Registrations by 

Location 

Total Certificates of 

Apprenticeship by 

Location 

Total Certificates of 

Qualification by 

Location 

Ontario 
Peel and 
Halton  Ontario 

Peel and 
Halton  Ontario 

Peel and 
Halton 

2015-2018  1521  72  325  21  265  22 

2015-2016  558  30  103  8  97  8 
2016-2017  492  18  127  5  94  5 
2017-2018  471  24  95  8  74  9 

Growth Rate  

(2015 - 2018) 

-16%  -20%  -8%  0%  -24%  -13% 

Source: MTCU Database - OCWI 

 
In Ontario, CoQs distributed to General Machinists are continuously declining (See Figure A1). In Peel and 
Halton region, the distribution of CoQs is comparatively better than the Ontario-wide trend. However, the 
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overall numbers are extremely low, with less than 10 people receiving either CoAs or CoQs in the Peel and 
Halton Region in each of the last three years.   
 

 

Figure A1: Reported Registrations in General Machinists in Ontario 

 

Industrial Mechanic Millwright 

The specific millwright trade targeted in this pilot is Industrial Mechanic Millwright (433A). In the periods 
2015-16 and 2017-18, 2720 apprentices were either newly registered or re-registered in the Industrial 
Mechanic Millwrights trade in Ontario (See Table A2), and 7% of registrants were from the Peel and Halton 
region.  It is apparent that reported registrations in Ontario have been fluctuating in this trade over the last 
three years, but the number of registrants increased in 2017-2018 with a 9% growth rate, when compared 
with the number of registrants in 2015-2016.   
 
Table A2: State of New Registrations, CoAs, and CoQs in Industrial Mechanic Millwright 
by Provincial and Regional Level – 2015-16 to 2017-18 

Year 

Total Registrations of 

Apprentices by 

Location 

Total Certificates of 

Apprenticeship by 

Location 

Total Certificates of 

Qualification by 

Location 

 
Ontario 

Peel and 
Halton  Ontario 

Peel and 
Halton  Ontario 

Peel and 
Halton 

2015-2018  2720  191  1104  56  1436  137 

2015-2016  919  45  346  15  535  58 
2016-2017  803  65  357  22  420  37 
2017-2018  998  81  401  19  481  42 

Growth rate  

(2015 – 2018) 

9%  80%  16%  27%  -10%  -28% 
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At the regional level, total registrations have been continuously increasing in the Industrial Mechanic 
Millwright trade since 2015-16 (See Figure A2).  In 2017-2018, the numbers of reported registrants in this 
trade were almost double the number of apprentices registered in 2015-2016. 
 

 

Figure A2: Total reported registrations in Industrial Mechanic Millwright in Peel and Halton region - 2015 to 2018 

 
Since 2015, the number of distributed CoAs have slowly increased each year with 16% growth rate 
province-wide (See Table A2). However, the number of CoQs granted to journeyperson candidates in the 
Industrial Mechanic Millwrights trade are showing a fluctuating trend over last three years.   
 
The distribution of CoAs and CoQs has been fluctuating at the regional level for the past three years in this 
trade (See Figure A3). There was a slight increase in the distribution of CoAs in 2017-2018 relative to 
2015-2016 in the region; however, there was an overall decline in the number of CoQs distributed to 
journeyperson candidates in this time period. It is interesting to note that in last two years, the number of 
CoQs have declined with a -28% growth rate in Peel and Halton. 
 

 

Figure A3: Certificates distribution in Industrial Mechanic Millwright in Peel and Halton region (2015-16 to 2017-18) 
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Industrial Electrician 

Regional Trends in Apprenticeship Registration and Completion   
During 2015-18 period, 1212 apprentices were reported registered in the Industrial Electrician trade in 
Ontario, and 6% of them (i.e., 73 apprentices) were from the Peel and Halton region (See Table A3). 
Reported registrations in the Industrial Electrician trade at both provincial and regional level were 
fluctuating over last three years.  In comparison to 2015-16, the number of reported registrations in Ontario 
and Peel/Halton have grown in 2017-2018 by an 18% and 41% growth rate respectively (See Table A3).   
 
Table A3: State of New Registrations, CoAs, and CoQs in Industrial Electricians 
by Provincial and Regional Level – 2015-16 to 2017-18 

Year 

Total New 

Registrations of 

Apprentices by 

Location 

Total Certificates of 

Apprenticeship by 

Location 

Total Certificates of 

Qualification by 

Location 

Ontario 
Peel and 
Halton  Ontario 

Peel and 
Halton  Ontario 

Peel and 
Halton 

2015-2018  1212  73  482  34  715  109 

2015-2016  383  22  152  12  275  50 
2016-2017  377  20  134  6  232  29 
2017-2018  452  31  196  16  208  30 

Growth rate  

(2015 – 2018) 

18%  41%  29%  33%  -24%  -40% 

 
The distribution of certificates in this trade has been declining or fluctuating over the last three years at 
provincial level. As illustrated in Figure A4, we can observe a continuous decline in the distribution of CoQ 
in the Industrial Electrician trade. During this period, there has been some fluctuation in the distribution of 
CoAs. In comparison to the low number of CoAs distributed to Industrial Electricians in 2016-2017, we see a 
modest increase in 2017-2018. 
 

 

Figure A4: Certificates distribution in Industrial Electrician in Ontario 
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At the regional level, the numbers of both certificates, CoA and CoQ, granted to registered apprentices and 
journeypersons candidates were fluctuating over last three years (See Figure A5).  In 2017-2018, we see a 
modest improvement in the distribution of certificates’ to Industrial electrician apprentices in comparison to 
2016-2017.  However, the actual numbers of distributed CoAs and CoQs in the Industrial Electrician trade in 
Peel and Halton region are extremely low. In the 2015-2016 period, we see a -40% growth rate in the 
distribution of CoQs to Industrial Electricians in the region. 
 

 
Figure A5: Certificates distribution in Industrial Electrician in Peel and Halton Region - 2015-16 to 2017-18 

 

Ontario Adult Apprenticeship Program: Appendix A  // 5 
 



centreforskills.ca

MORE INFORMATION:

Journeypersons and Apprentice 
Trainers currently planning to 
provide training

WHO SHOULD ATTEND:

oaap@thecentre.on.ca

905.333.3499 x331

We want to put a focus on supporting our 
mentors and industry employers to help 
strengthen workplace skills training and build 
towards a sustainable workforce for today and 
tomorrow. 

Upon successful completion of this workshop, 
participants will receive a certificate of 
participation, as well as demonstrate the ability 
to apply strategies to assist with learning and 
teaching skills in the workplace.

Teaching and learning in the workplace is part of EVERY job. 

Please contact

JOURNEYPERSON AND
APPRENTICESHIP TRAINER:
COACHING AND MENTORING WORKSHOP 



centreforskills.caOntarioApprenticeship.ca

ONTARIO ADULT APPRENTICESHIP PROGRAM (OAAP) WILL:

Do you find it difficult to navigate through the apprenticeship maze 
and find qualified tradespeople?

Streamline the apprenticeship 
process and reduce 
administrative burden
Help your business access 
apprenticeship grants and 
incentives
Connect you with the right 
tradespeople

Interested in taking on new apprentices?

Enhance the mentorship 
and coaching skills of your 
Journeypersons and Trainers
Improve the skill level and 
quality of apprentices moving 
into the workforce
Act as a Group Sponsor for 
eligible apprentices

LEARN MORE ABOUT THIS FREE PROGRAM

ONTARIO ADULT  
APPRENTICESHIP PROGRAM

1.888.315.5521OAAP@centreforskills.ca 905.333.3499 x331
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ONTARIO ADULT APPRENTICESHIP PROGRAM 
Journeyperson and Apprenticeship Trainer: 

 
 

COACHING AND MENTORING WORKSHOP OVERVIEW 
 
Description

 
 
Teaching and learning in the workplace is a part of EVERY job.  A focus on mentoring involves working with 
journeypersons, experienced tradespersons, and industry employers in order to build a sustainable workforce for 
today, and tomorrow. Since the majority of apprenticeship training happens on the job, it makes sense to provide 
supports to help strengthen workplace skills training.  Workplace mentoring involves everyone: The new workers, the 
experienced workers, and the employers who provide the work ALL share the responsibility for making the most of 
workplace skills training. 
 
 
Workshop Outcome 

 
 
Upon successful completion of the Mentoring Workshop, the participant will have demonstrated the ability to apply 
strategies to assist with learning skills in the workplace and the ability to apply strategies to assist in teaching skills in 
the workplace.   
 
 
Learning Outcomes 

 
 

 Identify and explain strategies for learning workplace skills  

 Demonstrate strategies to assist in learning skills in the workplace 

 Identify and explain strategies for teaching workplace skills  

 Demonstrate strategies to assist in teaching skills in the workplace 
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Objectives and Content
 

 
How people learn new skills 
 

1. Describe the importance of your own learning experiences  

2. Identify the partners involved in apprenticeship 

3. Describe the shared responsibilities for workplace learning  

4. Determine your own learning preferences and explain how these relate to learning new skills 

5. Describe the importance of different types of skills in the workplace 

6. Describe the importance of essential skills in the trade 

7. Identify different ways of learning  

8. Identify your learning preferences 

9. Identify different learning needs and strategies to meet learning needs  

10. Identify techniques for effective communication  

11. Identify strategies to assist in learning a skill 

 
How people teach new skills 
 

1. Describe the impact of your own experiences in teaching skills 

2. Identify the different roles played by a workplace mentor 

3. Describe the six-step approach to teaching skill and review design process 

4. Describe considerations for demonstrating a skill  competently 

5. Identify types of skill practice 

6. Describe considerations in setting up opportunities for skill practice 

7. Identify techniques for giving effective feedback 

8. How to work within the law  

9. Explain how to adjust a lesson to different situations 

10. Discuss how to deal with millennials 
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Time Activities Notes 

As people 
arrive Arrival:  Getting Started Greet and have them fill out questionnaire 

15 min. 
(0-15) Introductions 

Activity: Group Introductions 
Each participant introduces themselves along with 
something about their connection to the 
trade.  What do you hope to get out of today's 
session?  

25 min 
(15-40) 

Apprenticeship Knowledge - Process, Parties 
Involved, Laws and Responsibilities 

Do a round table of how apprenticeship works so 
everyone has the same knowledge - 
Employer/Sponsor/Journeyperson/Apprentice 
MAESD, College of Trades, etc 
 
Look at legislation - College of Trades and 
Apprenticeship Act, Occupational Health and 
Safety Act, Employment Standards Act - discuss 
issues 

15 min. 
(40-55) 

Dealing with Impending Skills shortage and the 
new “Millennials” 

Discuss - Older workforce, retirement of skilled 
boomers and pressures on business to train from 
within to replace.  
How is the younger generation different and what 
makes them tick? How to keep them at the 
company?  
 

40 min. 
(55-95) 

Focus - What is mentoring and what qualities make 
for a good mentor? How to communicate 
effectively and Performance Management 

Discuss - How does mentoring affect my role as 
a journeyperson. 
Activity: Qualities of a Mentor - brainstorm and 
then reflect 
Activity: Brainstorm the Benefits of Workplace 
Mentoring 
Discuss - Role and responsibility of being a 
supervisor. How Performance Management and 
Coaching theory play a role in mentoring/training 
an apprentice. 
Brainstorm:  How does this change how you go 
about your job? 

10 min 
(95-105) BREAK 
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15 min. 
(105-120) Essential Skills in your trades Look at essential skills charts for individual trades 

and discuss their importance 

25 min. 
(120-145) 

Learning Skills in the Workplace and how they 
affect the job. 

Where Am I Now? - My Learning Style - Do a 
quiz to tell your learning style. (Visual, Auditory, 
Tactile, Kinesthetic) 
Activity: Learning Strategies - Case studies on 
different learning types   

50 min.  
(145-195) 

TEACHING, ASSESSING AND EVALUATING 
SKILLS IN THE WORKPLACE - Design Process 
(look at CAP charts) 

Discussion on apprenticeship CAP charts and 
how the design process works    

10 min. 
(195-205) 

Focus: Bringing it all together 
“How can I use this?”  
 

Homework: MENTORING APPLICATION - 
Practicing in the Workplace.   Forms that you 
will complete on the job and submit back to your 
facilitator two weeks after the workshop, after 
having had the chance to make conscious 
practice 

5 min. 
(205-210) Wrap up Hand out an exit survey - How did we do? 
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ONTARIO ADULT APPRENTICESHIP PROGRAM 
Apprenticeship Hosting Checklist 

 

Company:  Contact Person: 

Date of Visit:  Employer Liaison: 
 

The main objective of this checklist is to make a diagnosis of the readiness of company to welcome apprentices. This tool can 
be used to facilitate apprenticeship and to support companies and evaluate their readiness to host apprentices. 

Employer Expectations Yes No Next Steps (If applicable) 

Signed an Apprentice before (or within the past 5 years)?    

Aware of how apprenticeship works and the application process    

Aware of how to decide if an employee is qualified to train an apprentice    

Is there a qualified employee presently to mentor / train the apprentice?    

Roles & Responsibilities of all parties  
(Sponsor, Employer, Apprentice, Journeyperson/Trainer, Ministry, College of Trades)    

Aware of financial benefits to taking on an apprentice and how to access them    

Aware of the legal framework / legislation / regulatory bodies ie MAESD & 
College of Trades    

Aware of who to contact with issues that might come up throughout the 
apprenticeship    

Safety plan in place for the apprentice and all safety training done before 
beginning job?    

Plan in place to make the apprentice aware of the company, ministry 
expectations?    

Comfortable with the Apprenticeship Training Standards book (expectations, 
how to fill it out, etc.)    

Aware of how to assess & evaluation training standard competencies    

Understand that the apprentice will get regular visits from someone at The 
Centre?    

 

Employer:   Employer Liaison:   Date:  
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Additional Comments 
 

 



The opinions expressed in this report do not 
necessarily reflect those of the Government of 
Canada or the Government of Ontario.
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