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EXECUTIVE SUMMARY

Career development and employment services consume significant financial resources from various

f SPSta 2F FI20SNYYSyGz HFFSOU OAGAT SyaQ tA@Sa Ay LI
emotional invement of thousands of practitioners meeting fateface with clients in need, and foster

incalculable and considerable economic, health and socialbeelg benefits (Jarvis, 2012; Redekopp,

2009). Given the cost and significance of these services, onklexpect they would be accompanied

by rigorous measurement, standardized metrics for performance and outputs, and large data sets that

could be compared country to country, province to province and region to region. This is not the case,
however.

Elements of evaluation exist, of course, but at a level that is extremely crude. As a country, we measure
whether clients become employed or not (and sometimes how long that takes) and, often, the nature of
the employment (e.g., fulime or parttime). Wemeasure very little, however, about fundamental
concerns such as the quality of employment (does it fit with the person? will they stick with it? is it
suited to their skill set?), the means by which the client went from being unemployed to employed
(whatinterventions work? how does sdiilp differ from practitionethelp?), the context in which the

client is seeking a change (is training available near them? is work readily available?) or the living
context the client carries with them as they walk ir tthoor of the employment office (how hopeful are
they? what needs do they have? what barriers are in their way?).

Our lack of measurement on the above indicators in consistent ways means that we cannot empirically
connect how these indicators affect eaather in a meaningful manner. We do not know, for example,

to what degree employment services help individuals find work or enter training that fits with their skills
or personal visions, to what degree seeing a client five times is different than sediegtawice, to

what degree clients are likely to succeed in work or education if they feel higafBetfcy versus low
seltefficacy or high optimism versus high pessimism.

An overly dramatic metaphor may help illustrate the context for this studggine traffic safety experts

0SAY3 ofS G2 62N)] 66AGK 2yfte& ONHzZRS YSIadaNBay C2NJ
ONl} aKT¢ F2NJ OSKAOfS GeLlSsz aoAadé yR aavYlrtftTe F2NI
2dz0 O2 YSATYRREYZ KRS tKaé o LYF3IAYS y2 YSIadaNBa T2NJ
nuances regarding speed and rate of deceleration when braking, no accounting for context such as

weather conditions, and no differentiating between heavy trucks, lightksy cars and motorcycles. This

is roughly the situation the career development and employment field is in, albeit in a less exaggerated

way.

This study is an effort to address both issues raised above: consistent measures, and connections

between what thgg measure. The first aim of the study was to use, develop or adapt measures that

could be used as common indicators for key inputs (e.g., client characteristics; employment

opportunities; employment needs), processes (e.g., the kinds of services prothideglorking alliance
0SG6SSY LN} OUGAGAZ2YSNI YR Ot ASyGo FyR 2dz2i02YSa 6So
skills and qualifications; the adequacy of the standard of living afforded by the employment). The

second aim was to make as many coctiens as possible between the inputs, processes and outcomes
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that were measured (e.g., labour market outcome achieved and employment need; level of services
provided and labour market outcome; specific kind of service and degree of change knowledg#l and s
acquired to support work search).

Two research partners, New Brunswick P8stondary Education, Training & Labour (PETL) and
Saskatchewan Abilities Council (SAC) provided a total of 48 practitioners in 11 offices for the study. They
collected dataon 401 clients over an 8 week period, with 1 week for intake, 6 weeks for the

intervention, and 1 week for the exit.

The study placed significant emphasis on measures andatdizcting processes. Goss Gilroy Inc.

provided datagathering technology (ARMB)Y R Odza Gi2 YAT SR AG G2 YSSi GKS a
system, tentatively named-Namelt, collected and stored all the data for the study. It is a tfsendly,
comprehensive, technically sophisticated system, available in both official languages, and is

accompanied by telephone support and security for all client information.

¢CKS a02YY2y AYRAOIFIG2NRE dzaASR Ay GKS &dddzReé 4SNB as
maker input, the enhanced evaluation framework of the Canadian Research Workimg @
EvidenceBased Practice in Career Development (CRWG), and a literature review. The study tracked

these elements and sought connections between them.
Some of the key findings include:

B A number of inputs regarding the client can be readily eelidbly measured, including
Employability Dimension need (i.e., Job Readiness, Career Dddiomg, Skill Enhancement,
Work Search, Job Maintenance), personal attributes (e.g-estdem, sekefficacy),
responsibility, support systems, as well as thore typical input measures such as level of
education.

B Practitioner and client perceptions of the above inputs and changes in them over the
intervention are generally correlated, but practitioners take a much more conservative view of
change than clierst

B A combined working alliance/client engagement measure was a far better predictor of
employment success than intervention hours (but much more work is needed on exploring the
relationship between intervention hours and outcomes).

B Working alliance/clienengagement predicts learning outcomes.

B Clients and practitioners overwhelming reported high levels of working alliance/client
engagement. This positive assessment was so consistent that it prevented a number of
statistical analyses having the range theyded in order to show effects.

B Personal attributes can be a predictor of employment success, but more work is needed to
determine the conditions for this.

B Personal attributes improve over avieek intervention.

B Learning occurs over avdeek intervention.

E dients who obtain employment do so almost exclusively within 50 km of their residence, and
about threequarters find work that is rated as consistent with their skills/qualifications,
consistent with goals and preferred employment and végtaries consisint with
skill/qualificationlevels{ I f  NB A& NI} GSR & | RSljdzr &S FT2NJ G§KSA
50% of the time.
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To summarize, this study has produced indicators, and measures for these indicators, that are applicable
toawiderangeofseity 3a oA GK RAGSNBRS Of ASydStSo LG KFa faz
indicators, such as skill enhancement needs and personal attribute needs and outcomes such as

SYLX 28YSydT GLINROS&aa¢ AYRAOI (2 NA poduickmes such@ NJ Ay 3
SYLX 28YSY(dGdT YR RAFFSNBYUGAFIGSR a2dzi02YSé¢ AYyRAOL G
learning increases, personal attributes improve).

N

2

c

Of particular importance to the researchers is that the study has shown a patlowvagasuring client
progressn a meaningful way. Much more research is needed to connect the many dots at play, but the
study provides a line of sight to the ability to connect interventions with changes in skills, knowledge
and personal attributes, and twonnect these changes with successful labour market outcomes.

The study was not without its limitations, described thoroughly in the body of the report. These
fAYAGFOGA2yaz: a ¢Sttt a a2vyS 2F GKS aidkarcha FTAYRA
guestions are abundant and promising. Among the highest priorities are:

B Repeat the study giving a minimum of a three month service period with a six month-fgilow
so that tracking of change over time can more accurately inform the capacity afata
gathering tool to gather change data;
B Develop the indices that were not able to be developed for this project, add them to the model
and test them. These include most importantly:
+ The employment opportunity index that can give a needed perspeotiwehat is

realistic to expect with respect to outcomes in divergent labour markets.
+ The client employability index including the labour market attachment variable that may
provide a framework for establishing service parameters to be expected and planned.
+ Detailed data on the processeshe actual services providednot only the what but
the goals, content, duration and expected outcomeso that the critical Process
component of the model can be substantiated.
+ Build the processes on what the field of praetialready has determined is working and
working well.

Addressing these issues as a next step would provide a very solid evidence base for career and
employment service and could result in identifying the components needed to strengthen what is now
workingand change or eliminate what is not working.
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Common Indicators: Transforming the Culture of
Evaluation in Career Development and Employment
Services

INTRODUCTION AND BRGROUND

Policy makers and funders want to justify decisions about delivery models and funding of career
development services with trustworthy evidence of the actual benefits to individuals, communities and
economies. The career development and employment industtgrgely publically funded, and

providing robust evidence is a pressing priority.

Providing such evidence is highly complex. Policy makers are most interested in economic outcomes,
including sustainable employment and letegm savings to benefit pragms, both of which require

costly and operationally difficult research. Acquiring immediate employment and/or gaining access to
training or education programs are generally accepted as proxies for trugdomgeconomic impact

but, indeed, these are préas only. Immediate employment is not necessarily sustainable or quality
employment; admission to training and education programs is a very poor predictor of successful
completion. However, in the absence of more trustworthy evidence, policy makers uaddadily rely

on what is readily measurable and carries high face validity. Further, there are few standard data
collection procedures that permit tracking and comparison of the factors that affect the outcomes
derived from employment services. There arsoairtually no standard assessment procedures that
permit linking employment and economic outcomes to the services received by clients.

Career practitioners, as evidenced in a Career Development Services Evidence Base State of Practice
Review (CRWG, 2004eported ongoing frustration at having to provide limited numerical data on
service outcomes that they believed did not capture important elements of the services received.
Practitioners recognized the importance of a strong evidence base and indigdliagness to engage

to make the field stronger but lamented the absence of alternative methods of data collection and
analysis.

The need to address both evaluation perspectives,-bestefit for policy makers and funders and an
approach to data collectivand to evaluation that recognizes that client needs vary and services and
outcomes must be expected to vary as a result, was the genesis for the formation of the Canadian
Research Working Group for Evidence Based Practice in Career Development (CRYWEhEM@RWG
brings together expert researchers from both Francophone and Anglophone Canadian universities with
a mandate to strengthen the evidendxase for career development practice with an emphasis on
informing policy.

The CRWG adopted a variation@simple Inpuf Proces#y Outcome framework. The framework has
been used extensively to evaluate career development interventions, but it also is appropriate in other
types of settings including counselling, mental health, physical health, educatiortfEhaman

services settings (Hiebert & Charles, 2008; Hiebert, Domene, & Buchanan, in press). The framework is
described briefly below:
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B  Outcomes = Indicators of client chang®utcomes includéearning outcomegi.e., the
knowledge and skills that cliené&quire),personal attribute outcomege.g., changes in
intrapersonal factors such as increased motivation, optimism, sense of control over self) and
employabilityoutcomeso A @S d3x G KS OKFIy3ISa Ay | OftASyidQa AT
learning and personal attribute outcomes including changes in employment status, educational
status, training completion, community involvement, financial independence). These outcomes
speak to the needs of engsers, service providers/ practitioners and poligyvelopers in
Canada.

B Processes Activities that link to outcomesProcesses refer to what service providers actually
do to achieve the outcomes that clients seek, i.e., the services, programs, skills they offer to
assist clients to achieve their desir outcomes. Some processes may be generic whereas others
may vary across delivery settings and client populations served.

B |nputs =Resources needed to perform the activities required to achieve the outcomes.
Possible resources include: human resourcesrber of staff, their level of training, type of
training), funding, service guidelines and agency mandate, facilities, infrastructure and
community resources. Availability of resources may not be consistent across agencies, which
affects the capacity tdeliver processes and achieve outcomes.

This framework was validated over the past several years in two ldegarresearch studies funded by
HRSDQMeeting Workplace Skills Needs: The Career Development Contriputiancrwggdrc.cd

(CRWG, 2010); arithelmpact of Labour Market Information (LMI) on Career Decision Making
(www.crwgaqdrc.ca Hiebert, B. et al., 2011All field trials showethe framework to be useful in helping

provide a link between the services that clients receive and the results obtained, provided concrete

evidence of significant and positive impacts of all three programs omestlém, sekefficacy, and
capacitytosdtY I yIF 38 2y SQa OF NBSNJ FdzidzNBod Ly (GKS OFasS 27
in employment of over 40% over the course of the study as well as an increase of 50% in the number of
clients who reported that their job was a good fit with theirrpenal career vision.

Two limitations of these research reports were that the:

B interventions were part of timdimited and controlled formal research studies and not
integrated into everyday practice by all services providers in participating agencies and

B datagathering instruments used in the research were questionnaires that were tied to the
interventions under investigation and thus were not intended to be used by all practitioners
with all clients.

This projecttitedt / 2 YY 2y LYy RA OF (it KHtire of BNGluatioFig CaNedr wind

9 YL 2@ YSy iaddfesSediboth@&tieese limitations. In partnership with the provinces of
Saskatchewan and New Brunswick (and, in a different report, Québec), this research project developed,
tested and implemasted, in a number of career development and employment services field test sites,
with regular clientele and in everyday service practice, a data management tool that continued to
capture data currently gathered and added new qualitative and quantitatite deemed important

and held in common across delivery agencies but not currently gathered.
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DEVELOPMENT OF THETA GATHERING TOOL

ENHANCED FRAMEWORK

The datagathering toolwas developed from June to December, 2012 building from the original
CRWG framework and an elaborated framework developed in 2011 by a select number of career
development researchers including members of the CRWG and provincial employment services
operations and evaluation staff from New Brunswick and Saskatchewan.

The enhanced elements focused on the needs and goals of clients and included (See Figure 1):
Inputs (Resources available):

B Structure of opportunity. With reference to the labour market, ndtaportunity
structures are equal. The chances of a successful work search differ dramatically in a large
urban setting with a very low unemployment rate and substantial job growth, a small
urban setting with a single large employer that is downsizingaralremote community
with an underground economy, high unemployment rates and very limited employment
opportunities. Similarly, the structures of educational andgnpding opportunity are not
equal nor are the structures of and access to community supgsach as transportation,
childcare and life skills training.

B Client employment potential. Client context factors (e.g., cultural heritage, race, significant
others, target group membership etc.) provide potential sources of support but also
potential barriers that need to be addressed. Multiple factors can enhance or detract from
I Ot ASyidQa SYLX28YSyid LRGSYGAIFIf X AyOfdRAYy3D f
attachment, work experience, physical and mental health and/or disability.

N

Processes (Actiigs that link to outcomes or deliverables):

B Goal setting and clarificatiorit is assumed that goal setting has occurred before
proceeding to intervention, but it is important that this be tracked and made explicit as a
step in the service deliveryprogesp / t ASy i1aQ 321 ta OKIFy3aS IyR NB
intervention process; these changes need to be clarified and recorded.

Outcomes (Indicators of Client Change):

B Fit, location anagstandardof living Related to quality of labour market outcomes are fit
(alignment with interests, competencies and vision), location (work or training in own
community or region versus having to relocate) and standard of lizeagcomparing
income to cost of living);

YTheont AyS (22t -Mamal (yih YFR2RNJGH KS LIdzZNL2 8838 2F GKS NBASH NDKd
technology but the content is unique to the research. Naming the tool was presented to all research
partners as a challenge for their creativity. Severahes have been suggested but none yet selected.
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B Personalttributes. Related to employability, goal aelvement and labour market
outcomes are individual attributes including selhnagement; selésteem; weHbeing;
seltefficacy; and seldwareness.

Progress Indicators:

B Progress indicatorare incremental outcomes linked to each employability dimensiah an

to personal attributes that demonstrate positive change and movement toward the
desired goal/outcome. The most common model for the delivery of employment services
to adults is the Employability Dimensions model, the components of which are included in
the CRWG framework as follows:

+ Job Readiness/Psemployability

+ Career Exploration and Decisibtaking

+ Skills Enhancement

+ Job Search

+ Job Maintenance/Growth

B There are obviously many knowledge, skill and attitude components included in each of
these dimensionand clients will vary with respect to the conditions needed to move
toward selfsufficiency. Different clients in different contexts may need other supports in
order to move forward. In addition, how much progress is required by a client in order to
be sdf-sufficient, sustain ongoing change and progress independently will be widely
divergent. However, there are indicators of progress within each dimension that may be
useful to track. More subtle, but also very important, are indicators of progress or
improvement in personal attributes.

Figure 1: CRWG Intervention Planning and Evaluation Framework

ACTIVITIES THAT LINK TO
R A e OUTCOMES OR DELIVERABLES
Context: Structure of Opportunity
e Generic interventions
Context: Client employment potential g a $ Wordng slance, microadlle, ot
o F * Goal Setting and Clarification
Specific interventions
Staff: Number of staff, level of « Career Decision Making
training, type of training *  Work-specific skills enhancement
Funding: Budget ¥ * Work search
Service guidelines * Job maintenance
Facilities * Career-related personal development
Infrastructure * Other
Community resources Programs
* Work Search
* Work Readiness
* Training
* Upgrading
External Referral

INDICATORS OF CLIENT CHANGE

. Learning outcomes
* Changes in knowledge and skills linked to the program or intervention used
* Progress Indicators End Result Indicators
. Personal attribute outcomes
* Changes in intrapersonal variables e.g., attitudes, self-esteem, motivation, etc.
* Progress Indicators End Result Indicators
. Labour Market Outcomes
* Changes in the client’s life (employment, employment equivalency, training, education)
* Quality of changes in the client's life
o Degree of fit with skills and qualifications
o Degree of fit with vision
o Adequacy of current/projected Standard of Living
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LITERATURE REVIEW

This enhanced framework provided the parameters for the literature review on the use of
common indicators and on existing indices @awitlence for the impact of specific indices on
outcomes. The literature review was led by Dr. Guylaine MichidniersitéLaval, and lead
researcher in the Québec study. A Literature Review Syntisegigilablén Supplement 3. The
following is a synops of the literature review results highlighting the variables that were

identified as having impact on client change and counselling outcomes. These were subsequently

validated in a series of focus groups held in participating provinces.

Table 1. Literatwe Review of Indicators: Synopsis

INDICATORS OF CLIENT
CHANGE

SERVICES CONTRIBUTING
CLIENT CHANGE

INFLUENCES IMPACTING (
CAPACITY FOR CHANGE

Client Personal Qualities

Generic Interventions

Practitioner Influences

Psychological Characteristics
(e.g.self-confidence, self
knowledge, selfawareness, self
esteem, adaptability, anxiety,
stress, motivation, client
independence)

Attitudes:

(e.g. engagement, attitude about
the future and about work,
optimism)

Commitment:

(e.g. commitment to training,
commitment to goal and action
plan, participation in learning)

Working Alliance:

(e.g. agreement on goals,
agreement on tasks, relationship
of mutual trust and respect)

Coaching and Follovwup:

(e.g. completing needs
assessment, smoothness of
process, clarityof expectations,
focusing on tasks)

Identification of Social Supports

Skills and Knowledge:

(e.g. information giving skills,
assessment skills, counselling
skills)

Practitioner Accessibility:

(e.g. perceived availability,
frequency of contact)

Practitioner Qualities:

(e.g. trust, credibility,
involvement, sensitivity,
responsibility, professional
conduct, vigilance to
understanding client
experience)

Practitioner Support:

Client Learning

Specific Practitioner and/or
Program Interventions

Senice Influences

Information:

(e.g. access to information,
understanding the link between
work and society or the
economy, education or labour
market, using information
effectively

Knowledge:

(e.g. knowledge of environment,
knowledge of possible choices
and opportunities, knowledge of

Career Decision Making:

(e.g. ability to make a decision,
identification of options and
strategies)

Work Search:

(e.g. assistance with transition
to work, learning job seeking
methods, employment
preparation, job seeking)

Skills Enhancement:

Accessibility to programs and
services:

Tools/Equipment:

(e.g.computer assistance,
notebooks and written exercise,
self-administered inventories)
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INDICATORS OF CLIENT
CHANGE

SERVICES CONTRIBUTING
CLIENT CHANGE

INFLUENCES IMPACTING (
CAPACITY FOR CHANGE

vocations, knowledge of labour
market and current trends)

(e.g. training and upgrading
selection, education choices

Job Maintenance:

(e.g. functioning effectively in
role)

CareerRelated Personal
Development:

(e.g. clarification of values,
congruence between interests
and aptitudes, exploration of
potential, client personal
exploration, accessing support
systems

Client Skills:

Community Influences:

Communication:

(e.g. capacity for
communication, capacity for
teamwork, positive and effective
interaction with others)

SelfAssessment

DecisionMaking

(e.g. improved decisioamaking
skills, importance of career
choice, progress in relation to
career choice decisions, greater
decision certainty)

ProblemSolving:

(e.g. diminishing barriers to
employment and integrating
into the labour market, family
related obstacles)

Equitable access to community
resources

Employment opportunities in
own community

Situation and Community:

Client Influences:

Employment:

(e.g. getting a job, participating
in continuous learning that
contributes to achievement of
work -life goals

Employment Fit:

(e.g. fit between employment
and education, training and

interests, fit between

Educational level
Employment History
Labour Market Attachment

Language and Literacy
competency

n RESEARCH REPO



INDICATORS OF CLIENT| SERVICES CONTRIBUTING INFLUENCES IMPACTING (
CHANGE CLIENT CHANGE CAPACITY FOR CHANGE

employment and vision of Attitud e to employment
wanted employment)

Satisfaction:

(e.g. satisfaction with training
environment, satisfection with
work environment, job
satisfaction, subjective
satisfaction)

Economic Characteristics:

(e.g. financial independence,
standard of living)

PRACTITIONER & MANEBR FOCUS GROUP SBSISI

Four halfday focus group sessions were held with a total of 41 practitioners (two in New
Brunswick and two in Saskatchewan) and two-dalf focus groups were held with a total of 14
managers (one in New Brunswick and one in Saskatchewan). The practitiong group tasks
were to:

B identify and come to agreement on a select number of common indicators based on
outcomes currently tracked and reported by career service providers in diverse career and
employment services settings as well as outcomes naeodly being tracked and
reported but considered important outcomes of services;

B gather input to be used in designing the several indices to be included in the data
gathering system (i.e., Opportunity Structure; Client Employability Index; Standard of
Living; Quality of Work) as well as the drdpwn menus to capture process and the
indicators of progress;

B compare practitioner derived common indicators with those identified in the literature
review and incorporatany deemed missing and important for ingion in the tool design.

The senior manager focus groups had the same tasks as those of the practitioners but also to:

B identify which of the common indicators would be accepted as legitimate in terms of
evidence of the outcomes of quality career andm@ayment services.

The focus group process was as follows:

identify common indicators believed to be relevant to their work;

group these indicators into common themes;

compare the derived indicators with the indicators emerging from the literature review
finalize a list of indicators; and

vote on the most significant indicators to be included in théliae tool.
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The full focus group report is available in Supplement 1.

The researchers subsequently combined the focus group results with the CRWG fraraed/ork
the findings of the literature review to determine indicators to measure and, in some cases, ways
to measure the indicators. There were several instances in which the researchers needed to
compare different language usage and decide the underlyingtogct of interest. For example,
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The final input, process and outcome indicators and measures fiedd tested with a select

number of practitioners in both participating provinces and revised in accordance with their
feedback.

The final input, process and outcome indicators and measures are described in the sections
following the description of th ontline system.

ONLINE TOOLS

With the aim of being as practical and applicable as possible to the real workings of employment
centres, all the measures used in the study were designed to be part of the case management
process and were delivered throughe Accountability and Resource Management System
(ARMS). Goss Gilroy Inc. (GGI) led the development and implementation of the online tools in
ARMS.

A webbased online case management and reporting system, ARMS is designed for use by
organizations delivergnemployment programs and services. It is designed to support the
development of action plans and the tracking of interventions. Whereas ARMS did not include
most elements within the Elaborated CRWG Framework at the beginning of the study, the
Employabiliy Dimensions were included in the system as essential seteibeery organizing
frameworks for the participating provinces.

ARMS is a secure internet wlsed data collection and reporting solution. The system is hosted

in a dedicated Microsoft Serv@003 environment using the IIS 6.0 web server and Microsoft SQL

Server database platform. On the network side, security is provided through the use of firewall

and multiple network layers (DMZ, data zone, & internal LAN) to segregate access. All data are

encrypted via SSL using the HTTPS protocol. At the application level, multiple security features

(password controls, inactivity timeout, lockout, etc.) prevent unauthorized access. To mitigate

potential loss of data, all data are backed up daily and statexdsecure offsite premises. All

lwa{ &dzLIR2 NI aidl¥FF KIFI@FS @GFrt AR aSOdaNARGe Of SINI yOS
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RESEARCH QUESTIONS

The research questions addressed in this study are:

1. What comnon indicators are applicable across different client contexts, different client
groups, different agencies, and different interventions?

2. What statements about service effectiveness can be made by tracking common indicators
of inputs, processes and outcos2zIf numbers permit, it will be possible to aggregate
RFGF G2 060S3Ay (2 | RRNBaa GKS dzZ GAYF(GS ljdzSadaz
O2y (i SEGA& LINRBRdzZOS 6KI(G 1AYyRa 2F 2dzid2YSaKké

METHOD

RESEARCH PARTNERSRESEARCHERS/PRAGINHRS

New Brunswick Posfecondary Education, Training & Labour (PETL) and the Saskatchewan
Abilities Council (SAC) agreed to participate in the research study. The study was especially
fortunate to have these offices that serve different populations. PETL practitioners work in
provincial government offices and clients are mainstream clients, many of whom aregdi

and do not have significant barriers to employment. PETL services are typically relatively short
term. SAC offices are part of a nprofit organization supported bghe provincial government,

working primarily with individuals with disabilities and one or more significant barriers to
employment. SAC services are typically ftargn. This diversity in work settings, service delivery
models and client profiles affordealvaluable opportunity to test out the online tool in highly

diverse settings. It provided a pool of clients with a wide range of challenges. Although we cannot
be confident that the client sample was representative of the entire population of career and
employment services clients across Canada, this diversity provided a good sampling of individuals
who are members of an aboriginal group and persons with a disability. It allowed us to test the
online data gathering tool with a heterogeneous populatio am test the workability and

robustness of the system across different client groups and in different service settings. Since our
objective was to test the system across settings, most of the data for the two provinces were
merged for the study analyses.

Managers in both provinces assisted in disseminating information about the study and actively
supported the participation of their practitioner staff in its implementation. All practitioners were
volunteers in the study.

The offices were located &sllows:
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New Brunswick Saskatchewan
Campbellton/Bathurst Moose Jaw
Dieppe Regina
Fredericton Saskatoon
Miramichi Swift Current
Moncton Yorkton

Péninsuleacadienne

Practitioners and their managers were oriented to the study and its requirements witliane
orientation sessions. These sessions were held in Fredericton, Moncton, Bathurst, Saskatoon and
Regina in early January, 2013 and attended by 50 practitionerd2nthnagers. A comprehensive
Common Indicators Researbtanual 6ee Supplement 2) was prepared and distributed in the
workshops. The Research Manual also includes a paper copy of the complate biNamec|t
data-gathering tool (pp.29/6).

Prior to theorientation sessions, practitioners were sent a paper copy-bfathelt, the data
gathering prototype developed for the research project. They were asked to review the tool in
advance of the orientation and to come prepared with any concerns or quegtiegshad.

The objectives of the orientation sessions were for practitioners to:

B be clear about the purpose of the research and their roles;

B understand the Input/Process/Outcome framework eNamelt;

B review all research protocols contained in the Comniradicators Research Manual and
provided to each participant; and

B practice navigating the oline version of tNamelt with prepared case studies under
guided supervision.

Practitioners were given their password for theNamelt system and connected to the800 line
for technical support. Protocols were established for weekly conference calls with managers to
identify and troubleshoot any difficulties being encountered with the online tool and/or with any
of the research protocols. A total of 32 practitgrs from New Brunswick and a total of 16
practitioners from Saskatchewan participated in the study.

PARTICIPANTS/CLIENTS

There were no client criteria for being invited to participate in the research study. The intent of

the study was to use the datgathering tool in regular service settings with all clients seeking
services. Clients were identified as new or existing clients and, if existing clients, how much service
already received was recorded. The duration of the study included the assessmeiakat(iweek

1) and assessment at exit (week 8) based on having received six weeks of service. In New
Brunswick, 27% of clients were existing clients and 73% new; in Saskatchewan, 46% were existing
and 54% new. This difference was expected as clientedbilities Council offices tend to be on
active caseloads for extended periods of time.

RESEARCH REPC




In both provinces, clients met with a career development and employment practitioner (who we
NEFSNI G2 KSNBAY Fa GKS aLINI Ol A itwa gr&Mibner ¢ K 2
discretion to invite the client into the research before or after completing the comprehensive
assessment to determine the Employability Dimensions with which the client needed help.
LYGAGSR Of ASyta ¢SNB (2tR 2F GKS aiddReQay

02 Y L)X

B requirements (to carry on with their work with the practitioner, and to complete a consent
form, initial demographic survey and final survey);

B purpose (to understand how to serve clients better by capturing more information than is
typically done);

B duration (6weeks after intake plus a week for the exit survey);

B option to exit the study at any point (knowing the honorarium would be forfeited); and

®  honorarium ($20).

The suggested invitation script is provided in Supplement 2 (pR120Clients who agreed sighe
a consent form (Supplement 2, pp.-23).

There were 81 New Brunswick and356 Saskatchewan clients for a total dfZclients who started

the study. 137 o7 6% of New Brunswick clients completed the exit survey and 158%rd
Saskatchewan clients mmpleted the exit survey study for a total sample of 291 clients. Both
provinces have confirmed that a range of2®% is standard for nereturn clients. Many clients

come for information only, to verify eligibility and/or to get incorsepport cheques. ®y are not
actively seeking services. Given that practitioners were instructed to offer participation in the study
to all clients, it is not surprising that the incomplete rate remained wititijust abovehe expected
range.

Various client characteristics are provided in the following tatlese that not all clients provided
complete information, resulting in totals less than 417 in the following tables.

GenderWhere New Brunswick clients were almost evenly balanced ind@figender (47% male;
53% female), Saskatchewan had a slightly higher male (61%)/female (39%) ratio (see Table xx).

Table xx.Gender Frequencies by Province
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Gender
Province
Female
New Brunswick 82 91 173
(47%) (53%)
Saskatchewan 139 90 229
(61%) (39%)
Total 221 181 402
(55%) (45%)




Cultural EthnicityMany clients did not report on cultural ethnicity. At least 18% of all clients
identified as Aboriginal, and 4% identified as visible minority or immigrant.

Table xx CulturalEthnicity Frequencies by Province

Note: Percentages are not relevant in this table and have been omitted.

Aboriginal Visible Total
Minority /
Immigrant
NB 10
SK 66 14 80
Total 73 17 90

Age Over half (60%) of clients who reported their age were 34 years old or yo(segiTable xx).
The age distributions for each province were very similar.

Table xx Age Freqguencies by Province

Province
XHp 2534

NB 45 42 30 47 164
(27%) | (26%) | (18%) | (29%)

SK 82 62 32 52 228
(36%) | (27%) | (14%) | (23%)

Total 127 104 62 99 392
(32%) | (26%) | (16%) | (25%)

Months Unemployed in the Last 5 Yeafsible differences in employment history can be seen in
Table xx. Whereas 41% of NB clients weremployed foronly the previous 6 months, only 20%
of SK clients were80% of the SK clients had been unemployed for more than 6 modtlg 9%

of NB clients had been unemployed for-8d months, but 38% of SK clients had been.

Table xx MonthsUnemployed in the Last 5 Years by Province
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Months Unemployed

Province
13-24 25-36 Y&
NB 53 23 25 15 12 128
(41%) (18%) (20%) (12%) (9%)
SK 45 28 33 30 83 219
(20%) (13%) (15%) (14%) (38%)
Total 98 51 58 45 95 347

Education Levébkee Table xx). Almost thregiarters of the clients (71%) obtained high school
equivalence or les3.his means that only 29% of clients had education beyond high school. In
Saskatchewan, an even smaller percentage (20%) of clients had education begtosdtdol.

About onethird (35%) of NB clients reported an education beyond high school.

Table xxEducation Level Frequencies by Province

Some PosSec, University Degree

High School GED

Less than HS

Province il
Diploma/Trade
Certificate
NB 45 (26%) 69 (39%) 49 (28%) 12 (7%)
SK 78 (34%) 96 (42%) 42 (18%) 13(6%)
Totals 123(30%) 165(41%) 91 (23%) 25 (6%)

Number of Jobs in the Past 5 Ye&fery few clients (5%) had not worked in the last 5 y¢ses

Table xx).

Table xx.Number of Jobs in the Past 5 Years by Province

Province

NB
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SK 6 | 42 | 51 | 50 | 63 222
7%) | (19%) | (23%) | (220%) | (48%)

Total 19 | 89 | 91 | 93 | 9 387
(5%) | (23%) | (24%) | (24%) | (24%)

Current Work Statugzpproximately 4 out of 5 clients were not working at intdkee Table xx).

Table xx Current Work Statugy Province

Current Work Status
Province
Not working Part time Full Time
NB 140(81%) 21(12%) 12 (7%) 173
SK 187(83%) 29(13%) 10(4%) 226
Total 327(82%) 50(12%) 22 (6%) 399

CitizenshipAll participants were Canadian citizens or permanent residents of Canada.

Disability The provinces differed considerably in terms of clients reporting a disability. The
majority (55%) of SK clients reported having a disability whereas few (5%) NB cli€eeedidble
XX).

Table xx. Disability Frequenciéy Province

Disability
Province
Yes
NB 165(95%) 8 (5%) 173
SK 100(45%) 122 (55%) 222
Total 265(67%) 130(33%) 395

Exploratory analyses were conductea these data to ascertain relationships between client inputs
and intervention outcomes. These analyses areraported here because there were very few
significant findings of relationship, likely because of the short duration between intake and exit.
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MEASURES

DAGSY GKFG GKA& Aa | addzRe 2F AYRAOI -Mdn> (KAA

describing how the indicators were selected for the study, the remainder of this section describes
measures categorized by the CWRG evaluation framework: igguitecesses, outcomes. The
measures are listed below to provide the reader an advance orgdoize/hat is to follow:

Input Measures

Employment Opportunity Structure
Practitioner Profile
Client Employment Potential
Client Employability Need

+ Practitioner Measure

+ Client Measure
Client Personal Attributes

+ Practitioner Measure

+ Client Measure

Procesdeasures

Services/Interventions
Working Alliance
+ Practitioner Measure

+ Client Measure

ClientEngagement
+ Practitioner Measure

+ Client Measure

B Client Attribution of Change

«+ Practitioner Measure
+ Client Measure

Outcome Measures
B  Employment
B Training/Education (ovWaitlisted)
B Quality of Change

+ Fit with Skills/Qualifications
+ Fit with Vision
+ Proximity to Residence

INPUT MEASURES

EMPLOYMENT OPPORTUNISTRUCTURE

Managers in each participating office were asked to complete profiles of the employment, training
and support opportunities available and accessible in their communities. It was recognized that
the profiles provided would be manager perspectives of oppatyustructure and not Statistics
Canada data. For the purposes of the research, it was also thought that how local management
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and staff perceive opportunities for clients in all likelihood has a strong influence on how clients
are informed about and pegive their own opportunities. Management in all participating offices
provided information on:

B current unemployment rates,

numbers of upskilling institutions (i.e., universities, colleges, upgrading institutions,
vocational colleges, sheterm training @urses) accessible to clients,

ratings of adequacy of upskillimgpportunitiesrelative to the client demand,

community resources available (affordable child care, public transit),

ratings of adequacy of community resources relative to client need ancéddpand
perceptions of employment opportunities for clients with divergent education and skill
levels as well as perceived quality of employment opportunities (adequate standard of
living, basic benefits).

The data provided considerable detail and a good snapshot of local opportunity (see Appendix B
for examples).This data was entered into the-Namelt system for each participating office
(Catchment Area Description) so it was possible to look at cliaptayment and training

outcomes in the context of perceived opportunities. Unfortunately, an insufficient number of sites
and clients prevented this information from being used to explore and identify patterns between
opportunity structures and labour maek outcomes in this study. However, theNamelt system

is now built to record this information so that future studies with more sites and more clients in
each site can connect this information with client outcomes.

PRACTITIONER PROFILE

A key input to areer development and employment services is the practitioner. The full set of
guestions regarding information collected on the practitioners is available in Supplement #2, pp.
31-32. The core information included:

age

location

gender

years of experience

percentage of work time devoted to working directly with the public
means by which they learned career development skills and knowledge
training/education/qualifications

workload (average number of clients per day or per week)

membership in a professionassociation

This set of data was not used in the final analysis because of insufficient numbers. However, the
fields for collecting these data are now part cNameilt.

CLIENT EMPLOYMENTTE®ITIAL

A considerable amount is known from the literature abougr characteristics that contribute to
employment success. These were confirmed, as well as added to, in the focus groups and these
comprised the client employment potential profile as follows:

B gender
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age
cultural/ethnic background (optional)
location
education level
employment history (type of work; duration)
employment status
current relationship to work
+ | want to be employed and | am looking for work

+ | want to pursue a training/ education program to improve my qualifications
+ | am not employed and Ina not looking for work because:
A | am a student
A | am retired
A | am a stayat-home parent
A Other (please specify)
+ | am temporarily laid off but am expecting to be called back
+ | am underemployed (I want to be working more hours at the same type of job)
+ | am uneéremployed (I am qualified to do more skilled, better paid work)

B previous relationship to work
| have never been employed

| have had some jobs for short periods (weeks or months) at a time
| have had fairly steady employment in the past
If employed, do yowonsider your job to be:
A consistent with your skills and qualifications
A consistent with your vision of your preferred employment
If employed, do you consider your salary to be:
A consistent with your skills and qualifications
A adequate for your cost diving needs

B other relevant factors
citizenship/residency

English/French proficiency speaking/writing
health problems
support systems (family, friends, financial)
parental status

A child care status
+ disability

¢ 44 é
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A series of Additional Life Circumstance vadaliSupplement 2, p. 42) were added to the U

Namelt system for completion by the practitioner if relevant to the life circumstances of the

client. These variables included, among others, a need for improved housing, support in following
medical protocolsnd reduction of destructive behaviour. These variables affecting employability
were raised in the Saskatchewan Abilities Council focus groups and reflect the diversity and
complexity of significant proportions of their client caseloads. As noted edHeediversity in

service delivery settings and in client profiles provided the opportunity to test the robustness and
relevance of the dat@athering system in real service settings.
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CLIENT EMPLOYABILNEEDS

Patsula (1992) described four need areasl@nts who access employment services.

B Career exploration and decisiamaking (determining personal purpose in relationship to
the world of work),
B {{Aff SyKFIyOSYSyl O0RS@St2LIAyYy3a 02YLISGESYyOASa yS§
B Job search (deploying stegjies for finding suitable work), and
B Job/work maintenance (managing oneself in the work environment to create work
stability).
. 2NHBSY oO6mdpdpp0 FRRSR da2206 NBI-dmplgySodit skillsrd G KA a £ A&
resources needed to even bedhtinking about or acting on the other employability dimensions
(e.g.,dealing with addictions, managing mental illness). This addition resulted in 5 employability
dimensions that have since been widely used by the federal government and numerous provincial
governments as a framework for the assessment of client needs. These five dimensions were
chosen to frame needs in this study because of their pervasiveness throughout the Canadian
context, their use in other recent studies.g.,Hiebert et al. (2011)gnd the face validity they
K2fR Ay OFLIidz2NAy3d O2NB ySSRaod !y a20KSNE OF{dS32N
challenges clients might face, such as housing, transportation, personal responsibility and support
systems. These challenges emeatgery strongly from the focus groups held with practitioners in
Saskatchewan.

Client needs were measured by practitioners and clients. Descriptions of these measures are
provided in the following sections.

PRACTITIONERIEASURE

Practitioners completedubjective assessments of client employability need in the intake
AYGSNBASsd ¢KSasS OftAyAOlOlrt FraasSaavySyda ¢SNBE ol asSR
clients and their knowledge of labour market/career development requirements. Although

practitioners were provided with an overview of the 5 employability dimensions as well as the

G! RRAGAZ2YLFE [AFTS / ANDdzrail yoSaé¢ OFGS3I2NE RdzNAy3
in terms of assessing client need.

The complete checklists used pyactitioners are available in Supplement 2 (pp-8%. Each
OKSO(1ftAald a1SR GKS LINYOGAGA2YSNI G2 NrdS AGSya
0KS NXaLkRyasS aSid O2YLINRAaAAYy3I ayz2aG Fd ttze ayz2i
items for each category are provided below:

Job Readiness
B |dentify and clarify future direction (e.g., training, education, employment or change in life
circumstances goal)
B |dentify personal strengths/resources that support future direction (érgining,
education, employment or change in life circumstances goal)
B Resolve specific challenges/vulnerabilities that may impact on future direction (e.g.,
mortgage, public transit, day care etc.)
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Access community resources/supports that address spgufisonal
challenges/vulnerabilities and assist in helping move goal forward (e.g., mental health
services; addictions counselling; public housing etc.)

Develop necessary personal supports needed to move toward future direction (e.g.,
family, childcare, trasportation)

Acquire lifelemployment skills and attitudes that support future direction

Acquire attitudes which support future direction

Develop and follow a plan of action to move future direction forward

Keep appointments and sustain efforts

Other: (pleae specify)

Career DecisioiViaking

Identify own strengths, skills, interests, values, transferable skills

Connect strengths, skills, interests, values, transferable skills to career choices

Research work opportunities usiagange of sources (e.g., job boards, labour market
information, internet, networks, employer and employee contacts)

Identify a career goal (e.g., employment/training/ education/change in life circumstance)
Research details specific to career goal (eime heeded in education/training; future
employment prospects; types of work; places of work; local opportunities)

Identify personal resources that support achievement of career goal (e.g., support system,
finances, motivation)

Identify challenges, internar external, that may interfere with achievement of career

goal (e.g., mobility, local opportunities, finances, health)

Develop and follow a plan of action to mitigate challenges and move toward career goal
Keep appointments and sustain efforts

Other: (dease specify)

Work Search

Confirm employment goal

Confirm that qualifications and experience are consistent with employment goal
Identify personal strengths that support successful work search

Resolve obstacles that mayterfere with successful work search

Access and make use of resources to address obstacles to successful work search
Identify potential employers and potential employment opportunities

Adjust/adapt employment goal with employment opportunities as needed

Identify transferable skills

Complete appropriate resume and cover letter

Use networks to identify employment leads

Use resources, tools and methods to support work search including internet

Tailor resume and cover letter according to work possibilities

Denonstrate appropriate job interview skills

Develop and follow a plan of action for active work search

Demonstrate work attitudes and behaviours to support successful job search

Be active and persistent in work search

Keep appointments and sustain wa&arch efforts

Other: (please specify)

Skill Enhancement

Confirm training/education goal

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
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B Research future employment prospects related to training/education goal/program prior
to pursuing education/training

Research traiimg/education options available to achieve training/education goal
Evaluate and choose training/education options taking into consideration personal
circumstances (e.g., supports, strengths and limitations)

Identify potential challenges that may impact achievement of training/education goal
Proactively develop strategies to address identified challenges

Acquire study and personal skills needed to be successful in education/training

Identify resources that are available in training and education sitefoacdmmunity
agencies to provide help and guidance supporting successful completion of program

B Sustain motivation to complete training/education program

B Other: (please specify)

Employment Maintenance

B |dentify importantskills and attitudes that improve chances of keeping employment

B |dentify personal strengths and limitations with respect to these skills and attitudes

B Develop a learning plan to acquire/ strengthen skills and attitudes before on the job
problems arise

B |dentify community and/or workplace resources that provide help and guidance related to
keeping work

B Know job roles, responsibilities and expectations that support being successful on the job
(e.g., who to report to; who makes decision; approval processesngetnswers to job
related questions)

B Assertively seek assistance when needed

B  Develop and follow a plan to remain up to date with on the job changes in duties and
competencies

B Sustain efforts over time

B Other: (please specify)

Additional Life Circumstances
B Improved housing is needed
Improved transportation is needed
Improved capacity to work and/or study is needed
Increase in sense of responsibility for own choices and behaviours is needed
Increase in ability to set shorhd long term goals is needed
Increase in understanding expectations and demands of employers is needed
Reduction in destructive behaviour is needed
Following medical and medication protocols is needed
Increased openness to change is needed
Increased accege constructive and positive support systems is needed
Improved relationships with family and friends are needed
Increased trust in other people is needed
Other:

CLIENTSIEASURE

Clients were also asked to assesstieB SRa ® | 26 SPSNE G(GKAAa lFaasSaayvySyid 2
GKS SYyR 2F (GKS AYUOISNBSylAz2y LBBX2RSiHKBRIzER SR & yJ2
of CRWG studies.g.,Hiebert et al., 2011). Rather than asking clients to identify the levélaif t
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needs before the study, the pepte method has them reflect back to the beginning of the study to

rate their need levelknowing what they now know about the issues they fades method was

OK2aSy 2@SNJ HJ2ENIERA LANP rédskavitmi@Rrhatzhebts orer&e their

abilities in preintervention surveys. They do so because they do not yet know the skill, knowledge or
FGGNRGdzGS € S@StE GKIFG A& FOldadtte NBIddANBR (G2 0S
resunB | YR O2@SNJ f SGGSNI I O0O2NRAY3I (2 ¢2N)] LREAAAOATLA
low because they believe all they have to do to be successful is to change the name and address to

which the cover letter is addressed. However, after laagrabout job search strategies, they may

look back and realize how little they actually knew. More details on this approach are available in

Baudouin et al. (2007) or the CRWG web sitip..//www.crwg-gdrc.catrwgl/.

la ¢gStf | alNBS4a yadzND &R & il KS-makiamNdtb8eds taldaérSera rdtingR S OA a A 2
(see the CRWG web site for details on this methnil://www.crwg-gdrc.ca/crwg). Clients were

firstay SR 42 RSOARS AT | OKINIYOGSNRAGAO 41 a ab2d hy.
were then asked to assign a rating as per the following:

(0) not adequate,

(2) not really adequate, but almost OK,

(2) adequate, but just barely (still OK otherwisould be O or 1),
(4) exceptional,

(3) somewhere between minimally OK and exceptional.

b2GS GKFG ané O02YS&a 0ST2NB doé Ay GKS ftAade ¢KS
the appropriate rating.

The final client survey is availableAppendix A. The items in the survey address the same
employability dimensions and components of these dimensions as the practitioner assessment of
need. However, the wording was adjusted for clients for the sake of clarity.

There was a flaw (visible in pgndix A) with the original survey that caused 8 clients to re

O2YLJ SGS GKS adz2NBSed ¢KS adSy 2F GKS NIXidAy3d NBIR
for confusion in which some clients would reverse score and others would not. For example, on an
AGSY &adzOK Fa a6S FOGAGS YR LISNEBRAA&OSHE, Ay 62 NJ
what the stem asked) whereas others might rate thmrformance(i.e.,how active they are). The

intent was for clients to rate the characteristic, not thaeed for it, therefore the stem was

removed. The survey instructions prior to the stem are very clear about what the client should do.
Fortunately, one of the practitioners found this problem very early on, and only 8 clients had to be
contacted to redo the survey.

QX

CLIENPERSONAL ATTRIBUTES

PRACTITIONBMEASURE

Clients enter employment services with personal attributes that likely affect each employability

dimension. Five of these sets of attributes were selected for examination in this study, @escrib

below as they were presented to practitioners in the orientation session (see Supplement 2) and in

0KS | wa{ Q . EathaitriieOnciioRd/aznumber of indicators to guide practitioners in

GKSAN) FaaSaaySyiao ¢ K S &sBt inghiNdBserkaNdsiaBdfaiimR | a4 & Of d:

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
SERVICES



http://www.crwg-gdrc.ca/crwg/
http://www.crwg-gdrc.ca/crwg/

B SelfManagement: the skills and strategies by which individuals direct their own activities
towards achieving objectives. This attribute set includes goal setting, deasikimg,
planning, scheduling and staying on track. Clues/observatiomdded to pactitioners

included:

(0]

O O0OO0OO0OO0OO0OO0OO0OOoODOo

(0]

Follows steps in action plan

Uses community supports

Manages responses to challenging situations
Presents self well

Plans and prioritizes

Takes action steps independently

Attends sessions as agreed to

Makers fewer excuses

Followsthrough on commitments

Takes ownership

Selfdirects (pursuing what they are interested in rather than what others
think they should do)

Is solution focused

B Self9aGSSYY | LISNA2YQa 2@0SNIfft SY20A2yIlt S@Ft dz
to self ad a judgement of oneself. Sedteem encompasses beliefs (e.g., | am
competent; | am worthy) and emotions (pride, shame). -8stéem is the positive or
negative evaluation of the sel€lues/observations provided to practitioners included:

(0]

O OO0OO0OO0OO0OOoOOoOOo

(0]

Demonstratesan optimistic outlook
Sees self as competent and able
Has confidence in ability to interact with others
Uses positive setfalk

Acts with little hesitation

Raises few objections

Asks questions

Articulates skills assertively
Makes eye contact

Is hopeful

Tales reasonable risks

B WellBeing: a person's quality of life. This is influenced by a range of factors, including
work, family, community, health, personal values, personal freedom, and a person's
financial situationClues/observations provided to practitiers included:

(0]

O O0OO0OO0OO0OOoOOo

B Self9 FFAOF OdY o0StAST Ay 2ySQa OFLIOATAGAS
NBIljdZANSBR (2 YIFylF3S LINRPaLISOGADS &K G ddeddA 2

Shows drive in pursuing own goals

Is open to suggestions to support action plan

Is establishing/using own support system

Manages his/her personal situation adequately

Involved with family, childearing and community

Maintains a healthy listyle

Makes better choices than before

Networks with all community supports

a Gtz 2
yaTt |

in a particular situatiorClues/observations provided to practitioners included:
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Expresses confidence that a positive outcome is possible

Believes in own capacity to achieve goal despite obstacles

Takes steps independently

Views challenging problenas tasks to be mastered

Takes strong interest in activities they participate in

Recovers quickly from setbacks

' YRSNEGFYRa OK2AO0S FyR 02yaSldsSyO0S oLF L

Is openminded

Expresses self well

''a8a avySé FYyR aL & ftFy3dz 3S

0 Recognizes own accomgiiments (I did it!)

B SelfAwareness: having a clear perception of your personality including strengths,
weaknesses, thoughts, beliefs, motivations and emotiGhses/observations provided to
practitioners included:

0 Understand own strengths and challenges

Ses employability goals that are achievable

Demonstrates an optimistic outlook

Knows own personal competencies

Knows how to interact with others

Understands own personal challenges

More focused omesults and own ability to achieve them

More articulate wha talking about self

Recognizes the need for other professional help

Expresses self with confidence

More realistic and more specific

O OO0OO0OO0OO0OO0OOOoODOo

O O0OO0OO0OO0OO0OO0OO0OOoOOo

hy AydlF1S8T LINIYOGAGA2YSNRE ¢SNB FaiSR (G2 NI
samescaleusedprwusly:ay 24 |G FftfXé ay2i YdzOKzZé¢ alt
the employability needs, the practitioners based this rating on their clinical expertise and
experience with similar clients.

S K
fAGGE

w

>

The literature review (see Supplement 3) refeces research sources supporting the
selection of these personal attributes as impacting on labour market outcomes.

CLIENMEASURE
/I tASYy(Ga O2YMIHKASIESR dINIESIEND G GKS SYyR 2F GKS AyUiSNDS
listed above (see Appendixfér the full final survey). Again, the wording was changed from the
practitioner version for the sake of clarity:

1 manage my own actions so that | keep moving forw@elfmanagement)

1 feel good about myself as a pers(selfesteem)

1 look after my healtrand relationships in positive wagpsell-being)

9 feel like | have the abilities | need and | know when and how to use these aljdélés

efficacy)
1 understand my strengths, limitations and motivations cleébifawareness)

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
SERVICES




1 other¢ please specify

OnAYy Gl 1S LN OGAGA2YSNAR 6SNBE a{SR G2 NI aGsS
same scale used previousty:y 2 4 I G FffX¢ ay24 YdzOKzZé¢ al Al
the employability needs, the practitioners based thisimg on their clinical expertise and
experience with similar clients.

The literature review (see Supplement 3) references research sources supporting the
selection of these personal attributes as impacting on labour market outcomes.

CLIENMEASURE
Clieni O2 YLJ) S-LIBR(GE atiINBSe |4 GKS SyR 2F UKS AyidSNBS
listed above (see Appendix A for the full final survey). Again, the wording was changed from the
practitioner version for the sake of claritiiems in parentheses ka been added for the reader;
the clients did not see the parenthetical content

1 manage my own actions so that | keep moving forw@elfmanagement)

1 feel good about myself as a pers(seltesteem)

1 look after my health and relationships in positive wéyell-being)

9 feel like | have the abilities | need and | know when and how to use these aldéiés

efficacy)

1 understand my strengths, limitations and motivations cleésbifawareness)
1 other¢ please specify
As before, clients were first asked®@S OA RS AT | OKI NI OGSNR&AGAO g1 a& ab

that decision, clients were then asked to assign a rating as per the following:

(0) not adequate,

(1) not really adequate, but almost OK,

(2) adequate, but just barely (still OK otherwise it vebiok O or 1),
(4) exceptional,

(3) somewhere between minimally OK and exceptional.

PROCESS MEASURES

SERVICES/INTERVENJY$O

Managers were asked to complete a listing of all client services provided by their individual offices.
Examples o$ervices/interventions follow:

B Resource Centre with access to computers, fax and phone

RESEARCH REPC




Resource Centre with access to career, education, training and employment labour market
information

Group Information Sessions

Administration and Interpretation of Caredssessment Tools

PreEmployability andLife SkillsWorkshops

Career Decision Making Workshops

Workplace assessment/adaptation/modification

Referrals to community specialized resources

Referals to 3 party providers for specific employability needs

Appendix B contains the request to the offices and examples of two responses received. As with
the request for Opportunity Structure information, the lists were quite comprehensive and
provided a helpful snapshot of types and durations of services avaitablch office.The listing

of services/interventions for each office were entered intdNEmelt under Office Information

and formed a individualized office by officdrop-down menu so practitionerscoul@cognize

their own services rather and more acately list the actualkinds of services/interventions

provided to each client.

The service data able to be collected in this project was limited to general descriptors of the kinds
of services (i.e. individual employment counselling session; groupriafmn session; referral to

third party, number of interventions and length of time of interventions) without the level of detail
that would be needed to make explicit connections between specific kinds of services and
different labour market outcomes ad@ved by clients with different employability needs.

However the system has that potential to generate that kind of specific data and this was well
demonstrated in the project.

Following each client contact-Namelt asked practitioners to completenaiction Plan (see
Appendix C), give a copy to the client as well as save each in the client file. At each subsequent
client contact, when the client number was entered into the system, the practitioner would see
the previous Action Plan agreed to andstiwould offer a starting point for the intervention. All
Action Plans were saved in the system and accessible at any time as a way to document and
encourage client progreskach timea client numbemwas entered dl listings of all interventions

done todate with that clientwould appear
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WORKING ALLIANCE

Establishing rapport in the context of actively seeking change is acknowledged as pivotal in the

practice of career development and employment counsellag.(Arthur & Collins, 2005; Flores &

| SLILIWSNE HnnHT alOal K2y g9 tIGd02y I Hnn-therapista2 2 N] Ay 3
agreement on the goals of therapy and the tasks to be performed to reach those goals coupled

GAGK | adGdNRy3a NBfFOGA2YIlf odyReé O{ KAO| ¢NB2YI DX
http://knowledge.sagepub.com/view/cbt/n41.xndn May 21, 2013). Career and employment

services are not therapeutic interventions per se, but the relational bond between client and

practitioner (or therapist and client) is transferable to most, if not all, helping relationships.

PRACTITIONER MEASURE

Practitioners were asked to provide an assessment of the quality of the working alliance with the
client over the intervention period (see Suppient 2, p. 73). Three items characterized the
G2NJAYy3 fEAFYyOSE FtyR SFEOK gl a NIXGSR ayz2d Fa Iff

The client and I:

B established a climate of trust and comfort in working together
B arrived at a goal that iswned by the client
B | INBESR 2y GKS OGA2y LIXFy aadsSLa G2 KSELI I OKA S

CLIENT MEASURE
Clients were asked to rate the same components of working alliance as practitioners (see

Appendix A):

B To what extent would you say that you:
+ had trust inand were comfortable working with your career practitioner
+ were helped to set your own goals
+ agreed with your career practitioner on the steps you need to take

¢KS NIGAYy3 OK2A0Sa 6SNB ayzid Fd FfftxXé¢ ayz2i YdzOKZ

CLIENENGAGEMENT

G/ tASyld Sy3aF3aSYSyidé NBFTSNR (2 GKS | OGAQGS Ay@Sadys
NBlidZANB® | AFKE& NBfFGSR (2 (GKS O2yOSLJia 2F aF RKSN
(i.e.,did the client do what the cliewas supposed to do®.0.,l A SO SN X mdppnv s aOf ASy
takes these concepts further by going beyond simply completing required activities. Client engagement
NEIljdzA NBEa O23yAGAGSkSY2GA2ylf Ay@2f dSYSyid +a ¢St

PRACITIONEMEASURE

Practitioners were asked to provide an assessment of the degree to which the client was engaged
throughout the intervention period (see Supplement 2, p. 73). Two items captured engagement,
YR 023K ¢SNBE NI GSR fay@it $5¢ dlif &kl & yR (f X@ZOKIZE R ad
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B The client:
+ participated actively in the interview
+ was focused on achieving results

CLIENMEASURE

/| tASyta 6SNB fa2 aiSR 2 NIGS GKSANJI RSaINBS 27
additional questiorabout participating in programs/services outside of the counselling process.

The client was asked to rate the degree to which they:

B participated actively in the interviews
B participated actively in other programs and services
B were focused on making progresoward your goals

Working alliance and client engagement responses were combined into a single measure for
analysis purposes.

CLIENT ATTRIBUTION OHANGE

One way of compensating for the lack of a control group in this study was to ask clients to assess
the degree to which the intervention they experienced contributed to the changes they
experienced. To this end, clients were asked the following in the final survey (Appendix A):

To what extent would you say that any changes in your ratings are the cégh#
programs, services, interviews and work you have done in the last 6 weeks and to what
extent were they a function of other factors in your life?
fASytad NBaLRyRSR (2 GKAA l[dzSadAizy gAGK avyz2aife
Y dzy OS NAI2AWNS/ @Kl (i 6§ KS LINPINF YA aSNBPAOSAI AYUGSNIIASS:
SNIAOS&as AYUSNBASGE | YyR 62N) d¢

D¢ Qv T

OUTCOME MEASURES

The most prominent aim of career development and employment services in Canada is employment.
Typically, fultime is consideretbetter than parttime; closeto-home is better than fafrom-home;

high fit with skills is better than low fit with skills; alignment with personal vision is better than
misalignment with vision; and good pay is better than poor pay. Each of these contpdomens

part of the outcome measures for this study, as do measures regarding training/education.

EMPLOYMENT & TRAINGREDUCATION
QUALITY OF FIT

Practitioners were asked to identify client status at the end of the intervention period in terms of:

B employd, in training/education program or waitlisted, neither employed nor in training
B if employed

+ full-time, parttime or contract

+ within 50 km of residence, home only on weekends, home only periodically

w fit with:

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
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A skill and qualification levels

A vision ofpreferred employment
+ salary consistency with skills and qualification levels
+ salary adequacy for cost of living needs

B if in training/education program or waitlisted
+ enrolled fulltime or parttime

+ waitlisted for fultime or parttime program
+ duration of pogram
A 2 weeks or less; 3 weeks to 3 months: 4 months to 6 months; more than 6
months
+ location of program
A within 50 km of residence, home only on weekends, home only
periodically

B if neither employed nor in training/education
+ client wants to be employednd is looking for work

+ client wants to pursue a training/education program to improve his/her
qualifications
+ client is not employed and is not looking for work because he/she is:
A a student, retired, stayat-home parent, other
+ client is temporarily laid dtut is expecting to be called back
+ client is underemployed (wants to be working more hours at the same type of job)
+ client is underemployed (qualified to do more skilled, better paid work)

The actual questions are on pp.-76 of Supplement 2.

PROCEDUREYNOPSIS

The steps undertaken to complete the study, some of which have been described above, include:

1. Working with practitioners, managers and researchers, the literature review as well as the
CRWG evaluation framework to derive indicators to measurkarstudy.

2. Asking managers in participating offices to provide information regarding the employment

opportunity structure in the areas they serve as well as the menu of services/interventions

available to clients.

Developing and fieldesting the measuredescribed above.

Developing an otine system for deploying the measures (part of ARMS; tentatively called

U-Namelt).

Developing a research manual for practitioners (see Supplement 2).

Orienting practitioners and managers to the study.

' &1 Ay 3 dGeddS @azthérélkas ro Screening of clients) to participate in the study.

Having practitioners complete a thorough needs assessment with clients upon intake, and

record the results in Wamelt.

RESEARCH REPC
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9. Having practitioners provide service in the usual mar{ner, provide service they
regularly would), record the nature and length of services provided and record client
progresdin U-Namelt.

10. Asking practitioners to complete an @oing log throughout the study (see Supplement 2,
p. 87).

11. Adjusting UNamelt based on practitioner feedback.

12. Having practitioners complete exit interviews with clients, including client completion of
final survey (Appendix A) available in a paper version as well as an online version. The
online version was accessible through detént URL than the Blamelt tool to ensure
client confidentiality.

Unlike similar studies, which have complex methodologies regarding sample selection, control

INRdzZLIA YR @I NR2dza GNBFGYSy(d 3INRdLIES (KA& &aidReQ
processes and outcomes.

RESULTS

We remind the reader of the two main research questions:

1. What common indicators are applicable across different client contexts, different client
groups, different agencies, and different interventions?

2. What statements abouservice effectiveness can be made by tracking common indicators
of inputs, processes and outcomes? If numbers permit, it will be possible to aggregate
RFGF G2 o060S3Ay (2 | RRNBaa (GKS dzZ GAYF(GS ljdzSadaz
contexts producewh i {AyYR&a 2F 2dzi02YS&aKé

Answering these questions required considerable data and numerous statistical analyses. To
simplify our reporting of this information, we present the results in terms of outcomes, processes
and inputs, and the relationships betweeaadh. Within these categories, specific questions are
addressed that help formulate our answers to the two broad questions framing the research. Prior
to those findings, however, we begin with a look at the measures themselves.

2t NFOGAGAZ2ZYSNE 6SNB y20G NBIdANBRS o6dzi 6SNB SyO2daNt 38
GKSe8 20aSNBSR OKIy3S 2NJ AT | Oldz £ OKI yla&urniatkee 2 OO0 dzNNS
status. Although many practitioners did so, many did not. In a felipweleconference, practitioners

suggested three reasons for not entering progress indicators, time required to do so, the short time period

for services which made it difilt to identify and gauge sustainable change and the reality that many refer

to external services and only saw clients at intake and at exit.

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
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ASSESSMENT OF MEAEBR

OBJECTIVE

The main objectives of this analysis were to assess the internal consistency of the survey items

used for each of the five employability dimensions and for the Personal Attributes and to test if

simple overall indices faach coulde derived fom these measures. The former was to ensure

GKFEG Ly 20SNrtf aAyRSE a02NBé 2y o6& FSIHaroftS oA
023SGKSNE O2yOSLJidzad tteve ¢KS tFGGSNI ¢gFa R2yS FT2N
would sinplify the analysis and reporting of the study findings. More importantly, however, a

compositeindex isfar more likely to be used in the field than separate indices would be.

APPROACH

To establish that the measures used for each of the key concepédterapted to measure with
our instruments were actually highly correlated and appeared to share a common variance
associated with the underlying concept, we conducted an exploratory factor affalfsis the

intake measures pooled together. This analysisled data for the following sets of measures:

PreEmployability/Job Readiness
Career Decision Making
Work Search
Skill Enhancement
Employment Maintenance
+ The above items are pooled into an ovetiployabilityDimensions index

Additional Life Circumstees
0 The reader will see that this set of items becomes grouped into two separate
indices, Responsible Behaviour and Support Systems, after the analysis
B Personal Attributes (sethanagement; seléesteem; welbeing; seHefficacy; self
awareness)
o PersonalAttributes are also pooled into an overall Personal Attributes index
B Working Alliance and Client Engagement

EMPLOYABILITY DIMERNSIS

The results generally confirmed the items for each of the five employability dimensions were

measuring a similar underlyir@pncept and could be used to create a single index for their

respective employability needs dimension. One exception was measuring the need for assistance

G2 a1SSLI FLIRAYGYSyda FyR adzaidlAy STF2NIazé dzaSR
These three items were more highly correlated with each other than any of other variables in their
NBaLISOGADBS SYLX 28t o0AfAGe RAYSY&aAz2yd® hy TFdzNIKSNI S
FyR &adzadl Ay SFF2NIa¢éE g a VYieshBasukng Brriplyalligy NNE f | G SR
job readiness than the other employability dimensions. Consequently, this variable was

maintained for the analysis of this dimension and removed from the other two dimensions (Career

Decision Making and Work Search).

% Both a factor analysis and principal components analysis were conducted and both yielded similar results.
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Themeasures in the other dimensions also appeared to load on the same underlying factor (i.e.,

all the Personal Attributes items correlated highly with each other, and all the Working Alliance

and Client Engagement items correlated highly with each othecgpXor the items for

additional life circumstances. For this set of items, two separate factors were identified. One of

the identified factors contained items pertaining to responsible behaviour and the second factor

contained items related to support stems. In other words, two separate characteristics were
FaaSaasSR o0& GKS &aSaG 2F a! RRAGA2YIE [AFS [/ ANDdzrai
GadzLll2 NI aeadSvyaoe

The second step in this analysis was to examine the internal consistencyabilitglof these
RAYSyaAirzya dzaAy3a | [/ NByolOKYa fLIKF adliradirdoe /
indicating the highest overall internal consistency of the measures. All of the dimensions tested

were found to have an adequately high (.8 aglter) Cronbach's alpha statistic.

The third step in the analysis was to generate a simple additive index for each of the dimensions.
To maintain the maximum amount of information and retain the original scale of measurement (0
to 4), the measures wereegerated by taking the mean value for all valid items for each client.
Thus if there was missing data for several items on an employability dimension for any client, the
values of the remaining items were averaged to calculate the value of the indehatorase. The

only time a client would not have a score on a dimensions would be if there were no valid data for
any of the items collected for that dimension. These summary indices for each of the dimensions
were used in the subsequent analysis. In soages, an overall composite index was also used in
the analysis. This composite index was the average of the indices for the five employability
dimensions. Each client, therefore, who completed items in every category of the employability
dimensions, wouldhave 6 scores: One for each dimension, and one composite score.

This analysis and development of the indices was conducted for the practitioner and client

measures taken at intake and at the end of the study. The following provides the details for the

and 2aAad 2F SIOK RAYSyaiazys AyOfdzRAy3I GKS @I f dzS ¥F:
for each item with their respective index.

RESULTS

PreEmployability/Job Readineg#ractitioner Assessmernitable2 shows the correlations

between thepractitioner Pre-Employability/Job Readiness items and the summary index

developed from these item@.e., the total score of all the PiEmployability/Job Readiness items)
The results are shown for the practitioner assessments before and after the seunidyl. Overall,

there was a very high degree of internal consistency among the variables included in this index.
¢ KS / NRYOLl OKQ&aempldyadiKty/jobFeadiiess MeasuleiNdluded in the index were
dpo F2NJ GKS GoSTF2NBE¢aNBil & NAEHES G \FERINGD dtprnaf 2 NJ 0 K
consistencyThis was also demonstrated by the relatively high correlations between the simple
index of preemployability/job readiness (based on the unweighted average of scores across all of
the items) anl each of the items used to assess-praployability/job readiness needs. The
correlations for the individual items and the index at the intake (before) stage of the study ranged
from .69 (keep appointments and sustain efforts) to .86 (develop and follplareof action to

move future direction forward, acquire attitudes which support future direction). The correlations
for the individual items and the index taken at the end of the study (after) were similar, ranging
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from .71 (keep appointments and sustafforts) to .88 (develop and follow a plan of action to
move future direction forward).

Table2: PreEmployability/Job Readiness Indexorrelations with Practitioner Assessment

ltems
Pre-Employability/Job Readiness Items Overall Index | Overall Index
Before (r) After (r)

Identify and clarify future direction 0.80 0.85
Identify personal strengths/resources that support future

N 0.85 0.87
direction
Resolve specific challenges/vulnerabilities that may im 0.78 0.84

on future direction

Access community resources/supports that address
specific personal challenges/vulnerabilities and assist ir 0.71 0.77
helping move goal forward

Develop necessary personal supports needed to move

S 74 .87
toward future direction 0 08
Acquirelife/employment skills and attitudes that support
o 0.85 0.85
future direction
Develop and follow a plan of action to move future
o 0.86 0.88
direction forward
Acquire attitudes which support future direction 0.86 0.87
Keep appointments and sustain efforts 0.69 0.71
Total Cases 413 188

PreEmployability/Job Readineg<lient Assessmentable3 shows the correlations between the
client PreEmployability/Job Readiness items and the summary index developed from these items
(i.e., the total score of all the Pimployability/Job Readiness item$he results are shown for

the client assessments before and after the study period. The findings were very similar to the
practitioner results. Overall, there was a high degreentdrnal consistency among the variables

Ay Ot dZRSR Ay (GKAA& Ay RSE tcEmpleysbility/MRRBeadingsKi@mas | £ LK T2 N
included in the index were .86 for the before items and .87 for the after iténacating a high

level of internal consistecy. The correlations between the simple index of-eraployability/job
readiness and each of the items used to assesseprployability/job readiness needs were also
relatively high. The correlations for the individual items and the index at the intafer@) stage

of the study ranged from .65 (deal with money issues that may impact my future direction, find
and use community resources that would help me with personal challenges) to .79 (develop and
follow a plan of action to move future direction forwegracquire attitudes which support future
direction). The correlations for the individual items and the index at the end of the study (after)
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were similar, ranging from .63 (find and use community resources that would help me with
personal challenges) t@9 (set a future direction for myself).

Table3: PreEmployability/Job ReadinessClient Assessment

Pre-Employability/Job Readiness Items Overall Index | Overall Index
Before (r) After (r)

Set a future direction for myself 0.69 0.79
Identify my strengths/resources that support my future

. 0.69 0.74
direction
Deal with money issues that may impact my future

. 0.65 0.74
direction
Find and use community resources that would help me

) 0.65 0.63
with personal challenges
Develop supports | need to move toward my goal 0.70 0.76
Get life/employment skills 0.74 0.78
Develop attitudes that support my future direction 0.77 0.75
Develop and follow a plan of action to move forward 0.79 0.73
Total Cases 185 184

CareerDecision Making Practitioner Assessmeritable4 shows the correlations between the
practitioner Career Decision Making items and the summary index developed from these items.

The results are shown for the practitioner assessments before and after the study period. Overall
there was a very high degred internal consistency among the variables included in this index.

¢KS / NRyYyol OKQa FfLKIF F2NJ GKS /FNBSNJ5S0Aaizy al |
before items and .94 for the after items. This was also demonstrated by the relatively high
correlations between the simple index of Career Decision Making and each of the items used to
assess Career Decision Making needs. The correlations for the individual items and the index at the
intake (before) stage of the study ranged from .76 (idertkgllenges, internal or external, that

may interfere with achievement of career goal) to .84 (identify own strengths, skills, interests,
values, transferable skills). The correlations for the individual items and the index at and the items
taken at the endf the study (after) were similar, ranging from .81 (research work opportunities

using a range of sources, identify personal resources that support achievement of career goal) to
.86 (connect strengths, skills, interests, values, transferable skills¢ercehoices, develop and

follow a plan of action to mitigate challenges and move toward career goal).

Table4: Career Decision Making IndexXorrelations with Practitioner Assessment ltems
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Career Decision Making Items Overall Index | Overall hdex
Before (r) After (r)
Identify own strengths, skills, interests, values,
: 0.84 0.85

transferable skills
Connect strengths, skills, interests, values, transferable

: : 0.85 0.86
skills to career choices
Research work opportunities using a range of sources 0.77 0.81
Identify a career goal 0.82 0.84
Research details specific to career goal 0.82 0.85
Identify personal resources that support achievement o 0.78 0.81
career goal ' '
Identify challenges, internal or external, that may interfe 0.76 0.82
with achievement of career goal ' '
Develop and follow a plan of action to mitigate challeng 0.81 0.86
and move toward career goal ' '
Total Cases 412 188

Career Decision MakirgClient Assessmentable5 shows the correlations the between the client

Career Decision Making items and the summary index developed from these items. The results are

shown for the client assessments before and after the study period. The findings evgraimilar

to the practitioner results. Overall there was a very high degree of internal consistency among the

GENAF ot S&a AyOftdRSR Ay (GKAa AYyRSE® ¢KS / NRyol OKQa
AyOft dZRSR Ay (KS AYRSEa6BENRB dpa FT2N) G§KS abFHESENEE A
correlations between the simple index of career decision making and each of the items used to

assess career decision making needs was also relatively high. The correlations for the individual

items and the index at thimtake (before) stage of the study ranged from .68 (research work

opportunities using several sources) to .82 (research details specific to my work goal, follow a plan

of action to get around problems and move forward). The correlations for the indiviiduad and

the index at and the items taken at the end of the study (after) were similar, ranging from .71

(identify my own strengths, skills and interests) to .82 (research details specific to my work goal).

Table5: Career Decision Making Client Assesment

Career Decision Making Items Overall Index | Overall Index
Before (r) After (r)
Identify my own strengths, skills and interests 0.71 0.71
Connect my strengths, skills and interests to my career
) 0.78 0.81
choices
Research work opportunities using several sources 0.68 0.81
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Career Decision Making Items Overall Index | Overall Index
Before (r) After (r)

Research details specific to my work goal 0.82 0.82
Choose a career goal 0.80 0.81
Find the resources | need to support achievement of my 0.78 0.81
goal ' '
Identify challenges that may interfere with achievement 0.74 0.79
my career goal ' '
Follow a plan of action to get around problems and moy

0.82 0.79
forward
Total Cases 233 233

Work Searclg Practitioner Assessmeritable6 shows the correlations the between the

practitioner Work Search items and the summary index developed from these items. The results

are shown for the practitioner assessments before and after the study period. Overall there was a

very high degree of int&al consistency among the variables included in this index. The

I NByol OKQa FfLKI F2NJ GKS 22N] {SIFNOK AdSya AyOf d:
YR &gt F2NJ 6KS aF FGSNE AdGSYyaod ¢KA& gl a Ffaz2 RSY
between the simple index of work search and each of the items used to assess Career Decision

Making needs. The correlations for the individual items and the index at the intake (before) stage

of the study ranged from .73 (be active and persistent in wedtah) to .88 (develop and follow a

plan of action for active work search). The correlations for the individual items and the index at

and the items taken at the end of the study (after) were similar, ranging from .76 (access and

make use of resources @ldress obstacles to successful work search) to .87 (adjust/adapt

employment goal with employment opportunities as needed, develop and follow a plan of action

for active work search).

Table6: Work Search IndexCorrelations with Practitioner Assessmeliéms

Work Search Items Overall Index | Overall Index
Before (r) After (r)

Confirm employment goal 0.74 0.78
Confirm that qualifications and experience are consiste 0.79 0.80
with employment goal ' '
Identify personal strengths that support successful work 0.82 0.81
search ' '
Resolve obstacles that may interfere with successful wg

0.75 0.78
search
Access and make use of resources to address obstacle 0.76 0.76
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Work Search Items Overall Index | Overall Index
Before (r) After (r)
successful work search
Identify potential employers and potential employment 0.83 0.86
opportunities ' '
Adjust/adapt employment goal with employment
" 0.82 0.87
opportunities as needed
Identify transferable skills 0.82 0.83
Complete appropriate resume and cover letter 0.77 0.78
Use networks to identify employment leads 0.82 0.85
Use resourcegpols and methods to support work searcl 0.81 0.85
including internet ' '
Tailor resume and cover letter according to work
o 0.83 0.83
possibilities
Demonstrate appropriate job interview skills 0.81 0.84
Develop and follow a plan of action for active wedarch 0.88 0.87
Demonstrate work attitudes and behaviours to support
) 0.78 0.84
successful job search
Be active and persistent in work search 0.73 0.80
Total Cases 409 188

Work Searclg Client Assessmentable7 shows the correlations between the client Work Search

items and the summary index developed from these items. The results are shown for the client
assessments before and after the study period. The findings were very similar to the practitioner

results. Overall there was a very high degree of internal consistency among the variables included

AY GKA&E AYRSE® ¢KS / NRyol OKQ&a | fLKI F2N GKS 22N
0KS GoST2NB¢ AlGSYa YR dgp Fetvesh theksBnpléindexoS NE A G SY &
Work Search and each of the items used to assess work search needs was also relatively high. The
correlations for the individual items and the index at the intake (before) stage of the study ranged

from .61 (confirm my employamt goal) to .81 (adjust my resume and cover letter according to

work possibilities, develop and follow a work search action plan). The correlations for the

individual items and the index taken at the end of the study (after) were similar, ranging from .70

(confirm that my qualifications and experience are in line with my employment goal) to .83 (adjust

my resume and cover letter according to work possibilities).

Table7: Work Searclt Client Assessment

Work Search Items Overall Index OverallIndex
Before (r) After (r)
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Work Search Items Overall Index | Overallindex
Before (r) After (r)
Confirm my employment goal 0.61 0.71
Confirm that my qualifications and experience are in ling 0.68 0.70
with my employment goal ' '
Be able to recognize my personal strengths that suppor
0.73 0.76

successful work search
Find potentiakemployers and employment opportunities 0.75 0.75
Adjust/adapt my employment goal according to 0.79 0.79
employment opportunities as needed ' '
Identify my transferable skills 0.77 0.71
Write a resume and cover letter 0.73 0.80
Use networks to identififeads to work 0.78 0.81
Use resources to support my work search, including 0.77 0.82
internet ' '
Adjust my resume and cover letter according to work

L 0.81 0.83
possibilities
Learn and practice appropriate job interview skills 0.78 0.77
Develop and follow avork search action plan 0.81 0.79
Demonstrate positive work attitudes and behaviours 0.68 0.75
Be active and persistent in work search 0.79 0.80
Total Cases 206 204

Skill EnhancemenmtPractitioner Assessmentable8 shows the correlations the between the
practitioner Skill Enhancement items and the summary index developed from these items. The
results are shown for the practitioner assessments before and after the study period. Overall there
was a very high degree oiternal consistency among the variables included in this index. The

/| NByol OKQa FfLKIF F2NJ GKS {{1Aff 9yKFIyOSYSyid AilSYa
AGSYa YR ot F2NI 0KS aF FGSNE AGSYadreldtisdsa 6 | [
between the simple index of Skill Enhancement and each of the items used to assess Career

Decision Making needs. The correlations for the individual items and the index at the intake

(before) stage of the study ranged from .82 (confirm traingdyication goal, sustain motivation to

complete training/education program) to .89 (three of the nine items). The correlations for the

individual items and the index at the end of the study (after) were similar, ranging from .87

(confirm training/educatiorgoal) to .92 (evaluate and choose training/education options taking

into consideration personal circumstances, identify resources that are available in training and

education sites and/or community agencies to provide help and guidance supporting sutcessfu

completion of program
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Table8: Skill Enhancement IndexCorrelations with Practitioner Assessment Iltems

Skill Enhancement Items Overall Index Overall Index
Before (r) After (r)
Confirm training/education goal 0.82 0.87
Research futuremployment prospects related to
training/education goal/program prior to pursuing 0.87 0.89
education/training
Research training/education options available to achiev| 0.88 0.88
training/education goal ' '
Evaluate and choose training/education options taking 0.89 0.02
into consideration personal circumstances ' '
Identify potential challenges that may impact on
) o X 0.89 0.00
achievement of training/education goal
Proactively develop strategies to addreédentified
0.89 0.91
challenges
Acquire study and personal skills needed to be success
. : . 0.88 0.90
in education/training
Identify resources that are available in training and
education sites and/or community agencies to provide
. . . 0.88 0.92
help and guidance suppang successful completion of
program
Sustain motivation to complete training/education 0.82 0.90
program ' '
Total Cases 406 188

Skill EnhancemenmtClient Assessmentabled shows the correlations between the client Skill

Enhancement items and the summary index developed from these items. The results are shown

for the client assessments before and after the study period. The findings were very similar to the
practitioner resilts. Overall there was a very high degree of internal consistency among the

B NAFofSa AyOftdzZRSR Ay (KA& AYRSE® ¢KS / NRyol OKQa
the index were .96 for the before items and .96 for the after items. The coivebetween the

simple index of Skill Enhancement and each of the items used to assess skill enhancement needs

were also relatively high. The correlations for the individual items and the index at the intake

(before) stage of the study ranged from .82€kRemotivated to complete training/education

program) to .90 (choose training/education options, taking into consideration my personal
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circumstances). The correlations for the individual items and the index at the end of the study
(after) were similar, rarigg from .84 (four of the nine items) to .88 (research available
training/education options related to my training/education goal, choose training/education
options, taking into consideration my personal circumstances).

Table9: Skill Enhancement Client Assessment

Skill Enhancement Items Overall Index | Overall Index
Before (r) After (r)
Confirm my training/education goal 0.85 0.85
Research future employment prospects before pursuing
. - 0.85 0.84
education/training
Research availabteaining/education options related to 0.86 0.88
my training/education goal ' '
Choose training/education options, taking into 0.90 0.88
consideration my personal circumstances ' '
Identify issues that might interfere with achieving my
- . 0.86 0.84
training/education goal
Develop strategies ahead of time to address issues | m
0.85 0.86
face
Learn study and personal skills needed to be successfu
. - 0.86 0.84
education/training
Identify resources and supports in training and educatio
sites and/or communitygencies to help me to finish the 0.88 0.86
program
Keep motivated to complete training/education program 0.82 0.84
Total Cases 159 159

Employment Maintenance Practitioner Assessmeritable10 shows the correlations the between

the practitioner Employment Maintenance items and the summary index developed from these
items. The results are shown for the practitioner assessments before and after the study period.
Overall there was a very high degrof internal consistency among the variables included in this
AYRSE® ¢KS / NRyolOKQa&a IfLKF F2NJ GKS 9YLX 28YS8yi
.97 for the before items and .98 for the after items. This was also demonstrated by the relatively
high correlations between the simple index of Employment Maintenance and each of the items
used to assess Employment Maintenance needs. The correlations for the individual items and the
index at the intake (before) stage of the study ranged from .87 (8usféorts over time) to .95
(develop a learning plan to acquire/ strengthen skills and attitudes before on the job problems
arise). The correlations for the individual items and the index at the end of the study (after) were
similar, ranging from .88 (stz8n efforts over time) to .94 (identify personal strengths and
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limitations with respect to these skills and attitudes, develop a learning plan to acquire/
strengthen skills and attitudes before on the job problems arise).

Table10: Employment Maintenace Index Correlations with Practitioner Assessment ltems

Employment Maintenance ltems Overall Index | Overall Index
Before (r) After (r)
Identify important skills and attitudes that improve
) 0.94 0.93
chances of keeping employment
Identify personaktrengths and limitations with respect tg
: . 0.93 0.94
these skills and attitudes
Develop a learning plan to acquire/ strengthen skills an
. : : 0.95 0.94
attitudes before on the job problems arise
Identify community and/or workplace resources that
. : : 0.92 0.92
provide helpand guidance related to keeping work
Know job roles, responsibilities and expectations that
. . 0.93 0.91
support being successful on the job
Assertively seek assistance when needed 0.92 0.91
Develop and follow a plan to remain up to date with on
. : : . 0.91 0.93
the job changes in duties and competencies
Sustain efforts over time 0.87 0.88
Total Cases 402 187

Employment Maintenance Client Assessmentablell shows the correlations the between the

client Employment Maintenance items and the summary index developed from these items. The

results are shown for the client assessments before and after the study period. The findings were

very similar to the practitiner results. Overall there was a very high degree of internal
Oz2yaraidaSyoOe Fy2y3a GKS @GFNRIFIoftSa AyOtdzZRSR Ay GKAA
YFEAYGiSylryO0S AdSya AyOfdzRSR Ay (KS AYyRSE 6SNB ogn
items. The correlations between the simple index of employment maintenance and each of the

items used to assess employment maintenance needs were also relatively high. The correlations

for the individual items and the index at the intake (before) stagiefstudy ranged from .83

(identify skills and attitudes that improve my chances of keeping employment) to .89 (make and

follow a plan to remain up to date with on the job changes in duties and skills). The correlations

for the individual items and the irek taken at the end of the study (after) were similar, ranging

from .81 (make and follow a plan to remain up to date with on the job changes in duties and skills)

to .89 (identify skills and attitudes that improve my chances of keeping employment).
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Table 11: Employment Maintenance Client Assessment

Employment Maintenance Items Overall Index | Overall Index
Before (r) After (r)
Identify skills and attitudes that improve my chances of 0.83 0.89
keeping employment ' '
Identify my strengths and limitationsith respect to these
: . 0.84 0.87
skills and attitudes
Develop a plan to learn skills and attitudes | need befor
. . 0.88 0.87
on the job problems arise
Find community and/or workplace resources that provid
. . 0.86 0.85
help and guidance related to keeping work
Know about job roles, responsibilities and expectations
that support being successful on the job (e.g., who to
o 0.84 0.85
report to; who makes decisions; approval processes,
getting answers to job related questions)
Actively seek help when needed 0.84 0.85
Make and follow a plan to remain up to date with on the
: . . . 0.89 0.81
job changes in duties and skills
Total Cases 123 123

Overall Composite IndexPractitioner Assessmeris described earlier, the five employability
indices were averaged to yield an overall employability composite index. TAbleows the
correlations the between the practitioner individual employability indices and the overall
employability composite ineik. The results are shown for the indices based on the practitioner
assessments before and after the study period. Overall there was a very high degree of internal

O2yaAraidsSyoe Fy2y3 (KS AYyRAOSA AyOtdRSR Ay (KS O2
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individual employability indices and the overall composite indes€d on the unweighted

average of scores across all of the indices). The correlations for the individual indices and the
composite index at the intake (before) stage of the study ranged from .71 (skill enhancement
index) to .87 (preemployability/job readhess index). The correlations for the individual indices
and the overall composite index taken at the end of the study (after) were similar, ranging from
.83 (skill enhancement index) to .91 (career decision making).

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
SERVICES




Tablel2: Overall Composite IndexCorrelations with Employability Indices Using the
Practitioner Assessments

Employability Indices Overall Index | Overall Index
Before (r) After (r)
PreEmployability/Job Readiness 0.87 0.90
Career Decision Making 0.85 0.91
Work Search 0.81 0.89
SkillEnhancement 0.71 0.83
Employment Maintenance 0.82 0.89
Total Cases 413 188

Overall Composite IndexClient Assessmentablel3 shows the correlations the between the

client individual employability indices and the overall employability composite index. The results

are shown for the indices based on the client assessments before and after the study period.

Overall there was a veihigh degree of internal consistency among the indices included in the
O2YLRaAlS AYRSE® ¢KS / NRyol OKQ&a | fLKI F2N GKS 20
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relatively high correlations between the individual employability indices and the overall composite

index. The correlations for the individual indices and the composite index at the intake (before)

stage of the study ranged from .85 (peenployability/job readiness index) to .92 (career decision

making index). The correlations for the individual indices and the overall composite index taken at

the end of the study (after) were similar, ranging from .86 (skill enhancement index) to .94 (work

seach).

Tablel3: Overall Composite IndexCorrelations with Employability Indices Using the Client

Assessments
Employability Indices Overall Index | Overall Index
Before (r) After (r)

PreEmployability/Job Readiness 0.85 0.88
Career Decision Making 0.92 0.93
Work Search 0.90 0.94
Skill Enhancement 0.88 0.86
Employment Maintenance 0.88 0.88
Total Cases 283 283
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PERSONAL ATTRIBUTES

A parallel approach as has been described for the Employability Dimensions was applied to the
Personal Attributes.

Personal Attributeg Practitioner Assessmerfablel4 shows the correlations the between the

practitioner Personal Attributes items and the summary index developed from these items. The

results are shown for the practitioner assessments before and after the study period. Overall there

was a very high degres internal consistency among the variables included in this index. The

I NPyol OKQa | fLIKF F2NJ GKS tSNR2YylFf ! GOdNRodziSa A
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between the simple index of Personal Attributes and each of the items used to assess Personal
Attributes needs. The correlations for the individual items and the index at the intake (before)

stage of the study ranged from .79 (ability tofsmlanage) to .89 (improving sense of wiadling,

developing stronger se#fficacy). The correlations for the individual items and the index at and

the items taken at the end of the study (after) were similar, ranging from .82 (developing stronger
selfesteem) to .92 (improving sense of wékking).

-

Tablel14: Personal Attributes IndexCorrelations with Practitioner Assessment Items

Personal Attributes Items Overall Index | Overall Index
Before (r) After (r)
Ability to SeiManage 0.79 0.84
Developingstronger Selesteem 0.86 0.82
Improving sense of WeBeing 0.89 0.92
Developing stronger Seffficacy 0.89 0.90
Increasing Sel\wareness 0.86 0.86
Total Cases 345 167

Personal Attributeg Client Assessmentablel5 shows the correlations between the client

Personal Attributes items and the summary index developed from these items. The results are

shown for the client assessments before and after the study period. The findings were very similar

to the practitioner results. Overall there was a very high degree of internal consistency among the

B NAFofSa AyOftdzZRSR Ay (KA& AYRSE® ¢KS / NRyol OKQa
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the simple index of Personal Attributes and each of the items used to assess Personal Attributes

needs were also relatively high. The correlations for the individual items and the index at the

intake (before) stage of the study ranglrdm .80 (manage my own actions so that | keep moving

forward) to .86 (understand my strengths, limitations and motivations clearly). The correlations for

the individual items and the index taken at the end of the study (after) were similar, ranging from

.81 (manage my own actions so that | keep moving forward) to .83 (understand my strengths,

limitations and motivations clearly).
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Tablel5: Personal Attributes Client Assessment

Personal Attributes Items Overall Index Overall Index
Before (r) After (r)

Manage my own actions so that | keep moving forward 0.80 0.81
Feel good about myself as a person 0.85 0.85
Look after my health and relationships in positive ways 0.82 0.85
Feel like | have the abilities | need and | know when an( 0.84 0.86
how to use thesabilities

Understand my strengths, limitations and motivations 0.86 0.87
clearly

Total Cases 280 280

RESPONSIBLE BEHAVROBUPPORT SYSTENM®AVORKING ALLIANCE

A parallel approach as has been described for the Employability Dimesidri2ersonal
Attributeswas applied to thee dimensions as well.

Responsible BehavigPractitioner Assessmerniiable XX shows the correlations the between the
practitioner Responsible Behavitems and the summary index developed from these items. The

results are shown for the practitioner assessments before and after the study period. Overall there
was a very high degree of internal consistency among the variables included in this index. The

I NPyol OKQa | f LKIF ¥ 2 Nm8ikchidednShe Iniey véede B89 fSrthe S K I @A 2 NJ
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correlations between the simple index of Responsible Behavior and each of the items used to

assess Responsible Behavior needee cbrrelations for the individual items and the index at the

intake (before) stage of the study ranged from .53l@wing medical and medication protocols is

needed to .87 (hcrease in understanding expectations and demands of employers is nNeeded
Thecorrelations for the individual items and the index at the end of the study (after) were similar,
ranging from .69 (fllowing medical and medication protocols is needed39 (hcrease in ability

to set short and long term goals is needled

Table XXResponsible Behaviour IndexCorrelations with Practitioner Assessment Items

Responsible Behaviour Items Overall Index | Overall Index
Before (r) After (r)
Improved capacity to work and/or study is needed 0.80 0.80
Increase in sense of responsibility tswn choices and
. ) 0.85 0.88
behaviours is needed
Increase in ability to set short and long term goals is 0.86 0.89
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needed

Increase in_understanding expectations and demands @ 0.87 0.86
employers is needed

Following medical and medication protocols is deé 0.57 0.69
Increased openness to change is needed 0.81 0.86
Total Cases 402 187

Support SystemsPractitioner Assessmerfable XX shows the correlations between the

practitioner Support Systenitems and the summary index developed from thésens. The

results are shown for the practitioner assessments before and after the study period. Overall there

was a high degree of internal consistency among the variables included in this index. The

I NEyol OKQa&a | f LKl FenBindufe8 y{ dzlklS2 My R{S&Ea BSWE Sy T2
AGSYa FyR o1y F2NJ GKS aF FGSNE AGSYaod ¢KAa ol a |If
between the simple index of Support Systems and each of the items used to assess Support

Systems needs. The corrédms for the individual items and the index at the intake (before) stage

of the study ranged from .61dduction in destructive behavior is needed .83 (hcreased access

to constructive and positive support systems is negdethe correlations for thedividual items

and the index at and the items taken at the end of the study (after) were similar, ranging from .49

(reduction in destructive behavior is needdd .83 (mproved relationships with family and

friends are needed

Table XXSupport Syeems Index; Correlations with Practitioner Assessment Items

Support Systems Items Overall Index | Overall Index
Before (r) After (r)
Improved housing is needed 0.67 0.54
Improved transportation is needed 0.70 0.68
Reduction in destructive behavioisneeded 0.61 0.49

Increased access to constructive and positive support

. 0.83 0.80
systems is needed
Improved relationships with family and friends are need 0.78 0.83
Increased trust in other people is needed 0.77 0.78
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Total Cases 402 187

WorkingAlliance and Client Engagemegtractitioner Assessmeritable XX shows the

correlations between the practitioner Working Alliance and Client Engageteem$ and the

summary index developed from these items. The results are shown for the practitioner

asessments before and after the study period since only one set of these questions was asked of

the clients at the end of the study. The findings were very similar to the practitioner results.

Overall there was a very high degree of internal consistenayngnthe variables included in this

AYRSE® ¢KS / NRyol OKQ& | LIKF ¥F2 Nliténk Bclutle?l Nghé y 3 | £ £ A
AYRSE 6SNB odpn F2N 6KS a0SF2NBé AdSYa FyR odhn T2
the relatively high corrations between the simple index of Working Alliance and Client

Engagement and each of the items used to assess Working Alliance and Client Engagement needs.

The correlations for the individual items and the index at the intake (before) stage of the study

ranged from .78 (@rticipated actively in the interviento .88 (arived at a goal that is owned by

the clien). The correlations for the individual items and the index at and the items taken at the

end of the study (after) were similar, ranging from (&tablished a climate of trust and comfort

in working togethe) to .89 (was focused on achieving resylts

Table XXWorking Alliance and Client Engagement IndeRorrelations with Practitioner
Assessment ltems

Working Alliance and Client Engagemeterhs Overall Index | Overall Index
Before (r) After (r)

Established a climate of trust and comfort in working 0.85 0.83
together

Arrived at a goal that is owned by the client 0.88 0.84
ANBSR 2y GKS FTOGAz2y LX Yy 0.85 0.86
goal

Participated actively in the interview 0.78 0.84
Was focused on achieving results 0.84 0.89
Total Cases 332 166

Working Alliance and Client Engagememitlient Assessmentable XX shows the correlations

between the client Working Alliance a@lient Engagemeritems and the summary index

developed from these items. The results are shown for the client assessments only after the study

period since only one set of these questions was asked of the clients at the end of the study. The

findings were very similar tthe practitioner results. Overall there was a very high degree of

AYGSNyYyrt O2yaradSyoe Iyz2y3a (GKS @GFNALFofSa AyOf dzRS
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Working Alliance and Client Engagemig@ms included in the index was .81. The correlations
between the simple index of Working Alliance and Client Engagement and each of the items used
to assess Working Alliance and Client Engagement needs were also relatively high. The
correlations for the individual items and the index ranged from .@8t{gpated actively in other
programs and servicg$o .79 (umderstand my strengths, limitations and motivations cleparly

Table XXWorking Alliance and Client EngagemenClient Assessment

Working Alliance and Client Engagement Items Overall Index | Overall Index
Before(r) After (r)

Had trust in and were comfortable working with your 0.76
career practitioner '

Were helped to set your own goals 0.73
Agreed with your career practitioner on the steps you 0.73
need to take '

Participatedactively in the interviews 0.79
Participated actively in other programs and services 0.69
Were focused on making progress toward your goals 0.73
Total Cases 281

SUMMARY
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The items for each of the five dimensidimensions exhibited a high degree of internal
consistency and a simple index for dimensions generated by averaging the scores across the items
was highly correlated with the items used to generate the index. In simple terms, this means that:

1. The specifitems used to measure needs in each of the employability dimensions seem to
be measuring aspects of the same concept (e.g., Work Search items are each measuring
the same construct; Career Decision Making items measure a common construct).

2. An average scorean be used to represent the items in each of the five employability
dimensions; the average score relates highly to scores of individual items.

For the purposes of this research project, therefore, these overall indices provide a good
representation of KS LIN} Ol AGA2YySNRa |yR GKS OfASyidiQa FaasSa.
five employability dimensions and can be used in the subsequent analysis to simply the analysis

and reporting on the study findings.

The analysis also demonstrated that thesdices could be combined into an overall composite
index of employability needs, although the utility of the individual indices and the overall
composite index remains to be tested: that is, there may be cases when a particular employability
dimension inlex is more useful than a composite score. For example, there may be instances in
which knowing about work search needs is more important than knowing about general needs
with all the employability dimensions. This testing is the focus of the subsequalysésand

reporting.

The analysis of Personal Attributd®esponsible Behaviour, Support Systems, Working

Alliance/Client Engagemeitems paralleled that of each of the Employability Dimensions
assessmentconfirmingthat each set of characteristics ol be measured as a single over

arching characteristic.Put simply, for analysis purposes, scores could be assigned to these sets of
YySSRa NI GKSNJ GKIFy dzaAy3d SFEOK FyR S@SNE AGSY Ay
score, for examplegould be used for statistical analyses rather than running statistical tests on

each of the itemsvithin the personal attribute survey.

ANALYSIS OF MEASURES

The focus of this analysis was on establishing the relationship between the practitionereatd cli
assessments of need aif@) finding employmentand (b) entering trainingThe coding of the
employment status variable coded any client:

B employed at the end of the study period as a 1 and
B anyone in a training/education program, waitlisted for a tragfieducation program or
not employed as a 0.

The clients who were already employed at the time of intake were not included in this analysis
since the intent of this analysis was to examine the factors associated with moving from an

RESEARCH REPO




unemployed to an emplged status. This binary dummy or categofieariable for employment

status at the end of the study period (1 = employed and 0 = not employed) was used as the
dependent variable for the bivariate analyses and the subsequent logistic regression models. The
analysis began with some simple correlatibvetween the assessment measures and employment
status dummy variable.

A parallel process was employed when comparing the measures to training outcomes.

PRACTITIONER ASSHIS$M& EMPLOYMENT

Tablel6 shows the correlations between the employment statusrohy variable and the
employability dimensions and related indices based on the practitioner assessments before and
after the six week study period and the difference in these ratings. Note that all of the
employability dimension correlations are expectedae negative, indicating the higher the needs
on an employability dimension, the less likely an individual will be employed at the end of the
study period. The working alliance/client engagement correlation would be expected to be
positive, as the workinglliance/client engagement score measures the strength of the alliance.

Starting with the indices measuring employability dimensions before the study period, the
statistically significant correlations for the individual indices were:

Career DecisioMaking ¢.18);

Skill Enhancement.(.8);

Working Alliance and Client Engagement (.16);
Overall Employability Composite Index);
Responsible Behaviow:15);

B Personal Attributes-(14).

In other words, the analysis tells us that as client needs dsergathe above employability
dimensions, their employment rates go up on average. Also, as the working alliance/engagement
levels rise, so do employment rates, on average. Note, however, that these are quite weak
correlations.

Tablel6: Correlations Betwen Employed versus not Employed (1,0) with Employability and
Related Indices Based on Practitioner Assessments

Employability and Related Indices Indices Indices Change in
Measured | Measured After | Indices After-
Before (r) (N Before (r)

PreEmployability/Job Readiness -12 -.08 .03

Career Decision Making -.18%* -.20* -.06

4 Dumrny or categorical variables are used in order to give a number (0 or 1, in this case) to what really is a
qualitative variable (e.g., employed or unemployed) for the purposes of statistical analysis.
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Employability and Related Indices Indices Indices Change in
Measured | Measured After| Indices After-
Before (r) (n Before (r)
Work Search -.05 -17* -11
Skill Enhancement -.18%* -11 .01
Employment Maintenance -.09 -.09 -.06
Overall Employability Composite Index -.15* -15 -.04
Responsible Behaviour - 15%* -.20* -.03
Support Systems -.09 -.10 -.02
Personal Attributes -.14% -.26%* .00
Working Alliance and Client Engagement .16* 25%* .02
Minimum number of casés 206 122 107

*The number of cases for each correlation vafi@deach variable, the minimum number of cases was the smallest
sample sized used within the before, after and difference measures. *Significant at the 0.05 fevleld)2 **Significant
at the 0.01 level (Railed).

Tablel6 above includes the 5 emplolgiity dimension scores as well as the overall employability

dimension composite score. Notice that there is a statistically significant negative relationship

AK2gy Ay [ 2ftdzYy m 0SG6SSy Gh@SNIff 9YLISpeloAfAGe
Give/ GKFG GKS ah@SNrff 9YLIX 2@l o0AfAle /2YLRaAAGS Ly
employability dimension indices, the reader might expect to see this relationship repeated with

each of the 5 dimensions. However, this is not the case, simply bed¢ha correlations between

the overall index and the 5 dimension indices is not perfect.

To test these relationships further, a logistic regression model was developed to answer the
following questions:

B  Which of the five employability dimensions basedtbe practitioner assessments before
the study period were the best predictors of an employment outcome (within the six
month study period)?
B Were the individual employability dimensions based on the practitioner assessments
before the study period betternpedictors than the overall employability index?
B Are the other employability related measures based on the practitioner assessments
0ST2NB (GUKS &addzZRé LISNA2R 0SGGSNI LINBRAOGZ2NRA 27
02 GKS LINBRA O aymmeht odtdomé? Of A Sy i Qa SYLIX
A model predicting employment using the employment status dummy variable as the dependent
variable and the five employability dimensions as the predictor found that when the Skill
Enhancement Index was tested in a model with the Overalil&mability Composite Index, the
Skill Enhancement Index was the best predictor and the Overall Employability Composite Index did
not add significantly more predictive power to the model. To put both these findings another way,
I LINJ OG A G A 2 y6iSSKillERhahcémerd seadvisSaybétter predictor of employment than a
LIN OGAGA2YSNRAE aasSaavySyad 2F Fyeé 2GKSNJ 9YLX 2@l 0A
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need by the practitioner. Also, once the Skill Enhancement score of need has been ased as
predictor, adding any other Employability Dimension score or a composite score does nhothing to
make the prediction stronger.

Next, a model with the other employability related characteristics (Responsible Behaviour,

Support Systems, Personal Attribut®éorking Alliance and Client Engagement) tested which of

iKSaS AYRAOSA ¢SNB (KS 0Sad LINSRAOG2NE 2F I+ OftAS
analysis found that the Working Alliance and Client Engagement Index was the best predictor and

no additional indices significantly added more predictive power to the model predicting the

Ot ASy(Qa SyLX2e8YSyid adliddzae 2KSy 0620K GKS {1Aff
Client Engagement Index were tested in the same model, both wereisagnibr very close to

being significant.

The logistic regression model is shown in Td@lbelow. Since the model coefficients (B) are

0FlaSR 2y | f23FNAGKYAO NI yaF2N¥IFGA2Y 2F GKS 2RR
numbers for Exp(B) ara little more easily interpreted since this is the equivalent number for an

odds ratio. Based on this model, for the Skill Enhancement Index, controlling for differences in the

Working Alliance and Client Engagement Index, an increase of 1 in the indekresult in a 28%

decrease (1.72) in the odds that a client would be employed at the end of the study period. For

SEFYLX ST OtASyida sK2 a0O2NBR dGoé¢ Ay (SNya 2F ySSR
average, be 28% less likely to be employddyh Of A Sy Ga oK2 &02NB duHé ol ff
such as working alliance).

For the Working Alliance and Client Engagement Index the model indicates that, controlling for

differences in the Skill Enhancement Index, an increase in 1 in the inded result in a 82%

increase (X 1.82) in the odds that a client would be employed at the end of the study period. For
SEFYLX Sz Ot ASyida a02NRAy3 doé 2y GKS 22NJAy3a ! ffA
average, have an 82% greater chance of becommployed in 6 weeks than clients who scored

drHé OolFff 20KSN)J GKAy3Ia 6SAy3a Sljda tx adsOK Fa GKSAN

Although these findings are certainly not definitive and should not be taken too literally given the
small sample size and the vesigort-term employment outcome observed, the findings do

support the hypothesis that employability dimensions measured even at the intake stage can be
shown to be correlated with employment outcomes. In this analysis, Skills Enhancement is the
dimension wih the most predictive value. The findings also suggest that although the
employability characteristics of the client are important, so is the working relationship between
the practitioner and the client. Overall, however, the predictive ability of thesdetwis limited.

The Cox & SnelfRtatistic indicated that percent of variance explained by the model was 4.8%
and the Nagelkerke?Rtatistic was slightly more favourable indicating 7.3% of the variance in the
employment outcome could be explained by this model. It is not uncommon to have relatively low
variance explained for binary variables, but in this case the problem is compdiydbe fact

that few participants have actually had a reasonable length of time to secure employment before
the study period ended. Put plainly, these findings point to an area worthy of further research,
but we cannot make too much of these findingstbair own.
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Tablel7: Loqgistic Regression Model for Employed versus not Employed (1,0) with Employability
and Related Indices Based on Practitioner Assessments for the Period Before the Study

Employability and Related Indices B Std. Error Sig. Exp(B)
Skill Enhancement -.33 17 .053 72
Working Alliance and Client Engagement .60 .29 .040 1.82

For the indices measuring employability at the end of the study period by the practitioner as
shown in Tabld 8 the statistically significant correlations for the individual indices were:

Personal Attributes-(26);

Working Alliance and Client Engagement (.25);
Career Decision MakingZ0);

Responsible Behaviow.Z0); and

Work Search-(17).

Some of the same indices based on measures taken after the study period ended are the same as

those identified for the period prior to the study, but there are two key differences. One is there

are few dimensions with a statistically significant correlatiohis is likely mainly due to the

smaller sample size for the before and after assessments. The other observation is that almost all

of these correlation coefficients are larger than those identified for the before study period. These
strongercorrelatiyy & 2F GKS aF FGSNE |aasSaavySyda O2YLI NBR
Ot ASyiQa OdaNNByild OKINIOGSNraidada IINB | o6SGdGdSN LN
current measures will incorporate the change or impact of the services provided.

The same logistic regression modelling process was implemented as described previously.

A model predicting employment using the employment status dummy variable as the dependent

variable and the five employability dimensions (as measured aftestindy period by the

practitioner) as the predictor found that the Career Decision Making Index was the best predictor

and no additional indices significantly added more predictive power to the model predicting the

Of ASy G Qa SYLJ) 22 YS yeiDesisioh Makmigdndex W& jestdd K & mddel Wilh

the Overall Employability Composite Index, the Career Decision Making Index was the best

predictor and the Overall Employability Composite Index did not add significantly more predictive
powertothemodé ® Ly (GKS ao0SF2NBé FaasSaavySyidas GKS {1 Aff
LINSRAOG2NIT Ay GKS aF FOSNE aaSa S SN

&
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Next a model with the other employability related dimensions (Responsible BehaviopgrSup

Systems, Personal Attributes, Working Alliance and Client Engagement) tested which of these
AYRAOSE 6SNB (GKS o0Said LINBRAOG2NE 2F F+ Of ASyidQa S
the analysis of the intake (before) data, this analysimiébthat the Working Alliance and Client

Engagement Index was the best predictor and no additional indices significantly added more
LINBRAOGADGS LIGSNI (2 (GKS Y2RSf LINBRAOGAY3I GKS Of A
Decision Making Index and tiWgorking Alliance and Client Engagement Index were tested in the

same model, only the Career Decision Making Index was statistically significant.

RESEARCH REPC




The model with the Career Decision Making Index is shown in Table XX below. Based on this

model an increasef 1 in the Career Decision Making Index would result in a 39% decrease (1

.61) in the odds that a client would be employed at the end of the study period. As noted

previously, the predictive ability of these models is limited. The Cox & Srs¢éditRic indicated

that percent of variance explained by this model was 4.3% and the NagelKestatific was

again slightly more favourable indicating 6.5% of the variance in the employment outcome could

0SS SELXIAYSR 06& (GKAA& Y 2sRiEesetesultsipoint to prémisinKk S a6 ST2 NBé
prospects in future research, but limited sample sizes in this study prevents strong conclusions

from being drawn.

Tablel8: Logistic Regression Model for Employed versus not Employed (1,0) with Employability
and Related Indices Based on Practitioner Assessments for the Period After the Study

Employability and Related Indices B Std. Error Sig. Exp(B)
Career Decision Making -.49 .21 .021 .61

CLIENT ASSESSMEXEMPLOYMENT

Tablel9 shows the correlations between the employment status dummy variable and the
employability and related indices based on the client assessments before and after the six week
study period and the difference in these ratings. Starting with the indices magsemployability
before the study period, the only statistically significant correlation was for the Personal Attributes
Index €.15).

Tablel9: Correlations Between Employed versus not Employed (1,0) with Employability and
Related Indices Based oti€ht Assessments

Employability and Related Indices Indices Indices Change in
Measured | Measured After| Indices After-
Before (r) (N Before (r)

PreEmployability/Job Readiness -.08 -.20* -.07

Career Decision Making -.05 -.24%* -.14

Work Search -12 27 -12

Skill Enhancement -.02 .04 .07
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Employment Maintenance -.05 -.16 -.10

Overall Employability Composite Index -.03 -.18* -11

Responsible Behaviour

Support Systems
Personal Attributes -.15% -15 .04
Working Allianceand Client Engagement .04
Minimum number of casés 89 89 89

“The number of cases for each correlation varied for each variable, the minimum number of cases was the smallest
sample sized used within the before, after and difference meas#égagnificant at the 0.05 level {@iled), **Significant
at the 0.01 level (ailed).

A logistic regression model confirmed that the Personal Attributes Index was the best predictor of

Fff GKS AYRAOS& T2NJ LINBRA Ol A ¢ Bersankl &ttriliifed Ii¥igkii Q& S Y LI
was tested in a model with the Overall Employability Composite Index, the Personal Attributes

Index remained the best predictor and the Overall Employability Composite Index did not add

significantly more predictive power to thaodel.

Consequently, asshowninTaieo St 26> (GKS FAYylFf Y2RSt F2NJ LINBRA O
status based on the client assessments for the period before the study only included Personal

Attributes Index. Based on this model, an increase of 1 in the Personal Attributes Index would

resut in a 30% decrease (170) in the odds that a client would be employed at the end of the

study period. Overall, however, the predictive ability of these models was very limited. The Cox &

Snell Rstatistic indicated that percent of variance explairgdthe model was 2.2% and the

Nagelkerke Rstatistic was only slightly more favourable indicating 3.3% of the variance in the

employment outcome could be explained by this model. As with the practitioner assessments, this

low ability to account for change partially due to the use of a binary dependent variable and

partially due to small sample sizes. Again, these findings point to promising areas for future

research but allow few conclusions to currently be drawn. Certainly, we cannot conclude that we

cdy o0FasS LINBRAOGAZYyA 2F SYLX 2eYSyid 2y OtASyidiaQ ac
is an area to pursue in future research.

Table20: Logistic Regression Model for Employed versus not Employed (1,0) with Employability
and Related IndiceBased on Client Assessments for the Period Before the Study

Employability and Related Indices B Std. Error Sig. Exp(B)

Personal Attributes Index -.36 .18 042 .70

For the indices measuring employability at the end of the study period by clients as shown in Table
21, the statistically significant correlations for the individual indices were:

B Work Search-(27);
B Career Decision MakingZ4);

RESEARCH REPC




B PreEmployability/JolReadiness-(20);
B Overall Employability Composite Index.8).

There were more significant correlations with employment status and larger correlations for the
assessment taken after the study period than before the study. A logistic model predicting the
employment status dummy variable as the dependent variable and the five employability
dimensions as the predictors found that the Career Decision Making Index was the best predictor
and no additional indices significantly added more predictive power tartbdel predicting the

Ot ASyiQa SyLXz2eyvYSyid aidlddase 2KSy GKS /FNBSNI 5504
the Overall Employability Composite Index, the Career Decision Making Index was the best
predictor and the Overall Employability Compositegxdid not add significantly more predictive
power to the model. The Personal Attributes Index and Working Alliance and Client Engagement
Index also did not contribute any additional predictive power to this model. These findings were
the same as reportetbr the practitioner ratings.

The model with the Career Decision Making Index is shown in Zablkelow. Based on this

model, an increase of 1 in the Career Decision Making Index would result in a 62% decrease (1
.38) in the odds that a client wtdibe employed at the end of the study period. As noted
previously, the predictive ability of these models is limited. The Cox & Srs¢éitRtic indicated

that percent of variance explained by this model was 6.2% and the NagelKestai&ic was

again more favourable indicating 9.6% of the variance in the employment outcome could be
explained by this model.

In short, the Career Decision Making Index as completed by clients at the end of the intervention

period is the best of all thimdices in terms of predicting employment, but it accounts for less than

ME: 2F GKS @GFENRFYOS aSSy Ay OfASydaqQ adz00Saa NI
would be needed in order for employment services to use such an index for pregiatipeses.

However, further research may find ways to increase the predictive power.

Table21: Logistic Regression Model for Employed versus not Employed (1,0) with Employability
and Related Indices Based on Client Assessments for the Period A&&tudy

Employability and Related Indices B Std. Error Sig. Exp(B)

Career Decision Making -.97 32 .003 .38

PRACTITIONER ASSHIS$M& TRAINING

For the purposes of the following analyselients who were employed at intake were excluded.
Of the remaining clients, theutcomes of entering training or being waitlisted for trainingeve
I 2aA3IESRYIR oy OBXYANBNYRAFESRKA aaA3IySR | anode

As Table xx shasythere are fewindices that correlate with entry into training or being waitlisted
at a significant level. Practitioner assessment of work seaeell at intake is negatively

correlated with training entry (r =27), possibly indicating that the more a practitioner stes a
client needs help with work search skills, the less likely they will focus on helping the client gain
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entry into training.Practitioner assessment skill enhancementeed d intake, however, is
positive correlated with training entry (r23),A { St & AYyRAOIFIGAY 3 GKIFG Fy AYyAlL
requirements leads to an intervention path that results in training.

When measuring at the end of the intervention, practitioner assessments of need are negatively
correlated with training entry with RrEmployability/Job Readiness (r.£7) and Work Search (r =
-.22), and practitioner assessments of strength are positively correlated with training entry with
Personal Attributes (r = .17). These findings make intuitive sense: The more help the @d@st ne
with regard to job readiness and work search, the less likely they will enter training. The
practitioner and client would likely focus on filling these needs first. Also, the more the client
displays positive attributes, the more likely the practitiomad client will agree that
training/education is a viable option.

Examining chages in scores, Table xx shows staistically significantelationship As the need

F2NJ g2N] aSk NDOK f Saas yabilitigsstrengtken), thé kk&hodd bferry i Qa ¢ 2 NJ
into training increases. This is likely best explained by the nature of the items, which are based on
YySSRa®d ! LINFYOGAGA2YSNI g2dz2f R LINRPolofe NrdS dGKS yS
t S { farSodr with a client whose plansvialved entry into training than a client who might look

for work. By the end of the intervention, both the practitioner and client have a much better sense

of where the client is headed; at the beginning, far more options are available.

Table xx Correldions Between In Training/Waitlistedrersus not Employedr In Training(1,0)
with Employability and Related Indices Based on Practitioner Assessments

Employability and Related Indices Indices Indices Change in
Measured | Measured After | Indices After-
Before (r) (n Before (r)
PreEmployability/Job Readiness .09 -17* .07
Career Decision Making .03 -.10 -13
Work Search 27 -.22% 29%
Skill Enhancement 23%* -.07 -.16
Employment Maintenance -.09 -.14 .04
Overall Employability Composite Index -.05 -12 .04
Responsible Behaviour -.01 .00 .05
Support Systems -11 -.08 -.04
Personal Attributes -.02 A7+ .04
Working Alliance and Client Engagement .05 .02 .06
Minimum number of casés 208 127 110

“The number of cases for each correlatiaried for each variable, the minimum number of cases was the smallest
sample sized used within the before, after and difference measures. *Significant at the 0.05 feileld)?2 **Significant
at the Q001 level (Zailed).
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CLIENT ASSESSME&TRAINING

Client assessments resulted in some different correlations than practitioner assessments. A similar
correlation between the two can be found at intake, in which the need for skills enhancement is
significantly and positively related (r = .27) to trainaxgry for clients.

At exit, the need for employment maintenance as rated by clients is significantly and positively

related to training entry. The reasons for this relationship are not immediately obvious. The

Employment Maintenance items have nonceptual relationship to the kinds of skills that would

be acquired in a typical training progratavoted to learning specific job skills. However, if

practitioners included training in life skills, such as anger management or stress management, as a
GGWYAYy3 SyiNré¢ 2dz2002YSs (GKAa NBfFGA2YAaKAL] ¢g2dz R
these distinctions, unfortunately.

The strength of the working alliance/client engagement at exit is also positively and significantly
correlated, albeit weakly (r A5), with training entry. This relationship is not particularly

interesting unto itself; the effect of working alliance/engagement needs to be examined in the
broader context of how it affects change or the absence of change (see specific researchnguestio
related to working alliance/engagement in subsequent sections).

In terms of changes, there is a significant, moderate and negative relationshiB{) between
clientchangein skill enhancement need (i.e., improvemeat)d training entryln other words, the

less clients improve in the skill enhancement dimension during the intervention, the more likely
they are to enter training. The other significant (but weak) relationship is the positive correlation (r
= .15) with working alliance/client engagenmechange and training entry. As the working
alliance/engagement levels rise, so do the odds of a client entering training.

Table xx: Correlations Between In Training/Waitlisteérsus not Employedr In Training(1,0)
with Employability and Relad Indices Based on ClieAissessments

Employability and Related Indices Indices Indices Change in
Measured | Measured After| Indices After-
Before (r) (N Before (r)
PreEmployability/Job Readiness 11 .02 -.09
Career Decision Making .01 .00 -.01
Work Search A1 .20 .07
Skill Enhancement 27* -.08 -.37%*
Employment Maintenance 14 .25* .07
Overall Employability Composite Index .06 -.05 -11
Responsible Behaviour - - -
Support Systems - - -
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Employability and Related Indices Indices Indices Change in
Measured | Measured After| Indices After-
Before (r) (n Before (r)
Personal Attributes .03 -0.7 -.10
Working Allianceand Client Engagement 15 .15* .15*
Minimum number of casés 204 204 204

"The number of cases for each correlation varied for each variable, the minimum number of cases was the smallest
sample sized used within the before, after and difference meas#éggnificant at the 0.05 level {@iled), **Significant
at the Q001 level (Zailed).

The logistic regression modeling that was conducted for employment outcomes was not repeated
for the training outcomes; the results would not warrant meaningful intetation with the small
sample.

SUMMARY

The intent of this analysis is not to make a definitive statement about which employability
dimensions are the best predictors of employmentraining We do not have the statistical
power to be able to confideiht make those types of statements, especially given how correlated
most of these indices are. There are three broad conclusions we make based on this analysis.

CANBGYX YSFadz2NAYy3I GKS Fo6az2fdziS OKIy3aS jogress Of ASyi

toward employability. The failure to find significant correlations between the change scores and
employmentor trainingdoes not indicate that these change scores do not indicate progress to
employability. In fact, the finding that the indices bdsen measures taken at the end of the study
were better predictors of employment than those at the beginning of the study suggest the
change occurring between the two measurement periods had an impact on employment. But the
findings also indicate that isinot just the amount of change that is important. A client who
changes modestly on an employability index who is in high need will probably still have a lower
likelihood of finding employment than a client with modest change who was in a low need on the
index to begin withln other words, there is likelyrainimum threshold of ability that is required

to become employable, and no amount of improvement will create change until this threshold is
reached.Tracking progress towards employability should coraliinth the change in the
employability indicegmovement toward the thresholddndthe number of clients moving from a
state of higher needabove the thresholdjo a state of lower neegat or below the threshold)

The two figures belowlustrate this dstinction. Figure 2 K2 ga [/ f ASy (i ! I 6K2Qa
scores, on average, omeasure of need. However, Client A has still not met the threshold for
success. Client B, shio in Figure 3has also dropped two scoresn average, omeasures of

need. Howevereven though Client A and Client B have changed the same amount, Client B is
below the threshold at the end of the intervention and is more likely to be successful than Client
A

Figure 2lllustration of Changes. Threshold, Client A

R NE
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Client A: Change Above Threshold
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Figure 3lllustration of Changes. Threshold, Client B

Client B: Change Below Threshold
5
4
2 esssNeed
é 2 - e Threshold
1
0 : .
Before After

The second conclusion is that an overall index of employability could be an adequate indicator of
employability needs and progress, but more specific employability dimensions may provide a
better indicatorof employability. Although this conclusion is supported byldggstic regression
modelling (near the beginning of this secti@mowing individual indices outperformed the
composite index in predicting employment at the end of the study, a longer t&niegto

observe employment outcomes and a larger sample would be required to confirm this preliminary
finding.

Also, the third observation is that other dimensions such as the quality of the working alliance and
client engagement may also be importaatfors influencing the success of the clients in the

SERVICES
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labour market. Although this dimension was not consistently among the best predictors of
employmentor training entryat the end of the study, the simple correlations and some models
indicated some predtive power of this index.

ATTRIBUTION OF CHARG

As an exploratory study predominantly focused on measures, no control or comparison groups

were used in this study. However, it is important to know that any changes experienced by clients

(and reported lelow) are likely attributable to the interventions they experienced. This was

achieved by asking clients the extent to which any changes they experienced were due to the
GLINBAINF YaZ aSNWAOSE&AY AYGSNBASsAEA | yR2BeDWM] ¢ (KSe K
aK26a GKFG | OSNEB fI NHS YI22NRG& o6yo20 OGGNROdzG S
activities of the study.

Table22. Client Attribution of Change

Change is due to: Percentage of Clients
Mostly other factors 1%
Somewhat other factors 3%
Uncertain 13%
Somewhat the programs, services, interviews and work 37%
Mostly the programs, services, interviews and work 46%

PERSONAL ATTRIBUTBETGOMES AND PROCESSE

QUESTION: HOW MUCH CHANGERERSONAL ATTRIBUES., SELF
EFFICACY ANBELFEESTEEM) OCCURS FORNO'S WITHIN 6 WEERF
INTERVENTION?

Methodological NoteTo answer this and any of the questions in which practitioners or clients

used a 5point rating system of need, four categories of need were created: very low, low,

moderae and high. The reader is reminded thattht 2 A y i &aO0F £ S O2YLINKRASR dab2i
YdzOK¢ omM0OX ! tAGGESeE O6HOT avdzZAiGdS | 206 600X |y
follows:
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B Very low need. In this category, the average score vedwden 0.00 and 0.49, meaning
0KS LINBR2YAYlIYyld NBaLRyaS ¢la ab2G 4G ffZ¢ gA
responses.

B Low need. Here, the average score was between 0.50 and 1.49. This indicates
LINBR2YAYLlFyGfte ab2id YdzOKE( arOR NBStat é ANKS YIS NIKyF RJAA

items.
B a2RSNIGS ySSRd 5SFAYSR o6& F@SNIF3IS a02NBa 27
fAGGHE SE GAGK a2YS avdzaGS | 2308 FyYyR a! fAGGTE S
B High need. Averages scores of 2.50 to 4 fit this category. The dominapnhsespwere
fA1Ste avdaAGS | t20¢é gAGK a2YS8S a! t20¢ NBaLRy

Note that the bottom range spans 0.49 points whereas the middle two ranges are 0.99 points and

the highest range is 1.49 points. These differences catthibuted to a desire to define very low

need and high need, with less concern regarding dividing the middle groups. Intuitively,
LINBR2YAYlLyGdte ayz2d +d Ffté NBalLlyaSa AyRAOFGS |
would not seemrighttolop F2 NJ LINBR2YAYIlIyid a! f2G¢ NBaLkRyasSao
020K avdzZAGS + t2d¢ yR a! t23¢ NBalLRryaSa RSTAySa
divided equally.

-HQ)(

The exception to the above system is with the measure of working allematelient engagement.

First, working alliance and client engagement items were collapsed into a single index: working
alliance/engagement. Since the working alliance and client engagement items used a different

a0Fft ST 3F2AYy 3 T NP Yhe iadewias groliped irftot faur levels ofawbrkirfg 2 ( ¢ =
alliance/engagement: Very Low (O to .49), Low (.5 to 1.49), Moderate (1.5 to 2.49) and High (2.5 to

nod | 26SOSNE Al aK2dZ R 0SS y2GSR GKSNB gSNB y2 Of
fewintkKk S a[ 26¢ OFr(iSIA2NE® ¢KAA fAYAGSR GFNARFOATAGE A
it difficult to find any statistically significant relationships between this index and other variables.

DESCRIPTIVE FINDINGS

Practitioner Assessmert.f A Sy i d02NBa ¢6SNB INBAzZISR Ayid2 F2dzNJ C
ratings of their need for help with the attributes (very low need, low need, moderate need, high

need). Tabl&1 shows the percentage of participants in each need group before aed thi

intervention. The very low need group, which represented about a fifth of participants on intake

(22%), represents about a third (30%) by the end of the study. The high need group dropped from

about a fifth (19%) to just over a tenth of the sampe%o) by the end of the intervention.

Table 31: Personal Attributes Needs Before and A&i¢tractitioner Assessment

Need for Help with Personal Before (%) | After (%)
Attributes

Very low need (1 to 1.49) 22 30
Low need (1.5 to 2.49) 26 28
Moderate need(2.5 to 3.49) 33 29

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
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High need (3.5t0 5) 19 12

For a different way to compare changes, client scores were divided into three groups: Those
whose need for help, according to practitioner ratings, lessened throughout the study (Improved),
increased throupgout the study (Worsened) and did not change with regards to personal

attributes (Unchanged). Of 154 clients for which practitioners rated client personal attribute needs
before and after, 40% improved, 14% worsened and 46% experiencing no change. mbmkzest

is noteworthy:The practitioners saw no change in any personal attribute in almost half of their
clients

Client AssessmenAs with the practitioner assessment, clients were grouped into four categories

based on their ratings of their need for palith personal attributes. Tabl@ illustrates the

percentages in each group before and after the intervention. The changes here are more dramatic
GKIFIYy 6A0K GKS LINI OUAGA2YSNBQ adaSaaySyday 2 KSNEB
need at the bginning, almost none (4%) were high need at the end of the intervention. The very

low need group, which represented about a tenth (11%) of the group at intake, represented

almost half (44%) at exit.

Table 32: Personal Attributes Needs Before and Afi&lient Assessment

Need for Help with Personal Before (%) | After (%)
Attributes

Very low need (1 to 1.49) 11 44
Low need (1.5 to 2.49) 30 42
Moderate need (2.5 to 3.49) 34 10
High need (3.5 to 5) 26 4

To look at change a different way, the same pro@sswith the practitioner assessment was used,
creating three groups: Improved, Worsened and Unchanged. Of 280 clients winatedlbn
personal attributes, 240 (86%) were Improved, 4 (1%) were Worsened and 36 (13%) were
Unchanged. Note that the vast maity of clients perceived improvements in personal attributes,
whereas practitioners saw fewer than half demonstrate improvement.

INFERENTIAL ANALYSES

Practitioner Assessmeniiwo-tailed t-tests, comparing whether or not the change between
GoSF2NBE YR alF FOSNE g1 a aAIYAFAOL YOt &2RAFFSNByY
SD =.74) (t (153)-4.24, p<.001 (twdailed)).

Client Assessmentwortailed t-tests alsdound significant changes in client assessments of
personal attributes (M =1.00, SD = .86) (1(279)$9.57, p<.001 (twailed)).
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ANSWER SUMMARY

¢CKS ljdzSadAz2y al 2¢ YdzOK OKI yeHiGcyhayl sdifiSdeim)dgturs G G NR 0
forcieyila 6AGKAY ¢ 6SS1a 2F AYOUSNUSyYyilAz2yKé A& lyagss
depends on who is answering the question. Practitioners see statistically significant change within

c #6SS14asx o0dzi aY2RSNI GS¢ Aa LINi@aksigrificadce of hiS o0 Sad G SN

OKI y3aS®d CdzNIHKSNE GaALISOATAOE A& | ljdzr €t AFASNI GKI G
ALISOATAOT Y2RSNIGS OKIlIy3aSa Ay OfASydQa LISNR2YI
statistically and clinically significa®K I y3S® a5NI Y §AO0¢é FyR a3f20l & Y]
terms here, with 86% improving (i.e., needing less help with) personal attributes. A look at the

YSIy a02NBa AffdzaONI G§Sa (rMPY stKNEINGE MG X0F YA SNEI G QNIOK
1.00. Consider the practical meaning of these means: If the average practitioner sees a client

OKIy3aS o6& 2yS LRAYyG o0Seads FTNRY al t20é G2 ayzi
corresponding client is likely to have seen a full point changeveryitem in order to create

these means.

i S
a
f

It appears the practitioners are using the assessment as a true diagnostic of areas of need,

whereas clients seem to see themselves more positively vangrarea of need improves. A

medical metaphor may help exptaihese differences in perspective: A medical doctor may help a

patient with a very specific problem, such as a sore throat. If the doctor and patient were both

IAPGSYy 3ISYSNIf KSIftOdK FraaSaavySyida (2 O02YLX SGS o6S¥
likely show that the throat is better after than before. No other improvements may be noted. The

patient, however, whose pain has been removed, may well indicate improvements in their throat

as well as improvements in general energy, sleep, general gudias/ etc. The practitioner in this

case takes a highly diagnostic view; the client in this case reports on elements that are highly
interconnected.

Ly I St SO2yFTSNBEyOS KStR gAGK ASHSNIE LI NIAOALN
finding was raised. The practitioners confessed to taking a very cautious view of change and, in
S3aSy0Ss dz2NHSR dza (2 da¢NHzaG (KS Ot ASyidéH

QUESTIOR: TO WHAT DEGREE ARANGES IN PERSONALRIBUTES
RELATED TO THE STRENOF THE WORKING&IANCE?

DESCRIPTIVFHENDINGS

Practitioner Assessmerithe working alliance and client engagement questions were merged into
a composite index to answer this question. Three categories of alliance/engagement were then
created from the data set of 136 practitioners for whom gquate data were available: low,
moderate and high. Comparing these categories to the personal attribute categories described
abovec Improved, Unchanged and Worsenedould illustrate the patterns between
alliance/engagement and personal attributes. AbIE&83 shows below, however, there is no

pattern that jumps out. The low alliance/engagement case saw the highest percentage of
improved clients regarding personal attributes (50%), whereas the moderate and high categories
saw almost half (45% and 49%,pestively) unchanged. Notice, though, that practitioners rated
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comparison.

Table 33: Alliance/Engagement and Changes in Personal AttribgtBsactitioner

Low Alliance/ Moderate Alliance/ High Alliance/
Attribute Change Engagement Engagement Engagement

(# of Clients) (# of Clients) (# of Clients)
Improved 2 (50%) 6 (30%) 43 (38%)
Unchanged 1 (25%) 9 (45%) 55 (49%)
Worsened 1 (25%) 5 (25%) 14 (12%)

Client Assessmendf 278 clients for whom data are available, the patterns are only marginally

clearer. Tabl&4 shows that, similar to practitioners, a large majority of clients (79%) viewed their
FffAFYyOSkSy Al ASYSyd | & gagemarkgboup, thefvastinkaprity(@®%)3 K £ | £ f
improved.

Table 34: Alliance/Engagement and Changes in Personal Attribgt€ent

Low Alliance/ Moderate Alliance/ High Alliance/
Attribute Change Engagement Engagement Engagement

(# of Clients) (# of Clients) (# of Clients)
Improved 4 (100%) 15 (71%) 219 (87%)
Unchanged 0 (0%) 6 (29%) 30 (12%)
Worsened 0 (0%) 0 (0%) 4 (2%)

INFERENTIAL ANALYSES

Practitioner AssessmerA. Pearson correlation showed the relationship between change in
personalattributes and alliance/engagement scores to not be significant@32, p=.14 (twe

tailed)).

Client AssessmenA Pearson correlation showed a small and significant relationship between
change in personal attributes and alliance/engagement scores. {7=p<.01 (twetailed)). The

negative correlation shows thaieedfor improvement in personal attributes tends to decline as
alliance/engagement gets stronger.

ANSWER SUMMARY

This question is not well answered, predominantly because the large majohttlofpractitioners

and clients saw the alliance/engagement levels to be quite high, leaving few to compare in lower

RESEARCH REPC



alliance/engagement relationships. However, even with very unbalanced results, a negligible but
significant positive relationship betweerowking alliance/engagement and personal attributes
gl a F2dzyR 6KSYy @OASHSR (KNRddzAK Of ASyitaqQ tSyaSao

LEARNING OUTCOMESIARROCESSES

QUESTIOR: HOW MUCH DO CLIENODEARN IN 6 WEEREGARDLESS OF
EMPLOYABILITY DIMEQS)?

Two composite indices of need acsaal 5 employability dimensions were used to assess the
RSINBS 2F fSINYyAy3a 20SN) 6GKS AyGSNBSyGA2y LISNR2
YySSR YR GKS 2GKSNJ GKFd O2YOoAYSR OfASyitaQ aas
the items pertaining to the 5 employability dimensions (see the Final Client Survey in Appendix A

for the actual items) involve learning: i.e., the development of competencies. Some pertain to
1y26fSR3AS | OljdAaAGAZ2Yy 0SS ®3 prave mylchubogsiohkdepinga { At £ & |y
SYLX 28YSydGéuvsr 20KSNAE | RRNBaa aljAaffta o0Sd3adr a2 NR
FGGAGdzZRSE o0Sd3Ids aYSSLI Y2UAQIGSR G2 O02YLX SGS  GNI
were not included in this analysisee Question #8 above).

RY
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DESCRIPTIVE FINDINGS

Practitioner Assessmer®ne way of looking at how practitioners assessed learning is to compare

the percentage of clients in the four need groups before and after the intervention (see Table XX).

CKS aO¥B8BRE 2BHNRdzL) ANRga o6& Ftyvyz2ald | GKANRI Y20y
2F (UKS AYyUiSNBSyiliAz2yd ¢KS af2¢ ySSRé IANRdAzZI OKFy3S
YySSRé 3IANRdzL) omo: (2 MmM>0 odzi (GKS aXdansd).idS¢ ySSR

Table 35: Composite Employability Dimension Needs Before and Affgactitioner Assessment

Need for Help with Personal Before (%)| After (%)
Attributes

Very low need (1 to 1.49) 32 42
Low need (1.5 to 2.49) 34 31
Moderate need (2.5 t@3.49) 21 16
High need (3.5 to 5) 13 11

Another way to view learning is to compare three categories: Improved, Unchanged and
Worsened (see Question #7). As Ta&8eshows, practitioners saw overall improvement in over
half (60%) of clients, no change in about a quarter (23%), and negative change in almost a fifth
(18%) of clients.

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
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Table 36: Changes in Composite Employability Dimension Ne@&tactitioner

Change in
Employability
Dimension Need

Number of Clients

Improved 112 (60%)
Unchanged 43 (23%)
Worsened 33 (18%)

Client PerspectivéJsing the same comparison framework as with practitioners, a different picture
emergegTable 37)Dramatic changes are seeny (1 KS G @OSNE f2¢ Yy SSRE INRAzLED

0 02 Hy: FYR GKS GKAIK ySSRé 3INRdzLIE ¢6KAOK A& N
ANRdzL) A4 NBRAzZOSR o0& Fo62dzi KFEF 6oy (2 M0 | yR
53%).

Table 37: CompositEmployability Dimension Needs Before and Afte€lient

Need for Help with Personal Before (%) | After (%)
Attributes

Very low need (1 to 1.49) 3 28
Low need (1.5 to 2.49) 23 53
Moderate need (2.5 to 3.49) 38 16
High need (3.5 to 5) 37 4

When lookingsimply at change (Improved, Unchanged, Worsened), an even more dramatic
illustration of change can be seen: Almost all (95%) clients experienced improveifiablis 38)

Table 38: Changes in Composite Employability Dimension Ne&itactitioner (N =188)

Change in Number of Clients
Employability

Dimension Need

Improved 270 (95%)
Unchanged 5 (2%)
Worsened 8 (3%)

INFERENTIAL ANALYSES

n RESEARCH REPO



Practitioner Assessmeri. t-test used to assess a change significantly different than 0 found

LIN OGAGA2YSNBQ |aaSaavYSyi -6DF p<®@l). PaiaSveré ailab® a A Iy AT
for 188 practitioners. The mean change wa4.68, however, showing that the changaymot be

clinically significant.

Client AssessmemAtil Sa (G dzaSR G2 lFaasSaa | OKIFIy3aS airA3ayAFaoly
assessment of change to be significant (1(2823-61, p<.001). Data were available for 283

clients. The mean change wds12, showing that the change is clinically significant as well. This

level of change is the equivalent of improving one full rating (orpaibt scale) oreveryitem or

improving more than one full rating on many items.

ANSWER SUMMARY

The answer to the gestion about learning is very similar to the one regarding changes in personal
FGONROdzESaY LU RSLISYRa ¢6K2Qa | yAsSNAYIDd t N OGAGA
change. They certainly saw clients learn, but viewed it to be very incremenggitsSCbn the other

hand, indicated they learned a great deal, on average moving the equivalent of 1 pointon a5

point scale.

A greater understanding of the interventions would have helped answer this question more
precisely. Expecting clients to learn nealperfect sense if the interventions they experienced

were teaching/learning interventions. We did not endeavour, however, to determine the details of
the interventions in this study. In a subsequent study, knowing there are effective indicators
available the next critical step would be to examine which interventions produce desirable
outcomes, and how well these interventions need to be executed in order to make a difference.

QUESTIOM: HOW DOES THE WORKIALLIANCE AFFEEARNING
OUTCOMES?

DESCRIPTEVFINDINGS

Practitioner Assessmerithe three categories for change (Improved, Unchanged and Worsened)

are compared to the three categories of work alliance/engagement (Low, Moderate, High) in Table

39to see the relationship between alliance/engagemenkanf S+ Ny Ay 3 (G KNRdzZAK (GKS L
lenses. The reader is reminded that practitioners characterized very few alliances to be Low or

Moderate, making comparisons difficult. What is noteworthy about Table XX is the High Alliance

column, showing that pradtoners saw 62% of clients with a high alliance/engagement score

improve from a learning perspective.

Table 39: Alliance/Engagement and LearnigdPractitioner

Low Alliance/ Moderate Alliance/ High Alliance/
Learning Change Engagement Engagement Engagement
(# of Clients) (# of Clients) (# of Clients)
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Improved 2 (50%) 12 (48%) 81 (62%)
Unchanged 1 (25%) 7 (28%) 28 (21%)
Worsened 1 (25%) 6 (24%) 22 (18%)

Client Assessmeritlsing the same comparisons as with the practitioners, it becomes apparent
that the vast majority of clients (91%) considered themselves allied and engaged with the
intervention process, and that the vast majority (95%) of these engaged individuals exgekrie
positive learning changdg3able 40)

Table 40: Alliance/Engagement and LearnindClient

Low Alliance/ Moderate Alliance/ High Alliance/
Learning Change Engagement Engagement Engagement

(# of Clients) (# of Clients) (# of Clients)
Improved 4 (100%) 20 (95%) 243 (95%)
Unchanged 0 (0%) 1 (5%) 4 (2%)
Worsened 0 (0%) 0 (0%) 8 (3%)

INFERENTIAL ANALYSES

Practitioner AssessmenA Pearson correlation showed no significant relationship between
working alliance/engagement and need fearning (changes in employability dimension scores) (r
=-.02, p=.79 (twetailed)).

Client AssessmenA Pearson correlation showed a moderate and significant negative relationship
between working alliance/engagement and need for learning (changempioyability dimension
scores) (r =.26, p<.001 (tweailed)). In other words, there is a positive relationship between
working alliance/engagement and learning.

ANSWER SUMMARY

As with other questions that address working alliance/engagement, conviaosgers are
difficult given how few practitioners and clients perceived alliance/engagement to be low or
moderate. There is, however, a clear indication from the client perspective that greater
alliance/engagement and learning go hainehand.

LABOUR MRKET OUTCOMES ANDORHESSES

n RESEARCH REPO




QUESTION: WHAT LABOUR MARKEBUTCOMES ARE AGHIE WITH 6 WEEKS

OF INTERVENTION?

DESCRIPTIVE FINDINGS

Overall, 31% of the 313 clients for whom outcome data exist were employed, 17% were in a
training/education program and 7%ere waitlisted for a program by the end of the intervention
period. Where 65% of clients were not employed, in a program or on a waitlist before the
intervention, 45% were after the intervention period, a decrease of almositbind.

Table23: Labour Maket Outcomes Before and After (N = 313)

Before (%) After (%)
NB SK | Total | NB | SK | Total
Employed 12 11 12% 27 34 | 31%
In program 28 10 20% 28 10 | 17%
Waitlisted 14 3 7% 14 3 7%
Not employed or in program 46 75 65% 31 53 | 45%

Of those who gained employment, 55% worked-fiatle, 36% partime and 10% on contract.
Almost all (97%) worked within 50 km of their residence. Almost topggaters (73%) reportedly
found work quite consistent or highly consistent with their skill/gfigdition levels (See Talbd).

a2 NB
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preferred employment (See Table XX). Although 70% of salaries were rated as quite or highly
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consistent with skill/qualificon levels, only 51% of salaries were rated as quite or highly
adequate for cotsof living needs

Table24: Employment in Relation to Skill/Qualifications, Vision, Salary and Cost of Living

N} G SR

Consistency of | Consistency with| Consistency of Adequacy of
Work with Skill/ Vision of Salary with Skill/| Salary to Cost of
Qualification Preferred Qualification Living Needs
Levels (%) Employment (%) Levels (%) (%)
Not at all 5 10 8 14
Not much 8 11 10 6
A little 14 22 13 29
Quite a lot 43 29 43 27
A lot 30 29 27 24
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Of the 43 clients with educational outcomes, 72% were enrolled and 28% waitlisted at the end of
the study. Of those enrolled in training/education, 72% weretfoike and 28% partime. More

than half (58%) were in programs lasting 6 months or longer;W&eé in shorter programs. For
almost all (95%), the program was within 50 km of their residence.

¢KS RSINBS 2F O2yaradSyoOe o0SGeSSy OfASyltaqQ SYLX 2
GlidZAdS | f2G¢ 2N aF 20 éastinajoily bf trainthgi (88%) vias ratédcpp:> 0 2 F
as well linked to local and regional employment opportunities.

QUESTIOR: WHAT LABOUR MARKEBUTCOMES ARE ENHANBEK A STRONG
WORKING ALLIANCEASSESSED BY THE FRACGNER? BY THEERDL?

DESCRIPTIVE FINDINGS

Practitioner Assessmené look at the numbers (Tab®5) shows that the percentage of clients
GYSAGKSNI SYLJ 28SR y2NJAY GNIXAyAy3dIé RSOftAySa Fa ¢
and 45%, respectively). However, the reader is cautioned to noteghelow numbers in the

G[26¢ FYR daz2RSNIGS¢ O2ftdzvya O2YLI NBR G2 GKS al A
quite difficult.

Table25. Working Alliance/Engagement and Labour Market OutconeBractitioner (N = 253)

Working Alliance/Engagement
Low Moderate High

Labour Market Outcome

Employed at Intake; Still Employed 1 (33%) 3 (10%) 27 (12%)
Unemployed at Intake; Employed 0 (0%) 5 (17%) 42 (19%)
In Training/ Education Program 0 (0%) 3 (10%) 35 (16%)
Waitlisted for Program 0 (0%) 1 (3%) 17 (8%)
Neither Employed Nor in Training 2 (67%) 17 (59%) 100 (45%

Client Assessmertlient data reveal almost exactly the same pattern as the practitioner data. A
LINE L2 NI A2Y 2F Of ASyida
YI 1Ay ATae2&) LI NR &2y a
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Table26. Working Alliance/Engagment and Labour Market OutcomesClient (N = 242)

Working Alliance/Engagement

Labour Market Outcome

Low

Moderate

High
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Employed at Intake Still Employed 0 (0%) 1 (5%) 25 (11%)
Unemployed at Intake; Employed 1 (33%) 4 (20%) 40 (18%)
In Training/ Education Program 0 (0%) 0 (0%) 46 (21%)
Waitlisted for Program 1 (33%) 2 (10%) 15 (7%)
Neither Employed Nor in Training 1 (33%) 13 (65%) 93 (43%)

INFERENTIAL ANALYSES

Practitioner Assessmeri¥lo significant differences were found byPaarson chsquare test ((8)

= 4.84, p=.77). As mentioned above, the small number of cases in the Low and Moderate groups
results in a comparison with limited value. As reported below, the analysis of the correlations with
finding employment at the endfdhe study found some significant relationships with the working
alliance/engagement index.

Client Assessmeritlo significant differences were found by a Pearsorsghire test (3(8) =
11.41, p=.18). Again, the small number of cases in the Low anérsltiedgroups results in a
comparison with limited value.

ANSWER SUMMARY

The very narrow range of working alliance/engagement scores of both practitioners and clients
prohibit answering this question. A study would be required that involved less competent
practitioners or more resistant clients to create the needed range for this comparison. Although it
is not helpful to this research, practitioners should be congratulated on their consistent ability to
create a strong working alliance with a diverse arrbglients across a variety of settings. The vast
majority of clients in this study were engaged in the intervention process, and this speaks very
positively about the service being provided.

QUESTION: TO WHAT EXTENT BAENGTH OF SERWCEEACT LABOUR
MARKET OUTCOMES?

DESCRIPTIVE FINDINGS

Comparing the duration of the intervention received by clients to the outcomes experienced by

clients reveals some unexpected findings (See Tafldt would be expected that those who

GSNE a! ySYLX e®VBIRf F&SRY GFARI R AINR G AY LINRPLRNIAZY |
increaseg the more hours, the better the employment results. However, a cursory look at the

results shows virtually no shift in employment results with more intervention (e.g., 23% with 1

hour o less; 27% with more than 8 hours). One might expect that this is due to the proportion of

clients in training rather than employment but, again, the numbers remain remarkably consistent

across intervention hours (e.g., 18% with 1 hour or less; 15% vatk than 8 hours).

The only visual outlier in Table XX is the high proportion of clients who receive between 4 and 8
hours of intervention and remain unemployed and not in training/education (58%).

COMMON INDICATORRANSFORMING THE CURE OEVALUATION IN CAREHR/ELOPMENT AND EM@FMENT
SERVICES




Table27. Intervention Hours and Labour Market Outcomes$N812)

Intervention Hours

1 Hour or 101to2 201t04 401to8 More than 8
Labour Market Less Hours Hours Hours Hours
Outcome
Employed at 9 (15%) 5 (8%) 12 (13%) 7 (10%) 3 (9%)
Intake ¢ Still
Employed
Unemployed at 14 (23%) 10 (17%) 17 (19%) 11 (16%) 9 (27%)
Intake ¢
Employed
In Training/ 11 (18%) 12 (20%) 17 (19%) 7 (10%) 5 (15%)
Education
Program
Waitlisted for 5 (8%) 5 (8%) 9 (10%) 3 (4%) 1 (3%)
Program
Neither 22 (36%) 28 (47%) 36 (40%) 39 (58%) 15 (46%)
Employed Nor in
Training

INFERENTIAL ANALYSIS

The statistical analysis confirms the visual analysis described above: No statistically significant
differences were revealed between intervention hours and labour market outcori@s$) =
12.67, p=.70).

ANSWER SUMMARY

This analysis has produced what at first appears as a surprising answer. There appears to be no
relationship between length of service and labour market outcomes in this study. However, the lack
of a relationship may be due to a very simple causersgiilation among practitioners. It may well

be that practitioners monitor their time with clients, putting in a sufficient amount of time to help
clients reach a certain level of readiness for further progression. With monepaty clients, getting

to thislevel may take less than an hour whereas with other lessgaly clients, more than 8 hours
may be needed. It would be interesting to have practitioners spend set amounts of hours with clients
and then compare different sets of hours with labour maretcomes. It would be even more
informative to track levels of job readiness along with set amounts of service hours and then
compare labour market outcomekleally, furtherresearch could look at hours of service with a

larger sample over a greater tinperiod, and compare this to the opportunity structure, client
employment potential, level of need and outcomes. Further qualitative analysis may reveal distinct
differences in the clients who receive more intervention hours than others.
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RELATIONSHIP AMONDWTCOMES

QUESTIOR: HOW ARE IMPROVEMENIN LEARNING OUME3 RELATED TO
IMPROVEMENTS IN PERBAL ATTRIBUTE OUMES?

DESCRIPTIVE FINDINGS

Practitioner Assessmeht ¢ 2 | yagSNJ GKAa 1jdzSadAz2y FNBY GKS LINI
are made in Tablé1 showing three categories of learning (i.e., changes in overall Employability

Dimension scores) (Improved, Unchanged, Worsened) and three categories of change in personal

attributes (Improved, Unchanged, Worsened). There were 144 practitioners for whtamwetre

available.

The most heavily loaded cell in TaBleis Improved Learning x Improved Attributes. Almost all

Ot ASyida om0 sK2aS fSFENYyAy3a AYLINROSR Ffaz2 AYLNEZ

eyes. At the diagonal end of the table, timajority (65%) of clients whose attributes worsened
also experienced decreases in learning.

Table41: Learning and Attribute ChangesPractitioner

Improved Attributes | Unchanged Attributes| Worsened Attributes
Improved Learning 54 (90%) 29 (45%) 4 (20%)
Unchanged Learning 1 (2%) 26 (41%) 3 (15%)
Worsened Learning 5 (8%) 9 (14%) 13 (65%)

Client Assessmeritlsing the same system as above for practitioners, Tébikustrates the client

assessment of learning and attribute changes. Effectively all clients (99%) experiencing improved
attributes also experienced improved learning.

Table42: Learning and Attribute ChangesClient

Improved Attributes

Unchanged Attibutes

Worsened Attributes

Improved Learning 236 (99%) 29 (81%) 1 (25%)
Unchanged Learning 0 (0%) 5 (14%) 0 (0%)
Worsened Learning 3 (1%) 2 (6%) 3 (75%)

INFERENTIAL ANALYSES

Practitioner Perspectivé Pearson correlation tested the relationship between changes in

learning (Employability Dimension composite score change) and changes in personal attributes. A
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moderate, positive and significant correlation was found (r = .39, p<.00%téiteal)). As larning
improves, so do personal attributes.

CKA& A& | LI NIAOdzZ F NI & AyGadSNBaidAy3da FAYRAyYy3I o6SOI d
on both learning and attribute changes. In both cases, the perceived changes were quite small.
However, theycorrelate to a reasonable degree.

Client PerspectivéA Pearson correlation also tested the relationship between changes in learning
(Employability Dimension composite score change) and changes in personal attributes from the
Ot ASy i Qa LIS NIpasfive anl dgaificant cordelati®was found (r = .67, p<.001- (two
tailed)). As with the practitioners, when learning improves, so do personal attributes from a client
perspective.

ANSWER SUMMARY

A clear answer is provided with these data: Whethegvi@ R FN2Y | LINF OGAGA2y SNDa
eyes, learning improvements are positively related to personal attribute improvements. We

Olyy2iz 2F O02dz2NAS> |yagSNI G§KS [jdzSaGA2y a2 KAOK Tl
The likely answer idat a third factor, such as the working alliance or the intervention itself,

causes both changes.

QUESTION: HOW ARE IMPROVEMENIN LEARNING OUMES RELATED TO
IMPROVEMENTS IN LABOMARKET OUTCOMES?

DESCRIPTIVE FINDINGS

Practitioner Assessmernithe thee categories of change in overall Employability Dimension
composite scores, Improved, Unchanged and Worsened, (as assessed by practitioners) are
compared to employment and training outcomes in Tat8eWorthy of note are that clients who
remain neither enployed nor in training form almost half (46%) of the group of clients whose
learning improved, and under half (40%) of the group of clients whose learning did not change.

Table43. Learning Outcomes and Labour Market Outcontd3ractitioner

Clients withimproved Clients with Clients with
Learning Unchanged Learning| Worsened Learning

Employed at Intakex, 12 (11%) 5 (14%) 4 (14%)
Still Employed
Unemployed at 22 (20%) 9 (24%) 1 (4%)
Intake ¢ Employed
Now
Training/Education 17 (15%) 7 (19%) 3 (11%)
Program
Waitlisted for 9 (8%) 1 (3%) 2 (7%)
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Program

Neither Employed or 52 (46%) 15 (40%) 18 (64%)
in Training

Client Assessmeniewing the same comparison but from a client perspective (Hahibelow),

LISNOSy Gl 3S NBadz Ga F2dzyR Ay GKS a/tASyda gAlGK LY
those found with practitioners. The numbers of clients in the other columns (Unchanged and

Worsened) are too small to allow for patterns to form.

Table44. Learning Outcomes and Labour Market OutconteSlient

Clients with Improved Clients with Clients with
Learning Unchanged Learning| Worsened Learning

Employed at Intakex, 25 (11%) 0 (0%) 2 (29%)
Still Employed
Unemployed at 44 (19%) 0 (0%) 0 (0%)
Intake ¢ Employed
Now
Training/Education 46 (20%) 1 (20%) 1 (14%)
Program
Waitlisted for 17 (7%) 0 (0%) 1 (14%)
Program
Neither Employed or 100 (43%) 4 (80%) 3 (44%)
in Training

INFERENTIAL ANALYSES

Practitioner AssessmenA Pearsorhi-square test found no significant difference$(8) = 8.47,
p=.39) that would suggest a relationship between learning outcomes and labour market
outcomes.

Client AssessmenAs with the practitioner assessment, a Pearsorsgbiare test found no
signifcant differences.(8) = .51, p=.31) that would suggest a relationship between learning
outcomes and employment outcomes.

ANSWER SUMMARY

There is no evidence in this analysis that makes a link between clients acquiring skills, knowledge
and attitudesvis-a-vis the employability dimensions and labour market outcomes. However, the
earlier correlations between the employability dimensions and employment outcomes showed
linkages. More refined testing will be nesdito clarify these relationships.
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QUESTIONO: HOW ARE IMPROVEMENIN PERSONAL ABIRIE OUTCOMES
RELATED TO IMPROVENIE IN LABOUR MARKBEITCOMES?

DESCRIPTIVE FINDINGS

Practitioner Assessmeniable45 compares improvements in personal attribute scores as

assessed by practitioners with labour market outcomes. The table is strikingly similar to Table XX,
which shows learning improvements in relationship with labour market outcomes. Approximately
half (48%) of clients with improved attributes were neither employed nor in training at the end of
the intervention period; 48% of those whose attributes had not changed were also not employed
and not in training.

Table45. Personal Attribute Improvements and LaboMarket Outcomes: Practitioner

Clients with Improved Clients with Clients with
Attributes Unchanged Attributes| Worsened Attributes

Employed at Intakeg 12 (14%) 5 (11%) 4 (0%)
Still Employed
Unemployed at 22 (16%) 9 (20%) 1 (6%)
Intake ¢ Employed
Now
Training/Education 17 (13%) 7 (14%) 3 (12%)
Program
Waitlisted for 9 (8%) 1 (8%) 2 (6%)
Program
Neither Employed or 52 (48%) 15 (48%) 18 (75%)
in Training

Client Assessmett | OdzNBE2NE @GASg 2F Of A Sy dhange chasp&dlLISOG A 9S a
G2 €Fo02dzNJ YIFIN]J SO 2dz2i02YSa LINRPODARSA | @rab¥eAf I NJ A YL
46).

Table46. Personal Attribute Improvements and Labour Market OutconggSlient

Clients with Improved Clients with Clients with

Attributes UnchangedAttributes | Worsened Attributes
Employed at Intakex, 20 (10%) 4 (12%) 2 (67%)
Still Employed
Unemployed at 38 (19%) 6 (18%) 0 (0%)
Intake ¢ Employed
Now
Training/Education 43 (21%) 4 (12%) 0 (0%)
Program
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Waitlisted for 15 (7%) 3 (9%) 0 (0%)
Program

Neither Employed or 88 (43%) 17 (50%) 1 (33%)
in Training

INFERENTIAL ANALYSES

Practitioner Assessmerilo significant differences that would indicate a relationship between
changes in personal attributes and labour market outcomes were found bysajcaie test (4(8)
= 6.00, p=.65). There were 143 cases for which data were available.

Client Assessmentlo significant differences that would indicate a relationship between changes
in personal attributes and labour market outcomes were found by &ghare test (3(8) = 12.06,
p=.15). There were 241 cases for which data were available.

LABOUR MARKET OUTMES AND INPUTS

QUESTION1: WHAT LABOUR MARKEUTCOMES ARE ACHIEWNE6 WEEKS OF
SERVICE WITH CLIEQF®IVERGENT EDUCATM

DESCRIPTIVE FINDINGS

Client education levels (No High School; High School Diploma/GED; SorSedtwstary/College
Diploma/TradeCertificate; University Degree) are compared against labour market outcomes in
Table28. Note that the percentage of clients who were unemployed at intake but became
employed by the end of the intervention period is roughly the same within the High SSuuok
PostSecondary and University Degree groups (22%, 19% and 19%, respectively). However, it is a
smaller percentage of the No High School group who become employed (12%), and a much larger
percentage of the No High School group in Training/Educatiogr®m (34%) than in the other

three educational groups (12%, 10% and 0%, respectively).

Table 28. Client Education and Labour Market Outcomes (N = 306)

Client Education
No High School High School Some Post University

Labour Market Diploma/GED Secondary/ Degree
Outcome College Diploma/

Trade Certificate
Employed at 8 (9%) 16 (13%) 10 (14%) 2 (35%)
Intake ¢ Still
Employed
Unemployed at 11 (12%) 27 (22%) 14 (19%) 5 (19%)
Intake ¢
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Employed
In Training/ 30 (34%) 15 (12%) 7 (10%) 0 (0%)
Education
Program
Waitlisted for 3 (3%) 18 (14%) 1 (1%) 0 (0%)
Program
Neither 37 (42%) 48 (39%) 41 (56%) 13 (65%)
Employed Nor in
Training

INFERENTIAL ANALYSES

The visible differences in Tal#8 were supported statistically, with a Pearson-sfjuare showing

a significant variation among cell$((L2) = 47.13, p<.001Jhis finding is likely explained by the

smaller percentage of the No High School group obtaining employment than with the atieer t

groups and the higher percentage of the No High School group entering training/education than

0KS 20KSNJ INRdzLJax a4 RSAONARGOGSR Ay (KS a5SaONRLIA

ANSWER SUMMARY

This analysis reveals that, in av@ek period, a greater proportion of clients who have not
completed high school will enter training/education programs than clients who have completed
high school and other levels of education. Also, irvee@k period, amaller proportion of clients
who have not completed high school will gain employment than client groups who have
completed high school or other forms of education.

There were too few clients in the sample who had completed university for any meaningful
comparisons to be made with university graduates and others. However, even if there had been
sufficient numbers, and their employment successes could have convincingly been displayed, this
analysis alone would not reveal the quality of employment. Perl@pgersity graduates would

have the highest unemployment proportions of any group, not because they were not employable
but because they were waiting for work that would suit their qualifications. High school graduates
may do very well from an employmenégspective, but only because entigvel jobs are plentiful

in a region.

QUESTIONZ: WHAT LABOUR MARKEBUTCOMES ARE ACHIEBE CLIENTS
WHO IDENTIFY PERSOQMATRIBUTE NEEDS?

DESCRIPTIVE FINDINGS

The categories of need (very low, low, moderate and hilglscribed above are shown in
relationship to the labour market outcome categories in T&llePerhaps the most noticeable
feature of this table is how few of the cells jump out as noteworthy.

Table 29. Personal Attribute Needs and Labour Market Outcolihes 266)
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Very Low Low Need Moderate Need High Need
Need

Employed at Intake 5 (9%) 11 (13%) 8 (10%) 6 (12%)
¢ Still Employed
Unemployed at 16 (29%) 12 (15%) 14 (17%) 5 (10%)
Intake ¢ Employed
Now
Training/Education 7 (13%) 11 (13%) 17 (22%) 6 (12%)
Program
Waitlisted for 5 (9%) 6 (7%) 7 (9%) 3 (6%)
Program
Neither Employed 22 (40%) 42 (51%) 35 (43%) 28 (58%)
nor in Training

INFERENTIAL ANALYSES

A Pearson cksquare test revealed no significant difference%q) = 6.54, p=.68), indicating that
there is no unexpected pattern in the results shown in T@Slabove.

ANSWER SUMMARY

There is no statistically or clinically significant pattern that connects personal attribute needs at
the beginning of an interventimand labour market outcomes. However, as shown previously,
when the correlations between the Personal Attribute Needs Index and employment at end of the
study were examined, there was a significant correlation between these two variables. One can
also obgrve that the highest proportion of those obtaining employment was within the group

with very low need (29%) and the highest percentage of clients neither in employment or in
training was in the group with very high need (58%). It is also to be notedltiss to 70% of

clients were still receiving services at the end of the 6 week intervention period (8 weeks including
intake and exit interviews) and this undoubtedly is reflected in the large percentages still in
neither employment or training.

QUESTION3: WHAT LABOUR MARKEBUTCOMES ARE ACHIEBE CLIENTS
WHO IDENTIFY ONE MRRE ADDITIONAL LIFIRCUMSTANCE NEEDS?

DESCRIPTIVE FINDINGS

t NI OGAGA2YySNI FaaSaaySyida 2F OtASyidaQ FRRAGAZYL
the system describedbove: Very Low Need, Low Need, Moderate Need and High Need. These
categories are compared to labour market outcomes in Table

It is noteworthy that very few clients (9 or 3% of the 309 for which data are available) fall into the
High Need category. #irther 13% are assessed with Moderate Need. This leaves 84% of clients
with low or very low needs. The percentage of clients in the Very Low Need category who became
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employed during the intervention (23%) is more than aparter higher than the percentagn

the Low Need category who became employed. Conversely, the percentage of clients in the Very
Low Need category who were neither employed nor in training/education at the end of the
intervention was just over onthird less than the percentage of clisnin the Low Need category

who were neither employed nor in training/education at exit (38% and 60%, respectively).

Table 30. Additional Life Circumstances and Labour Market Qutcomes (N = 309)

Very Low Low Need Moderate Need High Need
Need

Employed atintake 24 (12%) 7 (10%) 5 (9%) 0 (19%)
¢ Still Employed
Unemployed at 39 (23%) 14 (16%) 4 (11%) 1 (10%)
Intake ¢ Employed
Now
Training/Education 29 (17%) 12 (11%) 10 (22%) 1 (24%)
Program
Waitlisted for 17 (10%) 4 (3%) 2 (9%) 0 (0%)
Program
Neither Employed 68 (38%) 47 (60%) 18 (50%) 7 (48%)
nor in Training

INFERENTIAL ANALYSES

A Pearson cksquare test revealed no significant differences that would link additional life
circumstances to labour market outcome$(12) = 17.93, p=.12).

ANSWER SUMMARY

The tentative answer offered by this study to the question of the relationship between life
circumstances and labour market outcomes is that no relationship exists. However, there were
very few clients in this study who faced additional winstances, and there simply may not have
been enough range in clientele to see a statistically significant effect.

PERSPECTIVES IN MBREMENT

QUESTION 14: TO WHBXTENT DO COUNSEIS ARD CLIENTS ASSESS
WORKING ALLIANCE BINMRLY?

Atwotailed Pearso®2 NNBf | A2y aK2ga | ¢Sk LRaArAGABS NBt G,
Oft ASyllaQ FraaSaayvySyida 2F g2NyAy3 fftAlFyOSkSy3alr3asSy
available for analysis.
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QUESTION 15: TO WHBXTENT DO COUNSEIS @RD CLIENTS ASSESS
LEARMG CHANGE SIMILARREGARDLESS OF EMARILITY DIMENSION)?

We have seen above that practitioners are far more conservative than clients in terms of assessing
change in the Employability Dimensions items or in personal attributes. What is not known,

howe SNE Ad GKSGKSNI GKS LINF OGAGA2YSNEQ @GASsa | yR
though the magnitude of change they see is different, it may be in the same or different

directions. To answer this question, overall intake, exit and change irogafplity dimension

scores of practitioners were correlated with those of clients. See Palfiar the full set of

correlations. The table first shows no relationship between any practitioner ratinggke score,

exit score or change in scoresnd clent assessments of the employability dimensions at intake.

| 26 SHSNE || Y2RSNIGS O2NNBt A2y 0SG6SSy LINF OGAGA
client assessments of their needs at exit was found (r = .32, p<.0iigtled)), and a weak

corelk A2y 2F LINFOGAGA2YSNI I aaSaaySyaga 2F Of ASyidaQ
needs at exit was found (r = .23, p<.01 (ttaded)).

Y

Also, practitioner assessment at intake correlated weakly with client change scores (r = .22, p<.01
(two-tailed)), as did practitioner assessment at exit correlate weakly with client change scores (r =
.28, p<.01 (twetailed)).

Table47. Correlations of Client and Practitioner Ratings of Employability Dimension Scores

Client
Practitioner Intake Exit Change
Intake (N = 282) .06 .32 22*
Exit (N = 151) -.08 23* .28*
Change (N = 151) .00 -.07 -.07

*Significant at the 0.01 level {2iled).

QUESTION 16: TO WHEBXTENT DO COUNSEIS @RD CLIENTS ASSESS
PERSONAL ATTRIBUHANGE SIMILARLY (RRBLESS GMPLOYABILITY
DIMENSION)?

To answer this question, overall intake, exit and change in employability dimension scores of
practitioners were correlated with those of clients. See Td@ér the full set of correlations. The
statistically significant findigs are described below.

Practitioner assessments at intake correlated positively and moderately (r = .31, p<.01 (two

tailed)) with client assessments at intake, and positively and weakly (r = .20, p<.0thi{ed))

with client assessments at exit. Practh 2 Y SNEQ Ay G+ 1S FraasSaavySyida O2NNB
negatively with client change scores (.36, p<.05 (twetailed)). Technically, the higher

practitioners assessed client attributes at intake, the less that change in personal attributes would
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occur.However,-.16 is a very small correlation value and, even though statistically significant, may
have little meaning.

Practitioner exit scores correlated positively and weakly with client exit scores (r = .24, p<.01 (two
tailed)) and also with their intakecores (r = .28, p<.01 (twailed)).

Table48. Correlations of Client and Practitioner Ratings of Personal Attribute Scores

Client
Practitioner Intake Exit Change
Intake (282) 31 20% _16*
Exit (151) 28 2% 08
Change (151) -.04 -.04 A1

*Significant at the 0.05 level {ailed). **Significant at the 0.01 level{diled).

DISCUSSION

Governmentdelivered or sponsored employment services have been offered in the Western

G2NI R AAYyOS aK2NIte FFOGSNI2Ayaildz2y / KdzZNOKATfQa [
(Peck, 2004). Introduced to help potential workers (predominantly yatithe time) connect with

increasingly urbaitentred employment opportunities, these services helped clients understand

their characteristics, explore opportunities aligned with these characteristics, and make effective

choices about employment. At almasie same time, Frank Parsons (1909) was offering the same

services in America under the auspices of a-pmfit organization.

Fast forward just over 100 years, and, recognizing that trillions of dollars have been spent on these
services by governmentgiss the globe, marvel at:

B how little has changed about these services (i.e., in 2013, client meets practitioner, who
helps client understand personal characteristics and how they related to the labour
market, and helps client make connections to the labmarket);

E what little we know about them (e.g., we do not know how many intervention hours are
needed on average to help clients into employment within a set amount of time);

B K2g ONMXzZRS 2dzNJ YSGNRO& | NB FT2Nlvd.aaSaaiayda STFFSC
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B how nonuniform our tools are for measuring inputs, processes and outcomes (imagine
every electrical outlet in your residence requiring a different style of plug, and that all of
these were differenti K 'y &2 dzNJ Yy SAIKO62dzNAQ 2dzif SGaHO

There are a number of reasons for these gaps in knowledge and inconsistencies in metrics (e.g.,
costs, complexity, political will) that need not be explored here. Important for the purposes of this
study is thatwve have grat difficulty improving services because we do not know what works, and
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we do not know what works partially because we do not have a set of common, differentiated
metrics by which to measure inputs, processes or outcomes.

This study starts with thpossibility of uniform metrics or common indicators and then seeks to
understand what using these metrics tells us about inputs, processes and outcomes. The reader is
reminded that two ovefarching questions formed the basis of this study

1. What common indiators are applicable across different client contexts, different client
groups, different agencies, and different interventions?

2. What statements about service effectiveness can be made by tracking common indicators
of inputs, processes and outcomes? Hajp G KA & Fy20KSNJ gl e3> a2 KFG |
AY 6KIFG O2y(GSEGa LINRBRAzOS 6KIG 1AYyR&a 2F 2dzid2Yy

Sixteen specific related questions were answered to help address these broad questions, but
particularly question #2.

Prior to answering these questionsgtimost obvious and predictable finding of this study should

be noted: Determining common indicators is a very complex task. A survey given to a practitioner

may be incomprehensible to a client, for example, yet comparisons between practitioner views

and clent perspectives depend on gathering highly similar data. Even before creating workable

instruments and measures, the seemingly simple task of deciding what is worth measuring (where
Ge2NIKE KFa RAFFSNBYG YSI yAy Jandfiinders)dNia@fit with A 2 y S NA =
RSTAYAGAZ2Y T O2YLX SEA (& ® -3 RIoNII ANYSI-SIEKFSk GHIRSONSYERS BARAYYAAE (il
and different, for example? When one term is used instead of another, what is lost? What is the

theoretical basis for belieng this cluster of concepts has an important bearing on employment,

training/education, career path or welleing outcomes?
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QUESTION #1: APPLIEIA COMMON INDICATOR

b2idgAGKallyRAY3 (GKS 02 YL} SWhaticanSrrkindigafors@e y | ya g SNJI
applicable across different client contexts, different client groups, different agencies, and different
AYGSNIBSY A2y aK ¢ 49éategofizedinéc&ding t thélinpprgtessolitaprheSnodel

of the CRWG, illustrated earlier in Figure 1. Natiee the list below contains indicators that are

applicable across a host of contexts but does not address the degree to which they are applicable.

The answer to Question #2 begins to address the question of usefulness. Also, the italicized items

were shavn in this study to have statistically significant connections to employment outcomes.

Table49. Applicable Common Indicators

Input Indicators Process Indicators Outcome Indicators
B Employability B Working alliance/ | ® Personal attributeS
Dimension need/ client engagement| @ Employability Dimension competence
competence B Length of service (composite & 5 dimension scores)
(composite &5 | = B Employment status
dimension + Unemployed
scores) + Employed
B Responsibility A FulHime
B Personal Parttime
attributes Fit with skills and qualifications
B Education level Fit with vision of preferred
B  Support Systems employment
Location with respect to residence
Salary
T Consistency with skills/
qualifications
9 Consistency with local/regional
cost of living
B Education status
+ Waitlisted
+ In training/education program
A FulHime
A Parttime
A Fit with vision of preferred
employment
Aligned with local/regional
opportunity
Location with respect to residence
Length of program

> > > >

> >

p-N

> >

® All outcome indicators can also be inputs, an& S Of A Sy (i Qa &S ispethaps thiSndokt Abyidus | G G NRA o dzii S
example of this.
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There are elements of the CRWG model that are missing from Z@blsove because they were

y 2 i
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developed in a satisfactory manner.

Synopses of the indicators and their merits are provided below.

EMPLOYABILITY DIMEQIS NEED/COMPETENCE

lf K2dAK GKAa aiddzRé R2Sa y2i KI@S GKS FTAYylLf lyasg
on the five Employability Dimensions, it ldmmonstrated that:

the surveys of need for the five Employability Dimensions correlate well with each other
(whether measured by a client or a practitioner), indicating that it would be quite
reasonable to use a composite Employability Dimensions scoeeded;

the items within each of the Employability Dimensions surveys correlate highly with each
other, indicating that some of these surveys could be shortened without losing predictive
value;

a composite Employability Dimensions score is a predictompi@/ment, regardless of
whether measured by a practitioner (if measured at intake) or a client (in which case the
exit score is a significant predictor);

of the five practitioner Employability Dimensions indices at intake, the two significant
predictors d employment are the Career Decision Making index and the Skill
Enhancement index (in both cases, the lower the need, the greater the likelihood of
employment);

of the fiveclientEmployability Dimensions indices at exit, the-Eraployability/Job
Readines, Career Decision Making and Work Search indices each are predictors of
employment (in each case, the lower the need, the greater the likelihood of employment);
and

clients and practitioners view changes differently, with practitioners being much more
conservative than clients in terms of recording change.

Further clarity regarding the measurement of the five Employability Dimensions separately and as
a composite would be gained by:

using the item analysis to tighten up each sobex (i.e., remove itemdat load less well
than the others on the dimension being measured),

O2 YL SiUAy AIa GiENHESS a0iLINGSA G K Ot ASFaide  aSa &t dza SR
GKA&a altdzRée a2 UGKFId I Y2NB NRBdzyRSR asSyasS 27 Of

lengtheningthe duration of the intervention so that more clients would likely become
employed, thereby providing a large data set to work with.

RESPONSIBILITY

Ly

Fylteara 2F GKS AGSYAa Ay GKS G[ATS / ANDdzYadl y

dadzlEARANGSYa¢éd |yR aNBaLRyaAoftS 0SKIGA2dz2NDeE ¢KS I
significant predictor of employment when measured at intake and when measured at exit.
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However, it is a weak predictor; a longer study in which more clients expedesmaployment
success would clarify its real predictive value.

PERSONAL ATTRIBUTES

The Personal Attributes index used in this study was a significant predictor of employment when

measured at intake either by practitioners or clients. It was also a siniifizedictor of

SYLX 28YSyid 6KSY YSI&dzZNBR o6& LINI OGAGA2YSNE i SEA
values here are weak; a longer study involving more clients obtaining employment would clarify

the strength of the relationships.

EDUCATION LEVEL

Education level proved to be of little value in this study, partially because the educational range

was narrow (i.e., there were very few university graduates in the sample), and partially because

GSYLX 28YSyidé Aa y20 | RA Fowt NidefdiAgradustds, {8y 2 dz3 K JI NA
example, expect different types of employment than high school graduates. Education level needs

to be compared to not only employment but to a composite of employment factors (e.g.,

employed, fit with skills, fit with visionjhis should be the focus of subsequent studies.

SUPPORT SYSTEMS

! YSIF&d&dZNBR Ay (GKAA& &aidzReéxX dadzlll2NI aeaidSvyae KSf
GKS O02yailiNHz0ix: K26SOSNE ¢S NBO2YYSYR NBFTAYyAYy3 (K
GFS / ANDdzyaidlyoOSaé AYyRSE dz&aSR Ay GKAA &aidRe F2N
O2yaiNHzOGayYy GNBalLRyaAoftS 0SKFE@A2dz2NE | yR &adzZJJ2 NI
because intuitively and experientially it seems completely reasentlait this construct plays a

role in employment success.

QX

WORKING ALLIANCEENT ENGAGEMENT

The composite measure of working alliance and client engagement was a significant predictor of
employment when measured by practitioners at intake and exit. K mat a useful predictor of
employment when measured by clients (although it was a weak predictor of learning), but this
may well be due to the very limited range of scores: The vast majority of clients saw
alliance/engagement levels to be quite high, nmakstatistical comparisons difficult.

LENGTH OF SERVICE

hyS 2F (GKS Y23l AdzZNBAINRANVPVA:DAERAVES GZNIREGY FY & (K
relationship between service length and employment outcomes. This clearly requires further

investigationIt may be that practitioners setegulate the time they spend with clients, putting in

only enough to help them reach the next milestone they need to reach, but other factors may be

at play. The interplay of client job readiness and the local opporttiticture needs to be
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examined more closely in future research. Resolving the reasons for thisnoamg would

require, at minimum, knowing more about the nature and quality of service (perhaps less skilled
practitioners take longer to achieve the samatcomes as more skilled practitioners; perhaps
clients with significant issues take much longer to reach the same outcomes as clients with less
significant issues).

In this study, many clients had not yet completed service within the research periothéerig
the study would clarify the relationship between service length and employment outcomes.

EMPLOYMENT

aSladaNAy3 SYLX 2eyYSyid Aa y2ad ySeT YSFadz2NAy3I aFAl
LINBTFSNNBR SYL 2eNBHFAIRESYy 0N EAFAViEA 2SSy Oe 2F al f|
jdzl f AFAOFI GA2yaé YR GO2yaraiSyode 2F alflNE 6A0GK
and is likely important for both research and practical purposes. On the practical side, it would

probably be most useful if an employment centre could boast that 95% of clients find work locally,

that a large majority will find work consistent with their skill sets, or that most will find work that

fits with their vision of preferred employment.

From a esearch perspective, the qualifying variables to employment listed above are important

because they should be predictive of employment longevity. This study was not sufficiently long to

4SS (KSasS delLilSa 2F NBf I GA2y & K& edburing enpdsyend dgii. 32 2 R
would salary consistency and proximity.

ENTRY INTO TRAININNDUCATION

As with employment, measuring entry into training/education programs is common, but it is less
common to assess the opportunity fit, fit with career path gmdximity. These are important
additions for precisely the same rationale as provided above for the employment measures.

QUESTION #2: CONNERG INPUTS, PROCESSMND OUTCOMES

This study enables few conclusive statements to be made that would connecs,ppatesses
and outcomes. However, we can say:

B Working alliance/client engagement is a predictor of both employment outcomes and
learning (as measured by reductions in need for help with employability dimensions) and is
a likely predictor of improvements personal attributes (e.g., sedbteem, selefficacy)
These findings regarding working alliance/client engagement are important. The reader
will remember that the overwhelming majority of both practitioners and clients rated
working alliance/client egagement as very high, making correlations between alliance
and other factors difficult to find. Even with this restraint, alliance predicted change. It is
therefore highly reassuring to know that practitioners, at least in this study, reliably create
a strong working alliance.
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B Clients who obtain employment do so almost exclusively within 50 km of their residence,
and about threequarters find work consistent with their skills/qualifications, more than
half see the work consistent with their vision of preesed employment, and almost three
guarters see their salags consistent with their skill/qualification levels. Only about half,
K26SOSNE aSS GKA&A alflNEBR Fa | RPhisdatafS F2NJ G KSA
FAYRAYy3Ia &LISH | ditiedit@ notdiy heli chieints fihg/ vdMEDLQ to Findl
work that fits with a number of needs. Examining these patterns for a period longer than 6
weeks would be highly beneficial.

B As an input, need for Skill Enhancement as assessed by practitioneraiivelggelated
to client employment at the end of the intervention. To put this another way, the more
the client needs help with skill enhancement concerns, the less likely the client will be
employed in 6 weeks.

B As an input, need for help with persoratributes as assessed by clients is a negative
predictor of employment at the end of the intervention. Put positively, the stronger clients
perceive their personal attributes to be, the more likely they will be employed in 6 weeks.
This finding fits wellvith both common understanding in the career development field,
but also with research in the positive psychology realm (cf. Frederickson (2001), Seligman,
2011).

B Personal attributes improve with a\eek intervention. Although clients see this
improvementt & Y2NB RN} YIFIGAO GKIFIY R2 LINF OQUGAGAZ2YSNEZ
attributes (e.g., selesteem, sekefficacy) improve in 6 weeks. These changes show client
progress throughout the intervention.

B Learning occurs in aWeek intervention. Both praciibners and clients see learning occur
across the Employability Dimensions in the intervention period, with clients seeing more
dramatic changes than practitioners.

B Client learning is highly related to client change in personal attributes. Although wetdo no
know which causes which, or if there is another factor causing both, there is a positive
relationship between client learning and client improvements in personal attributes. Given
the findings regarding working alliance/client engagement, we suspegtreeitioner
intervention is the cause of both these changes. It makes sense that these improvements
go handin-hand, particularly if employment counselling is seen as an exercise in learning
(cf. Hiebert, et al., 2011).

To summarize, this study has proédcindicators, and measures for these indicators, that are

applicable to a wide range of settings with diverse clientele. It has also begun to find connections
0SG6SSY aGAyLMzié AYRAOFG2NRI adzOK Fa alAiftft SyKIFIyO
outO2YSa &4dzOK & SYLX28YSydT GLNRBOS&aa¢ AYyRAOF (2NA
NBfFGA2YAaKAL) (12 2dzi02YSa a4dzOK a SYLX 2eYSydT FyR
relationship to each other (e.g., as learning rises, personal attributes irajpro

Of particular importance to the researchers is that the study has shown a pathway to measuring
clientprogressn a meaningful way. Much more research is needed to connect the many dots at
play, but the study provides a line of sight to the abildycbnnect interventions with changes in

skills, knowledge and personal attributes, and to connect these changes with successful outcomes.
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CONCLUSION

The tools and processes developed and tested in this research respond directly to the demands
from the caeer practitioner field for many years for robust degathering tools that capture more
fully and accurately the results they achieve with their clients as well as to the demands of policy
makers and funders to provide trustworthy evidence of benefitmthividuals, communities and
economies. Employment, reduced time on benefits, and successful retraining are currently
measured by many datgathering systems already in use but, with very few exceptions, other
variables that are known to influence goal aslement in general and employability specifically

are not. These include skill and learning acquisition; improvements in personal attributes such as
seltesteem, seHmanagement and optimism; and qualitative measures related to job retention
and weltbeing including how well employment and/or training fits with individual goals, skills and
qualifications; and the degree to which acquired work allows for a decent standard of living.

A key question in this exploratory research was to determine if thezaasigh similarity in career
and employment services that the measurement of common indicators across service settings
could contribute significantly over time to helping answer the questions of what works, what
works best and for whom?

A significant finthg of this study is that measurement of a set of common indicators is readily
achievable in a pragmatic manner, and that these common indicators are transferable across
different service settings and applicable to a diversity of clients and client nékddield tests for
this study were two very different service setting and models serving quite different client
populations, and the system was successfully implemented and positively received over the
research period. For a very long time, there has beereak database for evidence of the
effectiveness (or noeffectiveness) of career and employment services. If multiple sites were to
use the same common indicators, over time patterns of effectiveness and efficiency would
become much more clear and theidence base could become extremely robust.

In response to the second key question of what works best and for whom, there remains a long
research distance to travel. The study began to tease out indicators that demonstrate impact on
positive labour markieoutcomes and was successful in identifying trends and tendencies and in
some cases, some relatively strong indicators that call out for further testing to confirm their
hardiness. This has been a very good start and we have enough data to concludetbdMdame

It Common Indicators datgathering tool (to be properly named soon) has demonstrated
capability to gather and analyze the data such that it will can begin to specifically address the
question of what works best and for whom. Much more data,Hartdevelopment and
enhancements are needed to further develop and secure these findings.

Partnering with Gos&ilroy Inc., and specifically Ken Organ of this firm, greatly benefited this
project. GossGilroy Inc. provided the ARMS advanced technology dlready does data
gathering for multiple career and employment services in several provinces using a more
traditional datagathering model. We were privileged to be able to integrate oiNaielt model
into the ARMS platform, which is already useendly, highly sophisticated and quite intuitive in

SERVICES
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its use and its application and to do so in both official languages. It also afford8@@ltelp line,
password protection and security for all client information.

As noted elsewhere in this reporti¢ project was also greatly advantaged by having the support
of the offices of PETL in New Brunswick and Abilities Council offices in Saskatchewan which
allowed us to test out the system in divergent delivery settings and systems and with a highly
diverserange of client employability needs.

We have learned that the model is robust and that we may be able to reduce its complexity and
still achieve similar result§Ve have learned that clients and practitioners perceive change and
progress quite differenyl and this presents some measurement challenges to be addressed in the
future. It is clear that the services that practitioners are delivering and that clients are receiving
are perceived by both as making positive differences and that clients attribsiéyychanges
directly to the services provided and how they are delivered.

We did not answer the ultimate question of what actually works and for whom in this study but
that was a known clear limitation from the outset. What we were able to do wasatktthe kinds

of services and the hours of services but we were not able to track the specificity or the quality of
these services. A next step would be to specify a menu of services in detail and to track their
impact within the UNamelt model of InputProcess and Outcome. The programs developed
under the recent HRSDC funded research projects provide fine examples for what such a menu
might contain. The booklets developed for the Impact of LMI on Career Decision Making, the
coaching guides developed fttre Employability Dimensions research, the methodology of
Motivational Interviewing, the Career Motion Career Exploration tool and many promising
practices that are already in place in the provinces/territories as presented at the recent National
Symposiun2y G CNRY wS&SINDK (2 tNIOGAOSE | NB SEI YLX Sa
could be tested to uncover what actually works for what kinds of clients in what kinds of labour
markets.

A major limitation in this study was the timeframe. The research was designed to track and
measure change in client learning and personal attributes and in labour market outcomes. The
timeframe allowed for only a total of six weeks of services plus on&\igrantake and one week
for exiting the project. Actual service was only six weeks.

Most individuals who are seeking training or are unemployed and/or underemployed need to
anticipate more than six weeks for goal achievement. Learning of career maeaggab search,
decision making skills is a process and not a single event; learning and change take time. Personal
attributes such as setisteem and seléfficacy can also be expected to be gradual improvements
rather than eureka moments.

A largepercentage of the client sample were still receiving services and had no labour market
outcomes per se in a six week pernothey were in process or in progress as the data suggest.
Therefore our substantive outcome data is much more limited than we haédhcA minimum
period of three months of services would have allowed for more substantive results and many
more clients with actual labour market outcomes rather than progress outcomes.
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A second limitation was our sample size. We had aimed for a minimonplsaf 300 clients from

each of Saskatchewan and New Brunswick for a total of 600. We had 32 practitioner research
volunteers from New Brunswick and 16 from Saskatchewan and our final sample was 172 clients in
New Brunswick and 229 in Saskatchewan fastal tof 401. Operational issues over which

practitioners in New Brunswick had no control whatever significantly reduced the time available to
them and their capacity to recruit clients into the study. Several training initiatives were occurring
simultaneously and it is no criticism, simply an observation, that research in real settings is
vulnerable to real setting realities. Fewer clients in our sample meant, of course, less robust
comparisons and results. Operational issues appeared to present no bamrigaskatchewan.

An unexpected methodology issue for this project was the final client survey which was@@ost

survey which had worked very effectively in previous CRWG and many other research projects.

We developed the survey dine and it was antipated that most if not all clients would complete

the ontline survey. It was designed in such a way that the list of employability needs that the client

would respond to were tailored to those needs identified by the practitioner in tidahelt

systemC2NJ SEFYLX S AT | OtASyiQa ySSRa 6SNB ARSyYy(AT
meetings as being in the dimension of gmployability and in career decision making, the final

survey that the client would be asked to complete would be only theseetployability

dimension as well as the personal attribute and working alliance indicators which were common in

all surveys.

In reality, close to 50% of clients did not want to use thdina questionnaire and opted for the
paper version. In the papekevsion, all indicators from all dimensions were listed and there was no
way this could be circumvented. This was a shock to researchers and a surprise to most
practitioners.

As a result we had close to 50% of clients who were given all employabilitpsione to

evaluate. For the analysis, we used only those dimensions that were identified as needs but
nonetheless, we have no way of knowing how much client responses were influenced by seeing
more indicators than their needs suggested.

Our learning fromhis is that, as a safety precaution for future research, we would ensure a pre as
well as a pospre test.

With respect to where to from here, the research questions are abundant and promising. Among
the highest priorities are:

B Repeat the study giving ainimum of a three month service period with a six month
follow-up so that tracking of change over time can more accurately inform the capacity of
the datagathering tool to gather change data;

B Develop the indices that were not able to be developed for pinggect, add them to the
model and test them. These include most importantly:

+ The employment opportunity index that can give a needed perspective on what is

realistic to expect with respect to outcomes in divergent labour markets.
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+ The client employabiltindex including the labour market attachment variable
that may provide a framework for establishing service parameters to be expected
and planned.

+ Detailed data on the processeshe actual services providednot only the what
but the goals, content, dur&n and expected outcomesso that the critical
Process component of the model can be substantiated.

+ Build the processes on what the field of practice already has determined is
working and working well.

Addressing these issues as a next step would pravidery solid evidence base for career and

employment service and could result in identifying the components needed to strengthen what is
now working and change or eliminate what is not working.
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APPENDIX A: FINALIENT SURVEY

Client Name:

Date: Client ID/No.:

Location where you received service

Please provide your complete address so your gift card can be mailed tplagd print clearly)

App # / Street no. / Street Name / City / Province / Postal Code

You agreed to participate in a Research Study about six weeks ago. We would like to know what has
happened over these weeks. We would like to ask you about your experience. We would also like to
know if you think you benefitted (or not) from the workwydid together, specifically if you think you
learned anything new and helpful, if you learned a new skill and also if any other things important to you
changed.

Below are several statementSor each statement, we are asking you to think abghere youare now
with respect to the issues you have been working on with your career practitioner and then to think
back to where you were with respect to these same issues when you agreed to enter the research study.

The survey asks you to do two things:
1. Thirk of BEFORE and in the BEFORE column, indicate how OK you were with respect to the
statement at that time;
2. Next, think of NOW and in the AFTER column, indicate how OK you are now with respect to the
statement.

To help you provide a more accurate answeease use the twatep process described below when

responding.

(A) decide on whether the characteristic in question was/is adequate (OK) or not adequate (Not OK)

(B) assign the appropriate rating:
(0) not adequate,

(1) not really adequate, but almost OK, NotOK 1 OK
(2) adequate, but just barely (still OK otherwise it would be 0 or 1), : : 3 : : :
(4) exceptional, I

Lo : 0 1 2 3 4
(3) somewhere between minimally OK and exceptional. .

Graphically, the scale looks like this:
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Part A.1:Getting Ready by removing some things tt Before After

are in the way and need to be resolved before worl

training. Not OK 1 oK NotOK | OK
o e e o e e

Knowing what you know now, rate yourself before the 0 1: > 3 4 0 1: 5 3 4

research project and rate yourself now:

| needed/need help to: 0|12 |3|4|0|1|2)|3]|4

1. Set a future direction for myself (e.g., set a goal
around training, education, employment or chan
in life circumstances)

>
>
>
>
>
>
>
>
>
>

2. Identify my strengths/resources thaupport my
future direction (e.g., training, education,
employment or change in life circumstances goa

>
>
>
>
>
>
>
>
>
>

3. Deal with money issues that may impact my futy
direction (e.g., mortgage, public transit, day care

>
>
>
>
>
>
>
>
>
>

4. Findand use community resources that would he
me with personal challenges (e.g., mental health
services; addictions counselling; public housing)

>
>
>
>
>
>
>
>
>
>

5. Develop supports | need to move toward my gog
(e.g., family, childcare, transportation)

>
>
>
>
>
>
>
>
>
>

>
>
>
>
>
>
>
>
>
>

6. Get life/lemployment skills

>
>
>
>
>
>
>
>
>
>

7. Develop attitudes that support my future directio

8. Develop and follow a plan of action to move 5~ |
forward

9. Other: Please specify:
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Part A.2: Ready to work or train but need to learn Before After

more about me, and what is out there so I can find | \oiok1 ok NotOK 1  OK

direction. e | e s |
I I

Knowing what you know now, rate yourself before the 0 4 2 3 4 0 4 2 3 4

research project and rate yourself now:

| needed/need help to: 0|12 |3|4|0|1|2)|3]|4

>
>
>
>
>
>
>
>
>
>

1. Identify my own strengths, skills and interests

2. Connect my strengths, skills and interests to my
career choices

>
>
>
>
>
>
>
>
>
>

3. Research workpportunities using several source
(e.g., job boards, labour market information,
internet, networks, employer and employee
contacts)

>
>
>
>
>
>
>
>
>
>

4. Research details specific to my work goal (e.g.,
time needed in education/ training; future
employment prospects; types of work; places of
work; local opportunities)

>
>
>
>
>
>
>
>
>
>

5. Choose a career goal (e.g., employment/ training
education/change in life circumstance)

>
>
>
>
>
>
>
>
>
>

6. Find the resources | need to support achieveme
of my goal (e.g., support system, finances, A
motivation)

>
>
>
>
>
>
>
>
>

7. ldentify challenges that may interfere with
achievement of my career goal (e.g., mobility, loy A
opportunities, finances, health)

>
>
>
>
>
>
>
>
>

8. Follow a plan of action to getround problems ang
move forward

9. Other: Please specify:
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Part A.3: Ready to look for work but need to learn Before After
how to look and how to be successful. Not OK | OK Not OK 1 OK

- o e p——t—oq
Knowing what you know now, rate yourself before the I !
research project and ratgourself now: 0 L 2 3 4 0 4 2 3 4
| needed/need help to: 0|12 |3|4|0|1|2)|3]|4

>
>
>
>
>
>
>
>
>
>

1. Confirm my employment goal

2. Confirm that my qualifications and experience a
in line withmy employment goal

>
>
>
>
>
>
>
>
>
>

3. Be able to recognize my personal strengths that
support successful work search

>
>
>
>
>
>
>
>
>
>

4. Find potential employers and employment
opportunities

>
>
>
>
>
>
>
>
>
>

5. Adjust/adapt my employment goal accorditay
employment opportunities as needed

>
>
>
>
>
>
>
>
>
>

>
>
>
>
>
>
>
>
>
>

6. Identify my transferable skills

>
>
>
>
>
>
>
>
>
>

7. Write a resume and cover letter

>
>
>
>
>
>
>
>
>
>

8. Use networks to identify leads to work

9. Use resources to support myork search, ~ | =
including internet

10. Adjust my resume and cover letter according to
work possibilities

>
>
>
>
>
>
>
>
>
>

>
>
>
>
>
>
>
>
>
>

11. Learn and practice appropriate job interview skil

>
>
>
>
>
>
>
>
>
>

12. Develop and follow a work search actiplan

13. Demonstrate positive work attitudes and
behaviours

>
>
>
>
>
>
>
>
>
>

>
>
>
>
>
>
>
>
>

14. Be active and persistent in work search A

15. Other: Please specify:
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Part A.4: Ready to take training or education but Before After

need to decide whaand where and learn the skills NoLOK I oK Mot OK 1 oK

needed to succeed. (S T — — [T S
I

Knowing what you know now, rate yourself before the 0 1, 2 3 4 0 1: 2 3 4

research project and rate yourself now:

| needed/need help to: 0|12 |3|4|0|1|2)|3]|4

>
>
>
>
>
>
>
>
>
>

1. Confirm my training/education goal

2. Research future employment prospects before
pursuing education/training

>
>
>
>
>
>
>
>
>
>

3. Research available training/education options
related to my training/education goal

>
>
>
>
>
>
>
>
>
>

4. Choose training/education options, taking into
consideration my personal circumstances (e.g.,
supports, strengths and limitations)

>
>
>
>
>
>
>
>
>
>

5. ldentify issues that might interfere with achieving
my training/education goal

>
>
>
>
>
>
>
>
>
>

6. Develop strategies ahead of time to address issy
| might face

7. Learn study and personal skills needed to be ~
successful in education/training

>
>
>
>
>
>
>
>
>
>

8. ldentify resources and supports in training and
educationsites and/or community agencies to he| A
me to finish the program

>
>
>
>
>
>
>
>
>

9. Keep motivated to complete training/education |
program

10. Other: Please specify:
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Part A.5: Have work but need to learn how to be a Before After
successfuand/or happier worker Not OK 1 oK Not OK | OK
Knowing what you know now, rate yourself before the = ) - = ) a
research project and rate yourself now: 0 3, 2 3 4 0 3, 2 3 4
| needed/need help to: 0|12 |3|4|0|1|2)|3]|4

1. Identifyskills and attitudes that improve my
chances of keeping employment

>
>
>
>
>
>
>
>
>
>

2. ldentify my strengths and limitations with respec
to these skills and attitudes

>
>
>
>
>
>
>
>
>
>

3. Develop a plan to learn skills and attitudes | nee
before on thejob problems arise

>
>
>
>
>
>
>
>
>
>

4. Find community and/or workplace resources tha
provide help and guidance related to keeping wa

>
>
>
>
>
>
>
>
>
>

5. Know about job roles, responsibilities and
expectations that support being successful on th
job (e.g., who to report to; who makes decisions; A
approval processes, getting answers to job relats
questions)

>
>

>
>

>
>
>
>
>

>
>
>
>
>
>
>
>
>

6. Actively seek help when needed A

7. Make and follow a plan to remain up to date with »
on the job changes iduties and skills

8. Other: Please specify:
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Part B:

There are some general skills and attitudes that have an effect on employability.

Below are six statements about these general skills and attitudésr each statement, we are asking

you to think aboutwhere you are now with respect to each of these and then to think back to where
you were with respect to these same skills and attitudes when you agreed to enter the research study.

1. Think of BEFORE @m the BEFORE column, indicate how OK you were with respect to the

statement at that time;
2. Next, think of NOW and in the AFTER column, indicate how OK you are now with respect to

the statement.

Part B: Skills and Attitudes that can have an effect on Before After
| ili
employability Not OK | oK Not OK | OK
o e o | o e o |
1 1
0 1, 2 3 4 0 1, 2 3 4
| needed/need help to: 0|12 |3|4|0|1|2]|3]|4

1. manage my own actions so that | keep moving
forward

>
>
>
>
>
>
>
>
>
>

>
>
>
>
>
>
>
>
>
>

2. feel good about myself as a person

3. look after my health and relationships in positive
ways

>
>
>
>
>
>
>
>
>
>

4. feellike | have the abilities | need and | know wh
and how to use these abilities

>
>
>
>
>
>
>
>
>
>

5. Understand my strengths, limitations and A
motivationsclearly

>
>

>
>

>
>
>
>
>

6. Other. Please specify:
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Part C:

Finally, we would like to know about your own experience working with your career practitioner(s)
and the impact of the services you have received. There are 6 questions and these ask you about your
answers NOW (that is today and not when you entered tresearch).

To what extent would you say that you Not | Not |A Quite | A lot
at all | much | little | alot

1. had trust in and were comfortable
working with your career practitioner

2. were helped to set your own goals

3. agreed with your career practitioner of
the steps you need to take

4. participated actively in the interviews

participated actively in other programs
and services

6. were focused on making progress
toward your goals

7. To what extent would you say that any changes in yatings are the result of the programs,
services, interviews and work you have done in the last 6 weeks and to what extent were they a
function of other factors in your life?

mostly other |somewhat othe| somewhat the mostly the
factors factors uncertain | programs, sefiees, | programs, services
interviews and workinterviews and worl

A A

p2
p>2
p>2
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APPENDIX BEXAMPLES OF EMPLOYNME
OPPORTUNITY PROFILAASD SERVICES AVAILAB
PROFILES

EXAMPLE 1:

PART 1IEMPLOYMENT OPPORTUES LOCALLY

Name of Office: XXHXXXXXXXXXXXX
Population of Town/City:  XXXXXXXXXXXXXX

A. Current Unemployment Rate Overall10%

B. If you know it, current unemployment rate for youth (129):

If you know it, current unemployment rate for members of target groups:
® Visible minoy: [ [
B Aboriginal: L 1
B Recentimmigrants: [ |

C. Numbers of upskilling institutions (approximately) which are accessible to clients in

your region:

B Number of universities accessible =
®  Number of community colleges accessible =
B Number of upgrading institutions accessible =
B Number of vocational colleges accessible = g_
B Number of distance or ofine programs accessible =
®  Number of shortterm skill/license specific training courses accessible¢ =3_|
® Other: Digital Literacy
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How adequate in youjudgementis the

supply of each of the following Not at all Barely Just More Very
. than
programs relative to the demand for adequate | adequate | adequate adequate
adequate
these programs?
Number ofuniversities A A A 7 A
Number of community colleges A A A i A
Number of upgrading institutions A A i A A
Number of vocational colleges A A A A A
Numbe_r of distance or otine programs i : A A i
accessible
Nump_er 01_‘ s_horiterm skill/license i i A i i
specifictraining courses
Other (please specify) A A A ) A
D. Community Resources Availablecally:
How adequate in your judgement is
the. supply of community resoyrces Not at all Barely Just More Very
which clients need to access in order { adequate | adequate | adeguate than adequate
be employed relative to the demand g a d adequate g
for theseresources?
Public Transit 7 A A A A
Affordable child care A A 7 A A
Accessible elder care A A i A A
Other (please specify) A A A A A
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E. Employment OpportunitiesAvailable Locally:

What is your perception of the Not at all Barely Just More than Very
availability of employment in your adequate | adequate | adequate | adequate | adequate
catchment area for
Clients without secondary school - . ~

. 1 A A
diplomas
Clients withskilled trades . - ~ ~ .
diplomas/certificates/ certifications A ! A A A
Clients with secondary school diplomaj A 7 A A A
Clients with college diplomas/university A A " A A
degrees
Whatis your perceptlo.r.] Of. Not at all Barely Just More than Very
employment opportunities in your

. ) adequate | adequate | adequate | adequate | adequate
catchment area in terms of:
Range of employment opportunities A i A A A
across several sectors
Quality of employment opportunities
(full-time vs.part-time; some benefits A i A A A
vSs.no benefits)
Other comments:
A A A A A
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PART 2 SERVICES INVENTORY
COMMON INDICATORS REARCH PROJECT

Please check off (x) the services regularly provided to clients by your office. Please add any which
are not listed. Please also provide brief details where requested (i.e., number of workshops;
duration of workshops; learning objectives or workshop eombutline covered in workshops).

CHECKLIST

Selfserve Resource Centre with career, education, training and labour market information

X Staffed Resource Centre with career, education, training and labour market information
Selfserve Resourc€entre with access for clients to computers, fax machines, telephones

X Staffed Resource Centre with access for clients to computers, fax machines, telephones

X Group Information Sessions givin(Average duration of 30-40 minutes
clients knowledge of available information sessions
services

Average number of clients in 1520
attendance

X Individual employability needs  Average duration of interview 30-60 minutes

assessment interviews : .
Average number of interviews 1-2

per client
Group employabilitneeds Average duration of interview
assessment interviews : .
Average number of clients in
attendance

Referrals td°LAR (prior learning Average duration of process
assessment and recognition)
services

Referrals to Settlement Services Averageduration of process
Referrals for Language Assessme Average duration of process

X Administration and interpretation Names of specific assessmer CAAT, Screening for

of career assessment tools tools used Success, Choices, Career
Cruising
X Financial/Program Eligibility Average duration of process 60-120 minutes
Assessments

X Individual employment counsellincAverage duration of interview 30-60 minutes

Average number of interview:4-6
per client
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CHECKLIST

X Financial Management/Debt Average duration oihterview 0-30 minutes
ManagementAdvice

Average number of interviews 1-2
per client

Group employment counselling  Average duration of interview

Average number of interviews
per client

PreEmployability and Life Skills Number of workshops in serie

Workshops : .
_ _ Duration of workshops in
(Examples could include: helping geries

develop personal supports neede: N
for work (i.e. childcare); referrals t Themes of Pr&mployability
community resources to address and Life Skills Workshops or

challenges/vulnerabilities; life skill 2tach learning objectives or
workshops etc.) workshop content outline

Career Decision Making Worksho Number of workshops in serie

(Examples could include: identifyil pration of workshops in
strengths and transferable skills; ggries

researching worlopportunities; o
identifying a career goal; identifyir Themes oCareer Decision
challenges which may interfere wi MakingWorkshops or attach

career goal and developing learning objectives or
strategies etc.) workshop content outline
Work Search Workshops Number of workshops in serie
(Examplgg cquld include: confirmi pyration of workshops in
that qualifications match . series

employment goal; identifying

potential employers and Themes oiork Search
opportunities; using networks to  Workshops or attach learning
identify employment leads; objectives or workshop
compleing a resume and cover ~ content outline

letter etc.)

Skill Enhancement Number of workshops in serie

(Examples might include training pyration of workshops in
andeducation courseedection series

researching and evaluating trainin _

options; researching employment Themes oSkill Enhancement
prospects in specific fields; Workshops or attach learning

developing study skills etc.) objectives or workshop
content outline
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CHECKLIST

EmploymentMaintenance Number of workshops in serie

(Examples might include identifyir o ration of workshops in
important attitudes which improve ggries

chances of keeping employment;

identifying sources of support whii Theémes oEmployment
provide advice about ark MaintenanceWorkshops or
retention; learning how to ask for attach learning objectives or
assistance when needed; coachinWorkshop contenbutline

on the job etc.)

Job Finding Clubs

X Placement servicesWorkability
Employer liaison

X Referrals to third party providers for  Please specifylob Search, Employment Maintenance
specific employability needs

Referrals to specialized community ~ Provide names of most
resources common referral resources:

Workplace assessment/adaptation/modification

Workplace mentoring
X Income support/financial eligibility servicesMA or Reachback clients
X Referrals for prsonal counselling Average duration oihterview

Referrals for addiction counselling Averageduration of interview
X Career fairs, job fairs and/or career symposia

X Other: (Please specifyliaise with Aboriginal Communities, Address Major Business Closures
info sessions, counselling, servicessite
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EXAMPLE 2:

PART 1IEMPLOYMENT OPPORTURNS LOCALLY

Name of Office: XXXXXXXXXXXXXX
Population of Town/City:  XXXXXXXXXXXXXX

F. CurrentUnemployment Rate Overall6%
If you know it, current unemployment rate fgouth (1629). 12%
| fyou know it, current unemployment rate for members of target groups:
® Visible minority:

B Aboriginal:
® Recent immigrants:

G. Numbers ofupskilling institutions (approximately) which are accessible to clients in

your region:

B Number of universities accessible =
B Number of community colleges accessible =
B Number of upgrading institutions accessible = @
®  Number of voctional colleges accessible =
B Number of distance or ciine programs accessible =
® Number of shortterm skill/license specific training courses accessiblg =12 |
® Other: Digital Literacy

How adequate in youjudgementis the More

supply of each of the following Not at all Barely Just than Very
programs relative to the demand for adequate | adequate | adequate adequate adequate
these programs? g

Number of universities A A A 7 A
Number of community colleges A A 7 A A
Numberof upgrading institutions A A 7 A A
Number of vocational colleges A A 7 A A
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How adequate in youjudgementis the

supply of each of the following Not at all Barely Just More Very
. than
programs relative to the demand for adequate | adequate | adequate adequate
adequate
these programs?
Numbe_r of distance or ctine programs ; i A A i
accessible
Num_b_er of_shoﬂterm skill/license A 7 A A i
specific training courses
Other (please specify) i A A A A
H. Community Resources Availablecally:
How adequate in your judgement is
the. supply of community resoyrces Not at all Barely Just More Very
which clients need to access in order { adequate | adequate | adequate than adequate
be employed relative to the demand g g d adequate q
for these resources?
Public Transit A 7 A A A
Affordable child care i A A A A
Accessible elder care A i A A A
Other (please specify) i A A A A
I.  Employment Opportunities Available Locally:
What is your perception of the Not at all Barely Just More than Very
availability of employment in your adequate | adequate | adequate | adequate | adequate
catchment area for
C_I|ents without secondary school A i X X i
diplomas
Clients with skilled trades = . . . A
diplomas/certificates/ certifications A A A A !
Clients with secondary school diploma; A A i A A
Clients with college diplomas/university A A P i i

degrees
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What is your perception of

. Not at all Barely Just More than Very

employment opportunities in your
catchment area. in terms of- adequate | adequate | adequate | adequate | adequate
Range of employment opportunities i i " X I
across several sectors
Quality of employment opportunities
(full-time vs.part-time; some benefits i A A A A
vS.no benefits)
Other comments:

i A A A A
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PART 2SERVICHESVENTORY:
COMMON INDICATORSSRARCH PROJECT

Please check off (x) the services regularly provided to clients by your office. Please add any which
are not listed. Please also provide brief details where requested (i.e., number of workshops;
duration of workshops; learning objectives or workshop content outline covered in workshops).

CHECKLIST

Selfserve Resource Centre with career, education, training and labour market information

Staffed Resource Centre with career, education, training and laiadket information
X Seltserve Resource Centre with access for clients to computers, fax machines, telephones
Staffed Resource Centre with access for clients to computers, fax machines, telephones

Group Information Sessions givin¢Average dration of information
clients knowledg®f available sessions

services . .
Average number of clients in

attendance

X Individual employability needs  Average duration of interview 1.5 hours

assessment interviews : . _— :
Average number of interviews pe 1 initial, 1 possible

client vocational evaluation
(min. 1 week)

Group employability needs Average duration of interview

assessment interviews . .
Average number of clients in

attendance

Referrals to PLAR (prior learning Average duration of process
assessment and recognition)
services

X Referrals to Settlement Services Average duration of process
Referrals for Language Assessme Average duration of process

X Administration and interpretation Names of specific assessment to B Valpar work samples
of career assessment tools used (size discrimination,
(Vocational Evaluation services) simulated assembly,

multi-level sorting,
independent problem
solving)

B Kaufman Brief
Intelligence Test,"™
edition

B SIf Directed Search
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CHECKLIST

B Ashhnd Interest
Inventory

B Test of Interpersonal
Competence for
Employment

B Pro-3000
Computerized
Assessment (for
employment aptitude
testing)

B Career Orientation an
Placement Evaluatior
Survey (COPES)

B Wide Range
Achievement Test"
edition (WRAT 4)

Financial/Program Eligibility Average duration of process
Assessments

X Individual employment counsellincAverage duration of interview 45 min

Average number of interviews pe 16 meetings
client

Financial Management/Debt Averageduration of interview

Management Advice Average number of interviews pe

client
X Group employment counselling  Average duration of interview 6 hours / day

(New Opportunities for Work Average number of interviews pe 35 days (avg.)
program) client

PreEmployability and Life Skills Number of worksbps in series
Workshops

(Examples could include: helping .
develop personal supports neede:  "emes of Pr&mployability and
for work (i.e. childcare); referrals t Lifé Skills Workshops or attach

community resources to address '€arning objectives or workshop
challenges/vulnerabilities; life skill content outline

workshops etc.)

Duration of workshops in series

X Career Decision Making Worksho Number of workshops in series Not provided in a

(Examples could include: identifyil }NOfk‘ShOD‘ format,
strengths andransferable skills; individualized

researching work opportunities;  pyration of workshops in series
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CHECKLIST

identifying a career goal; identifyir Themes of Career Decision Maki

career goal and developing objectives or workshop content
strategies etc.) outline

X Work Search Workshops Number of workshops in series  Provided on an individua
(Examples could include: confirmi basis, numbers and
that qualifications match themes may vary
employment goal; identifying Duration of workshops in series

potential employers and
opportunities; using networks to Themes of Work Search Worksht

identify employment leads; or attach learning objectives or
completing a resume and cover Workshop content outline
letter etc.)

X Skill Enhancement Number of workshops in series  Not provided in a
(Examples might include training yvork_shop_ format,
and education course selection; individualized

researching and evaluating traininpration of workshops in series
options; researching employment

prospectsin specific fields: Themes of Skill Enhancement

developing study skills etc.) Workshops or attach learning
objectives or workshopontent
outline
X Employment Maintenance Number of workshops in series  Ongoing, schedule is
(Examples might include identifyir individualized, not a
important attitudes which improve workshop format

chances of keeping employment; pyration of workshops in series
identifying sources of support whi

provide advice about work Themes of Employment
retention; learning how to ask for Maintenance Workshops or attac

assistance whe needed; coaching learning objectives or workshop
on the job etc.) contentoutline

Job Finding Clubs
X Placement services
X Employer liaison

X Referrals to third party providers for  Please specify: XXXXXXXXXXX; various others
specific employability needs
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CHECKLIST
X Referrals to specialized community  Provide namesf most Learning Disabilities
resources common referral resources: Association

Autism Resource Center
Work Prep Center

Can. Mental Health
Association, Mental
Health Clinic

X Workplace assessment/adaptation/modification
X Workplace mentoring
Incomesupport/financial eligibility services
Referrals for personal counselling Average duration of interviey
Referrals for addiction counselling Average duration of intervie\
X Career fairs, job fairs and/or career symposia

X Other: (Please specify): Job Coaching, Job Bundling (individually designed job carves)
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APPENDIX C:

EMPLOYMENT GOAL ARKCTION PLAN:

Arriving at an agreed upon goal and a concrete action plan are fundamental. They are the roadmap to
guide and to gauge progress towards the client achieving his/her employability goal. The Action Plan
must be updated with each client contact. You areamaged to complete the action plan on screen

with the client, and to print an updated copy for the client each time you work together (click Print

bullet).
Goal
Action steps Do this by Finished
(check)
1.
2.
3.
4,
5.
Other Supports for Client (people, programs, Contact Information for Other Supports
services, resources)
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