
Pre-Apprenticeship Journey:
Insights Report
May 2019

Toronto Community Benefits Network



2

1. Executive Summary
2. Project Approach & Methodology
3. Primary research findings

• Journey Overview and Journey-Specific findings
• User narratives
• Global themes

• Theme 1: Navigating the journey
• Theme 2: The tension between barriers and support
• Theme 3: Conditions for success

4. Opportunity Areas
5. Opportunities for further research
6. Appendix

• Research sample detail: apprentices
• Secondary research highlights
• Stakeholder research highlights
• List of barriers faced by under-represented groups based on primary research
• Journey map reading guide
• Bibliography

Table of contents



3

Executive Summary



4

Project Context & Overview

Executive summary

Careers in trades are in significant demand; jobs are available 
now and retirement is looming for many. However, the pipeline 
is drying up (1, 6*). This shortage of qualified workers hints at 2 
specific problem areas: the supply of potential workers and the 
retention of qualified apprentices (3, 4, 12, 17). Many barriers 
and challenges exist that 1) prevent potential workers from 
getting into a construction-related pathway and 2) may cause 
them to drop-off at any point of their journey (see appendix for a 
list of common barriers identified in the literature and in our 
primary research). These barriers are especially exacerbated for 
members of equity-seeking groups and people experiencing 
economic disadvantage (11–16). 

Pre-apprenticeship programs were created to mitigate some of 
these issues and to expand access to apprenticeship training 
(18). These programs can last up to 52 weeks and are designed to 
help “potential entrants to the apprenticeship system develop 
their job skills and trade readiness so that they will be prepared 
to find work as apprentices” (Employment Ontario, 2013). 
However, only 25% to 33% of participants who complete a pre-
apprenticeship program go on to become registered apprentices 
(2), and those often do not include members of equity-seeking 
groups (9).

The above is especially relevant in the context of Community 
Benefits Agreements and hints at a broken funnel from 
community engagement to on-site work. 

The following report and accompanying journey map aim to 
explore the seldom discussed pre-apprenticeship experience by 
providing an overview of the journeys that lead to 
apprenticeship.

We specifically explore the different barriers and challenges that 
pre-apprentices face on their way to a career in the trades, with an 
eye towards under-represented population groups, and in the 
context of CBAs. 

The intent is for this report to provide a firm foundation from 
which further discussions concerning pathways to trades might 
proceed and to help bridge the gaps in the literature (18) including 
barriers to pre-apprenticeship and apprenticeship, changing 
demands for apprentices and conditions for success for future 
apprentices.

The report and journey map have been compiled from a series of 
15 in-depth interviews with participants who have recently been 
through a pre-apprenticeship experience, 2 learning labs with 
stakeholders representing organisations that support the pre-
apprenticeship journey in various ways, 2 validation labs used to 
validate our data and journey map, and secondary research 
focused on workforce development, the modernization of the 
apprenticeship system in Ontario, diversity and inclusion in the 
construction sector and Community Benefits Agreement.

(*Numbers correspond to sources which can be found on pages 11–12)

–Ministry of Advanced Education and Skills Development, 2018

"The demographics of people in the apprenticeship system 
do not reflect Ontario’s population. In building an inclusive, 

highly skilled workforce in Ontario, it is important that 
opportunities and diversity increase within the skilled 

trades for all underrepresented groups, including women, 
Francophones, Indigenous peoples, people with disabilities, 

and racialized people.
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Project Results

Executive summary

The information gathered from our interviews, learning labs and 
secondary research has led to:

• A journey map created from the point of view of pre-
apprentices detailing the steps, resources, barriers and drop-
off points throughout their experience and including:

• 18 findings for specific phases of the journey, from the 
perspective of pre-apprentices

• 12 findings for specific phases of the journey, from the 
perspective of stakeholders

• A report pulling together primary and secondary research and 
including:

• 4 user narratives bringing to life the complexities of 
the journeys we heard

• 3 major overarching themes, supported by 12 key 
findings common across the journey

• 6 major opportunity areas based on our primary 
research

• A detailed list of barriers faced by many under-
represented groups such as: at-risk youth, 
newcomers, parents & caregivers, visible minorities, 
women, and people experiencing economic 
disadvantage

• A summary of key insights from our document review 
and stakeholder research

Key Findings

The journey starts and ends with the challenges of navigating a 
complicated system. Findings emerged for each phase of the 
journey:

1. Introduction to trades: pursuing trades appears to be the 
result of a circumstantial career shift aided by perceived 
demand and income stability. Most aren't aware of the 
commitment and process to become an apprentice.

2. First step to pre-app: while there are many entry points to 
pre-apprenticeship, people tend to be heavily influenced by 
personal referrals. Pre-apprentices tend to have limited 
information and may not be aware of the full range of options 
available.

3. Application: people intending on completing a pre-app 
program tended to have a limited view of the options 
available, often applying to the first option they have. 
Straight-to-union participants tended to be more open and 
considered applying to multiple unions.

4. Attending: attending pre-app programs often required 
people to make significant lifestyle changes and trade-offs, 
which they saw as important sacrifices for their future. 
Mentorship and wrap-around support was incredibly 
important during this sometimes confusing or difficult time.

5. Post-program: transitioning to the apprenticeship 
experience can be difficult for multiple reasons, including 
learning curve on the job site and discrimination faced by 
people from under-represented groups. Many expect pre-app 
programs to provide a direct entry into an apprenticeship.
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Key Findings (continued)

Larger themes also emerged throughout the research.

1. Navigating the journey: the pre-apprenticeship experience 
is a confusing one, like navigating a large dark room with only 
a small flashlight. Whether starting their apprenticeship 
journey through a union route or pre-apprenticeship program, 
people often need to lean on the support systems and people 
around them for help navigating the process and getting their 
foot in the industry door.

2. The tension between barriers and support: Despite 
robust support systems, people drop off the path as their 
barriers compound over time. Facing challenges that are both 
systemic and deeply personal, participant success comes from 
being placed in the right program to meet their unique needs 
and expectations.

3. Conditions for success: Serving a huge range of 
candidates, pre-apprenticeship programs see people entering 
with very different needs and expectations. Based on their 
rationale for pursuing trades and the support they need to 
succeed, participant expectations for program outcomes must 
be set and met in different ways.

Key Recommendations

1. Getting the word out: increase public and community 
awareness of trades by funding public awareness campaign or 
continuing community engagement work with under-
represented communities

2. A guided choice: Provide simple and clear information 
about the different pathways by equipping guidance 
counselors and service provider staff with the knowledge to 
become “navigators”, building a comprehensive and user-
friendly information hub and building capacity within the 
network.

3. A flexible learning experience: implement more flexible 
programming and scheduling of pre-app programs and 
leverage different delivery methods to account for different 
schedules and learning styles

4. A network of opportunities for everyone: establish 
more industry liaison roles between unions and programs to 
allow for matching to be made based on skills, not on program 
reputation. Consider crediting all pre-app hours towards a 
future apprenticeship or another college program

5. Advocate for pre-app participants from beginning to 
end: provide more support to new graduates as they 
transition to the apprenticeship, implement anti-
discrimination policies within unions and programs, 
implement feedback loops within the CBA system.

6. Aligning requirements and expectations: ensure all 
pre-app participants graduate from programs with the same 
base level of skills, regardless of the program, and that this 
base level of skills matches the skills level funded.
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Project Approach & Methodology
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Context

Project Approach & Methodology

Careers in trades are in significant demand; jobs are available now 
and retirement is looming for many. However, the pipeline is 
drying up (1, 6). This shortage of qualified workers hints at 2 
specific problem areas: the supply of potential workers and the 
retention of qualified apprentices (3, 4, 12, 17). Many barriers and 
challenges exist that 1) prevent potential workers from getting into 
a construction-related pathway and 2) may cause them to drop-off 
at any point of their journey (see appendix for a list of common 
barriers identified in the literature). These barriers are especially 
exacerbated for members of equity-seeking groups and people 
experiencing economic disadvantage (11–16). 

Pre-apprenticeship programs were created to mitigate some of 
these issues and to expand access to apprenticeship training (18). 
These programs can last up to 52 weeks and are designed to help 
“potential entrants to the apprenticeship system develop their job 
skills and trade readiness so that they will be prepared to find 
work as apprentices” (Employment Ontario, 2013). However, only 
25% to 33% of participants who complete a pre-apprenticeship 
program go on to become registered apprentices (2), and those 
who do often do not include members of equity-seeking groups 
(9).

Overview of TCBN

The Toronto Community Benefits Network (TCBN) has centred 
itself at the forefront of the economic justice movement in Canada 
by negotiating Community Benefits Agreements  (CBAs) into 
public infrastructure and urban development projects. In so 
doing, TCBN is addressing the challenges of access to good jobs, 
local economic development and neighbourhood revitalization 
particularly as they impact on historically disadvantaged 
communities and equity seeking groups in Toronto. A well 
functioning construction pre-apprenticeship system is essential 
for the success of this work.

–Employment Ontario, 2015

“According to the 2007 National Apprenticeship 
Survey, a “typical apprentice is male, under 35 

years old, non-Aboriginal, non-immigrant, non-
visible minority, with no history of disability” 

(Ménard et al., 2008). In other words, Canadian 
apprentices are typically white, Caucasian, able-

bodied men under the age of 35.”
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Research Questions

Project Approach & Methodology

This context became the basis for our research questions:

• What are the barriers to apprenticeship that stand in the way 
of equity seeking groups? How are they mitigated?

• Why are candidates and apprentices dropping off?

• What could be done to better prepare participants for the 
realities of the apprenticeship? 

• What are the conditions for success? What are the core 
elements of the pre-apprenticeship experience that are key to 
a successful outcome? 

Project objectives
TCBN wanted to deepen its understanding of the pre-apprenticeship 
experience in order to:

• Map the pre-apprenticeship experience, building on the 
apprenticeship journey work previously done by Bridgeable

• Identify challenges, pain points, and opportunities throughout the 
different pathways to apprenticeship to understand what is required 
to set potential apprentices up for success

• Highlight the diversity of experiences within the pre—apprenticeship 
journey to better understand the specific barriers these groups may 
face.
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Our approach at a glance

Phase A
Prepare & Align

1 week

Establish project 
objectives and plan, 
kick-off project, prepare 
for research: frame 
research questions, help 
TCBN recruit 
participants and 
stakeholders

Phase B
Explore

1.5 week

Establish a deeper 
understanding of pre-
apprenticeship 
experience, including 
challenges, pain points 
and opportunities

• 15 in-depth interviews 
with apprentices

• 2 learning labs with a 
total of 20 
stakeholders

Phase C
Map & Validate

2 weeks

Synthesize and validate 
hypotheses of pre-
apprenticeship 
experience, visualize 
experience in journey 
map to gain holistic 
understanding

• 1 validation session 
with 10 stakeholders

• 1 validation session 
with 5 apprentices

Phase D
Deliver

0.5 week

Share and transfer 
findings & 
recommendations with 
internal team and 
partner network

Project Approach & Methodology



Secondary research

Project Approach & Methodology

The secondary research provided context and corroboration of 
identified barriers, supports and findings from interviews, and 
informed the recommendations included in this report. 
Workforce development, modernization of Ontario’s 
apprenticeship system, diversity and inclusion, and 
community benefits were topics explored throughout the 
secondary research. The documents reviewed included:

Workforce development
1. BuildForce Canada. Construction & Maintenance Looking 

Forward: National Summary Highlights 2017-2026. 
January 2017.

2. Office of the Auditor General of Ontario. “Chapter 3, 
Section 3.04 Employment Ontario”. 2016 Annual Report. 
Toronto: Queen’s Printer for Ontario. 2016.

3. Toronto Community Benefits Network. Analysis of labour 
market issues affecting the construction sector. 2017. 

4. Toronto Region Board of Trade. Building Infrastructure, 
Building Talent. October 2016.

5. The Premier’s Highly Skilled Workforce Expert Panel. 
Building the workforce of tomorrow: a shared 
responsibility. June 2016.

Modernization of the apprenticeship system in Ontario

6. Colleges Ontario. Transforming Ontario’s 
Apprenticeship Training System. Supplying the 
tradespersons needed for sustained growth. A proposal 
from Ontario’s colleges. July 2009

7. Human Resources Professionals Association. 
Apprenticeship Reform: Ontario’s future depends on it.

8. International Brotherhood of Electrical Workers 
Construction Council of Ontario (IBEW-CCO). Ontario’s 
New Apprenticeship Strategy. August 2017.

9. Ministry of Advanced Education and Skills 
Development. A Stronger Apprenticeship System for 
Ontario: Ontario’s Apprenticeship Strategy. 2018.

10. Swerhun. Discussing a Modernized Apprenticeship 
System. 2017

11



Secondary research (continued)

Project Approach & Methodology

Diversity and inclusion in the construction sector
11. Canadian Association of Women in Construction. 

Summary of Level Best's Needs Assessment. March 2017

12. Construction Sector Council. The State of Women in 
Construction in Canada. February 2010.

13. Lynda Gullason. Ottawa’s gender based analysis was 
predestined to fail. Globe and Mail. Mar. 08, 2017 

14. SkillPlan & Social Research and Demonstration 
Corporation. Enhancing the Retention and 
Advancement of Women in Trades in British Columbia: 
Final Report. February 2017.

15. United Way Greater Toronto. Rebalancing the 
Opportunity Equation. May 2019

16. Employment Ontario. Barriers to Attracting 
Apprentices and Completing their Apprenticeships. 
2015.

Community Benefits
17. United Way Toronto & York Region. On Track to 

Opportunities. Linking Transit Development to 
Community Employment and Training Project. 
UWTYR/MTCU OLMP Final Report. October 2016.

Apprenticeship analysis
18. Refling, E., & Dion, N. (2015). Apprenticeship in 

Ontario: An Exploratory Analysis. Toronto: Higher 
Education Quality Council of Ontario.

Please refer to Appendix for an overview of the secondary 
research highlights.
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Primary research

Project Approach & Methodology

For the primary research component of this project, 
Bridgeable sought to understand the experiences of two 
groups: A) participants who recently went through a pre-
apprenticeship experience and B) stakeholders involved in 
delivering, managing, supporting or governing the pre-
apprenticeship experience. Note that the term ”pre-
apprenticeship experience” denotes participants who have 
attended a pre-apprenticeship program or have followed a 
self-directed path to apprenticeship.

Primary research activities included:

• 15 in-depth interviews with apprentices

• 2 learning labs with stakeholders

• 1 validation session with apprentices

• 1 validation session with stakeholders

• 2 supplementary in-depth interviews with stakeholders

Bridgeable conducted 15 in-depth interviews with 
participants who have recently been through a pre-
apprenticeship experience. These included some who:

• Did and did not attend pre-apprenticeship programs

• Were and were not successful in finding work in their 
desired trade

• Are and are not union members

• Identify as members of an under-represented 
demographic in their field of work

(see next slide for further details on the research sample. 
Additional information is also available in Appendix)

Interview topics:

Steps towards an apprenticeship, including:

• Emotional experience 

• Resources

• Documents and preparation

• Support and relationships

• Barriers and challenges

• Measuring outcomes

13

A. Pre-apprentices



1414Research sample: apprentices

As part of the apprentice interviews, we talked to 15 individuals: 4 individuals who applied direct-to-
union or employer, and 11 individuals who attended a pre-apprenticeship program.

1

DIRECT-TO-UNION/EMPLOYER (n=4)

Insulation

Construction

3
1

Construction

Electrician

Welding

Solar technician

PRE-APPRENTICESHIP (n=11)

7
1

1

7 2 2 4
Type of

program
Community College Union Self-directed

Populations 10 5 2 2 2 1

Visible Minorities Black Youth Youth At-risk Female-identifying Parents/caregivers First Nations

PROGRAMS 
ATTENDED: 

• TradeLinx (LEC)
• Building Up
• Eva’s Phoenix

• Canadian National Shelter Program
• Durham College
• North American Trade School

• Tropicana
• George Brown College
• Construction Connections

13Gender

Male-identifying Female-identifying

2

1Casting

1

Newcomer

• LiUNA 506

See appendix for further information on research sample
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B. Stakeholders

Project Approach & Methodology

Bridgeable conducted 2 learning labs and 1 validation session 
with stakeholders involved in various capacities in the pre-
apprenticeship experience. 

These included:

• Organizations leading pre-app programs

• Organizations funding pre-app programs 

• Employment services organizations

• Trades and labour councils

• Policymakers and government partners

(see next slide for further details on the research sample)

Learning lab activities:

• Identifying roles each organisation play throughout the 
journey

• Identifying key moments for organisations and pre-
apprentices

• Identifying supports and resources provided to pre-
apprentices by organisations

• Identifying the highs and the lows throughout the 
journey

• Identifying key opportunities

Validation session activities:

• Reviewing the journey phase by phase

• Capturing and modifying elements that are inaccurate

• Identifying opportunities for improvement

15
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We consulted a range of stakeholders through a workshop process, including community 
programs, colleges, unions, funders and government representatives.

Research sample: stakeholders

• Labour Education Centre, Tradelinx
• ACCES Employment
• George Brown
• The Career Foundation
• YWCA
• OYAP (Toronto Catholic School Board)

• Crosslinx
• MTCU
• GTA Sewer and Watermain Contractors 

Association
• Hamilton Brantford Building and 

Construction Trades Council
• Toronto and York Region Labour Council
• TESS
• Toronto Region Board of Trade

• Labour Education Centre, Tradelinx
• ACCES Employment
• YMCA
• LiUNA 506
• Construction Connections
• Building Up
• Bass Installation

(validation workshop also included a 
separate session with pre-apprentices who 
were previously interviewed)

Learning Labs involvement Validation Workshop involvement
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A note on the nature of this research:
• This research and journey mapping project is based on a qualitative 

methodology focused on deepening our understanding of the pre-
apprenticeship experience. 

• The approach focused on gaining deep and rich insights from a handful 
of participants through the use of in-depth interviews and facilitated 
activities. 

• The open nature of this methodology provided us with the flexibility 
and participant trust required to explore in greater detail the 
psychosocial experience and elevate population differences.

• In addition, there were several outliers in our research; people that 
differ significantly from other observations.

• Due to the limited sample size and the constrained representativeness 
of the sample population, the results of this study should not be used to 
draw systems-level conclusions and should be directional and used as a 
foundation for further investigation. 

• Suggestions for further research are included at the end of this 
document.

Research limitations
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Primary Research Findings



Journey overview & journey-specific insights 
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Supporting documents

Journey overview & journey-specific insights 

Please refer to the accompanying document “Journey Map 
Breakdown” for a closer view of the pre-apprenticeship 
journey. It zooms in on the details of the map that might be too 
small to see.

The following slides detail 18 key findings for specific phases 
of the journey, from the perspective of pre-apprentices. Please 
see appendix for stakeholder-specific insights along the 
journey.

20
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Pre-apprentices insights & observations

Journey overview & journey-specific insights 

Intro to trades

Some people enter trades as a first career, often through exposure 
in high school or through a person in their network. Others who are 
experiencing a circumstantial career shift may discover trades as a 
potential pathway to a stable career.

Career prospects

Initially, it seems like people are drawn to a career in trades 
because of the perceived demand and income stability; they 
aren't aware of the commitment and process to become an 
apprentice.

Plan B

For some, pursuing trades appears to be the result of a 
circumstantial career shift e.g., deciding not to complete 
university, currently in a vulnerable situation, previously 
incarcerated, struggling to find employment, easier path to 
get into for newcomer unable to work in their original field.

"I was throwing resumes all over the place looking for a job. 
Construction fell into my lap"–Participant

"To be able to provide for my family, have a long lasting skill that 
will stay with me as long as I can use my hands"–Participant

21

First step

People search for entry points into trades through various 
pathways, often using one or more search methods.

Tunnel vision

Those that apply direct-to-union seem to be unaware 
that pre-apprenticeship programs are an option. 
Similarly, those that pursue pre-apprenticeship 
programs are not aware that direct-to-union is a 
possibility.

Referrals and recommendations

It seems like personal referrals into specific unions and 
pre-apprenticeship programs heavily influence 
people's entry points and subsequent path to 
apprenticeship.

"My mom's friend's husband works for the union - I set up a 
call with him"–Participant

(on pre-app) "I feel that that’s the only way for you to get 
some experience, to have some know-how, knowledge, to 
know what you’re doing"–Participant
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Pre-apprentices insights & observations (continued)

Journey overview & journey-specific insights 

Application

The application process starts with an info session or 1-on-1 
consultation, followed by an individual assessment to ensure 
program fit. Some people will receive personal case work support, 
which might refer them directly to the union or other programs.

First option

It seems like people have a limited view of all the pre-
apprenticeship program options; people seem to be 
opportunistic and not spend significant time assessing fit.

No comparison

For those that apply direct-to-union, there seems to be little 
comparison between unions and most receive direct entry 
via referral.

Widespread applications

For those that try to apply direct-to-union and are 
unsuccessful, they seem to have more openness to the 
unions they apply and are more likely to apply to multiple to 
find an entry point in.

Hindsight & foresight

Those that participate in an additional pre-apprenticeship 
program seem to be more intentional in their choice and 
analyze multiple options, particularly if they initially 
completed a general trades program.

22

(on pre-app) "They try to get everybody, and don't try to 
understand what you need”–Participant

(on union application) "I was trying to get into unions for so 
long, I went to offices every morning for 2 months straight to 
drop off a resume”–Participant

(on union application) "It’s not what you know, it’s who you 
know and what you look like”–Participant
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Pre-apprentices insights & observations (continued)

Journey overview & journey-specific insights 

Attending pre-programs

Pre-apprenticeship programs vary dependent on the funder 
requirements, trade, target population, provider, and individual 
needs. Programs often include essential skills, followed by trade-
specific theory and hands-on work. Some include topics and skills 
that are taught in Apprenticeship Training, such as a full Level 1 for 
a particular trade, some will include on-the-job training, 
communication skills and employability skills, as well as wrap-
around supports. 

Sacrifices & Trade-offs

Committing to the program often requires people to make 
significant life decisions e.g., quitting their job, co-parenting 
or finding daycare, moving to be closer to the program.

The Human Touch

Programs that provide networking and mentorship support 
during the program seem to influence sponsorship and 
people's next steps.

Experience Expectations

Dependent on the program, some seem to expect more 
hands-on training because of the perceived need to have 
experience before starting in the industry.

23

Preparing for change

It seems like pre-apprenticeship programs prepare 
people for the required lifestyle adjustment, which can 
be a barrier for some.

Career certainty

For some, attending the program can contribute to 
people feeling more certain about their career choice and 
direction.

“I completely gave up my other sources of income to pursue 
carpentry a little bit more.“–Participant

“Went in wanting to get into a trade but I was very nonchalant 
about the whole thing “whatever happens happens” but mid-
way through I was engaged, interested wanted to be there”–
Participant

(on program staff) "They were really cool, took time to get to 
know the individual in front of them. Very down to earth and 
they connected to us, they understood some of the things that we 
went through leading up to that point”–Participant
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Pre-apprentices insights & observations (continued)

Journey overview & journey-specific insights 

Post-program

After programs, paths vary. Ideally, people begin apprenticing 
with their work placement. Some pursue non-union work and may 
later begin apprenticeships. If these paths don’t work out, people 
will pursue different careers or a different pre-app program.

Adjusting & improving

For many, there seems to be a learning curve that is present 
post-program that people adjust to over time.

Regret

When transitioning to apprenticeship experience, some 
learn that direct-to-union was a possible entry point and 
they may experience regret.

Reality of representation

The lack of representation of different populations in 
industry seems to be unexpected and challenging to 
navigate. It appears to be better anticipated if people 
participate in programs dedicated to specific populations.

24

Still stuck on the outside

Many seem to expect programs to provide them with 
direct entry into a particular industry; people experience 
frustration and remorse if they aren't able to find an 
apprenticeship or a job.

Trying again

It seems to be common for people to pursue an 
additional pre-apprenticeship program if they do not 
achieve the expected results (e.g., sponsorship, hands-on 
training or skills development).

"Pre-app is kind of a bubble.”–Participant

"Now I want to know, where do I go from here? How do I find 
an employer that will help me learn, get certified, get my 
tickets?”–Participant

“Having a mentor would’ve been amazing”–Participant

“More hands-on would have made it an easier transition when I 
was on-site, I wouldn’t be so fresh”–Participant



User Narratives
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User narratives
While the journey map gives an 
overview of the experience and details 
the support and barriers, user 
narratives help bring the experience to 
life in all its complexities. We’ve 
created 4 user profiles based on what 
we heard in interviews to better portray 
the different pathways and their 
outcomes.

User narratives
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USER NARRATIVE:   Yusuf

33 y.o. Black Somali youth from 
Rexdale

4th year Carpentry apprentice, 
currently working on Eglinton
Crosstown

10+ years experience prior to 
apprenticeship

Fell into the Application & 
Rejection cycle 

Decided not to pursue pre-
apprenticeship, ultimately 
entering the union through a 
community referral.

HIGH SCHOOL 
EXPOSURE

UNION-FOCUSED 
RESEARCH

APPLICATION & 
REJECTION CYCLE NON-UNION

WORK
REFERRAL TO 

UNION (NETWORK)
APPRENTICESHIP

Yusuf started working in trades when he was in high school. Despite 
being unable to get a seat in his school co-op class, he found jobs as a 
general labourer and worked hard through to graduation.

Hearing that a classmate was applying to the union through his father, 
Yusuf pursued the Direct-to-union route. However, as a visible 
minority lacking a personal referral, he was continuously rejected after 
applying to dozens of unions. He resisted pre-apprenticeship, as he 
believed the classes were geared towards folks with more basic needs. 
He was looking for an entry point into the industry, and wasn’t able to 
find a program that he felt provided that connection.

Yusuf worked for 10 years in various positions all the way from Toronto 
to Calgary in an attempt to find an apprenticeship. It wasn’t until he 
met a union member at his local community centre back in Toronto 
that he was accepted via referral.

Yusuf’s story is an example of someone who has the work ethic and 
experience to succeed, but was held back by systemic discrimination 
and ultimately progressed to apprenticeship through a lucky 
connection. Now a union member, Yusuf has referred 30+ people to his 
Local and is an advocate for diversity in the trades.
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25 y.o. previously-homeless 
indigenous youth at-risk from 
Toronto

2nd year carpentry apprentice

Attended a community-
based construction Pre-app 
Program

Dropped out of high school,
has obtained GED

Faced on-the-job challenges 
when placed in a predatory 
work site, which delayed his 
apprenticeship by 2-3 years 
and tolled his mental health

Mikom faced significant personal challenges in his late-teens, ultimately 
ending up without stable housing at 18. He defined himself at that time as “a 
severely at-risk youth”. Through a community service while working various 
jobs, Mikom was referred to a construction pre-apprenticeship program at a 
community outreach centre and had an overwhelmingly positive experience.

With a new ambition to become an apprentice, Mikom was referred to a 
work program for youth at-risk through an employment services agency. The 
placement he received sounded too good to be true: paid employment, 
guaranteed union apprenticeship, and housing in the apartment buildings 
that they would construct. 

Sadly, the work placement was a toxic environment. Mikom did very little 
carpentry on site, would consistently receive no communication from his 
boss for weeks, and was given what he describes as “so many false promises”. 
8 out of 12 people in his cohort abandoned the apprenticeship due to the 
experience, and Mikom fell into a depression.

Luckily, Mikom joined his Local before his program shut down altogether, 
due to what he believes was pity from the union intake person. Today, he’s 
working on a new job site. Mikom is a person who received wonderful, 
life-saving support from his pre-apprenticeship, but was ultimately 
taken advantage of on-the-job as a vulnerable person.

REFERRAL FROM 
COMMUNITY 

SERVICE
GUIDED 

APPLICATION
PRE-APPRENTICESHIP 

CLASSES
WORK 

PLACEMENT
APPRENTICESHIP 

WITH UNION
PROGRAM

COMPLETION

USER NARRATIVE:   Mikom
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28 y.o. woman of Caribbean 
descent

Living in public housing 

Participated in 
4 pre-apprenticeships, remains 
unsuccessful in finding work in 
her trades 
of interest

Currently working as a janitor

Interested in carpentry and 
plumbing 

Naima’s brother is a member of the carpentry union, which he entered through 
a community housing program. Noticing that he was well-employed and proud 
of his union, Naima wanted to pursue trades as well. She heard that finding a 
job was easy and work was widely available.

After doing some research through employment centres and online, she 
decided that pre-apprenticeship was the most direct way to get in. She started 
with some general programs that introduced her to trades, and eventually 
ended up in a more focused pre-apprenticeship class. In her program 
decisions, an important requirement was that financial support be included.

Through her programs, Naima feels that she didn’t receive the employment 
support or union connections she had hoped for. She struggled due to her 
credits being non-transferrable between programs and not being able to find 
work. Overall, she wishes she could have had a guide through the process.

Naima still doesn’t know how to get into the trades she’s interested in, and has 
mostly given up on the industry. If she could redesign the system, she would 
love to see programs be better connected to real employers who are able to 
help out early apprentices. She would also benefit from more mental health 
support, and hopes that there could one day be subsidies in place for 
employers who hire apprentices out of these programs.

FAMILY MEMBER 
IN TRADES

PRE-APPRENTICESHIP 
INFO SESSION

UNABLE TO FIND 
WORK

STOP PURSUIT 
OF TRADES

PROGRAM 
CLASSES &

COMPLETION

RETURN TO 
PRE-APPRENTICESHIP

(x4)

USER NARRATIVE:   Naima
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33 y.o. Black man living in 
Downtown Toronto 

Previously incarcerated

Participated in a 
community-based 
pre-apprenticeship, worked 
with Metrolinx after program

Currently employed in 
construction/contracting

Still struggles to find 
employment in other fields 
due to his criminal record

Before pre-apprenticeship, James was struggling to find employment and was 
open to whatever work came his way. He discovered his pre-app program for 
black youth through a job board, and successfully passed through their 
interview/admission process.

When he started pre-apprenticeship, James was “half in and half out”. 
However, his program kicked-off with a 3 day retreat up north, where 
participants could get to know one another and their coordinators. This made 
him excited to show up on the first day, and he felt more comfortable with the 
people around him after getting to know them.

Throughout the program, James benefitted from one-on-one support and 
mentorship by the coordinators, who he felt really understood his situation. 
This helped motivate him to show up and strive for improvement everyday. 
Before finishing the program, he had work lined up with Metrolinx.

James describes his first few weeks on the job as a steep learning curve, due to 
a lack of hands-on experience. However, he has adjusted to the pace of 
construction and continues to be employed today. He looks at the program as a 
truly beneficial experience that not only got him into work, but also helped him 
come out of his shell and improve his “soft skills”.

GENERAL 
JOB HUNT

GUIDED APPLICATION 
PROCESS

PROGRAM 
CLASSES

NON-UNION 
APPRENTICESHIP

COMPLETE 
CLASSES

WORK 
PLACEMENT

USER NARRATIVE:   James
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Global themes
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Navigating the journey: 
The tip of the iceberg
The pre-apprenticeship journey starts and ends with the challenges of 
navigating a complicated system. People have a range of pre-conceptions and 
assumptions, leading to a tension between what they  think lies ahead, and the 
realities that they will face along the way.

Whether starting their apprenticeship journey through a union route or 
pre-apprenticeship program, people often need to lean on the support systems 
and people around them for help navigating the process and getting their foot 
in the industry door.
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Many perceive experience as a pre-requisite in order to get into their trade of choice; this 
creates a mental model (assumption or underlying belief ) that pre-apprenticeship 
programs are necessary to break into the industry. 

Conversely, those that go direct-to-union seem to be unaware that pre-apprenticeship 
programs are an option.

Entry into pre-apprenticeship is guided by mental models

• They do not have enough experience to be hired by a 
union or employer sponsor directly

• They do not have the necessary skills to be able to 
start immediately in a trade

• Some are seeking to determine whether trades is the 
right fit and career path for them

• Some are open to all trades and receptive to any 
“guaranteed” entry point into the industry

• They assume baseline skills and experience is not 
necessary as they will learn on-the-job and through 
the apprenticeship process which begins post-hiring

• Some assume that they have enough baseline 
experience by working non-union gigs or from 
various summer jobs

• Conversations with people in their network 
crystallize the belief that direct entry is the only 
route in

Pre-app participants assumptions Direct-to-union assumptions

Implication
Knowledge of the industry and of the possible pathways to a construction career is limited or tends to be erroneous, 
therefore limiting one’s pre-apprenticeship options or potentially setting them off on the wrong path.

"I feel that that’s the only way for you to get some 
experience, to have some know-how, knowledge, to 
know what you’re doing"

"My mom's friend's husband works for the union - I set 
up a call with him" 
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People's network, e.g., personal referrals, program staff and mentors, seem to be very 
influential in architecting pre-apprentices’ experience. Entry points, support and 
outcomes are administered by a range of people in an individual's extended network.

Human connections simplify the experience along the way 

• Pre-apprentices directly pursue a particular trade, pre-
apprenticeship program or sponsor because of a personal 
connection and referral from friends or family.

• Those that rely on self-direction seem to be influenced by 
others in their network in the initial direction they pursue 
e.g., friends, family, counselors from support services

Entry points
• Program staff are essential in supporting the 

experience upon entering the program to 
navigating the industry post-program

• Particularly if pre-app program participants are 
facing significant barriers, support staff, service 
provider staff and/or agency staff seem to 
contribute to pre-apprentices’ success by 
offering wrap-around support when needed.

• Family, friends and partners enable people to 
commit fully to pursuing a pre-apprenticeship 
program and a career in trades

Support provided

• Many pre-apprentices credited the program staff as 
important for helping with network development and 
connections in industry that they otherwise might not have 
had access to.

• Some programs enable sponsorship via post-program work 
placements or connections to unions and/or employers.

Outcomes

Implication
Pre-apprentices leverage the formal and informal knowledge of their network to help fill knowledge gaps when 
information is lacking  and to help them navigate specifically confusing or difficult situations. Some under-represented 
groups may not have access to the same type of network, which may hinder progress.

“I didn’t really have to do research myself, my site 
supervisor referred me to his union and helped me 
prepare my application.”

“The staff took time to get to know us and were very 
down to earth, they understood some of the things that 
we went through”
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The individual responsibility & effort required to effectively navigate from pre-app to 
apprenticeship are often underestimated; some program providers bridge this gap by 
providing over-and-above guidance, education and support.

Beyond the pre-app: programs bridge more than the skills gap

• For some, the underlying need for a job and income 
stability overshadows the commitment requirement 
to apprenticeship

• In addition, some may be unaware of all the available 
options in terms of trades, programs and entry 
points

• Many are also unaware of the milestones and 
process to become a journeyman

Pre-apprentices don’t know what 
they don’t know

Programs support individual 
responsibilities

• Some programs manage expectations, and provide 
career counseling to determine the right direction

• Many programs provide post-program mentorship 
and communication to facilitate the transition to the 
workplace

• Some programs may go over and beyond by educating 
people on the apprenticeship system and assisting 
with various administrative processes outside of their 
regular job duties

Navigating the journey

Implication
While pre-apprenticeship programs were designed to help “potential entrants to the apprenticeship system develop their job 
skills and trade readiness so that they will be prepared to find work as apprentices” (18), they seem to be doing much more for 
the candidates. Successful programs (and their staff ) orient candidates to the apprenticeship by managing expectations and 
supporting candidates through the transition.

“I thought that pre-app was the easy or straightforward 
way to get into the union”

"Program is really invested in you to make sure you 
succeed and reach your full potential."
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There’s a universal understanding that careers in trades are in significant demand; jobs 
are available now and retirement is looming for many. Many experience unanticipated 
barriers and struggles, which counter this overarching belief with the reality that 
breaking into the industry is a significant challenge.

The illusion of job supply throughout the journey

At each stage of the pre-
apprenticeship experience, 
there is a high potential for 
drop-off because of the 
unexpected barriers that 
people may experienced.

Not as easy as it 
sounds

There is an urgency for 
income stability; some may 
resort to precarious forms 
of employment instead of 
following through on the 
path to apprenticeship.

Not worth the wait

Given the demand, people 
seem to expect that they 
will be able to easily enter 
the industry and find 
employment. They later 
realize that there are 
many steps on the journey 
to apprenticeship.

No clear path to 
expected job

Some people go through 
multiple cycles of pre-
apprenticeship programs if 
their initial expectations 
are not met. 

The pre-app spiral

Navigating the journey

“How do I find an 
employer that will help 
me learn?”

"People find doors closed 
because of racism, barriers 
to traditional networks, 
systemic discrimination."

“We have clients getting 
in and staying with bad 
employers because they 
need a job now.”

“I did autobody first 
because I thought it would 
have welding, but now I’m 
trying to go back because 
it wasn’t the type of 
welding I was looking for."

INTRO TO TRADES
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The tension between barriers 
and support
As with any complex journey, the road to apprenticeship is paved with a 
range of barriers and challenges. Programs provide different supports based 
on the needs of their participants, and staff will often go above and beyond 
to help people overcome the issues in their way.

Despite these robust support systems, people drop off the path as their 
barriers compound over time. Facing challenges that are both systemic and 
deeply personal, participant success comes from being placed in the right 
program to meet their unique needs and expectations.
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Even though programs aim to address various population-specific barriers, the root 
causes are often systemic. Additionally, people may experience barriers that compound 
over time, particularly before entering the program and post-program.

Barriers are systemic and compound over time

The pre-apprenticeship bubble Compounding barriers

Root causes

Many pre-apprenticeship programs address significant gaps 
within the industry and provide a supportive, empowering 
environment for specific populations.  This stands in stark 
contrast to what apprentices might face in the workplace. 
Transitioning from pre-app to workplace unveils new 
barriers with little insulation, including:

• Navigating dynamics and discrimination from co-
workers and team leaders

• Lack of representation in the workplace
• Need for self-advocacy and support 

Since people experience multiple barriers at different 
stages, they can compound over time and heighten the 
potential for drop-off. For example, someone who has to 
quit their job, manage childcare and travel far distances 
is at higher risk of dropping off.

Barriers are rooted in inequalities that programs are not 
able to fully address or prepare people to manage once 
in the industry. For example, poverty, discrimination, 
population-specific inequalities.

The tension between barriers and support

Implications
• While pre-app programs were designed to help candidates transition to apprenticeship, it appears that some programs do 

not equip candidates properly to ensure a smooth transition, which may affect retention rates.
• Wrap-around support is necessary to help remove some of the barriers faced by participants

“Pre-app is kind of a bubble. Working on a city park –
cement trucks every day – expectations of me changed 
really fast, I was the only woman.” 

“You go to sites and you don’t see black people. It’s 
hard to get through the door, and once you get through 
the door, it gets a lot harder.” 
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Pre-apprenticeship programs vary according to funder requirements, trade, target 
population, provider, and individual needs.  In our research synthesis, we identified two 
key factors to understand the range of needs programs serve.

The range of program-provided support needed to counteract barriers

We found that program participants begin 
the program with a wide range of goals 
and challenges they’re working on.  Some 
require support for essential skills and job 
readiness; others are seeking experiential 
knowledge and career outcomes.

Support required

Pre-apprenticeship programs provide a 
range of support that is often dependent 
on the population they serve. Within the 
spectrum of programs, we found two 
predominant levels of support.

Types of support provided

(base needs support) (career support)

Support required
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Types of support provided

Individualized support and 
customization to address people’s 
needs and barriers.

Support provided by the program to 
ensure training and knowledge.

People need significant 
support to be job ready.

People have career- and 
skills-related objectives.

The tension between barriers and support
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We have observed four program staff roles that differ based on the required support to 
address participants’ varying needs

Program staff archetypes

Types of support provided
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h)
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ow

 to
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h)

(base needs support) (career support)

Support required

The NavigatorThe Network of Care

The Counselor

1 3

2

1

2

3

The Network of Care: Wrap-around support 
provided by various personnel and/or external 
organizations to help participants with a range of 
baseline needs. May see support workers working 
outside normal process to support pre-apprentices.

The Navigator: Assistance in navigating the 
apprenticeship system; guidance and counseling 
relative to career direction, connections within 
industry, from a union member, employment coach, 
guidance counselor, agency staff or else. This 
archetype is often missing, but seems to be 
necessary in the experience. That it is missing 
exemplifies the limits of those not in or expert about 
the apprenticeship system. 

The Counselor: One-on-one counseling provided 
to address individual needs and support personal 
development and job readiness.

The Mentor
4

4 The Mentor: Support from program facilitators and 
past participants to provide connections into the 
industry and on-going mentorship.

Dependent on the individual, different 
support archetypes may be needed at 
different points of the journey. Someone 
may need support from all the archetypes in 
order to get to their desired outcomes.

The tension between barriers and support
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Serving a huge range of candidates, pre-apprenticeship programs see people 
entering with very different needs and expectations. Based on their rationale for 
pursuing trades and the support they need to succeed, participant expectations 
for program outcomes must be set and met in different ways.

To help meet desired outcomes, it is important that pre-apprenticeship programs 
understand the tension between what participants think an ideal employee looks 
like, and what employers actually expect. In the cases where programs are 
well-connected to employers/unions, participants tend to graduate feeling better 
prepared to enter the workforce.

Conditions for success
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People enter pre-apprenticeship programs with different rationales and support 
requirements, but with the common goal to break into the industry, start an 
apprenticeship and have job stability.

The range of participant rationales and needs

We found that program participants begin 
the program with a wide range of goals 
and challenges they’re working on.  Some 
require support for essential skills and job 
readiness; others are seeking experiential 
knowledge and career outcomes.

Support required

People’s rationale for pursuing trades 
(and subsequent pre-apprenticeship 
programs) falls on the spectrum of 
openness to all trades and industries or 
trade-specific objectives.

Rationale for pursuing trades

(base needs support) (career support)

Support required
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Rationale for pursuing trades

Seeking trade-specific training, skills 
and experience to facilitate entry into 
the industry.

Seeking entry into trades for the 
perceived stability; openness to all 
trades; career exploration.

People need significant 
support to be job ready.

People have career- and 
skills-related objectives.
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We have pinpointed pre-apprenticeship program participants 
on the following two-by-two, which demonstrates the distinct 
conditions for success that participants require.

Expected outcomes

Rationale for pursuing trades
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(base needs support) (career support)

Support Required

1

3

2

Certainty in trade choice, need for 
base needs support in order to be 
successful.

Certainty in trade choice, need for 
career support and mentorship in 
order to be successful.

Openness to all trades, need for 
base needs support in order to be 
successful.

4
Openness to all trades, need for 
career support and mentorship in 
order to be successful.

1

3

2

4

Expected outcome: trade-specific skills 
and experience to start an apprenticeship

Expected outcome: income and job 
stability, potential new career.

Conditions for success
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The match between the participant’s rationale and 
required support is part of a larger pattern of factors 
influencing the final outcome of the pre-apprentice’s 
journey. We have colour-coded each participant on the 
two-by-two according to their outcome.

Other factors affecting outcomes

Rationale for pursuing trades
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(base needs support) (career support)

Support Required

• Well connected program: took part in a pre-
app with strong links to unions

• Well-connected network: relied on personal 
connections to obtain apprenticeship

• Regional variance: applied directly to union 
in a region with higher demand

• Dropped out of pre-app due to 
financial demand and lack of flexibility 
of schedule

• Work placement with fraudulent 
company

• Difficulties finding work placement; 
lack of support from program

Factors that may have influenced the 
participants’ successful outcomes

Factors that may have influenced 
the participants’ unsuccessful 
outcomes

Conditions for success

Successful outcomes*

Unsuccessful outcomes*

*self-described
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Employers and apprentices have different expectations of how pre-apprenticeship programs 
will prepare participants for the workplace. Pre-apprenticeship programs set participants up 
for success by bridging this gap.

Aligning expectations to create a successful candidate profile

Employer expectations Pre-apprentice expectations

Job-readiness: base needs covered enough to have personal 
stability; able to consistently show up and be on-time, 
prepared for work 

Lifestyle preparation: prepared for the necessary 
adjustment for a career in trades e.g., hours, travel distances

Certificates: relevant to the trade, e.g., Workplace 
Hazardous Materials Information System (WHMIS), 
Working at Heights (WAH), including health and safety

Certificates: relevant to the trade,  e.g., Workplace 
Hazardous Materials Information System (WHMIS), 
Working at Heights (WAH), including health and safety

Passing the prep test: able to demonstrate essential skills, 
including math and literacy

Hands-on skills: relevant experience, and skills that are 
required for the specific trade

Good employee: communicates effectively, good work ethic 
and attitude.

Guaranteed sponsorship: to start apprenticeship upon 
completion via placement with an employer  or union

Mentorship: industry connections to other apprentices, 
journeypeople and employers to facilitate professional 
development

System navigation: information about how and when to 
apply to employers and unions

Conditions for success

Implications
• Some of the expectations on the part of employers and pre-apprentices are not aligned. This points to different mental 

models of pre-apprenticeship programs and their benefits. Funders and their requirements may also influence how 
programs bridge this gap.  Alignment is required for successful outcome. 
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Programs seem to have different reputations in industry, which is not apparent to 
participants even though their outcomes hinge on these relationships.

Lack of program-workforce connections

Program-union connections

Programs that have connections with specific unions 
and/or employers help facilitate people finding a sponsor 
upon program completion. 

Consequently, if program participants decide to pursue 
an employer or union independently (one that is not a 
partner) their training and qualifications may not be 
recognized.

Overall, there seems to be stigma associated with some 
pre-apprenticeship programs because of the significant 
amount of community-based programs that cater to 
marginalized populations compared to other programs 
which are often union-connected or supported.

Participant perceptions

Program participants seem to be unaware that pre-
apprenticeship programs may be tied to particular 
unions and/or employers.

This is because many participants associate pre-
apprenticeship with necessary training and preparation 
for employment and may assume that post-program 
employment is their independent responsibility

Furthermore, program participants seem to be unaware 
of whether they are able to credit their hours upon 
completion.

Conditions for success

Implication
• Some programs may be more successful than others due to their ties with unions and employers
• Lack of clear information about program-workforce connection may influence participant’s decision

"Pre-app needs to not only be seen for troubled youth 
and the completely marginalized" 

"It would have been better to have been alongside an 
employer and get paid. I wish I knew of programs 
that had paid experience, if I had, I definitely would 
have applied" 



Opportunity Areas
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• Stigma against trades as a field of work (by family, friends, culture, 
education system)

• Lack of awareness of a career in trades
• Gender roles and expectations for women
• Under-promotion and under-exposure to trades for young women

• Increase public awareness of trades 
• Fund public awareness campaigns targeted at youths (and their 

parents), women, and other under-represented groups.
• Increase community awareness:

• Reaching out to under-represented communities with the 
appropriate communication and messaging strategy relevant to 
their cultural context and their needs.

Why is this important? Because trades are on the radar of very few people as a viable career 
option. Because awareness of trades in under-represented communities is even lower. 
Because there is a surplus of jobs, a shortage of workers and a dried up pipeline.

Opportunity area #1: Getting the word out

Common pain points

Ideal Experiences

- Participant
“We have a really hard time 
reaching out to Aboriginal 
people and women. We want 
to, we just need to do it on their 
own terms as well”

- Stakeholder

“There's a need for more 
public awareness of trades as a 
career option. We know there 
are gigantic shortages of 
workers in the industry and 
our pipeline is nowhere near 
where it should be to meet the 
demand.”



- Participant

49Opportunity areas

• Lack of understanding and preparation for the complexity of the 
union/work application process

• Lack of understanding of what is an apprenticeship and how to get a 
construction job

• Lacking information on the differences and value propositions of programs
• Navigating a complex system without a guide
• Inadequate counselling regarding pathways to trades

• Providing simple and clear information about the different pathways to 
trades and the apprenticeship system

• Equipping career and guidance counselors and service provider 
staff with more knowledge, helping them become “navigators” to  
set candidates on the right journey 

• Creating a comprehensive information hub clearly explaining 
the pathways to trades, comparing options, and showcasing 
different resources available 

• Build capacity within the network. Fund service provider to have more 
knowledge of the sector and pathways.

Why is this important? Because participants should have a broader understanding of the 
apprenticeship system to make an appropriate decision. Because more suitable pathways 
may be available to them. Because support workers and guidance counselors need the right 
info to adequately orient potential candidates.

Opportunity area #2: A guided choice

Common pain points

Ideal Experiences

“It would have been better to 
have been alongside an 
employer and get paid. I wish I 
knew of programs that had 
paid experience, if I had, I 
definitely would have applied”

- Participant

“They try to get everybody, and 
don't try to understand what 
you need"

- Stakeholder

“We’d love for our staff  to 
have this knowledge to really 
individualize their support"



- Participant

50Opportunity areas

• Lack of accommodation and support for overcoming personal hurdles and 
rearranging life

• Travel to and distance to program
• Learning curve to adjust to new processes
• Lateness or absence due to personal life challenges

• Implementing a flexible programming and scheduling of class with later 
start time to accommodate for childcare and travel time

• Leveraging different delivery methods of class-based content (e-
learning, distance learning, etc) to account for schedules and different 
learning styles

Why is this important? Because for some experiencing different personal hurdles, a strict 
and inflexible class environment may be the last straw sending them back to square 1. 
Because some classroom settings are not suitable for every learning style. 

Opportunity area #3: A flexible learning experience

Common pain points

Ideal Experiences

- Participant

“I could get the knowledge 
from the library and learn 
myself and then do a test.  
People are willing to learn on 
their own, it’s not that hard"

"These classes… this dumb 
math that kindergarteners can 
do. People were quitting. It 
was so bad. I stuck around 
because I thought that would 
make my chances better"
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• Inadequate job search support, pursuing survival jobs and income patching
• Breaking into unions/organizations without references, inadequate 

preparation for entrance criteria 
• Discrimination in hiring process
• Not all programs have strong connections to employers or unions
• Some unions have strong preferences for a few pre-app programs

• Brokering jobs & talent: establish more industry liaison roles between 
unions and programs

• Matching based on skills, not on pre-app program
• Consider crediting all pre-app hours towards a future apprenticeship, 

regardless of the nature of the pre-app and if the program is affiliated 
with a union or not

• Consider allowing credits acquired throughout college-based pre-app 
programs to be transferred to other college programs if participant is 
unsuccessful at securing an apprenticeship

Why is this important? Because despite having similar skills and experience levels after a 
pre-app, not everyone is afforded the same chance at an apprenticeship. Because some pre-
apps have a bad reputation perpetuated by a few players. Because the pre-app experience 
doesn’t stop at graduation.

Opportunity area #4: A network of opportunities for everyone 

Common pain points

Ideal Experiences

- Participant

“The program didn’t do 
anything to help me out or to 
find me a job after the courses 
were done” 

"Now I want to know, where do 
I go from here? How do I find 
an employer that will help me 
learn, get certified, get my 
tickets?" 

- Stakeholder

“Unions need to open their 
doors to different candidates 
and programs”
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• Lack of representation, on-the-job discrimination and fear/lack of 
knowledge in reporting

• Navigating inequalities and discrimination alone
• Behavioural adjustments to "fit in" and avoid harassment
• Lack of tracking of community participants to better understand their CBA 

journey

• Providing more support to new apprentices as they transition to the 
worksite

• Implementing anti-discrimination language and policies within unions 
and programs

• Implementing new feedback loops within the CBA networks & systems 
to help track and understand success of participants and of overall 
agreement

Why is this important? Because graduates from pre-app programs face even more barriers 
and feel less supported as they transition to the job site. Because Community Benefits 
Agreements can only work if we can track and provide the right level of support to 
participants at every step of the way.

Opportunity area #5: Advocate for pre-app participants from 
beginning to end 

Common pain points

Ideal Experiences

- Stakeholder

“We can’t just send people into a 
void and not know what happens 
to them

“It’s hard to get through the door, 
and once you get through the 
door, it gets a lot harder. If you 
don’t have the support you end up 
giving up” 

“So many projects coming up 
where most immigrants live, but 
there’s not one mention of how to 
help these communities, not one 
minority person”

- Participant
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Opportunity area #5: Advocate for pre-app participants from 
beginning to end (continued) 
Proposed CBA system and feedback loops
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• Expectations of pre-apprentices and of employers are not necessarily 
aligned, creating a difficult transition

• Entry requirements and skills level taught and funded are not 
necessarily aligned

• Gap in work readiness that remains post-program, which may be 
dependent on the program and range of population needs.

• Readiness for union prep tests may still be limited for some people post-
program.

• Programs seem to have different reputations in industry

• Pre-app participants should graduate from programs with the same 
base level of skills, regardless of the program they graduated from 

• Entry tests should be focused on the same level of skills as taught in pre-
app programs

• Funding should align with skills level required for entry tests
• Employers should be involved in these discussions and remain at the 

table to ensure requirements and expectations are aligned on all parts

Why is this important? Because some pre-apprentices get dropped off due to misalignment on 
entry requirements. Because all pre-apprentices should be adequately prepared and have 
similar chances to pass the entry exam.

Opportunity area #6: Aligning requirements and expectations 

Common pain points

Ideal Experiences

- Stakeholder

"For example, what level of 
English should be funded. The 
entry exams ask for a higher 
level of English (than what is 
funded) and is not 
construction-related. Systems, 
employers, individuals... all 
needs to be aligned." 
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More comprehensive research is required in order to better assess the pre-apprenticeship 
system and develop a strategy for improving outcomes. 

Population differences

Understand population differences 
and distinct needs more in-depth, 
particularly of refugees, newcomers, 
LGBTQ+, First Nations, and women.

Pre-apprenticeship providers 
(funding recipients)

Understanding range of providers, 
target groups, and results. 

Compare and contrast E.g. community 
colleges, private career colleges, 
community based organizations, social 
enterprises . 

Employers and union 
perspective

Pre-apprenticeship system
Understanding funding sources, 
desired outcomes, amount invested, 
results

Key partners, roles and 
accountability 

Diversity and inclusion
Understanding the degree to which 
employers and unions are adopting 
best practices and increasing diversity 
in the workplace.

CBAs
Understand the different roles partners 
play in the system and how these can 
lead to successful outcomes for 
communities.

Their views of pre-apprenticeship 
system

Their role and accountability for 
outcomes from  pre-apprenticeship 
programs, whether union-based or 
other (delivered by community, 
publicly funded college, private college, 
social enterprises)

The degree to which they are using the 
pre-app system from each type of 
provider  to increase diversity in their 
workplaces

The degree to which they creating 
welcoming workplaces for the diverse 
groups they hire or register as 
apprentices, coming from pre-
apprenticeship programs



Appendix



Research sample detail: apprentices



59Research sample: apprentices

App 
# Program type

Started 
apprenticeship
?

Outcome post pre-
app (self-identified) Current status Notes

1 Self-directed path, straight to union Yes Positive Apprentice, employed

2 Self-directed path, straight to union Yes Positive Apprentice, employed

3 Self-directed path, straight to union Yes Positive Apprentice, employed

4 Self-directed path, straight to union Yes Positive Apprentice, employed

5 Union pre-app No Negative Working non-union, 
non-trades job

Dropped out of pre-app, needed to 
work to make ends meet

6 Union pre-app Yes Positive Apprentice, employed

7 Community training with credited union 
apprenticeship hours Yes Positive Apprentice, employed

8 Community training with credited union 
apprenticeship hours Yes Positive Dropped out, went back 

to a pre-app

9 Community training with credited union 
apprenticeship hours Yes Positive Finishing pre-app, has 

apprenticeship lined up

10 Community training with non credited 
apprenticeship hours Yes Negative Apprentice, employed Took many years before was able 

to get an apprenticeship

11 Community training with non credited 
apprenticeship hours Yes Positive Unemployed

12 Community training with non credited 
apprenticeship hours No Negative Non union, non-trades 

job
Multiple pre-apps, unable to get 
apprenticeship

13 Community training with non credited 
apprenticeship hours No Negative Non-union, construction 

job
Did not get hours that were 
promised; started non union job

14 College No Negative Attending another pre-
app

Multiple pre-apps, can’t get into 
the trade they actually want

15 College Yes Positive Unemployed Established tradesperson easily 
making a shift through upskilling
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Secondary research highlights

Highlights from the secondary research and environmental scan 
include the following (Numbers reference sources identified on 
pages 11 and 12): 

Context:

Increased demand for qualified workers: 

• The outlook for Ontario projects that the pace of the construction 
expansion will slow over the coming decade, but continued 
migration to the province and rising infrastructure requirements 
are expected to sustain employment near record high levels. (1, 
6)

• Attracting first-time new entrants to the industry will be crucial 
to offset expected retirements. (1, 6)

Current worker shortage is a problem of supply and retention

Supply

• pipeline is currently drying up and there is a lack of qualified 
workers compared to demand created by new infrastructure & 
looming retirement (1, 6)

• Equity seeking groups are under-represented within the sector; 
sector is missing out on a large pool of workers (3, 12)

Supply (continued) 

• Pre-apprenticeship programs were designed to expand access 
to apprenticeship training (2)

• Creating a job pipeline with multiple entry points and a range 
of supports to engage those farthest from the labour market is 
a key enabler in this respect. This is especially valid when the 
pipeline ensures that those who do not meet entry- level 
qualifications for apprenticeship training programs can be 
coached into a clear pathway for upgrading their basic 
educational and/or other essential skills so that they can 
become eligible. (17)

Retention: 

• High drop-off rates throughout the end-to-end journey. The 
annual completion rate for people who attend pre-
apprenticeship programs was consistently lower (ranging from 
61%–69% from 2010/11 to 2014/15) than the targeted 
completion rate of 75% and only 25% to 33% of program 
participants went on to become registered apprentices. Less 
than half of the people who begin an apprenticeship in Ontario 
complete it, with the average completion rate being 47% (from 
2011/12 to 2-15/16). (2, 6)
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Supply & retention problems for apprenticeship are due to known barriers:

Lens Barriers / Challenges Supports / Recommendations

Macro

• Negative perception and stigma of a career in the trades by 
parents and young people (2, 3, 4, 7, 9, 12)

• Systematic racism and/or sexism (11, 12, 16)
• Biased societal attitudes and beliefs about gender roles and 

expectations related to the trades. (12, 14)

• Improve perceived value of trades, improve public perception of 
apprenticeship as an equivalent opportunity when compared to college 
and university, cater to everyone.  (3, 4, 7, 9, 10, 12)

• Increase student awareness of trades through early exposure, educate 
parents. (10, 12)

• Increase trade awareness in underrepresented groups (10, 12, 16)
• Employers, unions, organisations: all should have clear and enforceable 

harassment and discrimination policies (11, 12)
• Advocacy, government and industry leadership to break down negative 

societal beliefs, build critical mass in the industry and facilitate 
organizational changes. (14)

Governmental / 
Organisational

• Lack of information on apprenticeships (2, 8, 9)
• Inequitable hiring practices (2, 16)
• Journeyperson to apprentice ratio is very high compared to other 

provinces (5:1) (4, 10)
• Lack of mentorship, role model and support throughout the 

journey (3, 6, 9, 10, 11)
• Competencies attained through training; (2)
• Instructional methods, curriculum and assessment leading 

candidates and apprentices to fail entrance or trade qualification 
exams (2, 8)

• Gender-biased organizational practices, policies, norms and 
standards. (14)

• Lack of customized pre-apprenticeship programs (3)
• Difficulty in connecting with employers (16)

• Develop more accessible information and tools for people exploring a 
future career in trades, consolidate all information onto a user-friendly 
online system. (7, 8, 9, 10)

• Accessing of supports (e.g., role models, mentors, information) to access 
and succeed in construction (3, 6, 9, 10, 11)

• Better ratio (4, 10)
• Engage and support unions, employers and sponsors. (3, 9)
• To improve options and the mobility of apprentices, enable apprentices 

to secure credit recognition and transfer into other apprenticeships and 
college programs (6)

• Expansion of partnerships between colleges and other training delivery 
agents (6)

• Better induction/workplace orientation for new employees (5)
• Strengthen apprentice access to supports such as career exploration and 

preparation, and assessment of prior learning, which can help potential 
apprentices select and begin training that best meets their needs (6)

• Equitable hiring and advancement practices. Organizational capacity to 
address bullying and harassment. Employer services and supports to 
implement policies and best practices.(14)

• Employers and Unions engagement as leaders in workforce 
development (3)
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Supply & retention problems for apprenticeship are due to known barriers (continued):

Lens Barriers / Challenges Supports / Recommendations

Interpersonal

• Discriminatory attitudes and detrimental behaviours of others 
on job sites, including bullying and harassment. Negative 
influences and discouragement from immediate social circles. 
(11, 14, 16)

• Strong professional networks, including supportive mentors and 
welcoming supervisors and peers (6, 9, 11, 14)

• Designate a case worker /one-on-one counsellor that monitors the 
apprentice’s journey. There are many opportunities for apprentices to 
get lost and discouraged when trying to navigate the system (8, 10)

Individual

• In-class content and delivery not suited to all learning styles (6)
• Inflexible schedules leading to missed classes or drop-off for 

caregivers (6, 11)
• Financial insecurity and expenses (2, 16) 
• Lack of essential skills (language, math) (16)
• Mental and Physical Health (16)
• Transportation (16)
• Lack of Motivation/Job Compatibility (16)

• Allow for more flexible training schedules and delivery methods, 
respect Different Learning Styles (6, 8)

• On-site childcare (11)
• Employment services and support (14)
• Continual wrap-around supports, behavioral support especially for 

youth (14)
• Upskill: technical and soft training (14)
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Secondary research highlights

Diversity & inclusion:

• “Many national, regional and local organizations have for 
decades been documenting women’s experiences in the trades, 
and proposing recommendations for change. Their studies 
emphasize that changes that women need not only benefit all 
underrepresented groups but also all employees-
accommodation, flexible workplaces, childcare etc. They stress 
these changes should be positioned as necessary and universally 
beneficial to all workers. They should not be stigmatized as 
“women’s issues.” There is more recognition than previously, 
that what’s good for women is good for everyone.” (3) (11, 12, 14)

• Some of the women-specific barriers listed in literature (3, 11, 12, 
14) :

• Unpaid Work Responsibilities

• Experiences of Harassment or Discrimination

• Lack of mentorship

• “boys club” workplace culture 

• uneven footing compared to their male peers

• Relatively misconceptions and misinformation about the 
trades.

• The demographics of people in the apprenticeship system do 
not reflect Ontario’s population. In building an inclusive, 
highly skilled workforce in Ontario, it is important that 
opportunities and diversity increase within the skilled trades 
for all underrepresented groups, including women, 
Francophones, Indigenous peoples, people with disabilities, 
and racialized people. (3, 9, 6)

• The need for strong linkages between the skills and 
poverty reduction strategies for unskilled and under-
represented groups. (6)

• The need to increase these underrepresented group is 
two-fold: 1) necessity to fulfill the upcoming labour 
shortage, and 2) to develop a fair and equitable 
culture within the construction industry. (3)

• “Increasingly, it’s the things you cannot control—age, 
immigration status, gender, if you belong to a racialized group, 
and even your postal code—that are barriers to success in 
today’s GTA. The opportunity equation—individual effort plus 
access to opportunity equals success—is working for some but 
not for all. Young people, immigrants, racialized people, and 
women are seeing that their circumstances—the things about 
themselves that they cannot control (such as their age, 
immigration status, whether or not they belong to a racialized 
group, their gender, and even their postal code)—are barriers 
to their success in today’s GTA.” (15)
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Pre-apprenticeship history

• Pre-apprenticeship programs are billed as an alternative 
pathway (an alternative to straight-to-union) (18)

• These programs were “designed to help “potential entrants to the 
apprenticeship system develop their job skills and trade 
readiness to that they will be prepared to find work as 
apprentices” (Employment Ontario, 2013)”

• Pre-apprenticeship programs are typically offered without cost 
to approved participants and include textbooks, safety 
equipment and tools. (18)

• Program format might change from provider to provider, and 
might include academic upgrading, safety training, level 1 in-
class training, or even a two- to three-month placement.
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Stakeholder insights & observations

Appendix

Intro to trades

Trades stigma

There's an underlying stigma of trades that many people 
face, e.g., stigma influenced by one's family and culture; 
societal stigma of trades being less desirable than university 
education.

Lack of awareness

Demand for construction workers is high, but the pipeline is 
running dry. Awareness of trades as a viable career option is 
low in general and even more limited in under-represented 
communities.

"There's a need for more public awareness of trades as an career 
option. We know there are gigantic shortages of workers in the 
industry and our pipeline is nowhere near where it should be to 
meet the demand.” –Stakeholder

"Trades and construction are stigmatized by people's family and 
friends, including certain cultural groups.” –Stakeholder
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First step

Range of options

Due to a wide range of programs, the support provided, 
objectives and intended outcomes of each program varies. 
There are programs dedicated to empowering and 
supporting various population groups and their unique 
needs (e.g., refugees, newcomers, youth at-risk).

Individualized support

Service providers often feel out of the loop or like they can’t 
deliver individualized support to their clients, as they rely on 
program providers, employers and unions to teach them and 
their clients about the pathways to apprenticeship. 

"We provide a 'modified' pre-apprenticeship focused on language 
training and essential skills for specific trades.” –Stakeholder

“They (the unions) handle all this information. It is even difficult for 
us to really understand what is going on. Having the employer and 
the union at the table is definitely a best practice, but they are not 
expert at community engagement. We’d love for our staff  to have 
this knowledge to really individualize their support.” –Stakeholder
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Application

High touch entry

Some programs provide counseling support to assess 
program fit and manage people's expectations of the path to 
apprenticeship

One size does not fit all

There is a significant range of people seeking and attending 
pre-apprenticeship programs; there seems to be no one size 
fits all because of population differences and spectrum of 
training and job readiness needs.

Misaligned needs lead to broken funnel

Funding supported classes and support often don’t align 
with requirements from programs and unions (e.g., funding-
supported English classes do not correspond to the level of 
English tested at entry)

“Case management starts early, there's a lot of back and forth, 
assessment and guidance through the process. We do a careful 
assessment to determine fit.” –Stakeholder

"For example, what level of English should be funded. The entry 
exams ask for a higher level of English (than what is funded) and is 
not construction-related. Systems, employers, individuals... all 
needs to be aligned." –Stakeholder
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Attending pre-programs

Multi-layer support

Programs provide a range of support to participants, some 
provide wrap-around support and/or external partners to 
address the range of challenges people may experience.

"We provide financial support, wrap around support, a social 
worker and one-on-one meetings.” –Stakeholder

"A lot of our role is to help people through the barriers they're 
experience.” –Stakeholder

"Pre-apprenticeship programs provide a reality of what it's like to 
work in the trade; you often have to travel a long way.”
–Stakeholder
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Post-programs

Connectors

It seems like programs are integral in facilitating work 
placements and industry connections to provide participants 
with apprenticeships upon completion.

Not quite work-ready

There seems to be a gap in work readiness that remains 
post-program, which may be dependent on the program and 
range of population needs.

Pop quiz

It seems like readiness for union prep tests may still be 
limited for some people post-program.

Extended service

Many programs seem to provide on-going mentorship and 
support to participants to help them transition to the 
apprenticeship.
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"Apprentices need to take ownership over their journey. 
Accountability isn't going to come from their employer, it has to 
come from themselves"–Stakeholder

"We want everyone to graduate ready to enter industry training 
with no barriers—they have their math up to par, health and safety, 
and certificates."–Stakeholder

"Current workforce doesn't understand how to be inclusive, there 
needs to be more cultural sensitivity training"–Stakeholder

"Some people need basic skills. They need to be able to get up to go 
somewhere, to wake up, be on time. They’re not work ready by the 
end of the program."–Stakeholder
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Barriers faced by under-represented groups
Note: barriers are cumulative and some groups may experience other barriers, e.g. a young at-risk black woman will experience barriers 
related to “women”, “visible minority” and “youth at-risk” 

Appendix

Common barriers to all groups
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Socio-economic status

Lens Barriers / Challenges

Macro • Stigma against trades as a field of work (culture)
• Lack of awareness of a career in trades

Governmental / 
Organisational

• Discrimination and nepotism in independent union 
application process

• Referred to or placed with unsupportive or unvetted 
employers

• Inadequate job search support, pursuing survival jobs 
and income patching

• Inability to transfer credits between pre-app programs

Interpersonal
• Inadequate counselling regarding pathways to trades
• Stigma against trades as a field of work (by family, 

friends)

Individual

• Lack of understanding and preparation for the complexity 
of the union/work application process

• Navigating a complex apprenticeship system without a 
guide

• Lacking information on the differences and value 
propositions of programs

• Lack of access to information on union application 
process, including dates for submission and available 
positions

• Overcoming and/or managing mental health barriers
• Breaking into unions/organizations without references, 

inadequate preparation for entrance criteria 
• Gaps in skills and capabilities due to lack of experience
• Unprepared for workplace culture and requirements, 

lifestyle adjustment for workplace

Lens Barriers / Challenges

Macro • Stigma associated with relying on OW to attend program

Governmental / 
Organisational

• Welfare/OW/EI inadequate as financial support, not 
accessible to some groups

• Cost of uncovered materials and travel, cost of joining 
unions and apprenticeship training

• Loss of income, financial drain due to lack of program 
subsidies

• Length of apprenticeship journey and runway to income

Interpersonal • Need for more fundamental personal support prior to 
pursuing trades

Individual

• Travel to and distance of programs
• Lack of knowledge about sources of subsidies or loans
• Lack of financial support while waiting for placement
• Time commitment of upgrading qualifications
• Unstable housing challenges
• Needing to quit full-time employment in order to attend 

program full-time
• Extreme need for stability and employment, unable to 

“wait for best option”
• Time cost of full-time attendance means free isn't 

supportive enough
• Working on evenings and weekends for additional 

financial security
• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life 
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Youth at-risk
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Newcomers

Lens Barriers / Challenges

Macro • Challenge finding work through more ‘traditional’ 
pathways or in other fields due to discrimination.

Governmental / 
Organisational

• Length of apprenticeship journey and runway to income
• Welfare/OW/EI inadequate as financial support, not 

accessible to some groups

Interpersonal
• Need for more fundamental personal support prior to 

pursuing trades
• Lack of personal connections in unions and organizations

Individual

• Extreme need for stability and employment, unable to 
“wait for best option”

• Unstable housing challenges
• Time commitment of upgrading qualifications
• Lack of personal documentation (proof of education, 

work permits, etc.)
• Inadequate education or low academic test score
• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life 
• Travel to and distance of programs
• Cost of uncovered materials and travel, cost of joining 

unions and apprenticeship training

Lens Barriers / Challenges

Macro

• Challenge finding work through more ‘traditional’ 
pathways or in other fields due to discrimination.

• Cultural context and work expectations
• Discrimination at all stages

Governmental / 
Organisational

• Length of apprenticeship journey and runway to income
• Loss of income, financial drain due to lack of program 

subsidies
• Support classes not aligned to entrance requirements
• Welfare/OW/EI inadequate as financial support, not 

accessible to some groups
• Lack of financial support while waiting for placement

Interpersonal
• Need for more fundamental personal support prior to 

pursuing trades
• Lack of personal connections in unions and organizations

Individual

• Extreme need for stability and employment, unable to 
“wait for best option”

• Language barriers 
• Time commitment of upgrading qualifications
• Lack of personal documentation (proof of education, 

work permits, etc.)
• Inadequate education or low academic test score
• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life 
• Travel to and distance of programs
• Learning curve to adjust to new processes, materials, 

building requirements
• Lack of SIN # or work permit, stigma associated with 

temporary worker status
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Visible minorities

Lens Barriers / Challenges

Macro

Governmental / 
Organisational

• Length of apprenticeship journey and runway to income
• Loss of income, financial drain due to lack of program 

subsidies

Interpersonal • Need for childcare support from other parent, or lack of 
childcare support altogether

Individual

• Extreme need for stability and employment, unable to 
“wait for best option”

• Time commitment of upgrading qualifications
• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life 
• Travel to and distance of programs
• Cost of uncovered materials and travel, cost of joining 

unions and apprenticeship training

Lens Barriers / Challenges

Macro
• Challenge finding work through more ‘traditional’ 

pathways or in other fields due to discrimination.
• Discrimination at all stages

Governmental / 
Organisational

• Discrimination and nepotism in independent union 
application process

• Discrimination in hiring process

Interpersonal • Lack of personal connections in unions and organizations
• Favouritism and discrimination by class coordinators

Individual
• Navigating inequalities and discrimination alone
• Lack of representation, on-the-job discrimination and 

fear/lack of knowledge in reporting
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Accessibility: Mental, Physical, Emotional

Lens Barriers / Challenges

Macro

• Challenge finding work through more ‘traditional’ 
pathways or in other fields due to discrimination.

• Gender roles and expectations for women
• Gender bias: under-promotion and under-exposure to 

trades for young women

Governmental / 
Organisational

• Discrimination and nepotism in independent union 
application process

• Discrimination in hiring process

Interpersonal • Lack of personal connections in unions and organizations
• Favouritism and discrimination by class coordinators

Individual

• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life 
• Navigating inequalities and discrimination alone
• Lack of representation, on-the-job discrimination and 

fear/lack of knowledge in reporting
• Behavioural adjustments to "fit in" and avoid harassment, 

bias against women in the trades

Lens Barriers / Challenges

Macro • Challenge finding work through more ‘traditional’ 
pathways or in other fields due to discrimination.

Governmental / 
Organisational

• Discrimination and nepotism in independent union 
application process

• Discrimination in hiring process

Interpersonal

Individual

• Inadequate education or low academic test score
• Lateness or absence due to personal life challenges
• Lack of accommodation and support for overcoming 

personal hurdles and rearranging life
• Travel to and distance of programs
• Navigating inequalities and discrimination alone
• Lack of representation, on-the-job discrimination and 

fear/lack of knowledge in reporting
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Lens Barriers / Challenges

Macro • Challenge finding work through more ‘traditional’ 
pathways or in other fields due to discrimination.

Governmental / 
Organisational

• Discrimination and nepotism in independent union 
application process

• Discrimination in hiring process

Interpersonal

Individual
• Navigating inequalities and discrimination alone
• Lack of representation, on-the-job discrimination and 

fear/lack of knowledge in reporting
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Journey overview
The next slides have been designed to help 
you understand how to read a journey 
map and to walk you through its 
components. 

How to use the map and the report: The 
map is a complement to this report, as it 
goes into more detail about barriers, 
supports and phase-specific insights. 
Please refer to the “Journey Map 
Breakdown” document for a legible high 
resolution version of the map

Journey Overview



Journey Maps

Journey Maps help us bridge the gap between what an 
organization sees and what a person experiences.



Journey Maps

The two pre-apprenticeship journey maps are tools that 
should be used together in order to gain a holistic view into 

the pre-apprenticeship journey and the factors that impact it. 

Map
A

Inclusive of resources, supports, 
barriers and drop-off points. A 
perspective that reflects directly 
what we heard from apprentices.

The apprentice pathways overlaid 
with synthesized insights from both 
apprentices and other stakeholders, 
supported by quotes.

Map
B



Reading the Pre-Apprenticeship Journey Map (A)

Steps of the Journey Broadly defined steps that pre-apprentices go through on 
their pursuit of an apprenticeship



Reading the Pre-Apprenticeship Journey Map (A)

Pre-apprenticeship
Pathways

The routes people follow within the experience, divided into 2 paths: those 
who go straight to union/employer, and those who attend pre-app programs 

Note the legend 
describing the 

colours and icons 
used throughout



Reading the Pre-Apprenticeship Journey Map (A)

Resources and 
Relationships

Resources and relationships that support and guide people through 
their journeys, sometimes helping them overcome barriers



Reading the Pre-Apprenticeship Journey Map (A)

Barriers Barriers experienced by pre-apprentices that have an impact on the overall experience. 
Many points are identified as specifically pertinent to one or multiple demographic groups. 

Note: length of bars 
indicate the 

intensity or number 
of barriers faced by 

certain groups



Reading the Pre-Apprenticeship Journey Map (A)

Drop-off 
Points

Points in the pre-apprenticeship experience when personal or systemic factors may 
cause a person to exit the process, voluntarily or not.



Reading the Pre-Apprenticeship Journey Map (B)

Apprentice Insights 
and Quotes

Insights into the journey drawn from interviews and workshops 
with apprentices, and supported with direct quotes.



Reading the Pre-Apprenticeship Journey Map (B)

Stakeholder Insights 
and Quotes

Insights into the journey and supporting systems drawn from 
research workshops with stakeholder and supported by direct quotes.
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