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Abstract

Sincel999, housands of Métis have received training and found employment
through Métis Human Resources Developnfggreements (MHRDA). We estimate
MHRDA a c tannwal fcadlirapsiab, which includeinclude higher tax revenue,
lower government transfensostly in the form of El and social assistarened lower
health expenditures. Based on results from the 2008 fiscal year, we estimate the
annual fiscal impaatf one yeaor activityto bebetweerts4.2and$47.9 million, with a
higher probability associated to the lowsrund estimate than the upgmrund estimate.
On a longterm basis, the discounted fistanefitsoutweighprogramcosts(about $9
million for one year bactivity) in all cases but the one based on a the ldvoeind
estimate and highest discount r&er middlebound estimate suggests annual fiscal
benefits of $8.5 million, with longerm benefits reaching $103 millioBiven that
benefits from Métis tiaing and employment encompass more than what is captured in
this analysisthe return from the MHRDA fo€anadian society appears to be well worth
the investment.

Résumé

Depuis 1999, des milliers de Métis ont recu une formattamt trouvé un emploi
grace awEntentes de développement des ressources humainegEb&RidM). Ce
rapport estime que | 06i mpact annuel fiscal de
de taxation, une diminution des transferts gouvernemeifsauout sus la forme de
| 6assurance empl oi etane dichiautidn des softs ded saimscdee s oci al
santé, se situe entre $4.2 et $47.9 millibayec une probabilité plus élevé associée a

| 6 e sptancine® u 6 © | 6 e s Sur lmBngtpring lis béméfices fiscaux

actualisés surpassent les colts du progratemeron $4 million pour une année

doactdiamist @) ous | es cas ®badP®P®ssufif | estem®i pl
un t aux do eNotrecestipdtien cédtrake guggere dpebénéfices fiscaux

sont de | 6ordre de $8.5 million annuell ement
million.Pui sque |l es b®n®f i ces d®coul ant des ser v,

englobet plusieurs éléments qui ne sont pas captpaésette analyseg rendement des
EDRHM pour la sociétéanadienne e mb|l e justi fier | 6investisse
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Executive Summary

In 1999, federal Aboriginal labour force programming was devolved to the
Aboriginal communities througtihe Aboriginal Human Resources Development Strategy
(AHRDS). The initial annual investment was approximately $350 million, of which about
$40 million was allocated to Métis communitid$ie current agreements will sunset on
March 31, 2010, and the fedegalvernment is examining the possibility of extending or
building on the current agreements going forwaitte key objective of this report is to
provideanindependentreview of both the direct and indirect impacts of federal
investments into Métis laboforce development institutions, programs and services, and
more particularly the impacts of interventions funded in the context of the MHRDASs.

Profile of the Métis population

Before evaluating the MHRDAS, it is important to set out who are the Métis, and what is
their current situation in Canada in terms of labour and social outcém@anada, the

Métis population is concentrated in the four Western provinces and Ofnggriesenting
more than 85 per cent of all Métis in 200@&hich are the five provinces in which

MHRDAs operate. The following key characteristics stand out from a review of Métis
labour and social outcomes

e The Métis population is generally much more coneatt in rural and
remote locationthan the general populatiom 2006, 306 per cent of all
Métis lived innonurbanareas, ompared to only 19 per cent of the non
Aboriginal population Even within urban areas, Métis tend to livesinaller
centres

e TheMeétis population is much younger than the +#doriginal population,
with more than 35 per cent of its population under the age of 20 in 2006.
Among the norAboriginal population, less than a quarter of the population
was under 20 years old.

e In 2006, mordghan a third of Métis (34.per cent hadnotcompletel high
school nor obtained another diploma or certificate, compared to onlpes.1
cent ofnonAboriginal Canadians. Yehe Métis have progressively reduced
the gap with notAboriginal Canadians, &m 20 percentage points for Métis
aged 650 74 yearsto 10.3 percentage points for Métis aged 25 to 34 years.

e However, the Métis/neboriginal gap in terms of university certification
increasedor every cohort of students since 1966. Among those bgdeen
65 and 74 years, the gap was 10.1 percentage poi2®06 In theyoungest
cohort, those aged 25 to 34 years, the gap was twileegeg19.7 percentage
points).
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e Between 1996 and 2006, both the #dvoriginal and the Métis population
made significant progress in termsatisoluteparticipation, unemployment

and employment rate. The Métis population also made significant progress

relative to the no\boriginal popuation. Over that telyear period, the
Métis/norrAboriginal participation rate gap closed by 3.6 percentage points,
the unemployment rate gap closed by 6.5 percentage points and the
employment rate gap closed by 7.4 percentage points.

e Even though Métis petgcurrently display higher aggregate participation and
employment rates than n@xboriginal Canadians, it isntirelydue to their
younger population. If Métis had an age pyramid identical to that of non
Aboriginal Canadians, their participation rate 608 would have been 63.9
per cent instead of 70.1 per cent; their employment rate would have been 57.9
per cent instead of 63.1 per cent; and their unemployment would have been
9.5 per cent instead of 10 per cent.

e Meétis display a higher incidence of powera higher incidence of health
issues and a higher incidence of lggaent householdban the general

population

HRSDC Review Process

Program evaluations and program reviews are one of the key processes through

which governments can identify theesigths and weaknesses of different initiatives. In

the case of thAboriginal Human Resources Development Agreem&hitRDA)
program,Human Resources and Skills Development Cand&s0Q0 published its first
and only program review in 2004. HRSDC is curkemnt the process of completing
formative andsummative evaluati@of the program, exercisevhich may well guide
discussions on the renewal of the program after March 2010. Preliminary findings from
the summative evaluation show that AHRE#eem to obtai significantly better results
than those of a similar program evaluation completed for the BC Labour Market
Development Agreement (LMDA) in 2004 (see Exhibit 1).

Exhibit 1:A Comparison of Impact Estimates by Type of Client between BC LMDA and AHRDAs

Income

Income

Employment  Earnings  El Income Suoport Employment  Earnings  El Income Support
Increased Increased Decreased pp Increased Increased Decreased pp
Decreased Decreased
British Columbia Labour Aboriginal Human Resources
Market Development Agreement Development Agreements

Active EI Claimant Yes Yes No Yes Yes Yes Yes
Former EI Claimant No No No Yes No ? ?
Non-El eligible clients N/A N/A N/A N/A Yes Yes No Yes

Note: Positive results are bolded. Dashes mean inodaosive findings. Interrogationmarks mean that the information hasnot yet beenprovided.

N/A meansthat no such client was served.

In addition, aranalysis of data sent by the Manitoba Métis Federation and the
Métis Nation of Alberta suggest that MHRDA organizations mekereintensive use
of training purchases and sponsorghign other Aboriginal agreement holders and the
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BC LMDA. This type of intervention produces the strongest results according to both the
BC LMDA review and the preliminary findings from the AHRDA summativalaation.

Potential Contribution of the Métis

The Métis population will play an increasingly important role in the Canadian
economy. A higHevel analysis of the potential impact of a more employable Métis
population based on a methodolqggviously deeloped by the CSLS faou the
following key elements:

e The importance of the Métis people for the future of the Canadian economy is
disproportionally large when compared to its population, well surpassing its 2006
population share (1.25 per ceat)d expe@d contribution to workingge
population growth (1.88 per cent).

e While in 2006 Métis represented 1.2 per cent of the labour forceatkey
projected to account for 3.0 per cent of labour force growth over the 26
period even if no improvement igaspecific participation rates takes place. The
Métis contribution could increase to 3.5 per cent of labour force growth if
measures were taken to increase their participation rates to levels comparable to
that of the nofAboriginal population. SimilarlyMétis are projected to account
for between 2.9 and 3.8 per cent of employment growth between 2006 and 2026.

e If by 2026 Métis reached the 2001 educational level ofAooriginal Canadias,
as well as clogkthe educatiorspecific employment rate and employment income
gaps, GDP would b&7.5 billion higher ($2006). Over these 25 years, additional
GDP would cumulate ta staggering &L.6billion ($2006).

e Similarly, if that scenario were to materialize, additional tax reven@e26
alone would be $3.0 billion higher, cumulating to additional government revenue
of $33.5 billion over the 2002026 period ($2006).

Potential Impact of the MHRDAS

There are well established linkages between education and experience and
income.Moreover, researchers have also identified a number of linkages between
training and nommonetary benefits. A large number of these benefits directly relate to
outcomes where Métis are currently lagging the-Aboriginal population: health,
poverty and hosehold stability for example. Learning and better labour market outcomes
have fafreaching impacts on individuals and society, and it is important to realize that
only a partial accounting of benefits can ever be done. In this report, we focus on the
fiscal impact of MHRDA activities.

The core data used in this analysis is the number of cliertsetlrned to
employment or education following a MHRDA intervention (employment and education
returns- EERs).A number of data integrity issues have been ifledtin relation to the
EER dataused in this analysis. These issues have been noted in previous program
reviews, and their effect is mostly to reduce the number of positive results reported by
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local MHRDAS.In the absence of more reliable estimates, wewehese data will form
the basis of the analysis.

Exhibit 2: Summary of the Methodology to Measure the Potential Impact of MHRDAS

Theincomebenefitsare calculated by multiplying the estimated incremental dollar value of an employme
NBidzZNY 20SN) GKS ay2 AYyGSNBSyidAz2yé OF &S Kifthat IA
province in that fiscal year. Two assumptions on the magnitude of this effect are used:

e Theupped 2dzy R Ada O2yaARSNBR (2 06S KIFIfF GKS YSRAI
e The lowerbound is derived from the measured effect of successful imetions in the BC LMDA
OFPHZAANO P

Theadditional government revenuss calculatedy multiplying an estimate of additional GDP derived from
employment income for each province by the provincial total government revéot25t NI G A2 0

e For theupperbound we divide uppebound employment income by the labour share in that province
obtain an estimate of additional GDP.

¢ For the lowerbound, the lowerbound employment income is assumed to represent additional GDP.

Thetransferssavingsare calclated by multiplying the estimated dollar savings of an employment return in|
terms of transfers (mostly El and social assistance) by the number of employment returns in that fiscal y
Two assumptions on the magnitude of this effect are used:

e The uppethbound is the difference between the value of government transfers of the first and the thi
jdZAyGAETS 2F SO2y2YAO FTILYAfASAE 6Fbpnnioo

e The lowerbound is a quarter of the difference between the first and secquuhtile of economic
families £ B,000).

Thehealh fiscalsavingsrelated to additional education and training on health are based on an estimate o
the difference in the annual cost of serving Métis and Métis patients of a given age in Canada based on
previous CSLS research. The savings are deltidg multiplying the number of employment returns by a

portion of this difference. Two assumptions on the magnitude of the gap that would be closed due to the
employment return are used:

e The uppetbound assumes that half the difference in health ca#exci @ A a St AYAYLl (S
¢ The lowerbound assumes that one eighth of the difference in health care costs is elimiaaffet p n n

Thelifetime income effectand thelifetime fiscal effectare calculated using estimates a variety of time
periods and assumins on discount rates.

Ideally, the adoption of an experimental design methodology would be most
appropriate to measure the direct impact of MHRDA interventions. The lack of data,
however, precludes such an analysis by the CSLS. Given this limitationsteadadopt
an assumptiotvased methodology.

Two important caveats which have an impact onabwice of assumptionserit
mention. First, our assumptions must take into account the fact that not all employment
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returns are a direct result of MHRDASs interventions. In the absence of a controtg@roup

correct for this phenomenthis fact musinsteadbe embedded in our assungois about

the effects of MHRDASsSecond, it is possible that workers who find employment

because of MHRDA interventions are in fact displacing othek&rsrwho would have

otherwise fond employment. This effect, whichwecalh e fAdi spl acement eff
constitutes another reason which justifies the adoption of conservative estimates of

benefits.

With these caveats in mind, we now turn to the actual methodology. Two types of
benefits are estimated: monetary benefits which tiaé&dorm of additional employment
income and benefits accruing to the different levels of government in terms of additional
tax revenues and fiscal savings. These benefits are estimated for a single year, and then
extended forward to obtain an estimatehaf lifetime impact of MHRDA programs.

Exhibit 2 provides a summary of the methodology.

Exhibit3:{ dzY Y NB 2F (GKS t20SyGdAlf LYLIOG 27F al wb52008!

Ontario  Manitoba Saskatchewan Alberta B”t'Sh. Total
Columbia

Potential Total Annual Effect Increase in Tax Revenue
LowerBound 287,990 522,928 346,799 731,232 496,245 2,385,194
Upper—Bound 3,522,174 6,804,079 5,733,020 10,782,292 6,346,604 33,188,169

Potential Total Annual Effect on Government Transfers

LowerBound 174,500 -74,700 203,350 1,057,800 34,350 1,395,300
Upper—Bound 1,012,100 1,867,500 3,253,600 6,297,600 618,300 13,049,100

Potential Total Annual Effect on Health Expenditure
LowerBound 36,636 98,285 89,862 99,940 82,101 406,823
Upper—Bound 146,543 393,141 359,447 399,758 328,403 1,627,292

Potential Total Annual Effect on Fiscal Position (2006 dollars)
LowerBound 499,126 546,513 640,010 1,888,972 612,695 4,187,317
Upper—Bound 4,680,817 9,064,720 9,346,066 17,479,650 7,293,307 47,864,561
Benefits/Cost Ratio (per cent)

LowerBound 10.6 4.4 5.4 14.2 11.3 8.8
Upper—Bound 99.1 73.6 78.4 131.5 134.6 100.4
Sources: CSLS calculations based on Table Table 20, Table 22 and Table 23. *Estimates are based on 2006 dollars.

Exhibit 3 provides a summary of the potential impact of MHRDA interventions in
20072008 on the revenue and expenditures of the federal and the five provincial
governmentgoncerned. When increases in tax revenue, decreases in government
transfers and declines in health care expenditures are summed up, the total effect ranges
from $4.2 million to $47.9 million. As a whole, MHRDAs cédstbenefit ratio ranges
from 8.8 per ceinto 100.4 per cent. If the uppdround indeed reflected reality, it would
mean that MHRDA can generate enough additional activity in a single year to cover their
annual costs.
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While MHRDA activities do generate immediate benefits, a large part of the
benefits are realized over time through permanently higher incomes and thus higher tax
revenues, lower government transfers and better health outcomes. Future benefits,
however, must be discounted to accurately reflect their current \isding three
discount rates, we provide estimates of benefits over 10, 20 and 30Epdabst 4
provides a summary of resuli®e lowerbound scenario appears most reasonable, but
likely slightly underestimates the impact of MHRDA labour market programrusing
a two per cent or a sper cendiscount ratethe costs of the prografabout $4 million)
are recovered aftedlland B years respectively. If a ten per cent digtaate is usedo
deflate lowetbound estimategiovernments never fully recoviéreir costs.

Exhibit 4:Present Value oChange in Fiscal Positioelated to 2007-2008 MHRDA Results
Million of $2006

Lower-Bound Upper-Bound
Estimates Estimates

Benefits after 10 years 38.4 438.5

Discount Rate of | Benefits after 20 years 69.8 798.3
2 per cent Benefits after 30 years 95.7 1,093.4
Years for Cost-Recovery 14 years 1 year

Benefits after 10 years 32.7 3734

Discount Rate of | Benefits after 20 years 50.9 581.9
6 per cent Benefits after 30 years 61.1 698.4
Years for Cost-Recovery 19 years 1 year

Benefits after 10 years 28.3 3235

Discount Rate of | Benefits after 20 years 39.2 448.2
10 per cent Benefits after 30 years 43.7 496.3
Years for Cost-Recovery Never 1 year

Source: CSLS calculations based on Table 24

The wide range of estimates raises an important question: What is the level at
which the fiscal benefits of MHRDA most likely to stand? Based not only on the vigour
of the labour markets in the provinces covered by MHRDA, but also by differences in the
mix of interventions and differences in the target population of the MHRDA and LMDA
program, we estimate annual fiscal benefits at $8.5 million, or roughly double the lower
bound based on estimates from the BC LMDA. Using a discount rate of 6 per cent, our
middle-bound estimate implies that the MHRDA program provide a full return on
investment after 6 years. Moreover, based on a 20 years benefit period and a 6 per cent
discount rate, total lifetime benefits of one year of MHRDA programming are estimated
at $1@ million.

In addition to these fiscal costs, otlimpactsof the work carried out by MHRDA
holders are harder to quantify but should form part of any assessment about their value to
individuals and communitiegthe Métis bursaries and awards made jessiy MHRDA
funding; thér capacity and the outcomes resulting froesources leveraged through
partnership by agreement holders; and the role they have in and the opportunities they
provide for individual and community capacity building.
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Conclusion

This paper examined the benefits flowing from the MHRDAs. We find that
according to the preliminary findings from the ongoing HRSDC evaluation, AHRDAs as
a whole seem to have produced better results than those of services provided through the
BC LMDA. Moreower, we find that the composition of services offered by MHRDASs is
skewed toward services which produce generally better results (i.e. skills development
programs based on training purchases or priyaséd training), suggesting that
MHRDAs are actually alve-average in terms of results within the AHRDA program.
We also found that a number of issues previously raised by stakeholders remain largely
unaddressed: data completeness and accuracy, capacity building, and measurement of
more relevant indicators performance and accountability.

From the data available from HRSDC, we derived estimates of the potential
impact of MHRDA activities on the fiscal position of the federal government and of
governments in the five jurisdictions covered by MHRDAs: Ontdianitoba,
Saskatchewan, Alberta and British Columbia. In a single year, the MHRDA are estimated
to improve to fiscal position of Canadian governments within a range of $4.2 to $47.9
million, with a higher probability associated to the loweund estimatéhan the upper
bound estimateOur middlebound estimate is $8.5 millio@n a longterm basis, the
discounted fiscal benefits of the MHRDA outweigh its costs in all cases except when a
very high discount rate (ten per cent) is used alongside our mosteainge estimate.

Our middlebound estimate of lifetime benefits§#&03 million.Given that benefits from
Métis training and employment encompass more than what is captured in this analysis,
the return from the MHRDA to Canadian society appears to Hdewoeh the

investment.

Of course, there is still room for improvement to MHRDAS. Training and
employment services tend, in general, to be focused on the supply side (on the client)
rather than involving employer (demand) and prospective employee (supplihe
other hand, the federal government must ensure that it works in partnership with Métis
people in the development of the new AHRDAs for 2010 to ensure a healthy and
trustworthy dialogue going forward.
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Glossary

AHRDA : Aboriginal HumarResource DevelopmenAgreement
AHRDS: Aboriginal Human ResourseDevelopment Strategy
CRF: Consolidated Revenue Fund

EER: Employment and Education Return

El: Employment Insurance

GDI: Gabriel Dumont Institute

GDP: GrossDomestic Product

HRSDC: HumanResource and Skills Development Canada
LICO : Low-Income CwOffs

LMDA : Labour Market Development Agreement

MHRDA : Métis Human ResouraDevelopmenAgreement
MMF : Manitoba Métis Federation

MNA : Métis Nation of Alberta

MNC: Métis National Council

MNBC : Métis Nation of British Columbia

MNO: Métis Nation of Ontario

MN-S: Métis Nation- Saskatchewan
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A Review of the Potential Impacts of the Metis
Human Resources Development Agreements in
Canadat

l. Introduction

In 1999, federal Aboriginal labour force programming was devolved to the Aboriginal
communities through the AboriginelumanResources Development Strategy (AHRBDThe
initial annual investmemwasapproximately $350 million, of which about $40 milliaras
allocated to Métis communitie$hrough Métis Human Resources Development Agreements
(MHRDAS), thousands of Mtis have received training and have found employment, with
employment results being tracked closely through the HRSDC client database. The
macioeconomic and microeconomic impacts of interventions completed through MHRDAS
encompass, for example: direct savings to the public treasury in the form of unpaid
employment related contributions to El and increased tax base; increased private returns to
individuals through higher human capital; leveraging of public and private resources; better
social outcomefor Métis; individual and community capacity building

The current agreemeswill sunset on March 31, 2010, and the federal government is
examiningthe possibilityof extending or buildingn the current agreemergoing forward.
In its 2009 budgeffFinance Canada, 2009), the federal government mentioned its intention to
i mp | e aEarnership and results based successor to the Aboriginal HResaaores
Development Strategy a n d ¢ carfurnhert$25wildon for 2009 10 to maintain current
AHRDS funding until the new overall strategy is put in place in April 2000 Nealésigrt
of a new agreement is still under discussion, and stakehaldeengaging HRSDC and
proposing ways forward (see for example MHRDA Technical Working Group, 2008). In this
context, a review of thpositive impacts of MHRDAs wilhelp establish the extent to which
these programs provide benefits to the Métis commuréinel the wider Canadian population.

Thekey objective ofthis project is to providanindependentreviewof both the
direct and indirecimpacts of federal investments intcétié labour force development
institutions, programs and services, and mamiqgularly the impacts of interventions funded
in the context of the MHRD# These findings will be contextualized by providing estimates
of the potential contribution of increased Métis education and training to the Canadian labour
force, economic prodtion and tax revenues. The rep@rhot meant to replace or challenge
the HRSDC evaluation of the programbe published in mi@009 but rather to complement
it. The scope of this report isiger than the HRSDC evaluatialescribed in HRSD2007)
and pbr which preliminary findings aralready available (ARDOS Consultirg)07and
HRSDC, 2009%in that it attempts to capture kedits well beyond those measured by the

! This paper was written with financial support from the Métis National Courfudl.conclusions of this report were reached
by the authors independently from the MNC. The views contained in this report do not necessarily represeidrited opin
the MNC.



2] A Review of thd?otential Impacts of the Métis Human Resources
Development Agreements in Canada

performance indicators includedtime agreements. It is also narrower than the HRSDC
evaluation in that it focuses strictly on the Métis portion of the AHRD programming.

The reporis divided intosix sectionsAfter this brief introduction,ie second section
presents profile of theMétis population covered by the MHRDAS. The théedttion
introducestheagreements, discussissues related to the tracking of performance indicators
and provids an overview of the recent work undertaken by HRSDC to review the AHRDAS.
The fourth sectiois the core of the report asattempts t@rovide estimates of the direct and
indirect impacof MHRDAs on individualsand on Canadads fi.$heal bal
fifth section briefly presents aspects of the work done by MHRDA which provide sizeable
benefits that may not be fully captured bystixig indicatorsThe sixth andfinal section
summarizethe key findings.
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I1. The Métis Population of Canada

Before evaluating the MHRDAS, it is important to set out who are the Métis, and what
is their current situation in Canada in terms of labour and social outcomes. This section begins
with a brief overview of Métisistoryandan exploration of the differewmtiteria and
processes used to identify Métis by the Métis organizations, by Canadians statistics and by
MHRDA agreement holders. A comprehensive s@tonomic profile of the Métis
population is then presented, which will buttress portions of the sudasegeview of
MHRDA impacts.

A.Who are the Métis?

In Canada, the Métis history is richhighlights, be thg political, socialor legal In
this section, we provide a very brief overview of tiigtoricalroots of the Métis Natiom
Canadaas well as examine how the Métian be identified.

i. Historical Context

The Métis people hapgrimarily from the Canadian plains, descendants of the
intermarriage of fur trading men and Cree and Ojibway women. In this region of Canada,
natural terrair and the interests of the fur tractampaniesliscouraged settlers from the east.

In contrast to eastern Canada, whargenerali | a-scaeammigration andgricultural
settlement had caused the absorption of people of mixed ancestry into the settler or Indian
popul at i on s éettlememts of the enidiReteanth rcantary the majority culture of
the Métisemerged as a distinct nation of peoféeinstein, 2007: 2nd5).

The M®tis struggle for recognition began
Rupertodos | and to the Dominion of Canada in 1
believed that as a people conceived on the western plaing, a&hayg with thendiansi
were its true owner s Wemsteinp200ts dhe dlétidresistear t ai n  r
survey of the land antthetransfer of authority until they could have assurance that Ottawa
would negotiate with them abouhat was to happen to théiome. In the interim, they
established the Métis National Committee, which declared itself a provisional government
(Weinstein, 200RB). From that time on, they have worked to establish a Métis land base, but
have been denied it by both provincial andefedl governments.

The Métis are distinct from the First Nationmdturally and pragmatically. They are
more than the simple sum of their European and Native parts. Rather, they are a culture that
was born on the prairies with European and Native parenkdgch as the English and
French of eastern Canada feel themselves to be distinct from their European forebears, the
Métis recognize the European and Native elements of their culture but still consider
themselves different.

2 Weinstein (2007) provides a detailed history of Métis in Canada, and Teillet (2006) provides a more complete discussion of
the definition of Métis and a comprehensive review of the legal history of Métis rights.
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Since 1982, Métis Aboriginalghts are constitutionally protected. Over the previous
century, Métis peoplead many political issues separate from traseerning-irst Nations
people. Many of these issues were practical rather than based on legal grauaitsis
solutionswere ofenfound moreefficiently through discussiowith provincial governments
than throughegal negotiation with federal authoritiés addition, as noted by Wstein
( 2 0 0 7thelViEt)s didisee themselves as an indigenous people awdness of the land
with the Indians, but they also saw themselves as a nation, not a tribe, and as such sought
political equity with English Ontario and French Quebec in the forpr@fincial status and
powers ather than the protection of the Crown offered to the Indiadsruthe paternalistic
and restrictive treaty and reserve syst&r a resultMétis organizationsgspecially in
Alberta,haveshowna willingness to work with provincial governmentsilike many
Aboriginal groups’

ii . Formal definitions of Métis identi ty

Unlike for First Nations people, there is no distinction between status arstatas
Métis. As it pertains to MétisrighfsCanadaés courts have establis
which relies on three broad factors: Métis geéntification,ancestral connection to the
historic Métis community, and community acceptah@lesecriteriaarealsothose used by
the Métis National Counc{MNC) to define a Métis individualn 2002, the MNC adopted
the followingf or mal de f i nMétisimeams a pefsonMBa sedisntifiesias Métis,
is of historic Métis Nation Ancestry, is distinct from other Aboriginal Peoples and is accepted
by the Métis Natiora This definition is in turn used by the provincial Mé&tigianisations

SWeinstein (200 7with Bs)ransfér sf public lartdeand natbral tesoidrces to the Prairies in 1930, the
federal government absolved itself of any further responsibility for t&e&sMAny future interventions on their behalf would
haveto come from the provincesd The r eact i on avdidthe butstamingissie ofdland/éghts, t o 1
focus on existing social and economic conditions, and seek remedies through relief meagurdée i nst ein, 2007: 25
4 Recognized Métis rightare currently limited to harvesting rights (which includes hunting and fishing). Legally, it is now
accepted thatlétis can exercise the harvesting rights of their community withincttetnmu ni t yés tradi ti onal
territory (Teillet, 2006) Howeve, the definitions of Métis community and traditional harvesting territory remain contentious.
5 On October 22, 1993, Steve and Ro#yvleykilled a mooseearSault Ste Marie, Ontario, tagging it wighMétis

membership cardnd a note thakad "harveting my meat for winter"They werecharged with hunting moosgthout a

license andor unlawful possession of moasehe case went up to the Supreme Court, where the Powleys Métis right to hunt
was upheld (Teillet, 2006:33). In its ruling, the Supremar€af Canada also established the proper way to define Métis
harvesting rights according to the 198@nstitution Act The Métis Nation of Alberta provides the following information on
each of the three factors mentioned in the 2003 Powley court judgnfsiidentification the individual must selidentify

as a member of a Métis community. It is not enough teidetftify as Mitis; that identification must have an ongoing
connection to an historic &is community Ancestral ConnectiariThere is no fimimum "blood quantum" requirement, but

Métis rightsholders must have some proof of ancestral connection to the historic Métis community whose collective rights
they are exercising. The Court said the "ancestral connection” is by birth, adoption onedher "Other means” of

connection to the historic Métis community did not arise with the Powiigmentandwill have to be determined wther

cass. Community Acceptancthere must be proof of acceptance by the modern community. Membership in a Métis
political organization may be relevant but the membership requirements of the organization and its role in the Métis
community must also be put into evidence. The evidence must be "objectively verifiable." That means that there must be
documented proof a@ha fair process for community acceptanidee Court said that the core of community acceptance is

about past and ongoing participation in a shared culture,
identity. Other evidence might inclagarticipation in community activities and testimony from other community members
about a personés connection to the community and its cultu

identification" between the person and the othembers of the Métis communit¢hat can be understood from this
community acceptance requireménthat in order to claim Métisghts it is not enough to prove a genealogical connection
to a historic Métis community and then join a Métis organizatiame must have a "past and ongoing" refethip to the

Métis community.
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when considering indidiuals for Métis membershipAll five provincial Métis organisations
regulate and maintain membership registries.

In the Canadian statistical system, Métis identity is based entirely en self
identification. There is no question on formal Métis membprshie Métis population thus
encompasses all individuals who decide to-slhtify as Métisln the last two censuses, the
number of Canadians identifying as Métis has blossomed, with the Métis population almost
doubling between 1996 and 2006. The insheg selfidentification of Métis points to a
growing awareness of the historical importance of Métis across Ceé8eléimentification
was also spurred in part by the formal recognition of certain Métis rigi though
increased Métis selflentification is encouraging in that it means that Métis people feel
increasingly secure and justified in identifying themselves as Nigtias posed significant
statistical challenges and has made an accurate tracking ofddétiseconomigprogress
particularly difficult.

In general, the MHRDAS require that clients be-gddintified andin some case
fiverifiedd , M®t i s p e o pskrequirethemdimply adefinitiootieat sitst h e
somewhere itbetween th onedeveloped througthe legal systa and thatised bythe
Census. In BritistfColumbia, clients are asktoselfi dent i fy and then go t
process to meet the M®tis Averificat-i ono req
identify as Métisand complete a verificatiomfm which among othexnfirmsthat theyare
not registered asdndian on a Indian registry or Inuit onralnuit registry In all five
MHRDA provinces e process relies heavily on seléntification,and isthus more in line
with the Census approattan with thenore formal approachsedto establish Métis registry
lists. In other wordsyhile using Census dataay be inaccurate if we are attempting to
describe the reality of more narrowly defined Métis people, it gomdde a good piare of
the arget MHRDA clientele.

B. Profile of the Métis Population

As was just noted, the Canadian statistical system relies eidsetificationwhen
coding for Métis identityThis sectiordraws arecentportrait of the majosociceconomic
characteristics of1étis peoplebasedn data using that definition of Métis identftfhe main
data sources are the Canadian censuses, the Aboriginal People Survey, the Aboriginal
Children Survey and the Labour Force Survey.

I. Métis population growth and provincial distribution

The Census is theaim source ofdetailedinformationwhich provides comparable
informationon bothMétis and noAMétis CanadiansAccording to the2001Censusthe Métis
population of Canada represented aldoQper cent of total population and almost 30 per cent
of the total Aboriginal populationr@blel). But the Métis population is growing fastith the
estimated numbeaf Métis increasing from 292,305 in 2001 to 389,780 in 2006, a 33.3 per
cent increase. With total population growing only 5.4 per cent over the same period, the share

8 In this section, we focus on the population which identified as Métis only (Métis single response), and thus ignore
individuals who seHdentified as Métis as well as Inuit or NlerAmerican Indian (less than 2 per cent of Métis).
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of Métis increaséto 1.25 per cenih 2006 Similarly, the share of Métis populationthne
Aboriginal population increased 3.3 percentage points to 33.3 per cent in 2008pithe
growth of the Métis population ovéhris period was in large part caused by an increase in the
number of people selflentifying as Métis (Sharpe, Arsenault drapointe, 2007).

In Canada, the Métis population is concentrated in the four Western provinces and
Ontario, which are the five provinces in which MHR®dperate. In 2006, more than 85 per
cent of all individuals selfdentifying as Métis were in one of these five provinces. In relative
terms, the Métis population is particularly important in Manitoba (6.3 per cent of the
population) and Saskatchewan (5@t cent of total population). In absolute terms, the
largest Métis populations were in Alberta (85,500) and Ontario (73,605). In these five
provinces, the Métis population accounted for between 30 and 45 per cent of the total
Aboriginal population, compad to only 22 per cent in the rest of Canada.

Tablel: Métis Population for Provines covered by MHRDA, 2001 and 2006 Census

Canada Ontario Manitoba Saskatchewan  Alberta British. st
Columbia  Canada
Total population
2001 29,639,035 11,285,550 1,103,700 963,155 2,941,150 3,868,875 9,476,615
2006 31,241,030 12,028,900 1,133,515 953,850 3,256,355 4,074,385 9,794,030
2001-2006(per cent) 5.4 6.6 2.7 -1.0 10.7 5.3 3.3
Aboriginal population
2001 976,305 188,315 150,040 130,190 156,220 170,025 181,515
2006 1,172,790 242,495 175,395 141,890 188,365 196,075 228,575
20012006 (per cent) 20.1 28.8 16.9 9.0 20.6 15.3 25.9
Métis Population
2001 292,305 48,340 56,795 43,695 66,060 44,265 33,145
2006 389,780 73,605 71,805 48,115 85,500 59,445 51,310
20012006 (per cent) 33.3 52.3 26.4 10.1 29.4 34.3 54.8
Share of Métis population in Total Population
2001 0.99 0.43 5.15 4.54 2.25 1.14 0.35
2006 1.25 0.61 6.33 5.04 2.63 1.46 0.52
2001-2006 pointy 0.26 0.18 1.19 0.51 0.38 0.31 0.17
Share of Métis population in Aboriginal Population
2001 29.9 25.7 37.9 33.6 42.3 26.0 18.3
2006 33.2 30.4 40.9 33.9 45.4 30.3 22.4
2001-2006 (points) 3.3 4.7 3.1 0.3 3.1 4.3 4.2
Source: CSLS calculations based on 2001 and 2006 Cernkatsulations

" The large increase in the Métis population between 2001 and 2006 came on the heels of another big increase between 1996
and 2001, when the Métis population increased 43 per cent. Between 1996 artie?®808js population increased a total of

91 per cent, accounting for 6.5 per cent of total Canadian population growth over the period (Sharpe, Arsenault and Lapointe,
2007). As previously mentioned, increased-gightification has played an importantedn this Métis population boom.
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ii. Urban and rural Métis population

The geographic distributioof the Métis populationdoes not correspond to the
distribution of the general populationdeed, he Métis population isggenerallynuch more
concetrated in rural and remotecations Of the 389,78@numerated/étisin 2006,almost
120,000 lived in rural areas or on a resergpresentingnore than 30 per cent of all Métis
(Table2). By comparison, less than 20 per cent ofribe-Aboriginal population lived in rural
areasEven within urban areas, Métis tend to live in less densely populated areas. The

proportion of M®tis

Vi

ng

I SiCMBsxin 2006awdch 3 4

includes cities with a population of 100,000 or more, was 41.3 per cent, less thdirdwbe
proportion fornontAboriginal Canadians (65.1 per cenyVinnipeg (40,980), Edmonton
(27,740) and Vancouver (15,070) were the three urban centres wittngbst Métis
population in 2006, followed by Calgary (14,770) and Saskatoon (9,610).

Table2 Urban and Rural Population Distribution in Canada, in per cent, 2006

On reserve

Rural (excluding reserves)

Total urban (excluding reserves)
Urban non-census metropolitan area
Urban census metropolitan area

Source: 2006 Census Tabulations

0.1
18.9
81.0
15.9
65.1

Non-Aboriginal

Métis
1.1
29.5
69.4
28.1
41.3

An urban area has a minimum population concentratiolf 1,000 persons and a population density of
at least 400 persons per square kilometre All territory outside urban areas is classified as rural.

A census metropolitan area (CMA) is a large urban area and has a population of at least 100,000.
Urban non-census metropolitan areas are smaller urban areas with a population of less than 100,000
Rural areas include remote and wilderness areas and agricultural lands, as well as small towns,
villages and other populated places with a population of less than 1,000

iil. Age structure of the Métis population

Another interesting aspect in which thiétis population differs sharply from theon
Aboriginal population is in itsage structure. Thilétis population is much younger, with
more than 3per cent of its ppulation under the age of 202006(Table3). Among thenon
Aboriginal population, less than a quarter of tlopplationwasunder 20 years old.he
median age dfl1étis was 30 years, nine years younger than that of the overall Canadian

population.

The differences in the age pyramid of Métis and-Aboriginal Canadians is most

pronounced at the upper and lower tail of the distribution. Indeed, both groups have a similar

proportion of their population in the 20 to 44 years category, at 34.7 pdoceott

Aboriginal Canadians and 37.5 per cent for Métis. The large difference noted above in terms

of young people is reflected in the respective proportions of the population aged above 45
years old. That proportion is about 50 per cent larger in théAboniginal population (41.2

per cent) than in the Métis population (27.4 per cent).

Ce
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The pattern is even more pronounced if we focus on the working age population. More
than half of workingage Métis are in the core-2@ age group (50.2 per cent), caangd to
only 42.0 per cent of neAboriginal Canadians. All in all, a younger Métis population means
that the potential gains from training and employment programs for Métis are likely larger
than for norMétis given that the benefits of enhanced humaitalagan be realized over a

longer time period.

Table3: Age Distribution of the Population, per cent, 2006

Total Population Working Age Population (15+)
Non-Aboriginal Métis Non-Aboriginal | Métis
O to 19 years 24.1 35.1 8.1 13.2
Under 5 years 53 7.4 - ;
5to 9 years 5.6 8.3 = -
10 to 14 years 6.5 9.5 - -
15to 19 years 6.7 9.9 8.1 13.2
20 to 44 years 34.7 37.5 42.0 50.2
20 to 24 years 6.6 8.4 8.0 11.2
2510 34 years 12.7 14.0 15.4 18.8
35 to 44 years 15.4 15.1 18.6 20.1
Above 45 years 41.2 27.4 49.9 36.6
45 to 54 years 16.0 14.2 19.4 19.0
55 to 64 years 11.9 8.0 14.4 10.7
65 to 74 years 7.4 3.6 8.9 4.8
75 years and over 6.0 1.5 7.3 2.0
Working Age (15+) 82.6 74.7 100.0 100.0
Total 100.0 100.0 - -

Source: Census 2006 Tabulations
iv. Educational attainment of Métis people

It was showrin Sharpe, Arsenault and Lapointe (206¥gt educatioms an important
determinant of income, labour markeitcomesand other indicators of welleing. In
particular, higher educational attainment was associated with higher income, lower
unemployment, highdabour markeparticipation, lower chances of being involved in crime
andbetteroverall healthThis section ¥amines the level of educationataahment of Métisn
relation to the level attained ImprrAboriginal Canadians.

On average, Métiaged 15 and ovdrad a lower educational attainment in @@i@an
theirnontAboriginal counterpartsMore than a third of Métis (34 6er cen} hadnot
completa& high school nor obtained another diploma or certificate, compared to onlge23.1
cent ofnonAboriginal CanadiangTable4). In terms of apprenticeship, trade, college and
other noruniversity certificates or diplomas, the Métis and-Adooriginal populations had
similar levels of educational attainment, with about 30 per cent of their respective populations
with these certifications as their highest educational achievement. The proportions of Métis
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and norAboriginals with high school certification as their highest educational level were also
similar, namely just above 25 per cent.

The difference in edudanal attainment between na&xboriginal and Métis people
was almost entirely due to the sharp difference in univelesvigi education. In 2006, only 9.8
per cent of Métis people had universigyel certification, compared to 23.0 per cent for-non
Aboriginal Canadians. In other words, of those Métis obtaining at least a high school degree,
only 15 per cent continued and obtained a univetsitgl certification: among nen
Aboriginals, 30 per cent did. The proportion of Métis with universtsel certificaion was
identical to that of offeserve North American Indians (9.8 per cent), and only slightly above
that of North American Indians as a whole (8.1 per cent).

Table4: Highest Level of Educational AttainmehtPopulation 15+ 206

Non-Aboriginal Métis population Gap
population (%) (%) (percentage point)
No certificate, diploma or degree 231 346 115
Certificate, diploma or degree 76.9 65.4 115
High school certificate or
equivalent 25.7 25.6 -0.1
Apprenticeship or trades
certificate or diploma 10.8 13.1 2.3
College, CEGEP or other nen
university certificate or diploma 17.4 16.9 -0.5
University certificate, diploma
or degree 23.0 9.8 -13.2

Source: 2006 Census Tabulations

Only a very smalpart of hesedifferencesn educational attainment ctée attributed
to the higher proportion dflétis living in rural areas. Both Métis in rural areas and Métis in
urban areas clearly underperform thean-Aboriginal counterparts. For example, 2006
only 6.7 per cent of Métis living in rural areas obtained a univeleisi certification
compared to 13.9 per cent foonrAboriginal. In urban areas, the respective proportiwwase
11.2 and 25.2 per cehtin CMAs in particular, itvas13.3 and 27.7 gr cent. In all cases, the
proportion of Métis completing a university certificatimasabout half that ohon
Aboriginal Canadians. In fact, if the Métis population was distributed like that afahe
Aboriginal population (with higher shares in betfgerforming urban areas), the proportion of
Métis with university education would increase only marginally, from 9.8 per cent to 10.3 per
cent approximately.

It would be instructive texamineeducational outcomes of Aboriginal Canadians not
only at a g¥en point in time, but also across censuses. In 2006, however, the definition used

8 The educational categories included in the 2006 Census are not comparable to previous censuses. Unlike previous censuses,
the 2006 Census does not include the canmegduineveficdollyegaevit
certificate, diploma and degreeo. The only strictly compar
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to classify educational attainment was changed significantly, and straightforward comparisons
are impossible. For most educational categories, no meaningful comparis@radd

The interpretation of changes between the two censuses is also made more difficult by
increased Métis seltlentification which haschanged the composition of the Métis

population .

These problems can be avoidesing a crossection decomposday agewhich
allows us toobserve the evolution in educational attainment through time. For example, 40
years ago, in 1966, the current 65 to 74 group was aged between 25 and 34 years. Thus, we
can compare how educational attainntesdevolved since 19 using the groups aged-G8
(1966c0ohor), 5564 (1976cohor), 4554 (1986cohor), 3544 (1996cohor) and the 2006
groupaged 2534 (2006 cohort)

Chartl: Proportion of Métis andnon-Aboriginalaged 15 and OveWithout Any Diploma,
Certificate or Degree, by Age, 2006

80
70.5 Métis mmm NonrAboriginal —i— Gap
70 +-
60 11 55.8
50 +-

Per cent

40 - 3783
30 - 27.8
23.7
20.3
20 —
N I n
0

75 years and 65 to 74 years 55 to 64 years 45 to 54 years 35 to 44 years 25 to 34 years
over

Source: CSlcalculations based on 2006 Census tabulations.

As Chartl illustrates, the proportion of Métis who have no certificate is trending
downwards through timédoweverthis indicatoralsoclearly shows a slower progression for

° The main reason behind this lack ofiRtee nsus compari son i s the eldeordaryati on of t
without certificatedo and fisome university without certific
2001, if an individual had no high school diploma, but had spent one semester at a community college, the person would have
beem cl assi fied asedcanwdargy fivgiotnteo ptoscerti ficateo. In the 2006
classified as having no diploma, certificate or degree.
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later cohorts than for earlier cohorts. For example, the proportion of the 1986 Métis cohort
(45-54 years)vith no certificate was 10.5 percentage point lower than that of the 1976 Métis
cohort(55-64 years) whereas the 200@étis cohort experienced only a slight improvement
over the 1996 cohort (384 yearspf 3.4 percentage pointslonetheless, the Métis have
progressively reduced the gap witbhn-Aboriginal Canadians, from 20 percentage points for
the 1966 cohort65-74 years}Yo 10.3 percentage points for the 2006 col@Bt34 years)

The reduction in the gap betwethe proportion Métis and nekboriginal with no
certification conceals a much worsetpreat theuniversitylevel. In fact, the Métision
Aboriginal gap in terms of university certificatiancreasedor every cohort since 1966
(Chart2). Among thoseaged between 65 and 74 years, the gap in 2006 was 10.1 percentage
points. In the latest cohort, those aged 25 to 34 years, the gap was twice as big (19.7
percentage points). Not only has the gap increased steadilys cohorfdut the proportion
of Métis completing universitgtagnatedbetween the 1976 and 1996 cohorts (from 10.9 per
cent to 11.6 per cenfyhe increase for Métis aged-28 in 2006 (3.1 percentage points
higher than those aged-38) is encouraging, but it remains below the progmesde bynon
Aboriginal Canadians (4.0 percentage points).

Chart2: Proportion of Métis andhon-Aboriginalaged 15 and ovewith University-Level
Certification, by Age, 2006
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Source: CSlcalculations based on 2006 Census tabulations.
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One clear finding ishat theeducational attainment tie Métispopulation still lags
far behindthat of thenon-Aboriginal population The most important gap is at the university
level, which is due both to a lower proportion of Métis finishing high school, and a lower
proportion of highschool graduates whmmntinue and complete universigvel education.

v. Labour market outcomes of Métis people

Lower educational attainment translates pmborerlabour market outcomeBut
differences in labour market outcons also be the result other human qatal
characteristics such as experience, or simptifterences in employment opportunities
related to geographical locatio

There are four major indicators of labour market outcomes: participation rate,
employment rate, unemployment rate and employment income. The first three indicators are
intertwined. Theparticipation rateaptureghe percentage of the working age population who
are inthe labour forcei.e. employed or searching for wofkThe unemployment rate
determines what share of the labour forceoisaurrently employed. Thengloyment rates
in turn defined as the prop@n of the working age population employed in the reference
week,and isa function of the two former rates.

Table5: Métis andNon-AboriginalLabour Market Outcome Canadal19962006

Percentage pointhange
1996 2001 2006 (19365006) g
Participation Rate Participation Rate
Non-Aboriginal 65.5 66.5 66.9 1.4
Métis 65.1 69.1 70.1 5.0
Métis/Non-Aboriginal Gap -0.4 2.6 3.2 3.6
Unemployment Rate Unemployment Rate
Non-Aboriginal 10.1 7.1 6.3 -3.8
Métis 20.3 14.0 10.0 -10.3
Métis/Non-Aboriginal Gap 10.2 6.9 3.7 -6.5
Employment Rate Employment Rate
Non-Aboriginal 58.9 61.8 62.7 3.8
Métis 51.9 59.4 63.1 11.2
Métis/Non-Aboriginal Gap -7.0 2.4 0.4 7.4

Source1996, 2001 and 2006 census tabulations. CSLS calcslaton1996census micralata for Métis In 1996.

19 The official measure of unemployment is restricted to people whadiively looking for a job. his measure can be

misleading because in some areas, employment opportunities are so scarce that numerous individuals decide to stop searching
for work. They are called discouraged workers, and despite their desire to work, they areaidediivctheinemployment

rate statisticsAnother form of undeutilization of labour is paftime workers who want fullime enployment.Those

workers, called involuntary patime workers, are not included in the official measure of unemployr8tatisics Canada

does publistsupplementary measures of unemployment, such as the unemployment rate plus discouraged searchers and the
unemployment rate plus involuntary pérhers but theyare only availablema consistent basis since 1997 @mada and

the provinces with no data publically available broken down by Aboriginal identity
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Between 1996 and 2006oth thenon-Aboriginal and theMétis populationmade
significant progress in alhree labour market indicators. In addition, the Métis population
made significant progresslative to thenon-Aboriginal population. Over that ten year period,
theMétisihon Aboriginal participation rate gap closed bg percentage points, the
unemployment rate gap closed b$ percentage points and thegloyment rate gap closed
by 7.4perentage point§Table5). In 2006, Métis had higher participation and employment
rates thamon-Aboriginal Canadians, atriking reversal of the situation prevailing 1996.

Chart3: Labour Market Outcomes d¥létis People, by Age, 2006
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Source: CSlcalculations based on 2006 Census tabulations.

Two important factors must be mentioned. First, the increasedlisaltification
probably contributed significantly to the improvement in Métis lalmutcomes as newly
identified Métis are likely to have characteristics more in line with those eAboniginal
Canadians’ Second, even though Métis people currently display higher aggregate
participation and employment rates, it is in large part rekatéeir younger populatioff.
Indeed, as shown i@hart3, participation and employment rates are particularly weak for

1 The effects of increased sétfentification are not apparent in the education data since we used-aertien of different

age groups from the 2006 census insteadtiofi@ series of censuses. This cannot be done for labour market outcomes
because age is one of the key determinants of participation and employment in the labour force.

2 The performance of Métis people in the labour market must also be seen in the aithieparticularly strong

performance of Western performance relative to other provinces. The Métis population is concentrated in Ontario and the
Western provinces, which had well above average labour market outcomes in 2006.
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individuals aged 65 and aboV¥&in 2006, only 8 per cent of the Métiworking age
populationwas aged 65 or more, compared to 16.2 per cent feAbonginal Canadians
(Table3). The Métis population had a langproportion of itsvorking-age populatiomged
15-24 (24.5 per cent compared to 16.1 per cent) arg¥2®8.9 per cent compared to 67.7
per cent).

Table6: Labour force characteristics for Métend all Canadian2004-2008

Métis Population Total Population
Relative Métis
Point Change Point Change| Performancein
2004 2005 2006 2007 2008 200 4—2008? 2004 2008 200 420089 2008
(per cent)
Participation rate
Canada Métis - - - 68.7 70.4 1.7 67.5 67.8 0.3 103.8
Ontario - - - 64.5 67.0 2.5 68.4 68.1 -0.3 98.4
Manitoba 72.9 71.1 73.6 72.2 73.6 0.7 69.1 69.6 0.5 105.7
Saskatchewan 66.1 689 704 70.1 68.4 2.3 67.9 69.7 1.8 98.1
Alberta 72.5 726 73.8 72.9 71.2 -1.3 73.5 74.7 1.2 95.3
British Columbia 71.3 72.1 68.8 67.7 74.1 2.8 65.5 66.6 11 111.3
Employment rate
Canada Métis - - - 62.6 64.8 2.2 62.7 63.6 0.9 101.9
Ontario - - - 57.6 60.9 3.3 63.8 63.6 -0.2 95.8
Manitoba 65.6 646 679 67.2 68.2 2.6 65.4 66.7 1.3 102.2
Saskatchewan 57.8 599 63.3 629 62.4 4.6 64.3 66.8 25 93.4
Alberta 66.4 675 69.6 67.6 65.8 -0.6 70.1 72.0 1.9 91.4
British Columbia 62.7 659 63.1 62.8 69.7 7.0 60.9 63.5 2.6 109.8
Unemployment rate
Canada Métis - - - 8.9 7.9 -1.0 7.2 6.1 1.1 129.5
Ontario - - - 10.8 9.1 -1.7 6.8 6.5 03 140.0
Manitoba 10.1 9.1 7.8 6.9 7.3 -2.8 53 4.2 11 173.8
Saskatchewan 12.6 13.1 10.1 10.3 8.8 -3.8 53 4.1 1.2 214.6
Alberta 8.5 7.0 5.8 7.4 7.5 -1.0 4.6 3.6 -1 208.3
British Columbia 12.1 8.7 8.2 7.3 6.0 -6.1 7.2 4.6 26 130.4
Source: Statistics Canada, Labour Force Survey
*2007-2008 for Canada and Ontario ** The Métis rate divided by the rate for the general population in the same jurisdiction

We can obtain an estimate of the effect of age on Métis labour market outcomes by
applying the age structure of nétoriginal Candians to the participation, employment and
unemployment rates of Métis for each age group. If Métis had an age pyramid identical to that
of nonAboriginal Canadians, their participation rate in 2006 would have been 63.9 per cent
instead of 70.1 per cenhdir employment rate would have been 57.9 per cent instead of 63.1
per cent; and their unemployment would have been 9.5 per cent instead of 10 per cent. In
other words, when age is taken into account, the picture of Métis labour market outcomes

13 The labour market outcaes of norAboriginal Canadians follow an almost identical age pattern to that of Métis people
which is shown irChart3.
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worseng and it becomes clear that they still face much more significant challenges than their
nontAboriginal counterparts.

Since 2004, the Labour Force Survey provides provincial labour market data for off
reserve Aboriginal people for Manitoba westwardlfle6). It allows for a more upo-date,
but less detailed, monitoring of Métis labour market outcomes than the Census. Over the
20042008 period, Métis participation arthployment rates increased and Métis
unemployment rates decreased for three of the four provinces. The exception was Alberta,
where labour market outcomes for Métis peaked in 2006.

In Ontario, for which Métis data is available only for 2007 and 2008isN&tour
market outcomes also improved significantly. In all MHRDA provinces except Ontario, the
Métis experienced greater improvements than average Canadians. On the other hand, the
labour market outcomes of Métis relative to the general populatiorOB1\&8re much better
in British Columbia than in other provinces, with BC Métis enjoying higher participation and
employment rates than ndvétis, and having an unemployment rate only 30 per cent above
the provincial average (compared to 40 to 115 perinesther provinces).

Chart4: Average Employment Income of Aboriginal andn-AboriginalPopulationsaged
15 and ovemwith Employment Income, by Work Activity, 2005
60,000

B Métis = NonrAboriginal identity population

51,505

Full Year Full Time Part Year or Part Tim Population with Employment
Income

Source: CSlcalculations based on 2006 Census tabulations.
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According to the 2006 Census, Métis Canadeamesiot onlyfacing important
challenges in terms of employment, kthey also earn lesm average than nefboriginal
Canadiansin 2005, the averagdétis with employment income earn@d per centessthan
the averag@aonAboriginal with employment incomeQhart4). Part of this gap is due to the
relatively smaller proportion of employ&diétis who work fulktime full-year. In 2005, only
48.2per cent oMétis with employment income worked fulime full-year compared to
almost 55 per cent for neiboriginal people

Even when differences in work patterns are controlled for, however, significant
differences remain. The averageétis who worked fulitime full-year earned4®,373in
2005, aboufl7 per cenfowerthan theimon-Aboriginal counterparts ($51,505) practically
identical pattern was observed for ptinhe and/or paryear workers.

vi. Métis poverty

Severameasures of lowncome, which in practice can beferedto as poverty
indicators are usedn Canada. The most widetgporteds the LowIincome CwOff (LICO),
for which the poverty line is set tite income level at which households (including persons
living alone) are expected to spend 20 percenpagdas more than average of their income on
food, shelter and clothind.

Based on both before and aftax LICOs, Métis people in Canada and the MHRDA
provinces faced a much higher prevalence of poverty thambornginal Canadians in 2005
(Chart5). In Manitoba and Saskatchewan, Métis people faced poverty rates about twice as
large as those of nefsboriginal people (20.7 per cent versus 10.2 per cent in Manitoba and
16.0 per cent versus 7.8 per cent in Saskatchewan foitaftelCOs). Alberta performed
slightly better with Métis poverty rates about 60 per cent higher than those-gbooiginal
people, a decent showing given that Alberta was the province with the lowest prevalence of
pre-tax poverty in 2005. Ontario was the pirece where Métis poverty rates were closest to
those of their no\boriginal counterparts (13.1 per cent versus 11.0 for-tdtet ICOs). It
was also the province where Métis poverty rates were the lowest among the five MHRDA
provinces™

The higher prealence of poverty among Métis reinforces the finding that Métis
people are facing unique challenges in the labour marketl confirms that these challenges

14 Other commonly used measures are the-lmwme Measure (LIM), which sets the poverty line at one half the median
household income, and the Market Basket Measure, which benchaigpksable family income the cost of the goods and
services in théMarket Basked t o d e t-iacomeistates. Acamrding to HRSDC (2008), the MBM defines disposable
fami | y itmecwunmemaiairg affer deducting the following from total family income: total income taxes paid; the
personal portion of payroll taxes; ethmandatory payroll deductions such as contributions to empdppersored pension
plans, supplementary health plans, and union dues; child support and alimony payments made to another-t#mily; out
pocket spending on child care; and finsured but medally prescribed healtrelated expenses such as dental and vision
care, prescription drugs, and aids for persons with disabilitiesT h e ibchude& specified quantities and qualities of
goods and services related to food, clothing and footweateshehnsportation, and other goods and services such as
personal and household needs, furniture, telephone service, and modest levels of reading, recreation, and entertainment (for
example, newspaper and magazine subscriptions, fees to participateatioeal activities or sports, video rentals, tickets to
local sports events).

15 Once again, it is worth mentioning that due to increaseddssitification, comparing poverty rates across census may be
misleading. As a result, when possible we do nakersuch comparisons in the report.
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not only mean a missed opportunity for the Canadian economy, but also have real negative
impacts @ Métis individuals and communities.

Chart5: Prevalence of Loincome Among Métis anéNon-AboriginalPersons in Private
Households, Before and After Tax, 2005
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Source: CSlcalculations b'ased on 2006 Census tabulations.

vi. Métis health

In this section, we dress a portrait of Métigalth statusThe 2006Aboriginal People
Surveyincludesa plethora of questions on Métis health. A summary of findsgeovided in
Statistics Canada (20Q90)he publication also contrasteme of thelata with comparable
estimates for the overall Caglian population obtained through 2@05Canadian
Community Health Survey (CCH$)This section draws on Statistics Canada (2669he
national data and on the Aboriginal Population Survey Community Profiles for provincial
data

A good subjective idicator of overall health is selated health. In 2006, 58 per cent
of Métis in Canada rated their health as either excellent or very good, a lower proportion than
the 62 per cent reported for the general Canadian populatioadagsted to reflect the

16 Data in this section refer to the population aged 15 and over, unless otherwise mentioned.
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younger Métis age structuré)dble7). There was almost no difference between male and
female Métis or between Métis living in rural or urban areas, and all ofvian&éMHRDA
provinces reported lower Métis se#ited health than the national average for the general
population. In terms of age, only the-19 and 224 age groups had a higher proportion of
Métis rating their health as excellent or very good compardtetgeneral population (75
versus 67 per cent and 70 versus 69 per cent respectively).

Table7: Selected Health Indicators for Métis and the General Population, by Gender,
Urban and Rural Area and MHRDA Province, 2006

o
O/r"\‘/’(‘;':h e;(gg"s:; % with arthritis % with % with family
yd or rheumatism diabetes doctor
rated health
Canada; General Population* 62 13 4 86
Canada Métis 58 21 7 81
Male 59 18 7 -
Female 58 24 7 -
UrbanAreas 58 20 6 -
RuralAreas 59 23 7 -
Ontario 58 24 7 86
Manitoba 60 21 7 80
Saskatchewan 56 20 8 79
Alberta 61 20 6 79
British Columbia 56 22 7 85

Source: Statistics Canada, Aboriginal Population Survey and Canadian Community Health Survey
*Data for 2005Age adjustedo reflect the Métis age structuror all variable except the percentage with family doctors

Métis also fared poorly in terms of objective health indicafbing. prevalence of
chronic conditions was high&r Métisthan for the general Canadian population (age
adjusted), with Métis reporting higher rates of arthritis or rheumatism (21 versus 13 per cent),
high blood pressure (16 versus 12 per cent), asthma (14 versus 8 per cent) and diabetes (7
versus 4 per centPnce again, these findings held across genders, for both urban and rural
areas and for all five provincednlike the seHlrated health indicator, the higher prevalence of
chronic conditions among Métislative to the general populatibeld up at all age(15-19
years, 3944 years, 454 years and 65 and over).

The reasosbehind the relatively poorer health of Métis peagierelated both to
lower health care utilization and/or qualignd a higher prevalence of heattbtrimental
behaviour. In 2006, Métis were less likely to have a fanlgtor (81versus 8per cent).
Only in Ontario (86 per cent) and British Columbia (85 per cent) did Métis have a proportion
of the population with &amily doctor comparable to the overall populatibtétis were also
slightly less satisfied with the care provided by health care professionals, with 57 per cent
saying they were very satisfied compared to 61 perfoethe total population of Canada.
Nonetheless, the proportion of Métis saying that there was a time in the last year when they
needed health care but did not receive it was low at 11 per cent, and almost identical to that of
the general population (12 per cent).
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Doing nore exercise (48gy cent)adoptingbetter eating habits (16 per cent) and
quitting smoking (12 per cent) were the three most prominent ways identified by Métis
through which they could improve their overall health. In 2006, 61 per cent of Métis did not
smoke, a clear imprement from 2001 (54 per cent), but still a far cry from the almost 80 per
cent of Canadians who did not smoke in 2005. @roeepositive note, however, Métis
people were less likely to never watkwork, school or while doing errands (22 versus 29 per
cent) and did slightly less sitting during usual activities or work habits (22 versus 25 per cent)
than the general population.

vil. Other social indicators

In previous sections, we provided a detailed review of key indicators for Métis people:
popuation growth and distribution, age structure, educational attainment, labour market
outcomes and health status. In this section we briefly review some indicators related to family
structure, housing adequacy and cultural attachment.

As was noted earliethe Métis population is on average younger than the general
population. It is thus not surprising that the number of childrefapeity is also much higher.
Indeed, in 2006, the average Mdtamily had 1.6 childremt home compared to only 1.1 for
non-Aboriginal families” Similarly, 32 per cent of Métis children under the age of six lived
in families with three or more children, compared to 25 per cembreAboriginal children
(Statistics Canad@0@). Moreover, 22 per cent of Métis children untlez age of six were
being raised by mothers between 15 and 24 years old, compared to only 8 per cent for their
non-Aboriginal counterparts.

Unfortunately, a larger proportion of Métise born with a low birth weight and more
Meétis childrenare part ofone-parent household#& 2006, the Aboriginal Children Survey
estimated that 7 per cent of Métiswbornswveigh less than 2500 grams at birth, compared to
6 per cent for Canada as a whole (CIHI, 2007). Moreoveitewhe proportion of Métis
households wh only one parenivas26.0per cent of all households with children in 2006,
the proportion was only 15.3 per cent famnAboriginal householdskor children under the
age of six, the percentage of Métis children living in }paeents familiesvas30 per centin
2006 compared to only 13 per cent fusn-Aboriginal (Statistics Canada, 28D These
indicators are a cause for concern as they indicate that the conditions for breaking the cycle of
poverty among Métis people are not yet fully met.

In termsof housing adequacy for Métis people, the indicators are mixed: while the
level of crowding and housing affordability were similar for Métis and-Abariginal
households in 2006, Métis had much lower home ownership rates and their housing was in

“"Here, the term Afamilyo refers to census families, which
comman-law couples without children. Children refer to blood, stapadopted sons and daughters (regardless of age or

marital status) who are living in the same dwelling as their parent(s), as well as grandchildren in households where there ar

no parents pegent. Sons and daughters who are living with their spouse or cotamgrartner, or with one or more of their

own children, are not considered to be members of the census family of their parent(s), even if they are living in the same

dwelling. In additionthose sons and daughters who do not live in the same dwelling as their parent(s) are not considered

members of the census family of their parent(s).
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worse codition (Statistics Canada, 2009a). In 2006, crowding, defined as more than one
individual per room living in the house (excludibgthrooms, halls, vestibules and rooms
used solely for business purposesfected only 3 per cent of Métis (identical to non
Aboriginal people) Chart6). It represented a significant improvement from 1996 when
crowding affected 7 per cent of Métis. Lack of affordable housing also seemed not to affect
Métis more than the general population, wAtper cemof Métis living in a household that
spent30 per cent or moref its income on shelter costs compate@1 per centfor thenon-
Aboriginal population.

Chart6: Selected Housing Indicators for the Métis ahibn-Aboriginal Populations, 200
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However, in 2006, 14.1 per cent of Métis lived in housing requiring major repairs, a
proportion more than double that for RAboriginal Canadians (7.0 per cenfaple8 and
Chart6). The proportion of Métis living in housing needing minor repairs was also
significantly larger (35.2 versus 27.8 per cent). Relatively poor housing conditions for Métis
were a reality acrosal five MHRDA provinces, but were generally better in larger urban
areas that in the rest of the provinces. The poor housing conditions may be a symptom of
lower ownership rates, witB4 per cenof Métis living in a home that was owned by a
member of te householah 2006, compared to 75 per céot thenon-Aboriginal population.

The final aspect examined in this profile of the Métis people is their attachment to
traditional Métis culture. Of course, these indicators cannot be meaningfully benchmearked
the general population, but they can be compared through time and across aboriginal identity.
In 2006, @ the three Aboriginal group@étis, North American Indians and Inuitshe Métis
were the least likely to know an Aboriginal langualgl@reover Aboriginal language
knowledge decreased over time. In 1996, 8 per cent of Métis were able to converse in an
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Aboriginal language (Statistics Canada, 2003). This proportion decreased to 5 per cent in
2001 and to 3.5 per cent in 2086This decline was in padue to increased self

identification, and the percentages remained relatively high in Saskatchewan (11.9 per cent in
2006) and to a lesser extent Alberta (4.9 per cent). Nonetheless, the Métis attachment to the
traditional culture and language remaitnegh (albeit below that of other Aboriginal identity
groups), with about half of Métis saying that learning, relearning or keeping an Aboriginal
language was very or somewhat important in both 2001 (50 per cent) and 2006 (51 per cent).

Table8: Housing Conditions of Métis andon-AboriginalPeople in MHRDA Provinces and Urban Areas
with more than 5,000 Métis, 2006

Regular maintenance only Minor repairs Major repairs
Métis Ab’(\)lﬁginal Ratio Métis Ablc\Jlgginal Ratio | Métis Ab,c\Jerigr;inal Ratio
Canada 50.7 65.2 77.7 35.2 27.8 126.6| 14.1 7.0 202.5
Ontario 53.4 67.4 79.3 35.7 26.4 135.2| 10.9 6.3 174.4
Ottawa- Gatineau* |  53.0 65.4 81.1 35.2 28.3 124.4| 11.7 6.3 186.4
Toronto 56.7 69.5 81.6 34.0 24.8 137.1| 94 5.7 164.7
Greater Sudbury 53.2 62.8 84.7 37.1 29.8 124.7| 9.7 7.4 130.6
Manitoba 47.1 60.9 77.3 36.4 30.9 117.8| 16.5 8.2 201.3
Winnipeg 49.7 62.6 79.5 36.2 29.7 121.9| 141 7.8 181.5
Saskatchewan 46.1 58.4 78.9 35.6 33.1 107.6| 18.3 8.5 214.8
Regina 51.5 63.0 81.6 37.0 29.8 124.4| 11.6 7.2 161.1
Saskatoon 56.3 66.2 85.1 33.8 28.4 119.0| 9.8 5.4 182.0
Alberta 53.0 66.5 79.6 34.2 27.5 124.3| 12.9 6.0 214.7
Calgary 61.7 715 86.3 28.8 23.8 120.8| 9.5 4.7 203.5
Edmonton 55.5 67.5 82.3 33.9 27.3 124.2| 10.6 5.3 201.2
British Columbia 53.7 67.4 79.7 34.2 25.9 131.9| 121 6.7 180.6
Vancouver 57.1 69.2 82.5 31.3 24.4 128.1| 11.6 6.3 182.6

Source: CSL8lculation from 2006 census talation. * Inclucesthe Quebec portion

18 Cree(9,360) and Ojibway (1,62@yere amonghe Aboriginal languagemost often spoken among the Métis2006.
Other languages spoken by Métis include Dene (1,620), and other Algonquian languages, as well as Michif (fewer than 1,000
speakersyvhich is the official Métis language (Statistics Canada, 2009b)
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lll. The Métis Human Resource Development Agreements

The previous sections providegbartraitof the Métis in Canada brief history of
who they are and where they came frana how their soci@conomic status compares to that
of nontAboriginal CanadiansThe recognition of the Métis Nation, as well as the need for to
raise the soci@conomic status dhe Métis people, have clearly been important driver of the
current agreements. But these factors only set the broad context into which the agreements
were ceveloped. In this section, we review the specific context that lead to the agreements, as
well as discuss the agreemdrksy components and limitations. We also discuss HRSDC
efforts to evaluate the agreements to date how our reviewelates with theg efforts.

A. Review of the Agreements

I. History of the Agreements

In the late 1980s and early 1990s, Canadian policy mdkseoped an increasing
awarenesthat existing labour market policies did not serve the Aboriginal population
particularly well. In fact, the use of available resouréastraining and employmetuty
Aboriginal people fell well short of its population share among targeted populations (in
particular the unemployedAt the time, Aboriginal involvement in labour market
programmimg was largely limited to the provision of advice to federal and provincial service
providers.Policy makers recognized an acute need targeted and innovative approach.

This need was met bihe establishment @ newAboriginal labour markeprogram,
dubbedi Pat hway tinplerSenteddnghe sanlh©990s Under this progranfederal
funding for aboriginal training and employment servis@s administered by Aboriginal
management boardghich were expected wevelop the capacity to take on theidsly and
management dabour market programming for Aboriginal peodle most cases, however,
the involvement oAboriginal communitybased organizations was strictly advisory.

This model was usedp to 1996, when Platvay to Success was replacedthy
National Framewdk/Regional Bilateral Agreement, a constituefi@sed approach under
which funding would flow directly to the three Aboriginal groujggognized under the
Canadian Constitutiofthe First Nations, Inuit, and ktis). A National Framework
Agreementvas signeavith each ofthethreenationalAboriginal constituenies (the Métis
National Council (MNC)n the case of the Métidhese Framework Agreemenitgere
negotiated for a tlee-year period, startingpril 1, 1996 and expiring March 31,

1999. Regional bilateral agreements were then signed with the provincial Métis Nation's
governing bodiesn Ontarioand in Western provincder the delivery of labour market
programming for Métis people.

In 1999, he Aboriginal Human Resource Developmagteements (AHRDA)
replaced the Regional Bilateral Agreemeiitsese new agreements included additional
funding for youth, persons with disabilities, capacity building and urban comporigmés
AHRDA had a fiveyear window, starting in April 1998nd exjring in March 2004 This set
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of agreemergtwas renewdto 2009 andthenrenewedonce mordor one yearendingMarch
2010

These agreements dhe key compondrso farof a wider Aboriginal strategy, the
Aboriginal Human Resources Development Stra{@dyRDS). In the words of HRSDC, the
s t r ais @egignedd expand the employment opportunities of Aboriginal people across
Canada.™ The strategy was particularly innovative in that it devolved coatrdl|
responsibility for the design and deliverylabour market progrants local Aboriginal
organizatons Thi s feature not only ensuthodysto t hat M

make decisions that will meet the needs of their commagniie i t a tasnodeefart ab |l i s
natiorrto-nationdiscussbnswhich was absent in most previous federal programs with a Métis
component

ii. Programs description, limitations, funding , result measurement and
implementation

The agreements generally include fundinggeneralabour market interventiafor
youthprogrammingfor programs in selectagtbanareas, foMétis persons living with
disabilitiesprogrammingandfor capacity building for Agreement holdef3urrently, there
arefive Métis Human Resources Development AgreemedtdRDAS) in place across
Canadd one forOntarioandone ineach of the four Western provinces

Under these agreements, fundawgnes frontwo main streams: the Employment
Insurance (El) stream and the Consolidated Revenue Fund (CRF) stream. The El funding
stream is governedylihe Employment Insurance Aand is fairly restrictive. It isnainly for
labour market programs similar to those established under Part Il of the El Act, such as:

e the Targeted Wage Subsidy Employment Benefit to encourage employers to hire
unemployed intviduals;

¢ the Selfemployment Employment Benefit to help unemployed individuals start their
own businesses or become satiployed,;

e the Job Creation Partnerships Employment Benefit to provide unemployed individuals
with employment opportunities to gairovk experience;

¢ the Skills Development Employment Benefit to help unemployed individuals obtain
skills ranging from basic to advanced skills.

El fundingis also used to support funding to persons with disabilities and portion of the urban
programming inmlberta?® In addition, El funding cabe used to

e support organizations that provide employment assistancee®toithe unemployed

19 Seehttp:/iwww.hrsdc.gc.ca/eng/employment/aboriginal_employment/index.§iwtnmore details on the strategy.

20 yUrban programming must be used in specified urban communities, while funding for persons with désatititibe used

to provide special programs to help persons whaidefitify as having a physical, mental or learning impairment prepare for,
find, and keep employment.
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e support relevant groups (employers, community groups, etc.) in developing and
implementing strategies for dealing witbour force adjustments and meeting human
resource requirements

e support research and innovative projects to identify better ways of helpsanpe
prepare for, returror keep employment.

The restrictive nature of El funding is primarily related tb e

clientso

can be

fact

t hat

f u n d ehbcurrantly elaim &l Ipedeffity, or thdivedlaseho

have claimed EI benefits within the previous 36 months, or individuals for whom a benefit
period has been established in the previous a@tmcandvho seek to reenter the labour

force. In other wordsthese funds cannot be used to help Métis people maintain employment,
develop needed skills while employed or help with the viorkchool transitionastheydo

not targetEl-ineligible unempoyed individualsThe EI eligibility requirementare
demanding, particularly in Western provinces where the unemployment rates saadaive
number of hours of work needed to qualify for regular EI benefits is quitelhigbme cases,

onl

El funding
Table9: Funding Level bydnponent and MHRDA for 200Z008 (dollars)

M_étis Manjtgba Gabriel_ Dumont Métis Métis Ngtion All five

Natlor.l of Metls_ Institute Nation of of Brms_h MHRDA
Ontario* Federation (Saskatchewan) Alberta Columbia

Total Funding 4,721,464 12,308,774 11,922,848 13,289,822 6,349,473 48,592,381
B Funding 1,420,618 3,802,460 3,478,773 4,809,326 1,899,841 15,411,018
El Labour Market 1,278,104 3,645,699 3,339,852 4,225,417 1,821,377 14,310,449

Person withDisability 55,095 156,761 138,921 131,352 78,464 560,593

Urban (EI) - - - 452,557 - 452,557
Total CRF Funding 3,300,846 8,506,314 8,444,075 8,480,496 4,449,632 33,181,363
CRHA.abour Market 2,545,859 7,262,866 7,158,980 7,625,530 3,627,491 28,220,726
Youth 662,513 982,879 1,104,800 999, 595 691,718 3,441,910

Capacity Building 179,893 260,569 180,295 218, 334 130,423 751,180

Urban(CRF) - - - 854,966 - 854,966

*In Ontario, funding for capacity building is divided into $92,474 from EIl $8d,419 from CRF.

CRF funds are much more flexible. The CRF stream funds general labour market
programming as well as particulawyth programming (for Métiyouth between the ages of
15 and 3Qwhichaccount for the fastest growing population segmetitariViétis population),
capacity building and, in the case of Alberta, part of its urban progranffiling: only major

2L The types of intervention for each of these components are quite varied. CRF labcetrprogramming includes many
programs similar to those offered under the El umbrella. Seege training purchases, that is an agreement under which the
participants receives support to cover expenses related to training leading to employmerf iseom®st common
interventions. Youth programming includes, for example, outreach activities, client assessment, case management, the
development of employability skills through community service, work experience, entrepeneurship experience, individual

\
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restriction on the use of these funds is that programs may not targenfibtuents® In

addition, since 2005, the Métis agreements have differed slightly from those of other AHRDA
holders, through the use of an agreement template specific to Métis. The key difference is the
addition of a clause providing support for eligible cligimst full-time students) for post
secondary education, and the possibility of contributing to an endowment fund for bursaries
for postsecondary programs of a length of up to 64 weeks at or below the undergraduate
level.

In 2007%2008,the five Métis aggementoldersresponsible for delivering labour
market programmingeceived a total of48.6 million, with about onehird in El funding
($15.3 million) and twethirdsin CRF funding (83.3million) (Table9). Slightly more than
55 per cent of the money was allocated in the form of general CRF labour market
programming, while laout7 per cent of the funding went to youth initiatives atightly
more tharl.5per centand 1 per cent was allocated to capacity building and persons with
disabilities respectively. Only Alberta received funding under the urban component and that
funding accounted faoughly 10per cent of its annual funding envelope.

Underthe current aggements, the performance of the Métis agreement holders is
generally measured according to three key indicators: the number of clients returning to
employment or to school for youth; the number of interventions (funded aridimded)
completed by the agement holders the reporting periodgnda measure adavings orel
and social assistance benefits. Appendix 1 provides a detailed explanation of how these results
aremeasured. Issues related to the accuracy of these performance indicators willssedisc
later. Targets for these indicators are set based on historical data and the local context. The
targets are generally set by the MHRDAS in consultation with the regional coordinator of
Service Canada. There is no direct consequence related tduhe daisuccess of a given
MHRDA to achieve its targets.

In terms of implementation, each of the agreement heldes developed a slightly
difference approacftsee Appendix 2 for more detail&) general, agreement holders oféer
point of servicen all subprovincial regions, and some even provadilitionalservices to
remote areawithin these regionsither through a mobile unit (as in Alberta) or through
regular visits organized in partnership with local community organizations (as in
Saskatbewan).The agreement holders have created internal structures to deliver MHRD
services, with the level of locabntrolvarying across provinces. In Alberta, the process is
more centralized in order to maximize efficiency. In Manitoba, on the other thand,
decisionmaking process is more decentralized, with local management boards having an
active role in service delivend decisiormaking In all cases, the governance structure
seems to have a reasonable feedback and adjustment mechanism to ahsereite
delivery respond to local needs without significantly jeopardizing efficiency and/or
accountability.

skills enhancement, summer career placement, etc. Funding for capacity building must be used to fund activities described in
the holdersé capacity building plan approved by HRSDC.

22 S0me agreement holders provide support to students in their last year of university, as the restriction states thigt ineligibi

is for persons who are currently ftiline studentgndintend to return to school on a fitiilme basis in the following

acaemic year.



26| A Review of thd?otential Impacts of the Métis Human Resources
Development Agreements in Canada

B. HRSDC Review Process

Program evaluations and program reviews are one of the key msitessigh which
governments cailentify the stengths and weaknessesddferentinitiatives. In principle, it
allows for evidencdased decision making and provides a feedback mechanism that allows
for improvemerdin program design and delivery. In the case of the AHRDAS program,
HRSDC publishedts first and only program review in 2004. HRSDC is currently in the
process of completing a formative and a summative evaluation of the program, an exercise
which may well guide discussions on the renewal of the program after March 2010. In this
sectionwe briefly highlight the key findings that have transpired ftbese reviews and
evaluationsWe also situate this report in the context ofghst and currework undertaken
by HRSDCin terms of program evaluation.

i. The 2004 review

The 2004 eview (HRSDC, 2004aprimarily examines issues relating to the
implementation and effectiveness of the AHRDABe review mentioned that the use of an
experimental method, while technicabigtter was impractical due to the difficulties in
establishing aappropriate control grouhe approach wakusqualitative in natureten
case studie@he two MHRDAs that were studied were MNA and MMiFd a survey of
clients that had receiwkeservices wasonducted, and only limited analysis of administrative
datawas completedThe documenivasa synthesis of findings, and as swesvery general
in its findings Therewasno analysis broken down by Aboriginal identiirich could allow
for a meaningful assessment of MHR®IA particular

In general, therevid s f i ndi n g st fowe that AHRDA holderhack .
made significant progress in building capacity, as was demonstrated by the sophistication of
their planning activities and the successful establishment and management of complex
partnerships. Yett also metioned that key informantsonsidered the current level of
funding for capacity building insufficient.ocal decisioamaking and communitpased
delivery were seen as significant strengths of the AHRDA model.

Among the clienpopulationsurweyed, the level of satisfaction was high. The
available evidence showed significant penetration among potential client populations and
pointed to strong positive impacts on affected clients and communities. It was noted, however,
thatthemost benefits wex likely to be intangiblesand thus hard to capture through a formal
evduation methodology as they would have visible impacts only in therimamgMoreover,
the quality of current data on the performance of AHRDA holders was deemeambdine
menu ofquantitative indicators and measures was widely seen as failing to capture some of
the key effects of AHRDA interventions.

ii. The ongoing evaluation s
The formative evaluation was similar to the 2004 review, relying primarily on existing

literature ad case studig®dRDOS, 2007) The methodology drew on the earlier review, as
well as on the numerous formative evaluations undertaken by HRSDC in the late 1990s and
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early 200s on provincial Labour Market Development Agreements (LMBA&y findings
werealmost identical to those presented in the earlier review. Insufficient funding for capacity
building was noted. Inconsistencies in data between AHRDA holders and HRSDC were
documented. The need for better indicators was undeidineg again, and the cayiy of

AHRDAS to manage complex partnerships was commended. Significant efésgspent
examining the effect of new fundirigr childcare, but this funding was only for Inuits and
FirstNations andwas thus largely irrelevant to Métielders.Key informants considered that
HRSDC and Service Canada failed to fully implement the Action Plan adopted after the 2004
review.

Table10: A Comparison of Impact Estimates by Type of Client between BC LMDA and AHRDAs

. Income . Income
Employment  Earnings  El Income Employment  Earnings  El Income
Support Support
Increased Increased Decreased Increased Increased Decreased
Decreased Decreased
British Columbia Labour Aboriginal Human Resources
Market Development Agreement Development Agreements
Active EIl Claimant
All Programs Yes Yes No - Yes Yes Yes Yes
Skills Development Yes Yes No Yes Yes Yes ? Yes
Targeted Wage Subsidy Yes - No No Yes Yes ? ?
Employment Assistance - - No - Yes Yes 2 2
Job Creation Partnership Yes - - No Yes Yes ? ?
Self-Employment Yes No - No No No Yes ?
Former El Claimant
All Programs No No No = Yes No ? ?
Skills Development No No - - Yes No - -
Targeted Wage Subsidy Yes Yes No Yes Yes Yes No Yes
Employment Assistance No No No No ? ? 2 2
Job Creation Partnership Yes No - Yes Yes - No Yes
Self-Employment - No Yes - No No Yes ?
Non-El eligible clients
All Programs N/A N/A N/A N/A Yes Yes No Yes
Skills Development N/A N/A N/A N/A Yes Yes No Yes
Targeted Wage Subsidy N/A N/A N/A N/A Yes Yes No Yes
Employment Assistance N/A N/A N/A N/A Yes Yes ? ?
Job Creation Partnership N/A N/A N/A N/A Yes - No Yes
Self-Employment N/A N/A N/A N/A ? ? ? ?
Source: Based on HRSDC (2004: Table 6) and preliminary findings from HRSDC (2009)
Note: Positive resultsare bolded. Dashes mean inconclusive findings. Interrogation points mean that the information was not yet provided.

The core component of the summative evaluation used aex@siimental design,
and aimed to address the questions of program releyamoggam success and cost
effectiveness (HRSDC, 2007 and 2009). First, it is interesting to note that a quasi

ZHRSDC complete a formative evaluation for the LMDA of eight provinces (except Quebec and Ontario) and for Yukon
(HRSDC 1999, 1999a, 1999b, 2000, 2000a, 2000b, 2000c, 2000d and 2001). | addition, a formative evaluation was done on
the delivey of employmentbenefits andupportmeasures in th®ntarioregion(HRSDC, 2000e).
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experimental approach was adopted despite the earlier warning provided in HRSDC (2004a)
about the difficulties associated with finding control greuDetails on the methodology to
produce a control group are not yet fully known, but they will have to be critically assessed if
the quantitative findings from the summative evaluation are to be credible.

The summative evaluation separated clients tihtee types: active El claimants (12.9
per cent), former El claimants (19.7 per cent) andBbaligible clients (67.5 per cent) (see
Appendix 1 for more details). The proportion of El versus-Boaligible clients was roughly
in line with El and CRFunding allocation. In genergyeliminary findingswere very
positive, with active EIl claimants experiencing increases in employment earnings and in the
incidence of employment and declines in El and Social Assistance benefits received in
comparison withthe control grougTable10). Non-El-eligible clients had similar results, but
with an increase in their El use due to increaseelifibility basedon postprogram
employment activities. The results for former El clients weoge mixed, with employment
increasing but earnings decreasing on avefdgesstimates of the magnitude of these
improvements were available as of March 2009.

These prelimingy findings appear to b&gnificantlybetter than those of a similar
program evaluation that was completed for the BC Labour Market Development Agreement
(LMDA) in 2004 (HRSDC, 2004). The BC LMDA only covered El eligible clients. As is the
case for the ARDAS, results were much better for active claimants than for former claimants
(Table10). Results for active claimants were positive in terms of earnings and emptpymen
but they translated into an increase in the use ahBlhad no significant effect on the
amount of income assistance receifaalike AHRDAS). Moreover, former claimantaho
presented the worst resulésscounted for 40 per cent of all cliemisheBC LMDA,
compared to less than 20 per cent for AHRDIAwould thus not be surprising if when
official, the results from the AHRDAs were significantly better than those observed in BC
under the LMDA.

iii. Positioning of the report

The report is not nant to replace or challenge the HRSDC evaluation of the program
to be published in mi@009, but rather to complementThe scope of this report is wider
than thecurrentHRSDC evaluationin that it attempts to capture benefits well beyond those
measurd by the performance indicators included in the agreements. It is also narrower than
the HRSDC evaluation in that it focuses strictly on the Métis portion of the AHRD
programming.

Apart from its focus on Métis, the key difference between this reponpravibus
HRSDC evaluation efforts lies in its methodological approach. In its quantitative evaluation of
MHRDA activities, HRSDC has focused on the shiertm impact of MHRDA activities on
employment income and EIl spending. In other words, it has focusglaootterm impacts at
the micrelevel. In this report, we adopt a lomngn macro perspective. We provide new
estimates of the potential contribution of Métis to the Canadian economy and labour market,
which will offer an upto-date picture of the strategmportance of Métis development for
Canadabs economic future. We wil!/ al so provi
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intangible benefits of MHRDASs activities, an aspect untouched by past and current HRSDC
evaluation. Finally, and most importanttiie estimation of economic benefits contained in
this report will focus on longerm benefits to human capital, not restricting itself to impacts
observed shortly after an intervention takes place. These are substantial methodological
differences and wilbffer a different perspective of the potential effects of MHRDA activities.
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I\VV. The potential effects of a more educated and employable
Métis population

In this section, we conduct a higgvel analysis of the potential impact of a more
employable Métipopulation based on the methodology first developed in Sharpe, Arsenault
and Lapointe (2007) and refined in Sharpe, Arsenault, Lapointe and Cowan (2009). In these
reportsprojections of the future impact of the Aboriginal population on employment, output
and productivity in Canada to 20%&re developedn this section, we briefly present
estimates based on the same madhagy for the Métis population.

A. Estimation of the Potential Contribution of Métis People to the
Labour Force

First, it must benoted that the followingrojections are based @boriginal
population projections produced jointly by INAC and CMHC (200F)ch arebenchmarked
on the 2001 Censu$hese projectionsere theradjustedoy the CSLSo take into account
the new 2006 Censstimates, which isf particularimportance for the Métis population
due to a significarincreasen self-identificationbetween the two censusé$opulation
projections for the general Canadian population are based on Statistics Canada (2005).

Tablell: Métis and NorAboriginal Participation and Employment Rates by Age, 2006

Participation Rate Employment Rate

Méts AbcIJ\lriogri]naI (pfir?g) Méts Ab(,)\lr%r?nal (pgr?tZ)
Total 70.1 66.9 3.2 62.7 63.1 -0.4
15to 19 years 52.9 51.8 1.1 44.3 44.3 0.0
20 to 24 years 80.3 81.0 -0.7 72.0 68.6 3.4
25 to 34 years 82.6 86.1 -3.5 80.8 74.3 6.5
35 to 44 years 83.1 87.1 -4.0 82.8 76.4 6.4
45 to 54 years 78.6 85.0 -6.4 81.1 73.1 8.0
55 to 64 years 55.7 59.9 -4.2 56.8 51.1 5.7
65 to 74 years 154 16.1 -0.7 15.3 14.3 1.0
75 years and over 6.0 4.5 1.5 4.2 54 -1.2
Source: Census 2006 Tabulations

Assuming no future increase in s@léentification, the Métis population is projected to
increase from about 400 thousands in 2006 to more than 520 thousands in 2026. Over this
period, much more Métis will join the labour force (15 and over) than wil] epaating

2CMHC and Métld poPulation projectiofor 2006differ significantly (nore than 25 per cent lowdrom 2006

census data due to a dramatic and unexpected isukgis selfidentification.To account for these discrepancies, CMHC

and | NAC6s 2006 population projecti on sadjuseedtetake ondarceuntnged by t
into account. These estimates 2006 were extended to 2026 usibHC andl NAC 6 s  ppopaltiengroweh dates.

It must be noted that this method assumes that accelerated Métis population growth caused by charidestificsibn

does notontinue past 2006For more details on these adjustments, see Sharpendult, Lapointe and Cowan (2009).
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significant opportunities for the Canadian economy. Our base projections (Scenario A) holds
participation and employment rates cons&r2006 level$or each of eight age groupBable

11), thus taking into accoumptrojected changes in the age structure of botivitgtes andnon
Aboriginal population

Tablel2: Potential Contribution of the Métis Poplation to the Canadian Labour Force and
Employment (20062026)

Absolute
Percentage Change Contribution
Change 2006 to Growth
2006 2026 20062026 2026 (%)
P°F1“5"jt)'°” Metis 301,883 401,312 32.94 99,429 1.88
GeneralPopulation | 26,922,700 32,202,100 19.61 5,279,400 100.0
Métis
Scenario A 211,620 255,544 20.76 43,923 2.98
Labour Force|  Scenario B 211,620 262,937 24.25 51,317 3.31
Scenario C 211,620 267,657 26.48 56,036 3.48
Total Population 17,970,097 19,445,403 8.21 1,475,306 100
Métis
L Scenario A 70.1 63.7 -9.16 -6.42 -
Partg'pat'on Scenario B 70.1 65.5 653 458 -
ate Scenario C 70.1 66.7 -4.86 -3.40 -
Total Population 66.7 60.4 -9.53 -6.4 -
Métis
Scenario A 190,488 230,653 21.09 40,165 2.91
Employment Scenario B 190,488 242,724 27.42 52,236 3.51
Scenario C 190,488 249,557 31.01 59,068 3.76
Total Population 16,790,627 18,171,555 8.22 1,380,928 100
Métis
Scenario A 63.1 57.5 -8.91 -5.63 -
EmpR'oymem Scenario B 63.1 60.5 415 2,62 ;
ate Scenario C 63.1 62.2 -1.45 -0.91 -
Total Population 62.4 56.4 -9.52 5.9 -

SourcesAdapted from Sharpe, Arsenault, Lapointe and Cowan (2009)

Note:

Scenario A assumes agpecificMétis employment and participation rates remain at 2006 level2026.
Scenario B assumes age spedifétis employment and participation rates reach the midpoint between 2808is rates
and 2006non-Aboriginalrates by 2026.
Scenario C assumbgétis employment and participation rates reach 2086n-Aboriginallevds by 2026

In addition to labour force and employment projections based on constant participation
and employment ratesd@nario A).this report includes projections using two other scenarios.
ScenaridB assumes that half of the gap betweer2@6 Métisparticipation and
employmentgespecificrates and th2006participation and employment et of the non

Aboriginal population is closed by 2026. Scenaria€ s umes t hat the Abor i
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agespecificparticipation and employment et will reach2006non-Aboriginal levelsby
2026. In he rare instances where M@piarticipation rateor employment rateexceeds the
non-Aboriginal rate for a given age group 2006 it is held constarft

Withoutincreases iiits agespecificparticipation or employment ragethe Métis
labour force and the total numbmErMétis emplodis expected to grow by 43,923 and
40,165, respectivelylable12). Shouldthe increases in participation and employments rates
assumed by scenar@®come tofruition, the Métis labour force and Métis total employment
are expected to grow by 56,036 and 59,068 respeciivatyincrease of 28 and 47 per cent
over scenarid\.

The potential contribution of the Métis population to Canadian labour force and
employment growth over the 20@®26 period well surpasses its 2006 population share (1.25
per cent) and its expected contribution to workagg population growth (1.88 per cent
Métis are projected to account for 3.0 per cent of labour force growth over that period even if
no improvement in agspecific participation rates takes place. The Métis contribution could
increase to 3.5 per cent of labour force growth if measures taken to increase their
participation rates to levels comparable to that of theAlworiginal population. Projected
employment estimates show similar results, with Métis accounting between 2.9 and 3.8 per
cent of employment growth between 2006 and 2026ther words, the importance of the
Métis people for the future of the Canadian economy is disproportionally large when
compared to its population. The importance of the Métis is made even larger given that they
are concentrated in provinces that arpegiencing significant longerm challenges in terms
of labour supply?®

B. Estimation of the A dditional Potential GD P

I. Methodology

In this section, we draw on the population projections briefly described earlier, on
economic projections bpunganand Murphy (2008) and aestimate®ff educational
attainment, employment rate and employment incdereved from the 2001 Census micro
data file.Micro-data file from the 2006 Censusll only be available in late 2009 or early
2010.The methodology used this sectiorwas firstdevelopedn Sharpe, Arsenault and
Lapointe (2007) ants summarized briefly in Box 1.

% |n several cases, Métis participation and employment rates in the oldest age group (75+) are higher than the Non
Aboriginal rates. It is possible that this phenomenon is caused by high rates of poverty amongleddiggityals, which

forces them to continue working past their desired retirement age. It is also possible that high participation rates among
elderly Aboriginals reflect a dedication to traditional Aboriginal activities such as hunting and fishing.

28t is interesting to note, however, that aging, in particular a higher percentage of the xagekingpulation entering the 55
and over age group with low participation and employment rate, will also affect the Métis popllatien.scenario A,
participatian rate and employment rate are esjed to fall by approximately spercentage poinfer both the Métis and
non-Aboriginal population EvenunderscenarioC where agepecific Métis participation and employment rates increase,
aggregatéMétis participaibon and employment ratgould fall.
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The potential contributions are examined under different scenarios based on
assumptions ovehreevariables (i) the educationgbrofile of Métis people(ii) the Métis
employment ratat a given education level in 2026; (@hdMétis averagemployment
incomeat a given education level in 20gBable13).?’ In the base year, in 2001, GDP and
productivity levels are actual values and are the same over all scenarios. TatibG&DP
is $1,266 billion(2006 dollars) and labour productivitg 84,654 per workef2006
dollars)®® Theresults of this analys@redetailed in Appendix Table 1 through 11.

Box 1: Summary of the Methodology to Measure Potential Métis GDP

In order to make projections dflétis contribution to GDP and laboproductivity growth to 2026, a
general methodology was developed anaiglined below.

e TheMétis andnon-Aboriginalpopulations in 2001 were divided into educational attainment
categories based on the highest level of schooling they achieved, and shares of the population f
these two populations in each educational categeere calculated

e The shares of th#étis population in each educational category are then applied to the total work|
age population in 2001 and 26to find the absolute number of persons of working age in each
educational categorin 200L and 2@6.

e TS ¢2NJ AYy3 +3S LRLMzZ I GA2Yy Ay SI OK SRdzOI GA 2y
corresponding employment rate (chosen according to the scenario) to find the numibéstesS
employed in each category.

e The number oMétis employed is themmultiplied by the average employment income in each
educational category (once again, chosen according to the scenario) to obtain the aggregate ing
for that category.

e Total employment income of the Métopulationin 2026is calculated by summing upelincomes
of each educational categoryotal Canadian GDP is derived from total employment income.

ii. Base Scenariosz Scenarios 1 and 2

The increase of thiglétis population itself haan effect on the aggregate income of
that populationwhether anything is done to boost the employability of the Métis population
or not Before estimating the impact imicreased education and employmentGiP, the

2" These assumptions differ from the assumptions used for the labour force projections. While employment rates in the labour
force projections are adjusted for projected changes in the relative weights of different age groups, employmenteates for th
outputand productivity section are adjusted for assumed changes in educational attainment. Both methodologies make
various assumptions about the Métis/#droriginal employment rate gap. Fortunately, the difference in employment rate
projections is not substtial. The worst case scenario for in the labour force projections assumes no growth in employment
rate for all age groups. An aggregate Métis employment rate of 57.5 is projected in 2026. The worst case scenario for outpu
projections assumes no charmgeducational attainment or employment rate by educational attainment. This scenario

projects an employment rate about three percentage points (60.4) higher than the labour force projections. Likewtise, the bes
case labour force scenario (which assuaggsspecific Aboriginal employment rates reach 2006-Abworiginal levels) is

just 2.0 percentage points lower than the best case output scenario which assumes full catch in educational attainment and
employment rate by educational group. Ideally, atdes would be accounted for, for both labour force and output

projections. Due to a lack of data, however, this is not currently possible.

28 All monetary projections are in 2006 dollars.
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report thus develofdsase case or stdus quo- scenarios in whickhere is no improvement in
education or labour market outcomes for Métis between 2001 and 2026.

Tablel3: Scenario Summary

Scenario Métis Average Income Given Métis Employment Rate Given
Education in 2026 Education in 2026
The Métis Educational Structure Remains Unchanged
Base 2001 Level Wth Average Wage | Level ofMétis Employment Rate in
Scenario 1 Growth 2001
Base Level ofNon-Aboriginal Income | Highest ofNon-Aboriginal or Métis
Scenario 2 in 2026 Employment Rate in 2001
Half of the Gap Between the Métis and Non -Aboriginal Education in
2001 is Eliminated
3 2001 Level With Average Wage | Level ofMétis Employment Rate in
Growth 2001
4 2001 Level With Average Wage | Highest of NorAboriginal or Métis
Growth Employment Rate in 2001
5 Level ofNon-Aboriginal Income | Level ofMétis Employment Rate in
in 2026 2001
6 Level ofNon-Aboriginal Income | Highest of NorAboriginal or Métis
in 2026 Employment Rate in 2001
The Complete Gap Between the Métis and Non-Aboriginal
Education in 2001 is Eliminated
7 2001 Level With Average Wage | Level ofMétis Employment Rate in
Growth 2001
8 2001 Level With Average Wage | Highest of NorAboriginal or Métis
Growth Employment Rate in 2001
9 Level ofNon-Aboriginal Income | Level ofMétis Employment Rate in
in 2026 2001
10 Level ofNon-Aboriginal Income Highest of NorrAboriginal or Métis
in 2026 Employment Rate in 2001

Source: Adapted from Sharpe, Arsenault and Lapointe (2007)

In thefino chang@ scenario (Base Scenarig dyerage employment income is
assumd to increase by5.9per cent over the period, which is {hv®jectedaverage real wage
increase (Dungan and Murphy, Z)0while employment rates remain constant for each
educationahttainment category. The gap in employment income betMeégis andnon
Aboriginal Canadians for each educational categerngains unchange@he main results are
summarized iMablel4 andTable15.

This scenario projects a level of estimated GDP created bétie population in
2026 of $.8.9hillion T a $¢.9billion increase over 2001with an average annual growth of
3.0per cenbver the 20022026 period. The total Canadian GDP in 2026 under this base
scenario is assned to be at a level of $2,18iflibn (Dungan and Murphy, 2@) while
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employment is projected to 48,198 thousands pkrsons. Canadian labour productivity,
then,is estimated at®l3,923per workerin 2026. The annal average growth rates are 2.212
per cent foiGDP, 1.005 for employment and 1.19&r cent for labour productivity over the

20012026 period Table1l4 andTable15).

Table14: Summary of Projections foGDRvith IncreasedMétis Educationand Labour Market

Outcomesin 2026

Projected Average GDP Iifference with GDP Growth
Canadan GDP in Annual GDP Scenario 1 Difference with
2026 Growth Rate (Billions of $2006) Scenario 1
(Billions of $2006)  (2001-2026) (Percentage points)
BaseScenarios 1 2,187.0 2.212 - -

2 2,190.7 2.219 3.7 0.007
Half th(_e 3 2,188.5 2.215 15 0.003
S:;Ciz“ona' 4 2,188.6 2.215 16 0.003
eliminated 5 2,192.4 2.222 5.4 0.010
6 2,192.6 2.222 5.5 0.010
All the 7 2,190.0 2.217 3.0 0.006
educational 8 2,190.1 2.218 3.1 0.006
gap is 9 2,194.3 2.226 73 0.014
eliminated 10 2,194.5 2.226 74 0.014

Source:CSLS estimates

Tablel5: Summary of Projections for Productivity with Increasédétis Educationand Labour

Market Outcomesin 2026

ProjectedLabour '?\Avnerrsgle Prqductivity Lgvel Productivity Gr(_)vvth
Productivity in 2026  Productivity D'f;ir::;ﬁ o"‘gth le;if: ;r? OV\Th
($2006 per worker) ((;rooomf.g(?;g ($2006 per worker) (Percentagepoints)
Base Scenarios 1 113,923 1.195 - -
2 114,104 1.201 181 0.006
Half the 3 113,958 1.196 36 0.001
gg;"}g‘“o”a' 4 113,955 1.196 33 0.001
eliminated 5 114,163 1.203 240 0.009
6 114,161 1.203 238 0.008
All the 7 113,994 1.197 72 0.003
educational 8 113,991 1.197 69 0.002
gap is 9 114,219 1.205 297 0.011
eliminated 10 114,218 1.205 295 0.010

Source:CSLS estimates

A second scenario used the assumption of no increase in educational attainment, and is

also to be used as a benchmélarge portion of labour market programming is not aimed
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directly at improving educational attainment, but rather at directly imprakmgmployment
prospects of client§ his has an effect on employment opportuniéied the level of income
derived from employment for Métis peopRase Scenario &tempts to measure the potential
effect of improvement in labour market outcomes notuwaptby improvement in the
educational profile of Métis people. It does saalsguming that the employment rates of the
Métis population in each educational attainment category will, by 2026, teadtighest of
Métis or norAboriginal employment rati 2001. It also assumes that the averdgés
employment income in each educational category will increase to the 2026 levehofithe
Aboriginal population (assuming theon-Aboriginal wages grow at the average growth rate
projected in Dungan and Murph3008).

Under Base Scenario 2, the estinda@anadian GDP in 2026 is $2,191 billio§3.7
billion over Base Scenario 1. The average annual increase of Canadian GDP is projected to
reach an averageZ1.9per cent per year between 2001 and 2026. Can&banr
productivity in 2026 would be $#,218per worker, increasing at an average @b5per
centper year between 2001 and 2026.

iii . Complete Convergence in Educational Attainment z Scenarios 7 to 10

For the purpose of brevity, we focus on the sdesavhere the educational profile of
the Métis people in 2026 is identical to thahofrAboriginalin 200L. In these scenarios
educationaparity would be reached in 20#&here is ncadditional increase inon
Aboriginal educatiorbetween 2001 and 26.%° Four scenarios are considerém Scenario 7,
educational attainment is thalg variable improving for the Métigopulation. Scenario 8
adds the assumption tHdetis employment rates reactt leasthe 2001 level of thaon
Aboriginal population. In Scenario 9, employment rates are kept constant, but the average
Métis employment income of each education group reaches parity with the prajeated
Aboriginalincomes in 2026. In the last Scenario, all three variables improve. Scengario 10
thus thebest casecenario in this report.

Under Scenario 7, the total GDP in Canada in 2026 is estimated a0$illion,
increasing at a rate of 217 per cent per yeat.abour productivity in 2026 igrojected at
$113,994 per worker, with a grwth rate of 1197 per cent per year on averagder the best
case Scenario (10), total GDP is®24.5billion in 2026, increasing at an average ¢25.
per cent per year over the period. Labour productivity in this case is projecteldi@i8per
worker, representing an addition&%¥5 per worker over the base scenario. This variable has
an average annual growth rate ¢fQb per cent per year in this scenario.

Comparisonsvith the base scenarios are particularly interesting. The annual growth
rate of output is higher by QL@ percentage points in Scenario 10 than in Scenario 1, which
translates in the 2026 level bgihigher by $7.5 billionTable14). Productivity growth is also
higher by 0.Q0 percentage points. This encompasses improvement in the growth rate coming
from all three sources outlined earlier.

2 One can note that the educational attainment ofAtworiginals already increased between 2001 and 2006, and if Métis
reached the 2001 nefboriginal level in 2026, it would not result in parity. In other words, our projections of Métis
educational attaiment are quite conservative.
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The potential Métis contriltion can be divided into the portion coming from
educational improvements and the portion from direct improvement in labour market
outcomes. The contribution of better education can be captured by comparing scenario 2 and
10, while the difference betwe&tenario 1 and 2 embodies the portion attributable to better
labour market outcomes. In 2026, of the $7.5 billion difference between thectatus
scenario and scenario 10, about $3.8 billion is related to education and $3.7 billion to labour
market outcmes.

Chart7: Potential Path of Canadian GDP in Scenario 10 Compared tadiam GDP in Base
Scenario 120012026

8 -
7 .
Thetotal cumulative effect is
6 - $81.6 billion (2006 dollars). Itis

represented graphically as the
area under the upper curve.

Cumulative effect

of improved labour
market outcomes
$40.2 billion

Billion of 2006 dollars
N

Cumulative effecof
improved educatior
$41.4 billion

The additional GDP growth iscenario 10 ovescenario 1 may seem small at only
0.014 percentage points each year. However, when considetiiliion -dollareconomy a
small increase in GDP growth has a large effebart7 illustrates the trend ithe difference
between GDP under Scenarios 1 and 10. It is important to note that the chart represents only
one of the multitudes of possible paths between the level of GDP in 2001 and that reached in
20263 In 2001, the GDP is the same in both scenakiosin 2026, the difference grows to

30

Chart7 assumes that the growth rate remains constant over the period. Of course, the path between the level of GDP in 2001
and that in 2026 can take various other forms. Specifically, if a large number of currently employed Métis drop out of the
labour force inorder to return to school, this might results in more muted growth at the beginning of the period and stronger
growth towards the end. In turn, the shape of the path between the 2001 and the 2026 GDP levels can significantly affect the
estimate of cumulatebenefits, and as such these estimates must be interpreted with care. The chart is meant to be illustrative
of the magnitude of potential benefits, rather than a definite and robust estimate of the cumulated benefits.
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$7.5billion. Over the 25 years, the aggregate additional GDP to the Canadian economy would
be a staggering8..6billion.>*

C. Estimation of the pot ential increase in tax revenues

Should theeducational attainmergmploymenincome and employmenategars
between thé/étis andnonAboriginal populationscloseby 2026 Métis peoplewill not be the
sole beneficiary of the economic windfallll levels of Canadian government will incur a
significant increase in taxvenue which can be uséalreduce the overall tax burden,
increase services or redysgblicdebtDue t o t he compl exi,onyaof Can
rough of estimate dhe potential increase tax revenue is feasible.

In this sectionwe project tat the Métigpopulation could contribute up t@® billion
in additional tax revenue in 26 alone if increases in income relatedrtoreased educational
attainment and improved labour market outc@resrealized. This estimated increase in tax
revenue des not include the increadet would occur in the status quo scenard that is
related o a growingMétis population.

To project the Aboriginal popul ationds po
we adopt a macktevel methodology. In the pvus section, we estimated the potential value
of increased Métis education and improved Métis labour market outcomes to the Canadian
economy. We apply the government revetm&DP ratio to these estimates to obtain a rough
measure of the potential addital revenue that would accrue to governments if Métis
improved their educational and labour market outcomes. No further adjustment is needed as
Métis people, unlike registered Indians, do not benefit from any particular tax treatment.

Tablel6: Potential Increased Tax Revenue Attributable to Improved Aboriginal
Education and Educaticspecific Labour Market Outcomes

Métis GDP Contributior($2006) Go"emmlvelgtti:{;z”(;‘;e;e'ated 10
A A*0.41 =B
Scenario 1 18,876 7,739
Scenario 10 26,294 10,781
Difference* 7,418 3,041

Source: Statistics Canada, Cansim Table0B83 and CSLS calculations.

In 2007, total Canadiamominal GDP was $1,53llion. In fiscal year 20008,
consolidated government revenue \B&86billion or 41 per cent of GDPTable16

31 This aggregate additional GDP owbke25 years is determined by two effects. First, there is a level effect. The increased
growth rate in the first year induces an increase in the level of GDP that is permanent over the wholEhieiodot a

onetime gain: it is realized year afteear. In other words, even if the growth rate increase was only present in the first year,
the levelof the GDP would have been higtikan the status quio each of the subsequent years. Howeverabis®lute

growthis higher every year, and thus theraisecond effecthe growthrate effectEach year, the growth rate is 0.014 of a
percentage point, but it applies to a higher bakeré&forethere is a small compound growth rate effect which magriliies
differenceof theabsolute annual growth &DP of the two scenario®verall, both effects add up, which means that past
increases in the level of theD® carry on to subsequent years and ¢aah year an additional increase is added to the total.
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demonstrates by how much government revenue would increase above the base scenario
should the best case scenario materiali¢ighout any increases in educational attainment or
educatiorspecific labour market outcomes, tkétis population is expected to contribute
about ¥.7billion in tax revenue in 202@2006) If the best case scenario materializes, the
Meétis population waild contribute about®0.8billion in tax revenue in 2026. In other words,
education and labour market improvements have the pdtenirerease tax revenues by $3.0
billion in 2026.

Chart 8: Cumulative Increasén Tax Revenue #yibutable to IncreasedMétis Education
and Improved EducatiorSpecific Labour Market Outcomes
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Source: CSLS calculations

The cumulative impact of improved Aboriginal education and education specific
labour market outcomes from 2001 to 2026 on tax revenue is an estimatetifiga.5
(Chart8). Given the magnitude of the Aboriginal population potential contribution to public
sector revenue, it is clear that in addition to providing a rmestded boost to Aboriginal
earnings, prioritizing Aboriginal education today will pay significant dividends for all levels
of Canadian government in the future.
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V. A Holistic Review of the Potential Impacts of MHRDAS

In this section, we seek to meastine potential impacts of MHRDASs on the Métis
people and the wider Canadian economy. We specifically focus on estimating the potential of
the MHRDAs using both administrative data from the Agreement holders and existing
research on the benefits relatectoployment and training programs.

We first examingheliterature on the potential effect of training and employment
services on individuals and societies. We then tuthégerformance indicators reported by
the five agreement holders. Usingsle indicators, we derive measures of the potential direct
long-term economic benefits resulting from MHRDA interventions. Intkivel part, we
develop a methodology to measure some of the indirect benefits to MHRDA intervention, in
particular health beffigs and the ensuing fiscal savings. In tharth and final part, we
examine the benefite various groupfowing from other MHRDA activities, such as the
granting of bursaries and awards, the development of partnerahgslient referrals to other
services.

A. Measuring the potential economic impacts of successful MHRDA
interventions

I. Review of potential benefits

The literature on the benefits of learning and employment is extensive. Of course,
there are well established linkages betwegncation and experience and incoiftee returns
to one additional year of schooliagebelieved to baroughly 10 per cent increase in
income, but these returns can depend on a variety of characteristics (cognitive ability, gender,
location, race, etg.and are highly heterogeneous across individuals (OECD, 2007).

Increasingly, however, research has focused on the linkages between learning and
social outcomes. In 2005, the OECD launched the Social Outcomes of Learningwitbject
the intention of adressing some of the knowledge gaps on the social benefits of learning.
They identified eme of the areas where nromonetary benefits, Il private and social, arise,
and thesaredetailed in BoX2. A large number of these benefitsectly relate to outames
where Métis are currently lagging the ra@horiginal population: health, poverty and
household stability for example. This list of Aomonetary benefits is also a reminder of the
far-reaching impacts of learningnd better labour market outcomes aividuals and
society. It is useful to keep it in mind when assessing the impact of Métis training and
employment services, and to realize that only a partial accounting of benefits can ever be
done.

ii. Data Integrity

As was noted earlier, the qitglof the datgproduced byHRSDCfrom the raw data
uploaded by agreement holders has been questionieel 2004 HRSDC review and the
preliminary documentsf the ongoing evaluation. Not only are there significant discrepancies
between the aggregatesudts produced at the local level and those produced by HRSDC, but
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the HRSDC data is regulantgviewed,and even highly aggregated historical results may
change significantly from montto-month.

Box2: Private and Public NoiMonetary Benefits of Education

Private non-monetary benefits of education Public non-monetary benefits of education
(controlling for income effects)
¢ positive health effects

o reduced infant mortality e population and health effects
o lower iliness rates o lower fertility rates (developing countries)
0 greater longevity o lower net-population growth rates

0 public health
¢ human capital produced in the home

ochildrenbés education enhgd e democratization
0 democratization

« more efficient household management o human rights
o higher returns on financial assets 0 political stability

o more efficient household purchasing
e poverty reduction and crime

¢ labour-force participation rates 0 poverty reduction
o higher female labour-force participation rates o lower homicide rates
o reduced unemployment rates o lower property crime rates

0 more part-time employment after retirement
o environmental effects

e lifelong adaptation and continued learning 0 less deforestation
o use of new technologies within the household o less water and air pollution
o reduced obsolescence: human capital replacement
investment e retirement
o curiosity and educational reading; educational o later retirement
TV/radio 0 more work after retirement

o utilization of adult education programs
e community service effects of education

e motivational attributes o time volunteered to community service within income
o productivity of non-cognitive skills strata
0 generous financial giving within income strata
e non-monetary job satisfaction o knowledge dissemination through articles, books,
television, radio, computer and informal learning
e pure current consumption effects activities

0 enjoyment of classroom experiences

o leisure-time enjoyments while in school

o child-care benefits to the parents

0 hot lunch and school-community activities

Source: Canadian Council on LearfR2@09), originally from McMahon (1998), as well as from Campbell (2006) and Mainguet and
Bayn (2006) as part of the OECD Social Outcomes of Learning project.

There arenanyreasons that can explain ddiacrepancies. First, HRSDC must
process and fillr the data to transform it into a compatible format as different organizations
use different case management softwHréata uploads are not erréree, discrepancies will
arise. Seconahe application of the 24 weeks ralg well as the calculationqaess for El
and Social Assistance benefits may be applied differently locally and by HRSDC, resulting in
slightly different results (see AppendiXor more details ohow HRSDC performghese
calculations)Third, when clients are elunded through a parership with the province, the
federal government or another AHRDA, the results are only allocated to one of these entities,
creating discrepancies once ag&her issues, for example the way results are computed for
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Métis youthby HRSDG add another {gr of complexity*> Some of these problems are
seriousand should be addressed in the futuretdibledata is to be produced arregular
basis.Fixing these issues would also help improve the levebokparency anust between
agreemat holders and HRSDC officials.

In this report, we use data based on HRSDC Gateway, but that has been approved (and
modified when necessary) by the five Métis Agreement hold&fes believe this is an
appropriate compromis@nly aggregated datae availablefor the five provinces with Métis
agreementsand unlike for the HRSDC evaluation, we have no El or Revenue Canada data to
draw on.Wethususe the aggregate data on employment returns to establish the potential
lifetime income effect that MHRA interventions have had in 2007 and 2008 and since the
program inception in 1999. More emphasiput on data from the 202008 fiscal year as it
is deemed more accurate than that of earlier years.

lii. Qualitative review of the data

The main datahiat will be usedresummarized iTable17 andTable18. The Métis
Nation of Alberta (MNA) which hadthe largest budgén 2008 was at 984employment and
education returns (EER$he MHRDA that recorded the largest numbeE&Rsfollowed by
theManitoba Métis Federation (MMREndthe Métis Nation of British Caimbia MNBC).
The performance of MNBC, with almost 78&Rs, was particularly impressive given that it
operated with less than half the funding of MNA, MMRloe Gabriel Dumont Institute
(GDI). Even though GDI reported only S&ERs despite its sizeableudget, it also reported
the largest EI and income support savifige Métis Nation of Ontario (MNQith a budget
slightly smaller than that of MNBC, reported the IdaERs (349) By and large, the results
for 20072008 reflected the longeéerm resultpresentedn Table18.

Thereseems to be no strong relationship between the number of intensanibthe
number ofEERs. MMF completed twice as many intervemgas MNA, but reported on 76
per cent of the EER. Similarly, MNA and GDI completed practically the same number of
interventions but report a 40 per cent difference in EER. These differenceseftadtinot
only differences in the performance of and labmarkets faced by the different agreement
holders, but alsdifferences in the success of different organizatinrirackng and
monitoling the outcomef their interventions.

This hypothesis is confirmed by a cursory analysis of more detiakedprovided by
MNA and MMF. MMF provided to the CSLS a detailed output of all its interventions and
employment results, while MNA provided detailed data on employment and education returns
by type of interventiori® Based on these data, we findtlin 2M7-2008, MNA failed to
locate individuals and entan employment status for only aboutdper cent of its
interventions, while the proportion for MMF appeared to be above 20 per cent.

32 Employment and school returresultsfor youth indude allindividuals aged between 15 and 30, rather than only
individuals funded by youth programs. Thus the results are always well above the targets, which are based partly on the
amount of funding available. In turn, results for other categories (Ef) @R deflated.

33 All confidential data, such as cliedocial insurance numbemseredeletedrom the datahe MMF sent to the CSLS.
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Tablel7: Target and Performance Indicate for the Five MHRDAs, 20Z008Fiscal Year

Métis Nation ~ Manitoba GDITrain & Métis Nation Métis Nation All Rve
of Ontario Métis Emp Inc. of Alberta British MHRDA
Federation Columbia
Employment Returns (persons)
Annual Target 110 150 0 144 91 495
Actual Results 53 160 181 185 167 746
Intervention Completions (interventions)
Emgllj%;nceem Annual Target 800 300 0 265 163 1,528
Actual Results 273 569 460 205 257 1,764
Unpaid Benefits (dollars)
Annual Target 220,000 960,000 0 468,310 58,000 1,706,310
Actual Results 156,436 287,247 428,156 310,025 349,633 1,531,497
Employment Returns (persons)
Annual Target 130 250 0 361 123 864
Actual Results 95 247 155 397 265 1,159
Consolidated Intervention Completions (interventions)
Revenue Annual Target 1,000 1,500 0 463 178 3,141
Fund Actual Results 1,068 1,082 380 613 477 3,620
Unpaid Income Support (dollars)
Annual Target 0 0 0 300,000 0 300,000
Actual Results 3,544 16,104 49,174 42,509 21 111,352
Employment & Education Returns (persons)
Annual Target 300 55 0 83 59 497
Youth Actual Results 189 331 241 379 245 1,385
Intervention Completions (interventions)
Annual Target 600 80 0 119 152 951
Actual Results 978 1,132 553 562 499 3,724
Employment Returns (persons)
Annual Target 10 3 0 21 11 45
Actual Results 12 9 4 23 10 58
Intervention Completions (interventions)
Disabilities | Annual Target 35 5 0 33 20 93
Actual Results 113 38 13 37 20 221
Unpaid Benefits (dollars)*
Annual Target 0 0 0 n/a 0 0
Actual Results 0 336 7,659 11,665 0 19,660
Employment & Education Returns
Actual Results 349 747 581 984 687 3,348
Interventions Completed
Total Actual Results 2,432 2,821 1,406 1,417 1,253 9,329
Unpaid Benefits
Actual Results 159,980 303,687 484,989 364,199 349,654 1,662,509
Source: Appendix Table 12 to 17. Data from HRSDC Gateway with adjustment from MHRDA holders where discrepancies existed.
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Tablel8: Target and Performance Indicatofsr the Five MHRDAs, 198800 to 2007/2008Fiscal Year

Métis Nation ~ Manitoba GDITrain & Métis Nation Métis Nation All Rve
of Ontario Métis Emp Inc* of Alberta British MHRDA
Federation Columbia
Employment Returns (persons)
Annual Target 644 1,350 1,413 1,323 457 5,187
Actual Results 721 2,047 2,375 2,357 1,629 9,129
Intervention Completions (interventions)
Employment
Insurance Annual Target 3,042 2,700 1,848 2,265 925 10,780
Actual Results 2,998 2,753 4,397 3,534 2,410 16,092
Unpaid Benefits (dollars)
Annual Target 1,706,236 8,640,000 1,817,200 3,623,240 1,072,000 16,858,676
Actual Results 1,745,149 3,230,102 5,307,015 4,820,639 3,263,108 18,366,013
Employment Returns (persons)
Annual Target 2,015 2,750 2,163 3,669 662 11,259
Actual Results 788 2,245 2,437 3,728 2,663 11,861
Consolidated Intervention Completions (interventions)
Revenue Annual Target 5,625 12,000 3,948 4,892 1,126 27,591
Fund Actual Results 8,734 5,399 10,013 7,953 4,485 36,584
Unpaid Income Support (dollars)
Annual Target 1,507,215 11,000,000 376,960 15,947,848 1,551,000 30,383,023
Actual Results 150,340 311,197 881,843 944,928 368,224 2,656,532
Employment & Education Returns (persons)
Annual Target 1,247 645 686 861 367 3,806
Youth Actual Results 1,543 3,147 3,206 3,260 2,673 13,829
Intervention Completions (interventions)
Annual Target 2,236 570 1,195 800 682 5,483
Actual Results 3,374 5,029 5,690 4,697 3,738 22,528
Employment Returns (persons)
Annual Target 57 27 52 98 54 288
Actual Results 85 53 33 315 118 604
Intervention Completions (interventions)
Disabilities | Annual Target 147 45 76 141 97 506
Actual Results 325 153 110 420 165 1,173
Unpaid Benefits (dollars)
Annual Target 34,510 90,000 125,000 322,111 123,100 694,721
Actual Results 23,018 14,354 8,510 104,937 23,427 174,246
Employment & Education Returns
Actual Results 3,137 7,492 8,051 9,660 7,083 35,423
Total Interventions Completed
Actual Results 15,431 13,334 20,210 16,604 10,798 76,377
Unpaid Benefits
Actual Results 1,918,507 3,555,653 6,197,368 5,870,504 3,654,759 21,196,791
Source: Appendix Table 12 to 17. Data from HRSDC Gateway with adjustment from MHRDA holders where discrepancies existed.
*Data is for Saskatchewan Métis Agreements. Before 2007-2008, the Métis Nation i Saskatchewan was the agreement holder.
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A review of the available data also shows important patterns in the type of
interventions used by the MHRDAs. A | arge po
interventiors, with counseling and employment assistance services accounting for more than
50 pe cent of all interventions. Among funded interventions, training purchases were by far
theones usedhostoften accounting for a quarter of all interventions. The success rate was
particularly high for this type of interventipwith 85 per cent of padipants finding
employment.

The difference between MMF and MNA in the number of interventions is explained in
large part by the fewer counseling and employment assistance interventions in Alberta. In
Alberta, a third of all interventions were individuedining sponsorshg and a quarter were
projectbased interventions. The proportion returning to employment was particularly high for
individual training sponsorshig85 per cent).

The most important finding of this analysis is that Métis organiaats@em to make
intensive use of training purchases and sponsorship, which is the type of intervention (skills
development) that produced the strongest results according to both the BC LMDA review and
the preliminary findings from the AHRDA summative e\ation.

iv. Economic and fiscal benefits

Earlier sections established that according to available information, AHRDA have
been outperforming similar programs, in particular the BC LMDA. It was also just established
that skills development interventignshich reported large positive results, are the most used
type of intervention by Métis holders, whighturn suggests thatlétis-specificresuls may
be even more positive than those of the average AHRDA. These findings, however, do not
providean idea bthe potential magnitude of the effects of MHRDAs intervention. In this
section, we develop a methodolagymeasureand we provide estimates of the lifetime
income effect of MHRDA interventions. We also provastimats of the tax benefgthat
accrue ¢ all levels of governments in relation to MHRDA interventions.

1. Methodology

Ideally, the adoption of an experimental design methodology would be most
appropriate to measure the direct impact of MHRDA interventions. These results could then
be extraplated forward to obtain a measure of the lifetime income effect. There are two
reasos which preclude us from adopting such a methodoldfg. more substantive reasign
the impossibility forthe CSLE o access data on cdnddateonm® e mpl
client Métis Canadians which would provide a valid control grdine. second reason is
simply that such an exercise is already at t
there would be little value in replicating it.

Given these limitations, we adopt an assumpkiased methodology. To minimize the
impact of the choice of assumptions on our estimateproxede a range of estimatasing
lower- and uppetboundassumptionsvhen significant uncertainties exist
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Box 3 Summary of the Methodology to Measure the Potential Impact of I\/IHRDAS

IUVIIU MU IUTILD U U VIV UITALC U MY HHTUIUI Y Y U IS UULUTTTALSG U UV VIUS VI W MV iy v wunnr oWy

given province by the number of employment returns in that province in that fiscal year. Two assumption
the magnitude of this effect are used:

e ThS dzLJLJISNJ 62dzy R Aa O2yaARSNBR G2 6S KIFIfF (KS
¢ The lower bound is derived from the measured effect of successful interventions in the BC LMDA
OFPHZAANO P

Theadditional government revenuss calculatedy multiplying an stimate of additional GDP derived from
employment income for each province by the provincial total government revéot25t NI G A2 0

e For the upper bound, we divide uppbound employment income by the labour share in that province
to obtain an estimate of additional GDP.
¢ For the lowerbound, the lowetfbound employment income is assumed to represent additional GDP.

Thetransferssavingsare calculated by multiplying the estimated dollar savings of an employment return i
terms of transfers by the nunds of employment returns in that fiscal year. Two assumptions on the
magnitude of this effect are used:

e The upper bound is the difference between the value of government transfers of the first and the th
fdAYyGAtS 2F SO2y2YAO FlLYAtASE 6Fbpnnidood

e The loweround is a quarter of the difference between the first and second quintile of economic fan
o £3)800).

Thehealth fiscalsavingsare based on an estimate of the difference in the annual cost of serving Métis an
non-Métis patients of a given age in Canada based on previous CSLS research. The savings are calculg
multiplying the number of employment returns by a portion of tHifference. Two assumptions on the
magnitude of the gap that would be closed due to the employment return are used:

e C¢KS dzZLJLJSNJ 62dzyR | aadzySa GKIG KFEIEF GKS RAFFSN
¢ The lowerbound assumes that one eighth thfe difference in health care costs is eliminated £ b p n

Thelifetime income effectand thelifetime fiscal effectare calculated using estimatésr a variety of time
periods and assumptiorebout discount rates.

Two important caveatshich have an impact on our choice of assumptstraaild be
mentioned. First, ousssumptions must take into account the fact that not all employment
returns are a direct result of MHRDA interventidin the absence of a control group, this
factmust be embedded our assumptions about the effects of MHRDAs, which mean a bias
towardschoosing assumptions which implg@aaller rather than larger effe@¥e call this
ef fect t he @ c dacbnd,atis quite possilpesthatewiorkeesavho.find
employment because of MHRDA interventions are in fact displacing other workers who

34 Moreover, when considering the effect on lifetime income, it is heroic to assume that all future income of the individual
will be solely attributable to the intervention. Most likely, the individual would eventually have found some employment,
albeit mayle not as stable or with lower pay that what has been made possible by the intervention.
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would otherwisehavefound employment® This effect whi ch we cal |l the #fc
e f f aesgdenérally smaller in labour markets where skills shortages are prevalent, and it does

not affect services which focus on skills development as much as strictyengpit assistance

services. Nonetheless, it constitutes another reasoryingtihe adoption of conservative
benefitsestimates.

With these caveatsut of the waywe now turn to the actual methodologyvo types
of benefits are estimated: monetary d#savhich take the form of additional production
(GDP), and benefits accruing to the different levels of government in terms of additional tax
revenues and fiscal savings. These benefits are estimated for a single year, and then extended
forward to obtairan estimate of the lifetime impact of MHRDA programs. Box 3 provides a
summary of the methodologynless otherwise mentioned, our estimates will be expressed in
2006 dollars. The estimatigmrocess will beexplainedn detail in the relevant section.

2.Income benefits

To estimate the direct income benefits of MHRDA, we need assumptions on the
benefits that are derived from successful interventions. An appealing assumption is to simply
adopt the average wage. THi®wever,s unreasonablen many grands.First, the top 1 per
cent or 5 per cent of earners mainly workaghly paid professionals or senior management
executiveor work in the financial sectorvery few MHRDA clients, if any, will join their
ranks as such workers generally rely heaoitythe formal and informal networks they have
built in their early years to reach such positions. Thus, usggjanemployment income, a
measure that is not distorted by the tails of the income distribution, is more appropriate.

Our uppetboundassumption, however, uses only half the median employment
income. hislower estimates justified by thredactors: (i) the control group effect; (ii) the
displacement effect; and (iii) the fact that unemployed individuals tend to have ietoage
labou market characteristics, suggesting that the employment they take up is likely to be at a
lower wage level than that of the median wage.the other hand the estimate appears to be a
reasonable uppdyound given the high average length of training pnograffered by
MHRDAs (29 weeks for training sponsorship and 16 weeks for prbpesd training in
Alberta in 20072008).

Our lowerbound assumption is based on fineings from the BC LMDA program
evaluationln its evaluation, HRSDC (2004: Table ¥R)ds that the average annualized
impact of its interventiongas$1,181 per client for active claimants, amdsnegative for
former claimants. It also indicates that 93 per cent of participants were employed at some
point after their participation endéddRSDC, 2004:46). That proportion is of course much
higher than that suggested by the employment returns estjtnetesise it refers to a two
year period, not a poidstimate within 24 weeks of the end of participation. Nonethetass

35 An example may make this effect cleatere t 6s assume a client obtains a job that
after receiving help preparing for the intenwi. Clearly, these services will have provided him with important monetary

benefits. The impact on the wider economy, however, may be zero if otherwise the job would have been filled by someone as
competent as him (another interviewee for example). In awase, the benefits of the intervention are strictly private. From

a social perspective, they are equivalent to an income transfer between two identical individuals. Thiseffempisred

by the quasexperimental methodology.



g A Review of thd?otential Impacts of the Métis Human Resources
Development Agreements in Canada

quite high andt suggests an employment return ratio of at least 60 per cent. In other words,
clients captured as returning to employment would hegerded an employment income
increase of just below $2,0@@r year in British Columbia.

Thus i this reportve adopta lowerbound of $2,000 per employment return in British
Columbia for active EI claimantsvho aretwo-thirdsof AHRDA EI clients, and assumed to
betwo-thirds ofMétis EI employment returns) and CRF clienisc{uding youth), and no
benefits for former Eclaimants ¢ne third ofAHRDA El clients, and assumed to bee third
of Métis El employment returns). For provinces other than BC, the ratio of median wages
across provinces is used to obtaiower-bound estimatefannual benefits.

For the 20072008 fiscal year activities, the direct annual impact of MHRDAs
interventions on employment income ranges from $6.4 million to $44.4 millaiol¢19).
The estimated imgct is much larger in Alberta ($2$114.6 million) than in any of the other
provinces, because bbthits high level of employment returns and relatively higher median
wage level. The province with the second largest impact on employment income is klanitob
($1.3%9.1 million), followed by British Columbia, Saskatchewan and Ontario.

Tablel19: Estimated Impact of MHRDAs on Employment Income, 28088 Fiscal Year

Ontario  Manitoba Saskatchewan Alberta Bm'Sh. Total
Columbia
Basic Data
Median Employment Income 29,335 24,484 23,025 29,738 25,722
Employment and Education Returns (EERS)

Total EERs 349 747 581 984 687 3,348
El EERs 65 169 185 208 177 804
Former Claimants (est.) 22 56 62 69 59 268
Active Claimant (est.) 43 113 123 139 118 536
CRF EERs 284 578 396 776 510 2,544

Potential Annual Effect on Employment Income per E2R06 dollars)
LowerBound (Former EERs - - - - - -

LowerBound (Activeand CRFEERE 2,281 1,904 1,790 2,312 2,000
UpperBound (AIIEERS) 14,668 12,242 11,513 14,869 12,861

Potential Total Annual Effect on Employment Income (2006 dollars)
LowerBound 746,623 1,314,850 929,761 2,114,949 1,256,000 6,362,183
Upper-Bound 5,118,958 9,144,774 6,688,763 14,631,096 8,835,507 44,419,097

Source: CSLS calculations based on Statistics Canada, 2006 Census for median wages, Table 17 for EERs and HRSDC (2004) for
lower-bound assumptions.

3. Government revenues

To obtain a comprehensive estimate of the impact of additional employment income
on government tax revenues, a macro approaatiapted The methodology isimilarto the
one used in an earlier section to estimate the potemtiadase in tax revenues from increased
education and labour market outcomes of Métishe uppeibound scenario,séimated
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employment income is multiplied by tipeovincialaverage share of labour in GDP oves th

last ten years to obtain GDP. The GDP estimate thus obtained assumes that employment

income flowing from MHRDA interventions is matched by capital assets through market
mechani sms, i.e. workers who obtain MHRDA se
capital investments and generate additional profits. In the {bawend scenario, it is assumed

that only the additional employment income is reflected in GDP, with no additional activity

being created as a result. In both cases, additional governmemieasebtained by

multiplying the GDP estimate by the provincial average total government rete@2P

ratio over the last ten yeaSuch a methodology has the advantage of capturing all types of

taxes, including income taxes, sales taxes, corporaben@ taxes, municipal taxes, etc.

Table20 demonstratethe potential increase government revenugiven our estimates
of the economic impact of MHRDA activitie©f course, more tax revenues originfitem
provinces where the impacts on employment income are larger. In total, the estffestied
on consolidated government revenues varies frarillion to $33.2million. These are
potentially nornegligible inpacts on government revenintem MHRDA activities

Table20: Estimation of the Annualncreasein Government RevenueRelated to MHRDA Activities, 202008

. . British
Ontario Manitoba  Saskatchewan Alberta iz . Total
Columbia
Basic Data
Labour Share 0.56 0.53 0.44 0.47 0.55 -
Total Government Revenue 0.39 0.40 0.37 0.35 0.40

to-GDP ratio*

Potential Total Annual Effect on Employment Income (2006 dollars)

LowerBound 746,623 1,314,850 929,761 2,114,949 1,256,000 6,362,183
Upper-Bound 5,118,958 9,144,774 6,688,763 14,631,096 8,835,507 44,419,097
Potential Total Annual Effect on GDP (2006 dollars)
LowerBound 746,623 1,314,850 929,761 2,114,949 1,256,000 6,362,183
Upper-Bound 9,131,343 17,108,178 15,370,119 31,185,700 16,063,315 88,858,654
Potential Total Annual Effect Increase in Tax Reveny2006 dollars)
LowerBound 287,990 522,928 346,799 731,232 496,245 2,385,194
Upper-Bound 3,522,174 6,804,079 5,733,020 10,782,292 6,346,604 33,188,169

Source: CSLS calculations based on Table 19 and Statistics Canada Table 383-0009 for labour compensation, Table 384-0001 for
GDP and Table 384-0004 for government revenue.

4. Transfers benefits

The estimate of additional government revenue related to MHRDA activities is only
one side of the coin. On the other side, there is the amount of expenditures made unnecessary
due to increased employment and wages. In Canada, an important portion obthe in
transfer system is progressive, with large transfers going to-iom@me families and vice
versa. AsTable21 shows, the progressivity varies significantlyaes provinces. In Alberta in
2006, economic families in the lowest income quintile receBa8 600, or almost double
what an economic from the middle quintile received ($7,200). In British Columbia, however,
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the bottom and middle quintile received almibst same average amount in government
transfers ($9,600 versus $8,700).

Table21: Government transfers by aftetax income quintiles of economic familie2006

. . British
Canada Ontario Manitoba Saskatchewan Alberta :
Columbia
Lowest quintile 12,200 12,100 10,300 12,400 13,600 9,600
Second quintile 10,800 10,100 10,700 11,000 9,300 9,400
Third quintile 9,000 9,200 7,800 6,800 7,200 8,700
Fourth quintile 6,800 6,100 6,800 6,300 5,100 7,200
Highest quintile 4,700 5,100 3,500 2,500 4,100 4,600
Source: Statistics Canada, Table 202-0704

We use the data on government transfer by quintile to measure the potential impact of
MHRDA activities on the magnitude of government transfers. Government transfers include
EI' benefits, workerds compensati o@OdAge nef it s,
Security (OAS), GST/HST returns, tax credits, benefits from the Canada Pension Plan (CPP),
provincial tax credits and other government transfers. As our upper bound, we assume that
averagendividuals move from the lowest quintile to the miédjuintile after successful
MHRDA interventions, an assumption consistent with an increase in earnings of half the
median wage. As a lower bound, we assume a change of a quarter of the difference between
the lowest and the second quintile, again consistghtan average earnings increase of
around $2,000 per successful intervention.

Table22: Estimation of the Annual Decrease Government TransferRelated to MHRDA
Activities, 20072008

Ontario  Manitoba Saskatchewan Alberta BrmSh. Total
Columbia
Employment and Education Returns (EERS)
Total EERs 349 747 581 984 687 3,348
Potential Annual Effect on Government Transfers per EER (2006 dollars
LowerBound 500 -100 350 1,075 50
UpperBound 2,900 2,500 5,600 6,400 900
Potential Total Annual Effect on Government Transfers (2006 dollars)
LowerBound 174,500 -74,700 203,350 1,057,800 34,350 1,395,300
Upper—Bound 1,012,100 1,867,500 3,253,600 6,297,600 618,300 13,049,100
Source: CSLS calculations based on Table 17 for EERs and Table 21 for government transfers.

The decline in government is largest in Alberta. In the lewe@md estimate, Alberta
($1.05 million) accounts for more than thhgearters of the total decline ($1.40 million),
mainly because of t he hi gthansfeesyseiladel?). mr ogr e s s
total, transfers are estimated to decline between $1.4 and $13.0 million because of MHRDA
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activities in 20072008. The lowebound estnatei $1.4 millioni is slightly lower than the
estimated fiunpaid benefitsd measured by HRSLEL
million in 20072008, Table17). This suggests that our range of estiradiges indeed capture

a realistic magnitude for the savings flowing from declines in government transfers.

5. Health benefits

The linkages between education and training, employment, income and health are well
established in the literature. From a fiscal perspective, better health translates into lower
health spending. Apart from expenditure on transfers, health spending is by far the largest
government expenditure potentially affecteditayning and employmemgrograms. In an
earlier section, we established that Métis health status was in general lower than that of non
aboriginal. In this section, we first develop estimates of the difference in public health
spending related to these different health seetW§e then make assumption about the
potential impact of MHRDAs on this health spending gap to obtain estimates of the potential
health fiscal savings related to MHRDA activities.

Table23: Estimation of the Annual Decrease HealthExpenditureRelated to MHRDA Activities, 2062008

Ontario  Manitoba Saskatchewan Alberta B”t'Sh. Total
Columbia
Basic Data
Health Expenditure (in millions) 42,006 4,410 3,747 12,288 13,890
Population (in thousands) 12,929 1,208 1,016 3,585 4,382
Per capita health expenditure (in $) 3,249 3,651 3,688 3,428 3,170
Ageadjusted per capita gap (in %) 25.8 28.8 33.6 237 30.2
Age-adjusted per capita gap (in $) 840 1,053 1,237 813 956
Employment and Education Returns (EERS)

Total EERs 349 747 581 984 687 3,348

Potential Annual Effect orHealth Expenditure per EER (2006 dollars)
Lower-Bound 105 132 155 102 120
Upper-Bound 420 526 619 406 478 -

Potential Total Annual Effect on Health Expenditure (2006 dollars)
Lower-Bound 36,636 98,285 89,862 99,940 82,101 406,823
Upper-Bound 146,543 393,141 359,447 399,758 328,403 1,627,292
Sources: CSLS calculations based on Statistics Canada, Cansim Table 385-0001 for health expenditures and Table 051-0001 for
population estimates, Appendix Table 18 for age-adjusted expenditure gap, and Table 17 for EERs.

Healthcare expenditure includes all government outlays made to ensure the availability
of health services. Statistics Canada divides health care expenditure into four categories:
hospital caremedical caregpreventive carand other health servicds total, consolidated
government healthcare expenditureCanada was $11lllion in 2007-08. According to the
Royal Commission on Aboriginal PeogRCAP)final report(INAC, 1996) the level of use
of both public health services and insured health services is the same for Aboriginals and
other Canadiang.he RCAP finding is used in this report, where we assume that Métis and
non-Aboriginal Canadians require a similar level of-pgpita health care expenditure. It is
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important to remember, however, that the age structure of these two populations is
significantly different. As such, en specific age groups are comparweel expect Métis to
requirehigher levels ohealth care expendite (i.e. youngMétis use more health care
services than young nekboriginals).

Relative healthcare expenditure in eight age groups was uadgigh per capita
health expenditurgdiealth Canada, 2001). Using this information, it was calculatedf that
the Canadian population had thge structure of the Métmopulation, health expenditure
would fall about 27 per cerfAppendix Tablel8). A similar exercise was conducted for each
province. Using the per capita health expenditure in each provin€®12P08, as well as
the estimated percentage point gap inadjested health expenditure, we established the age
adjusted per capita gap in health expenditure between Métis and the total population. Because
of differencein population structures, theraummal percapita gap varies across provinces, from
only $840 in Ontario to $1,237 in Saskatchewbab{e23).

The assumptions about what portion of the gap woulddsed given the increase in
employment and income related to MHRDA activities must also take into acszveral
considerations. First, the linkagieetween income, employment and health are indirect, and
health dependss additionon a multitude of othrefactors which may include cultural habits,
individual and community preferences, genetic differences, etc. Another consideration is that,
to a certain degree, increases in employment income will be offset by a decline in transfers,
i.e. the net effect omdividual income willlikely not be as large dbat on employment
income. As a resulbf these considerationgeadoptedas an uppebound assumption that
half the expenditure gap could be closed by better employment and income conditions related
to MHRDA activities. Given the small income effect assumed in the lela@md estimates,
our lowerbound assumes that only eeighth of the pecapita expenditure gap closes when a
MHRDA conducts a successful intervention.

The results flowing from thesssumptions are presentedTiable23. The range of
savings on health expenditure estimated to be related to MHRDA bbahgeen 8.4 and
$1.6 million per year. Savisgare distributed almost equally across the five provinces, with
only Ontario reporting significantly lower savings due both to lower EERs and a smaller gap
in health expenditure between Métis and the general population (as Métis tend to be older in
Ontarp than in other provinces).

6. Long-term fiscal benefits

In previous sections, we established the potential monetary benefits flowing to
individuals from MHRDA interventions, aswellti®ep ot ent i all i mpact on gc
fiscal position for a single yearFhis sectiorconsolidate our estimatesfahe impact of
MHRDA on governmentso f i sesanatepodbtBeintmberaof, as we
years needed t@coverthe funding allocatetb Métis agreements.

Table24 provides a summary of the potential impact of MHRDA interventions in
20072008 on the revenue and expenditures of the fedexhthe five provincial
governments concerned. When increases in tax revenue, decreases in government transfers
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and declines in health care expenditures are summed up, the total effect ranges from $4.2
million to $47.9 million. Relative to their respectivevel of funding, Alberta and British
Columbia seem to be performing best, with the beteftost ratio ranging from4.2 to

131.5 per cent for Alberta and frddr6to 114.9 per cent for British Columbia. As a whole,
MHRDASs benefitto-costratio ranges fsim 86 per cent t®8.5per cent. If the uppdround
indeed reflected reality, it would mean that MHR®x#an generatalmostenough additional
activity in a single year to cover their annual costs.

Table24: Summary ofthe Potenti f L YLJ- OG 2F al w5! | O0A @A GASa20a8y
Ontario  Manitoba Saskatchewan Alberta Bnt'Sh. Total
Columbia
Potential Total Annual Effect Increase in Tax Revenue (2006 dollars)
LowerBound 287,990 522,928 346,799 731,232 496,245 2,385,194
Upper—Bound 3,522,174 6,804,079 5,733,020 10,782,292 6,346,604 33,188,169
Potential Total Annual Effect on Government Transfers (2006 dollars)
LowerBound 174,500 -74,700 203,350 1,057,800 34,350 1,395,300
Upper—Bound 1,012,100 1,867,500 3,253,600 6,297,600 618,300 13,049,100
Potential Total Annual Effect on Health Expenditure (2006 dollars)
LowerBound 36,636 98,285 89,862 99,940 82,101 406,823
Upper—Bound 146,543 393,141 359,447 399,758 328,403 1,627,292
Potential Total Annual Effect on Fiscal Position (2006 dollars)
LowerBound 499,126 546,513 640,010 1,888,972 612,695 4,187,317
Upper—Bound 4,680,817 9,064,720 9,346,066 17,479,650 7,293,307 47,864,561
Benefits/Cost Ratio (per cent)
LowerBound 10.6 4.4 5.4 14.2 9.6 8.6
Upper-Bound 99.1 73.6 78.4 131.5 114.9 98.5
Sources: CSLS calculations based on Table 20, Table 22 and Table 23.

While MHRDA activities do generate immediate benefits, a large part of the benefits
are realized over timéhrough permanently higher incomes aomsequentlhigher tax
revenues, lower government transfers and better health outcomes. Future benefits, however,
must be discounted to accurately reflect their current valuere is significant debate over
the appropriate level of discountinghich revolves aroundissues such as intergenerational
equity and concepts of equity in general, uncertainty, and the concept of individual time
preference (a dollar today is better than a dollar tomorfd®or this report, and given the
large degree aincertainty embedded bur estimates, we simply choose three discount rates
(two, six and temer cent) to assess the sensitivity of our estintes.

% See Sharpe, Aemault, Murray and Qiao (2008) for a review of the debate on discounting in the context of natural

resources and environmental damage valuation.

%"The literature on social discounting generally recommends a discount rate of between 2 and 6 per cates witund 3.5

and 4 per cent being used most regularly. In this report, we included a ten per cent discount rate based on guidance provided
by theTreasury Boar&ecretaria{TBS, 1998) which relies on tiveeighted social opportunity cost capital (WSQ)

method Interim guidelines from TBS (2007) now recommend a discount rate of 8 per cent, with sensitivity analysis with

rates of 3 and 10 per cent.
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Using these three discount rates, we provide estimates of benefits over 10, 20 and 30
years. The most appropriate peragpends on a variety of variables: the age of clients, the
number of years they will spend in the labour fothe,number of years they will derive
benefits specific to MHRDA interventions, e€iven the young age of the Métis population
and the large maber of youth clients served by MHRDAmore than 40 per cent of EERs in
20072008 were for clients between 15 and 30 years tild)number of years for which
benefits will be derived is likely to be significaitill, some clierg may decide to compldie
leave the labour force (e.g. to take caréheir children) or couldobtain other education
which might potentially overshadow the benefits obtained through MHRDA serviedde
25 provides a summary ofheresults.

Table25: Present Value oChange in Fiscal Positioelated to 20072008 MHRDA Results
Million of $2006

Lower-Bound Upper-Bound
Estimates Estimates

Benefits after 10 years 38.4 438.5

Discount Rate of | Benefits after 20 years 69.8 798.3
2 per cent Benefits after 30 years 95.7 1,093.4
Years for Cost-Recovery 14 years 1 year

Benefits after 10 years 32.7 3734

Discount Rate of | Benefits after 20 years 50.9 581.9
6 per cent Benefits after 30 years 61.1 698.4
Years for Cost-Recovery 19 years 1 year

Benefits after 10 years 28.3 3235

Discount Rate of | Benefits after 20 years 39.2 448.2
10 per cent Benefits after 30 years 43.7 496.3
Years for Cost-Recovery Never 1 year

Source: CSLS calculations based on Table 24.

The results immediately raise an issue as to whether our-bpped estimates are
reasonable. In this scenario, benefits over 10 years, even when heavily discounted, represent
almost seen times the annual MHRDA funding. If it were really the case, an increase in
MHRDA funding would create immense benefits for the public coffers unlikely scenario.

The lowerbound scenario appedsbemuch more reasonable, but likely underestimtites
impact of MHRDA labour market programming. Using a two per cent or pesigentate

the costs of the progra(®49 million in 20072008)are recovered aftedland B years
respectively. If a ten per cent discbuate is used, governmemsver fully recover their
costs, with the shortfall being roughly $20 million based on a 10 years period, $8 million
based on 20 years and $3 million based on 10 years.

7.Middle-Bound Estimate

The wide range of estimates raises an impodaastion What is the level at which
the fiscal benefits of MHRDA most likely to stand? In this short section we provide a
tentative response to this question. In our view, based on the data presented earlier, the benefit
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from a singly MHRDA intervention is likelto provide employment income benefits about

twice as large as those estimated in the BC LMDA review. This opinion is based not only on
the vigour of the labour markets in the provinces covered by MHRDA, but also by differences
in the mix of interventionand differences in the target population for the two programs
outlined in previous sections

Given that the lowebound estimate is based on estimates obtained from the BC
LMDA, we are of the opinion that an appropriate midoiéeind estimate would roulyhbe
twice as large as the lowbbund, with annual fiscal benefits totaling approximately $8.5
million. Using a discount rate of 6 per cent, our mielolbeind estimate implies that the
MHRDA program provide a full return on investment after 6 years. Based20 years
benefit period after the program and a 6 per cent discount rate, total lifetime benefits of one
year of MHRDA programming are estimated at $103 million.

8. Unmeasured benefits

As was mentioned earlier, the benefit education and lorterm training programs
go well beyond those captured in this report. Not only are some of theooetary benefits
sizeable for individuals receiving the training, but they also help create an environment where
future generatiosican break the cycle obperty, obtain a better educati@and make better
long-term life choiceswith all the benefits that ensue. The mechanisms through which
training and education lead to better outcefoe current and future generations are many,
and are for the most pdrard to identify and capture empirically. Nonetheless, the mere
difficulty of measuring these effects should not prevent us from considering them when, as a
society, we make decisions about where to invest.

C. Benefits related to Other MHRDA activities

In the previous section, we fo@don the fiscal impact of MHRDA activities. In this
section, we briefly review other aspects of the work carried out by MHRDA holders which are
harder to quantify but should form part of any assessment about their value to individual and
community.The elenentsdiscussed in this section are generally sepérate the results
captured by the data on EERs. We briefly review the magnitude and scope of the Métis
bursaries and awards made possible by MHRDA funding, the amount of resources leveraged
through partarship by agreement holdeesd the role they have in atlte opportunities they
provide for individual and community capacity building

i. Bursaries and awards

Unigue tothe Métis agreemestis the possibility for MHRDA holders to make
contributions ® endowment funds that distribute bursaries and awards. These funds are
focusedon postsecondary education. As was mentioned earlier, the Métigboriginal
educatioal attainmengapis largest at the university level, atie objective othese
bursares and awardis to contribute to closing that gap.
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Of the five MHRDA holders, all but MNBC have created endowment funds using at
least in part MHRDA funds. Only MNO records these awards and bursaries as interventions,
with all other MHRDA holders receing no formal credit for these funds. In all cases, the
funds spent on endowment funds are matched, eithgriygte companies, by educational
institutions or by the provinces. The magnitude of the funds allocated to scholarship varies
across provincefut MMF and MNA,which each hag endowment funds totaling around $8
million, are by far the two agreement holders who have rnfegl®@ost use of tis unique
clause intheMHRDAs. In Alberta, the MNA has distributed 50 scholarships in the first year
ofthef unds operation, with awards ranging from
funds have been established much earlier, and in-2008their main fund grantedbout
120 awards and bursarjegth amount averaging $1,500r a total value 0$172500.

Ii. Partnerships and leveraging

An aspect of the work of MHRDA holders which is only partially reflected in official
results is the development of formal and informal public and private partretiipe most
sophisticatedMHRDASs developed and maintain a large number of these partnerships. Not
only dopartnershipgenerally translate into better employment results, they also generate
additional resource®r the MHRDA to enhance training and employment services. For
example, MNBGCestimates that its partnerships with industry (including EnCana, Enbridge,
Safeway, CN Rail, etc.) generate approximately $1 million in dinectmeto MNBC and
another $2 million in indiredbenefits (i.e. supportive measures that result in addition
government or private fundinger year MNA estimates cash contributions from private
sector partnershgat $400,000 per year, with-kind benefis totaling at least $100,000 per
year.

Iii . Community and individual capacity building

MHRDAs not only provide a multitude of meaningful volunteering opportunities
Métis peopletheyalso employ a largely Métis workforce timeir employment service office
In addition, MHRDA offices play an important role in guiding clients toward other social
services. In Ontario, faaxample Métis employment offices provide referrals to Métis
housingservicescommunity wellness coordinatorsrograms ondng term car@and mental
health, programs orcenomic developmenthild and family serviceand basic literacy
programs. The provision of culturalgensitive guidance services can be an important agent
for improvement, both at the individual and community level.

38 As was mentioned earlier, interventions conducted within a public sector partnership may be abidbateartner rather
than to the MHRDA in order to avoid double counting. For example, if an MHRDA contributes to an project under the
Aboriginal Skills and Employment Partnersli&SEP) program, results may be allocated to HRSDC (ASEP ia a nationally
maraged program), rather than to individual MHRDA.
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V. Summary of Evaluation and Way Forward

In 1999, federal Aboriginal labotdiorce programming was devolved to the Aboriginal
communities through the Aboriginal Human Resources Development Strategy (AHRDS).
Since then, thousands of Métis have received training and found employment through services
offered by Métis Human Resources\2lopment Agreements (MHRDAS). The current
agreements sunset on March 31, 2010, and the federal government is examining the
possibility of extending or building on the current agreements going forward.

This paper examimkthe benefits flowing from the MRDAs. We find that according
to the preliminary findings from thengoingHRSDC evaluation, AHRD#as a whole seem
to have produced better results than those of services provided through the BC LMDA.
Moreover, we find that the composition of servicesreffieby MHRDAs is skewed toward
services which produce generally better requks skills development programs based on
training purchasesr projectbased training suggesting that MHRD#are actually above
average in terms of results within the AHR[PAgram.We also found that a number of
issues previously raised Btakeholdersemain largely unadéssed: data completeness and
accuracy capacity building, and measurementradre relevanindicatorsof performance and
accountability

From thedataavailable from HRSDC, we deridestimates ofhe potential impact of
MHRDA activities on the fiscal position of the federal government and of governments in the
five jurisdictions covered by MHRDAs: Ontario, Manitoba, Saskatchewan, Alberta and
British Columbia. In a single year, the MHRDA are estimated to improve to fiscal position of
Canadian governments within a range of $4.2 to $47.9 million, with a higher probability
associated to the lowdound estimate than the upgmund estimateOur middlebound
estimate is $8.5 million. On a loxsigrm basis, the discounted fiscal benefits of the MHRDA
outweigh its costs in all cases except when a very high discount rate (ten per cent) is used
alongside our most conservative estimate. Our middlend estimate difetime benefits is
$103 million. Given that benefits from Métis training and employment encompass more than
what is captured in this analysis, the return from the MHRDA to Canadian society appears to
be well worth the investment.

Of course, there isiitroom for improvement to MHRDA Training and employment
services tend, in general, to be focused on the supply side (on the client) ratherdhamg
employer (demand) and prospective employee (sup@izen labour is scarcas was the
case in Caada over the last few years, this shortcoming is fairly beagadjustment will
tend to occur naturally and the market will accept slight mismatch. If labour shortages were to
recedehoweverthe need for MHRDAto get even more involdawith industrywill become
critical to the success of their activities. On the other hand, the federal government must
ensure that it works in partnership with Métis people in the development of the new AHRDAs
for 2010. Issues concerning data integrity, which are canssa small part by insufficient
investments on the part of the federal government in appropriate software, should be
addressed if a healthy and trustworthy dialogue is to be maintained going forward.
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Appendix 1: Performance Results Calculation Process

For accountability purposeédHRDA holders uploadiétis client recorddo HRSDCthrough

a web interface c aTheserdcortdsheago thidgh aavaliGaéidne wa y 0
processaat HRSDCto ensure that the records can be used to report on performance indicators.
Records that do not meet validatistandardsire rejectedand theMHRDA holder can

correct the information and upload the client recamsw The MHRDA holder is

responsible t@nsure that their client data is valid.

Once processed by the Data Gateway, the Accountability, Planning and Reporting Group
(APRG) at HRSDCis responsible for converting the files to a SAS format and updating the
cumulative Aboriginal Standard Data Filehe Aboriginal Standard Data File is then ready to
be used for the develogent ofreports orperformance measures.

Employment Results

Métis Action Plans that contaiat least on@alid interventiorover the reporting perioare
organized by montlwhere only the most recent action plamto the end of the month being
processeds monitored for resudt Thase action plan dates are matched to claims in the
Employment Insurance file to determine the client status, i.e., if the client was an Active
Claimant, a Former Claimant or a N@msured Client at the time tlaetion plan was
established.

Active Claimants:

A client is deemed to be an dacEmplognent| ai mant
Insurance filehe following formula holds:

Beginningof the claim minus 4 weeks <= Action Plan Start Date <= End of the Benefit
Period

There are two methods of determinthg "employed” status foactive claimants

Active claimantsvho return to worlbefore the end of their benefit periatedeemed
fiemployed where therdave been 12 consecutive weeks of reducedtdtlefits at 2%er cent
or less of their weekly benefidir reduced EI Benefits at 25 per centess of their weekly
benefit rate for the remaining weeks of their benefit entitlementgberi

Clients who return to workfter the end of their benefit period require the case manager to
record an employment result on their action and the employment result date must fall after the
end of the benefit periodThe fi24-week rul® for the late doementation ofesults

(implemented ir2004-2005) alsorequiresthat the case manager enter figenployment

Resulbinto the system within 24 weeks from the last intervention in the action plan. If the
Employment Result has been enterallaite the client will not get counted.

Clientsreceiving targeted wage subsid{@¥VS) are to be counted as employed only when
the case manager determines that the client has secured employment as a result of the subsidy
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and records "employedThe 12week or 25 per cenfrule does not apply to the Targeted
Wage Subsidy employment beneFitowever, he 24week rule for the late documentation of
results applies to TWS clients.

Only active claimants who meet the-d2ek, 25er centule, i.e. thosavho return to work
beforethe end of their benefit peripdan generate unpaid benefits. The formula to calculate
unpaid benefits for regular active claimants and those who participate in a TWS intervention
is as follows:

Unpaid benefitss Number ofweeks of entitlement minus the weeks paid multiplied by the
benefit rate

Former or SpecialClaimants:

Former Claimants are claimants with benefit periods that ended in the previous 36 months
according to the action plan start datpecial Claimantk are daimants who were paid

special benefits under section 22 or 23 of the EI ACT and had a benefit period established
within the previous 60 months (five years) but withdrew from active participation in the
labour force to care for newborn or adopted ¢kitd

The employment result must be recorded by the case manager and the result date must fall in
the reporting periodlhe 24week rule for the late documentationre$ults also applies for
former claimants.

Non-insured clients (CRF)

When the actionlpn start date does not match according to the active and former claimant
rules @sdescribed above), then the client is determined to be-INgured".The

employment result must be recorded by the case manager and the result date must fall in the
reportng period. The 24week rule for the late documentationre$ultsapplies.

Repeat clients

Therule for repeat clients (i.e. clients who generate a result at different points in a reporting
year in the same source of funding) is that one employed result is reported per fiscal year per
clientper source of fundip The result date must fall within the fiscal year. For eplamin

the case of a client who generates a result in one month (April) and a subsequent result in
June, only the first result (April) is reported. And where a client generates a result from two
action plans in the same calculation month, the most racéinh plan/result is chosen (i.e.

the second one).



Appendix 2: Key Components of the Governance Structure of MHRDA Holders

Points of service |

Governance Structure

Métis Nation of Ontario

9 regional
employment and
training centresind
27 additional
community
council s@
can be utilized as
access points.

Métis Nation of Ontario Training Initiatives (MNOTI) is the branch of the Métis Nations of Ontario (MNO) that administers programs ¢
services for the MNO Métis Human Resoes Development Agreement (MHRDA). MNOTI remains accountable to the agreement hold;
through an arn@ength relationship with the MNO secretariat. MNOTI has a distinct management infrastructure with its own funding &
processes, administration, cepng structure and financial systems.

The MNO, through th@rovisional Council of the Métis Nation of Ontario(PCMNO) sets the overarching policy and direction for MNOT]|
ensures financial accountability within MNOTI, approves operational plans antlateg and further the Métis Nation's labour market
partnership with HRSDC. PCMNO is comprised of nine regional councilors, four senators, a women's representative, aygenthtiepra
postsecondary representative, and the executive director of MiXtle PCMNO provides oversight, it is not involved in the day to day
operations or decisiemaking process of MNOTI.

At the regional level, there are niRegional Advisory Committeeg(RAC) linked to each of the nine regional employment and traininiese
who review requests. These RACs consists of a minimum of three Métis people and must fairly represent the geogragligroftheyrare
recommended by regional councilors and appointed by PCMNO. They must not be employee of MNO, hold a ptstiB&BMNO or be an
elected member of a Community Council. TWétis Awards Committeeis also built on the same model. Finally, Br@vincial Review
Committee consists of five active RAC members of different regions.

Manitoba Métis Federation

8 main employmen|
offices and 5
offices run in
partnerships with
various local
organizations
which provide
outreach and
Service Needs
Determination
(SND) services.

TheManitoba Métis Federation (MMF) is the ultimate authority for the administration of Métis Human Resource Agreements in
Manitoba. The Government of Canada signed the existing and all the previous agreements with the MMF and the fundimg @awadeoto
the MMF. The MMF Board of Director has 23 members. The MMF has hiBéckator regonsible for the day to day management of the
MHRDA. All staff employed within the MHRDA Department of MMF are staff of the federation and ultimately accountable tdRZAM
Director.

TheHuman Resource Development CommitteHRDC) is a sukcommittee othe MMF Board of Directors. All members of this Commiti
are members of the MMF Board. It was established by the MMF Board to streamline dealings with all MHRDA issues. Al prodjram
policies must be approved by this committee and ratified by & Roard of Directors

The delivery structure relies primarily t&wocal Management Boards(LMBs). The Local Management Boards (one for each of the seven
regions) are volunteer fAgrassrootso boar dssaecteddtheir redon. Each bmard
has seven membeffsve are selected through batlbox at an annual regional meetinge is appointed by Métis Women of Manitphadthe
lastis appointed by the Manitoba Friendship Centre when one is located thighregion.







