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Executive Summary

OnMarch 12, 1996, Human Resources Devel opment Minister Douglas Young unveiled details
of the Government of Canada’ s expanded support for summer job creation, and launched
Student Summer Job Action. The programisdesigned to hel p secondary and post-secondary
students land important career-related jobs. The Summer Career Placements (SCP)
Program, which focuses on students by providing career-related work experienceto in-
school youth during summer months, isone of the five components of Student Summer Job
Actionfor 1996. The SCP Program isagovernment and employer partnership that encourages
student hiring and work experienceleading to future careers. Itisconsdered to bethemain
engine of the Government of Canada’ s student job creation. SCP was expected to create
45,000 summer jobsin 1996 with atotal budget of $90 million.

SCP provides wage subsidies to private, public (educational institutions, hospitals and
municipalities) and not-for profit sector employersto create career-related summer jobsfor
students. Therange of subsidy maximums are dependent on anumber of factors (employer
sector, provincid/territorid adult minimum wagerate per hour, related overhead cogts, whether
student hired has disabilities, and job accommodati on requirements).

The purpose of this evaluation was to review the implementation of the SCP program by
provincesand nationdly to determineif SCPisachieving itsobjectivesand isbeing implemented
asplanned.

Thefollowing methodol ogieswere applied to the study:

o  Document review relating to the SCP Program in particular, aswell asto pre-existing
summer job creation programs (e.g., SEED, Challenge * 85, Opportunitiesfor Youth,
etc.);

e  Keyinformant interviewswith:

- HRDC géff, intheregionsand at HQ, responsiblefor thedesignand delivery of the
SCP. Theseincluded interviewswith SCP Coordinators(11), HRCC managers(7:
4rural, 3 urban), manager of 1 HRCC for Students, and key NHQ staff (2); and

- asampleof 19 employers representing each of the three main sectors (at least 6
from each category), i.e., private, public and not for profit.

e A casestudy of Labatts (included in the sample of employersto beinterviewed) plus
two of thecharitiesit helpsfund; and

Evaluation of the Summer Career Placements Program



e A representative survey of 1000 employers and 658 participating students to
examinetheimpact of SCPin providing studentswho are returning to school with ca-
reer-oriented summer employment and ass sting with the school-to-work trangition.

Findings and Conclusions

Thefollowing summarizesour main findingsand conclusons.

Work Experience

Career Development

e  SCPprovidesdightly more*career opportunity” and financia support than “work ex-
perience’.

e  Both participantsand employersfelt strongly that SCP participants gained new skills.

I ncrementality

e  Whiletheinformation collected suggeststhat the program hasresulted in the cregtion of
many new jobs, incrementality can beweakened — for anumber of reasons — both
with respect to the job created and with respect to the job opportunity.

e  Excluding employerswho would not have hired astudent if the wage subsidy had not
been available (69.0%), dmost two-fifths (37.2%) of theremainder said that they would
not have paid the same wagesto their student if they had not received any assistance
from the SCP (presumably they would have paid less). This compares with almost
three-fifths (57.3%) who would have paid the same wages.

FutureJob Opportunities

e Themagority (71.3%) of participantsfedl that their summer job will help them get full-
timework intheir chosen field compared to 19.7% who do not think it will help (9.0%
areunsureor don’t know).

e Almost two-thirds (63.0%) of the employerssurveyed said that their organizationin-
tended to re-hiretheir SCP student at alater date.

Sector

e Encouraging private sector participation thisyear may have weakened the overall work
experience — both career development and incrementality — of the program.

Education

e  Post-secondary students had amore favorable perception of the program’ sbenefitsto
them than high school students.
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Program Efficiency
Timeliness

o  Employersand staff commented on thelateness of the Ministerid Announcement. They
suggest that a“regular” announcement — taking place no later than aweek or two
before spring break every year — would go along way towards helping businessesand
studentsplan. Other HRDC programs are not hindered by this.

Marketing

e  Veyfew new employersenter the SCP program asmost HRDC staff do not formally
market the program.

Recruitment

o About two-fifths (40.4%) of the employers used the HRCCs for Studentsto hire a
student and afew of them (2.8%) felt that the HRCC’ s screening of the students could
beimproved.

Employer Costs

e  Employersdo not incur any significant administrative costs as a consequence of the
current wage subsidy process.

Monitoring
e  Theregionsdisplayed divergent viewson monitoring ranging from 10% to 100%.
Roles and Responsibilities

¢ Whileboth employersand HRDC staff noted that the roles and responsibilities of the
variousHRDC playerswere clearly understood, HRDC staff expressed some concerns
about therole of the Membersof Parliament.

Alternatives

e Ingenerd, both employersand HRDC staff held mixed views about the need to change
thewage subsidy.

Profiles
Employers

e Morethan haf (51.6%) of the employers using the SCP came from the non-profit sec-
tor. Another third (31.0%) camefromthe private sector whiletheremaining fifth (17.4%)
camefrom the public sector.

e Almost two-thirds (62.7%) of the employers surveyed hired just one student under the
SCPthissummer. Another fifth (21.3%) hired two studentsunder the programwhilea
tenth (10.5%) hired threeor four. Of theremaining 5.4%, d most half (2.5%) employed
fiveor Six students.
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iv

Participants

Almost two-thirds (65.9%) of the participantsarefemal e compared to one-third (34.1%)
mae.

A littlemore than two-fifths (41.2%) of the participants are between 15 and 19 years of
age, dmogt haf (46.6%) are 20to 24 yearsof age, whiletheremaining 12.0% aremore
than 24 yearsof age.

Some 71.0% of participantsreported attending apost-secondary institution in Septem-
ber 1995 compared to 25.6% who attended high school. About 3.3% of the partici-
pantsdid neither.

Some 92.4% of SCP participantswill bereturning to school in September 1996. Of the
7.3% not returning, amost half (48.4%) will belooking for work instead.

Some4.2% of participants have disabilities. About 6.4% are aborigina and 6.7% are
membersof avisbleminority.

Program Satisfaction

Thevast mgority (90.7%) of SCP studentsstrongly liked or liked their summer job.

Almost all employers(94.9%) werefully satisfied withthe overal performance of their
SCP student.

Continuing Need

Almost every participant thought that agovernment program that triesto prepare stu-
dentsfor full-timejobsthrough summer work experiencewasagood idea.

Almost every employer (98.6%) would beinterested in applying should the SCP, or a
smilar program, be available next summer.
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Management Response

The Summer Career Placements program (SCPP) isacomponent of Student Summer Job
Action and was subject to an evaluation inthe Fall of 1996. Theresults of the evaluation
indicated strong support from both participating students and the employer community for the
program. HRDC plansto continueto support Summer Career Placementsas part of the new
Youth Employment Strategy (Y ES) announced in February 1997.

Although the evaluation indicated the concept of employersaspartnerswith HRDC did not
appear evident to employers, thiswasnot aprimary focus of the program nor wasit promoted
assuch. The program for the Summer of 1998 will, however, see apartnership focuswith the
30th Anniversary celebrations. New promotiona materia presently under devel opment builds
on partnerships.

The observation and concernsraised in the eval uation around the annua announcement of the
Summer Program are valid, and have proven somewhat problematic inthe past. The YES
made athreeyear commitment which will enable Human Resource Centres of Canada(HRCC)
to better plan and partner in their communities. Thefact remainsthat February hastraditionaly
been Youth month during which the Summer promotion begins. Inthe past the announcement
had been tied to budget appropriations. However, with the new strategy, thisisno longer the
case.

Thefocuson incrementdity and small business certainly doeshave merit. With the planning
processin place at the local level, and in co-operation with the provinces, the delivery of
Summer Career Placements has been and will continueto provide akey opportunity for the
studentsto receivethat first exposureto acareer related work experience. During the Summer
of 1997, the concept of students self-marketing to employersproved very successful. Thisis
amode wewill continueto support and promote.

Observations on the participation rate of equity groupsare aconcernfor program delivery
within HRDC. 1n 1997, proactive measuresfor target group representation were introduced
for other Youth Employment programs (Youth Internship Canada/ Youth Service Canada);
however, the Summer Career Placements program isemployer-driven and saf identification
by target group membersremains problematic.

Inearly September of 1997, aNationd Summer Programsworkshop washeld with al regiond
youth consultants. Discussion on themonitoring requirementsfor Summer Career Placements
supported theeva uation findings. Basic agreement was reached that each year aminimum of
20% of Summer Career Placements agreementswill bemonitored. At the sameworkshop,
there was discussion on additional enhancements, such asoperating ayear round program,
reviewing therate of reimbursement to employers, and options around capacity to deliver.
The Termsand Conditionsfor the new Y ES provide theflexibility required to make these
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enhancements. The Youth Initiatives Directoratewill provide guidanceto the Regionsto ensure
program integrity should these enhancements be endorsed.

Therecommendation that SCPP“ be the object of alonger term impact evauation” hasaso

been adopted, and plansarein placeto incorporatetheinitia findings and subsequent follow-
upinfutureevauations.
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1.0 Introduction

OnMarch 12, 1996, Human Resources Devel opment Minister Douglas Young unveiled details
of the Government of Canada’ s expanded support for summer job creation, and launched
Student Summer Job Action. The program isdesigned to help secondary and post-secondary
studentsland important career-rdated jobs. Inlaunching theseinitiatives, Minister Young said:

“Youth employment isa priority for thisgovernment. Thisadditional funding
recognizes theimportance of hel ping young peopleto gain experiencein the
workplace and will enable thousands more young people to work this
summer ... Our new investment in summer employment for youth will open
doorsto young workers, their employersand our country. It also underlines
our challenge to Canada’s business community to do their part in creating
opportunities for Canada’s young people.”

The Summer Career Placements (SCP) Program, which focuses on students by providing
career-related work experienceto in-school youth during summer months, isone of thefive
components of Student Summer Job Actionfor 1996. The other four program components
are Student Business L oans, Human Resource Centres Canada for Students (HRCC-S),
Partnersin Promoting Summer Employment, and Native/Black Internship Program. The
HRCC-Swere previousy known as Canada Employment Centres (CECs) for Students

The purpose of this evaluation wasto review the implementation of the SCP program by
provincesand nationdly to determineif SCPisachieving itsobjectivesand isbeing implemented
asplanned.

Thestructureof thereportisasfollows:
Section 1.0 introduces the reports and briefly describes the SCP, the context of the
evauation, the eval uation issues, and the methodol ogies employed,;

Section 2.0 containsthe profiles of employers and participating students, aswell as
detailsof program expenditures,

Section 3.0 containsthe evaluation findings rel ated to program design and delivery;
dependency on government funding; impact of subsidy; types of employment; value
of employment; perceptionsof the program; and incrementdity; and

Section 4.0 contains our conclusionsin relation to the nineissue categories.

! Human Resources Development Canada. Human Resources Development Minister Launches
Student Summer Job Action. March 12, 1996, Press Release 96-19.
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1.1 The Summer Career Placements (SCP) Program

The Summer Carear Placements(SCP) Program isagovernment and employer partnership
that encourages student hiring and work experienceleading to future careers. Itisconsdered
to bethe main engine of the Government of Canada sstudent job creation. SCPwas expected
to create 45,000 summer jobsin 1996 with atotal budget of $90 million.

The Summer Career Placements Program provides wage subsidies to private, public
(educationa ingtitutions, hospitalsand municipalities) and not-for profit sector employersto
cregte career-rel ated summer jobsfor students. Therange of subsdy maximumsare dependent
on anumber of factors (employer sector, provincia/territoria adult minimum wage rate per
hour, related overhead costs, whether student hired has disabilities, and job accommodation
requirements). In particular, under SCP:

Private sector employersare provided awage subsidy of up to 50% of the provincial/
territoria adult minimum wage paid to amaximum of $2.50 per hour;

Public sector employersare digibleto receive acontribution of up to $4.25 per hour;

Not-for-profit sector employersareeligibleto receive acontribution of up to 100% of
the applicable provincial/territoriad wage rate per hour. Inaddition, they are digibleto
receive up to amaximum of $100 per participant for related overhead costs;

Employers, who hireastudent with disabilities, aredigibleto receiveacontribution of
up to 100 % of the applicable provincid/territorid adult minimum wagerate per hour. In
addition, funds may be made availablefor job accommodation requirementsto amaxi-
mum of $3,000 per student.

The maximum program contribution to one employer is$100,000.

Proposed jobs must meet thefollowing criteria:
Employment must be for between 30 to 40 hours per week for 6 to 16 consecutive
weeks. Employment of studentswith disabilitiesmay beeligiblefor greater subsidies

and part-timework;

Employment must provide studentswith the necessary supervision, learning and work
experience;

Jobsmust pay at least the provincid/territorial minimum hourly wage and thework must
beincrementd;

Jobs must not displace or replace existing employers or volunteers, employeeson lay-
off, empl oyees absent due to |abour management dispute or employeeson vacation;
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Employment must not provide persona servicesto an employer (e.g. agardener, maid,
chauffeur, baby-gitter, etc.);

Jobs created must not bejobs for which funding will be received or claimed from any
other government source, except where such funding is provided pursuant to afederal/
provincia agreement designed to harmonize federal and provincial job creation pro-
grams, and

Employment would not be created without the financial assistance provided under the
SCP agreement.

Eligibleemployersin adl three sectors, who would not be able to createjobswithout funding,
areinvited to submit a proposal to the program. Proposals are judged on how well they
prepare sudentsfor thelabour market and thetype of supervison, learning and work experience
they provide. Employersgain though hiring high school, college and university studentswith
relevant job sKills, while students benefit by gaining experiencein their chosenfields.

Participants must be registered full-time students during the preceding academic year who
intend to return to school on afull-timebasisin the next academic year, and must belegally
entitled towork in Canada. They cannot have another full-time summer job.

1.2 The Context of the Evaluation

Thefedera government hasbeen involved in summer employment for studentssince 1971, as
exemplified by the Opportunitiesfor Youth Program of the Secretary of State. Whileinitid
efforts were successful in creating employment, they werecriticized for thelack of correlation
withthe students' career or study interests. Thiswasdueto afunding strategy which directed
fundsprimarily towardsthe non-profit sector for the creation of “labour intensive community
betterment” projects.

In 1985, thefedera government introduced the Summer Employment Experience Devel opment
(SEED) Program, which stressed the creation of incrementa employment and provided wage
subsidiesto various employer groupswho created the positions. A subsequent evaluation
(November 1985) of SEED found that, asthe employment created was mostly incremental,
SEED contributed to areduction in high seasona unemployment, while maximizing thelong
term potentia of studentsplaced. I1naddition, employersbenefited through the reduced wage
cost, the opportunity to assess the value of the work of the student and whether or not it
contributesto the profitability or enhancement of thefirm’ s operations, and the opportunity to
assessthe potential of the participant for future hiring upon graduation (and also savethe
related training costs). Studentsbenefited through theacquisition of career-related employment,
the opportunity to find out about aparticular career field and examinether fit with the skills
necessary, and earning money for the subsequent school year’ s expenses.
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Itisestimated that approximately 250,000 students enter the workforce each year and this
eva uationtook placeduring aperiod of growing public concern about the problemsencountered
by youth in entering the job market. Ina recent opinion poll3, it was found that, among
parents, educators, business people, and youth themselves, amgority said that they wanted to
seeevery effort made to help young Canadiansready themselvesfor their first job. Intheir
opinion, career-related summer employment can increasefirst job readiness and reduce the
impact of the job-experience paradox, easing the school-to-work transition.

Thisconcern washighlightedin aTask Force commissioned by the HRDC Minister requesting
federa Membersof Parliamentin May of 1996 to consult with Canadiansand providefindings
that would help shapeaNational Youth Strategy. The Minister asked the Task Forceto find
out what was happening to youth in the job market, and to probe some of the root causes of
the apparent stall inyouth employment. The Task Forcereport, Takeonthe Future: Canadian
Youth in the World of Work, confirmed that Canadians view youth employment asanational
priority and that decisive action isneeded to improve employment opportunitiesfor Canadian
youth. The Task Force heard that youth today are concerned about the availability of jobs,
thelr preparation for work force entry, and the expectations of employers. Youth of al ages
reported that they werefrequently trapped in “thejob-experience paradox” - they need ajob
to get experience and they need experienceto get ajob. The Task Forcereport made ten
recommendations, anumber of whicharemet by the SCP Program. In particular:

Thedevelopment of partner ships between government and business, non-governmental
and community groups and youth themselves,

Theacquigition of information regarding career choicesthrough on-the-job exposure;
Private sector leader ship in the creation of youth employment;

Exposureto new technol ogies, through some of the on-the-job training opportunities,
and

Additiona provisonsfor youth at risk (e.g., studentswith disabilities).

2 Human Resources Development Canada. Agenda: Jobs and Growth. Improving Social Security in
Canada, ADiscussion Paper. October, 1994 (p. 66).

8 TakeontheFuture: Canadian YouthintheWorld of Work, Report - Ministerial Task Forceon'Y outh,
June15, 1996, p.3.
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1.3 Evaluation Issues
Thetermsof referenceidentified 28 evaluation issues grouped into 9 categories.

Programdesign and ddlivery;
Employer/participantscharacteristics,
Dependency on government funding;
Impact of subsidy;

Typesof employment;

Vaue of employment;

Perceptions of the program;
Incrementality; and

Other.

Evaluation findingsrelated to the characteristics of employersand participantsare providedin
Chapter 2, whiletheevauation findingsrelated to theremainingissuesare provided in Chapter 3.
In Chapter 4, we provide conclusionsin relation to the nineissue categories.

1.4 Evaluation Methodology

The methodol ogy applied to the eval uation has been described in detail in aMethodol ogy
Report dated September 16, 1996. In brief, thefollowing methodol ogieswere applied to the

Sudy:
Document review relating to the SCP Program in particular, aswell asto pre-existing

summer job creation programs (e.g., SEED, Challenge * 85, Opportunitiesfor Youth,
etc.);

Key informant inter viewswith:

- HRDC géff, intheregionsand at HQ, responsiblefor thedesgnand delivery of the
SCP. Theseincluded interviewswith SCP Coordinators (11), HRCC managers
(7: 4rurd, 3urban), manager of 1 HRCC for Students, and key NHQ staff (2); and

- asampleof 19 employers representing each of the three main sectors (at least 6
from each category), i.e., private, public and not for profit.

Key informant interviews involve small numbers of people. For example, there are only
7HRCC managers. Asaresult, theinferencesare purely quaitativein nature. Assuch they
do not lend themselvesto quantitative analysis. However, when key informantsrepeat the
same message and when it echos the results of the employers survey, it is important to
convey theinformation through the use of words such as“many,” “most,” etc. Astheseare
somewhat impreciseterms, thefollowing guidanceissuggested. “All” means 100%, “amost
al”or “in general” means about 85% to 95%, “most” means about 65% to 85%, “over
half” means about 50% to 65%, “many” meansabout 30% to 50%, “some” means about 15%

to 30%, and “afew” meanslessthan 15%.
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A case study of Labatts (included in the sample of employersto beinterviewed) plus
two of thecharitiesit helpsfund; and

A representative survey of 1000 employers and 658 participating students to
examinetheimpact of SCPin providing studentswho are returning to school with ca-
reer-oriented summer employment and assi sting with the school -to-work trangition.

Duetothelimited timeframefor the completion of thiseva uation and thelack of avail-
able data sources, comparison groups (either non-participants or rejected applicants)
were not included in our methodology. However, our use of multiplelinesof evidence
(i.e., key informants, case study, survey and document review) hel ped increasethe ob-
jectivity of thesurvey results.
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2.0 Program Description

2.1 Program Objectives
The objectivesof the Summer Career Placements Program areto:

1) Assst studentsinpreparing for their future entry into thelabour market through career
relevant summer employment by means of partnerships between government and em-
ployersof al sectors,

2) Createincrementa jobsthat would not have been created without thefinancial assist-
ance provided under SCP,; and

3) Providestudentswith money and alow them to pursuetheir education.

2.2 Employer Profile
2.2.1 Sector

More than half (51.6%) of the employers using the SCP came from the non-profit
sector. Another third (31.0%) came from the private sector while the remaining fifth
(17.4%) came from the public sector “.

AsTable1shows, non-profit employerswere split about equally between community (29.2%)
and cultura (22.4%). Morethan athird (35.5%) of the private sector employerswereinretall
andwholesdesdes. Primary industries, manufacturing and servicesto bus ness each accounted
for another tenth of the private sector employers.

Proportionately more employers camefrom the private sector inal of the Atlantic provinces
(ranging from ahigh of 52.0% in Newfoundland to alow of 36.0% in Prince Edward Idand)
and Saskatchewan (37.1%). Thebulk of these employerswerein retail and wholesale sales
and in hotelsand restaurants. British Columbia (68.8%) and Ontario (60.2%) tended to rely
more heavily on non-profit employers, while Saskatchewan wasthe heaviest user of thepublic
sector (30.0%). Employer distributionsin Quebec, Manitobaand Alberta generaly mirrored
the nationd digtribution.

4 Thisisvery similartotheparticipant survey — Private (29.6%), Public (21.2%), Not-for-profit (44.1%),
Other (0.4%) and Don’'t Know (4.7%) — especialy if adjusted for the other and don’t know
categories.

Evaluation of the Summer Career Placements Program



Tablel: Employersby Industry

Industry Frequency

Primary (agriculture, fishing, forestry, mining) 39 3.9%
Manufacturing 37 3.7%
Construction 15 1.5%
Transportation & Communication 18 1.8%
Retail or wholesale sales 110 11.0%
Servicesto businesses 35 3.5%
Hotel & restaurant 27 2.7%
Other Services 55 5.5%
Municipal government 84 8.4%
Other government-related 64 6.4%
Non-profit - cultural, economic, training 224 22.4%
Non-profit - community services 292 29.2%
TOTAL 1000 100%

2.2.2 Size

Employers surveyed were generally small — 36.2% had four or fewer employees,

while another 28.4% had five to ten employees.

Almost aquarter (23.2%) of the employershad 11 to 50 employeeswhilelessthan atenth
(9.0%) had more than 50 employees. Not surprisingly, the public sector tended to have
proportionately more large employers (See Table 2). Almost half the employersin each
provincein Atlantic Canadaweresmall (four or fewer employees) compared to about athird
ineach of theother provinces. Thisiscons stent with thefact that the Atlantic provinceshad
relatively more employersfrom the private sector.

2.2.3 Summer Work Load

Almost two-thirds (63.4%) of the employers in the survey stated that, generally
speaking, their organization’swork load in the summer ishigher than at other times
of theyear. For aquarter (24.5%) it is about the same, whilefor atenth (11.4%) it is
lower.
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Table2: Employersby Sector and Size

# of Employees Private Sector Non-profit Public Sector Total

(310) (516) (274) (1000)
1 or 2 employees 14.2% 21.5% 13.0% 17.8%
3 or 4 employees 21.3% 18.3% 12.6% 18.2%
5to 10 employees 30.6% 26.9% 28.9% 28.4%
11 to 50 employees 25.4% 21.4% 24.4% 23.2%
51 to 100 employees 3.1% 3.5% 7.3% 4.0%
More than 100 employees 5.0% 2.6% 13.3% 5.2%
Don't know/Non-response 0.4% 5.8% 0.5% 3.2%
TOTAL 100% 100% 100% 100%

Proportionately more employersin Quebec (15.6%), British Columbia (15.6%) and Ontario
(13.8%) arelikely to report alower work load in the summer than at other times of the year.

2.2.4 Student Employment

Almost two-thirds (62.7%) of the employers surveyed hired just one student under the
SCP this summer.

Another fifth (21.3%) hired two students under the program while atenth (10.5%) hired three
or four. Of theremaining 5.4%, dmogst haf (2.5%) employed five or six students. Thethree
largest employersinthe survey hired 28, 40 and 42 students.

Prince Edward Island (88.0%) and Saskatchewan (85.7%) had the largest proportion of
employerswho hire one student through SCP while Newfoundland (54.0%), Quebec (56.1%)
and Ontario (58.2%) had the least. As Table 3 shows, the private sector (76.9%) had
proportionately more employerswho hired only one student through SCP than either the
public (56.6%) or the non-profit sectors (56.3%).

On average, employersin the survey hired about two students (1.963) per agreement.

The average number of studentsover thelast four summersranged fromahigh of 1.83in 1994
toalow of 1.61in 1995.
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Table3: Employersby Sector and Number of SCP Students

# of SCP Students Private Sector Non-profit  Public Sector Total

Hired (310) (516) (174) (1000)
1 Student 76.9% 56.3% 56.6% 62.7%
2 Students 14.9% 23.8% 25.4% 21.3%
3 or 4 Students 4.8% 13.7% 11.3% 10.5%
5to 10 Students 2.0% 4.4% 4.9% 3.8%
More than 10 Students 1.3% 1.6% 1.8% 1.5%
Don't Know/Non-response 0.0% 0.2% 0.0% 0.1%
TOTAL 100% 100% 100% 100%

As mentioned above, 62.7% of all employerssurveyed hired only one SCP student. In
82.6% of these cases, it isthe only student they hired. This means that 51.8% of all
surveyed employers hired no additional student.

Of theremainder, 15.7% hired one other student, 9.2% hired two other students, 9.7% hired
three or four othersand 4.2% hired five or six other students. Another 8.2% hired seven or
more otherswhilethe remaining 1.2% did not know how many otherstheir firm hired.

While Newfoundland had the lowest proportion of “one-SCP student” employers (54.0%),
for most of them (70.0%), the SCP student was the only student they hired. Thiswasthe
highest provincia proportion. Albertahad thelowest proportion (30.1%) of employerswho
hired only one student — the SCP student.

Of those employers who hired additional students this summer about two-thirds
(64.9%) received financial assistance for at least one of the students hired.

About athird (33.6%) received assistance for one, 13.6% for two, 9.2% for three or four,
4.4%for five or Sx studentsand 4.1% for seven or more (one claiming 25 other studentswere
subsidized). Almost one-third (33.5%) received no financial assstance.

Employersin New Brunswick (76.3%) were most likely to havereceived financial assistance

for at least one of the additional studentshired. Employersin Saskatchewan (34.5%) were
theleast likdly.
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2.2.5 Financial Assistance

Employersin the survey report hiring a total of 4,128 students, almost half (47.6%)
of whom were subsidized by SCP.

Of the 2,165 students not hired through the SCP, more than athird (34.7%) were subsidized
insomeother way. Intotal, then, dmost two-thirdsof all the studentshired by employersin
the survey were subsidized by somelevel of government.

2.2.6 Previous Summer

Almost one-fifth (20.1%) of the employersin the survey did not hire any studentsin
the summer of 1995.

Of the remainder, one-quarter (27.2%) hired one student last summer, 17.6% hired two
students, 15.3% hired three or four and 5.3% hired five or six students. Almost atenth (9.3%)
hired seven or more studentslast summer.

Employersin New Brunswick (83.9%) werethe most likely to have hired at |east one student
last summer. Employersin Manitoba(62.7%), Ontario (70.4%) and British Columbia(67.7%)
weretheleast likely.

Of those employerswho hired studentsin the summer of 1995 the vast majority (82.0%)
received financial assistance for at least one of the students hired.

Employersin Alberta (88.4%) were the most likely to have received financia assistance,
while employersin New Brunswick (75.4%) weretheleast likely.

Inthe summer of 1995, these employersreported hiring 3,088 students of whom amost half
(48.3%) were subsidized by somelevel of government.

2.3 Participant Profile
2.3.1 Age and Gender

Almost two-thirds (65.9%) of the participants surveyed are female compared to one-
third (34.1%) male.

Ontario (72.3%) had the highest proportion of females, while Saskatchewan (53.8%) had the
lowest.

Almost half (46.6%) of the participants are aged 20 to 24 years of age.

A littlemorethan two-fifths (41.2%) are between 15 and 19 years of agewhiletheremaining
12.0% are more than 24 yearsof age. (SeeTable4.)

Evaluation of the Summer Career Placements Program
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Proportionately, Prince Edward I dland (66.0%) and Newfoundland (56.0%) employed the
most young (i.e., aged 15 to 19) students, while Ontario (33.7%) and Quebec (37.6%)
employed theleast.

Table4: Participantsby Ageand Gender

Between 15 and 19 35.6% 44.1% 41.2%
Between 20 and 24 54.4% 42.6% 46.6%
More than 24 years of 9.7% 13.3% 12.0%
age

Refused 0.3% 0.0% 0.1%
TOTAL 100% 100% 100%

Female participants tended to be both “younger” (i.e., aged 15 to 19) and “older”
(i.e., aged 25 or older) than their male counterparts, while there were more male
participants than female in the age category 20 to 24. (See Table 4.)

2.3.2 Equity Group Status
Some 4.2% of participants have disabilities. About 6.4% are aboriginal and 6.7%

are members of a visible minority.

Aboriginasand visible minoritiestended to be concentrated in Western Canada.

2.3.3 Sector

Almost half (44.3%) of SCP participants surveyed worked for non-profit organizations
during the summer of 1996, while sightly less than a third (29.6%) worked in the
private sector and about a fifth (21.2%) worked in the public sector.

AsTable5 shows, thedistribution of surveyed employersand participantsby sector isfairly
consistent.

Proportionately, Ontario (62.4%) and British Columbia (58.4%) had the most participants
who worked for non-profit organizations during the summer of 1996, while Saskatchewan
(57.7%) had the most participantswho worked for the private sector and Quebec (21.8%)
had the most participantswho worked for the public sector.

Evaluation of the Summer Career Placements Program



Table5: Sector Profile

Profile
% of Employers % of Participants
(sample of 1000) (sample of 658)
Not for Profit 51.6 443
Private 31.0 29.6
Public 17.4 21.2
Don't Know -- 4.9

AsTable 6 below shows, the dominance of femalesamong SCP participantsis associated
with the bulk of the employment being in the not-for-profit (which employs 73.2% femal es)
and public (which employs 80.5% females) sectors. By way of contrast, the private sector
tendsto be more balanced (53.5% males versus 46.5% femal es).

Table6: Participantsby Gender and Sector

Non-pr ofit Public Private
(292) Sector Employer
(139) (195)
Mae 26.8% 19.5% 53.5% 46.9% 34.1%
Femade 73.2% 80.5% 46.5% 53.1% 65.9%
TOTAL 100% 100% 100% 100% 100%

AsTable7 shows, the not-for-profit sector tendsto favour older students (68.6% are aged
20 or over) compared to the private (53.5%) and public (52.8%) sectors.

Table7: Participantsby Ageand Sector

Non-profit Public Private
(292) Sector Employer
(139) (195)
Between 15 and 19 31.4% 47.2% 46.2% 74.5% 41.2%
Between 20 and 24 49.0% 49.6% 44.9% 22.5% 46.6%
More than 24 years of age 19.6% 3.2% 8.6% 3.0% 12.0%
Refused 0.0% 0.0% 0.3% 0.0% 0.1%
TOTAL 100% 100% 100% 100% 100%
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2.3.4 September 1995

Some 71.0% of participants reported attending a post-secondary institution in
September 1995 compared to 25.6% who attended high school. About 3.3% of the
participants did neither.®

Proportionately, Prince Edward Iland (50.0%) and Saskatchewan (34.6%) employed the
most high schools students, while Quebec (18.8%) and Nova Scotia (18.9%) employed the
least. (Note: Although in Quebec, the school systemissuch that students could finish high
school and enter the post-secondary level at an earlier agethan studentselsewherein Canada,
the datashowsthat most post-secondary studentsin Quebec (54.7%) fall inthe age group 20
to 24, whichissimilar totherest of Canada.)

As Table 8 shows, the non-profit sector (78.5%) employed proportionately more post-
secondary students than did the private (69.7%) and public (67.4%) sectors. The higher
proportion of post-secondary studentsin the non-profit sector may reflect the nature of the
work and the need for more mature students. As Table 9indicates, post-secondary students
tend to be older (78.7% are aged 20 and ol der).

Table8: Participantsby Education and Sector

Did you attend full- Non-pr ofit Public Private
time high school/post- (292) Sector Employer
secondary Sept 95? (139) (195)
High School 19.0% 29.5% 26.9% 60.6% 25.6%
Post-Secondary 78.5% 67.4% 69.7% 27.2% 71.0%
Neither 2.5% 3.1% 3.4% 12.2% 3.3%
TOTAL 100% 100% 100% 100% 100%

5 Thisissimilar towhat employersreported about level of education — 72.8% had completed (17.1%)
or had some (55.7%) post-secondary education and 26.1% had completed (12.5%) or were attending
high school (13.6%).
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Table9: Participantsby Education and Age

Age
Did you attend full- Between 15 Between Morethan Refused
time high school/post- and 19 20and 24 24
secondary Sept 95?
High School (169) 96.2% 3.0% 0.8% 0.0% 100%
Post-Secondary(467) 21.2% 62.4% 16.3% 0.1% 100%
Neither (22) 45.5% 47.3% 7.2% 0.0% 100%

2.3.5. Education Plans

Morethan ninein ten (92.4%) SCP participantsplan to continuetheir education in
the Fall of 1996.

This proportion ranges from ahigh of 98.1% in Nova Scotiato alow of 87.1% in British
Columbia

Of those returning to school, 90.5% will befull timewhile 9.5% will be part-time.

Of those not planning to return to school, about half (48.4%) will be looking for
work while almost the same proportion (47.9%) will be working.

Of thosewho will beworking, alittlemorethan half will continueto work for their summer
employer whilethe remainder will work at another job.

2.3.5.1 Post-Secondary

Reflecting graduation from high school, the proportion of SCP participants planning
to attend a post-secondary institution in September 1996 issignificantly higher (81.6%)
than the proportion who attended a post-secondary institution in September 1995
(71.0%).

Proportionatdly, Quebec (91.7%) hasthe most participantsreturning to post-secondary studies,
while Prince Edward Idand (60.9%) hastheleast.

Of those going to a post-secondary institution in September 1996, more than two-
thirds (69.8%) will be going to university, while another one in five (24.2%) will be
going to a community college or CEGEP.

Almost al (84.1%) of those going to university will beundergraduates. Nova Scotia (22.2%)
will havethe most graduates, while Newfoundland (3.7%) will havetheleast.

Evaluation of the Summer Career Placements Program
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Almost one-third (31.0%) of those going to apost-secondary institution will completetheir
current degree or diplomain oneyear, while most of the rest expect to take two (24.7%) or
three (22.1%) years. About oneinfive (21.5%) expect to take four yearsor more.

Morethan haf (50.3%) of the students going to apost-secondary ingtitution intend to continue
their education after they completetheir current degree or diploma (ranging from ahigh of
61.5% in Newfoundland, to alow of 37.5% in Quebec), while one-quarter (24.4%) do not.
Another quarter (25.3%) areunsure.

2.3.5.2 High School®

The vast majority of those going to high school in September 1996 will be entering
either grade 12 (62.1%) or 13 (13.7%).

Most of therest will beentering grade 11 (17.0%). Only ahandful will be entering grade 10
(5.8%) or 9(1.4%).

Almost al (91.0%) of those going to high school intend to go to apost-secondary institution.
Of those, dightly more (44.0%) expect to attend acommunity collegethanauniversity (40.5%).

2.3.6 Field of Study

For studentsgoing to a post-secondary institution in September 1996, the predominant
fields of study are social sciences (14.2%), business and commerce (13.0%) and
education (10.7%).

Other ggnificant fieldsinclude agriculture or biology (8.2%), health professons (6.1%), fineor
applied arts (5.7%), computer sciences (4.7%), engineering (4.4%), architecture (4.1%),
socia work (4.1%) and mathematics or physics (3.6%). High school students also chose
social sciences (17.8%) asthe predominant field of study, followed by law (10.7%), health
professions (8.8%) and agricultureor biological sciences(8.2%).

2.4 Program Expenditures

2.4.1 Provincial Expenditure Profile

Theprovincid alocation for program funding is based on thereturning student rate, itsrelation
to the national student unemployment rate of 9.5%, and the provincial capacity to create
student summer employment. Historical provincial budgetary alocations, asindicated by a
review of adminigtrative data, for the years 1989-1996 areoutlinedin Table 10 below. (Note:
Thefiguresfor 1985-1988 were not onfile.)

6 Secondary school levels from Quebec have been integrated to the equivaent levels of other
provinces, such as grade 7 is “ secondaire 17, grade 8 is “secondaire 2", grade 9 is “secondaire 37,
grade 10is“secondaire4”, grade 11is“secondaire5” and grades 12-13 are“ CEGEP”.

Evaluation of the Summer Career Placements Program



666'67'06$

000'005'T$

200'208'TT$

606'GrT'8$

€26'709'C$

20T'60°c$

YET'298°C2$

YET'STC'CC$

T98'655$

gec'zLe'ss

200'989'7$

6EV'CLI'LS

000'005'65$

000'005'T$
000'7.8'L$

000°€ry's$

000CSL'T$

0002€0'C$

000°LE6°ET$

000'S9Y'¥T$

000'7.E$

000'T69°c$

000°0VT'€$

000262'S$

000°‘000°'80T$

000'000°€T$

000'6SY'€T$

000'0CT'6$

000'606'C$

000°€8E'c$

000'.2'TC$

000'9T¥'€$

000'929%

000°'06€'9$

000°'8772'S$

000'7.T'6$

Suo17e20| | Afeebpng [e1ouinoid [ed1I0SIH 0T dle L

000°'000°88$

000°'000'$

0,6'0¢€CT$

0T6'0.2'8$

252'819'C$

¥6'520°c$

228'esT'LT$

€.2'819'0¢$

0vZ'cLS$

LT6'920'9$

207'09L'7$

0,2'T09'8$

000'000°¢8$

000°'000'9$

0S6'CS6'TT$

898'€56'L$

¥85'6€5°C$

G26'/88'C$

TEE'Y00'ETS

¥55°200'6T$

L9Y'€95$

9.0'8v6's$

96v'619'v$

67.'L6V'8$

000'000°08%

000'000°c$

000'7¥8°CT$

000°'2.5'8$

000'G95'C$

000°€€6'C$

000'996'6$

000°20T'8T$

000'T8S$

000'6T8'9$

000°'876'7$

000'G99'6$

000'000°2L$

000'029'T$

000'290°cT$

000°2€S'8$

00026v'C$

000'698'C$

000'090'6$

000°€68'LT$

000°'82S$

000'6T.L'9$

000CTL'Y$

000°€TS'6$

000°‘000'8TT$

000'T69'C$

000'7¥S'TC$

000'0E'YT$

000'0v5'€$

000'GE0'7$

000°€eL'ST$

000°'007'6¢$

000°20.$

000'7€5'8$

000°207'9$

000'0TT'TT$

peniwwo)
oL

OHN

AAOd

1MN/VLTV

MSVS

NVIN

1INO

and
[3d

anN

SN

ai4dN

QJUINO Id

17

Evaluation of the Summer Career Placements Program



18

Thebudget alocation procedureisasfollows”:

Aswith all HRDC programs, allocations are made nationally to regions, and subse-
quently toHRCC's.

TheNationa Allocation Modd for SCPisbased on thefollowing formula:

Step1l: Post-elementary school population, multiplied by the unemployment rate
(provincewide)

Based on this calculation, a percentage is established for each region.

Step2:  Usingthe previousyear’ sallocation, acal culation of the comparable allocation
based on this year’ s total budget is made.

Step3:  Theamount of Step 1 isdeducted from Step 2 to establish avariance.

Step4: A deduction of 10% of the variance from the amount established in Step 2 isapplied
to determinethisyear’ sallocation.

This process was established to prevent major variances from one year to the next.

Inturn, aRegiona Allocation Model isapplied using the steps as described above, to
determineallocationsfor HRCC's. Regiond officesare encouraged to use additiond
information at their disposal that would permit amore equitableallocation.

2.4.2 Program Expenditures

Table 11 describesthe program expenditures, including the number of participants, the number
of projectsand the cost per job, during the period 1985-1996.

For 1996, the cost per job was over 6% |lower than the average for thelast 10 years. The
actual cost per job wasalso lower than for 6 of thelast 10 years.

The 1996 Federal Budget announced that funding for summer jobswould be doubled. This
created theimpression that funding for the SCP program would beincreased from $60 million
inthe summer of 1995 to $120 millionin the summer of 1996. Infact, funding for the SCP
programincreased by only $30 million. The other $30 million wassplit equally amongst three
other departments — Heritage Canada, Indian and Northern Affairs Canadaand Industry
Canada. Thiscaused considerable confusion amongst program stakeholders.

7 Ministeria Briefing Noteonthe 1996 Program.
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#of part.
#of proj

$ spent
(millions)

Cost per
job created

1985

86,996

$143

$1,644

Table11: Program Expenditures1985-1996°

1987

73,000

$127

$1,740

1988

76,902
37,349

$127

$1,651

1989
71,376
37,446

$118

$1,653

1990

54,000

$77

$1,426

1992

52,050
29,097

$83

$1,595

1993

53,279
29,792

$88

$1,652

1994
59,043
32,310

$108

$1,829

1995
40,901
25,488

$59.5

$1,455

1996
55,283*

32,163

$1,627

* Preliminary data(not final)

8

Detailed program datafor 1986 and 1991 werenot availableinthefiles.
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3.0 Evaluation Findings

3.1 Career Development
3.1.1 Career Choice

Participants’ main career choices are dominated by education (13.7%), businessand
commer ce (13.3%), health professions (9.5%), law (9.2%) and social sciences (6.4%).

Some 76.7% of the participants did not have asecond career choice.
For 38.3% of the participants, their summer job confirmed their career choices.

For another 18.0% it helped them decide. In 6.1% of the casesit hel ped them changetheir
career choice. For 37.6% it had no impact. For the three categories where the summer
employment had an impact, 8.8% plan to changetheir education program asaresult of the
work experience.

Onekey informant employer summed it up nicely: whether the studentslike and cando this
type of work, they find out who they are and how they arewith thistype of client (thisisnot
learned in school out of atextbook).

Provincidly, participants summer jobs confirmed their career choicesmost in Quebec (56.4%)
and Ontario (44.6%). Thestudentsfrom Quebec and Ontario represent 45% of dl the students
who said the experience confirmed their career choice. It waslesslikely todothisfor participants
in Atlantic Canadaand Saskatchewan (ranging between 20.0% and 26.4%). Participantsin
British Columbiawerethemost likely (11.9%) to changetheir career choiceasaresult of their
SCPjob experience.

3.1.2 Preference

Participantswould prefer — almost two to one — to have ajob paying the minimum
wage but providing experience directly related to their career, to having a job paying
twice the minimum wage but not related to their career preference.

As Table 12 shows, this preference tended to be weaker in Western Canada and Nova

Scotiathan in the rest of the provinces. The strongest was in Newfoundland (72.0% vs.
20.0%).
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Table12: Participantsby Preferenceand Province

Nfld NS NB PEI Que Man  Sask
(50) (53) (50) (50) (101 (50) (52
One paying
minimum wage but
providing experience | 72.0% | 50.9% | 66.0% | 62.0% | 65.3% | 61.4% | 48.0% | 57.7% | 50.0% | 52.5%
directly
One paying twice the
minimum wage but 20.0% | 41.5% | 24.0% | 32.0% | 26.7% | 29.7% | 38.0% | 30.8% | 34.0% | 33.7%
not related to your
career
Don't know/ 8.0% 75% | 100% | 6.0% | 7.9% | 89% | 14.0% | 115% | 16.0% | 13.9%
depends/ not sure
TOTAL 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100%

Post-secondary studentsweremorelikely to prefer ajob paying minimumwage but providing
experiencedirectly related to their career (61.5%) than ajob paying twice the minimum wage
but not related totheir career preference (26.4%). Not surprisingly inlight of their lessimmediate
career needs, the comparabl e percentagesfor high school students are more balanced —
48.3% and 42.4%, respectively. A similar pattern showsup for age — older students(i.e.,
those aged 20 and over) tend to mirror the post-secondary studentswhile younger students
(i.e., those aged 15 to 19 years) tend to mirror the high school students. There were no
appreciabledifferencesin participants preference based on gender or by sector.

Table 13: Participants Reasonsfor TakingtheJob.

Nfld NS NB PEI Que Ont Man  Sask  Alta BC

(50)  (53)  (50) (50) (100) (500 (52 (50)  (101)
Experience 260% | 415% | 380% | 46.9% 436% | 554% | 520% | 288% | 420% | 48.5%
Pay 66.0% | 509% | 50.0% | 49.0% 178% | 356% | 40.0% | 59.6% | 420% | 41.6%

Related to future career | 100% | 17.0% | 16.0% | 224% 158% | 347% | 220% | 96% | 220% | 29.7%

Related to studies 10.0% | 132% | 100% | 14.3% 168% | 257% | 160% | 58% | 00% | 257%
Other 140% | 95% | 220% | 183% 14.9% 5.0% 80% | 114% | 120% | 12.0%
Closeto home 140% | 75% | 100% | 143% 5.9% 8% | 200% | 135% | 80% | 59%

Sounded interesting 00% | 00% | 0.0% 2.0% 1.0% 8.9% 40% | 19% | 60% | 3.0%
Don't know 20% | 00% | 20% 0.0% 1.0% 0.0% 00% | 00% | 00% | 0.0%

Note: Column percentages do not add up 100 due to multiple responses.
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When asked their reasons for taking the SCP job, participants again favoured experience
(47.9%) to pay (37.3%). The next two most important reasons for taking the job were
related to future career (22.4%) and related to studies (16.4%). Table 13 reveals, however,
that experience was more important than pay in only four provinces — Quebec, Ontario,
Manitobaand British Columbia. It wasequally important in Alberta, while pay was more
important than experiencein the Atlantic provinces and Saskatchewan — sometimesby a
margin of morethan two to one (Newfoundland).

3.1.3 Work Versus Career

Participants tended to feel that they get slightly more “career opportunity” than
“work experience’.

Just over half (54.6%) of participants surveyed felt strongly (arating of 4 or 5) that their
summer job wasrelated to their career choice compared to 29.3% whofelt that it did not (a
rating of 1 or 2). Employers ratingsaresimilar (58.3% and 21.2%, respectively).

Thiswas confirmed when participants and employerswere asked if the job wasrelated to
someof the participants school subjects. Again, just over hdf (participants, 54.5%; employers,
56.8%) felt strongly compared to less (participants, 29.8%; employers, 24.1%) whofeltit did
not.

Furthermore, 89.4% of participantsfelt strongly (arating of 4 or 5) that their summer job
increased their understanding of what isexpected in awork situation compared to only 2.4%
whofdtthatitdid not (arating of 1 or 2). Again, employers ratingsareremarkably smilar
athough dightly higher (93.7% and 1.2%, respectively).

AsTables 14 and 15 show, provincid ratingsfor these questionswerevery consistent relative
to thenational ratingsand employers, whiledightly more positive, tended to givevirtually the
sameratingsas participants. Career/subject-related was strongest in Ontario, Quebec and
British Columbiaand weakest in Newfoundland, Saskatchewan and Prince Edward 19l and.

Whilealink between the career-related work experiencesand theleve of educationisdifficult
to establish, itisinteresting to note that for the three provinceswith the least career/subject-
related employment, the number of high school sudentsintheprogramisrelatively high. Both
PEI (50% high school students) and Saskatchewan (34.6%) had the highest numbers of
participantswho wereattending high school startingin September 1995. Asfor Newfoundland,
it had the fourth highest number of high school participants (30%). Thismight explainin part
why these provinces had the weakest career-related jobs, since high school studentsareless
likely to have made adefinite career choice and, thus, tend to feel that their jobswereless
career-related than post-secondary studentswho might beayear or two away from startinga
career.

Work-understanding was strongest in Ontario and Albertaand wasweakest in New Brunswick
and Saskatchewan.
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Table 14: ParticipantsRatingsof Job Characteristics

Nfld NS NB PEI Que Ont EN Sask Alta

(50) (53) (50) (50) (101) (101 (50) (52) (50)

The job was related to some of your school subjects
Notatall 1& 2 | 62.0% | 30.2% | 40.0% | 24.0% | 23.8% | 13.8% | 30.0% | 40.4% | 30.0% | 33.7%

3 14.0% | 26.4% | 18.0% | 30.0% | 14.9% | 15.8% | 10.0% | 26.9% | 12.0% | 21.8%
4+Verymuch | 24.0% | 43.4% | 42.0% | 46.0% | 61.4% | 70.3% | 60.0% | 32.7% | 58.0% | 44.5%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

Your employer acted as a mentor or coach
Notatall 1& 2 | 2.0% | 17.0% | 16.0% | 8.0% | 9.9% | 4.0% | 10.0% | 9.6% | 4.0% | 11.9%

3 28.0% | 3.8% | 14.0% | 14.0% | 18.8% | 8.9% | 20.0% | 15.4% | 22.0% | 16.8%
4+Verymuch | 70.0% | 79.2% | 70.0% | 78.0% | 71.3% | 87.2% | 68.0% | 73.0% | 74.0% | 71.3%
Don't know 0.0% | 00% | 00% | 0.0% | 0.0% | 00% | 20% | 1.9% | 0.0% | 0.0%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

Job increased understanding of what is expected at workplace
Notatall1& 2 | 20% | 0.0% | 80% | 20% | 1.0% | 20% | 40% | 1.9% | 0.0% | 4.0%

3 12.0% | 11.3% | 18.0% | 10.0% [ 9.9% | 6.9% | 8.0% | 154% | 4.0% | 9.9%
4+Verymuch | 86.0% | 88.7% | 74.0% | 88.0% | 89.1% | 91.1% | 88.0% | 82.7% | 96.0% | 86.1%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

The job was related to your career choice
Notatall 1& 2 | 58.0% | 35.9% | 40.0% | 40.0% | 21.8% | 14.9% | 28.0% | 44.2% | 30.0% | 25.8%

3 14.0% | 17.0% | 24.0% | 26.0% | 21.8% | 18.8% | 20.0% | 23.1% | 24.0% | 16.8%
4+Verymuch | 28.0% | 47.1% | 36.0% | 34.0% | 56.4% | 66.3% | 52.0% | 32.7% | 46.0% | 57.4%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

You gained new skills from this job
Notatall 1& 2 | 80% | 19% | 80% | 40% | 50% | 50% | 20% | 96% | 2.0% | 4.0%

3 220% | 75% | 8.0% | 16.0% | 99% | 7.9% | 14.0% | 13.5% | 18.0% | 10.9%
4+Verymuch | 70.0% | 90.5% | 84.0% | 80.0% | 85.1% | 87.1% | 84.0% | 76.7% | 80.0% | 85.2%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

You received adequate assistance in carrying out your duties
Notatall 1& 2 | 4.0% | 1.9% | 80% | 40% | 20% | 20% | 40% | 3.8% | 2.0% | 50%
3 12.0% | 3.8% | 10.0% | 6.0% | 7.9% | 59% | 14.0% | 13.5% | 14.0% | 5.0%
4+Veymuch | 84.0% | 94.3% | 82.0% | 90.0% | 90.1% | 91.1% | 82.0% | 82.7% | 84.0% | 90.1%
00% | 0.0% | 0.0% | 0.0% | 00% | 1.0% | 00% | 0.0% | 0.0% | 0.0%

Don't know
Tota 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%
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Table 15: Employer sRatingsof Job Char acteristics

Nfld NS NB PEI Que Ont Man Sask Alta

(50) (66) (68)  (50) (19) (67 (700 (99

Thejob was related to the student’s school subjects

Notatal 1& 2 | 50.0% | 28.8% | 30.8% | 40.0% | 16.0% | 19.4% | 31.3% | 48.6% | 204% | 14.6%
3 20.0% | 19.7% | 17.6% | 22.0% | 11.5% | 17.9% | 134% | 21.4% | 24.7% | 24.0%
4+Veymuch | 30.0% | 485% | 514% | 38.0% | 721% | 60.2% | 55.2% | 24.3% | 53.7% | 60.4%
Don't know 0% 3.0% 0% 0% A% | 26% 0% 5.7% 11% | 1.0%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100% | 100%

The student met your expectations with respect to the skills
Notatdl1&2 | 6.0% | 3.0% | 15% | 40% | 28% | 1.0% | 15% 4.3% 4.4% 3.1%

3 120% | 106% | 59% | 60% | 41% | 7.7% | 119% | 57% | 22% | 52%
4+Verymuch | 820% | 86.3% | 92.7% | 90.0% | 93.0% | 91.3% | 85.0% | 90.0% | 925% | 91.6%
Don't know 0% 0% 0% 0% 0% 0% 15% 0% 11% 0%

Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100%

Job increased the student’ s understanding of the workplace
Notatdl1& 2 | 40% | 15% 0% 0% 1.6% 5% 0% 1.4% 1.1% 2.1%

3 40% | 91% | 59% | 80% | 41% | 36% | 60% | 57% | 75% | 21%
4+Verymuch | 920% | 89.4% | 94.1% | 92.0% | 93.8% | 95.9% | 94.0% | 91.4% | 914% | 95.9%
Don't know 0% 0% 0% 0% A% 0% 0% 14% 0% 0%

Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100%

The job was related to the student’ s future career
Notatal 1& 2 | 46.0% | 19.7% | 25.0% | 38.0% | 18.8% | 14.3% | 29.8% | 35.7% | 19.4% | 12.5%
3 24.0% | 182% | 235% | 18.0% | 14.8% | 16.8% | 134% | 186% | 18.3% | 19.8%
4+Veymuch | 280% | 59.1% | 485% | 36.0% | 65.6% | 64.8% | 52.2% | 415% | 58.1% | 64.5%
Don’t know 20% | 30% | 29% | 80% 8% 41% | 45% | 4.3% 4.3% 3.1%
Tota 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100% | 100% | 100%

The student gained new skills from this job
Notatdl1&2 | 20% | 75% | 59% 0% 12% | 1.0% | 3.0% 4.3% 0% 0%

3 140% | 45% | 13.2% | 10.0% | 90% | 7.7% | 134% | 17.1% | 9.7% | 1.0%
4+Verymuch | 84.0% | 87.9% | 80.9% | 90.0% | 89.8% | 90.8% | 835% | 78.6% | 90.3% | 98.9%
Don't know 0% 0% 0% 0% 0% 5% 0% 0% 0% 0%

Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% [ 100%
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On asector basis, participantsin the non-profit sector felt most strongly (arating of 4 or 5)
that their summer job wasrelated to their career choice and school subjects (both at 65.9%).
Thiscompareswith ratings of about 60% for the public sector and about 40% for the private
sector. Thehigher ratingsin the non-profit sector may reflect the higher proportion of post-
secondary students as almost 49% of all post-secondary students worked in non-profit
organizations.

On an educational basis, post-secondary studentsfelt most strongly (arating of 4 or 5) that
their summer job wasrdaed tother career choice and school subjects(ratingsranging between
54.0% and 59.3%) compared to high schools students (28.7% for career and 43.6% for
subjects). Smilarly, post-secondary studentsweremorelikely tofed strongly (arating of 4 or
5) that their summer job increased their understanding of what isexpected in awork situation
(ratingsaround 90%) compared to high school students (rating of 32.7%).

On agender basis, femalestended to feel more strongly (arating of 4 or 5) than malesthat
their summer job wasrelated to their career choice and school subjects, but thiswaslargely a
matter of age. Y oung females (aged 15 to 19 years) were almost threetimes more positive
thanyoung males. Thedisparity intheratingsnarrowsasageincreaseand virtualy disappears
with studentsaged 25 or older. By way of contrast, malesand femalesin al age groupsfelt
strongly (arating of 4 or 5) that their summer job increased their understanding of what is
expected in awork situation (ratings ranging between about 86% to around 93%).

HRDC staff had noredl feel for the“ career” nature of thejobs. Their answersranged from
“Very high” to“Fairly limited.” However, they wereadmost unanimous (aswereemployersin
the key informant interviews) that about 100% (or closetoit) of the SCP positionswaslikely
to assst inthe* school-to-work” trangtion.

According to participants, the seven largest job titles, which account for 65.8% of
student employment, do not consistently have a strong “ career” link.

AsTable 16 shows, participantsrated two types of jobs, Youth Camp Counsellor and Child
CareWorker (15.2% of thejobs), ashaving the highest “ career-relatedness’ compared to the
nationa average. Inthiscase, 94% of sudentsemployed as Youth Camp Counsdlorsfelt their
job was very much related to their career, while this was the case for 79.2% of students
working as Child Care Workers.

A smal mgority of participantsrated two moretitles, Administrative Ass stant and Tour Guide
(21.9% of thejobs), asbeing very much “ career-related” (54.1% and 54.7% respectively).
Findly, they rated theremaining threetitles, General Labourer, Recregtion Instructor and Sales
Clerk (28.7% of dl jobs), ashaving thelowest “career-relatedness.” Seventy-seven (77%)
per cent of students said that working asa General Labourer wasnot at all career-related,
while 35.5% said the samefor Recreation Instructor and 46% for Sales Clerk.
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Table 16: ParticipantsRatingsof How Car eer-Related
WasTheir Summer Job by Main Job Titles

Job Title % of Not at all Average Very much so
Jobs  (ratingof 1or 2) (ratingof3) (ratingof 4or 5)
Administrative Assistant 14.9 255 204 54.1
General Labourer 14.7 77.3 6.2 16.4
Y outh Camp Counsellor 8.4 0.6 54 94.0
Recreation Instructor 7.9 355 28.3 36.2
Tour Guide 7.0 26.9 18.5 54.7
Child Care Worker 6.9 8.9 11.9 79.2
Sales Clerk 6.1 46.0 27.7 26.2
All Jobs 100.0 29.3 16.1 54.6

3.1.4 New Skills
Both participantsand employersfelt strongly that SCP participants gained new skills.

Themgority of participants (80.3%) fet strongly (arating of 4 or 5) that they gained new skills
ontheir summer job compared to just 9.6% whofelt the opposite (arating of 1 or 2). Employers
felt somewhat more strongly about thisthan did participants — 88.7% gavearating of 4 or
5 compared to just 2.0% who gavearating of 1 or 2.

Tables 14 and 15 (see pp. 24-25) show, again, that provincial ratingsfor these questions
werevery consistent relative to the national ratings and that employers, while dightly more
positive, tended to givevirtualy the sameratingsas participants. Ingenerd, theratingswere
strongest in British Columbiaand Ontario and weakest in Newfoundland and Saskatchewan.

On asector basis, participantsin the non-profit sector felt most strongly (arating of 4 or 5)
that they gained new skillsfrom their summer job (87.8%). Thiscompareswith ratings of
81.4% for the public sector and 74.6% for the private sector.

Onaneducational basis, post-secondary studentsfelt most strongly (arating of 4 or 5) that
their summer job gave them new skills (ratings around 80.0%) compared to high schools
students (36.1%).

Onagender basis, femaes, again, tended to fed more strongly (arating of 4 or 5) than males
that their summer job increased their understanding of what is expected in awork Situation
(ratingsaround 85%). Againthiswaslargely amatter of age. However, unlike career choice
and school subjects, where young females (aged 15 to 19 years) were amost three times
more positive than young males, there was virtually no disparity in theratingsfor younger
mal es (about 86%) and femal es (about 81%).
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3.1.5 Future Career Opportunities

The majority (71.3%) of participants feel that their summer job will help them get
full-time work in their chosen field compared to 19.7% who do not think it will help
(9.0% areunsureor don’t know).

Of those who felt their summer job hel ped, 89.0% cited the experience gained, 25.6% noted
thetraining received, 18.6% commented on the contacts made while 10.1% Stated that it was
because they wanted to work in the same type of job.

Almogt dl (95.2%) employersfed that the summer employment experience of the SCP student
will improvethe students’ chances of finding afull-timejob after completing school. The
remainder was split between ‘don’t know’ (2.6%) and ‘no’ (2.2%).

Themain reasonswhy employersfelt positively were specific on-the-job experience received
(74.0%), gained experiencedirectly related to career (34.4%), improved work habitgattitude
towork (27.0%), built confidence (17.3%), forma training received (13.1%), more mature
(9.0%) and contacts made/networking (7.0%).

With regards to the summer employment helping them to find work in their chosen field,
participantsin Ontario (82.2%) and Alberta (82.0%) werethe most positive. Participantsin
Newfoundland (42.0%), New Brunswick (50.0%) and Prince Edward Iland (50.0%) were
theleast positive. Employersindl provincesaso strongly believed that the summer job will
improvethe students chances of finding full-timework after school (ranging from alow of
92.0% in Newfoundland to ahigh of 97.9%in British Columbia).

Key informants shared employers and participants views. They, too, felt that ailmost all of
the positions assisted in the school -to-work transition.

More than two-thirds (67.4%) of employers felt that post-secondary students would
benefit most from the type of employment they provided under the program. A small
portion (14.3%) felt that high school students would benefit more whilethe rest were
either ambivalent (18.8%) or didn’t know (1.4%).

Table 17 showsthat employersin Quebec (80.7%) and New Brunswick (72.1%) were most
likely tofed that post-secondary studentswould benefit most from the type of employment
they provided under the program, while employers in Prince Edward Island (26.0%),
Newfoundland (22.0%) and Saskatchewan (21.4%) were most likely to fell that high school
studentswould benefit more. It should aso be noted that Prince Edward 1dland wasthe next
most ambivalent province (24.0%) after Ontario (26.6%).

About four-fifths (42.7%) of the employersa so thought that academic studentswould benefit

most, while afifth (23.5%) favoured vocational students. Almost athird (29.3%) were
ambivaent whileafraction (4.4%) didn’t know.
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AsTable 17 shows, employersin Quebec were most likely to feel that academic students
(50.4%) would benefit most from the type of employment they provided under the program.
They werea sothemost likely to fed the same about vocationa students (36.1%). Employers
in Saskatchewan (31.4%) and Newfoundland (32.0%) weretheleast likely tofed that academic
studentswould benefit most from the type of employment they provided under the program.
Employersin Ontario (15.8%), British Columbia (16.7%) and Alberta (17.2%) werethe
least likely to fedl that vocationa studentswould benefit most from the type of employment
they provided under the program.

Table17: Student WhoWould M ost Benefit
from the Type of Employment Provided

Nfld NS NB PEI Que Ont Man Sax

(50) (66) (68) (50) (244) (196) (67)  (70)

High school 220% | 18.2% | 14.7% | 26.0% | 16.4% | 10.7% | 104% | 21.4% | 8.6% | 11.5%
students

Post- 54.0% | 59.1% | 72.1% | 48.0% | 80.7% | 61.2% | 68.7% | 57.1% | 67.7% | 63.5%
secondary
students

Neither one 40% | 13.6% | 74% | 240% | 16% | 11.7% | 9.0% | 8.6% | 14.0% | 17.7%
nor the other

Either/or 160% | 7.6% | 59% 0% 12% | 148% | 75% | 114% | 75% | 52%
Don't know 4.0% 15% 0% 2.0% 0% 15% | 45% | 14% | 22% | 21%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

Academic 32.0% | 42.4% | 41.2% | 42.0% | 50.4% | 39.3% | 41.8% | 31.4% | 45.2% | 42.7%
students

Vocationa 20.0% | 18.2% | 20.6% | 20.0% | 36.1% | 15.8% | 20.9% | 31.4% | 17.2% | 16.7%
students

Neither one 10.0% | 21.2% | 26.5% | 30.0% | 9.0% | 23.0% | 19.4% | 17.1% | 18.3% | 27.1%
nor the other

Either/or 26.0% | 13.6% | 103% | 6.0% | 3.3% | 16.3% | 11.9% | 12.9% | 14.0% | 8.3%
Don'tknow | 120% | 45% | 15% | 20% | 12% | 56% | 6.0% | 71% | 54% | 52%
Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%
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Table 18 below showsthat employerstend to think that studentswith specific knowledge of
their business'work area (16.0%) arelikely to benefit most from summer employment within
their organization compared to studentswith agenerd background (9.8%). Similarly, they felt
that studentsin specialty mgorsor professiona programs, such as accounting, engineering
and management (14.3%) benefit most compared to studentsin general arts, sciences or
social sciences(7.3%), older students (8.7%) compared to younger ones (5.2%) and students
with strong computer operations and programming skills (6.1%) compared to studentswith
strong writing and research skills(3.1%). Thetable dso showsthat dmost haf (48.1%) of the
employersdid not think that there was any particular category of student who islikely to
benefit most from summer employment withintheir organization.

Table 18: Other Particular Category of Student Who Benefits

Frequency Per cent

Isthere any other particular category of student who islikely to benefit most from summer

employment in your organization?

No 481 48.1%
Students with specific knowledge of your business/work area 160 16.0%
Students in specialty majors or professional programs 143 14.3%
Students with a general background 98 9.8%
Older students 87 8.7%
Studentsin general arts, sciences or social sciences program 73 7.3%
Students with strong computer operations and programming 61 6.1%
skills

Y ounger students 52 5.2%
Students with strong writing and research skills 31 3.1%
Students with an athletic background 15 1.5%
Don't know 11 1.1%
Experience working with children 9 .9%

Agriculture students 9 .9%

Students with tourism interest 5 5%

Students with aworking mechanical knowledge 4 A%

Students with a mental/physical handicap 4 A%

Seminary students 3 3%

Students with skills training 3 3%

Students with aloan level of education 2 2%

Students on social assistance 2 2%

New Canadians 2 2%

Hotel/restaurant management students 2 2%

First Nation students 1 1%

Students with cooking skills/ background 1 1%

Note: Column total does not add up to 100% due to multiple responses.
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Onekey informant employer suggested that project work is better suited than service work
(suchasmanning adesk from9to0 5). “Having worked on aproject from beginningtoendis
vauableonaresume — especially for somefields such asengineering. Only inafew, such
asmedicine and law, can the service dimension work. But project orientationisbest for the
student and her/hisfuture.” Another noted that all students recognize the value of work
experience, but mature students are more sel ective about what they will do.

3.1.6 Job Opportunities

Thework experience may have hel ped participants get part-timejobsduring the coming
school year or next summer. It waslesslikely to lead to a full-time job right away or
after graduation.

When asked “ Did the employer who hired you thissummer offer you any of thefollowing?’,
participantsreplied asfollows:

Table19: Summary of Employment Offers

A part-time job during the coming school year 229 8.9 68.2
A summer job next year 30.0 175 524
A full-time job starting right away 3.7 3.2 93.1
A full-time job after graduation 3.6 6.5 89.9

Some 36.1% of the participantswho received (or possibly received) ajob offer felt that it was
conditional on getting money from the government to cover sdary costs.

Almost two-thirds (63.0%) of the employers surveyed said that their organization
intended to re-hire their SCP student at a later date.

A fifth (21.7%) said they would not while the remaining 15.3% did not know.

Almogt four fifths (80.8%) of the employerswho will be offering ajob will beoffering ajob for
the summer of 1997. Of theremaining 12.6%, 15.6% said they were considering afull-time
job after graduation while 10.5% were considering afull-timejob right away. Theremaining
72.2% were cons dering apart-timejob during the coming school year.

Employers job offerswere only modestly influenced by how well their SCP student performed.
Almost al employers(98.6%) who were offering jobsat alater date agreed that their student’s
performance wasfully satisfactory. Thiscompared with 85.0% who were not offering jobs.

Quebec (76.2%) had the highest proportion of employerswho said that their organization

intended to re-hiretheir SCP student at alater date, while Newfoundland (40.0%) had the
lowest.
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3.1.7 Financial Support
The private sector tends to pay somewhat better than the other two sectors.

AsTable 20 shows, 31.6% of private sector employers paid $8.00 or more per hour to their
SCP student. This compares to 26.1% in the non-profit sector and 19.7% in the public

sector.

Table20: Participantsby Hourly Wage Ratesand Sector

Hourly Wage Non profit Public Private
(292) sector emplover
(139) (195)
Less than $5.00 7.5% 1.5% 2.6% 0% 4.4%
$5.00 - $5.99 11.4% 31.9% 14.3% 33.7% 17.7%
$6.00 - $6.99 38.5% 30.5% 24.0% 33.9% 32.3%
$7.00 - $7.99 12.4% 16.4% 23.3% 28.4% 17.2%
$8.00 - $9.99 14.4% 12.5% 21.5% 1.5% 15.5%
$10.00 or more 11.7% 7.2% 10.1% 2.6% 9.8%
Refused/don’t 4.2% 0% 4.2% 0% 3.1%
know
Totd 100% 100% 100% 100% 100%

The majority (55.6%) of participants felt that the money they earned this summer
would help a lot in meeting their educational expenses this fall or in the future.

Another third (33.5%) felt it would help somewhile only about onein ten felt that the money
would help alittle (7.7%) or not at al (3.1%).

Other principal sources of financing for education include student loans (41.9%), parents/
family (35.1%) and part-timejob during the school year (25.5%).

Almost a quarter (23.4%) of the SCP participantshad morethan onejob thissummer,
generally a part-time one (90%).

SCP participantsin Prince Edward I dand (34.0%), Manitoba (32.0%) and Ontario (29.7%)
weremorelikely to have asecond job, while participantsin Newfoundland (10.0%), Nova
Scotia(15.1%) and Alberta (18.0%) weretheleast likely.
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3.2 Incrementality

Thenation of incrementdity isardative concept. Atthehighestlevel, somethingisincrementa
if it would not have occurred at al, or not at thetime or to the extent that it did, without an
intervention. Inorder to estimateincrementality asprecisaly aspossible, detailed quantitative
analysisisusudly necessary. Therewere both time and data constraintsthat prevented such
analysisinthiscase. Instead, usngamore qudlitative approach, the study presents aseries of
indicatorsthat, together, point at acertain levd of incrementality.

Inthefollowing section, the study examinesthe question of thelevel of incrementdity of the
Summer Career Placements program invariousways. Firg, thereisthenotion of job creation
- would the employer have created the job without the program? Within that concept, the
many aspectsof job creation areexamined. Conceptsof displacement, theimportance of the
financid ass stance, the number of studentshired, aswell asthe perception of participantsare
all pointing to acertain level of incrementality. The datacollected as part of the survey and
through thekey informant interviews shed somelight on thisissue. Second, withinthe concept
of job creation, thereisthe notion of the quality and nature of thejob created. 1nthe context
of thisstudy, thisnotionisreferred to asthe career-rel atedness of thejob.

3.2.1 Job Creation

More than two-thirds (69.0%) of the employers surveyed stated that they would not
have hired a student this summer had the wage subsidy not been available.

AsTable 21 shows, thisismore prevalent in the not-for-profit (81.9%) sector thanin the
public (64.3%) and private (50.0%) sectors.

Table21: Employersby Sector and I ncrementality

Private Public Total
Emplover Emplover (1000)
(310) (174)
Would your organization have hired a student this summer if the wage subsidy had not been
available?
Yes (all students) 28.0% 6.9% 18.5% 15.5%
Maybe (all) 5.2% 1.9% 3.5% 3.2%
Y es (some students) 6.5% 4.8% 3.9% 5.2%
Maybe (some) 10.2% 4.5% 9.8% 7.2%
No 50.0% 81.9% 64.3% 69.0%
Totd 100% 100% 100% 100%
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Table 22 shows that employers in British Columbia (81.3%), Ontario (75.0%) and
Newfoundland (74.0%) werethe most likely to think that their jobswereincrementa, while
thosein Saskatchewan (54.3%) and Alberta (63.4%) weretheleast likely.

Table22: Employersby Provinceand Incrementality

Nfld NS NB PEI Que Man  Sask

(50) (66) (68) (50) (67) (70)
Yes(al 16.0% | 182% | 14.7% | 16.0% | 234% | 82% | 17.9% | 186% | 140% | 6.3%
students)
Maybe (al) 40% | 15% | 15% | 60% | 16% | 36% | 45% | 43% | 43% | 52%
Yes (some 0% 45% | 88% | 60% | 45% | 61% | 45% | 29% | 97% | 31%
students)
Maybe 6.0% | 76% | 44% | 80% | 45% | 71% | 90% | 200% | 86% | 42%
(some)
No 740% | 682% | 70.6% | 64.0% | 66.0% | 750% | 64.2% | 54.3% | 634% | 8L3%
Total 100% | 100% | 100% | 100.0% | 100% | 100% | 100% | 100% | 100% | 100%

But not all theemployersfelt their jobswereincrementa. Significant proportionsof themsaid
that they would have (15.5%) or might have (3.2%) hired all of the studentsthey hired even
without thewage subsidy. Thiswasmost likely in Quebec and least likely in British Columbia.
Similarly, sgnificant proportions said that they would have (5.2%) or might have (7.2%) hired
some of the students they hired even without the wage subsidy. Thiswas most likely in
Saskatchewan.

Interpreting datain Tables 21 and 22 aboveisalittle confusing. To help, wedefine Minimum
incrementality asthe proportion of employerswho answered “No” to the question “Would
you have hired a student this summer without the program?’ We a so define Maximum
incrementality asarange. The Upper Maximum incrementality equals 100% minus the
proportion of employerswho said“ Yes (All)”. For example, inthe case of Nova Scotia, this
isabout 82% (100.0% - 18.2% = 81.8%). The Lower Maximum incrementality equals
Upper Maximum incrementality minusthe proportion of employerswho said“ Yes (Some)”
which, in the case of Nova Scotia is about 77% (81.8% - 4.5% = 77.3%). Using these
definitionswe can congruct Table 23 bd ow which showsMinimum and Maximumincrementaity
for Canadaand each of the provinces.

Based on both minimums and maximums, overdl incrementdity ishighest in British Columbia,
Ontario and Newfoundland and lowest in Saskatchewan, Quebec and Alberta. Care must be
takenininterpretingthesedata. Toillustrate, Saskatchewan’ slow reported incrementality
may be duetoitssector mix. It madethelowest use of the non-profit sector (wherereported
incrementality is highest), the highest use of the public sector (which has low reported
incrementality) and high use of the private sector (where reported incrementality islowest).
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Table23: Incrementality, Canadaand by Province

I ncrementality Minimum L ower —Upper
Maximum
Canada 69 81-84
Newfoundland 74 84-84
Nova Scotia 68 77-82
New Brunswick 71 76-85
Prince Edward Island 64 78-84
Quebec 66 72-77
Ontario 75 86-92
Manitoba 64 77-82
Saskatchewan 54 78-81
Alberta 63 76 - 86
British Columbia 81 91-94

Although some had no idea, most employersinthe key informant interviewsfelt that al the
jobswould beincremental. However, oneemployer said that the company would have hired
other studentswithout asubsidy.

While most HRDC steff felt that most of thejobs created under SCP“ should beincrementa”
some expressed reservations about the private sector, particularly largebusinesses. Thisview
issupported, to someextent, by theemployer survey and by participants (46.1% of whom felt
that their SCPjob inthe private sector would have been created without the subsidy). While
amogt all HRDC gtaff felt that thejobswereincrementa inthe not-for-profit sector, severd of
the staff suggested that “we may have created adependency.”

Many of the key informants believed that dependency is often tied to the concept of
incrementdity. They felt that thelonger the period an employer recelves uninterrupted funding,
themorelikely incrementality iseroded. Thiscan occur inall sectors, but it may impact the
not-for-profit and public sectorsmore becausethesubsidiesarerd atively high and uninterrupted
funding may deter them from searching for dternative sources of funding (e.g., charity drives,
grants). Dependency would be diminished if the program witnessed high employer turnover.
This does not happen (the proportion of new employersis estimated to be lessthan 5% a
year), largely because the main marketing effort focuses on past employers (dueto lack of
funds and adesire to fund as many applications as possible). One of the major sources of
potential new employer complaintsabout the SCP program, according to staff, isthat they are
not awareof it.
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When asked if their job would have been available to a student this summer without
the help of the program, the majority (56.9%) of participants felt that their summer
job wasincremental whileonein five (20.3%) did not (22.8% were not sure or did not
know).

AsTable 24 shows, participantsin Ontario (68.3%), British Columbia(68.3%) and Alberta
(66.0%) were the most likely to think that their jobs were incremental, while those in
Saskatchewan (36.5%) and New Brunswick (42.0%) weretheleast likely. Theserankings,
while somewhat |ess positive, are consistent with those for employersin Ontario, British
Columbiaand Saskatchewan (see above). However, Alberta, whichisranked high among
participants, isranked low among employers (although the proportionsaresimilar).

Table 24: Percentage of Participantsby Provinceand I ncrementality

Nfld NS NB PEI Que Ont Man Sak Alta BC

(50) (53 (50) (50) (101) (10) (50) (52) (50) (101

Do you think this job would have been available to a student this summer without the help of the SCP Program?

Yes 200% | 189% | 28.0% | 30.0% | 31.7% | 14.9% | 18.0% | 34.6% | 10.0% | 149%
No 58.0% | 62.3% | 420% | 54.0% | 525% | 68.3% | 60.0% | 36.5% | 66.0% | 68.3%

Not sure/ 22.0% | 189% | 30.0% | 16.0% | 15.8% | 16.8% | 22.0% | 28.8% | 24.0% | 16.8%
couldn’t say

Totd 100% 100% 100% | 100.0% | 100% | 100% | 100% | 100% | 100% | 100%

3.2.2 Other Summer Students

As mentioned above, 62.7% of all employerssurveyed hired only one SCP student. In
82.6% of these cases, it isthe only student they hired. This means that 51.8% of all
surveyed employers hired no additional student.

Thiswasmost likely for employersin Newfoundland (70.0%) and least likely for employersin
Alberta(30.1%) and Prince Edward Island (40.0%).

Of those employerswho hired at least one other student in addition to the SCP student(s)
hired this summer, about two-thirds (64.9%) received financial assistancefor at |east one of
the other studentshired. Thiswasmost likely for employersin New Brunswick (76.3%) and
Quebec (72.7%). It wasleast likely for employersin Saskatchewan (34.5%) and Manitoba
(59.3%).

3.2.3 Importance of Subsidy

Excluding those employers who said that they would have hired all of the students
they hired even without the wage subsidy (some 15.5%), almost all (92.1%) of the
remaining 84.6% employers said that the wage subsidy was important for financial
reasons such as bad economic conditions or a poor funding situation.
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Thiswasechoed in thekey informant interviewswith employers, dmost al of whom said that
the wage subsidy was very important in their decision to participate in the SCP program
(two noted that it wascritical).

Financia reasons are most important in Ontario (95.0%) and Quebec (94.1%) and |east
important in Manitoba(83.6%). Other reasonswhy thewage subsidy wasimportant included:
necessary to meet thefinancial need of the students (5.7%), employment specially created
(3.1%) and to enticethe student to take thejob (2.7%). Employersasofelt thewage subsidy
wasimportant to compensatefor: thelower level of experience of the students (2.6%), the
extrasupervision/special assistance needed (2.5%), thetraining required (2.5%) and therisk
of hiring astudent (0.9%).

Most employersinthe key informant interviews reported the need for extraresourcesto do
thingsthat would not otherwise get done or to continue/extend serviceto their clients. While
some noted adesireto hel p sudents (always short staffed in summer — employeevacations
— anditisgood PR to hire students) others were more mercenary (take advantage of a
subsidy that isthere).

Other reasonsincluded: (a) part of our recruitment program and (b) enhancesour affirmative
action program. One noted anumber of reasons. (a) insummer, lotsof staff go on holidays;
(b) involved with lotsof programsinthearea; (c) new face, new ideas; and, (d) extrahelp.

HRDC staff, by way of contrast, had mixed views about theimportance of thewage subsidy.
Thefew who were negative, suggested that: (1) the subsidy isnot much of anincentivefor
theprivate sector — thelarge employerswould probably employ studentsanyway (many of
them do not approach us); (2) public sector — the municipalitiescan fund themselves —
maybethe universitiestoo; and (3) it increasesthe grant pool for the universities.

3.2.4 Displacement

As many as a third (33.3%) of SCP participants may have displaced other workers
who would have replaced permanent workers who are on “normal” leave (e.g.,
pregnancy leave, sick leave, summer vacation).

That isthe proportion of surveyed employerswho said that the SCP student took pressure of f
employeesor filled infor those on vacation. The proportion varied from ahigh of 40.0%1n
Saskatchewan to alow of 26.0% in Newfoundland.

Almost all the employersin the key informant interviews said that the SCP student did not
replace permanent workers, except for overtime. A few said partly. Most of them said that
nobody would have done the work without the student (always short staffed in the summer),
whileone said they would have had to reduce services. A few said that if thework hasto be
donethey would have had to hire somebody part-time or divide thework up among existing
employees (increasing their workload, overtime).
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HRDC staff felt that the SCP student should not be replacing permanent workers (largely
because therewould be union problem), but that in thereal world thereisprobably alittlebit.

3.2.5 In the Absence of the Subsidy

Morethan athird (36.1%) of employers said that the work done by their SCP student
would have been postponed or not done had they not been able to hire the student.

When comparing provinces' results, thiswasfairly consistent with the exception of Prince
Edward Idand (28.0%) and British Columbia(53.1%).

Theremaining two-thirds of employerswould have had thework done by full-time (37.6%) or
part-time (7.4%) employees, by volunteers (7.5%), by hiring through atemporary agency
(5.2%) by contracting out (1.9%) or by hiring fewer students (1.8%). About 7.3% said that
thework was created specificaly for the student.

Excluding employers who would not have hired a student if the wage subsidy had not been
available (69.0%), almost two-fifths (37.2%) of the remainder said that they would not
have paid the same wages to their student if they had not received any assistance from the
SCP (presumably they would have paid less). This compares with almost three-fifths
(57.3%) who would have paid the same wages.

The proportion who would not have paid the same wages ranges from highs of 61.8% in
Albertaand 50.0% in Saskatchewan to lows of 0% in Newfoundland and 26.5% in Quebec.

3.2.6 Improving Incrementality

As mentioned above, the SCP contains two dimensions of incrementality — the
incrementality of the job created and the incrementality of the career opportunity
created.

Whilean employer may have created ajob without the SCP Program, s’he may have created
adifferent career opportunity because of the SCP Program.

A SCPposition will befully incrementa when both thejob created and the career opportunity
provided are both incremental. The position will be partly incremental when either thejob
created or the career opportunity isincremental. The positionwill not beincrementa when
neither thejob nor the career opportunity isincremental.

Job incrementality isweaker :

i)  Thegreater thenumber of positionsan employer receivesfundingfor.

Morethan athird (37.2%) of employershired morethan one student through SCP.
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Table 25 somewhat suggeststhat incrementality dropsasthe number of SCP participantsthat
anemployer hasgrows. For example, thereisa25% drop inthe number of 1-student employers
who would not have hired without the program, and the number of employersof morethan 10
students.

Table25: Employersby Incrementality and Number of SCP Students

Would you have hired a student if wage subs dy not

_ available
# of StudentsHired Total
Yes (all Maybe Yes(some Maybe No (1000)
students) (all) students) (some)

1 student (627) 16.2% 3.1% 2.9% 6.3% 71.5% 100%
2 students (213) 12.6% 3.5% 9.8% 8.8% 65.3% 100%
3 or 4 students (105) 15.8% 3.8% 6.1% 8.9% 65.5% 100%
510 10 students (38) 14.1% 2.9% 57% 8.4% 68.9% 100%
More than 10 students (15) 20.4% 0% 27.7% 6.6% 45.3% 100%
Don't know/ non-response (1) 100% 0% .0% 0% 0% 100%

i)  Thelonger theperiod an employer receivesuninter rupted funding.

Thisistied to the notion of dependency discussed in Section 3.2.1. Asmentioned before,
many of thekey informantsinterviewed, beieved that thelonger an employer recaivesfunding,
thelessinclined theemployer isto seek dternativefunding. Therefore, whilethejob might till
provide good career-related work experience, it is quite possible that it could have been
funded through other means.

Aspart of the SCP program, dightly lessthan half (45.7%) of surveyed employersand al of
thekey informant employers had participated in SCPin previousyears (somefor morethan
tenyears).

In addition, HRDC staff estimate the proportion of new employersto belessthan 5% ayear,
largely because the main marketing effort focuses on past employers (dueto lack of funds, a
desireto fund asmany applicationsas possible, and dueto delayed implementation caused by
late timing-announcement of the program). Considering that the number of repeat employers
ishigh, and assuming that for anumber of these empl oyersthe dependency effect isoccurring,
itisthen possblethat incrementality isreduced.

Career opportunity incrementality isweaker :

i)  Themore often the same person ishired by the same employer to do the same
job.
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Almost athird (32.2%) of the participantsworked for the same employer in the summer of
1995 asinthe summer of 1996 and fully four-fifths (80.5%) of those performed smilar work
inbothyears.

i) Thelessdefined thework.

Both key informants and participantsfelt that work, wherethere was aspecifictitlewitha
defined set of tasks, tended to be more career-related. Toillustratethis, werefer to Table 16
on page 27. According to the participants survey results, 77.3% of studentswhosejobttitle
was “Genera Labourer” (almost 15% of al jobs), felt that this summer job was not at all

career-related . Incomparison, 79.2% of participantswhosejob tittewas* Child Care Worker”

(amost 7% of all jobs) felt that the work was very much career-related. Thiswould seemto
support the argument that career opportunity incrementality isweakened thelessdefined the
work.

Thisdata, however, hasto betreated with care sincetwo job titleswhich weresimilar, i.e.,
Youth Camp Counsellor and Recreation Instructor, wererated very differently by students.
Therefore, dthough not generdized, in some casesless defined work seemsto suggest weskened
career opportunity incrementality.

3.3 Program Efficiency

This section reviews how the program operates weaving in feedback from employers,
participantsand key informants.

3.3.1 Announcement

The Summer Career Placements program does not start until the Minister announcesit along
with approved budgetsfor summer programs. HRDC documents show that over the last
decade the announcement date has deteriorated by a most three months (from December 19
in 1986 to February 9in 1990 to March 12 in 1996).

Employers and regional staff commented on the lateness of the Ministerial
Announcement of Summer Programs. They suggest that a*“ regular” announcement
— taking place no later than a week or two before spring break every year — would
go along way towards helping businesses and students plan. Other HRDC programs
are not hindered by this.

However, it should be noted that the start date of the programs cannot be announced prior to
program budgets being approved.

Thelater the announcement date the shorter the time period for employersto preparetheir
applications. Since 1986 the time period between the announcement date and the application
deadline has dropped from about 13 weeksto just 4 in 1996 (whichissomewhat better than
the 3weeksavailablein 1993). Inredlity, however, employersdo not have all 4 weeksas
HRCC staff need part of it to prepare application packages, etc. While they do some
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preparatory work, they can only do so much becausethere arealways*last minute changes.”
For exampl e, thisyear the deadline date was changed and this caused problemsfor thosewho
geared up for the expected date.

Clients complained about the program’ slate start. HRCC staff commented on how stressful
the situation wasand how it hurt HRDC credibility.

HRCC gtaff noted that not knowing whenthe programwill start, not knowing what changes (if
any) will be made, the short timeframesto prepare budget all ocations and to get information
kitsout all contributeto the stress. They also suggested that not knowing the start date and
whether the programwill changeéigibility criteriaor shift emphasshurtsther credibility when
employerscall asking when they can apply for the program.

Two employersinthekey informant interviews commented on thelateness of the announcement.

(& “Announcedtoolate. | literally sit on the edge of my seat every year waiting for an
announcement. The reaction timefor employersisinadequate — studentsinquire
about summer jobsin January and they cannot afford to wait. They are often aready
employed by the timethe announcement ismade. Thewhole program (announcement
and application deadline) should be moved back amonth. Inaddition, | can not remem-
ber ayear when the application formswereready at thetime of the announcement (this
also needs addressing). | had to hand deliver application forms, keep a secretary on
standby and virtually keep caling HRDC.”

(b) *“Start date wasdelayed and there was no notification of this — had to find out on my
own. Thishad animpact as some of the students|eft the projectsfor which they would
have been hired asthey needed 4 months' work, not 3. The Centrewasableto replace
them by advertising on campus, but we may not have replaced them with studentswith
the best background for the project. We lapsed about 5 projects because the project
officer did not do it and did not inform the Center.”

A review of newspaper coverage showsthat only three newspaperscovered the 1996 Minigterid
announcement. The Winnipeg Free Pressand the Halifax Chronicle Herald carried stories
theday after the announcement (giving employersin those citiessufficient noticeto be ableto
apply), whilethe Toronto Star reported on the program on April 5 (aweek beforethe closing
date for applying). Coverage was only dightly better in 1995 — four newspapers (the
Calgary Herald, the Globe and Mail, the Toronto Sar and the Financial Post) covered it
the day after it wasannounced. The Toronto Sar a so gave amorein-depth report on April
15. No coverage wasfound of the 1994 announcement.

However, itisto be noted that in the spring, the Department runsan ad campaignin al maor
newspapers.
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3.3.2 Budget Allocations
NHQ providesbudget dlocationsto theregionsand theregionsalocate budgetsto the HRCCs.
(Section 2.4.1 describes how these budget allocations are generated.)

HRDC staff noted that the budget allocations from NHQ are never early enough.

3.3.3 Marketing
The Program Operationa Procedures outlinesthe following marketing approaches.
1) NHQmarketing activitiesareasfollows:
(& TheMinister announcesthe programto Membersof Parliament, encouragestheir
participation in the promotion; and

(b) Thereisnationa print advertising asappropriate.

2) TheProgram operationa proceduresrecommend regiona and loca marketing strategies.

(& Whichensurethat fundsaredistributed appropriately and that all geographic aress,
whether rural or urban, benefit, and which meet nationa, regiona and local 1abour
market priorities;

(b) Which arebased on maintaining an appropriate mix of private, non-profit and public
sector employers, according to thelocal labour market needs, and on an equitable
mix of jobsfor secondary and post-secondary students,

(©) Whichaddressthefollowing socid priorities: drug and a cohol abuse, AIDSeducation,
urban crime, environment and literacy;

(d) For which activities will allow for employment opportunities for persons with
disabilities, visble minoritiesand native youth; and

(e) Whichtakeinto account dements such asthetypes of industries and the number of
small employersinthearea.

Most HRDC staff do not formally market the SCP program.

They do not redlly need to sell the program asit tendsto be oversubscribed (in some casesup
to four timesthefunding) without marketingit. Most HRCCsuseamailing list (of employers
who have previoudy used the program and those who have expressed aninterest in participating
init) to send out gpplication kits. Also, somecomeinthroughword of mouth. However, staff
report that program awareness among potential new employers could beimproved.
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Almost half (45.7%) the employers surveyed heard about the SCP because they had
participated in the program in previous years. Another fifth (18.2%) learned about
the program through the HRCC office.

AsTable 26 shows, employersfor al sectorswere most likely to have heard of the program
because they had participated in previousyears. However, non-profit employerswerethe
mogt likely to have heard about the program through previousyears gpplication or participation.
Public sector employerswere mostly to have heard about the program from HRCC offices,
while private employerswerethemost likely to have heard about the program through business
contactsor themedia

Table26: How EmployersHeard About the SCP Program by Sector

Private Non-Pr ofit Public
Participated or applied in 34.7 52.6 4.7
previous years
HRCC Office 20.4 15.2 229
Business contact 155 11.4 11.0
The media 11.8 3.2 49
All other 17.6 17.6 16.5

Interestingly, al employersinthe key informant interviews had been involved in the program
for anumber of years(somefor 10 or more). Initially, some had seen the program advertised
in the newspaper, others heard by word of mouth and some had been recruited by HRDC.
Almost dl of them received anaotice from HRDC informing them about the 1996 program.

Business contacts (12.6%), the media (6.2%) and their M P (2.3%) were other main waysthat
employerslearned about the program. Therankingsof these hold provincialy, but Table27
shows someinteresting geographicd differences.

Relativeto the West, employersin Atlantic Canadatended to learn about the program more
from HRCC offices (ranging from alow of 22.0% in Newfoundland to ahigh of 27.3%in
Nova Scotia) than from either previous participation (ranging from alow of 26.0% in
Newfoundland to ahigh of 39.7% in New Brunswick) or business contacts (ranging between
roughly 12% and 14%). The corresponding proportionsfor Western employersare HRCC
offices(fromalow of 6.0% in Manitobato ahigh of 19.4%in Alberta), previous participation
(fromlow of 40.0% in Saskatchewan to ahigh of 60.4% in British Columbia) and business
contacts (ranging between roughly 15% and 16%).

Employersin Quebec weretheleast likely in the country to hear about the program through
business contacts (7.0%); previous participation (45.9%) and HRCC offices (27.9%) were
comparatively moreimportant. Employersin Ontario wereamong theleest likely in the country
to hear about the program through HRCC offices (9.7%); previous participation (46.4%) and
business contacts (15.3%) were comparatively moreimportant.
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Table27: How Employers Heard About the SCP Program by Province

Nfld NS NB PEI Que Ont Man Sak Alta BC

HRDC Office 220% | 27.3% | 235% | 26.0% | 27.9% | 9.7% | 6.0% | 17.1% | 19.4% | 6.3%
Participatedin,or | 26.0% | 37.9% | 39.7% | 32.0% | 45.9% | 46.4% | 52.2% | 40.0% | 48.4% | 60.4%
applied for,
programin
previous year

Business contact 12.0% | 121% | 11.8% | 14.0% | 7.0% | 15.3% | 149% | 15.7% | 16.1% | 15.6%

Through school/ 2.0% 1.5% 1.5% 20% | 12% | 41% | 3.0% 0% 22% | 21%
university/ college

Member of 6.0% 1.5% 8.8% 4.0% 20% | 2.0% | 15% 0% 11% | 1.0%
Parliament
The media 10.0% 1.5% 4.4% 8.0% 57% | 11.2% | 15% | 12.9% 0% 3.1%

Other (madeupof | 22.0% | 10.6% | 4.4% 6.0% | 53% | 51% | 104% | 57% | 3.2% | 4.2%
10 other responses)

Don't know 0% 7.6% 5.9% 80% | 49% | 61% | 104% | 86% | 9.7% | 7.3%

Total (50) (66) (68) (50) (244) | (196) | (67) (70) (93) (96)
100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

Was this the most effective way to reach you?

Yes 75.7% | 833% | 86.5% | 86.7% | 90.8% | 64.5% | 64.0% | 63.9% | 74.4% | 64.5%
No 216% | 139% | 135% | 133% | 6.7% | 32.3% | 36.0% | 27.8% | 20.5% | 32.3%

Don't know/not 2.1% 2.8% 0% 0% 25% | 32% 0% 83% | 51% | 32%
sure

Total (37 (36) (37) (30) (120) | (93 (25) (36) (39) (31
100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%

The mediawas more mixed, with employersin Saskatchewan (12.9%), Ontario (11.2%) and
Newfoundland (10.0%) being the most likely to learn about the program from them and
employersin Alberta, Manitobaand Nova Scotialearning virtually nothing about the program
throughthe media

MPsin New Brunswick and Newfoundland wererdatively activeininforming employers.

While three-quarters (76.6%) of surveyed employers felt that the way they learned
about the program was an effective way to be reached, a fifth (20.4%) did not.

Of the 20.4%, 47.3% suggested direct mailing fromHRDC, 21.2% suggested better advertisng,

and 9.5% suggested direct contact from the HRCC office (9.5%) as being more effectivein
reaching them.
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Employers from Nova Scotia, Prince Edward Iland, New Brunswick and Quebec were
morelikely tofed that they had been effectively reached (ranging between roughly 83% and
91%) compared to employersin Newfound and and from Ontario (ranging between roughly
64% and 76%).

3.3.4 Application Preparation

After employersreceivether kitsfrom HRCCs, they complete and submit project gpplications
totharlocd HRCC. HRDC documentsshow thet, over thelast decade, deadlinesfor submitting
applications have deteriorated by almost amonth ( March 8in 1986 to April 12in 1996),
largely dueto latenessin the Ministerial announcement. Asmentioned earlier, thisleaves
employerswith lessthan 4 weeksto preparetheir applications.

In general, most employers in the key informant interviews reported that the
application process was easy and that they had no problems with it.

Table28 confirmsthis — 86.1% of employerssurveyed were very satisfied with the ease of
the gpplication process (versusonly 3.3% who werevery dissatisfied). Nova Scotia (90.9%)
and Prince Edward |9 and (90.0%) had the highest satisfaction ratingswhile Ontario (82.2%),
Alberta(82.8%) and British Columbia (83.4%) had the lowest.

Table28: Employer Satisfaction Ratingswith SCP Program Service

Very satisfied  Very dissatisfied

(4or5) (or 2
The overall quality of services provided by the 88.4% 2.2%
SCP program
Theinitia information which you received about o o
the program 82.6% 4.7%
The ease of the application process 86.1% 3.3%
The timeliness of the approval process for 64.2% 15.1%
applications
The assistance provided by the staff of the HRCC 82.7% 4.2%
office
The current method of paying the wage subsidy to 79.5% 4.8%
employers

Almog dl employersinthekey informant interviewsreceived anoticefrom HRDC informing
them about the program. So most had no problems, largely becausethey already knew about
the program. Several noted that it took only 10 to 20 minutesto apply (they said they just
copiedlast year's). However, anumber had problemswith deadlines and thelateness of the
information. They noted the need for HRDC to get program information out sooner so that
they would havetimeto plan their summer employment programs and not missthe deadline.
A frequently heard comment was. “We had very littletimeto get our applicationin”.
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Most key informant employers felt that they got good service (very responsive and
very informative, no problems, very impressive) from their HRCC.

However, onefound it irritating to contact someone at HRDC regarding the program — it
appears that telephone numbers are not aways current. They suggested a 1-800-linefor
SCP. Another echoed thissentiment saying“ Thefedera government should kegp thar telephone
numbersup to date — either no one answers, you get voice mail or thelineisdead.”

Another reported that HRDC staff knew the*what” about the program but they were unable
to providethe“when” of theprogram — timing isespecialy crucial for them asthey need
timeto carefully screen applicants.

Two wanted to know how HRDC selected proposals — they wanted abetter chance at
getting morefunds.

Most of the key informant employersreported no problemswith forms. Onevolunteered
that the forms were getting better — briefer and fewer.

Thiswas confirmed by theemployer survey inwhich 82.6% of employerssaid they werevery
satisfied (compared to only 4.7% who were very dissatisfied) with theinitia information which
they received about the program (see Table 28 above). Newfoundland (94.0%) and Prince
Edward Idand (94.0%) had the highest satisfaction ratingswhile Nova Scotia (77.3%) and
Ontario (79.1%) had thelowest.

However, onekey informant suggested that the forms should beredone (they aretoo long and
not well laid out, but information requested onthemwas OK). Thiswasechoed somewhat in
theemployer survey: 3.5% of them suggested improving the gpplication form, 2.8% suggested
improving thedarity and Smplicity of theregulaionsand 1. 7% suggested improving the program
meaterid.

HRDC staff are, perhaps, more affected by the lateness in receiving program
information than employers.

They fed that both the variability of announcement and application dates and the | ateness of
program information diminishesthe quality of servicethey provideto employers. Asone
manager sad: “ The dday damagesthe students because they get ashorter contribution period.
Thepublic releases preceded information rel eases, so staff had difficulty answering queries.
Employerscomplained about thedelays.” But, another staff member pointed out resignedly
“Nothing redlly changed fromthe previousyear. Everythingisawayslate soweexpect it.”

However, most staff conceded that while information, etc. was late, that it was better
this year than previous years.

But they did notethat there were typos on the diskette information, that Englishinformation
comes before French (whichistoo lateto be of use) and that the Operationa Proceduresfor
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the program (Chapter 26 of the policy manua) are out-of-date and this causes confuson (e.g.,
theindigibility of immediate family members[Section 26.29, Item 2.b] hasbeen successfully
challengedinthecourts).

3.3.5 Application Assessment

After the proposalscomein, HRCC staff assesses each of them based on local and regional
needs and in accordance with the established criteria(see Section 1.1 for details). Following
the receipt of applications, HRCCs prepare and submit alist of recommendationsto thelocal
MPsfor review and recommendation. Oncereviewed by the MP, thelist isreturned to the
respective HRCC for the manager’ sapprova and signature of agreements. MPsmay submit
anon-consensusto the Minister if in disagreement.

The timeliness of the approval process caused employers the most concern with the
administration of the program.

Table 28 above showsthat thiswasthe most dissatisfying agpect of an otherwisewd|-ddlivered
and well-received program. Only 64.2% of surveyed employersrated thishighly compared
to 15.1% who rated it lowly. Employersin Prince Edward Island (84.0%) and Manitoba
(77.6%) were the most satisfied with timeliness while employersin Ontario (50.0%) and
British Columbia (52.1%) weretheleast satisfied.

Reducing the amount of time taken to approve applicationswas the number one suggestion
from employers about how to improvethe program. Morethan afifth (21.5%) stated this
concern and another 6.0% said that businesses should be allowed to apply earlier.

Employersin the key informant interviews expressed mixed views about their applications
being processed in an efficient and timely manner. Many werenot surewhen they got gpprovd.
Many saidthat they had nodelays. Otherssaid that the delay between the closing of gpplications
and the notification of contract awardsistoo long and that it was particularly late thisyear.

Most key informant employers said they were informed soon enough to recruit

participants as planned.

Typicd commentswereasfollows:.

(& Thisyear,yes. Wehad 2 and ¥2weeksto find astudent whereas|ast year we had only
2 days.

(b) Overall HRDC usudly informs us soon enough to recruit participants asplanned. But,
not aways. We weretold on Friday that we had been approved for 12 weekswhich
meant that we had to hire on thefollowing Monday.

Many, however, experienced delayswhich caused them difficulty finding students, for example,
losing the best candidate for thejob.

Evaluation of the Summer Career Placements Program

47



48

Typica commentsincluded delays causing studentswho had applied earlier to take another
job, or start dateswhich could not be met.

Two suggested earlier notification for the sake of the students. Another felt that the HRCC
should explain why they did not get funded. “We don’t aways get approved and we do not
get an explanation why. Wearein contact with other day care agenciesand oneyear we got
turned down while another agency got two positions. They do the samework aswe do and
they havethe sametype of clients — they areinthecore. It doesnot seemfair.”

Employers concern about timeliness was echoed by program staff.

They noted that processing applicationswasavery intense period (acrash program to process
contracts).

Most staff try to fund as many applications as possible.

To do so they may reduce the funding requested — usually the number of participants per
application. Somereducethe number of weeks per participant, but not too much asthismay
affect the quality of the placement.

Very few applicationswerergected. Reasonsfor regectioninclude (a) thetype of work being
offered (i.e., not career related, such astuffing envelopes — athough someregionsdo fund
thisasit may betheonly work availableinthe ared), (b) the proposal doesnot |ook likean
employer-employeereationship, ¢) commissionwork, and (d) poor previousexperiencewith
theemployer.

Very few approved applications are not actioned by employers.

HRDC staff estimate that between 0% and 10% are not actioned. Withdrawal s/cancellations
occur mainly intheprivate sector — usualy duetoadow downinbusiness. Someapplications
are not actioned because the employer does not get the specific student they want or thetype
of skill (e.g., pharmaceutical sudentsin rurd regions). Some regionsover-commit (compared
to their budget) to cover likely lapses or non-actioned proposals.

3.3.6 Participant Recruitment

Employers, athough encouraged to use the HRCCsfor Students, may identify the student
they wish to hirewithout assistance from HRDC. In HRCCsfor Students, an inventory of
eligible students and employersis set up to assist with matching candidates with available

positions.
Someloca officesusethe HRCCsfor Studentsfor promotion and monitoring, including the

20% survey of participants (20% isthe number of low risk employersHRCC representatives
aretovigt for purposesof ingpection and audit).
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About two-fifths (40.4%) of the employers used the HRCCs for Students to hire a
student and a few of them (2.8%) felt that the HRCC's screening of the students
could be improved.

By way of contrast, only 12.6% of participants reported that they heard about their
job from a posting at (6.9%) or had areferral from (5.7%) an HRCC for Students.

Another 5.5% of participantsreported aposting at (2.8%) or areferral from (2.7%) aregular
HRCC. Most participants say they found their job through friends/relatives (34.5%) or
employers(25.0%).

HRCCswere the single most important recruiting vehicle for employers. The next most
important source atteststo theinitiative of the participants — for 17.9% of theemployersthe
students applied directly to them. Only atenth (10.5%) of employers experienced difficulty
finding studentswith thetraining or educationa background (generdly theright set of skills)
requiredtofill the position.

Table 29 showsthat employers used HRCCsfor Students most heavily in Prince Edward
Idand (56.0%) and Ontario (50.0%). They were used theleast in the Prairie provinces (ranging
fromalow of 22.9% in Saskatchewan to ahigh of 28.0% in Alberta). Student initiativewas
generaly stronger in Atlantic Canada (except for Prince Edward Iland whereit wasonly
12.0%) — ranging from alow of 21.2%in NovaScotiato ahigh of 33.8%in New Brunswick
— thanintherest of Canada (whereit ranged from alow of 6.5% in Albertato ahigh of
20.0% in Saskatchewan).

About athird of employersin the key informant interviews said that they used an HRCC for
Students and they got peoplethey were very happy with. Most, however, did not usethe
HRCCsfor Students. They used their own networks (supervisorsknow people, hire students
from previousyear, someonein mind, go to universities, go to peoplethey know, thereare
alwaysstudentslooking for jobs, they liketo hirelocaly) instead.

HRDC staff felt that, dthough employersare encouraged, they make minor use of theHRCCs
for Students becauseit isnot mandatory. However, staff felt that the employerswho used
them had agenerally favourableimpression and they estimated that the HRCCsfor Students
may account for up to 50% of the program’ s placements.

Participants were highly aware of the program (78.0%) and the federal government’s
subsidization of their job (85.3%).

However, the response may be biased by the fact that the program was mentioned in the
survey introduction. Thislevel of awareness contradictstheimpressionsof someHRDC staff.
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Table29: What Method Did EmployersUseto
Find the Student(s) They Hired Under the Program?

Nfld NS NB PEl  Que Ont Man Sask Alta BC

(50) (66) (68) (50) (196)  (67) (70) (93) (96)
HRCC for 40.0% | 45.5% | 36.8% | 56.0% | 46.7% | 50.0% | 26.9% | 22.9% | 28.0% | 33.3%
Student’ s Office
Student(s) applied | 24.0% | 21.2% | 33.8% | 12.0% | 18.9% | 15.8% | 11.9% | 20.0% | 6.5% | 18.8%
directly to
company

Responded to 16.0% | 10.6% | 8.8% 0% | 98% | 17.3% | 14.9% | 24.3% | 28.0% | 10.4%
advertisement in
the newspaper

Through school/ 40% | 6.1% | 7.4% | 80% | 14.3% [ 10.2% | 26.9% | 12.9% | 26.9% | 14.6%
university/college

Already knew the | 16.0% | 10.6% | 7.4% | 10.0% | 123% | 7.7% | 104% | 129% | 10.8% | 9.4%
student(s)

Friend/relative 20% | 106% | 88% | 140% | 16% | 7.7% | 9.0% | 100% | 86% | 6.3%

Other (made up 80% | 30% | 11.8% | .0% | 29% | 61% | 11.9% | .0% 32% | 10.4%
of 10 other
responses)

Business contact 20% | 15% 0% [ 40% | 45% | 9.7% | 6.0% 0% 65% | 83%

Student had 40% | 45% | 103% | 4.0% | 33% | 31% | 75% | 2.9% 7.5% 4.2%
worked for
company

Postings on 120% | .0% 59% | 40% | 29% | 1.0% 0% 4.3% 4.3% 3.1%
church bulletin
boards/
community
bulletin boards

On-campus 0% | 15% | 15% | 0% | 12% | 31% | 15% | 29% | 32% | 31%
recruiting

Don't know 0% [ 30% | 15% 0% 12% | 2.6% 0% 2.9% 0% 0%

Note: Column totals do not add up to 100% due to multiple responses.

In general, participantsin Quebec were most aware about both the program (89.1%, the
highest) and thefederd government’ ssubsidization of their job (92.1%). Participantsin New
Brunswick tended to betheleast avare of both (72.0% and 80.0%, respectively.) Program
awarenesswasthelowest in Alberta (64.0%). Participantsin British Columbia(94.1%),
Nova Scotia (92.5%) and Saskatchewan (92.3%) were the most aware of the federal
government’ s subsidization of their job; participantsin Newfoundland (78.0%) and Prince
Edward Idand (80.0%) weretheleast aware.
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Whilea significant proportion (85.0%) of surveyed employershad in mind a particular
set of skills and/or knowledge required to fill the student’s position when they
developed their program submission, fewer than four-fifths (38.0%) of them had
identified a particular student.

Employersin Alberta(92.5%), Ontario (92.3%) and British Columbia (91.7%) were most
likely to have a particular set of skills and/or knowledge in mind, while employers in
Newfoundland (72.0%), Manitoba (73.1%) and Saskatchewan (75.7%) weretheleast likely.

Employersin Quebec (44.3%), Saskatchewan (41.4%) and Nova Scotia (40.9%) were most
likely to have identified a particular student, while employersin Newfoundland (32.0%),
Manitoba (32.8%), Ontario (33.2%) and Alberta (33.3%) weretheleast likely.

Just slightly more than onein ten (10.5%) employers had some difficulty in finding
students with the training or educational background required to fill the positions.

Themaost common (67.6%) reason cited for having difficulty wasthat applicantsdid not have
theright set of skills. Employersalso cited that too few studentswere availableinthe area
(16.1%) and that thegpplicantsdid not havetheright persond skillsor lacked persond suitability
(10.7%).

Employersin Saskatchewan (18.6%), Alberta (14.1%) and Nova Scotia (13.6%) had the
most difficulty finding studentswith the training or background required to fill the positions,
whileemployersin New Brunswick (5.9%) and Prince Edward |land (6.0%) experienced
theleast difficulty. Thelatter may bedue, at least in part, to the effectiveness of theHRCCsfor
Studentsin hel ping employersfind students (employersrelied most heavily onthemin that
province and they a so report one of the highest levelsof overal satisfaction withthe services
received).

Almost all (93.5%) employerssurveyed felt strongly (arating of 4 or 5) that the student
they hired met their expectations with respect to the skills that she brought to the
job. Only afraction (2.8%) felt that the student did not (a rating of 1 or 2).

Employersin Quebec (93.0%), New Brunswick (92.7%) and Alberta (92.5%) felt thismost
strongly, while employersin Newfoundland (82.0%), M anitoba (85.0%) and Nova Scotia
(86.3%) felt thisleast strongly.

3.3.7 Employer Administration Costs

Employers do not incur any significant administrative costs as a consequence of the
current wage subsidy process.

Many employersinthe key informant interviews said that they only incur the normal costs of
employing an employee and applying for and administering the program. They said that the
latter wereminimal. HRDC staff concurred.
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Almost all (85.4%) employers provided their SCP participants with some training.

For dmost half (49.5%) of them, thiswas on-the-job training, coaching or mentoring. Almost
asimportant (42.3%) wasformal on-stetraining. Another quarter (24.3%) provide orientation
or preparatory training whilelessthan atenth (8.4%) provided formd off-stetraining. By way
of contrast, only aquarter (25.6%) of participants reported receiving any formal training.
(These categoriesadd to morethan 100% as some employers provided their SCP participants
with morethan onetype of training.)

Many employersinthekey informant interviewssaid that they provided some sort of orientation
training, thetypethat isnormally given to any new employee when they join anew company
(e.g., typeof clients, the organization’ sactivitiesand the centreswith which they will work).

Others reported minimal (they already had the basics, always a supervisor around) or no
training (hired studentsfor very bascwork — “genera hands’). Sometrain onthejob only.
Only afew employers reported extensive training. A number of employers said that they
viewed the costs of training asan investment.

Table 30 bel ow showsthat employersin Newfoundland (68.0%) and Quebec (75.0%) were
theleast likely to providetraining of any kind and that employersin British Columbia(94.8%),
Ontario (93.4%) and Alberta (92.5%) werethe most likely. AsTable 31 below shows, the
type of training provided by employersvaried dramatically on aprovincia bass.

Table 30: Employers, Did the student receiveany training?

Nfd NS NB  PEl  Que Ont Man Sak Alta BC
(50) (66) (68) (50) (244) (19%) (67) (70 (93) (%)

Yes 68.0% | 87.9% | 89.7% | 88.0% | 75.0% | 93.4% | 80.6% | 85.7% | 92.5% | 94.8%

No 32.0% | 10.6% | 7.4% | 12.0% | 25.0% | 6.6% | 19.4% | 143% [ 75% | 52%

Don'tknow/notsure | .0% | 15% | 29% | .0% 0% 0% 0% 0% 0% 0%

Total 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100%
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Table31: Employers, What typeof training,
if any, did your summer student r eceive?

Nfld NS NB PEI Que Ont Man Sak Alta BC

(34) (58 (61) (44) (183 (54 (60) (86) (91)

On-the-jobtraining/ | 52.9% | 51.7% | 70.5% | 29.5% | 11.5% | 68.3% | 66.7% | 55.0% | 54.7% | 57.1%
coaching/mentoring

For on-site training 11.8% | 44.8% | 31.1% | 65.9% | 66.1% | 30.6% | 16.7% | 36.7% | 47.7% | 42.9%

Orientation or 4.1% | 22.4% | 31.1% | 11.4% | 12.0% | 38.3% | 38.9% | 15.0% | 15.1% | 18.7%
preparatory training

Formal off-site 0% | 86% | 33% | 182% | 21.3% | 22% | 1.9% | 6.7% | 23% | 9.9%
training

Don't know 29% | .0% 0% 0% 0% 0% | 19% | 0% 0% 0%
None 0% 0% 0% 0% 0% 0% 0% 0% | 12% | 0%

Note: Column totals do not add up to 100% due to multiple responses.

3.3.8 Monitoring

Since 1988, the Department has moved towards amore flexible and individual approach to
agreement monitoring. Based on the concept of risk assessment, the approach alowsthose
responsiblefor the administration of contribution agreementsto plan individua agreement
monitoring by weighing factorsthat could contributeto potentia problemsand thentailoringa
monitoring plan accordingly. Factors considered when developing aplan for agreement
monitoringinclude: agreement cost; complexity of theagreement; location of theactivity; number
of participants;, amount of experiencethe employer/coordinator hasin managing agreements,
the Department’ sprior experiencein dealing with theemployer/ coordinator; the agreement’s
public profile; and the agreement duration.

Although on-site monitoring isthe preferred option, other methods such astel ephone contact,
visits by the employer/coordinator to the HRCC, or contact with employer/ coordinators at
agreement close-out are used.

For those agreementsthat are low risk and where the agreement valueislessthan $15,000,
oneout of every 5 (or 20 per cent) are generally monitored viaan on-sitevisit.

For agreementswhich have not been sel ected for on-gtevisits, the monitoring activitieswould,
asaminimum, ensurethat the fundamental features of the agreement are being met: namely,
that students have been hired, that they are being paid the amount stated in the agreement and
that they are performing thework described in the agreement.

HRCC representativesareto visit 20% of employersfor purposes of inspection and audit of
booksand records, aswell asmonitoring the quality of the experience.
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When asked “ What percentage of SCP Agreements are monitored in your region?”,
the regions displayed divergent views on monitoring ranging from 10% to 100%.

Somemonitor “highrisk” employers — thosefor which thereis some concern (for whom
some complaint may have been received) — and aso new employersto ensurethat they do
not make mistakes.

Monitoringisa so used to solve problems (such asreplacing union workers, whichisrare), to
check for health and safety concerns and to counsel participants (if necessary). However,
problemsarefew and relatively minor.

In general, regions use simple (paper) systems — as opposed to automated information
systems — to support their monitoring.

Two employersin the key informant interviews commented onthe monitoring. Onesaid that
shewasimpressed with the on-site monitoring visit, whilethe other questioned theva ue of the
program’smonitoring.

Only a fraction (3.3%) of participants reported hourly earning which were below
their provincial adult minimum wage. Most of these were in Ontario where the
proportion was 9.9%.

3.3.9 Claims Payment

Within 30 days of termination of agreements, employers submit claimsto recelvethe balance
of their contributions.

Most employers (79.5%) were very satisfied (rating of 4 or 5) with the current method
of paying the wage subsidy to employers.

AsTable 29 above shows, only afraction (4.8%) of them were very dissatisfied (rating of
lor2).

Key informants shared this view.

When asked whether the method of delivering the wage subsidy should be changed (e.g. a
lump sum payment at the termination of a participant’s employment, thereby reducing
administrative procedures), most HRDC staff said “No.” They said that they did not want to
pay theparticipants asit would bean administrative nightmare. They also pointed out that the
change really appliesto not-for-profit employersonly. “The only problem iswhen these
employersdo not spend dl of their advance — andwehaveonly afew of these” A contrary
view held by one staff member wasthat the Job Opportunitiesfor Youth (JOY) Program gives
employershalf themoney up front and half the money at theend. “ Thisgivesusabit more
control and makes us seem more business-like. Businesseslikethisand many of them have
the same cash flow problem asthe not-for-profits. So, why shouldn’t everyonebedigiblefor
an advance?’
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Generdly key informant employerswere happy with the current method. Thosereceivingan
advance noted how helpful it was, one of whom would prefer to get all the money at the
beginning of the summer (but current approach isOK). Thosewho get paid at theend felt it
resulted inlesswork for their company (keep the paperwork small). However, two of these
indicated that an advance would be helpful. Another argued for alater billing date. Yet
another suggested payment intwo portions. As Table 29 above shows, theemployer survey
confirmed that, in generd, employerswerevery satisfied (79.5%) with the current method of
paying thewage subsidy to them.

3.3.10 Roles and Responsibilities

Key informants — both employers and HRDC staff — noted that the roles and
responsibilities of the various HRDC players were clearly understood.

The program has been operating since 1985 and both employersand HRDC staff have come
to know it well.

Theonly sourceof confusion thisyear wasthe expansion of the program to Industry Canada,
Heritage Canadaand Indian and Northern Affairs Canada. “ Growing pains — thisneedsto
be handled better if it continuesand/or expands.” Some HRDC staff noted that someemployers
were confused by the expansion of the program to three additiona departments.

Name changes over the years cause some confusion.

Many employersdtill refer to the program as SEED or Chalenge, which werethe namesof the
program in past years.

HRDC staff suggested that some confusion exists on the part of the MPs regarding
their role.

Thekey role of MPsrelatesto thereview of projectsunder consideration for funding. Staff
recommended that the MPs be briefed better.

Generaly, employersdealt with project officersat HRCC. Most of them felt that they got
good service (very respongve and very informative, no problems, very impressive).

However, onefound it irritating to contact someone at HRDC regarding the program — it
appears that telephone numbers are not aways current. They suggested a 1-800-line for
SCP.

Another reported that HRDC staff knew the*what” about the program but they were unable

to providethe“when” of theprogram — timing isespecialy crucial for them asthey need
timeto carefully screen applicants.
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Two wanted to know how HRDC selected proposals — they wanted abetter chance at
getting morefunds.

Regions provide NHQ with very little information or very few reports on the SCP
program.

Thereisno formal requirement, so the staff provide nothing beyond NHQ enquiries, of which
wegot alot thissummer, particularly for riding information. NHQ can access data bases.

One staff member noted that very little information sharing occurs between theregions —
thingsthat haveworked well or problems/abnormalities. Sharingisinformal.

In general, neither employers nor HRDC staff felt that the SCP constituted a
partnership between the government and employers.

HRDC saff suggested that both Sdesbenefit from afinancid “ partnership” — thegovernment
providesthefunding and theemployer provides employment to a(presumably) young person.
But thisismore of acontract than apartnership. “Experience Canadaisapartnership —
SCPisnot.” One staff cautioned “ The program creates dependency”.

Whilemost employersfdt that therewasno red partnership inthe program, many had along-
standing relationship with HRDC which isabenefit to the community.

Onelargeemployer inthekey informant interviewsexpressed adesiretoimprovetherdationship
withHRDC. “Wewould likeinput to planning and discusson of issues. Wewould liketo pilot
variousinitiativeswithin the program — where gppropriate, e.g., onlinesystems. Wewould
alsoliketo help set the objective(s) for the program and work together to find moreinventive
gpproachesto hel p the sudentswhile respecting the requirementsof theprogram. For example,
fund projectsin 4-week chunks?’

Staff noted that most provinces have aprogram similar to SCP and that thisisconfusing to
employers. Some suggested possible co-delivery with the province — *one stop shopping”.

Similarly, neither side really saw a “leadership role” for employers.

HRDC staff said “ Not surewhat thismeans. Difficult to seethis.” Employerssaid “None.
Giving experienceto students. We provide quality experiencesthrough thefinancial support”.

3.4 Program Satisfaction

3.4.1 Participants’ Satisfaction With the Program

Therewere various e ementsthat contributed to the satisfaction level sof participants. These
elementswere: the student’ senthusiasm, the training that they received, therole the employer
or supervisor played as amentor, and the degree to which they liked the work they were
doing. Thefollowing numbersprovideinsght on each eement.
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Almost all (93.5%) employersin the survey felt that their SCP student wasenthusiastic
about hig’her job. Only a fraction (2.1%) did not.

Employersin British Columbia (96.9%) and Ontario (96.4%) werethemost likely tofedl this
while employersin Newfoundland (84.0%) and Saskatchewan (87.1%) weretheleast likely.
Whilethelast two had high disagreement percentages (4.0% and 4.3%, respectively), the
highest were actually recorded in Nova Scotia(7.6%) and Prince Edward Idand (6.0%).

Morethan four-fifths (85.5%) of the employers provided their SCP student with some
training — mostly on-the-job training/coaching/mentoring (49.5%).

Employersalso provided formal training — both on-site (42.3%) and off-site (8.4%) —
and orientation or preparatory training (24.3%).

Themajority of participants (75.9%) felt strongly (arating 4 or 5) that their employer
acted as a mentor or coach.

Just 10.4% felt theopposite (arating of 1 or 2). Similarly, most (89.5%) of them felt strongly
(arating 4 or 5) that they received adequate assi stancein carrying out their duties compared to
afraction (3.6%) that felt they did not (arating of 1 or 2).

Participantsin Ontario (87.2%), Nova Scotia (79.2%) and Prince Edward Island (78.0%)
werethe most likely to feel that their employer acted asamentor or coach. Participantsin
Manitoba (68.0%), Newfoundland (70.0%) and New Brunswick (70.0%) were the |east
likdy. Despiteitsrdatively highrating, New Brunswick aso had thehighest proportion (17.0%)
of participantswho felt strongly that their employer did not act asamentor or coach. A smilar
pattern holds when participants were asked whether they received adequate assistancein
carrying out their duties: Ontario (91.3%) and Nova Scotia (94.3%) traded places asthe
highest and Manitoba (82.0%) and New Brunswick (82.0%) tied for thelowest.

Only ahandful (9.1%) of participantsdid not have aclear ideaof their maintasks.

Overall, the vast majority (90.7%) of SCP students liked (68.2% strongly liked and
22.5% liked) their summer job. Only 0.7% disliked or strongly disliked their summer
job while 8.7% had mixed feelings.

Nova Scotia (96.2%), Ontario (96.1%) and Prince Edward I land (96.0%) virtually tied for
the highest satisfaction levelswhile Manitoba (86.0%) and New Brunswick (88.0%) had the
lowest.

Thething that participantstended to like most about their summer job waseither their duties

(53.8%) or the people they worked with (30.2%). Almost half (49.8%) said there was
nothing that they disliked about their summer job. For those who didiked something, it was
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the dutiesthat they performed in almost athird of the cases (16.4% of 50.2%). Other things
that were didiked werethe hours of work (7.7%), the pay (6.3%) and, strangely enough, the
weather (3.8%).

3.4.2 Employers’ Satisfaction With the Program

Similar to participants, therewereavariety of factorsthat contributed to employers satisfaction
withthe program. Thefollowinginformation shedssomelight onthesefactors.

Almost all (94.9%) employers were fully satisfied with the overall performance of
their SCP student. Only a fraction (2.5%) were not.

Employers were most satisfied in New Brunswick (97.1%), Ontario (96.9%) and Prince
Edward Idland (96.0%). They were least satisfied in Newfoundland (86.0%) and Nova
Scotia (89.4%)

When probed about what, if any, were the advantages of having an SCP student, employers
cited thefollowing: Generaly provided auseful service/worked well/were hel pful (49.8%),
took pressure off employees/filled in for those on vacation (33.3%), improved the quality of
existing services (26.3%), enabled usto expand an activity (25.4%) and engaged in new
activities/services/work (23.9%). Almost oneinten (9.5%) noted that the student brought
new ideas/credtivity.

Similarly, almost all (93.5%) employers felt that the work provided by their SCP
student to the organization added value. Only a fraction (1.6%) did not.

Employersin Ontario (99.0%), British Columbia (99.0%) and Alberta (98.9%) felt thismost.
Thosein Quebec (84.0%), Newfoundland (90.0%) and Nova Scotia (90.9%) felt thisleast.

Almost two-thirds (63.0%) of the employers said that their organization intended to
re-hire their SCP student at a later date.

For themgjority (80.8%), thiswill beajob for the summer of 1997. However, many of the
remainder will be offering apart-timejob during the coming school year. Somewill beoffering
afull-timejob after graduation whileafew will be offering afull-timejob right away.

When asked what, other than wages subsidies, was the most appropriate way for
government to support students and employersin providing career related experience
for students, almost a third (31.7%) provided no alternative, while almost a fifth
(19.9%) repeated wage subsidies.

A fifth (23.5%) of the employers said funds for training was the most appropriate way.

Employersin Atlantic Canadawerelesslikey to repeat wage subsidiesthan employersinthe
rest of the country.
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Theremaining employers (25%) provided numerous other answers, the most important being
to provide morework termsfor students (7.4%).

Many employersin the key informant interviews were very satisfied with program.

1) Studentscontribute significantly because of their enthusiasm and energy — not tired,
rundown employees.

2) Of dl federa employment programs, itisthebest — the onewe most enjoy being part
of.

3) Hatetoseeitcut — vauableservicetoour clients. Happy to haveit, continueit.

4) A big THANK YOU — without the SCP, the summer would not be a very good
period for our clients — wewould only beableto offer activitiesindoorsand wewould
probably haveto shut down for aperiod to allow staff to take holidays.

3.5 Continuing Need

3.5.1 Participant Perspective

Very few participants (12.1%) had not worked at least one previous summer.

Only 15.2% had worked one previous summer, while 40.5% had worked two to four previous
summers and 32.3% had worked five or more summers.

Participantsin Newfoundland (78.0%) and Quebec (84.2%) werethe least likely to have
worked at |east one previous summer while participantsin Prince Edward |land (96.0%),
Ontario (95.0%) and New Brunswick (94.0%) werethemost likely. The same patternshold
for multiple summer jobs.

However, less than half (46.7%) of these previous summer jobs were directly related
to the participant’s future career.

Despite the multiplicity of previous summer jobs, 23.4% of the participants had only one
whichwas career-related. Analmost equal proportion (23.3%) had at |east two which were
career-related. Morethan haf (53.3%) of the participants' previous summer employment
experiencewas not career-rel ated.

Participantsin Nova Scotia (57.3%) and British Columbia (53.3%) werethe most likely to
have had at least oneof their previoussummer jobscareer-rlated. Participantsin Saskatchewan
(37.0%), Newfoundland (38.5%) and Manitoba (38.6%) weretheleast likely.

About half (48.0%) of the participants had at least one of their previous summer jobs

sponsored or subsidized through a government-sponsored summer employment
program.
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While 52.0% had no previous summer job sponsored or subsidized through agovernment-
sponsored summer employment program, 24.9% had one and another 18.0% had at |east
two (5.0% of the participantsdid not know).

Participantsin Newfoundland (71.8%) werethe most likely to have had at |east one of their
previous summer jobs sponsored or subsidized through agovernment-sponsored summer
employment program, while participantsin Quebec (34.1%) weretheleast likely. Thesetwo
stand out in sharp contrast to the rest of the provinceswhere the proportions ranged between
roughly 41% and 54%.

I nterestingly, about a third (28.7%) of the participants who were offered jobs next
summer by this summer’s employer believe that the offer is conditional upon the
employer getting money from government to cover their salary costs.

Anamost equa proportion (26.7%) do not think so whileamost half (44.6%) do not know.

Almost every participant (97.7%) thought that a government program that tries to
prepare studentsfor full-timejobsthrough summer work experience was a good idea.

Only 1.6% had mixed fedingswhile nonefdt that it was not agood idea (0.7% did not know).

Support ranged from ahigh of 100.0% in Prince Edward Island to alow of 94.0% in New
Brunswick.

Intheir closing comments, 43.2% of the partici pants vol unteered that the program provides
students with necessary experience. Other comments included great program (17.0%);
employerswould not have been ableto hirethe studentswithout the subsidy (16.6%); it helps
decidetheir career (9.5%); and it helpsfinance students' education (9.2%).

3.5.2 Employer Perspective

Almost every employer (98.6%) would be interested in applying should the SCP, or a
similar program, be available next summer.

Only threeemployerswerenot interested and they al cited adifferent reason for not participating
— no need, subsidy not large enough and complaints about the program.

Interest in regpplying ranged from ahigh of 100.0% in Newfoundland, Prince Edward Idand
and Saskatchewan to alow of 97.0%in Nova Scotia.

All employersin the key informant interviews said that they would participate in the SCP
program next year. Reasonsincluded: (a) it allowsthemto offer serviceswhich would not
otherwise be available, (b) it helpsthem to compl ete proj ects that would not otherwise be
doneg, (c) they have been participating for years (one of whom isasking for more and getting
less each year), and (d) some get along term benefit (we have hired some of the students
back).
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More than two-thirds (69.0%) of the employers stated that they would not have hired a
student this summer had the wage subsidy not been available. Asmentioned above, 62.7% of
all employerssurveyed hired only one SCP student. 1n 82.6% of these cases, itistheonly
student they hired. This meansthat 51.8% of all surveyed employers hired no additional
student.

Inthe summer of 1995, these employersreported hiring 3,088 students of whom amost half
(48.3%) were subsidized by somelevel of government.

3.5.3 HRDC Perspective
In general, HRDC staff see acontinuing need for the SCP program.

(& Itworks. It generatesjobsand provide opportunitiesfor studentsto network andto
learn new skills. Itisavery effective program for the money spent. We canlever money
insome sectors.

(b) Employerswho resist wage subsidiesfor the unemployed because of theimplicit pres-
suresto eventud |y offer full-time employment partici pate eagerly in SCP becausejobs
areclearly temporary and require no long term commitment from the employer.

(o) Clear, effective, smpleprogram. Itworkswell. Itiswdl-known, itisnot expensveand
thereisalot of positive feedback from employersand students. Thisisahigh-profile
federal government program — lots of benefitsto the federal government. Small
employersappreciateit — if it wasdropped it would be missed.

3.6 Alternatives

3.6.1 Same Subsidy for Large and Small Employers

More than half (55.7%) of the employers surveyed felt that the wage subsidy should
bethe samefor both large and small employers’ (which isthe current arrangement).

About aquarter (27.8%) did not think that it should be the same and the remainder (16.5%)
did not know or were unsure.

Employersin the public (64.6% for versus 21.8% against) and private (62.5% for versus
26.1% against) sectorswere much morelikely to favor the wage subsidy being the samefor
both large and small employers, while employersin the non-profit (48.6% for versus 30.9%)
sector werelesslikely to favor it.

®  Asthereisnocommonly accepted definition of “small” and“large” firmsin Canada, respondentswere
asked to think of large firms as those employing more than 100 employees and small firms as those
employing fewer than 20 employees.
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Employersin Prince Edward Idand (74.0%) and New Brunswick (70.6%) weremorelikely
tosay “ yes’ whileemployersin British Columbia (47.9%) and Nova Scotia (48.5%) were
theleast likely. Somewhat in contrast, employersin Quebec (38.9%) and Newfoundland
(36.0%) weremorelikely tosay “ no” whileemployersin Prince Edward Idand (12.0%) and
Saskatchewan (17.1%) weretheleast likely.

Employersin the key informant interviews had mixed views.

(@ Sizehasnothingtodowithit — all dependsonwho the student isworking for and the

gzeof theimmediate department/unit.

(b) SCPshould not support large private sector employerswho can afford to hirewithout a
wage subsidy.

(©) Subsidy should be better for employers — likeus — who hire more students.

HRDC staff were generally not supportive of changing the current arrangement.

Thered question, they suggested, iswhat isthe participant getting out of thework.
(& Theconcept makessense, but itisdifficult toadminister. Perhapsjust placing an empha-
sson small employerswould do. Keep theprogram simple. Beflexible.

(b) Again,if you negotiatetheratethisdoesnot matter. Lotsof flexibility — you negotiate
the number of positions, the number of weeksand therates.

(c) Generdly, bigger employerstend to give better work experience. On the other hand,
more support for studentsin smaller organizations. But, haveto beequitable — can't
favor onetype of employer.

(d) Discriminatory if the subsidy isdifferent depending onthe sizeof anemployer.

Thosewho wereinfavor of different wage subsidies said that there should bealarger subsidy

for samal firms, but there needsto beaclear definition of smdl firmsand what isan employee.

3.6.2 Flat Rate — Same Subsidy for All Sectors

Similarly, almost half (52.1%) of the employers surveyed felt that the wage subsidy

should be the same for both private sector and non-profit employers.

Morethan athird (38.1%) did not think that it should be the same and the remainder (9.8%)
did not know or were unsure.
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Again, employersin the private (62.8% for versus 25.7% against) and public (59.0% for
versus 29.8% against) sectorswere much morelikely to favor the wage subsidy being the
samefor al sectors. Employersinthe non-profit sector weredightly againgt having thesame
rate (43.4% for versus 48.3%).

Employersin Saskatchewan (70.0%), Prince Edward Idland (56.0%) and New Brunswick
(55.9%) weremorelikely to say “ yes” whileemployersin Manitoba(46.3%), British Columbia
(46.9%) and Alberta (47.3%) weretheleast likely.

Somewhat in contrast, employersin Alberta(44.1%), Quebec (42.2%) and British Columbia
(41.7%) were more likely to say “no” while employers in Saskatchewan (24.3%) and
Newfoundland (32.0%) weretheleast likely.

Employersin the key informant interviews had mixed views regarding the possibility
of the same subsidy for all sectors.

Someemployerssaid “yes’ (more equitable, doesn’t believethat private sector awayshas
more resources to pay students), while some said “no” (certain areas need more, private
sector hasgreater capacity to contribute more). More specifically they offered thefollowing:

(& Itisimportant to ensurethat studentsget paid the same amount — shouldn’t penalize
thoseworking for non-profit organizations.

(b) Publicand private sector should be the same, university stole one of the candidatesfrom
these sectorsbecauseit could pay much morefor arecruitment level position.

(c) Ifitdropstherateof subsidization for non-profit -- no (quote from not-for-profit em-
ployer). But largeemployersshould hire more students — they havean obligation. But
not so for smaller employers. Real issueiswho doesthe employing and what career
opportunitiesare provided — not size of employer. Aren’tjobswith Microsoft impor-
tant for students’ careers?

(d) “No” tothesamesubsidy for the various size of private sector employers — smaller
companies need more ass stance because that iswhere things are happening (thelarger
onesaredownsizing). Besides, itisharder for smaler companiesto find the money but
the commitment is often stronger and thereisawider opportunity for areal lifework
experienceinasmaler company. Perhaps HRDC should look into aform of propor-
tional subsidization based on number of employees.

One suggested that the subsidy should be based on need whileanother said that they could not
comment on the other sectors, but they know that they could not havelessthan 100% subsidy
for thenon-profit sector.

HRDC staff also had mixed views on whether the wage subsidy should be a flat rate,
i.e., thesamefor all sectors.
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Thosewho were againgt it noted the not-for-profit employersneed ahigher subsidy for them
to employ someone. Some argued against the private sector getting more. “Thereisan
expectation that it should do moreto create summer jobsfor students.” One HRCC manager
felt that the wage rate should be negotiable within the guidelines so that the money can be
spread around. “ Employers must demonstrate the need for the subsidy. If they do not need it
(or asmuch) then we must have the option of not awarding it or of awarding alesser rate.”
Severd suggested that it would be easier, but not fairer.

Thosewho wereinfavour felt that different rateswere discriminatory (i.e., favouring onetype
of enterprise over another). Some suggested the need to revisit the private sector subsidy of
$2.50/hour (especidly for small business). “It used to be equivalent to the adult minimum
wage, but it isproportionately lessnow.” Two managers asked why the public sector should
get more than the private sector. “Maybe these should be reversed. The public sector is
already subsidized — school boards and hospitalsreceive subsidies.”

3.6.3 Raising or Lowering the Subsidy

Key informantswere asked “ Given limited funding, should the average subsidy per job be
raised or lowered? by sector of employer?’

In general, employers felt that raising the wage subsidy would be unrealistic and
that lowering it would eliminate the incentive for some.

Sometypica commentsto thiseffect follow:

(& If any lower it would not beworth my time.

(b) Higherisunredigtic, but do not lower it.

(©) Should stay thesame. But if funding isincreased, the subsidy should beraised.

(d) Higher, but notif it meansfewer jobsfor students.

(e) Hardtosay — weget 100% subsidy. Onagenerd level, it would benicetoraiseit as
thiswould probably result in more job opportunitiesfor students during the summer
monthswhich, inturn, will result in students having abetter chanceto get ajobintheir
fied after graduation.

() Raisedandfewer jobsas opposed to lowered and morejobs because the former would
reduce administrative costs (per job) and make the subsidy worthwhile. The opposite

would erodethevalue of the subsidy.

(99 Wouldliketo seethewhole program get more money asthe demand from studentsisnot
being met.
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HRDC staff felt that there was some room to reconsider the size of the wage subsidy,
particularly at the sector level.

HRDC saff suggested thefollowing:

(8 Weneedasubsidy whichissufficient to createtheincentive. Inthisregard, thereisa
need to re-examinethe various subsidies, particularly for the private sector. Suggest
50% of the adult minimum wage.

(b) Don't know that it could belowered much moreand still generate applications — not-
for-profitsare strapped for cash. Wehaveadready lowered it through negotiated rates.
It should not be higher.

(©) Couldpossbly rasethesubsidy in smal communities, but not inlargeones. Providefor
locd flexibility, but it isnot necessary to changethelevel of subsidy.

(d) Thesubsidy for the public sector should be reduced. It should be increased for the
private sector in areaswhere the number of job opportunitiesislow. Not-for-profitis
OK.

3.6.4 Other Alternatives

During thecourse of thekey informant interviews, HRDC staff suggested somedternativesto
the current program’ sdesign.

(@ Someabuseisoccurring (someindividuaslieabout their intention to returnto school so
that they can becomedligiblefor employment insurance). |mplement atuition voucher
system like SWASP. Market the program to students rather than employers. This
should make the program more career-oriented.

(b) Asmore and more students go on to the semester system, perhaps SCP should be
availableona“year round” basisbecausethereisnothing for astudent whoisavailable
inMarch. Similarly, asthelabour force becomes more part-time, perhaps SCP, which
fundsfull-timejobs, setsunredlistic expectationsfor youth — maybefull-timeisafdse
expectation. Maybewe should think about the part-timedimension alittlemore.

(o) Thefactthat therearebothfedera and provincial government programsisconfusing. It
isrealy aprovincial matter. Possible co-delivery with the province — *one stop

shopping.”

3.7 Provincial Summary

Theprovincid datain the previous sectionshave been andyzed according to themainissuesto
try to ascertain how they compared to the * national” measures and to each other. Table 32
representstheresult of that analysis. “High” mean that, in general, the province’ smeasures
wererelatively better thanthe“nationad.” “Low” meansthe opposite. Theabsenceof either
meansthat the province was about the same.
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Caremust betaken in reviewing thesedata. Toillustrate, Saskatchewan’ slow reported
incrementality may be dueto itssector mix. It madethelowest use of the non-profit sector
(wherereported incrementaity ishighest), the highest use of the public sector (which haslow
reported incrementality) and high use of the private sector (wherereported incrementality is
lowest).

Similarly, theserankingsmay be heavily influenced by the nature of thelabour market and the
quality of thejobsthat it can offer more than by the performance of HRDC staff. Thismay
account for much of the difference between Ontario and Newfoundland. For example:

Ontario enjoyshighincrementality and career development and the most satisfied par-
ticipants. Itsemployers, however, whilehighly satisfied with their participants perform-
ance, areamong theleast satisfied with program service.

Nova Scotia a so enjoys highly satisfied participantsand employers.

Newfoundland reports high incrementality but low career development. Bothitspar-
ticipantsand employersarerdatively dissatisfied, but they see ahigh continuing need for
the program.

Saskatchewan, by way of contrast, has both |ow reported incrementality and low ca-
reer devel opment.

Prince Edward Idand enjoysthe most satisfied employerswith respect to program. Its
participantsreport high career development and high satisfaction. Both employersand
participants see ahigh continuing need for the program.

New Brunswick’s participantsreport high career development, but arerelatively dissat-
ifiedwiththeprogram. By way of contrast, itsemployersarerdively satisfied with the
performance of their students.

British Columbia reportshigh incrementality, but low continuing need.

The other provinces have no clear message worth commenting on.
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Newfoundland
Nova Scotia

New
Brunswick

Prince Edward
Idand

Quebec
Ontario
Manitoba
Saskatchewan
Alberta

British
Columbia

Incrementality

High

Low

High

Low
Low

High

Table32: Provincial Summary by I ssue

Career

Development

Low

High

High

High
High

Low

Program
Service

High

Low

Low

Low

Participant
Satisfaction

Low
High

Low

High

High

Low

Employer
Satisfaction

Low
Low

High

High

Continuing
Need

High

High

Low
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4.0 Conclusions

4.1 Work Experience

4.1.1 Career Development

SCP providesdightly more*“ career opportunity” and financial support than “work
experience’.

Just over haf (54.6%) of participantsfelt strongly (arating of 4 or 5) that their summer job was
related to their career choice compared to 29.3% who felt that it did not (arating of 1 or 2).

Still, 89.4% of participantsfelt strongly (arating of 4 or 5) that their summer job increased
their understanding of what is expected in awork situation compared to only 2.4% who felt
that it did not (arating of 1 or 2).

For 38.3% of the participants, their summer job confirmed their career choices.
Both participantsand employersfelt strongly that SCP participants gained new skills.

Themaority of participants (80.3%) felt strongly (arating 4 or 5) that they gained new skills
ontheir summer job compared tojust 9.6% who felt the opposite (arating of 1 or 2). Employers
felt somewhat more strongly about thisthan did participants — 88.7% gavearating of 4 or
5 compared to just 2.0% who gavearating of 1 or 2.

4.1.2 Incrementality

Whiletheinformation collected suggeststhat the program hasresulted in the creation
of many new jobs, incrementality can be weakened — for a number of reasons —
both with respect to the job created and with respect to the job opportunity.

Morethan two-thirds (69.0%) of the employers surveyed stated that they would not have
hired astudent this summer had the wage subsidy not been available.

Themagority (56.9%) of participantsfelt that their summer job wasincrementa whileonein
five (20.3%) did not (22.8% were not sure or did not know).

Morethan athird (36.1%) of employerssaid that the work done by their SCP student would
have been postponed or not done had they not been ableto hirethe student.

As many as athird (33.3%) of SCP participants may have displaced other workers who

would have replaced permanent workerswho areon“norma” leave (e.g., pregnancy leave,
sck leave, summer vacation).

Evaluation of the Summer Career Placements Program

69



70

Excluding employers who would not have hired a student if the wage subsidy had
not been available (69.0%), almost two-fifths (37.2%) of theremainder said that they
would not have paid the same wages to their student if they had not received any
assistance from the SCP (presumably they would have paid less). This compares
with almost three-fifths (57.3%) who would have paid the same wages.

Morethan athird (37.2%) of employers hired more than one student through SCP.

Whileamost all HRDC staff felt that thejobswereincremental in the not-for-profit sector,
severd of the saff suggested that “we may have created adependency.” Thiscanoccur indl
sectors, but it may impact the not-for-profit and public sectors more becausethe subsidiesare
relatively high and uninterrupted funding may deter them from searching for aternative sources
of funding (e.g., charity drives, grants).

4.1.3 Future Job Opportunities

The majority (71.3%) of participants feel that their summer job will help them get
full-time work in their chosen field compared to 19.7% who do not think it will help
(9.0% areunsureor don’t know).

Almogt dl (95.2%) employersfed that the summer employment experience of the SCP student
will improve his’her chances of finding afull-timejob after completing school. Theremainder
were split between don’t know (2.6%) and no (2.2%).

Almost two-thirds (63.0%) of the employers surveyed said that their organization
intended to re-hire their SCP student at a later date.

Almogt four fifths (80.8%) of the employerswho will be offering ajob will beoffering ajob for
the summer of 1997. Of theremaining 12.6%, 15.6% said they were considering afull-time
job after graduation while 10.5% were considering afull-timejob right away. Theremaining
72.2% were cons dering apart-timejob during the coming school year.

4.1.4 Sector

Encouraging private sector participation this year may have weakened the overall
work experience — both career development and incrementality — of the program.

Participantsin the non-profit sector felt most strongly (arating of 4 or 5) that their summer job
was related to their career choice (65.9%). Thiscompares with ratings of 58.6% for the
public sector and 40.5% for the private sector.

Participantsin the non-profit sector felt most strongly (arating of 4 or 5) that they gained new

skillsfrom their summer job (87.8%). Thiscompareswith ratingsof 81.4% for the public
sector and 74.6% for the private sector.
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More than four-fifths (81.9%) of surveyed employersin the not-for-profit sector stated that
they would not have hired astudent this summer had the wage subsidy not been available.
Thisismore prevaent than inthe public (64.3%) and private (50.0%) sectors.

Theprivate sector tendsto pay somewhat better than the other two sectors. 31.6% of private
sector employers paid $8.00 or more per hour to their SCP student. Thiscomparesto 26.2%
inthe non-profit sector and 19.3% in the public sector.

Thenon-profit sector (78.6%) employed proportionately more post-secondary studentsthan
did the private (69.7%) and public (67.1%) sectors.

However, it should be noted that, although the experience gained by SCP participantsin the
private sector may not have been as career-oriented asjobsin the other two sectors, asthe
largest employer in the country, it may be better positioned to offer jobsin thefuture.

4.15 Education

Post-secondary students had a more favorable perception of the program’ sbenefitsto
them than high school students.

Post-secondary students felt most strongly (arating of 4 or 5) that their summer job was
related to their career choice (ratings ranging between 54.0% and 59.3%) compared to high
schools students (28.7%). This may be due, in part, to post-secondary students having a
clearer set of career expectations.

Similarly, post-secondary studentswere morelikely to fedl strongly (arating of 4 or 5) that
their summer job increased their understanding of what isexpected inawork situation (ratings
around 90%) compared to high school students (rating of 32.7%).

Post-secondary studentsfelt more strongly (arating of 4 or 5) that their summer job gavethem
new skills(ratingsaround 80%) compared to high school students (rating of 36.1%).

Post-secondary students (59.6%) weremorelikely to think that their job wasincrementd than
high school students (48.8%).

4.2 Program Efficiency

4.2.1 Timeliness

Employers and staff commented on the lateness of the Ministerial Announcement.
They suggest that a “regular” announcement — taking place no later than a week
or two before spring break every year — would go a long way towards helping
businesses and students plan. Other HRDC programs are not hindered by this.

Since 1986 thetime period between the announcement date and the application deadline has
dropped from about 13 weekstojust 4in 1996 (whichissomewhat better than the 3 weeks
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availablein 1993). Inredity, however, employers do not have all 4 weeks as HRCC staff
need part of it to prepare application packages, etc.

The timeliness of the approval process caused employers the most concern with the
adminigtration of the program.

Reducing the amount of time taken to approve applicationswas the number one suggestion
from employers about how to improvethe program. Morethan afifth (21.5%) stated this
concern and another 6.0% said that businesses should be allowed to apply earlier.

Whilemost key informant employerssaid they wereinformed soon enough to recruit participants
as planned, many experienced delayswhich caused them difficulty finding students (either
losing the best candidate for thejob or having to replace apost-secondary student with ahigh
school student). They a so noted that some students had to accept other, perhaps|ess career-
related, jobs because they could not wait for the HRDC decision — they needed enough
“employment” to financethelr return to school. HRDC staff felt that latenessdiminished the
quality of the servicethey provided to employers.

4.2.2 Marketing

Very few new employers enter the SCP program as most HRDC staff do not formally
market the program.

Almost haf (45.7%) the employers heard about the SCP becausethey had participated in the
programin previousyears. Another fifth (18.2%) learned about the program through the
HRCC office.

However, staff report that program awareness among potential new employers could be
improved.

Morethan four-fifths (86.1%) of employerssurveyed were very satisfied with the ease of the
application process (versusonly 3.3% who werevery dissatisfied).
4.2.3 Recruitment

About two-fifths (40.4%) of the employers used the HRCCs for Students to hire a
student and a few of them (2.8%) felt that the HRCC’s screening of the students
could be improved.

By way of contrast, only 12.6% of participantsreported that they heard about their job from
aposting at (6.9%) or areferral from (5.7%) an HRCC for Students.

Participants were highly aware of the program (78.0%) and the federal government’s
subsidization of their job (85.3%).
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4.2.4 Employer Costs

Employers do not incur any significant administrative costs as a consequence of the
current wage subsidy process.

Many employersinthe key informant interviews said that they only incur the normal costs of
employing an employee and applying for and administering the program. They said that the
latter wereminimal. HRDC staff concurred.

Most employers (79.5%) were very satisfied (rating of 4 or 5) with the current method of
paying thewage subsidy to employers.

4.2.5 Monitoring

The regions displayed divergent views on monitoring ranging from 10% to 100%.
Somemonitor “highrisk” employers — thosefor which thereis some concern (for whom
some complaint may have been received) — and aso new employersto ensurethat they do
not make mistakes.

4.2.6 Roles and Responsibilities

While both employersand HRDC staff noted that the roles and responsibilities of the
variousHRDC playerswere clearly understood, HRDC staff expressed some concerns
about therole of the Members of Parliament.

The program has been operating since 1985 and both employersand HRDC staff have come
to know it well.

HRDC staff suggested that M Ps be better briefed ontheir review role.

In general, neither employers nor HRDC staff felt that the SCP constituted a partnership
between the government and employers. Similarly, neither side really saw an extended
“leadershiprole’ for employers.

4.2.7 Alternatives

In general, both employersand HRDC staff held mixed views about the need to change
the wage subsidy.

Morethan haf (55.7%) of theemployerssurveyed felt that the wage subsidy should remain as
itis, whichisthesamefor both large and small employers. Similarly, almost half (52.1%) of
the employers surveyed felt that the wage subsidy should change and become the samefor
both private sector and non-profit employers. And, ingenera, employersfelt that raising the
wage subsidy would be unredigtic and that lowering it would iminate theincentivefor some.
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HRDC g&ff fdt that there was someroom to reconsder the Sze of thewage subsidy, particularly
at the private sector level.

4.3 Profiles
4.3.1 Employers

More than half (51.6%) of the employers using the SCP came from the non-profit
sector. Another third (31.0%) came from the private sector while the remaining fifth
(17.4%) came from the public sector.

Thisisvery similar to the participant survey — Private (29.6%), Public (21.2%), Not-for-
profit (44.3%), and Don't know (4.9%) — especially if adjusted for the other and don’t
know categories.

Employers surveyed were generally small — 36.0% had four or fewer employees, while
another 28.4% had five to ten employees.

Almost one-fifth (20.1%) of theemployersinthesurvey did not hireany studentsin the summer
of 1995.

Almost two-thirds (62.7%) of the employers surveyed hired just one student under the
SCP thissummer. Another fifth (21.3%) hired two studentsunder the program while
a tenth (10.5%) hired three or four. Of the remaining 5.4%, almost half (2.5%)
employed five or six students.

Asmentioned above, 62.7% of al employerssurveyed hired only one SCP student. 1N 82.6%
of these cases, it istheonly student they hired. Thismeansthat 51.8% of al surveyed employers
hired no additiona student.

The private sector (76.9%) had proportionately more* one-SCP student” employersthan
either the public (56.6%) or the non-profit sectors (56.3%).

Morethan four-fifths (85.5%) of the employersprovided their SCP student with sometraining
— mostly on-the-job training/coaching/mentoring (49.5%).

Employersinthe survey report hiring atota of 4,128 students, almost haf (47.6%) of whom
were subsidized by SCP.

4.3.2 Participants

Almost two-thirds (65.9%) of the participants arefemale compared to one-third (34.1%)
male.

Thedominance of fema esamong SCP participantsisassociated with the bulk of theemployment
being in the not-for-profit (which employs 73.1% femal es) and public (which employs80.7%
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females) sectors. By way of contrast, the private sector tendsto be more balanced (52.8%
maesversus47.8% femaes).

A little more than two-fifths (41.2%) of the participants are between 15 and 19 years
of age, almost half (46.6%) are 20 to 24 years of age, whiletheremaining 12.0% are
more than 24 years of age.

Some 71.0% of participants reported attending a post-secondary institution in
September 1995 compared to 25.6% who attended high school. About 3.3% of the
participants did neither.

Some 92.4% of SCP participants will be returning to school in September 1996. Of
the 7.3% not returning, almost half (48.4%) will be looking for work instead.

Almost one-third (31.0%) of those going to apost-secondary institution will completetheir
current degree or diplomain oneyear, while most of the rest expect to take two (24.7%) or
three (22.1%) years. About oneinfive (21.5%) expect to take four yearsor more.

Some 4.2% of participants have disabilities. About 6.4% are aboriginal and, 6.7%
are members of a visible minority.

4.4 Program Satisfaction
The vast majority (90.7%) of SCP students strongly liked or liked their summer job.

Aninggnificant number of sudentsstrongly didiked or didiked their summer job, whileasmall
percentage (Iessthan 9%) had mixed fedings.

Themgjority of participants (75.9%) felt strongly (arating 4 or 5) that their employer acted as
amentor or coach.

Almost all employers (94.9%) were fully satisfied with the overall performance of
their SCP student.

Only asmall fraction (Iessthan 3%) werenot.

Similarly, amost al (93.5%) employersfelt that thework provided by their SCP student tothe
organization added value. Only afraction (1.6%) did not.

4.5 Continuing Need

Almost every participant thought that a government program that tries to prepare
students for full-time jobs through summer work experience was a good idea.

Almost every employer (98.6%) would be interested in applying should the SCP, or a
similar program, be available next summer.
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