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Introduction
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who are unemployed, not in the labour force or in education. Many of these youth are not served by

existing labour market programs, and new and/or innovaive approaches are needed to create

pathways to employment for them. Social enterprise is a concept that has received significant attention

in Canada and abroad in recent years. As an approach to employment development, social enterprise
combines in one malel many best practices in employment development for people who face barriers

to employment, and a growing body of programevel data. Evaluations point to the success of this

model in achieving employment and social outcomes. However, in spite of thise find there remain

relatively little comprehensive or long-term data about the model, its nuances or outcomes. The

purpose of this paper is tdocatethe practice of social enterprise in the context of what is already

known about employment development fo people facing barriers to employment, to consider the

potential role of social enterprise in creating solutions to youth unemployment, and to assess the

pi OAT OEAI 1T & OEEO ApPPOTI AAE O AAAOAOGO Ui OOE OTAI P
structured as follows.

The Theory and Background section is broken into several elements. First we provide a review of

some of the key literature in terms of what is known about the dynamics of youth unemployment

generally. Here we introduce the reader to two sorpopulations of youth for whom traditional

Ai 1 TUI AT O POIT COAITETC EAO 110 DPOI OAA OOAAAOGOAEDI N
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section introduces the reader to some of the documented best practices in employment development

for people with barriers to employment, with a particular focus on youth. In this suisection we focus

particularly on the following practices: skills development that is mtegrated with workplace learning,

the inclusion of paid work experience, the provision of wragaround supports to stabilize an

Ai p1TUAAGO T EZAR AT A OEA Ei BPI OOAT AA 1T &£ 06011 C Al D
Finally, in this section we also introduce the&ader to the concept of social enterprise and its various
permutations ? both in terms of focus and approach to employment development. We find here that
employment social enterprises focused on creating transitional employment opportunities are most

effective in working with youth. We go on to consider how social enterprise draws on many of the

established best practices in employment development, arguing that social enterprise effectively

combines many of these in one holistic setting and in doing so cttea significant synergies and

outcomes that are not present when many of these interventions are delivered in isolation.

The Methodology section provides an overview of our research design and approach. In addition to the
review of the theory and background material, we conducted original research that includes a small
number of case studies with employment social enterprises working with youth, as well as employer
and sector association interviews and a focus group with employment developers in the Capifegion.

The Results section includes the findings of our research. First, we draw on four case studies of
employment social enterprises creating employment for youth to build on the best practice information
that is included in the literature. We find tirough these case studies that the social enterprises are
incorporating many of these best practices and achieving significant employment outcomes for young
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people. Our case studies show, however, that employment social enterprises continue to be challehge
to provide employment for all populations and are limited due to the cost of operating in industries
with high labour costs.

Next we provide a review of the findings of our interviews and focus group with employers, sector
associations and employment deelopers in the Capital Region. These findings present a picture of the
barriers that youth face in the labour market of the Capital Region; while many of these correspond
with the literature, we also uncover some unique labour market dynamics for the regn. These
findings also point to a set of common practices and needs among employers and employment
developers in the region that highlight the opportunity for a more coordinated approach to
employment development with youth. We find in this section, forxeample, that the labour market of
the Capital Region makes a plageased approach to employment development particularly
appropriate, and creates an interest in employing populations traditionally excluded from the labour
market. We also find a relativelyjow level of existing knowledge about social enterprise among
respondents, but a strong interest in the model and a desire to learn more. There is particular interest
in developing or strengthening workplace and essential life skills training where employs can source
a ready supply of entrylevel workers.

Finally, the Discussion and Recommendations section argues that, taken together, the findings
present a compelling case to further develop the social enterprise model as a response to youth
unemployment. In the Capital Region we find that social enterprise could potentially play an important
role in employment development as part of an overall system of entry points and networks to support
vulnerable youth to find and maintain employment. We argue that sial enterprises that focus on
building these skills, while providing real workplace experience, have proven to be highly successful in
other regions; this model could be applied to the Capital Regional District to achieve similar outcomes.

We also note hat despite the impressive program level and case study outcomes documented in this
report and many others, there has been relatively little research undertaken in the form of lorgrm or
comprehensive studies to document the success of the social enteigg model against other forms of
employment programming. We propose a humber of next steps to rectify this gap and continue to build
capacity about the social enterprise approach, both in the region and with a wider audience.

Taken together, the findinggpresent a fulsome exploration of the social enterprise model and how it
could be applied to address the local labour market needs of both employers and youth themselves. We
provide a compelling argument that social enterprise effectively builds on many efstablished best
practices in employment development and combines them in new ways to create new synergies and
outcomes. For vulnerable youth in particular, this approach provides clear pathways towards
employment success that should be explored and adopte

BC Centre for Employment Excellence 5
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Methodology

The research findings come from a combination of a review of the literature, local and national case
studies of youth-serving social enterprises, key informant interviews with employers and sector
associations, and a focus group comprised of employment d#depment agencies.

4EA 1 EOAOAOOOA OAOGEAx AT OAOA Aprodukel AitBratiiredfromd 2084t OCOA UK

through to the present, with a focus on issues related to youth unemployment, strategies for addressing

youth unemployment and the use o$ocial enterprise in creating employment opportunities for youth.
In particular, the literature review sought to answer the following questions:

A

What evidence is there of the impact of social enterprise in creating employment for youth (e.g.,
work experience, future employment potential, other life outcomes, scope and scale)?

For what types of youth is social enterprise an effective employment development strategy and
when is social enterprise the right approach/tool?

What strategies and supports are social enterprises using to be successful in creating and
maintaining employment where traditional market mechanisms have not been?

What does the employment/workforce development literature tell us about best practices in
employing youth with barriers to employment and how is social enterprise drawing from or
reflecting these practices?

Case studies with four social enterprises provide insight into effective models in creating employment
for youth. Case studies were idenfied through existing local, Canadian and international social
enterprise networks. Selected social enterprises demonstrate success in: creating employment for
young people through the social enterprise model; using the social enterprise model to meet idiied
labour market shortages or in high demand industries; focusing clearly on supporting transitions into
stable/good employment; and/or presenting an innovative partnership model between employers,
sector associations, employment developers and emplogs.

Interviews with local employers and sector associations were conducted to help to better understand
existing skills gaps and labour market opportunities in the Capital Region, as well as current
partnerships and future opportunities between the sociaknterprise sector and employers for the

creation of employment outcomes for youth. Employers were selected representing significant existing

or growth industries in the Capital Region. A total of eight interviews were completed with employers.

The following search terms were used to source various acdadpniiteeaidre produced since
20041¥ outh social enterpiiséoutfi employment social entérpriseth unemployment social
enterprise Youth memployment solutiioréoutfi unemployment strat@gvesith unemployment
outcomes Youth unemployment Canada, BC, Vancouver Island ari2o¢igtwgists were also
sourced through report bibliographies and by searching centralized welbbgestsast) aStor,
theCanadiaommunitifconomi®evelopmemetvork, the Internal Labour Organization, the
Organization for Economio@wation and Development (OECD), CentapdratiVe and
Community Based EcontimeyCanadian Social EconontiydPshipsand Social Enterprise
Canadan totalapproximately p@persarticles and case stufioes the basis of this review.

BC Centre for Employment Excellence 6
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Interviewer s used a sembtructured interview guide and all interviews were recorded. Interviews
lasted between 45 minutes and two hours.

A focus group with employment developers and youth service providers was conducted to gain
additional understanding of the chalenges and potential of creating employment opportunities for
young people through a social enterprise model in the Capital Region. Participants were recruited from
an existing database of local employment developers including all Employment Program of BEEPBC)
providers and through the region Youth Service Providers Network. The researchers used a semi
structured and participatory interview method to guide the focus group. The focus group was attended
by ten employment development organizations and laste@.5 hours.

All research instruments are included in the Appendices.

Analytic Approach

Researchers inputted the interview and focus group responses into an online survey tool to provide a
first glance at the results and ease in comparing results acrosssponses. Next researchers coded the
data looking for themes with respect to key skills gaps and supports, existing practices in supporting
employment and training for people facing barriers to employment, and degree of knowledge and
receptivity to coordinated and social enterprise approaches to creating employment opportunities for
young people in the region. Where the same questions were asked in the interviews and focus group,
the responses were compared across respondent type to detect similarities andfdrences.

BC Centre for Employment Excellence 7
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Youth Unemployment: A Global and Local Issue

Youth unemployment and underemployment is a global issue. Countries such as Germany, Denmark,
Australia and Holland are highly regarded for their approaches to youth unemployment, and have rates
lower than other developed nations. Other countries in Europe and the Middle East are impacted by
increasing youth unemployment rates; countries such as Italy, Spain and Greece all report youth
unemployment rates around 25 per cent. In Canada, the youth um@loyment rate is more than double
that of workers ages 25 to 34 (Bernard, 203). Canada is not at the crisis level of other countries but

still has an acknowledged issue with 14.3 per cent youth unemployment, compared to 6 per cent adult
unemployment (Bemard, 2013; Gebey, 2013).

The rise in youth unemployment during the recent recession was expected. Youth unemployment is
typically higher than adult unemployment, regardless of economic conditions as young people face
higher rates of labour market turnower, and spend time moving between jobs before settling on a stable
career path. In a recession this gap is amplified because a) young people are more likely to lose their
jobs, and b) new (often young) entrants to the labour market face tougher competitidior jobs (Lee et
al., 2012). Many youth that are unable to secure fullme jobs work in low-paid, precarious and part

time employment that does not correspond with their education and skills training. In Canada,
graduates can experience undeemploymentfor up to five years (Canada Public Policy Forum, 2012).
Despite signs of economic recovery, youth unemployment rates have remained stubbornly high.

Factors Contributing to Youtimemployment

The review of the literature finds a number of common contribuing factors to youth unemployment,
including:2

A Youth face difficult transition from training to employment;
A Youth suffer from lack of work experience, workrelevant skills, and credentials;

A The longer the gap in work, the harder it becomes to find work. Erme is a stigma attached to
unemployment and employers become less likely to hire people with long periods of
unemployment;

A There is a lack of career advice connected to labour market realities anthny young people do not
receive adequate advice and infonation about different pathways into the labour market;

A Anincreasing emphasis on soft skills from employers can exclude certain young people;

A Some youth suffer particularly from a lack the information and connections to acquire skills or
work experience. This is aggravated for youth from families lacking significant social capital;

Leeet al.2012; Crowley al.2013; Gorligt al.2013; Manpower Gr@@i2; Bernar2l013;
Canadab6s PupR0l2.c Policy Forum

BC Centre for Employment Excellence 8
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A Employers often hire through informal networks: this presents a barrier for youth, who are in early
stages of their professional network development and the barrier is compowed for youth coming
from families with low social capital;

A Youth are more vulnerable to global shocks and competition: less job protection means that youth
are twice as likely as adults to be laid off; lower severance makes it more c@stective to layoff
young people; and

A Employers are more likely to recruit more experienced, older staff before employing young people.

Youth Most Affected

Young adults most at risk for experiencing persistent unemployment tentb face multiple barriers to
employment, belong to ethnic minorities, have not completed high school, and/or are residents of
poorer areas (Gorlich et al., 20133.

The 2012 report of the Work FoundationShortterm crisis long term problem?: Addressing the youth
employment challengéentified three distinct groups within unemployed youth: committed job
seekers, casual job seekers and youth who faced multiple barriers to work. It is the latter group who
most acutely experience the longerm impacts of unemployment.

While the best policy approacles focus on keeping youth in school, a substantial number of youth leave
school and will continue to do so, creating an ongoing need for solutions that address the complex
needs of these youth (Bloom et al., 2010; Travkina et al., 2013). Traditional emptognt and training
programs have tended to have short timeframes, limited or fragmented support and/or be delivered in
a schootbased setting that does not meet the needs of these youth.

Two subgroups of youth are identified as requiring specialized attein: so-called poorly integrated
new entrants? or PINE? and those not in employment, education or trainingg or NEET.

PINE youth are those that have training but have been unsuccessful at integrating into the labour

market and are either unemployed or mder-employed. According to a 2012 Statistics Canada report,

5.5 per cent of youth are out of school and poorly integrated; approximately 450,000 youth are at risk

of poor market integration (cited in HRSDC, 2012). According to the same study, 13 per cent,

wnmehnnm Ul OOEh AAT AA AT 1 OEAAOAA . %4 j #A1 AAAGO O
likely to come from an immigrant background, lack a diploma and/or live in disadvantaged, rural or

remote neighbourhoods. They face problems in making theansition from education to the workplace

and risk being trapped in longterm unemployment and inactivity (Travkina et al, 2013). In some

jurisdictions, the unemployment rate of this group of youth is twice as high as other young people

i OOET AA®Dm). 40000h ¢

Shamash (201@)her study of employment social enterprises defines people with barriers to
employment as having one or more of the following barriers: Developmental disability, mental iliness,
physical disdiby; Severe addiction or recovering from substance abuse; Underprivileged, living in
chronic poverty, homeless and have a track recaetof latignce on social assistance;

Immigrants and refugees; Disadvantaged ethnic groups, Aborigimadgityapieprity groups

Atrisk youthincarcerateffleeing abuse; Sex trade workers.

BC Centre for Employment Excellence 9
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4EA | %# $ dcral Sthaddie©Orfyouth Unemploymenecommends different strategies for these
groups (Travkina et al., 2013). PINE youth can be supported by providing clearer pathways into
employment, tackling the demand side barriers but als working with employers on retention and
progression schemes can help address the specific needs of this group. Youth in the NEET category
require a more systemic approach as they are at high risk of drifting into loagerm employment,
exclusion and povety. Early childhood education, assistance with the school to work transition, and
holistic supports are needed. At the same time, multienerational poverty and entrenched attitudes
need to be addressed alongside strategies to reduce social isolation andrease social networks.
Comprehensive approaches to economic and employment development (often referred to as
community economic development), alongside entrepreneurship, into deprived areas can yield
significant results.

Costs of Youth Unemployment

The dfects of longterm unemployment on young people are very weldocumented with strong
agreement across the literature about the common impacts. These include:

A Negative patterns of behaviour become established and tend to persist;

A Skills and motivation may decay during periods of unemployment, and those experiencing periods
of unemployment often continue in lowerwage, less stable jobs and as a result have poorer credit
histories and experience barriers in accessing mortgages, loans, and other financiedqucts;

A Stigma surrounding periods of unemployment make people less desirable to employers;

A Unemployment results in lower earnings potential over the long term;

A 4EAOA AOA T ACAOEOA EIi DAAOO -bkirg rebultidy fradn uBeplaraek;A |
and

A Employment prospects are compromised over the long term, resulting in increased likelihood of
unemployment at later age.

In addition, there is a recognized societal impact, including:

A Increased economic cost to social safety net;

A Economic cost ofost productivity, resulting from lower output and loss of tax revenuesand
A Increase in crime rates and related costs.

The longer people are out of work when young, the more severe the effects can be. The {tmm
adverse effects of unemployment are felinore acutely by lowerskilled workers than those with

Ca|
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term wage and employment impacts of youth unemployment: every three months of unemployment at
age?22 is associated with an additional 1.3 months of unemployment between age 28 and 33. Long

Leeet al.2012; Crowley al.2013; Gorligt al.2013; Manpower Gr@@i2; Bernar2l013;
Canadab6s PupR0l2.c Policy Forum

BC Centre for Employment Excellence 10
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term youth unemployment creates a wage gap of ¥25 per cent by the age of 42, when compared
against peersThe LongTerm Effects of Youth Unemploymetites eviderce from the United States (US)
that persons who experience 26 months of unemployment before age 22 typically earn $1,430,650
less per year than their peers at age 26, and $1,080150 less per year at age 30 (Mroz and Savage,
2004). A similar study recently cited in The Economistsuggests that men who experience a year of

unemployment before age 23 will earn 23 per cent less than their peers 10 years later, and 16 per cent

less 20 years later (Manpower Group, 2012). Bell and Blanchflower (2009, citedTinavkina et al.,
2013) estimate that a sixmonth spell of unemployment at the age of 22 would result in an 8 per cent

lower wage at 23, and even at ages 30 and 31, wages would be 23 per cent lower than they would have

been otherwise.

In addition to experiencing lower earnings, longterm unemployment can leave psychological impacts

Ca|
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Youth in the Capital Regionds Labo
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indicators, young people in theGreater Victoria areaare faring well. Among youth 1524, 1.2 per cent
are receiving some form of income assistance, a rate roughly half of the provincial average. However,
other indicators point to a need to do better. For example, almost ofthird (31.6 per cent) of young
people in the Capital Region did not complete high school, which is significantly higher than the
provincial average (26.2 per cent).

Table 1 Indicators of Youth &isk by Local Health Area (LHA)

% of Youth who| Percent of Youth o| Live Births to Mother{ Children in Care pg Juvenile
Did Not Graduatf§ Income Assistance under 20 Years of Ag 1,000 Children Agg Crime Ratg
2009/162011/12| as of Sept 2012 | per 1,000 Live Births 0 to 18rears

LHA 61 (Victoria)  31.8 1.5 21.4 12 6
LHA 62 (Sooke) 39.4 0.9 26.3 135 43
LHA 63 (Saanich|  24.2 0.5 38.8 6.1 3.1

Note Island Health, 2012. Local Health Area Profiles. Local Health Areas align with School District.

YoutHJnemployment

The unemployment rate for young people in the Capital Region is 10.9 per cent, compared to the
unemployment rate of 5.4 per cent for the population overall (Island Health, 2012%ince 2008, there
has been a relatively steady decline in botthe employment and participation rates for youth, 15 to 24.
From 2008 to 2013, the unemployment rate for youth increased by 89 per cent, the participation rate
decreased by approximately 19 per cent, and the employment rate decreased by a rate of 23 pet.ce

BC Centre for Employment Excellence 11
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Table 2 Labour Force Activity for Youth Over Five Years, Victoria CMA

Youth (15 to 24) Labour Force Activity 2003013

100
80
60 — —
40 — —
20 —
2008 2009 2010 2011 2012 2013
& Unemployment rate 5.5 10.8 11.3 10.9 10.9 10.4
Participation rate 76.3 70.2 69.1 67.1 65.8 62
w Employment rate 72.4 62.5 61.3 59.8 58.6 55.6

SourcelslandHealth, 2012. Local Health Area Profiles.

EmploymeAimongrouthNot inSchool

Among youth ages 1819 and not in school. thainemployment rate is 11.8 per cent; however, when
factoring in those not in the labour force, 1,620 or 40 per cent of neschool attenders in this age group
are also either not employed or in the labour force. Among youth 2@4 who did not attend schoolthe
unemployment rate is 9.1 per cent. Perhaps more startling, of those in that age group who are not in
school, 2,315 are either unemployed or not in the labour force. This is over 20 per cent of rRschool
attenders in this age group who are considered BETs:) T OET OOh Al 11 00 thnnn
Capital Region are not in school, employment or in the labour force.

5

It is worth noting t@atper cendf all youth ag20 24 are NEEWhileB.37percendf all youth
agel 1519 are NEET

BC Centre for Employment Excellence 12
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Table 3 Labour Force Activity by School Attendance (NHS, 2011)

15 to 19 years 20 to 24 years
Totalfi Did not Totalfi Did not
Attendance af  attend Attended | Attendance aff  attend Attended

school school school school school school
Totalfi Labour force statu 19,340 4,010 15,330 23,865 11,070 12,795
In the labour force 9,300 2,710 6,595 19,400 9,625 9,765
Employed 7,780 2,390 5,385 16,885 8,755 8,130
Unemployed 1,525 320 1,205 2,515 875 1,640
Not in the labour force 10,035 1,300 8,735 4,470 1,440 3,025
Participation rate 48.1 67.6 43 81.3 86.9 76.3
Employment rate 40.2 59.6 35.1 70.8 79.1 63.5
Unemployment rate 16.4 11.8 18.3 13 9.1 16.8

Note Statistic€anada, 2012. Highest Certificate, Diploma or Degree (7), Age Groups (8B), MajprGladdifi€&tadyof Instructional
Programs (CIP) 2011 (14), Labour Force Status (8), Attendance at School (3) and Sexi¢8) Agreithd P¥jpaleat and Over, in Private

Ca|
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Skills GapandOpportunities in the Region

Understanding the nature of skill shortages is another starting point for designing appropriate policies
to support youth transitions and progression. Shortages can arise because of a genuine lack of workers
with the skills needed, but they also arise for various other @sons, including working conditions and

pay rates that are unattractive to workers, geographical imbalances in supply, or a shortfall in the
number of appropriately skilled individuals. Only some of these are reasons are associated with
education and training (Travkina et al., 2013).

Labour Market Outlook for the Region

Estimated employment in the Capital Region has been projected to grow by 1.5 per cent, or 14,600 jobs
between 201072015 (BC Statistics, 20103.

The industries with the highest number of jobs are Health and Social Assistance, TraRetalil,
Government, Construction, Education, Accommodation and Food Services.

Provincialemand for workers is expected to grow at an annual averageeraterdf 1.4

BC Centre for Employment Excellence 13
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Figure 1 Employment Demand by Industry
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In the Capital Region, industries with the most signifiant projected job creation potential over

five years are: Health and Social Assistance; Construction; Information, Culture and Recreation;
Accommodation and Food Services, and; Tradeetail. Education and Government are both sectors
currently employing large workforces but are not projecting significant growth. The Information,
Culture and Recreation industry is not currently a large industry but is projecting some of the highest
growth in jobs.

Figure 2 Employment Demand by Largest Growth in Job Numbers

Those represented in grey are large
industries today but are not

3,730 M Current Job #'s Growth projecting significant growth.
400 3,610
-10
ALpEie 15,530
& © & & & & &

When considering labourmarket projections, it is important to consider employment growth by
occupation as well as industry. By occupation, those with the higlrgjected employment growth are:

BC Centre for Employment Excellence 14
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construction trades? sales and service occupations; clerical work; registered nurses; and trades
helpers, construction and transportation labourers.

Many of these growth occupations are relevant to the types of employmeateated by employment
social enterprises, and many with labour market areas that have been identified as being youth
friendly, such as: tourism; information, communications and technology; social services; and
environmental management (Gorlich et al., 2013 The literature suggests upskilling youth to meet the
hardest-to-fill positions: technicians, sales representatives, skilled trades workers, and laborers
(Manpower Group, 2012).

Analysis dfreafOpportunigndRecent Developments

In the Capital Re@n, there are several identified growth sectors that would benefit from a more
comprehensive approach to employment development and strong social enterprise presence. The
marine, green and alternative energy, food production and valdadded processing, ad recycling and
waste recovery sectors are all sectors with stated growth potential, labour force development needs
and demonstrated examples of successful social enterprise approaches operating in other jurisdictions.

First Nations governments and commurties are also important players in the regional economy and
creating employment opportunities for their band members and residents. The recently completed
Songhees Wellness Centre, the Salish Seas Industrial Services Partnership between the Songhees and
Esquimalt First Nations and Ralmax Group of Companies, and the many employment projects of the
4831 OEA &EOOO . AOCEIT T | AwBulissnhagqudduitude)Care All edadled of fhis OOAT 1 A
growing segment of the economy.

Additionally, there are many examples of a clustered or placbased approach to social enterprise
development for employment creation with demonstrated success (e.g., Downtown Eastside or DTES,
North End of Winnipeg). In the Capital Region, a number of parties are actively engageeéfforts to
revitalize the Rock Bay area as a green and social enterprise district. This area is already home to many
enterprises in the above growth industries, some of whom are already actively operating social
enterprise components to their operations This potential will be explored through this project.

Strategies for Addressing Youth Unemployment with Vulnerable Youth

Youth who face barriers to employment require supports and interventions that go beyond those
provided in most traditional employment programming. However, there is mixed evidence as to the
efficacy of many employment development strategies in creating and sustaining employment for people
facing barriers to employment. For exampleYouth Unemployment in Europe and the World: Causes,
Corsequences and Solutiofsund that despite being the predominant employment strategy, training

and employment programs have a small impact on employment; rather, jobs depend on the state of
economy. In addition, there are few longerm evaluation studies of effective practices irmployment
programs for youth, and among what studies do exist, many point to only short term, or partial

Occupations in the construction group are poinearifhed with carpentry, plumbing, pipefitting,
masonry, plastering, cement finishing, tile setting, roofing, glazing, painting, insulating, and installing
floorcovering. This does not include contracting or supervisory occupations.
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outcomes for youth (Bloom et al., 2010). Even among the studies that do exist, some caution is
necessary as many are American, and took place in th880s and 1990s during a time when these
government-supported programs had significant limitations on program length and when programs
were deficit-focused (Gyarmati et al., 2008).

Despite this, by considering the literature on successful employment inteentions —both those
focused on youth and those on vulnerable employment seekers more generaliythere is a consistent
set of recognized best practices, which are described below. An approach that combines these best
practices in an integrated manner—as social enterprise does—has the potential to produce even have
stronger outcomes.

Programs that address the range of skills development needs are effective

Four broad typesskills sets are recognized as important to employment outcomes. These are:job
specific skills; workplace skills (e.g., social skills, motivation, leadership, dependabilitythese are
sometimes referred to as norcognitive skills); essential skills, inaliding literacy and numeracy; and life
skills.

Box 1 Skill Sets Essential to Employment Outcomes

Job skills hard skills relevant to industry. Hard skills include: food preparation, car cleaning, property maini
construction are taught in a combofatentification and training programs, asléjoltraining.

Workplace skillghe skills needed on job sites to obtain and maintain employment. These skills include: cor
decisioimmaking, wisdom, working in a team and independeastiip |eadarker relations, reliability and helping e
other, dealing with customers, developing a strong work ethic, achieving work expectations, time manager
management, respectful behavior on job sites, supervisor relations, itherfadutig aitth making the most of
employment opportunities.

Essential skillsinclude literacy and numeracy. In this context, literacy is understood broadly to include read
oral communications skills, as well as numeracy and apyplgkillitstch as the ability to complete forms and
applications. Financial literacy is a separate but often cited gap as well.

Lifeskils These capabilities isetmpgandlifeskdlsrheywnd erdptoymeert,ihdusin
finances, education, personal satisfaction, dealing with anger issues, mental and physical health challenge
confidence.

%OOAT OEAI OEEI T Oh AT A 1 EOAOAAU ET DAOOEAOI AOh

searches and write applications. The nature of employment searching has expanded from resume drop

offs and personal connections to include online applations that request an individualized and
reflective process. This type of application process is challenging for youth with low literacy levels.
, EOAOAAU A1 01 EIi DPAAOO Ui 061 ¢ PAI PI AGO AAEI EOU
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training, understand their rights as an employee, research and understand the company they are
working for, and so on. The issue of literacy is a large, systemic issue that employers are noticing.

The acquisition of both essential and workplace skills have @ositive relationship to employee
earnings, with some authors arguing that workplace skills play a more important determining role

(Green and Riddell, 2002). Gyarmatital.j ¢ mmtyq Al 01 117 OAO OEAO xI1 OEPI AA
performingawideranCA 1T £ OAOEO ET A xEAA OATCA T &# 1 AAOPAOEI
bl OEOEOA AEAAAOO 11 x1 OEET C OEEIT O O OOAAAOOAODI

on the relationship between skills development and economic growth anproductivity, finding that
skills rather than formal educational achievement have a greater impact on employment and earning
outcomes Coulombe and Tremblay, 2001 The authors go on to note that the impact is more
pronounced for people with lower skills levels, leading them to identify as a policy priority a focus on
school leavers and young people.

However, in spite of the evidence in support of comprehensive skills development, employers tend to
primarily develop job-specific skills; the remaining skilk sets are addressed through a patchwork of
personal effort, employment development programs and other solutions. Essential skills, workplace
skills, and life skills gaps (including addressing poverty, housing stability, alcohol and addictions, as
well asbehavioural challenges) require investments beyond what many employers routinely make or
have the resources to individually address. Ple{2007) notes that while workplace literacy is a key
issue in Canada, little policy attention or programmatic supporhas been provided to address this issue
and is where Canada lags behind other developed nations. Manpower (2012) also affirms that
employers must take a larger stake in training and skills development with potential employees,
including youth, as the labou market alone will not address these gaps.

Workplace-based training creates important opportunities for potential employees and employers to

CAO O1 ETTx AAAE 1T OEAO ET A O1I EOA6 OAOOET ¢ch Al I T x
apparentfrom a resume (Travkina et al., 2013, [82). There is increasing evidence to demonstrate that
interventions integrated into the workplace are effective in terms of delivering this type of skills

development initiatives. A recent evaluation of a workplacérased training program focused on

essential skills (e.g., literacy, numeracy) development found that not only did employees make gains in
OEAOA OEEIT O AOAAOh AOO OEAO OEAU AI-NI CARDOAOGARAT GAI
(for instance, attitudes towards learning, motivation and engagement, future orientation, and self

esteem) and overall job performance (SRDC, 2013). Further, the report finds that this approach is

ANGAT T U AEEAAOQOEOA &£ O OAOEIT 00 miady(Palante@ Etdl. (®I3pid1 AOET
their evaluation study of the longerterm outcomes of workplace education programs for increasing

essential skills, find that thatin addition to improvements in the targeted skills, participants also

experienced gainsm a number of factors related to social capital, welbeing, and improved job

performance indicators (productivity, employeezmanagement relations, etc.). The report further notes

that improvements in job performance were more likely to be realized in firmshat delivered more

hours of training and where training was well aligned with business needs.

Non-traditional approaches to skills development (e.qg., skills development through film and other
creative activities) are also effective in reaching the hardg to reach youth, and that these programs
help youth develop the workplace skills and life skills that are essential to employment (Travkina et al.,
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2013). For vulnerable youth, building seKconfidence, ambition, sense of mastery, and other personal
characteristics is particularly important.

Focus on fAReal 06 Work Experience

Real, paid work experience is the foundation of many employment programs that target vulnerable
populations. Paid work experience creates an opportunity for new skills acquisition, relevant resume
building experience, and increased earnings (which are, haver, often temporary) that can contribute
O OOAAEI EUET C 1T OEAO AOPAAOO T £/ PAOOEAEDAT 006
investing in people with barriers to employment. Paid work experience is most effective when it
incorporates workplace-based skills development, flexible entry points, opportunities and support for

career growth.

Ca|
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studies have supported the assertion that even tengrary employment, if properly networked and
supported, can be an important stepping stone for those facing barriers to employment (Manpower,
2012; Crowley et al., 2013). In examining the labour market policies of the Netherlands, Crowley et al.
find that afocus on creating opportunities in temporary and paritime work has had a significant
positive impact on employment outcomes for young people. The Netherlands experience finds that a
focus on even paritime or temporary employment lessens the scarring effcts on unemployment,
increases skills development, provides opportunities for young people to try out a range of different
jobs, and creates opportunity for young people to prove themselves and build a resume, thereby also
increasing their access to soclanetworks. It is worth noting, however, that the Dutch example takes
place in a unique sociopolitical context characterized by a highly established social safety net that
blunts the effects of parttime, temporary, or precarious employment often experiened in North
America.

For youth, programs that combine paid work experience with formal education are especially effective
(Manpower, 2012; Crowley et al., 2013). A 2012 review of employment programming by the MRDC
(2012) finds that programs focusing on enouraging participants to complete education programming
and credentialing alone did not produce significantly improvement employment outcomes. Others also
recommend mixing vocational training, with basic skills and workplace experience (Bloom et al., 2010
Manpower (2012, p.28) notes that the best programs adopt a career pathways development approach
AT A OEAO OxEAT 1 A1 O1 OET ¢ DPOI COAI O AOA Al 6Pl AA
level skills and work experience, young people have thershgest possible platform for launching
OOAAAOOAEOI AAOAAOOS8O

Germany in particular is known for this approach. Their youth labour market policies are characterized
by a high level of integration between education and the labour market, high levels of erapér and
other partner (e.g., unions, communitybased organizations) engagement, and a focus on the
achievement of recognized credentials (Crowley et al., 2013,19). Further, the German model
recognizes the different capacities of small and medium entprises (SMEs) and provides shared
infrastructure and resources to support training opportunities and work placements (e.g., partners
smaller firms with larger firms to support training, engages educational institutions to support
training). However, the Geman model has been critiqued for not sufficiently addressing the needs of
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vulnerable youth and has expanded to develop a pr@pprenticeship stream to support these youth in
making the transition.

This review of the literature finds a number of studies that address the role of transitional jobs
programs as a method of providing work experience opportunities that support people facing multiple
barriers to employment. Transitional jobs (TJ) programgprovide temporary, wagepaying jobs, support
services, andob placement help to individuals who have difficulty getting and holding jobs in the
regular labor market. The transitional jobs model seeks to overcome barriers by providing individuals
with a wage-paying, shortterm job that combines real work, skills &velopment, and supportive
services to successfully transition participants into the labor market. Butler et al. (2012) outline three
types of transitional jobs models:

A 4EA 1100 ATiil1T1T EO OEA OOAAOOAOAAIndvE@ini T AAT 6 xE
transitional jobs, usually with non-profit organizations or government agencies. The participants
are paid by the agency that operates the program, which also provides support and assistance to
find another job. Work experience is part oftte program but employers are only requested to
provide a temporary position. Most participants are paid minimum wage and the program operates
for several months.

A In a second model, participants work in a social enterprise that incorporates a funded transinal
jobs program. The selling of product and service offsets some or all of the cost of employment.
Workplace supervision and supports are provided by on site supervisors.

A In athird model, participants work in crews. The TJ program serves as the emplayeontracts with
government agencies or private firms to perform specific tasks (such as buffing floors), and assigns
crews of TJ workers and supervisors to those work sites. Workplace supervision and supports are
provided by on site supervisors.

There is no clear evidence as to which model works best, and it may depend on the context and needs
of target population. The social enterprise model may have a bit more flexibility (due to earned income)
to modify timeframes and supports based on the needs ofdéhndividual rather than the direction of the
funder. However, all models are dependent on program funding. It is important to note that in Canada,
many employment social enterprises rely primarily on a combination of earned revenue and
philanthropic support and, anecdotally, express a wariness in delivering transitional jobs programs

that are defined by a funder and may not entirely meet the needs of their employees.

However, while temporary placements can address many important employment factors, many
programs have suffered because of weak links to permanent or ongoing work pgstacement.What
Strategies Work for the Hardo-Employ“7s a tenyear research project collecting data and measuring
against control groups of eight different employment supporprograms. Overall, the study finds that
while transitional employment programs have increased shorterm employment prospects, they have
not been demonstrated to increase longerm employment in unsubsidized jobs. Of the eight programs
considered, only three were found to have any measurable employment outcomes. Yet even among
these, sustaining employment remained a challenge. The key reason was that participants were almost
always placed at worksites with little opportunity to make a direct transition to an unsubsidized job.
Typically, they worked in a nonprofit organization (sometimes the program sponsor) for a few months
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and then received help looking for a permanent job (Butler et al., 2012). The key learning was that
transitional employment must both build labour-market-relevant skills and transition people directly
into permanent jobs when the participant is ready.

The randomized evaluation trials of transitional jobs programs conducted by Bloom et al. (2010;
Bloom, 2010) found that theprograms were effective in reducing recidivism and welfare receipt, with
the strongest employment impact experienced by participants who had gaps in work history. Youth
were identified as one of the target groups where transitional jobs strategies could be most effedivt
must be noted that neither of the studies focused on the social enterprise model of delivering
transitional jobs programs.

In Canada, community employment programs (similar to transitional jobs programs outlined above)
also have a long history. Likéransitional jobs programs, many of these have been critiqued as to their
efficacy in creating sustained jobs after program funding ends and for potentially creating dependence
among participants on these jobs that may later disappear. Further, some oke programs have been
critiqued for creating less desirable, lowskilled and short-term work (Gyarmati et al., 2008). Later
attempts to create community jobs through business development have been more successful, but still
suffered some of the same chahges. Where community jobs projects excel is when they are closely
linked to identified community needs and engage local communitipased organizations that are well
connected to the community and have a deep understanding of local employment issues ant/iees
(ibid.).

The Community Employment Innovation Project (CEIP) was a mulfiear community work project that
built on learning from earlier community employment programs. As such, the project included program
improvements over previous examples. For eemple, the program design increased the program length
to three years and encouraged participants to take on multiple different jobs within the program.
However, like many other transitional jobs programs, the CEIP project found the improved
employment outcomes that existed during the project quickly disappeared after the project was
completed, and that postproject, many participants struggled to find more than paritime work. On the
positive side, the evaluation did find that program participants moved ito more highly skilled

positions postprogram employment, had some improvements in working skills, and expressed more
positive attitudes towards work (ibid, p.59). The project further found significant positive impacts on
the local communities in which itwas located, in relation to a number of factors.

Overall, the researchers find that the CEIP project was relatively cesffective in terms of government

Ca|
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benefits to communities are substantially larger than the net benefits to participants and suggest[s]
that CEIP is costly and inefficient as a participarfbcused project alone. It is, however, a viable and very
efficient policy tool for achieving the dualgoal of supporting unemployed individuals and vulnerable

Al i i O1T EGEA34Y | EAEAh D8
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the definition used of social economy for the project is much braer that the social enterprise focus of
this paper,and included all nornprofit organizations. Unlike traditional non-profit organizations, social
enterprises have a stronger focus on revenue generation and markbased responses, perhaps
indicating that afocus on social enterprises would lead to stronger local economic impacts.
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Provide Wraground Supports

The inclusion of wrap-around supports in programs designed to create employment opportunities for
people with barriers to employment is widely accepted Numerous studies have documented the use of
these strategies to support job retention for people with barriers to employment (MRDC, 2009, 2012;
Bloom et al., 2010; Gyarmati et al2008; Butler et al., 2012; Crowley et al., 2013). However, less is
known about what types of supports are effective for which populations.

MRDC finds that several key factors support employee retention and advancement in temporary jobs
initiatives and employment programs. These include: earnings supplements coupled with job coaching,
interventions that support employment stability (supports to help participants maintain steady
employment rather than one specific job), reemployment activities (assistancefiparticipant loses job),
career development services, referrals to education and training, life skills workshops, support

services, and referrals to social services (MRDC, 2013). The report also points to the success of the use
of a career pathways framewrk that aims to move individuals through wellarticulated training and
employment steps so that they can access jobs in higlemand occupations. Finally the report

concludes that combining several supports already shown to be effective has more successréating
outcomes than any of these on their own.

Strong Employeractitioner Partnerships and Networks Support Employment Outcomes

Program design is important, and flexibility within the local labour market and the ability to meet the
needs of youth empoyees contribute to positive outcomes (Fowkes and Middleton, 2012).

In their review of the literature on employment development and the role of workforce intermediaries
Loewen et al. (2005) find that the many strong examples are characterized by formadit partnerships
between community-based organizations (CBOs) and employers, where CBOs act as a gateway into a
network of employment opportunities. In this model, CBOs use their deep connections with residents to
recruit, screen and train potential employes. These models are successful in engaging the hardest to
engage precisely because CBOs are often organizations that potential-gaekers are already familiar
with and comfortable accessing, as many provide other services in the community.

The most sucessful employment initiatives include all stakeholder® such as industry groups and
employers, schools, colleges and thirtevel education providers, trade unions, employment agencies,
social economy organizations, and local community groups. This is egaly important in seeking to
serve low-income neighbourhoods and marginalized communities where networks with employers and
employment models may be weak (ibid.). Several studies have demonstrated the importance of
nurturing networks of friendly employer s and/or adopting a specifically sectotbased focus (SRDC,
2013; MRDC, 2012). Most critical to the success of these initiatives however is the engagement of
employers throughout all aspects of the employment development process employers provide

critical information about local labour market dynamics, indemand skills, and can help design
appropriate training. The active engagement of employers is as critical to changing attitudes to hiring
O1 IOOAAEOQET T AT 6 Ai DI TUAAOG Al A fathy ®énplgeentedsE DI AAAO
Manpower (2012, p.19) points to the potential of employer demand driven trainingto-employment
programs as a key strategy to address skills shortages and create opportunities for youth. These are
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intensive, specific job training pograms that include a posttraining placement for potential employees
who would have not been able to access this work on their own. For these programs to be effective,
Manpower notes that they must: be demandlriven, include strong employer commitments,
incorporate post-employment counseling and mentoring, and embed repeated engagement with
employers who have input into program design.
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SocialEnterprise

Social enterprise has received significant attention in recent years. Within the field of social enterprise
there are variations in terms of mandate, legal and organizational structure, and business sector. Social
enterprises provide blended social and fiancial value and are situated between traditional nosprofit

and for-profit ownership models, as depicted below.

Figure 3 Social Enterprise Continuum, Trico Foundation

Business Model Continuum
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In Canada, much attention has focused on social enterprises as businesses run by-piarfit
organizations. However, increasingly the lines between social enterprise and socially responsible
business (or social purpose businesses) are becoming blurred and there is growing diversity of
organizations that make up this spacéFor our purposes, we maintain that social enterprises formally
limit or restrict the distribution of profits and assets to individual shareholders such that those
proceeds are reinvested towards the social mission (this definition includes, for example,-operatives,
Commurity Contribution Companies, and myriad other forms).

The concept of social enterprise often refers both to any revenue generating or market activity that
generates a return to the norprofit organization (e.g., a museum gift shop), as well as to activiighat
focus on creating employment or livelihoods for people facing barriers to employment or other forms
of marginalization. For the purposes of this report, we are focused on the latter. We refer to these as
employment social enterprises (ESE) and adophe following definition from Enterprising Non-Profits:
@\ type of social enterprise whose primary purpose includes an expressed intention to train, develop

Social enterprises focused on providing employment form a subset of all social enterprises.
Employment social enterprises make ugbout 40 per cent of the social enterprises active in Canada
today (ibid.). Social enterprises operate in a wide variety of stors of the economy? from renewable
energy to food service, retail and concessions to home services and technology. These enterprises are
integrating into identified labour market areas and are differentiated from other employment

Ca|
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For example, BiitiSolumbia was the first Canadian jurisdiction to recognize a new hybrid legal form,
the Community Contribution Company, in 2013.
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the enterprise to compete in the marketplace, even if subsidies are obtained (Fowkasd Middleton,
2012).

The Role for Social Enterprise in Addressing Employment

Youth unemployment is an issue with significant longerm impacts, and many employment programs
lack adequate resources to help youth transition from training and education intmainstream,
livelihood-supporting employment. Youth NEET, in particular, are not well served by traditional
employment programs and can struggle to retain employment with mainstream employers without
support.

Employment social enterprises have created miche in providing training, support and employment to
people who experience multiple barriers to employment. Governments across the OECD have been
increasingly interested in the potential of ESE to help address unemployment with vulnerable
populations. Enployment social enterprises help address labour market imbalances by: recruiting
people who face discrimination in the labour forceproviding flexible work environments and

conditions of work, offering a range of workplace supports from otthe-job trainin g to life skills

coaching, accepting a level of perceived business risk that prevents many people with barriers from
accessing mainstream work, andbcating their activities in low income areas with few job

opportunities (Fowkes and Middleton, 2012). AccohET ¢ OT 31 AEAT %l OAOPOEOA 5
enterprises can play a key part of the solution. Young people can benefit from enterprises that can build
their skills and confidence; that can create and keep wealth in our most deprived communities; and that
can build trust, responsibility, provide role models, reward hard work and give young people a voice

AT A A OOAEA RIMarkeESoldtiorCidJAHICreAtiorBaind Opportunity: Social Enterprigeort

by REDF (Javits n.d.) reinforces these finding®ting that supported employment experiences in social
enterprises help certain populations deepen their access to the workplace.

Among employment social enterprises, a number of different approaches are identifiable, from those
focused on transitional empoyment as a pathway to mainstream employment to those offering loRrg
term employment (with or without permanent subsidies) (Javits, n.d.; Spear and Bidet, n.d.). A 2002
study (cited in Fowkes and Middleton, 2012) of European Work Integration Social Enteriges (WISE)
describes four basic types:

A Those offering transition employment as a pathway to work;

A Enterprises that create permanent, selfinancing jobs

A Enterprises that create long term employment with permanent subsidies;

A Those that provide structureand engagement rather than a mainstream work contract.

A study by the Roberts Enterprise Development Fund (REDF) notes that transitional and letegm

employment focused social enterprise models differ in several aspects of their employment support.
LongOAOI Aipi T Ui ATO &£ AOOAA OiF AEAT AT OAOPOEOAO EAOA
AT A AAT AEEO DPAAEACA 11T OA AT i PAOAAT A O 10 AAOOAO
employment social enterprises may be clustered in the type ofusinesses that require higher skill
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helping people transition to competitive employment, the wage and benefits package may lag the
market, in part as a incentive for people to move into other jobs. There may be greater emphasis on

AAOEA ET A OEEI T O OOAE AO pOT AOOAI EOUN

There are key differences in the business model between social enteiges focused on transitional and
long-term employment. Social enterprises focused on transitional employment are more likely to have
a business model that is reliant on some ongoing subsidy, as opposed to those social enterprises with a

long-term, stable workforce (Javits, n.d.; Nockolds, 2012).

The REDF report and others suggest that youth benefit primarily from a transitional social enterprise
experience, ideally transitional employment that helps them gain work experience, jeteady skills and
ladders them into good jobs with mainstream employers. This is confirmed by a scan of employment
focused social enterprises supporting people facing barriers to employment conducted by Enterprising
Non-Profits; in this scan, social enterprises working with youth wee largely concentrated in

transitional employment models. In Quebec, training businesses are a key form of transitional social
enterprises employing youth that are recognized and receive funding from the provincial government.
Training businesses in Quebeare organized in a provincial network that has greatly advanced their

model (Dolbel, 2009).

Figure 4 Transitional Employment Social Enterprises
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Table 4 Comparisomf Transitional Jobs Programs and Employment Social Enterprises

Transitional Jobs Programs

Employment Social Enterprises

BCds

Initiation Governmeinitiated, partnerships develop Started by ngmofit, individual or other interg
with noprofit or private sector employers in creating employnrportunities
transitional job placement sites

Funding Governmeifinded programs Most transitional ESEs receive some gove

or private funding used to fund/age costs;
earned income offsets some of the costs a
wages

Types of Jobs

Community jobs; sherm initiatives thatlac
community value (such as mosaic projec
auxiliary jobs within an organization

Entrylevel positions in service or labour inte
sectors (such a property management, foo
services or construction)

Preemployment
Program

Preemployment workshopuihine program
and expectations; develop workplace ski

May or may not conduceprployment
workshop/training; may train and develop s
the job

Supervision

Provided by an employee of work site ho
organization who reports to program

Providetly an employee of the social enter

Program
Timelines

Transitional jobs timelines and employee
supports are fixed by funding program

Market generated revenue allows additioné
flexibility in terms of timelines and supports
though funding can inflaéntake time period
and target population

Job Creation and
Sustainability

Existence of jobs determined by wage st
and funding

Existence of jobs determined by successfu
business and labour market demand

Transition
Networks

Strong networks withnsieam employers
critical to successful employee transition:
often weak

Strong networks with mainstream employe
critical to successful employee transitions |
often weak

Challenges

Dependent on funding; jobs may not buil
sectorelevant dks; time in positior6(2
months) may not be long enough to intec
new workplace skills

Potential conflict between business needs
transitional employment mandate; often re
funding for training and employment suppg
pressure to move people to new positions
to make space for new employees
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Successes and Challenges in Eayment Social Enterprises

Success for social enterprises is usually defined in terms of a combination of social and financial
sustainability. Social sustainability is viewed in terms of creating successful employment opportunities
for marginalized populations and positive contributions to community. Financial sustainability for

social enterprises has often been seen as able to operate without government or philanthropic funding;
however, there is a growing recognition that this may be a challenging goalfemployment social
enterprises and especially transitional employment social enterprises, who face high training, support,
and turnover costs. Nockolds (2012) suggests instead that financial sustainability for employment
social enterprises should be thoubt of as including the ability to gain all forms of funding and financing
required to meet social sustainability goals. In many jurisdictions the financial sustainability of
employment social enterprises is supported by policy initiatives, including: commmity benefit
agreements; hiring targets; social procurement initiatives; wage subsidies; and research, development
and innovation funding.

Given the diversity of social enterprise approaches and wide variations in the degree of government
funding and support (Fowkes and Middleton, 2012), coupled with limited largescale standardized
evaluations of employment social enterprise (Nockolds, 2012), it is difficult to make widespread
generalizations about the success of employment social enterprises in achievieigployment
outcomes.Success Themes in Supportive Employm@fader et al., forthcoming)recorded a number of
benefits to employees as a result of employment with a social enterprise; most social enterprises do
some tracking and documenting of their socl@mpacts but expressed a desire to improve their
evaluation practices. Some ESEs track vigorously, through tools such as Social Return on Investment or
Demonstrating Value; however, most of the data related to impact is anecdotal, based on funder
reportin g requirements or limited by resources. However, a number of prograsfievel evaluations
consistently suggest that employment social enterprises are successful in terms of:

A Improving employability outcomes

Ca|
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A Improving employee seltconfidence, sense of contribution, etc.
A Helping to stabilize other aspects of employeétives.?

There are also communitylevel impacts, including: concentrating in disadvantaged communities and
creating morejobs relative to standard businesses (Social Enterprise UK, 2012) and reduced impact on
public expenditures, reducing costs related to public safety and others (Javits, n.d.).

Travkinat al.2013; Ferguson and X@98; Toronto Enterprise F20@#; Erne2011; Schnirer et
al, 2007; Nile2010; Fairholiader and Turnbull, forthcoming
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Box 2 REDF Report

R E D F 6 sA Magkgt 8alution to Job Creation and Op@otialtiEnterprismllected lofigrm data from 1998
2008, following over 1,000 social enterprise employees for up to two years. The findings were encouragin

77 per cent of employees were still woikihgnbBths after hire;
Hourly wage increase8byer cent; and

Monthly income doubled.

According to a review of social enterprises funded by the Toronto Social Enterprise Fund (2004),

employees in social enterprises experienced significant improvements in their quality of life: they

stabilized their housing, improved their food security, andyained increased access to recreation and

i OEAO AAOCEA T AAAO8 4EAOA xAOA A1l OI 11 6AA Ei PAAOO
which plays a vital role in the transition to increased economic engagement. Participants described

feeling they had regained their identity and seHworth as a result of earning income through, and

participating in, the broader activities of a social purpose enterprise. Through hanesn involvement in

paid work and business development, participants dramaticalljncreased their employability.

Social enterprise: An Effective Approach for Youth with Barriers to
Employment

The social enterprise sector has emerged in many countries from a growing recognition that many
labour market programs fail disadvantaged populdbns. TheRole of Social Enterprise in European
Labour Markets(2010) attributes this to a failure of traditional labour market programs to make the
necessary connection between training and employment; the report also finds that these programs do
not sufficiently address the lack of employment opportunities faced by disadvantaged populations after
temporary training and work schemes (Spear and Bidet, n.d.). Fowkes and Middleton (2012) argue that
social enterprise has emerged as a response to critiques aflgic sector employment programs on the
grounds of cost effectiveness, creating dead end jobs and dependency, a focus on4opatity jobs, and
displacement of other workers.

One of the key strengths of the employmerstocial enterprise model is that it efectively combines many
of the established best practices in employment and skills development in a way that creates synergies
that are not present when delivery in isolation. Specifically:

Employment Social Enterprises include training in workplace skill s and job skills in a setting that
is inherently integrated in the workplace.

This approach has been demonstrated to be much more effective than training that is offered outside of
a workplace context, and is a key element of employment social enterprise3ocial enterprise combines
supports to develop skills and experience with paid employment. By working within the enterprise,
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participants gain invaluable, current, handson job experience Fowkesand Middleton (2012)

interviewed 52 organizations operating 63 separate social enterprises. All of the interviewees

maintained that what distinguished their social enterprise activity from most labour market programs

was that they were offering the oppor®T EOU O1T AT OOAAI x1 OE86 4EEO OAE
combination of onthe-job training (direct application of new skills), the intensity of contact with

employees (e.g., fultime work hours versus limited program time), and the real world accounthility

required for job performance, all contribute to employment outcomes for social enterprise employees.

Nockolds (2012) echoes the importance of these program elements and additionally notes the

importance of providing job search assistance and posiocial enterprise employment support.

Employment social enterprises integrate life skills and other wrap around supports that are
critical in achieving employment outcomes for people facing barriers to employment.

The focus on wraparound supportsissomethi ¢ OEAO EO 1 EOAOAIT 1 U OAAEAA E
social enterprises. The 2008 OECD repoitnproving Social Inclusion at the Local Level through the

Social EconomyNoya and Clarence, 2008E AAT OEAZEAO OEAO OEA OO1 AmAi AAI
AAAOAOOGET ¢ AEOAAOAT OACAh EiI POl OET ¢ AipITUIiATO 100
enterprises are identified as providing two distinct advantages when addressing social exclusion: they

are often based and embedded in local communities, mwibuting to the development of formal and

informal networks, allowing them to engage with hard to reach people, and they act as conduits for

greater participation (ibid.).

A forthcoming enterprising non-profit (ENP) report notes the importance ofworkforce mix and
diversity (between target and nontarget employees), flexibility and accommodation in scheduling and
requests for time off, inclusionary recruitment, hiring, and review practices, graduated and ongoing
training and probation, workplace and lifeskills goalsetting and wrap-around supports, and a
welcoming organizational culture.

Many employment social enterprises operate as extensions of the mission of a parent organization that
provide other types of support to clients (e.g., mental health drousing support, or services to

vulnerable populations like new immigrants), which increases their capacity to meet the complex needs
of their social enterprise employees. Because social enterprises earn a portion of their revenues from
market-based servies they are often able to support a wider range of employee supports and are less
susceptible to having to withdraw these services should a funding program end.

Employment social enterprises help prepare workers for entry -level positions, which both helps
people with barriers to employment gain critical work experience and reduces the risk employers
may bear in investing in unemployed youth.

Most social enterprises offer entry level employment for young people, coupled with a focus on helping
employees todevelop skills and identify future opportunities. This approach has the critical function of

helping youth with barriers to employment gain workplace experience and can build trust with

employers who come to know that they can draw from a pool of wettained, pre-screened young

applicants. The importance of this was supported in our interviews with employers, many of whom

ET AEAAOAA OEAU POAEAO O1I AAI PO A OOAOGO OEAT ET OAO
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The Business of Inclusioreport commissioned by the Toronto Social Entgarise Fundfinds that

employees in ESEs transition through common stages as they move towards more sustainable
livelihoods. The stages includedestabilization, stabilization, foundation building, engagingnd

developing a livelihoodAt each stage in this process, different social enterprise interventions are
needed; some of these are provided by social enterprises themselves, while others, such as emergency
services, may be provided through community partnerships. The report findsit many social

enterprises work with people in the engagement stage and this is where social enterprises are able to
make the most significant contribution. This process of employee stabilization is critical to then
engaging employers in hiring from nonrtraditional populations.

Figure 5 Process towards Sustainable Livelihoods

Destabilized Stabilizing & Engagement Livelihood Development &
Foundation Building Sustainability
— asset depletion; — building a base of assets — shifting from coping - supporting people to

keep and continue

growing assets

- building a livelihood

. J

chaos & ongoing crisis — accessing basic needs to adaptive strategies
such as housing & food

Employment social enterprises emphasize a partnership model, and excel at building relationships
with employers, unions, social service and other community -based organizations.

As atransitional model, social enterprises can face a conflict between business needs and employment
mandate. As a business, they want to train and retain their best employees; however as a transitional
employer, their primary goal is to move good employees to other employment. Partnerships are

thought to be critical to the success of transitional employment social enterprises. Many transitional
Aip1TuUi AT O OF AEAT AT OAOPOEOAO & AOGO 11 AOEI AEI C b
pathways to help their employees, once they have achieved on the job success, move on to private

OAAOT O AipiiTuUi AT O ET Al i PATEAO xEOE OEA 1T AAA mEI O

Employment social enterprises are able to address both supply - and demand-side issues.

Social enterprises create real jobs and are one of the few employment development approaches that

address both supply and demandside issues in the labour market. Because social enterprises need to

operate a successful business in order to metteir employment mandate, labour market integration is

built into the model. Youth receive work experience in areas with labour market need; as well, the

training and supports are tightly linked and relevant to the labour market. Importantly, the market

embedded nature of social enterprises is a critical differentiator between this approach and transitional

jobs programs. Because social enterprises are ongoing businesses, they create and can sustain

employment for the people they service. Javits (n.d.)aipA O OEA O OAI Pi T Ui AT O O1 AE,
on the supported employment approach offered by transitional job programs by providing supporting

Ai il T Ui ATO xEOE OEA EECE AAAT O1 OAAEI EOU OEAO EO A
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Results CaseStudies

This section outlines the key findings from four Canadian case studies with social enterprises creating
employment for youth. Researchers completed these case studies in order to expand on the themes
identified in the literature regarding social erterprise and to better understand the degree to which
employment social enterprise are employing best practices. Overall, we find that the social enterprises
considered are actively employing many of the best practices identified in both the employment
development and social enterprise literature, with significant success. Our case studies also find,
however, that the social enterprises interviewed experience two significant challenges in meeting the
complex needs of vulnerable youth. Specifically, the satienterprises considered express ongoing
challenges associated with the time they are able to spend with youth in their programs, and note that
additional support is required to adequately meet the needs of certain subgroups of youth.

Brief overviews ofthe case studies are provided at the end of this section, and complete case studies
are contained in the appendices. The social enterprises considered in these case studies are:

A Keeners Car Wash, Vancouver, Mobile car wash
A LOFT Youth Centre for Social Enterise, Toronto, café/catering
A Train for Trades, Newfoundland, Green retrofits and construction

A Youth Unlimited/ Mission Possible, Vancouver, Property management services

Integration o¥WorkplacendJob Skillan aWorkplace Setting

All of the social enterprises we interviewed provide orthe-job training and low barrier job and
workplace skills training. From our case studies, we find that work experience combined with
certifications and formalized training result in the highest leve$ of successful transitions to
mainstream employment, though for some youth, work itself can be enough to trigger life
transformation. Of the four social enterprises considered, two combined work experience with formal
training and credentials. The successates stated by these social enterprises for subsequent
employment or advancement to further education/training is 7585 per cent. The other two social
enterprises provided work experience that did not require formal training or certificates. Their stated
rates of success for subsequent employment were slightly lower. In all cases though, the social
enterprises noted the importance of tailoring the type of training and certification available to the
needs of the industry in which they were operating.

Many social enterprises integrate literacy development into their employment support and skills
development by assisting youth to achieve their GED or increase their level of applied literacy. For
example, one social enterprise we interviewed for the case stigb assists youth in filling out passport
applications in order to teach them applied literacy. In workplace skills development such as
confidence, communication skills, work ethic, positive social interactions, all social enterprises
reported positive outcomes.
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skills that are best learned on the job and the lack of these skills can be a major
impediment to get into other jobs. We need a focus on less training and more work
experid A AGhse study respondent, Keeners Car Wash)

In the social enterprises considered, this workplacdased training is complemented with regular
coaching and performance feedback. In one example, employees receive a monthly assessment from
their supervisors on their skills development with a job coach, followed by threeand sixmonth
performance reviews to provide indepth feedback. These cheek points help youth to consolidate
their skills development and learning and provide opportunity for correctionand continued
improvement.

Provision otife Xkills andOtherWrap-aroundSupports

From our case studies, we find that each of the social enterprises provided wrapound employment
supports, based on the needs of the youth employed. These supports areufsed on keeping youth
employed and enhancing their employability in the future. Due to the nature of the barriers faced by the
youth population, employment supports focused on building life skills, such as financial literacy and
addressing scenariosoris@ A0 OEAO OAEA bi AAA 1T OOO0OEAA 1T £ x1 OE
work (e.g., housing needs). Wrajround supports provided include:

>

Being available 24/7 to address crisis situations;
Coaching and mentoring;

Building social networks;

Addressing family conflict and supporting reunification;

Assisting with addictions and recovery supports;

> > > > >

Attending appointments such as parole, court, doctor, banking and social assistance meetings
alongside youth;

Conducting ongoing work assessments and performanceviews;
Providing housing support;

Providing financial literacy training; and

> > > >

Assisting in the acquisition of identification.

The social enterprises we interviewed see the integrated support they provide as critical to their
success in employing the yout. Not only do they model and teach basic job skills such as coming to
work on time and demonstrating a good work ethic, the support team also deals with issues that
mainstream employers are typically not prepared to address and which can result in job sThe
relationships the staff build with the youth is a significant stabilizing factor. In the words of one

OE

OAODPI T AAT Oh O7A OAI 1 OEA Ui OOEh xA EAOA EAAOA EO

O0O6PpDPT 006 Uil 686
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O7A AOA Ax AOAsdedple tace And AUt dupetvidors ghake it a safe place to
work so people can share challenges they are facing that may affect their employment and
OEAU AAT x1 OE OEOI OCE EO Ol ET OEA 1A@O EI A OE
(Case study respondentWork Life Social Enterprise)
0) 0 AT AOTI 80 1 AOOGAO xEAO EO EOh xA 0OO0PDPI OO0 OEAI
are in crisis. They have our numbers they can contact us at any time to ensure that they
are safe and can come to work on the Monday. They could be arrested,illo€eMET C8 x A
POl OEAA AGkaxstudyreEpor@ent Train for Trades)
All four of the social enterprises considered were developed out of an existing youth or family service
agency. In each case the organization was compelled to develop a social enisgprogram because
they continued to observe youth struggling to obtain employment and who did not fit the criteria of
traditional employment programming. Because of the relationship to an existing youth or family
service agency, the provision of wragaround supports is already integral to the mission of these social
enterprises. Furthermore, these social enterprises report being able to draw on the support of the
originating agency to provide some of these services.

One of the social enterprises intengwed also expressed that the relationship to the originating

I OCAT EUAQETT A1 O bPI AUO Al Ei b1 OOAT O OiI1T A ET ET OA
is that youth are part of a thriving ecesystem. They have different friends and differenpeople that

POl OEAA AEAEAZEZAOAT O OUPAO 1T &£ OOPDPI 0086

Some, though not all, seek additional funding to support these services while covering business related
expenses through the revenues earned. Because by their nature employment social enterprises tend to

be clustered in labourintensive industries, where labour costs are high, many seek diverse funding to

support the wrap around supports provided.

Creation of entrgvel position leading to future opportunity

Every sector has an entry point. We find that th social enterprises we interviewed operate in sectors
that have entry-level jobs that can be augmented by ethe-job training or low barrier training. For
example, basic food preparation skills are taught, which leads to advanced opportunities in the food
services industry; energy retrofit training includes many transferable skills to other parts of the
construction industry and is an industry with ongoing growth potential; even car washing is an entry
point into the auto sector and many employees of thisocial enterprise report seeking work with it
because of their interest in this industry. Many of the social enterprises interviewed intentionally
create opportunities to provide the youth with exposure to other opportunities within the broader
sector they are working in. This takes place through workplace and educational tours, through the
teaching of broader transferable skills, and through workplace mentoring.

For one of the social enterprises, this provision of entevel employment is critical and hey view
employment in the social enterprise as a steppingtone to something better. They note that there is an
underlying assumption that people who have been out of work for a length of time are somehow
unemployable. By providing applicable job trainingand work experience, this barrier is addressed. For
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future employers, this is critical in helping to reduce the perceived risk of hiring youth. The next
Al DI TUAO AT AOGT 60 EAOA O1 ET OAOO ET OEA OAI A 1 AOGAI

Partnership bbel

The social enterprises identify the need to partner with mainstream employers as key to youth
employment success. For transitional social enterprises especially, subsequent employment success is
enhanced greatly by partnerships and connections with friengi mainstream employers.

Each social enterprise we interviewed described some form of partnership with other organizations to
achieve their mission. Most common were partnerships between the social enterprise itself and a
parent or close partner organizaton to provide wrap around and other supports to youth. These
partnerships with existing community-based organizations also provide an important source of referral
and are often the entry point for young people to begin the process of employment with thedal
enterprise. As described throughout the literature, this partnership is often critical because
community-based organizations often have deep relationships in a community and a strong degree of
trust among vulnerable populations that can help break dow barriers to access employment support.

Several social enterprises also described formal or informal relationships with postecondary partners
or training institutions to provide training for youth while employed with the social enterprise, or to
provid e opportunities for advancement postemployment. One social enterprise also had a formal
partnership with a trade union in place. The same social enterprise also had an established partnership
with the provincial government to complete energy retrofits of the social housing stock. This
partnership provided a critical and ongoing source of revenue and job potential for the social
enterprise, while ensuring that funds that need to be spent on maintaining the housing stock would
have a greater impact by proviing employment for youth at risk.

The social enterprises we interviewed described often informal and still emerging partnerships with
employers. Where social enterprises identified employers to whom they referred ongoing employees,
they reported thatempli UAOO xAOA OEIi POAOOAASG xEOE OEA Al bl 1 UA
enterprises. They further reported that many employers appreciated that the social enterprise was still
available to act as a support to the new employees as needed. In turn, the sociaégrises reported
that they were also growing more confident and knowledgeable of who their employees are going to
work for: this enables them to ensure training remains relevant to future employers and helps ensure
OEAO Ul 01 ¢ PAT Pl A dobs arePdRitv® dnesxOn®dbcialedt@rpkise kvd interviewed
described the important role of an alumni network that develops and connects back to strengthen the
mainstream employerzsocial enterprise connections. Another explained the role that partnershipsith
employers play, not only in creating ongoing employment opportunities, but also in helping to provide
exposure for the youth of different job opportunities available to them in the sector.
0! 0 OEA AACETTET Ch Ul OOE oAskisitdtheyEdn €eE 1 EAAOAAS A
themselves there. They have sat on classes and met the chefs and teachers, visited high end
kitchens and they are being offered jobs by chefs who want and need their skills. They can
OAA OEA b ACage sty @spdn@eftBAFT Kitchen)
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All the social enterprises expressed a desire for more time and resources to intentionally build these
relationships. In our assessment, there is opportunity to grow the social enterprise sector and its
employment outcomes through a more cordinated approach to building relationships with employers
to support employee transitions to mainstream employment.

Addressing@@oth SupplyandDemanekide Issues

Since inception, the social enterprises we interviewed have directly created dozens of fothat were

not formerly available for youth. Each of the social enterprises considered in our case studies focused

iT PDOT OGEAEI ¢ A OOAAI EIT A6 A O AiBPITUAAOGS 11 DPOI O
descriptions, and clear expectations of theirmployees. While supportive and flexible employers, the

social enterprises interviewed count on the youth to deliver a marketable and high quality service to

the community, and as such maintain high standards for their employees. This ultimately forms a

significant differentiator that sets social enterprise apart from many employment programs as the

young employees and the social enterprise describe a relationship based on reciprocity. Each social
enterprise provides a marketable service that competes againprivate sector enterprises. Theyneed

their employees in order to be successful. This creates an imperative for the social enterprise to

00PDPI OO OEA Ui OOE Oi AA OOAAAOOAEOI N OEA Ui OOEBO O
intertwined.

For manyof the youth, this recognition of their contribution and being needed had a transformative

effect in terms of how youth viewed themselves and their role in the enterprise. Two of the social

enterprises interviewed included a community service element in thir programming as a way to

further create opportunities for youth to give back to the community.

The intertwined nature of the success of the enterprise and of the youth themselves also seems to exert
pressure on the social enterprises to maintain a high standard of service and quality. Train for Trades,
for example, notes that they became a COR (accapational health and safety standard) certified
company in order to win government construction contracts, but this designation has benefits for the
youth after they leave the program as future employers know that they can expect a certain standard
from former employees of a COR company.

Youth Not Served by Employment Social Enterprises

Even though youth employment social enterprises have an open door to youth with challenging life
circumstances and multiple barriers to employment, two demographics of yah were not being
employed by the social enterprises we interviewed:

A Youth with emerging or significant mental ilinesses require support that is often beyond the scope
of the enterprise and supervisor skill level. This is not to exclude youth living witmental illness
from employment, but to recognize that this demographic may require additional supports that are
challenging to meet within a marketdriven model.

A Young women are largely absent as employees within these social enterprises. This may belpart
due to the nature of the work (labourintensive and traditionally male-dominated). It also may
speak to how young women at risk are vulnerable and are often dealing with issues of childcare
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an expense that may exceed the wages provided by social eqeses as well as an expensive
support to provide in-house.

However, given the limited scope of this research, further exploration would be needed to understand if
these trends hold true across a broader crossection of social enterprises.

Restrictionf Funding and Time Deadline

The standard length of the employment contract from the case studies was six to nine months. For
three of the four social enterprises interviewed in the case studies, the employment term is still largely
determined by funding availability. All the social enterprises commented on the desire for a longer
employment timeframe to deepen the social impact and support significant life transformations and the
role of increased business success in being able to achieve this.

However, dl of the social enterprises expressed that there is a need for balance between allowing the

Ca|
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wanting to address the need by employing as many youth as padsts.

O)l 1060 AiT EOh OEEO EO A£A1T OAOOEAA 30AAAOGO EO E

think any of my youth should be washing cars for more than six to nine months and if we

can help them get into a better and more stable role elsewhere(tiia®0 OOAABadO A1 O OO

study respondent, Keeners Car Wash)
Abridged Case Studies

Keeners Car Wash

Keeners Car Wash is a mobile car cleaning business designed to generate funding for Directions Youth
Services Centre and provide transitional employmenrfior Street Youth Job Action (SYJA) alumni.
Directions Youth Services Centre recognized a gap between the skills of the youth exiting the SYJA
program and nextstep employment. The founders wanted to create a social enterprise that would
combine realworld work experience and other skills such as customer service, sales skills, time
management, money management and setbnfidence.

After an initial exploration of several social enterprise possibilities, a mobile car wash was identified as
a service unique tathe Vancouver market and an easy model to launcheplicate and expand. In
July2012, Keeners Car Wash was founded to offer environmentalfyiendly car cleaning to business
fleets and corporate employees. Keeners receives no government or ongoing funding

The business is operated by a General Manager and one team supervisor who overseesit@nquality
control and employee training. Two to eight youth employees wash cars at any given time; they are
hired as hourly employees with no end date to their emplgment contract. Approximately 50 per cent
of the employees are international students on limited visas looking for flexible, pattme work; all
employees are struggling to enter the labour market and have little job experience or are recent high
school graduates.
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Keeners observed that many workplaces are reluctant to employ youth due to lack of work experience
and high turnover rates, which can impact business stability and be costly. Keeners addresses the work
experience gap by providing a lowbarrier workplace with low skills requirement and a flexible work
environment to assist youth in adjusting to work expectations. The youth employees also gain skills in
dealing with customers, working as part of a team and independently, developing a strong work &th
achieving work expectations? all important ingredients to a successful working life.

In 2013, Keeners employed 15 youth. Of these 15 youth, four are still employees and nine obtained
better paying jobs with more hours or have gone back to school. The remaining two individuals were
not work ready and thus have transitioned to programs thatan respond to their needs.

LOFT Kitchen

LOFT Kitchen is a café, food shop and catering service located on Bloor Street in downtown Toronto.
The purpose of LOFT Kitchen is to train youth in food preparation, catering, food product development,
and hospitdity and customer service skills. The youth that are employed by LOFT Kitchen face barriers
to employment which can include: dropping out of previous education, lack of family support,
unhealthy relationship patterns, high levels of conflict in their livesexperience with the justice system,
experience of racism in the hiring process, mental health issues and addictions.

LOFT Kitchen combines relevant and jolesirable skills with wrap-around supports to help youth find
and maintain careerrelated employment. The youth are supported to attend training at a local culinary
training college while they are paid employees in the café, food shop and catering enterprise. In
addition to skills training and work experience, LOFT Kitchen exposes youth to the posditiés that a
career in the food services sector could bring. They try out different roles in the food enterprise so they
can gain broad skills and new experiences within the operation. Youth visit different restaurants and
meet local chefs. They learn ahd how kitchens operate, using modern technology and become
exposed to a potential life by observing the lives that service providers and customers in the industry
are involved in.

In addition to food service skills and work experience, the enterprise conibes role modeling,

workshops and team meetings to build life skills such as communication, decisionaking, wisdom at
work, working in a team, leadership, ceworker relations and reliability. These life skills are the key
indicators of success inanindZ AOAT 6 0 1 EAA AT A AOA OECI EEEAAT O
LOFT enjoys an 85 per cent success rate that includes youth returning to school, employment with a
mainstream employer or starting a new business. This success rate is buoyed by LOFRVate sector
partnerships and by connecting youth to supportive private sector employers. LOFT maintains a
network of alumni that share their story, success and networks with youth currently employed at LOFT
Kitchen.

Train for Trades

Train for Trades condicts energy retrofits on social housing units. This includes the demolition of
existing walls in basement apartments followed by insulating, framing, plastering and gyprock. An
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additional revenue stream is the modernization and improvement of housing stoakirough upgrading
the interior and exterior of multi-family units. Train for Trades has been in operations for six years.

Train for Trades is connected to Choices for Youth, a ngmofit youth -serving agency. Choices for
Youth staff observed that their yaith clients did not fit the criteria of traditional employment
programming ? their literacy was low and they experience multiple barriers that other employment
programs were not set up to deal with. Train for Trades was founded to address this gap, empédyisk
youth and provide them the support needed.

Train for Trades employs youth aged 185. Of the youth they employ, 7895 per cent are young men
and exhibit numerous barriers to employment. As well, 90 per cent of the youth are originally on
income support.

Twenty youth are now hired each year. The overall program is 44 weeks; the first two weeks are spent

at Carpenters Millwright Colleges OEA 11T AAT AT 11 ACA AT A 4&480 OOAETE
provides the initial training and follow-up training as needed. Once the training is completed, the youth

begin 42 weeks of paid work experience at $11/hour. They work Monday through Friday, 9:00 AM to

4:00 PM. This is real work for real pay.

Youth workers provide life supports and supervisors rolenodel appropriate workplace skills. TFT sees
the integrated support as critical to their success in employing the youth. Not only do they model and
teach basic job skills such as coming to work on time and demonstrating a good work ethic, the support
team also deals with issues that mainstream employers are typically not prepared to address and can
result in job loss. Train for Trades staff are available 24/7 to deal with issues as they arise and to
support youth when needed.

Two days each week, a teacheassists youth to achieve their GED; since ttstart of the program,

17 youth have completed the certificate. In addition, the youth receive extra math and language
tutoring and instruction on how to read, understand and fill out documents all essential lteracy

skills when it comes to obtaining and maintaining employment. Other essential skills include respectful
behaviour on job sites, time management, passport applications, credit counseling and money
management; every youth requires a bank account an=T will work with banks and youth to help set
this up.

By the end of their time with TFT, the youth are skilled labourers with a solid work ethic. The next

Ai 1 TUAO AT AOT 60 EAOA O ET OAOO ET OEA OOdfeiyET CN
and have work experience in a certified core company. Most of the youth leave TFT and are hired on

with roofing companies, demolition, are hired as general labourers with larger construction companies

or pursue postsecondary education. Of the yoltwho participated in the 2013 program, 75 per cent

are employed or in postsecondary education.

WorkLife: A Partnership between Youth Unlimited and Mission Possible

Work Life is a partnership between The Youth Unlimited and Mission Possible that combiniaining
and support for youth with property maintenance work experience. Youth Unlimited provides support
to the youth around a sixmonth employment contract with Mission Possible Maintenance (MPM). The
focus is to use the employment experience with MPk transition to other employment opportunities.
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Many of the youth who come to the program are looking for work but are not being hired by private
sector employers. The youth are between the ages of 4%, two-thirds male, and represent a diverse
Canadianborn demographic. Many youth have not yet completed high school or their General
Education Development, and a significant number are currently in or have been involved in foster care
system.

Employees are employed for 16 hours/week. They start with a X@our skills workshop and then a
gradual entry into MPM. The work experience with MPM spans a variety of property management
services: pressure washing, window washing, graffiti removal, exterior painting, landscaping, gutter
cleaning, and site cleanup. Otr essential skills are coined job development skills. These include
understanding what an employer is looking for, knowing how to ask for and fulfill expectations, how to
engage with a supervisor, interacting with customers, interfacing with the public ahhow to make the
most out of various employment opportunities. Employees receive a monthly assessment from their
supervisors on how their job skills? both job retention and property management skills? are
progressing. Employees also participate in a 3tinute job coaching and mentoring session each
month.

Every two weeks the youth receive broader life coaching mentoring from Youth Unlimited. This
coaching focuses on goadetting and life skills beyond employment; housing, finances, education,
personal sdisfaction and mental health are just some of the topics regularly covered. The mentoring is
designed to build personal confidence and increase life stability.

It is not the work skills that are the barrier to maintaining employment for many of the peoplevho
participate in this program but rather the job retention skills. Youth Unlimited and MPM address this
gap by firstly providing an opportunity and secondly, providing a supportive environment that takes
into consideration the whole person and their cicumstance.Since the start of this partnership in 2012,
32 youth have been hired and 20 completed the simonth work contract. Of those 20, 16 were
successful at moving on to school or mainstream employment an overall success rate of 50 per cent.
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Interviews and Focus Group Results

Key informant interviews, the focus group and local data collection provide the opportunity to

synthesize and integrate broad contextual information and knowledge at the local community level.
Generally, the findingsof € D1 T UAO ET OAOOEAxO AT A OEA AipiTui Al O
mutually reinforcing. There were several themes that emerged across the respondents and that point a
direction for a social enterprise and crosssector employment initiative to take rootin" # 8 O # ADE OAI
Region.

Regional Barriers to Employment

As previously noted, in Greater Victoria, there are almost 4,000 youth not in education, employmé&nt

or training. Through our interviews and focus group, we found that employers, sector associationsda
employment developers shared a common understanding of factors contributing to youth

OT Ai b1 TUI AT 08 2A0DPT 1T AAT OO EAAT OEZAZEAA A 101 AAO 1T £
performance. These barriers also echo the literature review findings and incledaddictions,

homelessness or risk of homelessness, poor family relations, lack of skills and lack of work experience.

Skills Gaps Affect Both Youth and Employers

Low literacy was identified as significant barrier to employment and an issue in the Capital Region. All
employers and sector association respondents interviewed identified low literacy as a factor when
employing youth. The employment developers in our fags group also consistently identified this as a
key issue for the youth they work with. Further, employment developers spoke to a shift in the school
system where a priority is to keep youth within their peer group and advance them through the school
system, which can result in advancing youth before they have had the opportunity to consolidate
literacy skills.

The employers interviewed rarely mentioned lack of job skills as a gap, but instead focused on work

readiness or workplace skills and life skills this was especially noted by employers in sectors where
customer service is required. In fact, most employers hired for attitude, coupled with a willingness to

provide on-the-job training for job-specific skills. This was echoed in our focus group with goloyment
developers, where participants consistently noted that the youth they work with lack the same

x| OEPI AAA AT A 1T EEZA OEEI |1 O EAAT OEEAZEAA AU AipPiil UAOO
CAi A0OG6 AO A cOi xET ¢ Al Elted@ipughidr €pénll sigdiicanOtime A OA AT 1 i
interacting with technology may be struggling to exhibit the interpersonal skills required in the

workplace.

O7A AOA 11TTEETC 110 OI i OAE &£ O OEEIT O AOO A O
identify this by seeingf they have graduated high school, taken courses on the side or have
O 1 01 OAAOAA ET OEA Al ii Ol EOU8 OEETCO 1 EEA OEAQ

I 00 AOI OO0A (Employexréspoider)A OA 8 6

10

Includes youth who are both not in school and not in the labour force.
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mh

Regional Transportation Is a Barrier for Some

Transportation to and from job sites was identified by employment developers in our focus gup as an
issue for youth that live in rural or more remote areas of the region. Available public transportation
system is irregular and does not necessarily align with work hours and getting home after late shifts
can be difficult. However, this perceptio was largely not shared in our employer interviews. Several
employers interviewed stated that transportation isnot an issue in the region and see their workplaces
as being accessible. There is a perception and understanding gap here between employmenetipers
and employers.

Older Workers Increasing Competition for Jobs

High competition for jobs is a reality in the Capital Region. Employment developers regularly report

hosting job fairs where the number of potential applicants outstrips several timeswer the number of

EIT A0 AOAEI AAT A8 %i I T UAOO OACOI AOIi U OADPTI OO OAAAEOD
Many of our focus group respondents pointed out that the youth they see are facing new competition

from older workers aged 55 and overwho are looking for part-time, flexible work. Sectors that youth

have in the past been able to enter, such as the nprofit sector, are now receiving attention from

people at the end of their careers who are looking to generate additional cash flow. Qldeorkers come

with significant work experience and are outcompeting youth. This is a particular issue in the region

due to the high numbers of older people that are moving to Victoria, and is aggravated by an already

high cost of living.

High Cost of lung Driving Outward Migration

Participants in our focus group and throughout our interviews also noted that the high cost of living in

OEA OAcCEIT EAO Al EIiPAAO 11T 1T OOxAOA 1 ECOAOEIT AO
low-paying jobs. Sevel employer respondents noted that youth with skills are leaving the region for
economic reasons. Employment developers in our focus group also noted that the preponderance of
low-paying, parttime jobs makes it difficult for young people and clients torainsition from the relative

stability of social assistance into potential less lucrative paid employment. There is a need for clearer

paths from entry-level positions that offer work experience and opportunities for advancement to
career-focused and familysupporting jobs that can afford a reasonable standard of living.

Local Labour Market Characterized by Contradictory Realities

Respondents from our employer and sector association interviews and our focus group with
employment developers identified a set bcontradictory realities affecting the local labour market.
Respondents noted the mismatch between employment statistics that point to a growing skills gap with
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by a contracting labour market. A contracting labour market means that many workplaces are

struggling to maintain enough work for their current employees making it difficult for new entrants.

Very few employers felt their business realities reflectd the employment statistics about labour

shortages and job growth reflected in their businesses.
O07A EAADP EAAOET ¢ AAT OO vtthttt ETAO AARET ¢ CATA
justconducted anentnt AOAT 8 OOAET ET C POl COthhedlandA EAA vy B
certified them. None were able to find work in the [sector] because even experienced
PDAT b1 A AOA AAET QndistlyBssocihtidEraibiig@riegbaml T x 8 6
respondent)

At the same time, several employers commented that job growth in oth areas of the province and

Alberta is causing a market contraction and a loss of skilled workers from the Capital Region. Many

employers report being hesitant to invest significant time and money to train new employees when

they are leery of losing thento employment opportunities in Alberta or northern BC.
O+EAO AOA EAAOEI ¢ OOI OEAO AAT OO xi OEEI ¢ ET OEA
AUl AT EAh AODAAEAI (Etdploger respohde@A OT # AT AAA8O

Limited Investmean8kills Development

As identified earlier, there are four sets of skills that are key to employment success: job skills,

workplace skills, essential skills, and life skills. The employers we interviewed universally expressed

that they provide on-the-job training in the job skills needed to perform the work. Some of the

employers interviewed additionally provide basic certifications for employees (e.g., First Aid, Food Safe,

WHIMIS and workplace safety); however, among both employers and employment developers, several

respondents noked that easier access to these certifications for young employees is needed. Certificates

and training are expensive to take for many youth, especially vulnerable youth. This is in contrast to the

social enterprise case studies, for whom providing these dificates for employees was part of the

business and part of their employment mandate.
O/TA 1T &£ OEA COAAOAOGO AEAI T AT CAO OEAOA AAUO EO
AAT 66 OAT AAUO O1 CcAO AT AipiTUAA AT i &£ OOAAT A
Uuir & ¢cAO OEAO OOOOAOOOA AT A OQbEnpioyerdO AOT 01T A Uil O1
respondent)

Repeatedly, employer respondents and industry associations identified attitude and work ethic as the

primary indicator of employment success and as a key factor in recruitment. Most sectors have entry

level positions that are filled by youth and positive attitude is the key to advancing within the company

and the sector.

While many employers provide job skills training, few provide support for workplace or life skills

AAOGAT 1 Bi AT 08 | AAT OAET ¢ O1 1 00 WidisnigaptnatAdinérablie folthl T DA
are most likely to fall through, in particular as in the Capital Region workplace and life skills

development supports are offered in a patchwork fashion by community agencies and employment
developers, resulting in potertial employees facing longer stabilization periods or being unable to
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access supports. Workplace skills are among those that are viewed by both employers and employment
developers as very difficult to train for outside of a workplace context and best gaidehrough on-the-
job experience.

Of course, there are exceptions and a small number of employers play a more active role in providing
these types of supports to their employees.

Regional Supports for Young Jedekers

The key informant interviews with employers and sector associations and the focus group with
employment developers provides a snapshot of thnetwork of support and resources available locally
to help address youth unemployment.

Employment developers noted that informal networks of family and friends are an important asset for
youth when looking for employment, and often the first place theyurn to for assistance. However,

youth face some challenges in relying on these networks. Firstly, parents and family members are often
sharing outdated job search methods not relevant to the world of online applications and high levels of
competition in the workplace. Secondly, youth with weak family and friends network are at a

significant disadvantage and require mordormal employment supports to find and maintain
employment. These are often the youth that require the most support, and yet are often thardest to
reach.

Respondents in our focus group identified that the most significant source of employment development
programing is through the Employment Program of BC (EPBC) and federal Skillslink programs.
Respondents also named a number of communiyased organizations that are providing employment
and skills development programs for youth. Many of these are seen as excellent resources in the region,
yet respondents identified fragmentation between programs, vulnerability to funding changes, and
poorly networked transitions for participants as weaknesses in this element of the system.

Employment developers in our focus group also noted that many of these programs also lack the
incorporation of direct work experience, affordable access to work certifidgons, and place time limits

on employment supports.Further, employment developers noted there is a gap between employment
programs and training programs, and between training programs and employers.

Regional Practices and Opportunities

From our interviews and focus group, we are able to present key lessons that should be applied in any

local initiative seeking to create meaningful sustained employment for youth. These findings support

many of the best practices identified in the literature review and inlude:

A Entry-i AOGAT EO OEA PAOE O EIT OAOGOI AT O AT A AAOAARO
for career advancement;

A Employers often provide onthe-job training but additional support is required for workplace and
life skills development;
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Employers are willing to invest in youth who demonstrate commitment and workplace skills;
A ltis critical to involve non-traditional partners, including unions; and

A By investing in youth and a placéased approach, this increases the chance that people vethy in
the region.

Empl oyers Take a ATest then I nvesto App

Entry-level opportunities for youth are crucial to gain work experience, build relationships with
employers and to understand the career opportunities within a specific sgor. In the sectors
represented, many of the entrylevel jobs were not minimum wage jobs, but rather basic skilled jobs.
According to the employers we interviewed, they start employees in entrevel positions and then,
after seeing a demonstration on wok ethic and workplace skills, begin to provide employees with
opportunities for advancement.

When supporting the skills development and advancement of young people, employers need to make a
significant investment. As we learned fron our interviews, thisAAAO AT b1 T UAOO O1 OAEA
ET OAOO6 APDPOI AAE O OEA AAOGAI T PI AT O T &£ Ai pI T UAAOS
reticence to make significant investments in new employees for fear of losing them to employment
opportunities elsewhere. Howerer, most of the employers we interviewed start employees in entry
level positions and then, after seeing a demonstration on work ethic and workplace skills, begin to
provide employees with opportunities for advancement.
O! bPOAT OEAAOEE DD it tAkdshtimddnd resbuitAs@sipAadrt e program.
It is an investment in the future of an individual and in the future of our industry. We
commit to the apprentice for four years, even if it is slow. We want to ensure that they have
a good work ethicand are committed; which is why people work for us a year before we
Al T OEAAO &61 AET C Al ADPPOAT OEAAOEEREoyy O EO RNOEOS
respondent)
Our interviews reveal some existing best practices of this approach to employee development. The
Ralmax Group of Companies has a system of employee development that includes an eletvgl
position in Ellice Recycle. Ellice Recycle functions as the entrgipt into career opportunities available
within the Ralmax Group of Companies. After a year or so, Ralmax considers investing in an employee
to become an apprentice in a skilled trade. An entrlevel position is an opportunity to demonstrate a
positive attitude and work ethic, followed by training and advancement opportunities within the
company.
07A OAEA 100 1 AAT OOAOO ET AO A AAOA OAOA &I O ¥
£l OAT AT TOOPAOOEOT O AT A x1 OEAO8orusBvereftheinl 1 6 O EAA
what they need to work on and try it for another month. If they show all signs of being able
to carry on and get their ticket, then we sign them up to become an apprentice. They take
school and work, and their wage bumps up each tirhey go to school. Our supers and
£ OAI AT AOA PAI PI A xA3OA AOiI OCEO OB EIT 100 AT
AAOAT AAT AT O AT AEmAldyér Aedpbndehti A1 CA 8 6
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(The restaurant industry has been able to break down the work and making it focused for
trail ET ¢ & O Ul OOE & O OPAAEAZAZEA Ol 1 AO8 4EAOAGO A
AT OEA x1 OE ET 11A AAOACGEmbyer respodde®)AT C¢ci1  OF OEA
We also asked employer respondents about their existing partnerships with agenciesgopport
training needs and their degree of interest in partnering with social enterprise partners. From our
interviews, the majority of employer respondents reported a moderate to high degree of existing
partnerships for training needs. However, several repondents went on to describe the current
approach to finding and training qualified staff as fragmented, and expressed a need for better
coordination among partners. We asked employers about where they see opportunity to work with
employment social entergises to support training needs; we found that the employers we interviewed
are interested in partnering with social enterprises focused on premployment readiness, in particular
workplace and essential life skills, to offset some of their concerns abouivesting in new employees.
O0r7A TAAA Oil Yy CAO OGEA AipPiiTUAOOR AibPiITUIAT O AC
the work people are doing, talk about the challenges and the strengths that are happening,
AET A 1T 00 xEAOA HEmfoydr fespondent)y 1 AAT OAOA8OG
0)1 AT EAAAIT x1 Ol Ah EAOET C Al1l OEA OOAETET C Al
place would be great. Right now we send staff to different agencies because each has a
OPAAEAI OO faEmpldyédr espdndeit) EOU8 6
0) £ CEAOMMAKAE 4 1080 BATA CI1 (EmgoeArdsponded)l A AA EAAAI 8¢
Involve Partners in Planning for the Future

Several of the industries and sectors interviewed, in particular those focused on the trades, are heavily
unionized. In a contracting economy, unionsra focused on keeping current members employed,
resulting in fewer opportunities for new employees. However, industries with high union density are
experiencing an aging workforce and in many sectors, there is a long lead time to develop new
employees (mary apprenticeships can take up to four years to complete). According to our
respondents, it is important to engage all parties in a conversation about how to provide opportunities
and training for youth in the present in order to address future labour needs

Throughout Canada and the US, there are examples of innovative partnerships between unions and
community-based organizations to support the development of new industries or types of employment.
The American BlueGreen Alliance for example is a partnersh between 14 large national unions and
environmental organizations focused on training and the development of new green economy jobs for
tradespeople in resource extraction sectors. These partnership approaches need to be explored for
their applicability to the employment social enterprise sector and to involve local unions in local
initiatives.
O4EA OAAT AAOOEAOOGOAAART ABOOEAT AOGinBKls ADADHEBROBEA
you cannot progress to the next level until there is a certain amouimvork experience. If
OEAOA EO 11 AipiTui AT Oh Ui O AAT6O0 CAO OEA xI1 OE
I DPDT OOOT EOGEAOG &£ O AAOAT AAT AT O AOA AgAAI T AT O AO
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get them in to be mentored before the workforce ages®(@dustry association/
training program)

Commitment to Community: A-Bésesl Employment Approach

Many employers and sector associations spoke to the impact of Liquefied Natural Gas (LNG) and
resource development on the supply of local workforce. Thegonsidered an investment in a workforce
committed to the region as one they are willing to make were they confident that employees would
remain in the region for work. What emerges from the interviews is the desire for a pladeased
approach targeting workers that are less likely to move: vulnerable youth, people with disabilities,
women with children, and especially First Nations youth.
@ AEA AAOA T £ xEAO&Onirniize ybir idovér Andl Ereatk Dy EE OO0
OAOI Al BiEmpdyd tespsndent)
07A AOA OAAEET C 10606 O £EIT A péfidwdH blrriessA EAOAT 8§ 0
disabilities, making it gendei AOOOA1 A A O (E@goyedreshondent)A OA 8 6
The Capital Region is home to nine First Nations. Across many of our interviews and focus group, there
xAO A O000OTTC ET OAOAOO ET Aopii OET ¢ ET EOEAOEOAO 4
Nation is engaged in a number of economic develogent activities, including aquaculture and
greenhouse development for sale and community food security. These initiatives seek to build the
"AT A0 AATTT I EA OOOAT COE AO xAll AO AOAAOGA 1T Ax Al
Greater Victoria Harbou Authority have training and employment partnerships with the Songhees and
Esquimalt First Nations that focus on employment and could be expanded upon.

Employers interviewed valued the potential for economic development partnerships with First Nations,
as well as the opportunity to engage a youthful, growing and stable workforce. Strategic partnerships
with First Nations are a way to counter outward migration and retain a local workforce.
O! AT OECET Al Uil O0E AOA T £ EIl adaddi@edendbBeA OOA OEAQ
CAT COADEE A A (IndustryAssaciatiodrdspoddent)
First Nations, community services and locally owned businesses tend to be deeply committed to their
communities. One comment from a training program that sees the competiiness of job searching
discouraging for many of the students was that they have found most success in placing students with
Oi AT1 AT A TTAATTU T xTAA AOOET AOO AAAAOGOA OOEA 1 xI
personal values are evidentinthe O 1T DAT T AOO O EEOA 1 00 OOOAAT 0080
Cultural safety was also an important theme that arose through our interviews and focus group.
Employers and employment developers both commented on the need for flexibility and allowances for
culturally specific scenarbs such as time off for family, ceremony and community commitments.
Attentiveness to cultural practices and values is important in making the workplace culturally safe. The
employment developers in our focus group identified that this can be a challengerfgouth in accessing
mainstream employment.
07A Oo0OU O [T AEA EO A OAZA pPI AAA E£I O 1060 AibiluU
understand cultural differences and work with various cultural responsibilities. We send
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our supervisors to a Royal Roads cou3® A A E £E A I 3(EnipBy&E 3AA AOI 6060
respondent)

Awareness of Social Enterprise Approach

Through our employer interviews and employment development focus group we sought to understand
common interests and gauge the appetite to work across sectorsdevelop a local initiative to address

youth unemployment. Most employer and employment developer respondents expressed a low level of
awareness of social enterprise as an approach to employment development, but expressed interest in
opportunities to learn more about the approach as a potential solution to gaps in workplace and

essential skills, targeted at vulnerable youth. The relatively low level of knowledge is unsurprising

CEOAT OEAO "#86 0 #ADPEOAI 2ACEI 1 @&pilg ddial eAterghise sektorOAT AO

Box 3 SocialEnterprises Operating on Southern Vancoukaerdls

A 2014 report commissioned by Gty Union noted that in light of the high numk@otf aagranizations
operating in the region, there are relatively few social enterprises (Mader, 2014). Few of the existingisecia
region have a mandate to employ vulnepaldége and only one, currently stillimp skeas a mandate to create
employment for vulnerable you@ii4As2an of social entergfiseaducted on behalf of the Centre for CoBauguit
and Cepperative Economy at the University of ittfiedid6 social enterprises operating on southern Vancol
Island. These social enterprises operated across a number of sectors, from food production, processing al
culture and heritage; property management; health care; retsibdsyraesmtion and event management. Of tl
46identified enterprises, three have at least a partial mandate for employment development. One creates |
for immigrant women through a cateoipgrative, one operates as an ongoirgutktiaihat employs vulnerable
women, and one is currently very much in-tipepdtase but when operational, will provide employment for you
in a food service operation.

11 Unpublished. NB: focused only on social enterprises legally operatialgmes acgiesfd, co
operative, Community CotiotbGompany or as part of @it organization.
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Discussion and Recommendations

How can a social enterprise apprdaelp meet needs and opportunities
identified in the Capital Region?

Our interviews and focus group findings demonstrate a number of clear needs and issues in the Capital
Region, along with some clear pathways forward. While the employers we interviewed ifuéted a

willingness to hire young people into entrylevel positions, we find that most are interested in

employees with previous work experience who can demonstrate the type of workplace skills (e.g.,

customer relations, decisioamaking) that are best gamed through workplace experience» again

I AAGET ¢ Ui OOE ET A O#AOAE ¢¢o6 OEOOAOQOEI T8 4EEO EO
more difficult for youth without previous work experience to access even entrjevel opportunities. All

of this points to the need for local employment development that focuses on the acquisition of soft skills

and real work experience.

Employers and employment developers reinforce the notion that employers often provide on the job

training for job-specific skills,but that additional support and coordination is needed to support youth,
particularly those facing barriers to employment, in developing the range of other skills needed to

succeed in employment. Workplace, life, and essential skills are all currently piided through a

relative patchwork of community services resulting in potential employees facing longer stabilization

periods or unable to access supports. Respondents also indicated that easier access to a limited number

of relatively transferable credentials and certifications would benefit young job seekers.

7A Al 01 EAAOA £O01T i1 AipPITUAOO A O00OITT ¢ AAOGEOA O A
OAOAAT AAGOA®I DAOAAT DI T UAAOGS8 &1 O Ai DI T UAOO OEEO x A
investment in employee training, coupled with concern about losig trained employees to outof-

province employment opportunities. Employment developers also expressed interest in a more

coordinated approach to training and entry level employment opportunites for young people; for

them, this is primarily driven by a sense of frustration with the current patchwork approach.

The desire for a common approach to training and skills development for new applicants led both

employers and employment developers t@xpress willingness to develop more local partnerships

between employers, employment developers, training institutions, and labour unions. Respondents

also indicated a willingness to address the work experience gap by developing partnerships between

traini ng and educational programs, communitybased organizations, and employers to create better

pathways to employment for young people.

-ATU OAODBI T AAT 6O OOCCAOOAA OEAO OEAU x1 O1 A AA ETO
employers. For employnent developers and employment social enterprises, a network reduces their

need to build oneon-one relationships with a wide variety of employers. For employers and industry

AOGOT AEAGET T Oh A TAOGxT OE 1 AAT O Al Bl T WAildOWorkfldc1 A AAT
skills if employees decide to move into another sector. Employees would benefit from a network by

reducing their need to go back into a competitive job pool.
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In spite of some reticence to invest in the training of new entrants, we also &l a desire to access to
new employee populations that, at previous times, may have been overlooked in the labour market.
This is being driven by a concern about the outward migration of skilled young people, coupled with a
strong connection to place andcommunity among many local employers and is an undoubtedly positive
expression of support for a new approach. This also lends itself to a larger role for social enterprises in
the development of new labour pools, as social enterprise is ideally suited toovk with populations
facing barriers to employment.

From the interviews, we posit thatany initiative needs to:

A Involve employers, sector associations, First Nations, unions, training institutions, public school
system, employment developers, and communjtorganizations;

A Focus on partnerships and draw upon existing community assets;

A -1T0A NOEAEI U £EOI i OOAI Ed O OAI 86 4EEO EO A 0O06OI
sense of urgency in addressing the issue and among employers who arerested in actionable
initiatives;

A Focus on filling the related gaps in work experience, building workplace, life and essential skills;

A Support youth to succeed at entrylevel positions in order to move into opportunities for career
advancement;

A Provide access to sectors that offer wages that afford the cost of living in the Capital Region;

A Keep an eye to the most vulnerable youth in our region, whose unemployment can lead to lifelong
poverty; and

A Integrate strategies to address the needs of PINE andERT youth.

Recommendations for the Region

Among our interview and focus group respondents, awareness of social enterprise was relatively low.
Interestingly, even among those respondents who express a high degree of awareness of the concept of
social entemprise, few indicated much awareness of social enterprises operating in the Capital Region.

In spite of this, the interviews and focus group point to a number of needs and opportunities that

directly align with several of the key strengths of social enterpse. Specifically, they point to the fact

that social enterprises effectively deliver, in an integrated and comprehensive setting, many of the best
practices in employment support and skills development that people facing barriers to employment
require. The result is a number of synergies and outcomes that are simply not present when these same
supports are delivered in isolation from each other. Social enterprise effectively combines: the
integration of job-specific, workplace and essential skills with thelevelopment of real work

experience; the provision of wraparound supports that critically help stabilize the lives of vulnerable

new employees and contribute to employment success; and the opportunity for people facing barriers

to employment gain much neded work experience that enables them to advance into future
opportunities.
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Respondents identified pressing gaps among youth in the following areas: previous work experience;
existing training or credentials; and workplace, life, and essential skills. Bhsocial enterprise model can
play a role in addressing many of these barriers. The four case studies outline an approach that

ET OACOAOGAO OOAAI xi1 OE &£ O OAAI PAU6 OI AOEI A xI OE
use of wrap-around supportsto address skills development needs and life instability. The model
integrates the supports within the job site, enabling support staff to observe how youth are working
and address issues on the spot. The social enterprise model is an effective approactyémth facing
multiple barriers to employment, and the reported success rates among case study respondents for
further education, training and employment range from 50 to 85 per cent. This is in contrast this with
recent EPBC statistics that indicate a 4fer cent success rate for that program (Employment Program
of BC, 2014).

Within the Capital Region, a social enterprise model or network could position itself within a sector or
across several sectors to meet the training and skills development needs idiied by respondents,
while also providing young people real work experience. From our research to date we suggest that a
successful employment development system for young people (and people facing barriers to
employment) relies on a series of connectedntry points and networks with social enterprises acting
as a central organizing hub? In this model:

A Social enterprises are engaged to provide paid work experience, skills development and wrap
around supports for youth facing barriers to employment inpreparation for employment with
partner employers. These are networked social enterprises that work together and are clustered in
sectors with a strong focus on transferable skills and opportunity to ladder into high demand
profession in the region. This nedel could allow youth to rotate through a variety of different entry
level roles in different sectors to build a responsive workforce for employers and provide young
people with the opportunity to learn about sectors and career options. Social enterprisest as
entry points into a network of supportive employers that can test, invest and advance committed
youth into careers.

A A social enterprise network coordinator or labour market intermediary works to coordinate
partners, including employment developersexisting community-based organizations, training and
education institutions, labour market researchers and employers to streamline processes, address
gaps and ensure that training meets the needs of employers and employees.

Al TAOxT OE 1 £ @&E® eulbiviatdd antdéEengdged Thé neétwork shares best practices,
receives network-trained youth as employees who are ready and committed to work, and is able to
refer employment opportunities to partner employers (thereby expanding the number of career
development options available to youth participants).

Recommendations for Future Research

In addition to the recommendations above, we also provide a number of recommendations for future
research and capacity building around the employment social enterprismodel. We find that, in spite of
the growing interest in the employment social enterprise model and the highly impressive success

12

A table of different social enterprise approaches and network models is included in the appendices.
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rates among social enterprises focused on creating employment opportunities, there are very few
comprehensive or longterm studies tracking the outcomes of this approach. Anecdotally, and from a
growing collection of program level evaluations, social enterprises are having significant success in
creating opportunity for those who have traditionally been considered furthest from e labour market
2 however, more information is needed about this approach.

Additionally, most transitional jobs program research has focused on programs rather than
enterprises; while the two are similar in some regards, there are unique factors and patgal that need

to be recognized in the research. Further capacity building is needed in the sector and among pelicy
makers to document, understand and clearly articulate the differences in social enterprise models, and
between employment social enterprise and other similar seeming employment programming (e.g.,
transitional or community jobs programs, work placements), and among social enterprise approaches
themselves (e.g., transitional vs. permanent employment social enterprises).

A comprehensive reseath program is needed to test the effectiveness of social enterprise in achieving
employment outcomes, skills development, and job retention outcomes for youth facing multiple
barriers to employment. This should focus on comparing the social enterprise modagainst a control
group of existing EPBC clients accessing currently available programming to better understand the
potential outcome gains and costs against current programs. Such a project should identify social
enterprises operating in a variety of bsiness sectors and different geographic (e.g., urban, rural,
northern) contexts, and should focus on welestablished enterprises rather than startups.

More information is needed about the type and intensity of wragaround supports that have a critical
impact on improving outcomes for youth. In this way, we can begin to learn more about what supports
AOA OEA 1100 Ei Pi OOAT O O1 DOI OEAAh AT A EZAZ OEAOA
xEAOA OEAU AOA AdOG86 , AOGs tutow é&npldimént sAdaEehtérprigse©buil O1
and maintain successful networks with mainstream employers to create ongoing opportunities for

exiting employees. Thus, research to map networks and best practices is needed.
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Conclusion

This paper identifiesseveral different social enterprise approaches, partnership models and best
practices in creating employment opportunities for young people. It finds that transitional employment
social enterprises are most prevalent and most appropriate in working with gung people. Transitional
employment social enterprises are most effective when strong partnerships with mainstream
employers and existing labour market programs are in place.

There is a strong expressed interest and willingness among interview and focgsoup respondents to
build the partnerships needed to create a successful and intentional employment initiative for NEET or
0). % Ul OOE8 7A EAOA AOCOAA OEAOh &£ O OOAE Al
O1T AOxT OEO6 A hmert fodiahehtlrprise¥tap play an important role in providing entry
points into the labour market, but these must be complemented by equally strong employer networks
that create the pathways for young people to mainstream employment and good, cardecused jobs.

Capital Region employers indicate a willingness to provide jebpecific training and are primarily
concerned with lack of workplace skills among youth. Employers also look for some real work
experience even for entrylevel positions. It is inthis space where there is a niche for social enterprises
2 in providing initial work experience and workplace and essential life skills training to ready youth
for entry level work with mainstream employers.

Such an approach has the potential to create grloyment for people who have often been excluded
from the mainstream labour market. It appears to have particular resonance in a context where many
employers have reported frustration with losing employees to lucrative employment opportunities
elsewhere. Aplace-based approach that targets potential employees with strong connections to the
region and a desire for employment could create new opportunities for youth facing barriers to
employment while filling a labour market need for employees committed to th region.
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AppendicesFull Case Studies

Keeners Car Wash

Andrew Bryson; General Manager

Keeners Car Wash is mobile car cleaning business designed to employ youth, generate funding for
Directions Youth Services Centre and provide transitional employment for Street Youth Job Action
(SYJA) alumni. It started after Directions Youth Services Centre recognized a gap betwibenskills of
the youth exiting the SYJA program and nexstep employment. The founders wanted to create a social
enterprise that would combine realworld work experience with other skills such as customer service,
sales skills, time management, money magement and seHconfidence.

Enterprise Model

After an initial exploration of several social enterprise possibilities, a mobile car wash was identified as
a unique service to the Vancouver market and an easy model to launchplicate and expand. In
July2012, Keeners Car Wash was founded to offer environmentalfyiendly car cleaning to business
fleets and corporate employees. The car wash cleans several fleets, including MODO carpcand the
City of Vancouver vehicles. It also targets corporations witbelf-managed parking areas, taking
bookings from corporate staff to clean the interior and exterior of their vehicle while at work. The
service uses very little to no water, offering an environmental as well as social benefit.

As a program of the norprofit Family Services Centre, it was anticipated that Keeners would need to

AT OAO EOO 1T x1 AT OO0 OEOI OCE OAOAT OAOG AO xAl1 AO ¢
other programs. Labour currently accounts for approximately 60 per cent of costsf goods sold, with

the remaining 40 per cent coming from gasoline, fees and supplies; by the end of 2013 all of these costs

were covered by businesggenerated revenue. Overhead expenses (such as administrative salaries,

marketing, equipment, training supprt and office-related cost), meanwhile, are funded through

donations, Vancity Credit Union and The GOperators. Keeners receives no government funding.

While Keeners is able to cover its variable costs, it is still needs some level of external supportewer

its overhead. As pointed out by a Keeners representative, even this dual revenue approach can be
AEAI T AT CET Cd O4EA PIiO i & AOT AETC CAOO Oi Al1 A0 Al A
COl x08 , AAT OO0 EAAOU A O Oedplk 6ubtdnd to Aadeliowgnardinrs @nd 88 O EE OE
expensive to operate. An employment based social enterprise designed to make money and provide

Ai il T Uil ATO EAO AAAT OAOU AEEZEAOI O O 1 AET OGAET 11
In hindsight, the revenue projections included in Keer®@ 08 1T OECET Al AQOOET AGO bl Al
and the enterprise has shifted towards achieving breakeven on a longer timeline. It is worth noting,

though, that although growth has not been as fast as anticipated, business has doubled each year.

Social Inget

Keeners is operated by a General Manager and one team supervisor who overseesitnquality
control and employee training. Two to eight youth employees wash cars at any given time; they are
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hired as hourly employees with no end date to their employnm contract. Work hours depend on the
amount of work available, summer being the peak season. Most empl@geturnover after three to
four months work experience at Keeners.

Eighty per cent of youth employees are young men, ageszP%, with an interest incars and the auto

industry. A driving license and criminal record check is required to work at Keeners; these

requirements narrow down the employee pool to those who have the ability and means to get a license.
Approximately 50 per cent of the employees ar international students on limited visas and looking for

flexible, part-time work; all employees are struggling to enter the labour market and have little job

experience or are recent high school graduates.

4EA AOOET AOO8 O A@bA OENbf&AdyodH thatwaror it Siditiont With ®IBCA@ | A
crucial workplace and life skills, such as being on time, managing money, working professionally with
customers and performing to expected work standards. According to a representative of the enteige,
O4EAOA AOA OEEI 1 O OEAO AOA AAOGO 1 AAOTAA 11T OEA EI
O CcAO6 ETO61 1O0EAO EI AOG8 7A TAAA A A AO6O 11 1AOGO O
Keeners observed that many workplaces are reluctant to emgy youth due to lack of work experience

and high turnover rates which can impact business stability and be costyOA T T A + AAT A0O8 O 1 A
E Ohisisanagd 1 A EOOOA8 91 O 1T AAA AGPAOEAT AA O1 AA A AEC
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Keeners addresses the work experience gap by providing a lemarrier work place with low skills

requirement and a flexible work environment to assist youth to adjust to work expectations. Thel

skills required can be taught within a couple of hours; these basic skills are then combined with related

work experience to provide access into other automotivaelated work, such as detailing, auto body

work, specialized cleaning and auto customizing.he youth employees also gain skills in dealing with
customers, working as part of a team and independently, developing a strong work ethic, achieving

work expectations; all important ingredients to a successful working life.

In 2013, Keeners employed 1%outh. Of these 15 youth, four are still employees and nine obtained
better paying jobs with more hours or have gone back to school. The remaining two individuals were
not work ready and thus have transitioned to programs that can respond to their needs.

Although the enterprise is off to a slower start than it had originally planned on, Keeners is proud of the

01 AEAT Ai1 OOEAOOEIT OEAO EO EAO I AAA O1 AAOGAg O)I
i TOA ET 01 AAOOA Onyofimy yo@rsshould e whsbing catsEoE rhoke than six to nine
iT1TO0EO ATA EZAZ xA AAT EAI D OEAI CcAO EI O A AAOOAO
"U cmpxh +AATAOO #AO0 7TAOESO CI Al Ez0 yiih eriployadin OA O AT
AT U CEOAT 111 Gem visioAidtb &eaté &molddl thaCis replicable elsewhere for other
non-profits to use.

Key Takeaways
A "OOET AOO 1T AAAO AT A AipiiTUAA OEZEOS6 AOA EI BT O0AT O
employyouthi A@EOOETI ¢ 300AAO 91 OOE *T A 1 ACEIT bDHOI COA
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license can exclude many of these youth. As a result, the youth employed are a different cohort than
originally identified.

A Related costs need to be planned and accountaat to gain a realistic projection for the business
mandate. Keeners found it difficult to generate enough profit in the shoiterm to fund related non
profit programming.

A Starting a social enterprise with low startup capital costs and scalability is adwetageous to test the
market, learn from early experiences and adjust the model to take advantage of where
opportunities are greatest. Keeners originally looked at corporate car washing but has discovered
that focusing on car fleets is more lucrative.

A Everysector has an entry point. Car washing is a low barrier entry point to the auto sector.

LOFT Youth Centre for Social Enterprise and Innovation
Lynn Daly; Executive Director

The LOFT Youth Centre for Social Enterprise and Innovation (YCSEI) was started9089 by the

Christie Ossington Community Centre to address rivalry between gasigvolved youth around the
downtown Toronto neighbourhood served by the centre. Its mission has since expanded to provide
opportunities for marginalized community youth (16 to 29 years) including, newcomer and immigrant
youth, out-school youth, streetinvolved youth and youth involved in the justice system, to develop
skills integral to employment and education success while supporting their development as community
citizens 13

Its first enterprise, Under the Radar Graphic Arts Studio, worked with local graffiti artists to build a
marketplace for their murals. Since then, LOFT has expanded to support three active social enterprises
that focus on providing training and paid employnent to youth ages 1829: LOFT Kitchen, LOFT Music,
and Under the Radar. At any given time, 12 to 20 youth are employed by LOFT social enterprises with
numbers anticipated to increase as the hiring capacity of these enterprises expands.

In addition to gaining valuable work experience, youth who participate in LOFT enterprises benefit

from gaining access to the suite of other programs provided by the Christie Ossington Neighbourhood
Centre. The Centre offers a variety of programs that hefieople build strong relationships and

community and span different life stages. By linking up to these other programs, youth have access to a
resilient network of friends, family reunification, and emotional stability while also discovering the

pleasureoE x| OE8 4EAOA Ui OOE AOA Al 01 Agbi OAA O 111

where they have an opportunity to meet and learn from other youth who are starting their own
businesses.

The LOFT Kitchen Enterprise Model

LOFT Kitchen is a café, fabshop and catering service located on Bloor Street in downtown Toronto. Its
first customer was the Christie Ossington Neighborhood Centre itself, providing nutritious meals to

13

Mission statement taken ffittpr//www.conccommunity.org/index.php/loft/mission/
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residents of their 66-bed shelter and drop in. The enterprise has grown to offecatering services to
other non-profit organizations and businesses around the city.

The purpose of LOFT Kitchen is to train youth in food preparation, catering, food product development,
and hospitality and customer service skills. The youth who are entgyed by the LOFT face barriers to
employment that can include: dropping out of previous education, struggles with anger issues, a lack of
family support, unhealthy relationship patterns, high levels of conflict in their lives, experience with the
justice system, experience of racism in the hiring process, mental health issues and addictions.

There are only two barriers that will prevent youth from working at LOFT Kitchen: a lack of space in

OEA DPOT COAI AT A AT ET AEOE A Oikds 8ebor (yduth Bwusi edpregsiaOA OA OO
willingness to engage and be involved in the food services training process).

The LOFT Kitchen program also encourages youth to connect to the Hospitality and Culinary Arts

program offered by George Brown College. Hoursosked at LOFT Kitchen can be used to meet the

program requirements.

91 OOE xEIT xI OE AO OEA ,/ &4 +EOAEAT AOA PAEA Apuv b
Employment Fund. LOFT Kitchen also provides services that include housing, counseling, aockess to

the food from LOFT Kitchen for the youth while they are involved and after the program as needed.

LOFT Kitchen revenues cover materials and food products as well as the mandatory employment
related costs. The work is flexible, and paftime as wdl as nights and weekend shifts are available.

Social Impact

LOFT Kitchen combines relevant and jelesirable skills with wrap-around supports to help youth find
and maintain careerrelated employment. In addition to skills training and work experience, LOT
Kitchen exposes youth to the possibilities that a career in the food services sector could bring. They try
out different roles in the food enterprise so they can gain broad skills and new experiences within the
operation. Youth visit different restaurarts and meet local chefs. They learn about how kitchens
operate, using modern technology and become exposed to a potential life by observing the lives that
service providers and customers in the industry are involved in.

According to a LOFT representative)! O OEA AACETTEI Ch Ui OOE AAT AA EIi
George Brown Culinary arts program but after five or six visits, they can see themselves there. They

have sat on classes and met the chefs and teachers, visited high end kitchens and they airggtoffered

EIT A0 AU AEAEO xEI xAT O AT A T AAA OEAEO OEEI T 08 4EA
In addition to food service skills and work experience, the enterprise combines role modeling,

workshops and team meetings to build life skills such as communicationecisionmaking, wisdom at

work, working in a team, leadership, cevorker relations and reliability. These life skills are significant

in moving people up the income ladder.

The program also involves less tangible benefits. For example, twice a day, yioeith help feed
individuals from the shelter and can see difference their service and access to good food is making in
the residents lives. This process of helping others builds a sense of self and purpose.
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The goal of LOFT Kitchen is that youth leave thiincreased sense of purpose in their lives, excited

about prospect of making a living and doing work that makes them happy. LOFT enjoys an 85 per cent
success rate that includes youth returning to school, employment with a mainstream employer or

statingA T Ax AOOET AOO8 4EEO OOAAARAOO OAOA EO AOT UAA AU
through connecting youth to supportive private sector employers. It also maintains a network of alumni

that share their story, success and networks with youth curretty employed at LOFT Kitchen.

Key Takeaways

A Successful employment outcomes are enhanced by supporting the whole person, including building
social networks, selfconfidence, awakening a sense of life purpose, and soft skills such as
communication, teamworkand conflict resolution.

A $AIT1OO00A0A xEAO A AAOAAO AAT 1T E£EAO O1 A
I EEAOOUI A AT A O1T AEAT AT TTAAOEIT 08 4EA |1
who work in the field help to paint a picture of what the future can look like.

T ET AEOE
£O0 +EOAE

A Social enterprises conduct multilayered training and support to youth that should be recognized
and compensated similar to training and educational programs currently funded by government
programs.

A Social Enerprises add value to the social and human development investments of governments by
meeting a triple bottom line that creates prosperity by serving people and the planet well.

Train for Trades: A Social Enterprise Operating Out of Choices for Youth
Rosalnd Curran; General Coordinator

YT ¢nmyh #ETEAAO &£ O 91 OOE POOAEAOGAA Al 11 A xAOAE
Labrador. The plan was to convert it to affordable housing for 14 youth. Once a contractor was hired,

youth also worked on the denolition and renovation of the building. This proved to be a successful

model in adding value to the community though new supportive housing and providing employment
opportunities. Train for Trades (TFT) was born.

Enterprise Model

Train for Trades has beenn operation now for six years, conducting energy retrofits on social housing
units. This includes the demolition of existing walls in basement apartments followed by insulating,
framing, plastering and gyprock. An additional revenue stream is the moderradon and improvement
of housing stock through upgrading the interior and exterior of multifamily units.

Train for Trades benefits from a partnership between Choices for Youth, Train for Trades, Carpenters
Willwright College, the Newfoundland Labrador Hoging Corporation and CUPE. For the energy
retrofits, the Housing Corporation pays TFT to work on basement apartments and provides materials
and support in return for lower costs. For modernization and improvement work, TFT is treated as any
other contractor and is required to bid on jobs. TFT received a Certificate of Recognition (COR) in order
to get government construction contractsDuring down times in construction, TFT takes on projects for
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non-profit organizations to keep youth engaged. This is an opptunity for the youth to give back to
community through projects such as building a horse barn for a group home, community centre
renovations, and supporting Habitat for Humanity projects.

The construction industry is growing and there are new markets that TFT can expand into, including
conducting energy efficiency upgrades for loweincome households. The average contractor will not

service this market, however the reduced need for profit mrgins and overhead means that TFT can

target markets that for-profit companies find unprofitable.

4&460 1T OAOAI T OOAETEIC POIGCOAI EO 1t xAAEONn OEA £
Colleges OEA 11T AAT AT 11 ACA Alakentr&Mildvight Providésithe inial PAOOT AO¢&
training at cost and does followup training as needed. The topics covered include first aid/CPR,

WHIMIS certification, confined space, fall protection, back injury prevention, Ra®et training, fire

extinguisher use, ashestos abatement and fit test, insulation theory, and tools handling. Many of the

youth have never touched a tool before and have not completed high school. They are often intimidated

by going to the college but as a partner, Carpenter Millwright igery welcoming and adjusts their

training format to meet the learning needs of the youth.

Once the training is completed, the youth begin 42 weeks of paid work experience at $11/hour. They
work Monday through Friday, 9:00 AM to 4:00 PM. It is a real jobith real pay.

At the completion of 44 weeks with Train for Trades, the youth are Employment Insurance eligible, and
they can either access El supports for training and transition, or TFT will draw upon their relationships
with private sector employers totransition them into new work.

On the job site, the youth who are employed by TFT are supported by a number of staff: program
coordinator, two youth support coordinators, four youth support workers, a site manager and
administrative support. The youth support coordinators provide the life supports needed so the youth
can come to work: court appointments, doctor appoinnents, connecting to counseling, housing
stabilization, addictions and recovery support, legal aid, dealing with anger issues, mental andypital
health challenges. The youth support workers, meanwhile, work alongside the youth at the job sites
providing ongoing supervision and dayto-day encouragement and role modeling.

TFT has grown so quickly since its inception that everyone is taking adath before expanding again.
The current goal is to put more people through the program and expand their work experience through
other opportunities.

Social Impact
Choices for Yottt 0 OAAAEAAOAA O1 OODPDPI OOET ¢ COIOEME AT A0 OFA«
As a youthserving organization, staff observed that their youth clients did not fit the criteria of

traditional employment programming: their literacy was low and they experience multiple barriers
OEAO T OEAO Al Pl T Ul Alt®dedwith. CEY Ads @undel # bdilréss thiddad

14

Taken from Choices for Youth wehswtechoicesforyouth.ca
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TFT employs youth aged 1825. Of the youth they employ, 7095 per cent are young men who exhibit
numerous barriers to employment:

A yuv PAO AAT O EAOAT 60O AZ£ZET EOEAA EECE OAETTIN
A 75 per cent have experienced addiions;

A 85 per cent have had involvement with the criminal justice system;

A

Many experience issues such as: homelessness, family breakdown and poverty, and disabilities,
including: fetal alcohol spectrum disorder, schizophrenia and autism.

Unlike conventional trade programs, the TFT program combines training, employment and support to

youth who patrticipate in it. TFT sees the integrated support as critical to their success in employing the

youth. Not only do they model and teach basic job skills such as comito work on time and

demonstrating a good work ethic, the support team also deals with issues that mainstream employers

AOA OUPEAAIT U 110 POAPAOAA OI AAAOAOGO AT A AAT OAO
youth, we have heard itall B £ OAh xA AT 180 AAOA xEAO Ui O EAOA Al
surprisingly, the relationship the staff build with the youth is a significant stabilizing factor in the lives

of these youth.

10O A OAOGOI O T £ 4&4860 EIThopadgicpat®idthe pofanilevaldpinany @B A UT O
trade related skills to increase their employment success and ability to transition into mainstream

employment. Two days each week, a teacher assists youth to achieve their General Education

Development certificate. Since its onset, 17 youth have completed their GED certificate. In addition, the

youth receive extra math and language tutoring and instruction on how to read, understand and fill out
documents- all essential literacy skills in obtaining and maintaiing employment.

Other critical workplace skills include respectful behavior on job sites, dealing with worksite conflict

and unpredictable situations (such as aggressive dogs), time management, passport applications, credit
counseling and money managemenevery youth requires a bank account and TFT will work with

banks and youth to help set this up.

By the end of their time with TFT, the youth are skilled labourers with a solid work ethic. The next

Ai 1 TUAO AT AOT 60 EAOA Oie alieddyined with & strang dultufe OfsdfekyE T C N
and have work experience in a certified COR company. This work experience with an emphasis on

safety is valuable to employers.

Most of the youth leave TFT and are hired on with roofing companies, dematiti, are hired as general
labourers with larger construction companies or are pursuing possecondary education. Of the youth
who participated in the 2013 program, 75 per cent are employed or in postecondary education.

In terms of broader economic impacs, 90 per cent of the youth are on income support when they first
join the program. Once they are accepted into TFT, they remain on income support for the first 30 days
and for the first six months, they maintain their pharmaceutical and extended medicakbefits. By the
end of the year, all of the youth have come off of income support altogether.
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Key Takeaways

A Community partnerships or the use of social enterprise to meet public need creates a strong market

do retrofits in their social housing basement suites. Funds that need to be spent anyways on public
services are having greater impact by providing employment for youth at risk.

A The more barriers to employmen, the more significant and time intensive supports are required.
TFT staff are on call 24/7.

A Train for Trades focuses on workplace skills, certifications, and safety, which is a benefit to the
youth when finding other work. COR company certification is ab a competitive advantage for
obtaining contracts as well as assisting the youth to find mainstream employment.

A1l O0060iTcCc TAOxI OE T £ OAFAOCEAT AT U AiPITUAOO EO A
outcomes. There will always be youth who need a &hdly employer.

Youth Unlimited and Mission Possible

Jordan Berner; Work Life Project Coordinator, Youth Unlimited

Matt SmedleyManager of Enterprises, Mission Possible

-EOOEITT 01 OOEAT A - AET OATATAA j-0-qQ EO A O1 AEAI
Downtown Eastside since 2009. In 2012, a key staff member from MPM moved over to Youth

Unlimited, a youth-focused nonprofit that operates throughout the Greaer Vancouver area. When he
got there he noted the lack of job opportunities for youth aged 725 in East Vancouver, and decided to
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unemployment and adapt it to meet theneeds of street entrenched youth. With financial support from
World Vision Canada, Youth Unlimited and MPM launched a new partnership, called Work Life, to
combine training and property maintenance work experience opportunities for youth.

Enterprise Mdde

One unique aspect of this approach is the threway partnership:

A Youth Unlimitedis the initial contact point for youth and provides employment supports and life
skills training;

A MPMemploys youth on sixmonth contracts in property maintenance;

A World Msion Canadgrovides a wage subsidy for 10 youth at a time, and funding for Youth

Unlimited staff to do assessments, goaletting, supports, mentorship, capacity building and a

10-hour soft skills workshop series.
-1 0606 Ui OOE AAAAOO OEA 71 0OE ,EZA DPOI COAiI OEOT OGE
from other organizations, including WorkBC. Many of the youth are looking for work but are not being
hired by private sector employers. The youth are betweethe ages of 1§25, two-thirds male and
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represent a diverse Canadiatborn demographic. Many youth have not yet completed high school or
their GED, and a significant number are currently in or have been involved in foster care system.

Youth Unlimited conduds an informational interview and application form, and matches each youth to

a case manager. The youth then attend the tdrour life skills workshop series. Once completed, the

case manager simulates a job interview with youth to provide them with job irrview experience and
AAOAOI ETA OEARAEO OZFZEOO A O -0-8 % DI TUAAO AO -o0- 1
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through drug testing prior to hiring and periodically throughout the employment term. Mission

Possible wants to ensure that people are working safely and can perform the work they are doing. If

these basic requirements are met, MPM conducts a second interview and, providing there is space in

the business, will hire and complete orientation and job skills training.

Employees are employed for 16 hours/week. They start with a gradual entry and are offered additional
hours if people are willing to work with them. Since the business needs to respomal fluctuations in
market demand, it cannot guarantee fultime employment. Accordingly, MPM views their employment
opportunity as a steppingstone to something better.

The work experience with MPM spans a variety of property management services: pressuwwashing,

window washing, graffiti removal, exterior painting, landscaping, gutter cleaning, and site cleamp. The

I OEAO AOOAT GEAI OEEI 1O AOA AT ETAA OEIT A AAOAT T pi Al
employer is looking for, knowing how toask for and fulfill expectations, how to be engaging with a

supervisor, customer interaction, interfacing with the public and how to make the most out of various
employment opportunities.

Employees receive a monthly assessment from their supervisors onWwadheir skills ? this includes an
assessment of jokspecific and workplace (soft skillsy> are progressing. Employees are scheduled for
a 30-minute session each month for job coaching and mentoring. Employees are provided with a three
and sixmonth performance review to provide indepth feedback on their employment performance.

This coaching focuses on goaletting and life skills beyond employment; housing, finances, education,
personal satisfaction and mental health are just some of the topics reguladpvered. The mentoring is
designed to build personal confidence and increase life stability. At the end of six months, there is a
follow-up and again as the youth transition away from MPM. Youth Unlimited continues to maintain
relationships with former youth participants for up to a year after leaving the Work Life Project. The
focus is to use the employment experience with MPM to move to another employment opportunity.

Social Impact

Youth Unlimited views its partnership with MPM as addressing several sigicant youth gaps in the

labour market. The first gap is an underlying assumption that people who have been out of work for a

1 AT CcOE T &£ OEI A AOA O1T i AEi x OTAIPITUAAT A TO AT160
demonstrates that these are false asimptions. In fact, it estimates that 75 per cent of its employees

receive income assistance and that 95 per cent of those individuals want to leave assistance. Looking
specifically at youth, a recent survey of youth by Youth Unlimited found that 100 peest of the survey
respondents said they wanted to work. By providing applicable job training and work experience, the
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Work Life program is actively working to get youth who have been out of work for some time back into
the job market.

The second major emfwyment barrier addressed by the Work Life program is job retention skills. For

many of the youth, regular work represents a significant life shift. Many are moving from having never
worked a job before and living several years as street involved with lig stability or structure. Youth
Unlimited and MPM address this gap by providing an opportunity to work and supportive

environment that takes into consideration the whole person and their circumstance. Central tenets to

this approach are empathy andledr ET ¢ OEOI OCE AGDPAOEAT AAh Weare AOOD
aware of the challenges people face and our supervisors make it a safe place to work so people can share
challenges they are facing that may affect their employment and they can work thratigb in the next

ET A OEAU ETTx OEA APPOI POEAOA xAU O OAODPI 1T A86
The Work Life approach has had a lasting impact on many of the youth who participated in the

program. Since its 2012 launch, the program has:

A Employed 32 youth;
A 20 youth (63 per cent of paricipants) completed the sixmonth program;

A 100 per cent of youth exhibit new practical job skills such as pressure washing, graffiti removal and
landscaping, and soft skills (job retention skills) in professionalism, teamwork and workmanship;

A Six individuals transitioned to school (38 per cent); and
A Ten transitioned to employment (62per cent).

Looking forward, it seems as though the Work Life youth employment partnership has great potential
to keep expanding. Vancouver has a number of larger property nm¢nance companies, and there is
increasing need for property maintenance with the growing numbers of midand high-rise buildings.

As well, in the shift towards densification, detached homes are being renovated into strata complexes.
As a result, MPM Maitenance is experiencing growth due to the increasing market demand. This
should translate into growing career opportunities for those youth who go through the sixnonth Work
Life program with MPM and Youth Unlimited and leave it with desirable skills andneployment
experience.

Key Takeaways

A Certain population groups require an extensive handsn investment in time, coaching, mentoring
and work skills training in order to successfully reduce barriers to employment. It is important not
to underestimate the depth of work required to assist in developing healthy patterns and
corresponding life shifts.

A Coaching and mentoring approaches use opended questions and relationship building to assist
youth to make their own decisions about their life and career direadn; this is a departure from a
OAAOA 1 AT AcCAA6 APPOI AAES

A Work experience reduces some significant barriers to employment while other supports are
required to address life circumstances that impact job retention.
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A The success of youth finding work posWork Life could be enhanced by Youth Unlimited paying
special attention to building networks with mainstream employers; this needs concerted and
intentional development.

A Funding constrains the amount of time youth ca access the program versus the length of time
youth could benefit from being in the program The partnership approach outlined by MPM and
Work Life is an interesting way to adapt an existing social enterprise to meet the needs of another
population group.
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Sample Advancement Tracks

Sector

EntryLevel

Advancement

Food servicés back of house

Dishwashing and food prep

Cook, sous chef, pastry chef and head ¢

Food servicés front of house

Bussing tables

Server, bartender,

Construction Labourematerial movers and di Apprenticeship and Red Seal trades
diggers
Auto Car washing Auto detailing, sales and autobody

Shipbuilding/ ship repair

Labourer, material helper, trade
helper

Apprenticeship and 16 different trades: n
electrician, marifitéer

Energy efficient retrofits

Installation labour (windows, dr
proofing, ceilings)

Installation (furnaces, air conditioning,
insulation); Suppliers and sales, consultg
and design

Recycling Recycle helpers, general labou Mangers, equipmeperator, construction
sustainability advisors

Greenhouse Labourers Greenhouse maintenance and operation

Hospitality Room attendants, banquet sery Desk clerk, server, cook

dishwashers
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Approach

Variations

Employment Social
Enterprises

Standalone social enterprises that provide direct employment (e.g., LOFT, Keeners).
existing be with or without employee subsidy and may exist in organizations that are
on providinrgmployment or employment as just one of several services witlzaatite (@ga
Youth Unlimited).

Standalone social enterprises that provide skilled employees to directly to job sites in
industry (e.g., Reds10, UK that is focusseihgreplastruction apprentices on job sites to
meet local hiring quotas), or generalist trained workers for a variety of organizations
Staffing Solutions, Vancouver, BC)

Transition
Enterprise programs

Scattered site mddel wh er e participants are place

nonprofit organizations or government agencies. The participants are paid by the age
operates the program, which also provides support and assistance tolfind/arkother jo
experience is part of the program but employers are only requested to provide a tem
Most participants are paid minimum wage and the program operates for several mon

Social enterprise that incorporates a funded transifoogigobsThe selling of product an
service offsets some or all of the cost of employment. Workplace supervision and suj
provided by on site supervisors.

i Cr ewd thmimadsitibnal jobs program serves as the employer, contracts with gg
agencies or private firms to perform specific tasks (such as buffing floors), and assigt
Transitional jobs workers and supervisors to those work sites. Workplace supervisiorn
are provided by on site supervisors.

Industry or sector
supported social
enterprise training

Social enterprises that are helping to fill labour market shortages or skills gapsidéan
level (e.g., Train for Trades). These might be funded through pooled business funds
support

rograms . . " .

prog Cooperatives and other models that create ownership opportunities (e.g., SEED Win
operative development programs)

Placebased Social enterprises that are part of an organized supghjcthiginesigned to support

approaches to
employment social
enterprise developme

employment (we have not seen this model employed in Canada, however, this is sim
Romagna Italian model of developing co#busimétsses or the Mondragon model of co
operative development)

Socialenterprise t hat are supporting fAimainstr ea
to employ people with barriers to employment ifgeg.fdR&uccess, Vancouver BC).

Partnership models and labour market intermediaries that seek to refotabthe waykée
in a specific place is operating (e.g., labour market intermediaries, social purchasing
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Focus Group Guide

What are you seeing in the community that you are excited about, or that is working in terms of youth
employment?

Exercise: Who are the youth you see facing barriers?

As a group: Draw the outline of a body. Participants write responses to the following questions on

PostE OA T 1T OAO AT A OEAOA AOA bPi OOAA AEOEAO ET OEAAR 1
Who are theyouth you see (in your work or in the community) facing barriers to employment in our
community? Describe them (age, etc.) (posted inside)

What barriers do they run into in seeking employment? (posted outside)

What strengths and assets do they possess? (pted on toolbelt)

Systems mapping

Reflecting on this, what formal and informal supports are available to help these youth to access
employment today (note taker to group by theme on flip chart if possible)? Who is not being served and
why?

Given the current realities, what can we do together to provide betters supports for young employment
seekers today?

Overview of case study examples
From these examples, what inspires you? What would be likely to succeed here?

How do these compare with what you sebhappening in the region currently today in terms of
programming and support for youth employment?

Partnerships with employers

How would you describe your degree of working with employers to support opportunities for young
people?

Where do you see potentiato work more closely with employers in the region for youth employment?

What initiative do you think would be exciting to work on together with employers, community
partners, etc.?

What would help ensure this is a successful collaboration?

BC Centre for Employment Excellence 72



Pathways to Successfo Yout h in BCG6s Caj
The Power and Potential of Social Enterprise

Semistructued Interview Guide
Employers

Workforce

Business sector/industry:

# of total employees:

% of employee population people with barriers (including youth):
% of employee population that is youth:

% of youth that may hawe faced barriers to employment:

Type of work/jobs in workplace

What types of work/ jobs are available in your workplace?

Of these, which are typically filled by youth?

For these, please describe the:

A pay scale

A Dbenefits

A typical hours of work

7EAO DI OEOEIT O AOA Ai 1T OGEAAOAA OA7T OOU 1 AOAI e
Hirin g and support practices (including opportunities for advancement) 2 their practices
Current hiring and recruitment practice:

Please describe a typical recruitment effort for your company? For the jobs (noted above)

What are the workplace skills you typially look for to fill these positions?

7EAO x1 O A AT OEAA Ui 6 O EEOA OIi ATTA xET AEAT860
Partnerships to support hiring:

How would you rate your degree of partnership with (with other organizations, businesses,
associations) b support your hiring needs. Strong, Moderate, Weak, Not at all.

Thinking about your hiring process, is there a part of this where a partnership with a training agency or
social enterprise could support you in employing more young people with barriers toraployment?
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Training
On the job training provided to meet skills gaps:

Thinking about when anew employeejoins your sector, are there any common skills gaps they might
face and if so, what type of (oithe-job) training is provided for them?

How do youtypically provide employee training (e.g,in-house, contracted trainers, employee release
to participate in formal training)?

What challenges do you face in training your employees?

Do you do anything in your sector to train and support youth employees #t might be considered

OAEEEAOAT &6 &OI I 1 AET OOOAAI DPOAAOEAAGE
Do you receive any wage or training subsidies or employment support currently?
Advancement

Opportunities for advancement:

What opportunities are available for employee advancement in your compaf

Challenges and benefits of hiring youth

Thinking about your current workforce, are young people a significant part of this?

Can you tell us why or why not?

Do you see any common skills gaps in your young employees?

Do you see any life skills gaps/baters in your youth workforce that impact their ability to work? (e.g,
housing stability, networks etc)

Labour market issues (what they see in employee population)

As an employer, what are your most significant labour market issues?

How does this affectyour business?

How does this affect your sector?

Thinking about your business and sector in the nextZ0 years, where do you anticipate seeing skills
gaps and/or labour shortages?

What strategies are you pursuing to fill these gaps?
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Opportunities (su pply chain, hiring)

Opportunities for employment growth:

What opportunities do you see to grow your workforce in the region?
What strategies are you pursuing to achieve this?

What is needed to help you achieve this?

Social enterprise models/scaling

How would you rate yourlevel of awarenessf the term and concept of social enterprise generally?
Very Aware, Aware, Not Aware

(After providing definition if needed), how would you rate your level of awareness of social enterprises
in the Capital Region pecifically? Very Aware, Aware, Not Aware

How would you describe your current level of working with these social enterprises? Very strong,
Strong, Not Strong.
Supply chain opportunities

Thinking about your own supply chain, is there an area where youwtemand is exceeding the local
capacity that could be met by a social enterprise?

(1T x Ei DT OOAT O EO 001 AEAI AAT AEFEOS6 xEAT EAAT OEAUVUEI]
Not Important, Never Considered.
Social enterprise opportunities

How would you describe your level of interest in being part of a new initiative to address youth
unemployment in the Region? Very Interested, Interested, Not Interested.

What type of initiative do you think would be most effective in engaging employers in addressiyguth
unemployment?

What role could you play?
For social enterprise employers only, what would help you grow or scale your social enterprise?
What supports are needed?

Can you tell us about your employment outcomes?
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Sector associations

Business sector/ industry
# of total employees (in sector in region if availabld O BDOT O EAZ OEAO8 O Al 1 Qqq
% of workforce population people with barriers (including youth) (in sector):

% of workforce population that is youth (in sector):

Type of work/jobs in workplace

What types of work/ jobs are available in your sector?
Of these, which are typically filled by youth?

For these, please describe the average:

A pay scale

A benefits

A typical hours of work

7EAO DI OEOEIT O AOA Ai 1T OGEAAOAA OAT O60OU 1 AOAI e

Hiring and support practices (including opportunities for advancement) ? their practices

Current hiring and recruitment practice:

How are new entrants recruited into your sector?

What are the workplace skills you typically look for in someone who is intested in your sector?

What soft skills would you consider an asset?

7EAO x1 O A AT OEAA Ui &6 O EEOA OIi ATTA xEIT AEA1680
Partnerships to support hiring:

How would you rate your degree of partnership with (with other organizatiors, businesses,
associations) to support your hiring needs. Strong, Moderate, Weak, Not at all.

Thinking about your hiring process, is there a part of this where a partnership with a training agency or
social enterprise could support you in recruiting moreyoung people to your sector?
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Training
On the job training provided to meet skills gaps:

Thinking about when anew entrant joins your sector, are there any common skills gaps they might face
and if so, what type of (orthe-job) training is provided for them?

How do you typically provide employee training (e.gin-house, contracted trainers, employee release
to participate in formal training)?

What challenges do you face in training employees is your sector?

Thinking about your workforce training practices, is there a part of this where a partnership with a
training agency or social enterprise could support you in employing more young people with barriers
to employment?

Advancement

Opportunities for advancement:What opportunities are available for employe advancement in your
sector?

Challenges and benefits of hiring youth

Thinking about your current workforce, are young people a significant part of this?

Can you tell us why or why not?

Do you see any common skills gaps in your young employees?

Do you e any life skills gaps/barriers in your youth workforce that impact their ability to work? (e.g.
housing stability, networks, etc.)

Labour market issues (what they see in employee population)

As a sector association, what are your most significant labour market issues?

How does this affect your sector?

Thinking about your business and sector in the next-80 years, where do you anticipate seeing skills
gaps and/or labour shortages?

What strategies are you pursuing to fill these gaps?

Opportunities ( supply chain, hiring)

Opportunities for employment growth:

What opportunities do you see to grow your workforce in the region?
What strategies are you pursuing to achieve this?

What is neededo help you achieve this?
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Social enterprise models/scaling

How would you rate yourlevel of awarenesf the term and concept of social enterprise generally?
Very Aware, Aware, Not Aware

(After providing definition if needed), how would you rate your leve of awareness of social enterprises
in the Capital Region specifically? Very Aware, Aware, Not Aware

How would you describe your current level of working with these social enterprises? Very strong,
Strong, Not Strong.
Supply chain opportunities

Thinking about the supply chain for your industry, is there an area where your demand is exceeding the
local capacity that could be met by a social enterprise?

(T x Ei DT OOAT O EO OOI AEAT AAT AZEEOG6 xEAT EAAT OEAEUET
Not Important, Never Considered.
Social enterprise opportunities

How would you describe your level of interest in being part of a new initiative to address youth
unemployment in the Region? Very Interested, Interested, Not Interested.

What type of initiative do you think would be most effective in engaging employers in addressing youth
unemployment?

What role could you play?
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