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Dear Colleague:

In the early 1990s, the Annie E. Casey Foundation
(AECF) recognized the importance of addressing
economic opportunity as a key component of a
larger set of strategies needed to create family eco-
nomic success for low-income families. Joblessness
and lack of family sustaining income have devastat-
ing consequences, not only for families, but also for
communities as a whole. Improving child outcomes
clearly requires increasing the employment and
earnings opportunities of low-skilled, low-income
adults.

To address that challenge, the Casey Foundation
embarked on the Jobs Initiative (JI), an eight-year
effort in six cities to connect inner-city young men
and women to family-supporting jobs in the regional
economy and to improve the way urban labor
market systems work for low-income, low-skilled
workers. From the start, the Jobs Initiative empha-
sized jobs with career opportunities and promoting
longer-term job retention for participants. It has
stressed the importance of employers and job seekers
as customers, focused on outcomes to track per-
formance;-and-used data to promote accountability.

The work of the Jobs Initiativeshas resulted in a
number of key findings:

« Basic supportive services increase, the
likelihood of successful job placement for
low-skilled workers.

“]ob readiness” services are the most
important factor relative to workers with
limited skills or previous work experience
achieving short-term employment retention
(that is, a~three-month job retention
milestone).

“Hard skills” training-isithe most important
factor for achieving longer-térm-retention for
such workers (that is, retentionof 12 menths
or longer).

Access to employer-subsidized benefits
generates higher retention rates.

Positive wage changes following initial
placement are a strong predictor of/long-term
retention.

Along with the Jobs Initiative, AECF has joined with
local public workforce systems to better serve low-
skilled adults, and to test new workforce develop-
ment approaches and models. Examples of our
investments have included support for:

« Innovative industry sector-based training
models

» Development of effective job readiness
training curricula designed to achieve scale

« Employer-driven workforce intermediaries

« State-level advocacy based upon education
and workforce data

Increasing capacity of community colleges to
increase skills of low-income working adults

« Linking workforce strategies to income and
asset-building approaches that support family
economic success

Improved federal and state policies for good
jobs and careers.

After ten years of these investments and partnerships,
we have pulled together our lessons and experiences
so that they might be helpful for communities trying
to move large numbers of low-skilled workers into
good jobs and careers.

The attached wheel and examples reflect “our take”
on the key components necessary to implement a
large-scale and successful workforce initiative. We
believe that a community must start by assessing its
own assets and existing programs and partnerships.
Also, communities must develop strategies based
upon data about employer needs, the regional
economy, and the skill levels of its job seekers and
incumbent workers. These assessments will guide a
community in implementing the workforce strategies
described in the attached material.

This document is intended as a guide in your work
te_promote workforce development. It should be
used“in conjunction with other rich resources, new
tools and\promising practices from the field.

Sincerely,
Bob Giloth

Director, Family Economic Success
Annie Ei Casey Foundation
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CAREER situations.
MANAGEMENT
SERVICES

Career management services help
low-wage workers on the journey
toward family-sustaining jobs.
These kinds of services include work
supports, career planning, financial
education, and asset building.

DATA-DRIVEN
STRATEGY

Use of data is critical in three ways:

1) as a powerful tool to improve
workforce policy; 2) to permit
development of workforce strategies
that reflect employer needs, regional
economic opportunities, and skill levels
of job seekers and incumbent workers;
and 3) to support continuous program
improvement and results.
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help workers earn family sustaining wages:
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ployed job seekers; and 2) upgrade
training and career manage-
ment for currently working
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CRREER ADVANCEMENT MODELS

There are two distinct career advancement strategies for low-
skilled workers. In the first, unemployed individuals receive skills
training that leads to better jobs than their previous ones with
opportunities for career advancement (see example A). The
second approach helps underemployed or incumbent workers
increase their skills so that they can move up into better jobs
with career ladders (see example B).

A. Seattle Jobs Initiative (S]I)

In the late 1990s, when Seattle's economy was booming and
demanding workers with basic office and computer skills, the
Seattle Jobs Initiative created a program to advance low-skilled
adults into good-paying jobs in the "office occupations" field. The
SJI worked with employers to identify the skills they needed, and
teamed with the Seattle Vocational Institute, a part of the com-
munity college system, to house the program. Upon meeting
entry requirements for language, reading and math (about an
8th grade level), the trainees begin a 22-week full-time pro-
gram with hard skills, soft skills and internship components.
A Sl “industry representative” works with employers to
identify internship sites and potential job openings and
works with the community colleges to ensure that the
curriculum reflects employers’ needs. Each participant is
assigned a case manager to assist in overcoming barriers.
The case manager works with the participant from intake
to as long as two years after job placement. Since its incep-
tion in 1997, the program has trained and placed more
than 325 people in office occupations that provide medical
coverage and pay an average hourly wage of $10.44, repre-
senting an increase of 21 percent over the participants’ pre-
Jobs Initiative average wage of $8.58. Job readiness, case
management, employer-based curriculum and improvements
in wage and health insurance help explain why participants
achieved a one-year retention rate of 68 percent.

B. Philadelphia Jobs Initiative (PJI)

Recognizing that the child care industry provides many employ-
ment opportunities but pays low wages, the Philadelphia Jobs
Initiative has partnered with Allegheny Child Care Academy, Inc., a
large inner-city child care firm, and the United Child Care Union to
help low-skilled, entry-level child care workers advance. Several
years ago PJl provided Casey Funds to supplement Project TEACH,
a State of Pennsylvania scholarship program, to help incumbent
workers get associates degrees, which are needed to advance to
lead teacher positions. PJI worked with the company and union to
develop a Learning and Support Center, which develops mentor
teachers, provides team-building training for center leadership
(both directors and union), and offers classroom teacher training.
Fifty-five new teachers have been trained so far. The long-term goal
for the center is to offer a Child Development Associate certificate
that would bring higher wages, and move completers part way
toward the two-year degree.



(ORKFORCE INTERMEDIRRIES

Greater Cleveland Growth Association

On the eve of welfare reform in 1997, the Greater Cleveland Growth
Association (GCGA), a regional chamber of commerce, teamed with
local funders and business executives to form a workforce intermedi-
ary, known as the Jobs and Workforce Initiative (JWFI), to link employ-
ers with labor market stakeholders and resources. Research had shown
that strong employer connections were key to helping emerging and
incumbent workers find jobs with a future. With foundation support,
the JWFI launched literacy and job training initiatives in several indus-
try sectors, as well as a work-readiness program adapted from
WorkLink in St. Louis. JWFI is developing closer relations with the
public sector and works with the American Red Cross and with the
local community college to structure other health care training
programs, including a part-time, on-site LPN training program.
Through JWFI-facilitated programs, more than 630 residents

received work-readiness preparation and 121 participated in the
health care training initiatives. As of December 2003, training
programs supported through the JWFI had placed more than

1,200 people in jobs.




[NDUSTRY AND JOB OPPORTUNITIES

San Francisco Works

Even with the economy's recent fluctuations, stable and growth
industries need semiskilled and skilled workers. While health care is
experiencing national workforce shortages, individual regions have
found a sharp demand in biotechnology, automotive services, IT, and
manufacturing. In one example of linking non-traditional workers to
high-demand occupations, SFWorks, an affiliate of the San Francisco
Chamber of Commerce, leverages employer connections to create
career opportunities in fields such as telecommunications, bioscience,
and legal services. As of May, 2004, SFWorks has trained and placed
approximately 350 people in jobs. SFWorks co-founded (with the Bar
Association of San Francisco and Jewish Vocational Service) a legal
services initiative that has placed more than 85 people in jobs at
law firms with starting annual salaries between $20,000 and
$28,000. The program has expanded to offer skills-upgrade
training that prepares entry-level workers for increased respon-
sibility, promotion, and wage growth.
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The Annie E. Casey Foundation is a private charitable organization dedicated to helping build better
futures for disadvantaged chil in the United States. It was established in 1948 by Jim Casey, one of
the founders of United Parcel Service, his siblings, who named the Foundation in honor of their
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community supports that more effectively meet the needs vulnerable childre
In pursuit of this goal, the Foundation makes grants that help states, cities, and neighborhoods fashion
more innovative, cost-effective responses to these needs. For more information, visit the Foundation's
website at www.aecf.org.
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