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The research documents reviewed in this study are described in this Appendix. The top panel
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of publication. An abstract of the document is provided in the second panel. The next two
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analytical approach.
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Document TE-1

Authors AFYA Inc.

Title Post-Employment Services: Making Job Retention and PostEmployment Services
Work -Welfare Peer Technical Assistance Network Workshop Summary
Publication Date May 1998

Publication Organization Administration for Children and Families, HHS

Abstract

In response to mid-1990s research that found that between 40 and 70 percent of former welfare recipients were unemployed 12
months after leaving welfare, ACF established the Post-Employment Services Demonstration (PESD) in four sites. The target
population for PESD was welfare recipients who had participated in the states' JOBS initiatives and recently found employment.

Methodology/ Program Structure:

Between 4,500 and 5,000 individuals were assigned to participate, and about half of that group was assigned to participate in PESD.
At each of the four demonstration sites, there were between 400 and 500 individuals in each of the PESD and JOBS groups. JOBS
program participants were eligible to incur a maximum of $400 expenses, if that was requested within 30 days of leaving welfare. In
contrast, PESD participants were eligible to receive up to $1,000 for employment expenses. In addition, case workers followed up with
PESD participations in their first, second, fourth and sixth weeks of employment.

Lessons Learned/ Preliminary Findings:

= PESD program staff held that, while they were able to help clients address child care and transportation issues, they were not
able to meet the needs of some of the harder to serve clients. Specifically, they felt less able to help clients who struggled with
drug abuse, domestic violence or gang involvement.

= Staff asserted that it was difficult to stay in contact with "volunteer" participants - i.e., people who were no longer receiving
welfare.

] Participants got low paying jobs with few benefits, odd hours, etc.

= There were mixed employment patterns across the sample in terms of who got jobs and how long folks kept jobs.

= Welfare recipients faced numerous personal and system-related barriers that made employment difficult.

= Job retention programs can address some of these barriers.

Ll Broader system-wide policy changes at the state/local system level may make the transition from welfare to work easier.

. It is possible to implement programs such as PESD.

L] Effective intra and inter-agency communication is important

The article also highlights several employer-centered retention strategies and support services, specifically (1) the Welfare to Work
Partnership's work both with United Airlines and CVS Pharmacy, and (2) the State of North Carolina's Enhanced Employee Assistance
Program. While this piece does not form any major conclusions about either of these, it does highlight them as possible promising
examples of effective strategies for facilitating retention.
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Document TE-2

Authors Amanda Ahlstrand and Max Armbruster

Title Workplace Education Investments and Strategies for Low -Wage Workers: Patterns and
Practices in Employer-Provided Education (in Low Wage Workers in the New Economy,
R. Kazis and M. Miller, eds.)

Publication Date 2001

Publication Organization Urban Institute Press

Abstract
This chapter reviews survey and interview data on employers' practices in training low -skill workers.

Methodology:

= The American Society for Training and Development (ASTD) benchmarking service gathers data on employers' education and
training practices. Employers s ubmit their data to ASTD to receive a customized benchmarking report that enables them to
compare their investments with those of others. In 1998, the service was expanded to collect information on the outcomes
of employers' training and education practices and to provide additional data on education outcomes for low -wage workers.
About 2,500 employers are included in the ASTD database, and about two-thirds of these are U.S.-based.

= ASTD also followed-up and conducted 40 telephone surveys with selected respondents to collect more in-depth information
than was collected through the measurement kit.

Key findings:

. Higher skilled workers tend to get more workplace education and on-the-job training. In 1998, 47 percent of employers
reported spending nothing on training employees who had fewer than 12 years of education.

=  Mid-sized employers (500-1,999 employees) devote more resources to training lowerwage workers--and, accordingly, are
labeled as "friendly" to low wage workers--than do other sized companies. “Friendly” organizations are also concentrated in
trade and health care industries; in the Midwest; and among publicly-traded and family-owned companies.

=  There is a positive correlation between friendly organizations and the percentage of all employees receiving training.
However, friendly organizations spend less per employee on training compared with other companies.

=  The rationale organizations provide for training low -skill employees includes (1) improvement in work quality and customer
service, and (2) facilitation of recruitment and retention.

=  Organizations face barriers when training low -skill workers, including time, language and literacy issues, lack of managerial
buy-in, shortage of staff, and difficulty scheduling training.

= Organizations were "friendly" because (1) training and development were part of those organizations’ cultures; (b) there was
an economic rationale for providing training; and/or (c) the nature of the organizations’ work required extensive training.

. Public policy issues: (a) Employers did not express concerns about the cost and likelihood of losing workers after training;
and (b) "friendly" employers were more likely to rely on government agencies to provide training than other companies.
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Document TE-3

Authors
Title
Publication Date

Publication Organization

David Fischer and Neil Scott Kleiman, with Julian Alssid

Rebuilding Job Training From the Ground Up: Workforce System Reform After 9/11

August 2002

Center for an Urban Future

Abstract

This article reviews the status of workforce development in New York City and makes several recommendations for the future. The
authors begin by lamenting the state of workforce development and pertinent programs throughout the 1980s and 1990s, commenting
that they were fragmented and lacked an appropriate business focus. The authors assert that, in order to be effective, the future
workforce system must be (1) designed by and responsive to employers and (2) well coordinated. (All agencies must better provide
services, clarify who does what, etc.)
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Document TE-4

Authors
Title
Publication Date

Publication Organization

Fredrik Andersson, Harry Holzer, and Julia Lane

The Interactions of Workers and Firms in the Low -Wage Labor Market

December 2002

Assistant Secretary for Planning and Evaluation, HHS

Abstract

This paper is an analysis of workers who persistently have low earnings in the labor market over a period of three or more years.
Some exit low -earning status, others do not.

Key findings:

Twelve percent of prime-age adults in the U.S. had low earnings ($12,000 per year or less) that persisted over a period of at

least three years.

] Low earnings are associated both with demographic characteristics and characteristics of the firms for which they work

(industry, size, turnover/net employment growth rates, etc.).

=  Of those with persistently low earnings, nearly half exited this status within three years, although earnings did not improve

much.

=  White males escaped low earnings more than other race/gender groups.
=  Job and industry changes are associated with large percentages of observed improvements in earnings.
] Most earnings improvements for low -income women were in the service sector, while men fare better in "traditional” industries

such as construction.

Conclusions

=  Some degree of upward mobility for persistently low earners is certainly possible, even though improvements are modest.
=  There is no single path for achieving earnings growth.
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Author
Title
Publication Date

Publication Organization

The Association of Joint Labor-Management Educational Programs

Success by Design: What Works in Workforce Development

December 2002

The Conference Board of Canada

Abstract

Joint Training Programs (JTP) give workers, employers, and unions a wide range of benefits due to the skills gained through study and
training. Worker skill gains translate into performance gains for employers, which increases profitability.

From the employer's perspective, skills gained include: improved literacy skills, imnproved job-specific skills, improved communication
skills, better personal management, increased self -confidence. The benefits of these skills include: improved customer service,
improved quality of work, increased productivity, fewer errors, better communication with coworkers and managers, better
understanding of job tasks, greater appreciation of learning.

The study identifies 12 key design elements of the JTP that contribute to their success:
=  Continuous process of balanced, collaborative consultation between labor and management, based on concurrence
developed through collective bargaining.

. Learning needs analysis during program development process.

= Career/educational planning service available.

= Access to continuing education opportunities.

= Access to financial assistance for education and training.

] Program marketing and promotion
] Measuring and evaluating program effectiveness

*  Dual training focus: meeting worker and workplace needs.

=  Voluntary participation of workers, whenever possible.
= Worker involvement in designing, implementing, and evaluating training.
= Multiple learning strategies for worker-students.
=  Specific criteria for selecting and evaluating educational and training providers.
=  The study concluded that JTPs harness the power of collaboration between unions and management to produce exceptional

training results.
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Authors
Title

Publication Date

Publication Organization

David Autor and Susan Houseman

The Role of Temporary Employment Agencies in Welfare to Work: Part of the Problem

or Part of the Solution?

2002

Focus, vol. 22, no. 1

Abstract

This study examines the experience of welfare recipients in temporary help jobs in Washington State. It is based on Ul and TANF

data from the State.

A large share of welfare recipients’ employment is in the temporary-help sector. Between 1996 and 1999, it accounted for 5-15% of
employment of TANF recipients in Washington, depending on the subgroup. Thus, temporary help is a central player in welfare
reform. The impacts of temporary-help employment on earnings and job advancement are unknown, but often assumed to be

negative. The effects may actually be beneficial in many instances.

Given the importance of temporary-help employment, more public policy attention should be given to the topic, including evaluation
research. They authors offer several policy and research recommendations.
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Author Timothy Bartik
Title Fighting Poverty with Labor Demand Policies
Publication Date 2001a

Publication Organization W.E. Upjohn Institute for Employment Research

Abstract

Labor supply policies—such as welfare reform, job training, and the Earned Income Tax Credit—directly interact with the poor to
increase their labor supply, job skills, and wages. Labor demand policies directly interact with employers to affect the number of poor
persons hired (l.e. the New Deal public works programs and tax credits for employers who hire the disadvantaged).

Why should we use labor demand policies? (1) More jobs are needed by the American poor. For every poor household to have one
full-time, full-year worker, nine million more jobs are needed. (2) Labor supply policies have their limitations. It is expensive for labor
supply policies to produce large increases in employment for the poor; the EITC has increased employment by only half a million
persons. (3) Lowering unemployment does not solve the problem of poverty. For example, in 1999 the unemployment rate was 4.2
percent while the poverty rate was 11.8%.

Bartik recommends a revised version of the New Jobs Tax Credit for employers who expand overall employment in high-
unemployment area. The subsidy would be credited against payroll taxes. He also recommends a version of the MEED used in
Minnesota in the 1980s. Local workforce boards would award wage subsidies to selected employers that hired selected individuals

from disadvantaged groups. To reduce displacement of current workers, the subsidies could go only for newly created jobs.
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Document TE-8

Author
Title
Publication Date

Publication Organization

Timothy Bartik

Jobs for the Poor: Can Labor Demand Policies Help?

2001b

Russell Sage Foundation

Abstract

The key points in Chapter 2 (Labor Supply and Demand Policies: Descriptions, Classifications, Cross-National Comparisons and

History) are:

=  The U.S. relies much less on labor demand policies than on labor supply policies. Many Western European countries use a
more balanced approach of supply and demand-focused policies.

] Large scale labor demand policies in the U.S. have not proven to be politically sustainable. This can be explained in part by
opposition from business and conservatives and by luke-warm support from labor and some liberals.

L] Before considering specific types of labor supply and demand focused policies, it is important to consider how these policies
affect the labor market. The relative effectiveness of labor supply versus demand policies depends on how the low wage labor

market works, and, in particular, on how labor supply and demand respond to market forces.
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Document TE-9

Authors
Title
Publication Date

Publication Organization

David D. Bellis and Susan J. Lawless

Workforce Development Consortia Provide Needed Services

October 2001

United States General Accounting Office

Abstract

This is a report for Senator Christopher S. Bond, Ranking Minority Member, Committee on Small Business and Entrepreneurship.

Overview of workforce development consortia in four communities: Austin, TX,; Cedar Rapids, IA; Charlotte, NC; and Milwaukee, WI.
Consortium membership often included school districts, business and trade organizations, labor unions, and community-based service
organizations, such as the YWCA and family services agencies. Workorce consortia in TX and IA created intermediary organizations
to facilitate the coordination and cooperation of workforce development activities among consortium members and to act as a broker of
information and services. The primary reason for a community to form a workforce consortium is to address local workforce needs that
are not being met by market forces.

A brief summary of the four interviewed workforce development consortia is presented, including why the consortia were formed and
participating institutions. The report discusses the various activities a workforce consortium is capable of and provides contextual

examples from the four interviewed communiites. Activities include:

= Addressing current and future workforce needs,

=  Guiding young adults to future workforce opportunities,
= Organizing around industry sectors to meet business needs,

=  Consortia-led leadership to sustain positive working relationships within the community,

] Resource accessibility to businesses and prospective workers,

*  Providing incentives to attract business participation.
Little information is available or presented on program outcomes. Although each of the visited consortia have some limited data-
collection practices, consortia organizations did not have systems in place to evaluate overall effectiveness.
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Document TE-10

Author
Title

Publication Date

Publication Organization

Stephen Bliss

San Francisco Works: Toward an Employer-Led Approach to Welfare Reform and
Workforce Development

March 2000

Manpower Demonstration Research Corporation

Abstract

San Francisco Works was established in 1997 to coordinate the busines s community’s involvement in local welfare to work efforts.
The organization has two main objectives: (1) creating job training programs closely tied to real workforce needs, and with the
participation of actual employers; and (2) helping welfare recipients obtain jobs with wages high enough to make entry-level work more

financially attractive than welfare.

Key Findings:

] Private sector-led intermediaries that focus on employment of welfare recipients can be successful in engaging a variety of
employers and private sector resources and in placing welfare recipients in employment.

. Private sector intermediaries can build relationships with employers by framing their welfare to work efforts in business
terms—such as potentially high return on investment of business involvement in workforce development—and can leverage

these key relationships by gaining access to employer groups and private sector resources.

=  There is a crucial distinction between "business-backed" and "employer-led" initiatives. Business-backed initiatives rely on the
private sector for few commitments beyond financial backing; employer-led initiatives engage employers in all facets of
employment training by seeking active participation and buy -in at various levels of companies' organizational structures and by

identifying advocates for the program within the business.

] Private sector welfare-towork intermediaries can become an important route for identifying strengths and weaknesses in
existing systems and service providers. Private sector intermediaries can also be an influential force in improving the system
and increasing its capacity to seve disadvantaged populations well.

] Paid internships and mentoring are two potentially powerful motivating factors for welfare-to-work participants.
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Document TE-11

Authors
Title

Publication Date

Publication Organization

Dan Bloom and Charles Michalopoulos

How Welfare and Work Policies Affect Employment and Income: A Synthesis of

Research

May 2001

Manpower Demonstration Research Corporation

Abstract

This monograph synthesizes the results from 29 MDRC random-assignment evaluations of welfare reform initiatives. Findings:

=  The most successful welfare to work programs combined education and training services with mandatory employment (Work

First) activities.

=  The only programs that increased both work and family income were those that provided earningssupplements to low wage

workers.

] Little is known about the impacts of TANF time limits, but the available research evidence suggests that the limits do not cause
substantial family hardships, at least in the short run.
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Document TE-12

Author Brian Bosworth

Title Working Together on Worker Training (Part of a Series of Reports on Engaging
Employers in Workforce Development)

Publication Date February 2002

Publication Organization Jobs for the Future

Abstract

This brief report contends that firms should work together on workforce development and provides some supporting evidence. It
explores several examples of “cooperative” employer workforce development and provides suggestions for future inter-firm workforce
development efforts. The brief argues that, by working together on workforce development, employers can ensure that training
provided is aligned with their needs and can save on training costs. It suggests that employer organizations can play a lead role in this
process.

Finally, the brief identifies several "key elements" of organizing and managing training collaboratives, including: (1) keeping employers
in charge, (2) aiming for "the right balance" between breadth of participation and depth of commitment, (3) working with extant
collaboratives and organizations, (4) ensuring that the individual leading collaborative efforts is effec tive, (5) understanding that,
eventually, it is likely that participating firms will have to pay for training services, (6) using recognized skill assessment tools, (7)
choosing effective training vendors, and (8) defining goals for the collaborative at the outset.
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Document TE-13

Primary Author
Secondary Author

Title

Publication Date

Publication Organization

Heather Boushey

Staying Employed After Welfare: Work Supports and Job Quality Vital to Employment
Tenure and Wage Growth

June 2002

Economic Policy Institute

Abstract

This paper examines whether and how the experiences of women with a history of welfare differ from other women in the labor market.
The study attempts to discern the "role of work supports and job quality on employment duration and real wage growth.” Specifically,
the paper examines the roles of starting job quality and the 1990's eocnomic upturn, and the consequences of these factors for
families. Using the Survey of Income and Program Participation (SIPP), data were assembled for samples of women covering periods
in the late and early 1990's. The analysis of these data found that job retention was higher among individuals who received work
support (e.g., childcare). However, longer job tenure did not necessarily translate into wage growth. Higher quality jobs were also
found to be intregral to job retention and wage growth. Boushey noted that WorkFirst welfare programs did not target high quality

employers.
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Document TE-14

Author Maria L. Buck

Title Charting New Territory: Early Implementation of the Workforce Investment Act
Publication Date January 2002

Publication Organization Public/Private Ventures

Abstract

The study first presents the components of the Workforce Investment Act (WIA) and discusses the context in which five states

made the decision to become early implementers of the new legislation. The rest of the report describes the impact of WIA on four
audiences: employment and training providers, job seekers, employers, and the general workforce development system. The study
seeks to highlight issues for policymakers and to provide guidance to states and localities implementing WIA through an examination
of the experiences of five early implementing cities. The study used a process study on implementation of WIA in five cities: Charlotte,
NC; Houston, TX; Orlando, FL; Philadelphia, PA; and Boston, MA.

Key findings:
=  The study cites state-level leadership as a major factor in determining WIA implementation success.
= The consolidation of TANF funding and programming into workforce development activities reduced duplication of efforts in the
broaderwelfare-to-work movement that links both agencies.
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Document TE-15

Primary Author
Secondary Author
Title

Publication Date

Publication Organization

Center for Workforce Participation

Rising to the Challenge: Business Voices on the Public Workforce Development System

Spring 2003

U.S. Chamber of Commerce

Abstract

In early 2003, the Center for Workforce Preparation (CWP) conducted a survey of employers. The purpose of this survey was to
examine the perceptions, use, and awareness of public workforce investment systems. Local chambers of commerce acted as

intermediaries for data col