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Report of the Govarnor's Wisconsin Works {W-2) Education and Training Committee

Of current W-2
participants,
only 17% have
earned a high
school
dipioma or its
eqgulvalent

Work makes
fearning
meaningful,
allowing
paople to
apply new
knowledge
and see its
importance In
their lives and
in the
workplace.

[ roface

in answering the challenge to build a stable and productive workforgce for
the future, it is critical not only to move citizens into the workforce, but also
te support them when they get there so they can sustain and advance in
their employment . The creation of the Governor's Wisconsin Works
(W-2) Education and Training Commitiee was a result of Govemor
Thompson's commitment to help peaple enter the workforce and move to
self sufficiency.

In order to do this successfully, we first need a basic understanding of the
population W-2 is intended to serve. National statistics point to a few
consistent poverty indicators: having a child before marrying or tuming 20
years oid, and not completing high school. This is notewarthy because, of
current W-2 participants, cnly 17 percent have earned a high school
diploma or its equivalent. Kseping in mind that sometimes even those
with a high school diploma don't have the math and reading competencies
expected of a high school graduate, it's clear that meeting the basic
education needs of the W-2 population is of critical. One way to
accomplish this is to encourage and support a wide array of education

and training cppertunities, including continuing education and lifelong
learning.

In addition to basic math and literacy skills, Wisconsin's employers have
repeatedly identified some key abilities required of a successful worker.
These include the ability to communicate effectively with co-workers and
supervisors, to take direction, to work as part of a team, to work
productively, and to be dependable, among others. These are cften
referred to as “soft skills”. These types of skills, coupled with basic
education, prepare peaple for employment, not one specific job.

Due to the knowledge and experience gained from previous work
programs and welfare refoarm efforts, W-2 emphasizes a two-pronged
approach:; work or work experience training combined with education.
Work makes learning meaningfut, allowing people to apply new
knowledge and see its importance in their lives and in the workplace.

While education alone is not the answer, workforce attachment alone is
generally not the answer either. If current participants don't work toward
the basic education and skills necessary for job retention and
advancement, their chances for sustained employment may not be as
good. Combining work with education and training is an approach that

Proface i
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For the many
who cannot
aftend at
traditional
times or sites,
workshops,
classes and
training must
be flexible,

Effective
partnerships
are the
cornerstone of
successiul W-2
education and
training
initiatives,

most often yields the type of loeng-term results we're looking for in
Wisconsin. Again looking to past work programs, the most successful
activities were job skills training and on-the-job training {OJT), where
education and training activities were combined in a wark environment.

Successfully meeting the education and training needs of those who are
working requires flexibility. Workshops, classes and training must account
for the many who cannot aitend at traditional times or sites. Creating
opportunities to participate in education and training at the worksite or in
neighborhoods will best serve the participant. Further, opportunities must
accommodate various schedules and different learning styles and abilities
by allowing people to participate according to their specific schedules and
needs.

Effective partnerships are the cornerstone of successful W-2 education
and training initiatives. Cooperation between W-2 agencies and Job
Centers, employers, organized laber, technical colleges, private industry
councils, community based organizations (e.g., those that offer literacy
and English-as-a-Second Language tutoring, libraries, vocational
rehabilitation, et¢.) and many others is cruciak. A strong relationship with
the local employer community ¢an ensure that customized training
programs result in the type of long-term results both participants and
employers want. It can also provide answers to child care and
transportation concerns, and support important worksite mechanisms
such as mentoring and Employee Assistance Programs {(EAPS).

In meeting its charge, the Governor's Wisconsin Works {(W-2) Education
and Training Committee was encouraged by the number of innovative
ways that services are currently being delivered by partnerships
threughout the state. The work of the Cemmittee focused on clarifying
current policy, providing examples of policy implementation, and
recommending strategies for further improving the delivery of educaticn
and training within the scope of W-2.

Preface
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Charge

Identify the flexibility and kinds of initiatives that can be included in
providing entry-level workforce fraining under Wisconsin Works
(W-2). Specifically:

¥ Clarify the options available under the scope of W-2 and Food Stamp
Employment and Training (FSET)

w* Identify best practices and ideas we can share

W Identify what employers say they need, and develop guidelines that
agencies should focus on for workforce readiness

# Provide guidance on what educational institutions can do to be more
responsive to empioyers and customers related to eniry level training and
continuing education

& Identify what W-2 agencies and their partners can do to facilitate
continuing education and post empioyment occupational training {or post
employment customized training)

W Identify entry level training needed for areas with a fabor shndage and
with good paying job opportiunities

Y Provide presentations and technical assistance on creative employment
and training initiatives which would fit under W-2; for example,
public/private ventures which offer to provide fraining assistance on
workforce development fo our state (part of Ford/Molt grant).

Charge Stafement iiii
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As of April 1988, the conversion from Aid to Families with Dependent Children {AFDC)
to Wisconsin Works (W-2) was complete. During the conversion period a great deal of
emphasis was placed on moving people to W-2 and to employment. Caselcads have
declined dramatically, as many of those able to go to work have dane so.

The formation of the Governor's Wisconsin Works (W-2) Education and Training
Committee signaled a renewed recognition of the important role of education and
training in moving families to self-sufficiency. Current economic prospenty and low
unemployment rates in Wisconsin provide an invaluable opportunity to develop our
workforce. While strang education and training provisions exist in current W-2 policy,
the Committee recognized the need for a renewed effort to increase the understanding
of, and support for, current pravisions, as well as the enhancements the Committee has
recommended.

W-2 education and training provisions potentially serve a very broad population, one
that includes nearly 15,000 W-2 participants and approximately 16,000 whose
participation in Food Stamp Employment and Training (FSET) is mandatory. This
population will almost certalnly continue to grow as people become incraasingly awars
of how they can take advantage of available services.

With these consideratians in mind, this diverse Committee consistently returmed to
several clear themes, reflected throughout the report and in the recommendations:

+ Education and training, an important component in moving families to self-
sufficiency, should be effectively incorporated into employability and career
planning.

+ Eaming a high school diploma or equivalent is a critical need. No effort should be
spared in making this achievement a reachable goal far anyone willing to work
toward it.

v Strong, employer-based partnerships are vital in order to provide education and
training to a population increasingly at work.

v Fiexibility in the provision of valuatle education and training is essentiail in order to
accommodate those who are working, and those with different leamning styles.

Executive Summary vii
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+ Continuing education and lifelong learning must be consistently stressed in order fo
ensure that placement, sustained employment, and advancement become the nule,
not just the success story.

« Child care and transportation are critical supportive services that need to be primary
considerations in creating education and tfraining opportunities,

Background

The goal of W-2 is to connect people with appropriate work or work training as soon as
possible. This is done by placing those eligible on the appropriate rung of the W-2
“employment ladder’. This ladder consists of four rungs, or employment options:

Unsubsidized Employment

Trial Jobs

Communily Service Jobs (CSJs)
W-2 Transitions (W-2 Tg)

& & » »

In addition to employment search and placement assistance, W-2 provides an improved
delivery system and better access to the supportive services needed to sustain
employment. This includes provisians that encourage padicipation in education and
training opportunities appropriate for the individual.

Since In considering the findings and recommendations of this
December 1995, the  feport, it is important to bear in mind the demographics of the
nurmber of target population, Statewide, the average age of the W-2
participants with a participant is 29.6 and the average family size is 3.4 persons.
high school diploma  As of January 1998, 71.7 percent of female W-2 participants
has dropped from have never married. In determining how Wiscongin can best
51% to 17%. serve the education and training needs of current W-2
panicipants, a primary concern is the fact that only about 17
percent have earned a high school diploma or equivatent. This iz a significant shift from
the approximately 51 percent of AFDC participants mandatory for work programs who
possessed a high school diploma or equivalent in December 1995. This reality has a
serious impact in terms of structuring a program that addresses the needs of the
majority. Discussion of postsecondary education is premature for the vast majority of

participants,

In early 1998, a need to clearly define the role of education and training in W-2 was
identified. There is ¢considerable intarest in the clartficaticn of cument opportunities for
education and training, including:

« basic educational develcpment that leads to a high school diploma or equivalent;

viii Exocutive Summary
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+ training in the "soft skills"--for example dapendabifity, responsibility, and teamwork,
among others--skills necessary not only to enter the workforee, but to sustain
employment and realize advancement; and

s continuing education and lifelong learning.

The needs of the clear majority are best served not only by opportunities to gain
valuable work experience, offered through W-2, but slse by achieving basic education
and skills. Economic reality often dictates that those with a high school diploma will
earn mare than their counterparts without, and will be better able to retain employment
during economic downturns. These considerations heip to frame the W-2 educaticn
and training philosophy—a two-pronged approach that combines work with education
and fraining. Experience tells us this approach offers the greatest opportunity for
success in both pursuits.

Delaying an attachment to the workforce, in favor of full-time

:::;::,::; ;’:gram enrollment in education or training, often leads to ne
Wisconsin and workforce attachment at ali. Wisconsin's past experience
eisewhere Indicates with work programs has demuns;mtad that education and
that education alone training activities are most meaningful when they are
rarely leads to combined with work. In fact, those in work programs who
workiorce attachment. participated solely in education or training activities rarely

compieted them, while activities such as on-the-job training
were completed with much greater consistency. This finding is not unique to
Wisconsin. A December 1997 statement by the Nationa! Center for Policy Analysis
concluded that states showing little success in welfare reform have failed to emphasize
going to work immediately.

tMany people in cur cemmunities are already combining education with work. For
instance, for Fiscal Year 1986-1997, 12 percent of students in degree programs in the
Wisconsin Technical College System were enrolled full-tme. This demonstrates the
reality that many people experience--the need to work while attending schaol patt-time.
It is a mistake to assume that being engaged in continuing education means full-time
enroliment or nothing at all.

There are currently many opportunities for participants on
each rung of the W-2 employment ladder to engage in
education and training. There is dedicated time for
education and training activities for those in W-2 Transitions

The aggregation of
education and training
hours, which allows

:n!:a’:j::nifﬂt;::;on {up to 12 hours) and Community Service Jobs (up to 10

or training, is one of hourg}. One of the most beneficial education and training‘
the most .E;enaﬁcia { provisions undpr W-2, and perhaps the Iegst understood, is
current provisions. the current policy that allows the aggregation of these 10 or

12 hours up front. This allows participants to be involved in
education or training that requires more intensive involvemant, such as customized
short-term skills training. The potential to aggregate hours is a valuabie tool. Equally

Execufive Summary i
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as valuable is the wida availability of child care subsidies. Subsidies are available to
those in W-2 employment positions, during hours of work and during assigned
educational or training activities. Perhaps not as well known is that subsidies are also
available to those outside of W-2 who earn less than 165 percent of the Federal
FPaverly Level (FPL), currently $21,995 for a family of three. These subsidies are for
hours of work, but may also be used for hours spent engaged in education or training
for those in the workforce at least nine months (full-time or part-time). Child care
subsidies for time spent in education or training for those not participating in W-2 are
limited to two years lifetime.

With a clearer understanding of current education and training possibilities under W-2, it
is possible to see how these opportunities become realities for participants. |t takes a
tremendous amaunt of coordination. Emplayer-based partnerships--initiated by the W-2
agencies--that include education and training providers and community based
organizations are necassary to deliver well planned opportunities.

The Tecurnseh Products Company example in Section Two
;’:: dzzc;"ézﬁp any offers an excellent model for forging this type of partnership.
model offers an Trainees at TEt_:umseh, located in Grafton, fois:n:nnsin, recently
excellent example of completed & highly successful faur week training program.
forging productive Training included study in communication skills and work ethic,
hi Blueprint reading, machine operation and inspection, shop
partnerships. math, and tacl recognition. All 14 who began the training
completed it, with 13 placed immediately at $8.95 per hour. It was anticipated that the
14th would be placed soon. This is just one of many examples in which short-term, skill
specific training has directly resulted in employment well above minimum wage.

Over the course of five meetings, Committee members spent a considerable amount of
time warking in small groups to discuss key issues associated with education and
training in W-2. Members also heard from a variety of presentaers on related topics of
particular interest, which helped to form the basis for a series of recommendations.

Recommendations

The Governeor's W-2 Education and Training Committee, after an in-depth comparison
of what's available to what is needed, offered the fallowing recommendations to
enhance education and training opportunities under W-2.

Pramotae and emphasize education and training opportunities under Wisconsin
Works (W-2), including opporiunities that may be enhanced as a resuit of this

report

» Conduct a seminar for all W-2 agencies, which involves other important partners
(e.g., Community Steering Committees, employers), making them aware of the

X Exacutlve Summary
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findings of this report, and of proven modeis for providing education and training.
Where possible, seminars should irvolve members of the Governor's W-2 Education
and Training Committee.

» Expand W-2 case management training to emphasize appropriate education and
training activities for participants, focusing on basic education and soft skills training
and introducing strategies to promote continuing education and training.

+« Enhance the education and training section of the W-2 Case Management
Resource Guide, emphasizing the importance of education, training and lifelong
learning for all low-income workers who are VW-2 eligible.

« Increase awareness of opportunities to not only create customized training in
conjunction with the technical colleges, but also to take advantage of existing
occupational courses (e.g., Certified Nursing Assistant (CNA) training, welding, etc.).

Emphasize the importance of earning a high school dipioma or the eguivalent for
those who have not done so.

+ Encourage W-2 agencies, in promoting case management follow-up services for
those progressing from subsidized W-2 employment pesitions (up to 6 months), to:

- cover any direct costs of GED/HSED classes and testing;

<= document an Employability Plan which emphasizes GED/HSED completion;
and

-»= assist in securing a child care subsidy for the time the individual attends
classes.

» Raise awareness that, when necessary, formal client assessment may be done to
determine current educational level and needs, helping to identify those not within
reach of earning a high schooi equivalency.

» Involve local literacy councils in the provision of literacy and English-as-a-Second
Language {ESL) tutoring, including a presence at the Job Center or W-2 agency, or
a method for making direct referrals.

« Require W-2 agencies to prepare an Employability Plan for those who are in Food
Stamp Employment and Training (FSET) or case management only, and who do not
possess a high school diploma or the equivalent.

« Direct W-2 agencies to prepare and implement a strategy to raise awareness of
education and training cpportunities available to all low-ingcome working people who

Executiva Summary X
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are W-2 eligible, including the availability of child care subsidies for time spent in
education and training .

+ Submit a legislative language change to the 1989-2000 legislature that will eliminate
the 9 month waiting period for child care subsidies for those in unsubsidized
employment wishing to become involved in, or stay involved in, GED/MSED classes,
basic aducation or English-as-a-Second Language tutoring.2

» Require W-2 agencies o document a specific education/career plan as part of the
larger Employability Plan for those in W-2 employment |:n::\.*z.iti»::n:.«‘r..3

Emphasize the need for W-2 agencies to forge broad-based partnerships with
empioyers, education and training providers and all available funding sources fo
astablish quality short-term, skill specific training opportunities.

s Buil on the initial success many employers and participants have enjoyed as a
result of broad-based training partnerships, challenging mere employers fo initiate or
enter into these partnerships (Please see the Tecumseh example in Section Two for
an examnple of this type of partnership).

» Encourage the technical colleges, in working with employers and W-2 agencies, to
increase system-wide sharing of curricula far customized, short-term training for
skills such as welding, machine cperation, Certified Nursing Assistant, and basic
manufacturing that meet specific employer needs.

« Encourage W-2 agencies and Job Centers to seek opportunities that wiill increase
the availability and flexibility of quality child care sites with respect to location and
hours, and will create transportation options for participants at worlc or in training.

» Encourage W-2 agencies and partners to increase education and training
opportunities at the worksite, increasing availability at times convenient o the
employer and employee.

« Encourage W-2 agencies and Job Centers to place a renewed emphasis on single
point of contact services for employers, including tharough fallow-up.

s Increase utilization of Business & Industry Services, available at every Wisconsin

technical college, in assessing occupational skill requirements when packaging and
delivering customized training services.

wli Exacutive Summary
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Strengthen support for continuing education and lifelong learning.

» Submit a [egislative language change to the 1999-2000 legislature that will modify
the matching requirement for the Employment Skills Advancement Praogram (ESAP),
making the participant responsible for securing a single match from any available
souree.

* Encourage W-2 Agencies to track participants moving to unsubsidized employment
by documenting employment and educational progress in the Client Assistance for
Re-employment and Economic Support (CARES) systerm at 3, 6 and 12 month
intervals, at a minimum.

+ Direct W-2 agencies to foster effactive partnerships with the technical colleges,
UW-Extension, volunteer literacy providers and other education and training
providers who deliver adult basic education, literacy and English-as-a-Second
Language tutoring, post-employment skills training, and continuing education
opportunities.

+ Support and encourage employers in either implementing on-site, or creating a
linkage to off-site, continuing education programs.

« Encourage local YW-2 agencies and their partners to innovate in expanding the
availability and flexibility of child care and education and training opportunities at the
Job Centers and in community centers ar other neighborhood locations.”

» Direct W-2 agencies to establish a plan, in coordination with their Community
Steering Committees, to identify angeing fundin? sources for the Employment Skills
Advancement Program (ESAP) matching grant.

» Submit a legislative language change to the 1999-2000 legisiature that will recduce
the waiting period from 9 months ta 6 months for child care subsidies and the
Employment Skills Advancement Program (ESAP) for those in unsubsidized
emplkyment who wish {o participate in education and training programs.®

+ Create a one-stop shop for information and referrals on continuing education
opportunities and financial aid, to be made available in Job Center rescurce rcoms.

+ Direct the Department of Workforce Development to develop a model in partnership

with the technical colleges, UW-Extension, Job Centers and employers, that
increases upward mobility of the low-income workforce.

Exacutive Summary xiii
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Foster development of strategies that address the impartance of retention.

= Encourage a collaboration of technical colleges, ather education and training
providers, and W-2 agencies to explore, with employers, the development of a
statewide initiative that dafines a set of soft skills needed to succeed in the
workplace, and introduces an evaluation instrument to measure growth and the
value--to employers and workers--of teaching those skills. :

o Assist W-2 agencies in supporting praven employer strategies, such as mentecring
and Employee Assistance Programs, that support employees new to the workplace

and reduce turnover,

" Requires an Administrative Rule change.
? Requires s statutory language changs.
* Requires a policy directive.

xiv Executive Summary
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In late February, the Governar's W-2 Education and Training Committee was appecinted
to identify the flexibility and kinds of initiatives that can be included in providing
entry-level workforce training under Wisconsin Werks {W-2). Committee members who
participated on this committee had a keen interest, and considerable expertise, in the
areas of workforce needs, education ang training for workers, and the W-2 program.
This Committee met several times over the course of three months, warking first to
establish key issues to be addressed, and then to provide direction for those charged
with meeting the education and training needs of participants,

Six broad topical areas were In approaching its charge, the Committee
derived from the charge worked in a logical progression that resulted in
statement and the particular the format of this report. Six broad topical areas

interests of Committae membars. 10 be addressed were derived from the ¢charge

statement and the particular interests of
Cammittee members. The Committee focused its efforts on six areas which were
intended to:

1. Clanfy education and fraining options available under W-2, and interprot current W-2
education and training poficy for practical application. Show how fo package what's
available and make it more accessible.

2. ideniify best practices for W-2 agencies, employers, {echnical cofleges, and other
Job Center partners.

3. Identify what employers need and develop guidelines that agencies should focus on
for workforce readiness.

4. identify how W-2 agencies and their pariners, including technical cofleges, can
provide flexible entry level educafion and fraining to W-2 participants.

9.. Address the importance of refention by:
« identifying issues which may cause individuals to leave or lose their jabs; and

* recommending how W-2 agencies and their pariners can effectively work to
resolve these issues.

Imtroduction i
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6. fdentify what W-2 agencies and their pariners can do fe facililate post-employment
cccupational training and continuing educalion.

For each of the six broad categories there were additional peints for consideration,
detailed in Section Three. Meetings consisied of several sessions in which members
worked in small groups to address these six areas, reconvening to provide input in the
larger group. Presentations on various topics of interest were requested by Committee
members, and were woven into the most appropriate topical area. Information from
these presentations has been incorporated into the body of this report, which consists
of four primary sections.

Section One offers a demographic context within which to discuss
the broader issues, It is only with a basic understanding of the
population that W-2 is intended to serve that we can begin to
address the needs of participants. Educational goals should be
based on the needs and abilities of participants. Training goals
must be based in part on the goats and needs of participants, but
also on the needs of amployers. Training in skill areas with little or no demand does not
serve anyone well. Employers must be the focal point of partnarships designed to
deliver short-term customized training.

Training in skifl
areas with little
or no demand
does not serve
anyone well.

Section Two addresses the first of the six broad topical areas, provides clarification of
tha education and training opportunities currently available under W-2. The W-2
philosophy is that combining work with education and training makes both more
meaningful for peaple. Current policy allows a wide variety of opportunities for
education and fraining. Included with this section is a profile of the Tecurntseh Producis
Company training partnership. Tecumseh hosted the second meeting of the
Committee, leading a tour and providing valuable information related to serving
employer needs through customizing shert-term training proegrams.

Section Three details the input provided by Committee members concerning the final
five broad topical areas. It also incorporates valuable information provided in
presentations to the Committee,

Section Four, Recommendations and Action Plan, details suggestions to enhance
current pravisions. The flexibility of current policy, coupled with these enhancements,
will clearly demonstrate Wisconsin's continued commitment to helping people enter the
workforce and move to self sufficiency. This section also includes an initial action plan
to implement the recommendations of the Committee.

2 fntroduction
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In order to provide a context for future discussion, this section will offer some
demographic information on current W-2 participants. This information is a “snapshot”
of caseload demographics. The following numbers are based on January 1558 data,
the most recent available when the Committee took up this topse.

In terms of sheer numbers, there has been a gradual increase in the percentage of
cases in Milwaukee as compared to the balance of the state. in January of 1987
Milwaukee made up 39 percent of Wisconsin's caseload. A little over two years ago, in
December 1995, Milwaukee accounted for 53 percent of the total caseload. It now
accounts for 85 percent. in January 1988, 65.1 percent of W-2 participants were in
subsidized placements statewide, and 69.1 percent in Milwaukee.

The percenfage
of participants
with a high
school diploma
{or equivalent}
has dropped
from 51 percent
in Dacember
1885, to 17
percant foday.

In December of 1995, 51 percent of the caseheads receiving Aid to
Families with Dependent Children (AFDC) who were mandatory for
wark programs had a high school diploma. Currenty, only 17
percent of all W-2 participants have a high school diploma or an
equivaient. There appears to be some comelation between being a
high school graduate and being placed in unsubsidized
employment—82.8 percent of those in subsidized placements have
no high school diploma, while 77.6 parcent in unsubsidized jobs do
not. Certainly the percentage of participants in both categories is
very high. This may indicate that the need for education and
training rests with programs aimed at providing diplomas or their
equivalency.

It was also noted that, statewide, the average age of the W-2 participant is 29.6 and the
average family siz& is 3.4 persons. As of January 1998, 71.7 percent of female W-2
participants have never married.

Section One; W-2 Participant Demographics 3
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With a basic knowledge of the demographic background of the population being served,
the Committee then discussed the philosophy, geals and provisions for education and
training in W-2. While provisions for education and training were included and funded
in the W-2 design, the initial months of implementation have placed an emphasis on
conversion of participants to W-2 from AFDC and on workforce attachment for those
most ready to work. The opportunity now exists to renew the emphasis an the role of
education and training as patt of the larger push for self-sufficiency.

This section will provide a brief discussion of the W-2 philosophy on education and
training—where and how it fits within the program. It will also give an overview of
exactly what pravisions are made in the W-2 program far the education and training of
participants. Finally, several practical examples will be offered to demonstrate how
these pravisions may be put to valuable use.

ﬂfgﬂjﬂ/{y

Wisconsin Works {W-2) is based on the principle that for those who can work, only work
should pay. However, W-2 also recognizes the importance of education and training in
the long-term success of paricipants, and in ereating a stable, productive workforce.

People should have the Given the high percentage of W-2 participants who
opporiunity not only to enter  do not have a high schoo! diploma or equivalent, the
the workforce, but to get a program must ensure that people have the

basic education that ensures a opportunity to not only enter the workforce, but also
chance at sustained to get a basic education that will ensure a chance at
employment and sustained employment and advancement.
advancement.

W-2 is unique in that it emphasizes a two-pronged approach--wark combined with
education. Education alore is not the answer. People need the experience that only
having a job can provide. Experience with the Job Oppertunities and Basic Skills
(JOBS) program in Wisconsin demonstrated this. Of all the coemponents that
participants were involved in, the components least often completed were those that
consisted solely of GED preparation activities or postsecondary education {PSE).
These same, largsaly unsuccessful programs also took the longest amount of time. That

Saction Twa: W-2 Education and Training Provisions 5
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is why involvement in educational activities alone, including postsecondary education, is
not an acceptable approach under W-2. This is not a new policy with W-2. Under the
JOBS program, postsecondary education was an approved aclivity only if the
participant was enrclled full-time December 1, 1995, participating satisfactorily at that
time, and deemed "not job ready”. Contrary to what has often been reported, it is not
the case that participants were told on September 1, 1997, when W-2 was implemented
statewide, that they could no longer go to school.

L. Allowing that education alone is not the answer, it also may be said
C;::mb ning 'fwrk that workforee attachment alone is not the answer either. If current
with education participants don’t work toward the basic skills necessary for
and training Is the 400 and advancement, their chances for feng-term workforce
app ma:ch tha:t Wil attachment may not be as geed. Combining work with education
most likely yvield o4 t1aining is the approach that will most likely yield the type of
the type of long- long-term results that we're locking for. Again looking to past
ten"_n resuft_s that experience with the JOBS program, the most successiul
we're looking for. components were job skills training and on-the-job training (OJT).

/29&;3;1?&3

Priar to discussing how education and training is provided under W-2, it will be useful to
review some of the essentials of how W-2 services are delivered. It's valuable to have
a basic understanding of the interactions between the Job Center, the W-2 agency
(where it is separate from the Job Center), and the W-2 applicant/participant. What
follows is a brief description of some of the key W-2 elements as they relate to
education and training services.

Key Personnel
Resource Specialist

One of the primary responsibilities of the Resource Specialist (RS) is to make referrals
to service praviders. In the case of education and training, this requires familtarity with
what is available at the Job Center, local technical colleges {for short-term skill specific
training, GED/HSED/ABE courses, ESL, ete.), local literacy providers (such as area
literacy councils, Even Start Programs, etc.), and others in the community who serve
the education and training needs of participants. If an individual simply needs to know
where to locate needed services in the community, they may want to call or visit with an
RS at the Job Center in their area.

& Sactlon Two: W-2 Education and Training Provisions
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Financial and Empiloyment Planner

The Financial and Employment Planner {FEF) is centfral to W-2 integrated case
management and signifies the merger of the former economic suppert and Job
Opportunities and Basic Skills (JOBS) case manager functions. The FEP provides
case management, eligibility determination, W-2 placement determinations,
Employability Plan (EP} development, and all other services for a parficipant in a W-2
employment position,

Supportive Services Planner

If an individual is not participating in, not eligible for, or not interested in a W-2
employment position, the Supportive Services Planner {(SSP) can determine eligibility
and provide for the delivery of services which may include Medical Assistance, Chikl
Care, Food Stamps, or Emergency Assistance, amang others.

The SSP is an important resaurce for those in unsubsidized jobs.
Key Facets
Empioyability Plans

An employability plan (EP) is a written agreement developed jointly by the FEP and the
participant. It iz a case management tooi which details a logical, sequential series of
actions that will assist the participant in achieving employment-related goals. The
employability plan is impertant in any discussion of education and training because all
activities related to education and training generally must be incorporated into the plan
in order for the participant to access supportive services.

Community Steering Commitice

Community Steering Committees (CSCs) are public/private partnerships established by
each W-2 agency fo provide ties to the local communities with strong leadership from
the business sector,

The GSC is to help the W-2 agency identify unsubsidized and subsidized employment
opportunities, as well as create Trial Jobs, Community Service Jobs, and W-2
Transition positions. Particularly imporiant in terms of education and training provisions
is the respansibility of the CSC to identify training programs, ensuring that training and
education programs are relevant to the community's business needs, and, when
necessary, improving the availability of child care and access to transportation.

Section Two: W-2 Education and Training Provisions r
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Education, Tralning and the Employment Laddar

This discussion will first outline all of the education and training activities that may be
assigned by the FEP, or that the participant may choose to engage in veluntarily, and
will then detail the provisions for education and training activities avaiiable to
participants on each of the four rungs of the “employment ladder”.

Education and Training Options

Issues of particular interest to members of the Governor's Wisconsin Works (W-2)
Education and Training Committee were: adult basic educatian, soft skills training,
retention, carger advancement, short-term job skills training, and self-esteern building.
These are all opportunities addressed as options under current W-2 education and
training policy. They are selected jointly by the FEP and the participant as the
Employability Plan is developed. What follows are some examples of the wide variety
of education and training opportunities currently availahle.

1. Skiila Tralning - Shont-term, career focused job skill training. VW-2 agencies can
coordinate with the Wisconsin Technical College System and other educational
resources to implement certified training programs, and also work directly with
employers 1o develop on-site training opportunities. Examples may include:

basic welding

keyboard/data entry

Certified Nursing Assistants (CNAs)
utility installation

affice software

food preparation

electronic assembly

child care

press production

hospitality training
entrepreneurial/smalf business training

2. Job Search Actlvities - Activities that enhance the applicant's/participant’s ability
to find unsubsidized employmant, assisting and preparing individuals for successful
job search. Examples may include

« Job Readiness/Motivational Activifies
¥+ communication styles/personality types
-+ communication skillsfimage
-+ career decision making skilis
- career explaration and vocational area identification
- gte.

a Section Two: W-2 Educalion and Training Provisions
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s Employment Counseling

O
S
K

guidance in career decision making skills
ability to relate to others
ate.

« Job Seeking Skills Training

-

resume creation, preparation, development and updating

-+ job application completion

.
.

networking skills
efc.

» Individual Job Search {One-on-one, structured job search)

» Group Job Search (e.g., Job Clubs)

s Job Survival/Retention

YYyryryvyyyv vty

rules and expectations of employers
qualities that employers desire in an employee
punctuality

attendance

following directions

teamwork

getting along with others

planning fer emergencies

time management

reasons that individuals lose jobs
dependability

mentoringfob ¢oaching opportunities

= Job Development (marketing participants to employers)

« Life Skifls Training

-
o
e
-
.
-
.
-

understanding and accepting parental responsibilities
strengthening parenting skills/understanding relationships
family budgets

anger managementfinterpersonal skills

prablem solving/decision-making skills

fime management

selecting quality child care, and having a backup plan
stc.

3. Job Skili Development - Job Centers can provide services including job testing
and employes screenings, mentoring, career exploration/choices, and job coaching.
W-2 agancies may coandinate with the Wisconsin Technical College System, the
Unwersity of Wiscansin-Extension Program or other educational pregrams (e.g.,

Section Two: W-2 Education and Training Pravisions
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area literacy councils, Even Start Family Literacy programs) to pravide a variety of
Adult Basic Education oppertunities. Examples of Jobs Skilis Development may
include:

writing skills

math skills

improving literacy

remedial education

HSED/GED preparation classes
driver's education
English-as-a-Second Language {ESL);
efc.

" 8 & & » & @ @

4. Motivational Training - One of the biggest hurdles W-2 participants must
overcome in order to be successful is a poor self-image. These courses are
designed {o prepare the participant for expectations of the workplace and to help
them feei ready by identifying their strengths and helping them experience some
successes (and creating an environment in which some short-term geals can be
immediately reached). Examples may include:

+ assessment and work activities related to identifying strengths for
employment
identifying long-term and short-term life and employment goals
mentoring, encouragement and support

5. Life Skilis Training - Training in the tools that provide the basic foundation
necessary in the home to enable the parent(s) to paricipate more fully in the
workforce, in lifelong educational opportunities and in community activities.
Practical life skills increase self-asteem and facilitate the pursuit of sustained
employmeant and advancement. Examples may include:

parenting skills

family budgeting

family nutrition/household management
etc.

The Committee found that the educational and training options available under W-2
addressed many of their major areas of concern: retention, advancement, soft ekills,
adul basic education. It becomes a matter of ensuring that these types of education
and training are available in all geographic areas, and in a flexible and accessible
manner. With a focus on the full engagement of participants, this will inereasingly be
the case.

10 Section Two: W-2 Education and Traiming Provisions
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Incarporating Education and Training Options

With a basic knowledge of what is available, it is possible to see how these activities
are incorporated in the four rungs of the employment {adder.

1. Unsubsidized empioyment

The Job Centers provide services to alf job seekers. The fact that an individual is in an
unsubsidized job should not necessarily result tn an end to contact with the Job Center
or the FEP, or prevent them from participating in education and training activities.
While those in W-2 employment positions generally receive the most focused attention,
those in unsubsidized employment must be encouraged--from first contact and then on
a continuous basis--to engage in continuing education and lifelong learning, particularly
if they do not possess a basic set of skills that includes a high school diploma or
equivalent. There may be some who are not interested in, or capable of, doing this.
However, all are capable of improving their skilis on some level. One of the best ways
to ensure this is {o participate in case management services to the extent pessible, and
to remain cannected to the valuable services of the Job Center and its partners.

Case Management

Eligible ingividuals in unsubsidized employment may receive W-2 case management
services, which include job search assistance, in addition to receiving W-2 child care
and cther supportive services, in order to centinually improve their employment level,
The FEP should work with these individuals to assist them in joh retention and to
identify services that provide additional skills which will enable them to secure:

a higher paying job

a promotion

a job with more hours

a career frack position
employment with benefits

a & & &+ &

The FEP should assist the individual in accessing services available through the Job
Center and refer them to programs within the community which will help them continue
o improve their employment situation. Activities for these individuals should be
available at times and in places that make participation realistic and beneficial, and do
not conflict with their existing work schedule.

In order to prevent recidivism and ensure stability, the FEP cumrently provides follow-up
case management services for at least 80 days to participants who progress from a
W-2 employment position. The participant may continue as necessary, and the W-2
agencies are encouraged to continue with follow-up case management services for six
months. During this period, the FEP should continue to stress the importance of
continuing education and lifelong leaming. Financial aid for those interested in

Section Two: W-2 Educetion and Training Provisions 11
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pursuing postsecondary education generally focuses on full-time students, but
opportunities do exist for those attending part-time also.

Financial Aid to Attend Tachnleal College and Other Postsecondary Institutions

There are numerous grant and loan programs outside the W-2 program avaiiable for
low-income people attending institutions of higher education. Federai programs include
Pell Grants and Supplementary Educational Oppartunity Grants (SEOG), a work-study
program, and three loan program (Perkins, Subsidized and Unsubsidized Stafford, and
Parent Loan for Undergraduate Education). State programs for technical schools
include the Wisconsin Higher Education Aids Grant, the Talent Incentive Program,
Minority Retention Program, and the Wiscorsin Indian Grant. In addition, local PICs
can finance education under the JTPA or DVR programs. Some tech schools have
local institutional funds as well.

A prospective studant fills out one application for all types of aid. A budget for the
person is calculated, which includes the average cost of tuition, books, living expenses,
transportation, child care, and other miscellangous persenal expenses minug the
“effective family contribution,” which is a formula-derived amount the student is deemed
¢apable of paying. A student's “need” is the calculated budget minus the effective
family contributicn. The amount of a student’s Pell grant is calculated ard guaranteed
available through a federally designed formula. Other aid is at the discretion of the
school's financial aid office and is limited to the amount of money allocated to each
school. In determining the “effective family contribution,” a student is considered to be
dependent unless {s)he meets one or more of several criteria, including being married,
having a legal dependent, being a veteran, or being over a certain age.

As a nile, a person must be enrolled at least half-time in order to receive aid. “Half
time” is defined as taking six credits. Most classes are for three credits and generally
meet three days a week for an hour. Tuition for vocational and associate degrees is
$57 per credit. Pell grants are available for people taking fewer than six credits,
however.

The charts beiow show the amount of aid a person would receive with vatious levels of
income, family size, and course load. As the chart shows, any person with one or more
dependents and an annual income of $7,000, $10,000, or $15,000 would be eligible for
the maxirmum academic year Pell grant, $2,700 for a full-time student and
proportionately less for a student with a less than full-time course load for the 1997-98
schaal year. Aid for those with family size of one is inciuded to show scenarics that
qualify for less than the maximum amount.
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The technical coilege system serves primarity pari-time students. In the school year
1906-97, 11.7% of students in post-secondary education programs were enrolled full-
time. In 1995-98, there were 19,895 technical college students who were also on
AFDC. Thera are no comparable data for later years. However, two indicators that
may be proxies for AFDC enrollment are “economically disadvantaged™ students and
single parents. Between the years 1995-96 and 1998-97, the number of economically
disadvantaged students declined 11.2% (from 41,700 to 37,000) and the number of
single parents dropped 9.6% (23,100 to 20,900). Data are not available for the cumrent
school year.

There are no data on the number of AFDC enrollees who completed a degree program,
gither from the Wisconsin Technical Collage System or CARES data system. In
addition, DES data analysts caution that any attempt to extract numbers on graduation
rates would be misleading because data is incomplete. Over a two-year period, 15% of
economically disadvantaged students enrclled in a post-secondary program completed
the program compared ta 11.5% of students overall.

2. Trial Jobs

Tna! Jobs are subsidized placements {the employer may receive up to $300 per month
for each employee) that are generally 40 hours per week, and are expected to result in
permanent, unsubsidized positions.

A participant may work less than that if agreed to by the FEP and the employer. The

subsidy would then be prorated based on the number of assigned hours. So, far
instance, a participant may request ta work anily 30 hours per week because she is
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attending night school (e.g., postsecondary educatian, English-as-a-Second Language,
GED/HSED, etc.).

The Trial Job employer provides a structured work environment that includes close
supervision, mentoring and coaching of Trial Job employees. The employer must
incorporate education and training needed for the participant io move into unsubsidized
employment, and is expected to:

» provide the same education and training opportunities as provided to
unsubsidized employees in similar ¢ircumstances, at a minimum; and

« consider other education and fraining oppeortunities that the FEP believes will
help the participant succeed on the job.

As with unsubsidized employment, the participant may access services provided by the
Job Center such as case management, transportation assistance, and child care
depending upon eligibility.

3. Community Service Jobs

Persons who are not ready for unsubsidized employment or a Trial Job may be placed
in a Community Service Job (CSJ). Education and training is a key compenent of a
CSJ placement. CSJs are intended to provide participants with an opportunity to
practice work habits and skills that are necessary to succeed in any reqular job
envirgnment. These habits and skills are often referred to by employers and others as
"soft skills®, and may include such things as punctuality, reliability, work social skills,
among others.

Participants are generally expected to participate 40 hours per week. The FEP can
require up to 30 hours per week of work experience training activities and up to 10
hours per week of education and training activities. Education and training hours may
be aggregated to allow participants access to FEP approved education and training
activities which require more than 10 hours per week. Aggregation of hours will be
discussed in more detail in a later section.

Marginally Employed

Those who are applying for, or participating in, W-2 and are working only
a few hours per week in an unsubsidized job may also be placed in a
Community Service Job (CSJ) or W-2 T position. However, this may only
be done if the participant has limitations which prevent an increase in the
number of hours in her or his current job, or if those limitations prevent the
participant from abtaining ancther unsubsidized job. Placement in the
CSJ must be specifically designed to assist the application/participant in
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overcoming these limitations and becoming self-sufficient within a
reasonable period of time.

A new initiative is pending that would allow a “partial” ©5J payment, rather
than a full payment, dependent upon the hours that somebody
participates in CSJ activities {not the number of hours that they are
working in unsubsidized employment). This “Prorated CSJ” would replace
the marginally employed provision for CSJ paricipants.

Work experience training activities that may be counted toward the 30 hours may
include;

» actual work experience training hours in the CSJ; and

» other work experience training a¢livities assigned as part of the 30 hours that
may assist an individual in obtaining a Trial Job or unsubsidized employment,
such as on-going job search activities or FEP approved vocational
rehabilitation “employment related” activities; and

= meetings with child support agency staff, social workers, health care
professionals or other FEP approved meetings necessary to prepare a
participant for employment.

C35J education and training activities approved by the FEP are those that will aid the
transition to a Trial Job or unsubsidized employment. Examplos of some of the most
important activities countable toward the 10 hours of activity per week include:

= a course of study that will meet standards for the granting of a decfaration of
equivalency of high school graduation (GED or HSED);

« shor-term technical college courses or ather educational courses that
provide a specific employment skill;
English-as-a-Second Language (ESL);

« parenting, life skills, job skills or other adult basic education (ABE), most of
which are available right at the Job Centers.

It is also important to note that in order to allow an 18 or 19 year old CSJ participant to
obtain a high school diploma or equivalent, the W-2 agency must permit the participant
{o attend high school, or to enrcll in a course of study that meets established standards,
to satisfy, in whole or in part, the required hours of participation in a C5J. This was a
change in statutory language included in the biennial budget changes.

4. Wisconsin Works Transition (W2-T)

Applicants who are determined not to be job ready, and who are unable to successfully
participate i one of the other W-2 employment positions or unsubsidized employment
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due to incapacitation or the need to remain in the home to care for another family
member who is severely incapacitated or disabled, wilt be placed in the Wisconsin
Works Transition (W-2 T) employment position.

The W-2 T participant may be engaged in up to 12 hours of education and training
activities, rather than the 10 hours of a CSJ. Since W-2 T participants often experience
greater challenges to employment than an individual in a CSJ, the education anc
training activities for the participant may be customized depending upon individual
family circumstances. All of the same supportive services available to those in a CS4,
including the opticn of aggregating hours, are available to W-2 T participants.

Aggragation

One of the most beneficial education and training provisiens under W-2, and often the
least understood, is the ability of the FEP to aggregate education and training hours.
This allows a participant to engage in short-term (generally 12 weeks or less) training
programs which may require more than 10 {for a C5J) or 12 {for a W-2 T) hours per
week. The provision allows the FEP to place a C8J or W-2 T participant in a shof-term
intensive training pragram that leads to employment within the first few months of being
assigned to the employment position. During this extended educaticn and training
pariod, education and training hours must be mixed with at least some work training

activity each week.

it should he noted that this provision may be used only for those ina CSJ or W-2 T, and
does not serve those in Trial Jobs or in unsubsidized employment, Many W-2 agencies
have few participants in a CSJ or W-2 T, making other strategies necessary in order o
engage those who are working full time in education and training activities.

A few exampies of aggregating education and training hours will help ta clarify the use
of this important provision in W-2 educaticn and training policy.

AGGREGATION EXAMPLE #1: A six-renth CSJ placement includes
258 hours of education and training.

8 months X 10 hours per week X 4.3 weeks per month
258 hours

If Alicia were to participate in a welding course for 24 hours per week,
along with 16 hours of work experience training activities, she could
attend training for 11 weeks {258 hoursf24 haurs per week = 11 weeks).
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Some CSJ participants may be receiving skill-specific training from the CS.J provider as
part of the 30 hours of work training experience required. Many of these participants,
though they are receiving valuable iob-specific skills training, might need to begin or
comtinue work in a program leading to a high school diploma (or aimed at increasing
English proficiency, etc.). Consider the following example:

AGGREGATION EXAMPLE #2: As demonstrated abova, a six-manth
CSJ placement includes 258 hours of education and training.

Regina is receiving 15 hours per week of training from the CSJ provider in
basic office skills. These hours would count as part of the 30 hour work
requirement, leaving the entire 258 hours of aducation and training for the
six-month ptacement, The FEP assigns, an intensive 12 hour per week,
11 week program 1o receive her high school equivalency diploma (12
hours per week X 11 weeks = 132 hours). In addition, Regina is taking
tlife skills class for 4 hours per week. This easily fits within the allowable
hours.

Some participants may have similar goals, but do not receive training that would count
toward the 30 hour requirement. Another optien available to achieve a similar goal
follows:

AGGREGATION EXAMPLE #3: As demonstrated above, a six-month
CSJ placement includes 258 hours of education and training.

Dawn wishes {o enroll in a 10 wesk basic manufacturing course, but
would also like to participate in 2 GED course {or HSED classes, or
English-as-a-Second Language, etc.).

Dawn may altend the basic manufacturing course for 15 houwrs per week
(15 hours per week X 10 weeks = 150 hours), leaving 108 hours {2568
hours total - 150 hours for basic manufacturing course) to devote to the
GED course aver the six-month CSJ. These hours could be divided out
however it works best for her, keeping in mind that some work activity that
simulates an actual half or whole day must be mixed in each week.

There are several keys to keep in mind when aggregating education and training hours:

training program(s) may not exceed 258 hours per six-month placement;

at least some work activity should be included; and

if education and training is provided by the CSJ provider {see example #2 above), it
counts under the 30 hours of work experience training.
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The examples of aggregation offered above provide some possible applications of that
speciic policy and, in doing $0, education and training policy in general. Offering
several more practical applications, or case studies, will help to further clarify additional
options availakle under current W-2 education and training policy.

PRACTICAL APPLICATION #1:
Education & Training Scenario for a Community Service Job Participant

Kathy Brown, a 29 year old mother of two preschoolers, has very peer reading and
writing skills and only a 9th grade education. For the past year she has worked part-
time as a maid for a large hotel. Her hours fluctuate fram 15 to 25 hours per week, and
it is difficult for her to budget for her household expenses. Kathy applied for W-2 and
meat with a Financial and Employment Planner {FEP) far an assessmant. Har FEP
determined that although Kathy was working pari-time, she did have a barrier to
obtaining fuli-time employment and placed her in a Community Service Job
employment position. Kathy's FEP also helped her secure a child care subsidy, where
Kathy's co-payment would be $34/week for licensed care, $24 for certified.

Kathy was assigned 5 hours of work activity in a volunteer food bank in addition to 5
hours of weekly job search activities (her work hours at the hotel alsc count toward her
30 hour weekly requirement due to the marginally employed provision under W-2).
Kathy is also assigned to 10 haurs of Adult Basic Educaticn (ABE) instruction per week
to improve her reading and writing skills and complete her GED.

income Scenario: Medical Assistance
$516/moanth earmned income ($6/hr X 20 hrs avg X 4.3 wks/mo}
$673/month CS.J payment
$150/month child support
$36/month Fcod Stamps
$1,375 per month

P CAL LICATION #2:
Education & Training Scenario for a Community Service Job Participant

Donna Anderson, a 18 year old high school graduate with a 1 year ok child, has never
heid a job. Donna applies for W-2 and meets with her FEP, who determines that
Donna is appropriate for placement in a CSJ. Donna’s FEP assists her in arranging for
licensed child care—for which she has a $5/week co-payment obligation--and assigns
her to 20 hours per week of aclivity in a nursing home. In additicn, Donna is assigned
1c 20 hours per week in a Certified Nursing Assistant (CTNA) program. Her education
and training hours were aggregated to allow for participation in the intensive 4 week
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CNA course. Donna has been assured by the nursing home that, due to her strong
woark efforts, she will be hired full-time when she completes the CNA program. She wil(
then stili be eligibte for a chiid care subsidy if she meets eligibility cnteria.

Note: Because of her age, if Donna did not have her high school diploma the W-2
agency must permit her to attend high school, or to enroll in a course of study that
meets established standards, to satisfy, in whole or in part, the required hours of
participation in a CS..

income Scenario: Medical Assistance
[$367.50 in-kind housing subsidy--70% of $525/month]

$673/month CSJ payment

$118/month Food Stamps

$791 per month

PRACTICAL APPLICATION #3:
Education and Training Scenario
for a Wisconsin Works Transitions (W-2 T) Participant

MNancy Jones, age 35, is the mother of a 10 year old daughter. She has been
diagnosed with muitiple sclerosis, which has progressed to the degree that she is very
weak and lacks coordination. She is no lenger able to work at her job as a waitress at
the Next Doar Cafe. Nancy applied for W-2 and, based on the medical infarmation
provided by her physician, her FEP placed NMancy in a W-2 Transitions {(W-2 T}
employment position and requested a formal assessment with the Division of
Vocational Rehabilitation (DVR). The FEP also assisted Nancy with her trangportation
and needs. Nancy develops an Employability Plan with her FEP and DVR. counselor.

Based on the advice of Nancy’s physician, the FEP assigns 20 hours per week of
rehabilitation activities to maintain her current physical abilities, 2 hours per week of
mental health counseling to address Nancy's depression regarding her current
situation, and 4 hours per week of motivational activity, With DVR's assigstance, Nancy
is assigned to a short term computer training course that, with some assistive
technology, will provide Nancy new skills that will allow her 1o obtain full-time
employment.

Incorme Scenario: Medical Assistance
[$367.50 in-kind housing subsidy--70% of $525/month]
$628/month CSJ payment
$71/month Food Stamps
$699 par month
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Practical Application #4:
Education and Training Scenario for a Trial Job Participant

Karen is a 25-year-old mother of four. She was recently laig off from a local toy factory
which downsized #s labor foree, Although she has several years experience
assembling dolls, there are no similar factory jobs in her area. There are, however,
several openings at Ameritech. Karen has a goocd attitude and likes to work with others
but she does not have the technical skilis to work the phone systems at Ameritech. In
addition, Ameritech only hires individuals with at least a high school diploma, Since
Karen has not completed her GED, Ameritech would not usually consider hiring her.

The W-2 agency contracts with Ameritech to develop five Trial Jobs with ah in-house
GED program for several W-2 paricipants, including Karen. Karen's FEP assists her
with applying for a child care subsidy for her preschool daughter, requiring a co-pay of
$32 per week ($137.60/month). During her first three months, while Ameritech is
receiving the $300 Trial Job subsidy, Karen is paid a regular wage of $8.50 per hour for
a 40 hour work week, Karen's work week includes 8 hours in an in-house GED class.
This is in addition to the regular new hire fraining afl employees attend during their first
three manths. She is paid for those 8 hours just like her other work hours. The local
technical college provides the SED instructor who comes an-site four days a week to
teach the class.

After the three months is up, Karen is permanently hired by Ameritech. She has almost
completed her GED and is interested in pursuing an associate's degree. She continues
to work with her FEP in follow-up case management, and the FEP helps Karen
research associate's degree programs and helps her apply for grants and loans.,

Income Scenario; Medical Assistance
[$525 in-kind housing subsidy-70% of $750/month]
$1462fmonth earned income
$200/month child support
$123/month Food Stamps
$1785 par month

PRACTICAL APPLICATION ¥5:
Education and Training Scenario for a Community Service Job Participant

May Kao Vang, a 44 year old mother of 6 scheol age children, has limited English
proficiency. May Kao's husband is working full-time in a local bakery at $6.00 per hour,
Qver the years she has worked on and off in a manufacturing environment, becoming a
good werker limited only by her inability to communicate effectively with supervisars.
She meets with a FEP who, after determining financial and non-financial eligibility,
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determines that a CSJ placemeant wouild best suit May Kao's needs and assists in
making chikl care arrangements to cover hours when her husband is not available.

The FEP aggregates education and training hours, assigning May Kao to an intensive
12 week, 20 hour per week English-as-a-Second Language (ESL) course at the
community center, emphasizing weords commonty used by local manufacturers,

May Kao also participates in work experience training at a supply warehouse while Job
Center partners conduct a Job Development to secure May Kao a well-paid Trial Job in
manufacturing upon completion of the 12 week ESL course. May Kao continues to
receive a child care subsidy during the Trial Job, and to attend ESL classes on
Saturday mornings.

Income Scenario: Medical Assislance
$1032/month earned income [Husband's Income - $6 x 40 x 4.3]
367 3/month C3.J payment

$241/month Food Stamps
$1946 per month

PRACTICAL APPLICATION #6:
Education and Training Scenario for an Individual in Unsubsidized Employment

Pam, a mother of 3 {1 preschool age), is earning $7.00 per hour (plus an average of
$150/month in commissions) and full banefits in her full-time position with Amerivoice
Telecommunications. Pam secured this position by completing a short-term training
course while participating in g CS5J. She now wanis to focus on completing a course to
receive her High School Equivalency Diploma (HSED).

Pam has continued to work with her FEP in case management. Her FEFP helped her
arrange child care for her youngest son while she works, with a $32/week co-pay
required. 1n addition, since Pam has been employed with Amerivoice far nine months,
she is now eligible for a chikd care subsidy during the time she attends classes at the
Job Center to attain her HSED.

income Scenario: Medical Assistance
$1390/manth earned income [Wage + commission)
$164/month Food Stamps
$1554 per month
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Training FEPs and Educating Participants

FEFs receive extensive case management training that includes information about
engaging participants in edugcation and training activities. In addition, FEPs and other
key staff at the WW-2 agencies have access to the Case Management Resource Guide
{CMRG} which detaifs general options for resources and referrals. The Community
Steering Committees (CSCs) and Children's Services Networks (CSNs) are tasked with
compiling a local resource and referral list.

It is crucial that everyone invelved in education and training opportunities for \W-2
participants and other low-income workers be aware of what is possible under W-2, and
what is needed by participants. This requires continued worker training (for W-2
agency personnel and Job Center staff) and extensive consumer education (for
employers, W-2 parlicipants and low-income workers, technical colieges, volunteer
literacy providers, Even Start pregram coerdinators, other education ar training
providers, and many others). Only be disseminating information using appropriate
channels--to those delivering services, and those receiving them--can we hegin to
engage people in educatiorr and training activities at a meaningful level.
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Tesumseh Products Company is a growing carporation that produces mechanical and electrical
components essential to industries creating end-products for health, comfort and convenience.
Tecumseh employs 420 people at its Engine and Gear Service Division in Grafton, Wisconsin--
320 of which are production and service hourly union employees. When Tecumseh determined
a naed for quality operatars, the company began work with many dedicated partners fo
structure a successful training program.

Each area in Wisconsin has organizations and agencies that can be valuakle partners. In this
empicyer-based training partnership, the fellowing groups played an instrumenta)l role:

Tecumseh defined is raining needs and worked wilh partners fo bosi meet those neods.
Milwaukee Area Technlcal Coliege davelopad and implemeanted tha conlract with Tecumsah
and ¥3 local union—internafional Association of Machiniss.

Qpportunities Industrialization Center of Greater Milwaukee assisted with recrutment and
transportation.

Private Industry Councll provided funding for the training infliative.

Wisconsin Reglonal Training Partharship (WRTP) initialed and faciifated the program.
Milwaukee Jobs Inltlative {MJI) provided funding; assistod in recrulting participants and
monfforing progress.

Czaukes County assistad with fransporiation.

Cantral Clty Workers Canter assistad with recruiting and transportation.

*
¥
*
*
-
*
*
*

PROFNE: TECUMSEM CUSTOMIZED, ENTRY-LEVEL TRAINING PROGRAM

Curricufum: communication skills and work ethic, blueprint reading, machine
operation and inspection, shop math and too! recognition

Duration: 4 weeks '

Hours: 7:00 am. - 3:30 p.m., Monday through Friday (% hour lunch)

Began Training: 14 (7 W-2)

Completed: 14

Hired: 13 {anticipate hiring final candidate)

Starting Wage: $8.95/hr {with premiums for 2nd, 3rd shifts), reqularly scheduled pay
increases, and health coverage after 30 days

This program has succeeded, and should serve as a model, for several reasons:

strong partnerships have resulted in a mutuslly beneficial training program;

training has directly resulted in placement;

those placed have real opportunities for advancement, and already have in some cases:;
Tecumseh supports lifelong leaming by offering other important training cpportunities
on-site (7 pecple recently completed work on their GED).

“The key to this whole process is emplovers and agencies working together, as pariners, 1o successfully
creare customized, short term training progroms. " Dave Eberhardt

Operations Manager, Tecumseh
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In order to make the best use of Committee member experience and expertise, the
majority of the Committee's time together was spent in workgroups. In considering its
charge at the initial meeting, the Committee identified six broad topical areas they
wanted to address. The group felt that these key issues must be addressed in order to
promote or enhance education and training opportunities under W-2.

The six areas on which the Governor's W-2 Education and Training Committee focused
its efforts were:

1. Clarifying education and training options available under Wisconsin Works (WW-2),
inciuding practical applications of current policy.

2. ldentifying current best practices for W-2 agencies, employers, technical cclleges,
and other Job Center partners.

3. ldentifying employer needs and developing guidelines that agencies should focus on
for workforce readiness.

4. Identifying how W-2 agencies and their partners, including technicat colleges, can
provide flexible entry level edueation and training to W-2 patticipants.

5. Addressing the impartance of job retention by:

« identifying issues which may cause individuals to leave or lose their jobs; and
« recommending how WW-2 agencies and their partners can effectively work to
resolve these issues.

§. ldentifying what W-2 agencies and their partners ¢an do {0 facilitate
past-employment occupational training and continuing education.

The first of these six areas, a clarification of current policy, was treated in the previous
section. Section Two described what is available under current W2 policy, providing
several examples of how these pravisions may be applied.

The Committea's response to the second of the six topical areas discusses "best

practices”, is based on how local agencies and providers are progressing in their efforts
to engage participants in education and training activities. The discussion also includes
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general information about the various forms that successful education or training
engagement may take.

Vim, pmcﬁced

At the second meeting, which took place at Tecumseh Products Company in Grafton,
the Committee kroke into work groups to discuss best practices. Specifically they were
asked to:

Identify best practices for W-2 agencies, employers, technical ¢olleges, and other
Job Center pariners.

In responding to this question, groups pointed to a variety of ways they have been able
to deliver education or training to W-2 participants. The focus was clearly on the
following strategies:

Build and Foster Strong Partnerships

The ability to successfully buikl strong partnerships was a cansistent theme throughout
the series of meetings. These partnerships are critical if we are to be able to
consistently provide the variety of education and {raining oppertunities required by
employers and desired by participants. An excellent example of successful partnership
building was provided in the Tecumseh example given in the previous section.

Partnerships should be employer-based when possible. This idea grows from the
notion that employers are ¢ne of two primary customers being served by the
Partnership for Full Employment concept employed by the Department of Workforce
Development. Creating employer-based partnerships makes sense for two reasons.
First, curricula for skills training should be based on employer needs, requiring
cansiderable input from the employer. Second, employer-kased partherships offer the
best chportunity to provide work-site education and training oppertunities at times that
make sense for the employer and the employee. This includes addressing the need to
include child care and transportation in the planning process.

Key suggestions to effectively engage employers in this process emerged from group
discussion. They included:

s Continue to emphasize one-stop, single point of contact service for

empioyers. This decreases the burden on the employer and fosters a mutually
beneficial relationghip.
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« Hold employer lunchas and initiate othar ampioyer outreach efforts.
Employers should be engaged in as many creative ways as possible, aithough
multiple and overfapping contacts, which can be more confusing than beneficial,
should be avoided.

« Focus on the input of amployars on the Community Steering Committee
{C5C). This is a key area of input for employers. One suggestion was the passible
creation of a separate employer committee that weuld gamer even more input in
areas where the CSC had minimal employer representation.

The number and variety of organizations that can be included in providing effective,
employer-focused education and training opportunities is limited only by what is
available locally. The technical colleges and other direct providers, such as family
literacy programs (including Even Start) and |ocal literacy councils who offer literacy
and English-as-a-Second Language tutoring, are certainly key potential partners, as are
libraries.

Be Filexible in the Design and Provision of Education and Training Opportunities

Fiexibility is crucial to the long-term success of educaticn and training programs that
hope 1o effectively and efficiently serve a working population.

Praviding education and training opportunities in places and at times that are
convenient should be of central concern. For basic and continuing education, the
availability of cfferings at the Job Centers, at the
worksite, and in neighborhoods should be plentiful
and flexible in terms of time and the ¢ase of
movement inta and out of classes. This is critical in
any attempt to promote lifelong learning and
increased competencies in key areas, such as math,

Providing education and
training opportunities in
places and at imes that are
convenient should be of
cantral concern.

reading and English proficiency.

Skifls training should result from employer-based partnerships that address the
identified nees of employers. This type of training should not end with placement,
Full-time, sophisticated warkplace training that allows for skills upgrade should be
offered in arder to promote advancement and a continued cycle of ptacement and
promotion. There must be recognition that initial placement does net equal self-
sufficiency, nor does it necessarily eliminate the need for skills upgrade o7 continuing
education. Worksite distance learning and the ability for customers to register for
for-credit technical college classes at the Job Center have been successful approaches
in some araas.
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Include Critical Support Services Where and When Possible

Committee members acknowledged and discussed the need to address the issues of
child care and transportation for W-2 participants and the working poor in an engoing,
innovative fashion. A presentation to the Committee outlining Wisconsin's new Chilkd
Care Subsidy Program was a direct resuit of the desire to address lingering child care
guestions.

Child Gare

Wisconsin's new Child Care Subsidy Program serves all low-income working families,
whether or nct they have ever participated in AFDC or other public assistance
pregrams. Under W-2, this program ended multiple categorical funds for low-income
families and replaced them with a single, coherent child care funding stream. The
intent of the new program is ta assure child care support to families who have struggled
to stay off public assistance and to help families entering the workforce to sustain
employment.

Families are income eligible if their gross income is equal to or less than 165% of the
Federal Poverly Level {FPL), currently $21, 995 for a family of 3. Families must alsc
meet the W-2 asset standard. After initial eligibility, families remain eligible until their
income exceeds 200% of the FPL {326,483 for & family of 3).

Non-financial efigibility criteria include:

+ the parent is working

+ the parent is less than 20 years of age and is enrr::-lled in high school or & high
school equivalency program.

« the parent is participating in FEP approved activities (in¢luding education and
training) in any of the four employment positions: W-2 Transitions,
Community Service Jobs {CSJs), Trial Jobs, or Unsubsidized Employment.

« the parent is participating in educaticnal activities (postsecondary education,
ESL, Adult Basic Education, GED prep caurse, etc.) ar employment skilis
training and has been in unsubsidized employment fulHtime for at least 9
months.

» the parent is participating in Foed Stamp Employment and Training work
search or work axperience programs.

« the parent is a W-2 applicant engaged in up-front job search, training or
orientation activities.

There are no time limits for family eligibility, with the exception of the two-year lifetime
limit for those in the warkforce participating in voluntary education and training. A
co-payment is required on a sliding scale based on income and family size, the number
of children in subsidized care, and the type of child cate provider chosen. In addition,
families are required to cooperate with child support determination.
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The keys are:

* For those in W-2 Transitions or Community Service Job employment
positions, child care subsidies are available for work and assigned
aducation or training activities.

* For other low-income workers who meet financial eligibility eriteria, child
care subsidies are available for work and, after nine months of workforce
attachment, education or training activities.

The Committee identified several issues and suggestions that should be considered
when planning for the child care needs of W-2 participants and working poor who are
interested in pursuing education and training opportunities:

s Provide child care at the Job Center, and af the job or training site.

« WL2 agencies carn buy child care slots, addressing unexpected need that may
lead to the rejection of promising job offers due to lack of immediate chiid
care availability.

» Increase efforts to train providers.
» Provide scholarships for those inferested in provider training.
+ [mpilement and use child care cooperatives where feasible.

+ Creale child care availability in industrial parks where need is great and
suitable numbers exist.

Transportation

Transportation problems are, in many cases, tied directly to geographic location. For
instance, transportation needs in rural and major metropolitan areas may be more
pronounced than those in a small city, while other areas may not have a problern at all.

In the Tacumseh example (ses Saction Two), the formation of effective partnerships at
the outset allowed transportation to be packaged with the training program. [f the
consideration of transportation is part of the overall planning process, rather than an
afterthought, associated problems are more likely to be aveided. The same is true of
child care.

The Commitiee recognized that successful use of techniques to address transportation

concerms include well established methods such as the distribution of bus tokens and
the use of ride share coordinators. But they also highlighted mare innovative
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approaches, including car repair programs, the use of "auto counselors”, and county
run transportation programs (such as that of Ozaukee County in the Tecumseh
example). Many of these approaches may be funded through the Job Training
Partnership Act (JTPA), the counties, private foundations, employers, W-2 Job Access
Loans (JALs), or conventional loans.

Transportation Assistance

It is the responsibility of the W-2 agency to work with the Community Steering
Committee {CSC) and the Children’s Services Network (CSN) to ensure expanded
transportation options for W-2 applicants and participants. Options will vary according
to area and existing transportation availability.

Mix of Funding Sources

Several of the funding sources used to serve W-2 clients have different eligibility criteria
that make it difficult to effectively serve an integrated customer base. Many employers
and education or training providers refer to the “cntical mass”™ necessary to provide
services, including ecucation and training. This means that, in most instances, there
must be a certain number of participants befare a class may be held.

One way to address this concern is to offer education and training in areas where a
“critical mass” is more easily assembled {e.g., Job Centers, neighborhodads, industrial
parks--rather than a single or small employer). Ancther is to mix funding sources
andfor custemers into farger groups whenever possible. This requires creativity in arder
to meet funding requirements, but it can certainly be done, Atthe Racine County
Workforce Development Center {WDC), for instance, all participants who complete
caurses at the WDC receive cerificates. Some need them in order to fulfill program
requirements, some do not. Providing completion certificates to all accomplishas at
least two goals: ensuring that various program reguirements are met, and that
populations are not separated and stigmatized.

There are a wide variety of funding sources available to meet warkforce development
needs. The following is a partial list:

Carl Perkins vocational education funds
Adult Education Act funds (for GED, etc.)
Job Training Partnership Act (JTPA) funds
Wagner-Peyser Act funds

public and private foundations

employers

technical schools

Welfare to Work {WiWW) grants

labor organizations

WAEAANSNANASNSANS
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clients

Food Stamp Employment & Training (FSET)
Department of Commerce (DOCom)

Division of Vocational Rehabilitation (DVR)

Head Start funds

TEACH funds

Wisconsin Housing & Economic Development (WHEDA)
Heousing and Urban Development (HUD), and other federal sources
Community Development Black Grants (CDBG)

Local Govemment

Grants

SCENSNNNNAANS

It is important that organizations have grant writing capabifity, or access to a grant
writer, in arder to compete for grants when and where available.

Universal or Shared Curricula for Short-term Trainings

Maoraine Park and Waukesha County Technical Colleges are cumrently using a standard
curricuium and assessment tool, called “Workpiace Success Skills”, 1o teach soft skills
and measure the impact of the training. This standardized approach clearly identifies a
set of core competencies expected by employers, and allows trainers and employers to
better gauge the impact of the "soft skills® training that teaches those competencies.
Where possible, curricula for job-skills traimng {welding, machine cperation, etc.) should
also be shared.

Post-employment Support and Enrcouragement

Well planned and strongly supported mentoring programs, coupled with effective
follow-up case management services—both of which stress the importance of sustained
emplayment, advancement and lifelong leaming--are critical 1o the success of
participants and the satisfaction of employers. Lifelong learning and continuing
education should be emphasized consistently by all partners, from the first interaction
through all that follow. Sacrifices are often required to achieve educational goals, but it
is vital to encourage people ta set and work toward these goals.

Mentoring programs should not be limited to the workplace, but should take advantage
of community velunteer networks in order to provide the type of well-rounded support
that those new to the workforce will require. Mentors do not have to be co-workers in
arder to provide valuable information about community rescurces and the resolution of
problems that, while seemingly simple to some, can guickly become averwhelming.

Employee Assistance Program (EAPs) have alsc enjoyed great success where they

have been employed. Employers whe do not currently have mentoring or Employee
Assistance programs may benefit from the experience of their colleagues or the Job
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Centers, who should be prepared to offer advice in the construction of meaningful
suppart mechanisms.

Be Proactive in identifying Training Needs

Employers are best able to  An additiona! benefit of making partnerships employer-
determine current and based is that it allows for the identification of training
future fraining needs. needs in a timely manner. Employers are best able to
determine current and future training needs.

In identifying these training needs it is important to include other key groups, such as
high schools, wha help to shape the employer's ability to address those needs.

Another key is the effective use of state and local Labor Market information (LMI},
which helps to detail growth industries and the training that may be required to
participate in them. MNearly every Job Center has a labor market analyst on site fo serve
employers, job seekers and others with an interest.

Delivering Best Practices Information

Many agencies are being extremely craative in how they address the educational and
training needs of W-2 participants and employers. The question quickly becomes one
of how to best share these approaches—or "best practices”--with colleagues, Financial
and Employment Planners (FEPs), and other invclved or interested parties.

Committee members offered many possibilities for sharing information:

the creative use of technology, including the internet
resource guides for the technical colleges, including information about:
s funding sources
s program guidelines
+ contact lists that detail staff and responsibilities
Community Steering Committees (CSCs)
Employment & Training Boards
Employers
Hurnan Resourcas (HR) depariments
Wisconsin Manutacturers and Commerce (VWWMC)
Local Chambers of Commerce
Regional Planning Boards
Labor Unions
Media
Trade magazines (Wiscansin Corparate, ete.)

4
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A consistent focus of the Governar's W-2 Education and Training Committee was the
need for successful partnerships in order to deliver flexible, effective education and
training opportunities. These partnerships, particularly for worksite training, need to be
employer-based. in that cantinuing education at the worksite shouid also be strongly
encouraged, employers must also be deeply involved in partnerships aimed at
addressing this need.

Realizing the importance of employer inyglvement in workforce development initiatives,
the Committee undertook a somewhat informal survey of employers across Wisconsin
to get an idea of their needs and interests.

Employer Survey

The Committee’'s employer survey was informal, intended only ta get a sense of the
needs of employers who have indicated a willingness to hire W-2 participants. The
survey was distnbuted to over 750 employers throughout Wisconsin. it had about a 56
percent return rate (422 surveys retumed).

The objective of the survey was to determine several things, including:

the type of entry-level jobs that will become available gver the next 12 months
the minimum skills required of entry-level workers by employers

the type of education and training employers would be willing to provide

the services that employers may be willing to work with a Job Center to provide

Respondents indicated they will seek to hire nearly 21,000
unskilled workers, more than 8,500 skilled workers, and
about 1,500 technicat workers in the coming year. About
60 percent of these jobs are anticipated to be full-time. Of
recelve an average thnserwhc‘n responded, it appears that u:'.‘.uuntigltls
starting wage of $6.54, experiencing the greatest amount of hires will be
Milwaukee, Dane and Brown. Nearly 60 percent of new
unskilled hires will have heatth care henefits available, over 70 percent for skiiled and
technical hires. About 80 percent of new unskilled hires are anticipated to be full-time,
with significantly higher percentages for skilled and technical hires {over 70 percent in
both instances). The average wage for all respondents was $6.54 for unskilled hires,
$8.21 for skilled, and $10.31 for technical.

Nearly 60 parcent of
new unskilled hires will
ba full-timea, have haalth
care benefits and

Nearly all respondents are providing some type of training. About 86 percent indicated
that they offer on-the-job training for new hires, while approximately 33 percent offer a
mentoring program to help acclimate workers to the job site, and 13 percent offer
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apprenticeships. With regard io continuing education cn-site, $ percent offer basic
math ¢r reading courses, while 3 percent offer GED/HSED courses. This is an area in
which many opportuniies exist for education providecs. The vast majority of
respondents (84%) conduct their own fraining, while about 18 percent indicated that
they work with the local techpical college, 9 percent use consultants, and § percent
have other arrangements.

The need for outreach to employers continues {o be great, reflected in the fact that
nearly 50 percent of respondents indicated they didn't know whether or not they were
willing to work with a VW-2 agency or other Job Center partner to provide space and
assistance for education or training of employees. About 38 percent said that they
would be willing, or already are, working with the local W-2 agency or Job Center. A
significant number of respondents, 13 percent, indicated that they were not willing to
work with the local W-2 agency to provide training.

TABLE 3.1 MinmuM QUALIFICATIONS OF ENTRY LEVEL EMPLOYEES

Unskitled Skilled Technical
{N=346) {N=303) (N=159)

Minimum Qualifications Number % Number % Number %
Ma Minimum Reguirements 2 25% 1 0.3% 1 0.6%
Passing Drug Test 176 509% 162 53.5% 83 58.5%
Pass Crim. Background Check 159 46.0% 149 492% 8BS 53.5%
Good Basic Life Skills 241 69.7% 211 698% 118 74.2%
Good Interpersonal Skills 240 69.4% 263 83.5% 137 BB.2%
Good Work Habits 324 03.6% 284 93.7% 149 93.7%
English Proficiency 167 48.3% 178 58.7% 95 59.7%
Bth Grade Math Skills 119 344% 105 34.7% 54 3M40%
Bth Grade Reading Skills 133 384% 106, 350% 54 34.0%
High School Grad/Equivalent 149 431% 184 ©640% 97 61.0%
Job-Specific Training X X 108 356% 47 206%
Short-term Certificate Training X X 78 26.1% 53  33.3%
Vocational or Technical Degree X X 107 35.3% 110 6§92%
Four-year College Degree X X 37 122% 46 28.9%
Prior Work Experience in Job X X 193 63.7% 103 64.8%
Other 44 12.7% 25 8.3% 10 6.3%

Table 3.1 reflects the number of respondents whe marked each characteristic as a
minimum qualifications for entry-level employment. It is not possible ta determine the
combination of gualifications desired, or how respondents would rank them,
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There are a few other qualificaticns that must be made prior to drawing conclusions
from data in this tabie:

+ These data are not weighted. Employers anticipating large number of hires are not
distinguished from those anticipating few hires.

= Severa! respondents, some commenting conly that they hire “hundreds of
employees”, did not put a specific number, and were thus not counted. Wage levels
and qualification preferences for these respondents are not reflected.

+ Survey responses that indicated minimum qualifications for unskilled, skilled, or
technical entry-level employees, but did not include the number of anticipated hires
were not tabulated.

» The number who selected vocational or technical degree and four year degree
requirements may be inflated somewhat since some respondents checked both, or
indicated “either/or®.

Role of Employar Partners

During the course of the third meeting, held at the Racine County Workforce
Development Center, Committee members broke into subgroups to address a series of
questions relating to the rele of employers as partners in the provision of education and
training. This was the third of the six broad topic areas identified at the initial mesting.
The importance of purposefully including employers as partners in this precess cannat
be understated. This will need to be a consistent approach if W-2 is to enjoy long-term
sLCCess in moving participants to sustained employment and supporting epportunities
for advancement and lifelong learning.

Committee member responses follow sach topic or question.

Workgroup Questions and Responzes

Identify what employers need and develop guidelines that agencies shouwid focus
on for workforce readiness.

In addressing this broad topic, group members specifically considered the following:

Traits (soft skills) that make a person employable.

listening skiils
conflict resolution

ability to prioritize
creative thinking

. » ability to problem scive » consideration
+ regular attendance « teamwork
+ dependability « porsonal hygiene
¢ responsibility s decisian making ability
L | ]
] ]
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« customer service = ability to leam current skills the
« punctuality employer requires, and also the
« positive, cooperative attitude future skills
» team player » ability to produce work of an
» effective interpersonal skills {the acceptable quality at an
ability to relate wellfappropriately acceptable rate
to other employees, supervisors + ability to take and follow direction
and others + ability to reason
life skills {(whole range) * COMMON Sense
persconal hygiene/appropriate
dress for job

Many Commitiee members expressed the thought that it is important to agree upon a
prescribed set of soft skills on a statewide level, to develop an instrument for
maasurement/assessment of those skills, to develop an appropriate curriculum around
soft skill competencies. and to measure longitudinal progress with the instrument (pre-
and past-measurement to determine the effectiveness of the training). Soft skifls
generally include the ability fo

work productively

work coaperatively
commiunicale cleardy

feam effectively

act responsibly

value self positively

think critically and creatively

EEREEE,

Several Committee members further believed that possessing these soft skills
correlates to the ability to sustain empioyment, which benefits the employee and
provides a return on the employer investment by reducing temover. A method for
demonstrating this returmn an investment ta the employer is nesded (i.e., investment
equals soft skills training). The above model would help to provide it.

There is aiso a relationship and interdependence between life skills and soft skiils,

which together allow people to cope effectively with challenges and basic requirements
at haome and, having done s0, in the workplace.
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identify tha basic skills employers want beyond soft skills fe.g.: H.S. diploma,
math, English proficiency).

Committee members affered specific skills that they believe employers need in additicn
to those traits listed above as “soft skills”. These skills or characteristics include:

» positive work history with ¢ read blueprints
corresponding positive ¢ use measurernent tools
references ¢ understand terms and

» fres of drug or other substance tools specific to worksite
abuse + basic computer knowledge

+ honesty (criminal background « basic understanding of quality
check) tools
basic literacy and numeracy » basic knowledge of safety
High School Diploma or procedures
equivalent = Job-specific technical skills

e the ability to learn skills specific o bhasic computer skills are now
to the job or industry, for essential:
example; ¢ keyboarding

¢ work with ¢ e-mail -
hydraulics/pneumatics ¢ internet

What can be done to support W-2 participant new to the workforce, and to
reinforce soft skills in the work environment.

Commitiee members identified a broad range of options that are proven mechanisms to
support those new to the worksite or the workforce. These options should include a
method to reinforce soft skills in the workplace. Options identified in small groups were:

mentoring » positive reinforcemeant tools
ohe-on-gne communication (certificates, recognition, etc.)

+ continuing case management + transportation and child care
services after placement solutions

» recognition of mentors * job coaching

* clear communication of policies and ¢ fraining — OJT and tutoring
pracedures * on-site child care

s+ Employee Assistance Programs e family-friendly work envircnment
(EAPs) + transportation sclutions

s in-house education and training ¢ vans - ride share
opportunities ¢ car pools

« availability of emergency ¢ subsidized bus routes
transportation lists » visiblefreguiar/attainable pay steps

s relationships with financial and benefits

institutions/personal finance training
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» opportunity for promaotion in an ¢ change
advancement process that is clear ¢ anger management
one-gn-one communicatian ¢ workplace safety
Internal workshops/brownbag ¢ time management
seminars on soft skills, 0  money management

» appropriately rewardedfrecognized, + conhtinuing case management
on topics such as: services after placement

¢ hygiene

How to keep employers informed of workforce resources that are available, and
to package/combine incentives in a way that simplifies the process and allows
employers to deal with all job seekers.

Keeping employers invclved requires keeping them informed. Committee members
wera asked to compile a list of way to accomplish this. Their ideas inciuded the
following:

treat the employer as a customer

single point of contact, one-stop shopping {provision of “tum-key” process) that
details incentives, supports, etc.

consistent and regular message, well-packaged and with a minimum of red tape
aggressive autreach, education and involvement of emplovers through employer
groups and community steering committees

chambers of commerce, service clubg, HX groups

Job Center could host employer luncheons

Job Center staff should visit, educate, sell to employers by geography & category
effective use of madia

technology {web pages for Job Center)

and

» Provision of follow-up services, which are key to aur employer customers.

Some Commitiee members fel that there is a danger in giving ermployers the
impression that worker training and development has to involve public funds. Warker
training is a basic responsibility of the employer and the employee first and foremost.
Training is a survival issue for employers and employees. It needs to be determined
when public money should be involved. Several members felt that public dollars should
be used t¢ stimulate pilot programs and efforts ta demonstrate effectiveness and
develop best practices, but that employers should then cantinue the programs withaut
subsily.
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The importance of being able to provide flexible entry-level education and training is
woven throughout this report. Committee members addressed the topic specifically at
the third meeting in Racine, as the fourth of the six broad topic areas chosen for
discussion. During the course of their discussion, subgroups addressed the need to:

identify how W-2 agencies and their partners, including technical colleges, can
provide flexible entry fevel education and training to W-2 participants.

in addressing this broad topic, group members specifically considered the following:

How can opportunities for joh-retated, short-term training for participants who are
working (as well as those in C3J/W-2 T employment positions) be increased?

Committee member responses:

Allow people the ability to access training programs when and where they
can, with open entry/open exit courses intended to address this access issue
and the different learing styles, paces of individuals.
Address various disabilities, including leaming disabilities, and the special
needs of the non-traditional workforce.
Improve and increase interface between technical collages and employers in
order to have offerings reflect employer needs.
By moving away from the thought that an Associate Degree {or any degree)
is the prerequisite for a job.
Encourage more creative thought ("thinking out of the box™).
Do not overfook small employers, identifying and meeting their needs also.
Work toward solutions of the “critical mass™ problent, reaching adequate
numbers in order 1o make training program viable for employers of various
size and answering the guestions:

¢ who aggregates the trainees?

¢ how can we mix participants from different programs, together and

with the general public?

Plan for the future by creating a structure to look ahead six months to two
years, identifying current and future needs.
Create and foster linkages to agencies/programs that have a successful
record of short-term training (less than three months).
Cost-effective use of available training funds, paying attention to the cost of
training.
Establish priority employment needs and encourageftacilitate major employer
involvement in education and training.
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Competency-based assessment used to match employee skills and interests
with job requirements.

Include intemships and on-thejob experiences in training.

Market the success stones.

Customize the employer-agency relationship.

Take risks and be flexible.

Invalve employers in curriculum development.

Create practical on-the-job training programs in a sheltered work setting.
Customize the time, place and pace of programs according to empioyer
needs.

Encourage and facilitate employer groups to offer shared training, including
availability, at their facilities. The training could cover “universal” job skills, or
coukd be job-specific skills.

Combine funding sources to offer a particular skill training.

Re-examine assumptions about the length of training for particular
occupations. For example, training for dental assistant has been compressed
significantly.

Identify occupations which require some lavel of training to enter, and would
then involve the individual in a career ladder {e.g., dental assistant leading to
a promotion to dental hygienist with fulfilment of certain requireaments over
time).

Dffer classes when participants can attend, including marnings, evenings,
waakands—and during the daytime.

Address personal development and work-related skills in context of a short-
term occupational skill training program.

Make plans for appropriate remediation for those with leaming disabilities.

How can a proactive link to basic skills—including literacy, high school
diplomalequivalency and English-as-a-Second Language-be ansured for all who
need it and are involved in work activities or a job?

Committee member responses:

40

in-house training at the werksite.
Linkage of employer with local literacy councils and technical colleges,
including:

¢ employer knowledge of how to access these services

¢ ability and willingness of Job Centers to provide space or linkage

0 other community gathering points whare the services might be made

available {neighborhood or community centers, etc.)

Involvement of the Community Steering Committees to identify local
resources for the W-2 agency, employers and others.
Effective marketing of avaitable services to the target population.
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Pre-test participant’s basic skills, work with the participant aver time, and then
post-test to ensure that competencies have been attained to insure that they
are job-ready.
Allocate time at the worksite.
Bring appropriate services to the neighborhoods of the target population.
Make the hours of availability convenient.
Make the material leamed relevant, demonstrating the relationship between
skills and work.
Attach basic skills levels to targeted job opportunities (i.e., “you need to have
10th grade math and reading skills in order to be a CNC machine operator™),
and share competency levels through a portfolio--making them "portable” for
the employee.
Address the need for prevention of illiteracy through the school systems,
families, and community. There is a need to begin early with the children of
participants, encouraging fearning together.
Make full use of all current resources:
¢ Technical Colleges
¢ current computer software for:

-+ English-as-a-Second Language (ESL) - Rosetta Stone

-+ Adult Basic Education (ABE)

== GED Preparation

- Job-related vocabutary and concepts
£nsure that employers are aware of the avaiiability of the above mentioned
tools.
Use citizenship classes as conversation practice for those in ESL classes.
Make universe of options known to participants and empleyers.
Address child care and transportation needs.
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The fifth topical area that was addressed by Committee members involved retention
{employer perspective)}, or sustained employment (employee perspective). As with the
previous areas, subgroups completed the following.

Address the importance of retention by:

identifying issues which may cause individuals to leave or lose their
jobs; and

recomimending how W-2 agencies and their partners can effectively
work fo resolve these issues,
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In addressing this tapic, the Committee also considered the following:

-~ How to provide guidance on what educational institutions can do to be more
responsive to employers and customers related to entry level training and
continuing education.

+ What can be done to make education and training available in order to
promote retention and prevent or address recidivism.

-+ |dentify issues which may cause indlviduals to leave or lose their jobs.

Committee members compiled a list of circumstances or factors that may cause
individuals to leave or lose their jobs. They were.

General Concerns

lack of soft skills and life/survival skills
poor work ethic
lack of self esteem
inrability to reduce or cope with problems or stress (seemingly routine proklemns can
be overwhelming for some), resulting in missed or substandard work
« child care and transportation problems, including:
¢ inability of employees and employers to deal with non-valuntary separation
from children
¢ inability, unwillingness to commute
¢ inability, unwillingness to relccate
nobody to turn to with protlems, or inability to admit problem
failure to continue case management after placement
inability to get .lob Access Loans (JALs) - more money needed so that cradit can be

established by participant

Issuas Previous to Employment

* poor role models at a young age
» culture: from family or background where nobody has ever worked full-ime regularly
+ criminal record

Issues at the Workslite

+ inakility to take direction
« Employers do not have adequate access to, or awareness of, resources and
cantacts that can assist them in addressing retention concerns and leaming how to

deal with associated problems.
» frustrations associated with receiving minimum wage, not being self-sufficient
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+ hostile work environment associated with stigma attached to W-2, lack of safety,
health reasons, job requirements, etc.

fear of supervisors

ineffective, or complete lack of, mentoring

layoff

"can't” perform job

differences, feeling of being a poor “fit”

lack of socialization on the job

don't like the job

don't like supervisors

lack of communication

lack of advancement opportunities

language barmriers

plant closing

lack of benefits

insubordination

diversity issues

mismatch in the job, possibly resuiting from misunderstanding the purpose of W-2
peor attendance

inability, unwillingness to work off hours (rotating shifts, flex time)

Izsues at Home

« personal or family issues (domestic abuse, substance abuse, health concerns,
hausing instability, etc.)

Advancement Opportunities

* lack of advancement oppartunities - move up at current worksite, leave for better
pay, benefits, experience, etc.
+ educational advancement

Recommend how W-2 agencies and their partners can effectively work to resolve
these issues.

Committee members subsequently offered possible solutions to the problems outline
above, There were suggestions to address:

Ganeral Concerns
teach the basic principles of work - instill a work ethic
continue working to address sick childfinfant/2nd and 3rd shift/shift change child

care challenges
» W-2 agency follow-up {probationary pencd}
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self-sufficiency focus now

resolve turf issues among agencies

pooling resources

prompt delivery of child care subsidy by all parties

increase TANF transportation dollars

increase or supplement the $25 transportation assistance limit for those engaged in
Food Stamp Employment & Training (FSET)

provide transportation dollars £ non-custodial parents in the Children Fisst program
improve the marketng of success siories of participants through the media
effective communication between providers regarding participants

partnerships (it takes a village)

amployer

W-2 agency

County government

City Government

Chambers of Cammerce

Job Centers

seli-help groups

offer a package of soft skills and life/survival skills training

face the challenge of delivering array of services to low-income people who wark,
not the traditional paradigm

collecting information on why people leave jobs/listening better
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Issues at Workaite

enhance mechanisms for ongoing input from employers through the Community
Steering Committees (CSCs) and Children Services Networks (CSNs)
strengthen ties between the technical colleges and employers
English-as-a-Second Language (ESL) support in the workplace

Employee Assistance Programs (EAPS), including training supervisors to identify
potential issues

W-2 agency EAP, particularly for smaller employers

provision of a mechanism for employers and others to detarmine soft skill
competencies before and after training

strategies to increase understanding of culture

provide funding to employers in arder to use their existing training siots
employer-based training center (Chambers, PFE, Job Centers should encourage
employers to share spacefresources)

second-chance training

It is important to remember that leaving a job is not always a bad thing (sustained
employment vs. job retention).

Leaving or losing a job, even for a negative reason can be a learning experience.
How can it be tumed inta one?

creation of a support system at the Job Center for those dealing with non-veluntary
separation, helping employers to see beyond the mistakes a worker has made
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workers with problems need to be able to recognize and access available resources
role of employers
family friendly workplace
sharing of best practices
willingnass to adapt to the new workforce
conscious effort o make the career track visible to the workforce (“if you do
this, this is where you may end up”)
cammunicating to the worker the importance of his/her wark - recognition (I
nead you here. What you do is very important in the production process
because . . .")
mentaring {(sharing ¢f “inside infermaticn”), including training and incentives
preventative structures
¢ employee hotline
¢ backup assistance
¢ contingency planning wf empioyees
=+ FEPs
= gmployees
=+ pther workers
helping empioyers see the dollar vatue of retention
providing conflict resofution and support to the employer when there is a problem
with an employee, especially far small businesses
sensitivity training far employers to help them deal with the “new workforce”
¢ include “Generation X*
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Issuas at Homea

access UW-Extension funding far family training

health insurance (employer, MA/Badgercare)

community and employer-based ESL and literacy training, and supervisor training
seek to make services available in the community during off hours

Advancement Opportunities

encourage and accommedate continuing education

build on success of employer-based training programs for jobs with good pay and
benefits

define a strategy for upward meobility, serving those who have recently entered the
workforce
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Ward Vbl

One of the challanges facing Wisconsin is the need to support advancement
opportunities, or upward mobility, for entry level workers. Doing $0 will result in at least
two valuable cutcomes: the likelihood of peopte achieving self-sufficiency will increase
as a result of wage progressian and skill enhancement, and sufficient opportunities for
those seeking entry-level pasitions will continue 1o exist as people advance through
these jobs.

The Wisconsin Depariment of Workforce Development is one of several states working
with Public/Private Ventures of Boston to address this issue. Wisconsin's preliminary
plan is called the Upward Mobility Partnership. It is designed to foster and reward the
creation of parinerships among state agencies, technical colleges and employers that:

» enable economically disadvantaged workers--including those who are currently
unempioyed and the werking poor--to gain the skills they need to be self-sufficient;

s engage employers in the design and implementation of these pragrams, using labor
market information to design training programs based on labor shortages;

« develop effective ways of providing post-employment support to help ensure that
trained workers stay employed;

« increase the supply of skilled workers; and

* raise job seeker awareness of options for lifeleng skills-building and career
development.

The Upward Mobility Partnership would serve those in the workforce who have been
unable to achieve significant wage progression to the paint of seif-sufficiency. Several
factors contribute to making this a timely opportunity:

a significant, statewide labor shortage;

a mismatch between employer needs and worker skills levels;

emerging one-stop parinerships that include employers, state and local agencies,
technical colleges, Job Centers and other local parthers:

a strong technical college system;

an opportunity to complement Wisconsin Works {(W-2) with cpportunities to advance
once placed.

SN ANAA

This proposal is a workforce development strategy because it would provide upward
mobility for low-income, incumbent workers trying te increase their skills in order to
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advance in the workplace. It is alse an economic development strategy in that it would
help employers find the workers they need, addressing local [abor shortages.

Committee member consensus was that this is a necessary initiative.
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Given the reality that initiaf plfacement does not always equal self-sufficiency, or
guarantee sustained employment, the importance of continuing education and lifelong
learning is clear. Everyone is capable of improving their skills.

The most vulnerable are generally those without a high school diploma or the
equivalent. Giving these individuals every opportunity to reach this milestone should be
a priority. W-2 provides supports for those working toward this and cther goals.

|dentify what W-2 agencies and thelr partners can do to facilitate post-
employment occupational training and eontlnulng educatlon.

In addressing this topic the Committee considered the following:

+ How to build self-esteem, and counteract lifelong discouragement

+ How to connect children and parents to lifelong learning.

+ How to define and foeus on nurturing mentoring for workers and employers,

+ How lifelong leaming can be emphasized when moving participants into the
workforce, factoring in career developmant and encouraging woerkers to seek
out “better” jobs that best fit them.

+ How to promote proactive approaches to counseling and develep an "early
alert system.

+ Methods for the provision of career development in soft skills training, made
available in the workplace, in job centers, etc.

+ Ways to encourage the commitment of a full-time equivalent mentor by
employers, including education for current employees.

¢+ Explore opportunities for Individuals with barriers, such as limited English

proflciancy, to reach sealf sufficiency.
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Committee Responses

Commitiee members offered many ideas with regard to the issue of continuing
education and lifelong learning. These responses can most apprapriately be groupad
in the following way:
» General suggestions
« Suggestions for W-2 Agencies and/or Job Centers
« Suggestions for Employers
+ Suggesticns for Partnerships which include:
¢ W-2 Agencies/Job Centers and Educatien Providers
¢ W-2 Agencies/Job Centers and Employers
¢ W-2 AgenciesfJob Gentars, Employers and Education Providers (e.9.,
technical colleges, family literacy pregrams including Even Start, and local
literacy programs)

These groupings, however, are not intended to draw rigid lines. Fartnerships can be
formed in any number of ways, and ideas for their formation should not be limited.

General

» provide guicker response to grants administared, or applied for, by DWD
¢ Welfare to Work
¢ transportation
increase staff, funding, and partnerships to increase services
reduce wait for those moving to unsubsidized employment to receive child care
subsidy during education and training activities (e.g., GED, ABE, sKkills training, etc.)
+ reduce timeframe for Employment Skills Advancement Program {(ESAP) scholarship
funding for education and training delivered through various strategies - worksite,
technical college, CBO, technology, ate.

W-2 Agencies andfor Job Centers

+ Develop Job Centers to better keep in touch with people

« extend hours for Jab Centers, open weekends and evenings

= conduct ocutreach to/partnership with alternative schools and community based
organizations (local literacy councils and other CBOs), both education and non-
education related

link participants to family literacy pregrams

expand case management services to build education and training opportunities
strengthen partnerships between Job Centers and Comtnunily Steering Cormmittees
develop partnerships with child support agencies

strengthen partnership with UM-Extension

increase transportation availability for education and training, especially in rural
areas

» dedicate stafffliaison to connect people to continuing education
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initiate family educational asseszment to identify needs of parent and children
integrate services for persons with disabiiities (not necessarily DVR eligible) through
Job Centers, increase opportunities for assessment

develop strategy to reduce potential for persons with disabilities to “€all through the
cracks”

integrate behavioral health services through partnerships

connect Trial Job opportunities to enhance occupational skills/establish a specific
intiative

utilize Trial Jobs to increase opportunitias for family supporting jobs

strengthen education and training development component of the Employability Plan
(EP) with client input/ownership

specific “tryout” option for emplayers to assess employment potential for persons
with disabilities of all types and levels

develop partnerships with companies and organizations who do on-the-job
assessment and training of persons with disabilities who want to work; utilize Trial
Jobs, as well as W-2 training

increase employer incentives for additional education and fraining

pravide post-employment follow-up

emphasize lifelong learning in the first meeting, and continue to do so with every
partner at every step in the process (i.e., W-2 agency, FEP, employer, et¢.)
develop family mentor program, available on a strictly voluntary basis

Employers

encourage collaborations among local employers to provide industry-based
“generic” certificates
support mentors in the workplace
conduct worksite training, if possible, including:
¢ making it attractive (i.e., flexible and convenient locationfours)
¢ cooperative training of supervisors at worksite to be aware of skills that cculd
benefit another area in the company
{ peersupport
encourage employers to offer tuition reimbursement
support peer counseling sessions
give information about resources during new employee orientation
trainy supervisors to identify problems and refer smployees to EAPs and community
resources

Partnarships

Committee members also identified many oppartunities for various groups to form
parinerships that will best meet the needs of participants. There were a number of
combinations in which groups may work together, including:

W-2 Agencies/Job Centers and Educeiion Providers
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develop and provide credit based and non-credit based training for life skills and life
managemant _
build on technical college vutreach programs
utilize technoingy for continuing education

¢ TV

¢ wvidegs

¢ compressed videos

¢ computers
make video equipment available
foster partnerships with emptoyers that identify strategies for providing time for
education and training
utilize and promote Job Center "Resource Rooms” to connect people to continuing
education and the technical colleges
imprave putreach and communication to participants and families based on what
works for reaching them
partner with employers tc provide release time for education and training, job related
and continuing education
develop technical assistance program to help employers identify needs and ways to
collaborate on a program to provide educational services {e.g., GED courses)
technical assistance medel should be adaptable to various sized employers and
industries
address education and training needs and opportunities for all W-2 eligible and
TANF eligible participants
utilize Children's Resource Networks (CSNs) to promote educational resources
work with K-12 system--particuiarly counselors—io put emphasis on lifelong leaming
which serves children and adults
use video technology whenever possible
provide services that make training and education more realistic, including:

¢ ftraining for parent and child at same time/place {pre-school, night school)

¢ child-focused activity at training location

W-2 Agencies/Joly Centers and Employers

expand mentoring to include mentors from all walks of life, not just the workplace
{e.g.. service groups, seniors and retired, faith-based organizations, etc.)
develop mentor training course

WL2 Agencies/Job Cenlters, Employers and Edtication Providers

conduct brown bag education or training sessions at the worksite

make soft skills relevant to worksitefjob, and offer training at the worksite
emphasize career development from day one

increase aceess and availability of services
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specifically define the value and process of lifelong leaming as it relates to job
advancement within the workplace and/or the education and training location - for
both parent and child
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In this report, the Governor's Wisconsin Works (W-2} Education and Training
Committee has:

presented basic demographic information for the current W-2 population;
clarified the W-2 education and training philosophy;

cutlingd the provisions made for education and training under current W-2 policy;
framed several practical applications of current policy, and;

discussed key issues affecting Wisconsin's ability to succeed in building a stable
and productive workforce for the future, moving citizens into the workforce and
supporting them when they get there.

*« & 4 ®» ®

Having done so, Committee members reached consensus on a a saries of
recommendations intended to enhance education and training options under W-2.

PROMOTE AND EMPHASIZE EDUCATION AND TRAINING OPPORTUNITIES UNDER
Wisconsin Works (W-2}, INCLUDING OPPORTUNITIES THAT MAY BE ENHANCED
AS A RESULT OF THIS REPORT.

* Conduct a seminar for all W-2 agencies, which involves other important partners
(e.g., Community Steering Commitiees, employers), making them aware of the
findings of this report, and of proven models for providing education and training.
YWhere possible, seminars should involve members of the Governor's W-2 Education
and Training Committes.

* Expand W-Z case management training to emphasize appropriate education and
training activities for participants, focusing on basic education and soft skills training
and introducing strategies to promate continuing education and training.

* Enhance the education and training section of the W-2 Case Management
Resource Guide, emphasizing the importance of education, training and lifelong
learning for all low-income workers whao are W-2 eligible.

* increase awareness of opportunitios to not only create customized training in
conjunction with the technical colleges, but also to take advantage of existing
occupational courses (e.g., Certified Nursing Assistant (CNA) training, welding, etc.).
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EMPHASIZE THE IMPORTANCE OF EARNING A HIGH SCHOOL DIPLOMA OR THE
EQUIVALENT FOR THOSE WHO HAVE NOT DONE 50.

* Encourage W-2 agencies, in promoting case management follow-up services for
those progressing from subsidized W-2 employment positions (up to & manths), to:

caver any direct costs of GED/HSED classes and testing;
document an Employability Plan which emphasizes GED/HSED complstion;
and

# assist in securing a child care subsidy for the time the individual attends
classes.

* Raise awareness that, when necessary, formal client assessment may be done to
determine current educational fevel and needs, helping to identify those not within
reach of garning a high school equivalency.

* Involve local literacy councils in the provision of literacy and English-as-a-Second
Language (ESL) tutoring, including a presence at the Job Center or W-2 agency, or
a methad for making direct referrals.

* Require W-2 agencies to prepare an Employability Plan for thase wha are in Food
Stamp Employment and Training (FSET) or case management only, and who do not
possess a high school diploma or the equivalent. !

* Direct W-2 agencies to prepare and implement a strategy to raise awareness ¢of
education and training opportunities available to all low-income working people who
are W-2 eligibe, including the availability of child care subsidies for time spent in
education and training .

* Submit a legislative language change to the 1899-2000 |egislature that will eliminate
the 9 month waiting period for child care subsidies for those in unsubsidized
employment wishing to become involved in, or stay involved in, GED/HSED classes,
basic education or English-as-a-Second Language tuta:avring.2

* Require W-2 agencies to document a specific educationfcareer plan as part of the
larger Employability Plan for those in W-2 employment positions.”

55 Section Four: Recommendations and Action Plan




Report of the Governor’s Wiscaonsin Works (W-2) Education and Training Committea

EMPHASIZE THE NEED FOR W-2 AGENCIES TO FORGE BROAD-BASED

PARTNERSHIPS WITH EMPLOYERS, EDUCATION AND TRAINING PROVIDERS AND ALL

AVAILABLE FUNDING SOURCES TO ESTABLISH QUALITY SHORT-TERM, SKILL
SPECIFIC TRAINING OPPORTUNITIES.

* Build on the initial success many employers and participants have enjoyed as a

result of broad-based training parnerships, challenging more employers to initiate or
enter into these partnerships (Please see the Tecumseh exampls in Section 3 for an
example of this type of partnership).

Encourage the technical colleges, in working with emplayers and W-2 agencies, to
increase system-wide sharing of curticula for customized, short-term training for
skills such as welding, maching operation, Cartified Nursing Assistant, and basic
manufacturing that meet specific employer needs.

Encourage W-2 agencies and Job Centers to seek opportunities that will increase
the availability and flexibility of quality child care sites with respect to location and
hours, and will create transpertation options for participants at work or in training.

Encourage W-2 agencies and partners to increase education and training
opportunities at the worksite, increasing availability at times convenient to the
emplayer and employee.

Encourage W-2 agencies and Job Centers to place a renewed emphasis on single
point of contact services for employers, inciuding thorough follow-up.

Increase utilization of Business & Industry Services, available at every Wisconsin
technical college, in assessing oceupational skifl requirements when packaging and
delivering customized training services.

STRENGTHEN SUPPORT FOR CONTINUING EDUCATION AND LIFELONG LEARNING.

* Submit a legislative language change to the 1999-2000 legislature that will modify

the matching requirement for the Employment Skills Advancement Program {ESAP),
making the participant responsible for securing a single match from any available
s0urce.

* Encourage W-2 Agencies to track participants moving to unsubsidized employment

by decumenting employment and educational progress in the Client Assistance for
Re-employment and Economic Support {CARES) system at 3, 6 and 12 manth
intervals, at a minimum.
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* Direct W-2 agencies to foster effective partnerships with the technical colleges,
UW-Extension, volunteer literacy providers and other education and training
providers who deliver adult basic education, literacy and English-as-a-Second
Language tutoring, post-employment skills training, and continuing education
opportunities.

* Support and encourage employers in either implementing on-site, or creating a
linkage to off-site, continuing education programs.

* Encourage local W-2 agencies and their partners to innovate in expanding the
availability and flexibility of child care and education and training ocpportunities at the
Job Centers and in cormmunity centers or other neighborhood locations.?

% Direct W-2 agencies to establish a plan, in coordination with their Community
Steering Commitiees, to identify ongoing fundin? sources for the Employment Skills
Advancement Program (ESAP) matching grant.

* Submit a legislative language change to the 1999-2000 legislature that will reduce
the waiting pericd from 8 months to 6 months for child care subsidies and the
Emplayment Skills Advancement Program {ESAP) for those in unsubsidized
employment who wish to participate in education and training |:~n::g:;r:='|n*|s..2

* Create a one-stop shop for information ang referrals on continuing education
opportunities and financial aid, to be made available in Job Center resource rooms.

* Direct the Deparment of Workforee Development to develop a model in partnership
with the technical colleges, UW-Extension, Job Centers and employers, that
increases upward mobility of the low-income workforce.

FOSTER DEVELOPMENT OF STRATEGIES THAT ADDRESS THE IMPORTANCE OF
RETENTION.

* Engourage a collaboration of technical colleges, other education and training
providers, and W-2 agencies to explore, with employers, the development of a
statewide Initiative that definas a set of soft skills needed to succeed in the
workplace, and intreduces an evaluation instrument to measure growth and the
value--to employers and workers—of teaching those skills.
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* Assist W-2 agencies in supporting proven employer sirategies, such as mentoring
and Employee Assistance Programs, that suppart employees new to the workplace
and reduce turnaver.

" Requires an Administrative Rule change.
? Requires & statutory language change.
* Requires a policy directive.

Jécfion p gm

In arder to ensure the successful implemention of their recommendations, members of
the Govemor's Wisconsin Works (W-2) Education and Training Committee outlined
several steps that must be taken.

+ The Committee Co-Chairs will identify an individual to coordinate and monitor
implementation of the recommendations.

¥ The Department of Workforce Develepment (DWD) will take the lead en training
initiatives recommended {enhanced W-2 case manager training and statewide
seminars).

v DWD will devise a marketing strategy for this report.

v Each W-2 agency will be expected to address these recommendations in the
adjusted, post-implemeantation service delivery plans required of them.

¥ Any legislative language changes or budget initiatives necessary to implement
recommendations wili be prepared for action by the 1999-2000 legislature.

v DWD will proceed with implementation of all recommendations which can be
addressed within current legis!ative or budget constraints.

+ A six month review will be conducted by available Committee members 1o determine
the progress made toward full implementation ¢of the recommendations.
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