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APPENDIX A: LIST OF GRANTEES




Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Austin Electrical Joint

Type

Arizona, Oklahoma,

Apprenticeship Training ETP $4,842,424.00 2 years Renewable Electric Power Kansas, New Mexico, and
Committee (JATC) Texas
Blue Green Alliance ETP $5,000,000.00 2 years Manufacturing Minnesota
B Minority Buil
C:;\I,\iltaicr)(:m County Minority Builders ETP $3,280,656.00 2 years Solar Photovoltaic, Weatherizaton Broward County, FL
California State Labor Alameda and Los Angeles
Management Cooperation ETP $5,000,000.00 2 years Construction and Building Maintenance CA g !
Committee for the
Cen'tral VermF)nt Community ETP 44 846,195.00 2 years Manufe?cturlng, Construction, Recycling, Waste Vermont
Action Council, Inc. Reduction
Commun.lty Housing Partners ETP $3.865,480.00 2 years EnergY Efficient BU{I(:?lng, Construction and Virginia
Corporation Retrofit, Energy Efficiency Assessment
Allen, Cuyahoga, Hamilton,
WA Nati | E i M Richl
¢ - ational Education and ETP $3,969,056.00 2 years Sustainable Manufacturing ontgomery, Richland,
Training Trust Seneca, Shelby, and
Trumbull, Ohio
E.C.I.A. Business Growth, Inc. ETP $2,060,250.00 2years | Renewable Wind Energy, Energy Efficiency lowa, Minnesota, and
Assessment, Energy Efficiency Construction Wisconsin
Energy Efficient Building, Construction and California, District of
H-CAP, Inc. ETP $4,637,551.00 2 years Retrofit Columbia, Maryland, New
Energy Efficiency Assessment York, and Washington
Deconstruction, Building Resource Recovery,
Heritage Health Foundation ETP $1,408,601.00 2 years Energy Management, Weatherization Southwestern PA
Urban Eco-Restoration
Institute for Career Development, ETP $4 658,983.00 2 years Wind Techniciar?s, Solar Panel Installers, Indiana, Ohio, New.York,
Inc. Geothermal Maintenance Workers and Pennsylvania
International Training Institute for - - . Michigan, Ohio, Missouri,
E E B
the Sheet Metal and Air ETP $4,995,188.00 2 years nergy Efficient Building, Construction and lllinois, California, New
s Retrofit g
Conditioning Industry Mexico, and Texas
Transportation Learning Center ETP $5,000,000.00 2 years Transportation CC?:;J,TIZL\J;'JZ:Z’/ S:ANJ:;:(
Energy Efficient Building, Construction and Colorado though primarily
Labor’s Community Agency, Inc. ETP $3,604,162.00 2 years Retrofit, Renewable Electric Power serving Denver and

Energy Efficiency Assessment

Colorado Springs
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Type

Energy Efficient Building, Construction and

Various counties in

and Nursing)

Memphis Bioworks Foundation ETP $2,931,103.00 2 years Retrofit, Biofuels and Bio-based Processing,
. Tennessee and Arkansas
Energy Efficiency Assessment
Montana Electrical Joint - - .
Apprenticeship and Training ETP $5,000,000.00 2 years ;Ziggv\v/aEtflftlec:Eelzct:t?ilil I:(;r;irConstructlon, Montana
Council (MEJATC)
National Ironworkers and 1 city in each of these
Employers Apprenticeship Training ETP $1,943,931.00 2 years Wind Energy states: CA, IL, NY, TX, and
and Journeyman Upgrading Fund uT
Northwest Energy Efficiency ETP $3.876,171.00 2 years EnergY Efficient BU{IQ|ng, Construction and 5 counties in Washington
Council Retrofit, Energy Efficiency Assessment
Ohio Elec.trlcal Labqr Management ETP $4,826,073.00 2 years EnergY Efficient Building, C.onstructlon and Ohio
Cooperative Committee Retrofit, Renewable Electric Power
Oregon M.anufacturlng Extension ETP $5,000,000.00 2 years Renewable Electric Power, Biofuels counties in .Oregon and
Partnership Washington
SER Metro Detroit, Jobs for Building Construction and Retrofit, Solar, . L.
Progress, Inc. ETP $4,298,673.00 2 years Weatherization, Electrical Wayne County in Michigan
. Energy Efficient Building, Construction and
The Providence Plan ETP $3,720,000.00 2 years Retrofit, Wind-Generated Electric Power Rhode Island
Thomas Shortman Training - . . .
ETP 2,802,269. 2 G Buil t Maint New York Cit
Scholarship and Safety Fund $2,802,269.00 years reen Building Operations and Maintenance ew York City
UA\.N.-Labor Emplgyment and ETP $3,200,000.00 2 years Energy Efficiency, Clean Energy St. Low% an.d St'. Charlgs
Training Corporation counties in Missouri
e . . counties in New Jersey,
Utility Workers Union of America ETP $4,993,922.00 2 years Energy Efficiency, Clean Energy Massachusetts, and
(UWUA), AFL-CIO . .
California
American Indian Opportunities Health Care (Nursing, Allied Health, and Long- 4 sites in Hennepin county,
Industrialization Center HHG »5,000,000.00 3years Term Care) Minneapolis, MN
Berea Children’s Home HHG $4,927,843.00 3 years Health Care (Nursing and Long-Term Care) 2 counties in Ohio
BioOhio HHG $5,000,000.00 3years | Bioscience/Biotechnology and Advanced 19 counties in Ohio
Manufacturing
Calhoun Community College HHG $3,470,830.00 3 years Energy-Efficiency Technology Training 4 counties in Alabama
¥ g e ¥ (Construction and Related industries)
Health Allied Health, Long-T
Centerstone of Tennessee Inc. HHG $5,000,000.00 3 years ealth Care (Allied Health, Long-Term Care, 5 counties in Tennessee

IMPAQ International, LLC
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Cincinnati State Technical and

Type

Health Care (Nursing, Allied Health, Long-Term

Cincinnati Standard MSA

Community College HHG 54,935,132.00 3 years Care, and Health Information Technology) with a focus on Haml!ton
and Clermont counties
Eg:g:“s State Community HHG $4,605,303.00 3years | Logistics 8 counties in Ohio
Crowder College HHG $3,576,760.00 3 years Health Care (Nursing and Allied Health) 9 counties in Missouri
DeKalb Technical College HHG $2,043,859.00 3 years Health Care (Allied Health) 4 counties in Georgia
Enterprise for Employment and HHG $2.373,073.00 3 years He'alth Care (Nursing, Long-Term Care, and 3 counties in Oregon
Education Allied Health)
Florence-Darlington Technical . 6 counties in South
HH 4,346,351. El P
College (FDTC) G $4,346,351.00 3 years ectric Power Carolina
Full Employment Council HHG $4,998,344.00 3 years Health Care (Nursmg, Long-Term Care, and 5 counties '|n Mlssourl and
Health Information Technology) 3 counties in Kansas
Fulton Montgomery Community . 3 counties in New York
College (FMCC) HHG $2,865,657.00 3 years Health Care (Nursing) state
Goodwill Industries Inc., Serving E. HHG $2,007,846.00 3 years Insurance and Bankin Omaha Metropolitan Area
Neb and SW lowa R ¥ & P
. . Health Care (Nursing, Allied Health, Long-Term 2 counties in the
Governors State University HHG »4,994,686.00 3years Care, and Health Information Technology) Chicagoland area
Hudson Valley Community College HHG $3,382,200.00 3 years Biotechnology/Biomanufacturing 4 counties in upstate New
(HvCCQ) York
Indlanf':\polls Private Industry HHG $4,885,812.00 3 years Health Care (Nursing) Indianapolis region
Council Inc.
lowa Workforce Development HHG $3.403,164.00 3 years Health C:?\re (Nursing, Allied Health, Health 4 areas in Iowa!, including
Information Technology) Des Moines
Ivv Tech Community College of Advanced Manufacturing, Transportation statewide project
y' ¥ & HHG $5,000,000.00 3 years Distribution& Logistics, and Information encompassing 37 of
Indiana o .
Technology Indiana's 45 counties
Kern Community College District Renewable Energy Generation, Transmission 3 counties in southern
HH 2,7 72.
(kceb) G »2,768,572.00 3years and Distribution California
Lgs R.|os Community College HHG $4,988,561.00 3 years Health Cére (Nursing, Allied Health and Health Greater Sa.cramento
District Information Technology) Region
Louisiana Technical College, . . . ..
Greater Acadiana Region 4 HHG $4,859,040.00 3 years Transportation 7 parishes in Louisiana
Macomb Community College HHG $4,971,642.00 3 years Defense 6 counties in Michigan
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Type

Maine Department of Labor HHG $4,892,213.00 3 years Health Care (Nursing and Allied Health) Maine
Maryville University - St. Louis HHG $4,699,354.00 3 years Health Care (Nursing) 2 counties in !V“SSO.U” n
the St. Louis region
M ill i Al7 | ioni
aysville Community and HHG $2,007,637.00 3years | Health Care (Nursing) county ruraf region in
Technical College northeastern Kentucky
12 ies aff i
Mid-South Community College HHG $3,391,053.00 3 years Aviation Technology counties affected in
eastern Arkansas
MN State Colleges & Universities Health Care (Nursing, Allied Health, and Long- Seven Counties in
HH 4,2 .
DBA Pine Technical College G »4,230,950.00 3 years Term Care) Minnesota
Mt. San Antonio Community . . s . . Cities in Southern
College District HHG $2,239,714.00 3 years Heating/Air Conditioning and Refrigeration California
. . . . Chicago and Cook County,
National Council of La Raza HHG $3,457,516.00 3 years Health Care (Nursing and Allied Health) IL
Las V lark
Nevada Cancer Institute HHG $3,262,676.00 3 years Health Care (Allied Health and Nursing) as ega;’e(\:l:(;a County,
. . 3 counties in North central
North Central Texas College HHG $4,150,005.00 3 years Health Care (Allied Health and Nursing) Texas
Northland Community and . State of Minnesota,
Technical College HHG $4,996,844.00 3 years Unmanned Aircraft Systems (UAS) including 12 counties
. . 11 | southern Colorad
Otero Junior College HHG $4,999,350.00 3 years Health Care (Nursing) rura Sc(:)c?un(tai:ens clorado
Passaic County Community College HHG $4,475,041.00 3 years Health C:?\re (Allied Health and Health Passaic county, New Jersey
Information Technology)
Prov!dence Healt.h Foundation of HHG $4.953,999.00 3 years Health Care (Nursing, Allle.d Health, Long-Term Greater Washington DC
Providence Hospital Care, and Health Information Technology) metro area
. . Los Angeles County, San
san Berna?rdl.no Community HHG $4,260,863.00 3 years Logistics Bernardino County, and
College District . .
Riverside County
San Diego State University . San Diego County in
Research Foundation HHG $4,953,575.00 3 years Biotechnology California
lS)?:t:i?::mto Community College HHG $4,722,919.00 3 years Petrochemical 5 counties in Texas
San Jose State University Research HHG $5,000,000.00 3 years Health Care, Biotechnology San Francisco Bay Area and

Foundation

Southern California
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Shenandoah Valley Workforce

Type

Green Technology Manufacturing, Renewable

Shenandoah Valley of

Retrofit, Renewable Energy Generation

Investment Board Inc. (SYWIB) HHG $4,951,991.00 3 years Energy, EfflClency Assess:m.ent and Green Virginia |ncI.ud|ng 10
Construction and Retrofitting counties
South Arkansas Community Health Care (Nursing, Health Information .
College HHG $3,520,612.00 3 years Technology, and Allied Health) 4 counties in Arkansas
. . South Central Southeast
South Central College HHG $4,506,101.00 3 years Health Care (Nursing, Allied Health, and Long- Minnesota serving 13
Term Care) .
counties
Southern University at Shreveport HHG $4,296,308.00 3 years Health Care (Allied Health and Nursing) Louisiana
Spanish Speaking Unity Council HHG $3,559,139.00 3 years Health Care (Allied Health) City of Oa\clizr;T;Alameda
The Community College of . . Baltimore City and
. HH 4,928,654. Health C N All Health .
Baltimore County (CCBC) G »4,928,654.00 3 years ca are (Nursing and Allied Health) Baltimore County
The Montgomery Institute HHG $4,519,625.00 3 years Health Care (Nursing) Rural six county. re.g|<.)n |.n
east central Mississippi
South Dakota, Minnesota,
The University of South Dakota HHG $5,000,000.00 3 years Health Care (Nursing, Long-Term Care) Nebraska, Kansas, New
Mexico, and Arizona
13 counties served by the
The University of Texas Medical . Gulf Coast Workforce
Branch at Galveston (UTMB) HHG »4,655,799.00 3years Health Care (Nursing) Board and residents in east
and southeast Texas
Charleston, Berkley and
Trident Technical College HHG $2,624,532.00 3 years Health Care (Nursing and Allied Health) Dorchester counties in
South Carolina
i ity Behavioral A i
IL:]rglversmy ehavioral Associates HHG $5,000,000.00 3 years Health Care (Long-Term Care) Bronx, NY
University of New Hampshire HHG $2,944,732.00 3 years Health Care (Long-Term Care) New Hampshire
Workforce Investment Board of Care (Nursing and Health Information
Herkimer, Madison and Oneida HHG $2,700,096.00 3 years g 6 counties in upstate NY
. Technology)
Counties
Workforcg Training and Education HHG $5,000,000.00 3 years Health Care (Allied Health and Long-Term Washington State
Coordinating Board Care)
Youth Policy Institute HHG $3.623,473.00 3 years Energy Efficient Building, Construction and East Fernando Valley and

Central LA
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Grantee

Grantee Name Type Funding Level Industry(ies) Trained for Location

Energy Efficient Building, Construction and
Retrofit, Renewable Electric Power, Biofuels
Better Family Life, Inc. POP $2,109,088.00 2 years Green Building Construction and Retrofit St. Louis, MO
Energy Efficient Building, Construction and
Retrofit, Solar Installation, Bio-Fuel

Boley Centers, Inc. POP $4,000,000.00 2 years Manufacturing and Distribution, Energy St. Petersburg, FL
Efficient Assessment, Green Manufacturing,
Recycling, Sustainable Agriculture

Energy Efficient Building, Construction and

Alternative Opportunities, Inc. POP $3,780,816.00 2 years St. Louis, MO

Citrus Levy Marion Regional Retrofit, Energy Efficient Building
Workforce Development Board, POP $4,000,000.00 2 years Maintenance, Deconstruction and Materials Ocala, FL
Inc. Use, Recycling and Waste Reduction,
Sustainable Manufacturing
City of Minneapolis POP $7,303,634.00 2 years Energy Efficiency, Biofuels Minneapolis, MN

Green Manufacturing and Construction,
Weatherization

Green Building Construction and Retrofit,
Community College of Philadelphia POP $4,000,000.00 2 years Energy Efficiency Assessment, Deconstruction Philadelphia, PA
and Materials Use, Sustainable Manufacturing
Energy Efficient Building, Construction and
Retrofit, Environmental Remediation,
Renewable Electric Power, Energy Efficiency
Assessments, Deconstruction

Energy Efficient Building, Construction and

CNY Works, Inc. POP $4,728,419.00 2 years Syracuse, NY

Consortium for Worker Education POP $3,715,931.00 2 years New York, NY

East Harlem Employment Services,

Inc. dba STRIVE POP $2,229,642.00 2 years Retrofit New York, NY
Eastern Maine Develobment Energy Efficient Building, Construction and
. P POP $4,000,000.00 2 years Retrofit, Renewable Electric Power, Energy Bangor, ME
Corporation -
Efficiency Assessment
Florida S’Fate College at POP $2.300,678.00 2 years EnergY Efficient Building, Construction and Jacksonville, FL
Jacksonville Retrofit, Renewable Energy
Energy Efficient Building, Construction and Atlanta, GA; Austin, TX;
. . . Retrofit, Renewable Energy, Energy Efficiency, Charlotte, NC; Grand
Goodwill Indust Int t | POP 3,305,493.00 2 . .
oodwiltindustries Internationa 23,305, years Green Facilities Management, Advanced Rapids, Ml; Phoenix, AZ;
Battery Manufacturing Washington, DC
Grand Rapids Community College POP $4,000,000.00 2 years Wind Energy, Recycling Grand Rapids, Ml
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Grantee Name

Grantee
Type

Funding Level

Industry(ies) Trained for

Location

Energy Efficient Building, Construction and

Northeast Oklahoma City,

It's My Community Initiative POP $3,633,195.00 2 years Retrofit, Renewable Electric Power oK
Energy Efficient Building,, Construction, and Chicago, IL; Detroit, Ml; Los
Jobs for the Future, Inc. POP $2,985,175.00 2 years Retrofit, Renewable Electric Power, Angeles, CA; Milwaukee,
Energy Efficiency Assessment WI; Philadelphia, PA
Lehigh Valley Workforce _— . .
POP $3,662,403.00 2 years Green Building Construction and Retrofit Allentown, PA
Investment Board, Inc.
. - - . Los Angeles Communities
Lc_)s Angeles Community College POP $2.308,200.00 2 years EnergY Efficient Building, Construction .ar.1d of Watts, Willowbrook,
District Retrofit, Renewable Energy, Energy Efficiency
and Florence-Graham
Charlotte, NC; North
Energy Efficient Building, Construction and Charleston, SC;
Retrofit, Renewable Electric Power Orangeburg, Calhoun, &
MDC, Inc. POP 3,184,428.00 2 . . . .
» INC 23,184, years Deconstruction and Materials Use, Energy Banberg Counties, SC; Wise
Efficiency Assessment & Dickenson Counties, VA;
Scott County, VA
Mi Casa Resource Center for POP $4,000,000.00 2 years Green Cc?nst.ructlon including ReFr.oflttmg, Denver, (.ZO Communlty of
Women, Inc. Weatherization, and Energy Auditing Five Points
. Biofuels, Energy Efficiency Assessment, Flint, Ml and adjoining
Mott Community College POP $3,086,817.00 2 years Renewable Electric Power neighborhoods
Building Performance, Energy Efficient
. . Building, Construction, and Retrofit Renewable .
Moultrie Technical College POP $3,753,579.00 2 years Electric Power, Deconstruction and Materials Tift County, GA
Use
Apache Junction, AZ;
National Association of Regional - Bisbee, AZ; Midland, TX;
Councils POP $2,398,778.00 2 years Energy Efficiency, Clean Energy Odessa, TX; and Dayton,
OH
Renewable Energy, Efficiency Assessment,
. . Green Building Construction and Retrofitting, San Jose, CA; San Diego,
N | | of LaR POP 4 . 2
ational Council of La Raza 0 34,000,000.00 years Weatherization, Manufacturing, Waste CA; Chicago, IL
Collection and Remediation
Northern Rural Training & - - .
Employment Consortium POP $4,900,000.00 2 years Energy Efficient Building, Construction and 8 Counties in California

(NORTEC)

Retrofit, Renewable Energy Generation

IMPAQ International, LLC
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Opportunities Industrialization

Type

Energy-Efficient Building, Construction and

Asheville, NC; Broward

. POP $7,994,999.00 2 years Retrofit; Renewable Electric Power; and County, FL; and Phoenix,
Centers of America, Inc. .
Biofuels AZ
Rochester, NY; Scranton,
Deconstruction, Renewable Energy, and PA; Juana Diaz, Santa
Pathstone Corporation POP $3,063,839.00 2 years . ’ gy, Isabel, and Villalba, PR; and
Recycling
Arroyo, Coamo, Guayam,
and Salinas, PR
Private Industry Council of Energy-Efficient Building Industry, Renewable
Westmoreland/Fayette, POP $2,732,719.00 2 years Electric Power Industry, and Energy Efficiency Fayette County, PA
Incorporated Assessment
- £ - D on E Effici
Providence Economic - POP $8,000,000.00 2 years econstru.ctlon, nergy Efficiency and Green Providence, RI
Development Partnership Construction
Energy Efficient Building Construction and
Roca,Inc. POP $3,000,000.00 2 years Retrofit industry; Energy Efficiency Chelsea and Revere, MA
Assessment; and Sustainable Manufacturing
Energy Efficient Building, Construction and
SER - Jobs for Progress of the POP $2,331,278.00 2 years Retrofit; Deconstruction and Materials Use; Houston, TX
Texas Gulf Coast, Inc. .
and Energy Efficiency Assessment
Southeast Community College - .
Area POP $3,693,530.00 2 years Energy Efficiency Lincoln, NE
Energy-Efficient Building Construction,
Southwe-st Housing Solutions POP $3.122,554.00 2 years Deconstr-uctl-on and Materlfa\I-Reuse, Retrofit, Detroit, M
Corporation Weatherization, Energy-Efficiency Assessment,
Agriculture, Forestry, and Landscaping
Energy-Efficient Building, Construction, and .
The WorkPlace, Inc. POP $4,000,000.00 2 years . . Bridgeport, CT
Retrofit; Renewable Energy Generation
West Hills Community College Solar Energy, Water Management, Sustainable 11 communities in Fresno
POP 4 . 2
District © »4,000,000.00 years Manufacturing, Construction and Kings Counties, CA
\(/:\(/)Tls(;c;n lowa Tech Community POP $2,489,111.00 2 years Energy Efficiency and Renewable Energy lowa
Energy-Efficient Building, Construction and
White Earth Band of Chippewa POP $7,997,936.00 2 years Retrofit; Energy Efficiency Assessment; and Minnesota
Sustainable Manufacturing
IMPAQ International, LLC Page A-8 List of Grantees




Grantee Name

Workforce Development Council

Grantee
Type

Funding Level

Industry(ies) Trained for

Deconstruction, Energy Efficient Building and

Location

POP 3,999,459.00 2 Seattle, WA
of Seattle King County 23,999, years Construction, Green Manufacturing cattie,
Energy-Efficient Building, Construction and
Retrofit; Renewable Electric Power;
Worksystems, Inc. POP $4,000,000.00 2 years Sustainable Manufacturing; Construction; Portland, OR
Sustainable Agriculture; Transportation; and
Environmental Protection
Alabama Department of Economic
ESP . lar E Al
and Community Affairs (ADECA) SES $6,000,000.00 3 years Solar Energy abama
Alaska Department of Labor & -
Workforce Development SESP $3,600,000.00 3 years Energy Efficiency Alaska
Arlzor.1a Department of Economic SESP $6,000,000.00 3 years EnergY Efficient Building, Construction, and Arizona
Security Retrofit
Arkansas Workforce Investment - - .
Board/Department of Workforce SESP $4,866,479.00 3 years Er;:rrogztEffluent Building, Construction, and Arkansas
Services
Colorado Department of Labor and SESP $5 998 050.00 3 years EnergY Efficient Building, Construction, and Colorado
Employment Retrofit
Commonwealth of Massachusetts, Energy Efficient Building, Construction, and
Executive Office of Labor and SESP $5,973,657.00 3 years gY & ! Massachusetts
Retrofit
Workforce Development
fP i
(I;nganr]t(:::rlwiacl):‘thbof;nliyc;\l/;?rlsl SESP $6,000,000.00 3 years Energy Efficiency Assessment Pennsylvania
Cor?n.ectlcut EmpIQyment and SESP $3.360,000.00 3 years Energy-Efﬁuent Building, Construction and Connecticut
Training Commission Retrofit
Education and Workforce Energy Efficient Building, Construction, and
Development Cabinet SESP $4,740,457.00 3 years Retrofit Kentucky
Hawaii Department of Labor and - .
Industrial Relations SESP $6,000,000.00 3 years Energy Efficiency Hawaii
Idaho Department of Labor SESP $5,991,184.00 3 years Energy Efficiency Idaho
Illinois Department of Cqmmerce SESP $6,000,000.00 3 years EnergY Efficient Building, Construction, and llinois
and Economic Opportunity Retrofit
Indi D f Workfi
ndiana Department of Workforce SESP $6,000,000.00 3years | Energy Efficiency Indiana
Development
lowa Workforce Development SESP $5,997,000.00 3 years Renewable Energy lowa

IMPAQ International, LLC
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Grantee Name

Grantee

Funding Level

Industry(ies) Trained for

Location

Type

Kansas Department of Commerce SESP $5,999,890.00 3 years Solar Energy Kansas
Maryltflnd DepartmenF of Labor, SESP 45 793,183.00 3 years EnergY Efficient Building, Construction, and Maryland
Licensing and Regulation Retrofit
Michigan Depart.ment of Energy, SESP $5 819,999.00 3 years EnergY Efficient Building, Construction, and Michigan
Labor & Economic Growth Retrofit
Minnesota Department of Energy Efficient Building, Construction, and
Employment and Economic SESP $6,000,000.00 3 years gY & ! Minnesota
Retrofit
Development
Missouri Division of Workforce SESP $6,000,000.00 3years | Wind Energy Missouri
Development
Nebraska Department of Labor SESP $4,839,511.00 3 years Energy Efficiency Nebraska
Nevada Department of
Employment, Training and SESP $6,000,000.00 3 years Energy Efficiency Nevada
Rehabilitation
New Jersey Department of Labor
and Workforce Development SESP $6,000,000.00 3 years Solar Energy New Jersey
New Mexico Department of SESP $5,999,989.00 3years | Energy Efficienc New Mexico
Workforce Solutions T ¥ &Y ¥
North Carolina Department of
Commerce, Division of Workforce SESP $5,976,512.00 3 years Renewable Energy North Carolina
Development
Oregon State of Education (dba)
Department of Community SESP $5,383,568.00 3 years Energy Efficiency Oregon
Colleges and Workforce
South Dakota Department of SESP $2.500,000.00 3 years EnergY Efficient Building, Construction, and South Dakota
Labor Retrofit
State of California/ Employment SESP $6,000,000.00 3 years Renewable Energy California
Development Department
State of Ohio SESP $6,000,000.00 3 years Wind Energy Ohio
State of Oklahoma SESP $6,000,000.00 3 years Energy Efficiency Oklahoma
Utah Department of Workforce -
. SESP $4,600,000.00 3 years Energy Efficiency Utah

Services
Washington State Workforce - - .
Training and Education SESP $5,973,635.00 3 years EnergY Efficient Building, Construction, and Washington

o Retrofit
Coordinating Board

IMPAQ International, LLC
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Grantee Name

Grantee
Type

Funding Level

Industry(ies) Trained for

Location

Wisconsin Department of

Energy Efficient Building, Construction, and

Workforce Development SESP 26,000,000.00 3 years Retrofit Wisconsin
Workforce West Virginia SESP $6,000,000.00 3 years Solar Energy West Virginia
Wyoming Department of = .
Workforce Services SESP $4,495,704.00 3 years Energy Efficiency Wyoming
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Appendix B: Site Visit Summaries

Pathways out of Poverty
Jobs for the Future, Inc.
Southwest Housing Solutions Corporation
West Hills Community College District
East Harlem Employment Services, Inc. (STRIVE)
Goodwill Industries International
Lehigh Valley Workforce Investment Board, Inc.
Moultrie Technical College
National Association of Regional Councils
Energy Training Partnerships
Central Vermont Community Action Council, Inc.
Memphis Bioworks Foundation
SER Metro Detroit, Jobs for Progress, Inc.
Austin Electrical Joint Apprenticeship Training Committee (JATC)
H-CAP, Inc.
International Transportation Learning Center
Montana Electrical Joint Apprenticeship and Training Council (MEJATC)
UAW-Labor Employment and Training Corporation
Utility Workers Union of America (UWUA), AFL-CIO
State Energy Sector Partnerships
State of California Employment Development Department
Alabama Department of Economic and Community Affairs (ADECA)
Arkansas Workforce Investment Board/Department of Workforce Services
Commonwealth of Massachusetts, Executive Office of Labor and Workforce Development
State of Oklahoma
Minnesota Department of Employment and Economic Development
Washington State Workforce Training and Education Coordinating Board
Wisconsin Department of Workforce Development
Healthcare and High Growth
BioOhio
Centerstone of Tennessee, Inc.
Full Employment Council
Indianapolis Private Industry Council, Inc.
Louisiana Technical College, Greater Acadiana Region 4
Macomb Community College
Otero Junior College
Providence Health Foundation of Providence Hospital
San Jose State University Research Foundation
Shenandoah Valley Workforce Investment Board, Inc. (SVWIB)
Workforce Training and Education Coordinating Board



JOBS FOR THE FUTURE
PATHWAYS OUT OF POVERTY

1. Introduction

Jobs for the Future (JFF) is a Boston-based national nonprofit organization, grant recipient, and
was the lead organization for the Pathways Out of Poverty grant. JFF partnered with two
national organizations, the Working for America Institute and Wider Opportunities for Women,
to administer, provide technical assistance, and support to programs in Chicago, Detroit, Los
Angeles, Milwaukee, and Philadelphia funded by the Pathways Out of Poverty grant. The
programs in these five cities each had a local lead organization coordinating the grant, as well
as multiple partners that provided training and support services to participants. Within each
city, there were multiple training programs that operated along with case management and
support services. As a result of this grant structure, there were 13 different training programs
under this one Pathways grant—a flow chart illustrating the grant structure follows.

Staff visited JFF staff in Boston and conducted a 2-day site visit to Milwaukee. Staff also
interviewed grant administrators from the four other local sites and the two national technical
assistance providers via telephone.

uUs DOL
JFF
WIA — WwWow
1 1 : 1 1
Chicago Los Angeles X "
s Detroit LA Workforce Milwaukee Philadelphia
Partnership for New . K . JOIN
Communities Detroit Fund for Funding Workforce Funding
Workforce Collaborative Alliance |
Solutions
Green Building LACCD FNC
[ NI OUReE Cuns
—1 Maintenance with . L
Transitional Jobs Autnrm-)tma Energy Efficient Weatherization
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2. Program Context

JFF was the implementation partner of the “National Fund for Workforce Solutions” (National
Fund), a $30 million national partnership project in 24 cities. As the implementation partner for
the National Fund, JFF provided fiscal management, managed the site selection process,
coordinated site support and peer learning, and managed external consultants, research, and
evaluation requirements.

National Fund cities had a primary organization that coordinated their funding of education and
workforce development initiatives by sector. The funding approach varied by community and
industry sector.

When JFF applied for the Pathways grant, it reached out to the National Fund sites that focused
on green fields and industries. Of the several sites that expressed interest in collaborating, JFF
selected communities that aligned with the priorities set forth in the Solicitation for Grant
Applications (SGA). JFF felt the SGA prioritized the building trades, so JFF focused on energy
efficient construction and deconstruction, and then expanded to other fields, such as diesel
mechanics and urban forestry.

Unemployment rates in all of the cities selected were higher than the national average. When
adjusted for the specific Public Micro Data Areas (PUMA), unemployment rates were even
higher than reported. Each site and city also reported specific challenges.

Chicago. Unemployment levels ranged from 31 to 34 percent in selected PUMAs. Informants
stated that the target population they chose, residents of public housing, had greater barriers
to employment, as compared to an average PUMA resident.

Detroit. Unemployment levels ranged from 35 to 42 percent in selected PUMAs. Informants
suggested that the local economy became weaker because of a decline in domestic auto-
manufacturing after the grant was submitted.

Los Angeles. Although the unemployment rates ranged from 18 to 39 percent in selected
PUMAs, informants did not report any contextual challenges.

Milwaukee. The unemployment rate was at 43 percent in the selected PUMA. The targeted
public job sector did not receive the infusion of federal funds expected so public hiring did not
occur as anticipated. The program placed a larger focus on private employers for job
placement.

Philadelphia. Although the unemployment rates ranged from 19 to 29 in the selected PUMA,
informants did not report any contextual challenges unique to Philadelphia.
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3. Program Description

Each JFF site was managed by a single grantee or agency, although, in some cases the program
management and fiscal agent were two separate entities. A “funding collaborative” supported
each JFF site. Each funding collaborative consisted of public and private funders with expertise
in workforce development, which contributed both additional funding and expertise to the
project. In many cases, funding collaboratives provided funding for additional expenses to
Pathways Out of Poverty and/or to build the capacity of training providers and other critical
partners. The funding collaborative also acted as an impetus for larger, citywide planning
around workforce development and sectoral approaches.

Within each site, there were between one and four training programs that varied dramatically
in actual training and support services provided. The programs and their delivery structures are
described below.

Chicago. Partnership for New Communities (PNC) received funding from JFF, contracted to the
Chicago Housing Authority (CHA), and then CHA subcontracted specific training pieces to
Heartland Human Care Services and Employers and Employer Services (EES). CHA provided
oversight of enrollment and grant compliance, while Partnership for New Communities helped
connect CHA to support service providers and assisted with transitional jobs placement. Public
housing residents learned about the program through flyers, mailings, and notices about
monthly orientations. All program participants were recruited and screened through a standard
process, which consisted of written and oral assessments of each participant’s interests,
barriers, history, education, a TABE test, and a drug test. Once enrolled in the program,
participants were trained in one of three areas: 1) Green Building Maintenance with
Transitional Jobs, 2) Energy Efficient Building Practices, and 3) Integrated Pest Management.
The Integrated Pest Management program also required a high school diploma due to
requirements for state certification. Training lasted from 8 to 10 weeks; a large portion of the
training was hands-on and on-the-job. Case management was leveraged through FamilyWorks
and EES provided job placement assistance to participants.

Detroit. The Detroit and Southeast Michigan Fund for Innovative Workforce Solutions staffed
by the United Way for Southeastern Michigan supported workforce partnerships in hazardous-
waste remediation for JFF's Pathways grant. Detroiters Working for Environmental Justice was
contracted to provide training and stackable credentials in environmental remediation,
including lead and asbestos abatement, hazardous-waste removal, and safety. The Pathways
grant extended existing training. Participants were recruited by traditional means, including
word of mouth, flyers, and job fairs. To enter the program, participants had to be 18 years old
or older, Detroit residents, pass a reading comprehension test (minimum TABE 7th grade), and
be drug free. Training lasted 11 to 12 weeks and consisted of 4 weeks of basic skills training,
which included job skills, math, English, and Roots of Success, an environmental literacy
program. The training also included a technical component, which consisted of training in
construction, weatherization, HAZWOPPER 40, deconstruction training, OSHA 10 certification,
First Aid / CPR certification, Phase 1 and Phase 2 site assessment, and weatherization. During
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training, participants received support services, including a job coach/mentor who addressed
attendance, helped the participants prepare résumés, and worked with probation officers. The
participants also received childcare support, bus passes, daily lunch, and drug and alcohol
abuse counseling. The program provided job developers to help participants prepare for and be
placed in jobs.

Los Angeles. The Los Angeles Area Workforce Funding Collaborative was staffed by the United
Way of Greater LA, which aligned support from eight foundations and the California
Employment Development Division. The United Way provided funding to four training providers
in a variety of training areas. Los Angeles Community College District provided automotive,
weatherization, and wastewater treatment training. South Bay Workforce Investment Board
(WIB) provided energy efficient construction training. Verdugo WIB provided smart grid
training. Women in Non-Traditional Employment Roles (WINTER) provided pre-apprenticeship
training and also played a critical role in participant recruitment, assessment, training,
placement, case management, support/retention services, English for Speakers of Other
Languages, and mentoring. WINTER utilized existing practices and training to recruit and train
women. Los Angeles was the only site that did not modify its training program after the grant
was awarded.

Milwaukee. The Milwaukee Workforce Funding Alliance was staffed by Urban Strategies, and
the City of Milwaukee Community Development Grants Administration was the fiscal agent for
the grant. The program funded several organizations: 1) Milwaukee Builds to provide training in
energy efficient construction and deconstruction; 2) the Department of Public Works for urban
forestry training; 3) Milwaukee Metro Sewerage District for training in water and sewer
infrastructure; and 4) WRTP/Big Step for training in highway construction. All of the training
programs provided additional support services and job placement. While each training program
varied, all training consisted of a large portion of hands-on training inside and outside of the
classroom. For example, the urban forestry training lasted 9 months with several months spent
in the field working on real projects.

Recruitment for the training programs consisted of multiple partners working together and
varied slightly based on the requirements to enter training. For example, participants were
recruited through WIA systems, community partners, and flyers. The screening process varied
by training program. For example, the urban forestry program required participants to pass a
physical climbing test to help ensure their success in the program. Each training program
worked individually on job placement; the project also had an overall job placement program.
For example, one partner (WRTP-BIG STEP) helped all training programs with job placement
and had a temporary-to-permanent employment agency. Participants were hired by the
employment agency to work at jobs in which they could demonstrate their work skills and
dependability to potential employers. All participants who met eligibility requirements were
eligible to receive supportive services, including safety equipment (i.e. prescription safety
glasses and safety shoes), childcare, WIA case management, essential skills (a week-long
orientation), and financial skills training.
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The Urban Forestry Training program was an in-depth and unique program to the Milwaukee
site. The program initially started because the City of Milwaukee had developed a strong urban
forestry-training program, the Department of Public Works expected to hire large numbers of
urban foresters, and there was not a properly skilled workforce available. Because of the
Pathways grant, according to informants, the urban forestry training was realized at some level
of scale. The urban forestry program required high-level skills, especially in math and science
(biology knowledge). As a result, the recruitment and enrollment process for the urban forestry
program was more in-depth than for other programs. For example, participants were required
to meet basic education requirements, pass an interview process, and pass two physical tests,
including a climbing test. Informants stated that as many as 300 people expressed interest in
the program, but less than 20 were enrolled in a cohort. The urban forestry program began
with a mixture of traditional classroom instruction and fieldwork. Students earned basic
certificates, including a Commercial Driver’s License (CDL). Upon enrollment, students met with
support service providers to help identify available outside resources, and a financial planning
coach. Once students finished the classroom component of training and gained a level of
comfort working in trees, they began to do projects for the Department of Public Works, which
provided real-world experience. During this period of time, employers visited work sites and
interviewed students on-site. The program also loaned out students for a day to employers,
provided that students were paid for the time, to see whether the student was an appropriate
fit for a job. Informants suggested that students often had more than one job offer when they
completed the program. In total, participants were enrolled in the urban forestry program for
about 9 months, however the time required to complete the program and the completion rates
depended on their skill attainment. Students then transitioned to permanent or temporary
jobs.

Philadelphia. The Philadelphia grant was staffed by Job Opportunity Investment Network
(JOIN). Other partners, in addition to JOIN members, included the WIB and the Federation of
Neighborhood Centers. Training was provided to participants in weatherization and solar panel
installation. Informants reported that they modified the numbers of trainees after local labor
market data suggested that there would be limited growth for weatherization jobs, but policies
in neighboring states like Delaware and New Jersey suggested that growth in solar panel
installation jobs would increase. Recruitment for the program started at Neighborhood Centers,
but targeted advertizing was also essential. For example, the program advertized on buses that
ran through particular PUMAs identified in the grant. The program screened potential
participants because doing so was critical for both the participants’ and the program’s success.
Screening included TABE testing and individual interviews to assess potential participants’
interest and soft skills competencies. Applicants also were required to have a GED or high
school diploma and have a driver’s license or the ability to get a license. Before the skills
training began, participants either took a 9-week literacy class or tested at a high literacy level
and continued to receive literacy support during skills training. Informants reported that their
literacy training was highly successful: traditional literacy classes result in an increase of 0.5

! The site visit to Milwaukee focused on the urban forestry training. Numerous interviews were conducted focusing on various elements of the
urban forestry program, including the funding collaborative and other funding mechanisms, recruitment and enrollment, training elements,
support services, and job placement. The focus group consisted of randomly selected current and former urban forestry students.
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grade levels over 8 weeks, whereas this particular literacy class averaged a 3 grade increase
over 9 weeks. After completion of literacy classes, participants entered training, which ranged
from 5 to 13 weeks of structured training, with mornings devoted to classroom learning and
hands-on work scheduled for afternoons. During the training, participants earned certificates
including BPI, NABCEP, lead abatement certificate (from DOE and ETA), and OSHA 10 safety
training.

4. Partnerships

JFF had several different categories of partners for its Pathways grant. First, on the national
level, Jobs for the Future worked closely with Wider Opportunities for Women (WOW) and the
Working for America Institute (WAI). WOW collaborated with JFF to provide technical
assistance to each of the training sites to improve recruitment, screening, training, and
supportive services for women. The Working for America Institute helped to connect the JFF
program sites to unions. A hallmark activity was that representatives from all locations were
invited to participate in a training session at the National Labor College for their multi-craft core
curriculum.

At each local site, partnerships generally occurred at three levels. Many partnerships predated
the grant due to participation in the National Fund for Workforce Solutions. The first level
partners were members of the local funding collaborative, which worked on program design,
citywide strategy, and aligning funding. Each funding collaborative used a different mechanism
to join the partnership. For example, in Milwaukee the funding collaborative had guiding
principles, but they were not regulated by a contract or requirements around grant activities.
The second level partners were local training providers, support service providers, employers,
WIBs, and other organizations that implemented the grant program. The third level was the
national one, which included the local sites partnership with JFF, WOW, and WAI.

Any partner that received funding as part of the grant signed a contract or a memorandum of
understanding. JFF signed contracts with each lead organization. In some cases, local site
partners were selected during the grant application process, while in other cases partners were
added once the program had started. For example, the Chicago Housing Authority chose to
include numerous parties in their grant application to JFF. Had a funded partner not been
included in the grant application, the Chicago Housing Authority would have had to run a
competitive process to acquire a good or service, according to internal organizational policies,
which would have delayed the project’s implementation.

5. Program Management and Sustainability
Funding allocations and program management were multi-tiered in this grant. The Department

of Labor (DOL) funded Jobs for the Future, which funded a lead organization in a local funding
collaborative, which then funded training and services providers locally.
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The reporting structure consisted of each lead organization collecting data from their local
service and/or training providers and then entering their information into the RAD system. They
provided qualitative and quantitative reporting to JFF to report to DOL.

Informants noted strengths, benefits, and challenges to this structure. First and foremost, local
sites reported the technical support and expertise of JFF, WOW, and WAI, as a resource that
helped strengthen programming. Second, local sites also reported that the peer learning
communities organized by JFF were useful tools for staff development and program
implementation. They felt that these forums provided a strong understanding of the activities
of each site and that the sites could leverage lessons learned and effective practices from other
sites. Lastly, local sites reported that the benefit of a national grantee with local coordinating
agents (i.e. funding collaboratives) acting as administrators took a burden off program
implementers. For example, four of the five sites requested modifications; however, JFF
assumed a large portion of the administrative responsibility for these requests. (Sites noted
that each individual site modification request was bundled with other site modification
requests, which slowed the modification process, which in turn delayed implementation.)

In addition to the organizational structure’s benefits, informants also noted some challenges.
For example, numerous individuals noted delays in local activities due to the multiple levels of
organizations engaged in the project. Informants noted that it took about 1 month to get an
award letter, and between 2 and 6 months to get contracts signed. In retrospect, informants
cited the green jobs innovation fund model (a 3-year grant starting with a 6-month planning
period and concluding with 6 months of retraining) as more beneficial for program
implementation.

Each individual site brought extensive resources and funding to the table, in part due to the
National Fund for Workforce Solutions. In general, each funding collaborative brought the
funders’ expertise, as well as additional resources. For example, in Milwaukee, the funding
collaborative provided capacity building grants to organizations with substantial responsibilities
in the grant. This funding helped build infrastructure and curriculum at selected organizations.
Funding collaboratives also worked to align workforce development initiatives within their
cities. For example, in Philadelphia, Chicago, and Detroit, funding collaborative staff worked
with other grantees in the cities to ensure that there was not unnecessary overlap in trainings
or duplication of services. They were aware of the multiple funding streams coming to the
community and took inventory of what was the best use of the funds. For example, Detroit staff
stated that they received three DOL ARRA grants and that they were careful to make sure
multiple trainings did not address the same sector unless the sector could support the
projected number of job placements. The Detroit site, accordingly, requested a modification to
move away from deconstruction to HAZMAT training.

JFF, local sites, and training programs reported varying levels of sustainability. First, JFF received
a green jobs innovation fund grant and some sites planned to continue through that funding
source. For example, the green job innovation fund program in Philadelphia planned to use
many of the same partners and build off the work in the Pathways Out of Poverty grant.
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Milwaukee and Philadelphia also intended to continue to be National Fund for Workforce
Solutions sites and receive technical support from JFF. Second, sites reported generating funds
to continue programming in different ways. For example, the Detroit Workers for
Environmental Justice and LA’s WINTER suggested that they would continue the programming
with other funding, using curriculum created prior to the grant. Other sites, such as
Milwaukee’s Urban Forestry program looked at ways to institutionalize the program, by
integrating it into a Job Corps Center or generating fee-for-service revenue.

6. Best Practice and Lessons Learned

Overall, JFF aimed to serve 1,130 people. JFF expected 90 percent of participants to complete
and the program and an 80 percent unsubsidized job placement rate. At the time of the visit,
the overall enrollment goal had almost been met. Individual sites, however, reported that they
were struggling to meet job placement rates and that job placement rates were dramatically
lower than those of previous programs, which they attributed to the poor economy.

Sites sought to improve program outcomes by shifting training based on new labor market
information. For example, in Chicago, the training program initially focused on providing skills
for jobs in energy efficiency. Information from the Joyce Foundation, Chicago Jobs Council, and
the Chicago WIB released after the grant application was submitted, but before the project was
implemented, suggested that growth in energy efficiency jobs would be less than originally
projected. Further, local policies around bed bug infestations suggested that Integrated Pest
Management would see increased job growth. After reviewing this information, the Chicago
site put in a grant modification to add training programs that would provide skills in industries
with projected growth, as did three other cities.

Fiscal spending was behind schedule. Informants noted that the multiple layers and invoice
requirements primarily caused the delay. Local sites often went 6 months without receiving
reimbursement for expenses incurred. JFF hosted webinars to assist local finance staff with
invoicing requirements and reimbursement procedures, including the requirement that fiscal
reports be submitted 5 days after the end of each month.

Individual sites instituted various strategies to manage program outcomes. Milwaukee Urban
Strategies reviewed data on a monthly basis to ensure its quality and accuracy. The site also
had a policy in place that financial requests would not be processed until data and narrative
reports were submitted. Staff in Chicago reviewed data on a weekly basis, but partners also
talked about data during monthly meetings and made programmatic adjustments as needed
(i.e. add additional students to a training program to achieve goals). Staff in Philadelphia did all
of this and took data management even further. Using an additional data management system
(Efforts to Outcomes), staff were able to access information in real-time and adjust services for
participants accordingly. At monthly management meetings, staff reviewed performance and
identified gaps, issues, or any area that was lacking or falling behind. Program goals and
outcomes were discussed and included in staff evaluations.
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Overall informants identified numerous promising practices and success stories. While many of
the practices were applicable across all sites, some were site specific.

Informants also identified some overall challenges to the grant. First, informants suggested that
the modification process was time-consuming and delayed necessary programmatic changes.
Second, informants reported that it was increasingly difficult to meet job placement and
retention goals due to the weak economy. Third, given the multiple layers of the grant and the
extensive contracting process, the 2-year grant timeframe was a challenge; they suggested that
a 3-year timeframe would have allowed for more program adjustments. Fourth, and finally,
numerous informants suggested that the use of PUMAs was a challenge because participants
were unaware of the PUMAs in which they lived, which placed a burden on administrators to
identify PUMAs and eligibility. Some cities worked with other grant applicants to make sure
PUMAs would not be served by multiple grants. If partners in the area did not receive funding,
residents in specific PUMAs were excluded from DOL training. Grantees applied to add PUMAs,
but grant modification delays slowed their ability to serve the proposed new areas.

Informants provided success stories and best practices at both the national and local level.

» Milwaukee provided basic certificates that were applicable to numerous jobs. For
example, all participants in the urban forestry program were eligible for their
Commercial Driver’s License (CDL). Many urban forestry companies run snowplows in the
winter, thus enabling participants to work year-round. A CDL is also transferrable to
other jobs making participants more marketable.

According to informants in Milwaukee, employers valued the strong screening processes
completed in the urban forestry program, which saved employers time and money. Small
business owners also valued safety-focused training that they could not have provided to
employees due to expense and time.

Informants at numerous sites noted that the collaborative nature of the project required
regular meetings with all contract organizations and partners, which allowed for
relationships to be built and understandings of each entity. They thought that these
relationships would contribute to the program’s sustainability.

= Numerous sites reported that their assessment process improved over time. For
example, one site suggested that their activities for recruiting women improved after
Wider Opportunities for Women provided assistance with the interview tool. Other sites
reported developing more advanced interview tools that measured a potential
participant’s answers and body language. The site reported that body language was
often an indicator of interest and long-term success in the program.

» One site suggested that participant retention improved when participants had the same
staff member providing training consistently.

= One site suggested that there should be criteria and measurements to identify “real
alliances” within partnerships, as they are key to successful outcomes. The informant
also recommended that DOL have a philanthropic liaison as the U.S. Department of
Housing and Urban Development has.
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Creating a network among organizations that provided a wide range of services to
employers and job seekers helped align resources and ensured that services were not
unnecessarily duplicated. Informants suggested that addressing issues from a systems
perspective, not an individual training perspective, had greater, long-term outcomes for
participants and the community.

« Engaging employers in a meaningful way was important. One site noted the importance
of bringing employers from a particular sector together to identify what jobs were
available, what skills were needed, and which training certificates were meaningful.
Employers then were able to participate in training throughout the program, from
screening to job placement, and provide feedback.

« The JFF sites had the opportunity to participate in the multi-craft core curriculum training
at the National Labor College. Integrating the multi-craft core curriculum and industry
recognized standard pre-apprenticeships could be replicated in other programs.

« Some sites provided employers an opportunity to hire a participant on a trial basis or to
pay the participant for on-the-job training so the employer could “try out” a potential
employee. This helped both employer and participant determine if the job was a good
fit.

« Multiple informants suggested that the customized technical assistance from Jobs for the
Future and WOW improved the program by addressing the needs of the front line staff,
as well as program managers.
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SOUTHWEST HOUSING SOLUTIONS
PATHWAYS OUT OF POVERTY

1. Introduction

Detroit and the state of Michigan® have experienced high unemployment and poverty rates due
to the decline in the automotive industry and related supply companies.

Southwest Housing Solutions (SWHS) is a leader in the planning, development, and
management of affordable housing and commercial property in southwest Detroit. SWHS, with
a consortium of partners, developed a program to train disadvantaged community members in
green industries, as part of the Pathways out of Poverty program.

2. Program Context

The job-training program created by SWHS and its partners under the POP grant was branded
as Detroit Green Works Solutions (DGWS). The DGWS program provided training in the areas of
energy efficiency, building construction/deconstruction and retro-fitting, forestry, landscaping,
and agriculture. The program targeted the long-term unemployed, chronically unemployed,
low-income workers, veterans (including homeless veterans), and formerly incarcerated
individuals. The education level of the population targeted by SWHS’ program was quite low —
only about 30 percent of the training participants had a GED or diploma. Most of the
participants qualified as long-term unemployed.

In addition to a depressed economic environment, there were other challenges that had an
adverse impact on the employment prospects for graduates of the DGWS program. Due to the
nature of weatherization and landscaping work, employees must travel to different job sites
with their tools on a regular basis. Detroit has a very poor public transportation system and the
state of Michigan has highly punitive “driver responsibility fees” for driving offenses and
penalties, making it nearly impossible to get a suspended license reinstated. Research by SWHS
showed that individuals were 2.5 times more likely to obtain employment with a driver’s
license. Many participants in the SWHS program lacked driver’s licenses, thus they were at a
disadvantage in their job search. Additionally, although Detroit received Federal funding for
weatherization assistance programs, it was a time-consuming process to get the money
through the City Council and out to employers. Cash-flow problems, coupled with tightening
credit, made it difficult for smaller employers to come up with the necessary capital to start
new weatherization projects and to continue financing current ones. This made it challenging
for employers to hire and retain new employees. Thus, there were fewer employment
opportunities for program participants than there might have been. Finally, another challenge
associated with employment and retention of training program graduates was that landscaping
work, as well as construction and de-construction, is seasonal.

’ The unemployment rate in June 2011 was 12.5% for Detroit and 10.5% for the entire state of Michigan.
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3. Program Description

Outreach. SWHS used several mechanisms for marketing and outreach (i.e., postcards, flyers,
posters, etc.) and engaged non-profit/community-based organizations, such as churches,
homeless shelters, food kitchens, One-Stop Career Centers, nurseries, and schools to attract
applicants. Many applicants also learned about the program by word-of-mouth.

Orientation and Prescreening. SWHS conducted program orientations at its Housing
Opportunities Center roughly 3 times per week; each orientation lasted about 1 hour. The
participants were asked to bring their social security card, identification, and proof of income
and residency. Half of the orientation was devoted to an overview of the training program, and
the other half was reserved for completing paperwork.> After orientation, the individual next
completed a physical examination, a drug test, and a WorkKeys assessment. To be eligible to
enroll in the training program, individuals were required to score a three or higher in all areas
of the WorkKeys test. If they did not, they were referred to remedial education resources and
were offered the opportunity to take the test again at a later time. SWHS staff also conducted a
criminal background check on each applicant.

Intake and Case Management. After completing the required tests and paperwork, the
applicant was referred to a case manager for an intake interview. During this process, the case
manager completed an intake interview form, which recorded information about the
applicant’s demographics, work experience, education and training background, strengths and
aptitudes, mental or physical challenges, and barriers to employment. Based on this
information, the case manager made the appropriate referrals to supportive services. The case
manager also worked with the applicant to complete an Individual Action Plan (IAP) prior to the
training start date, which specified the individual’s professional and personal goals, identified
any barriers to achieving those goals, as well as the tasks/steps required for the participant to
realize his or her goal. The IAP was continuously revisited and updated during training and
following graduation.

Training. Participants decided to enroll in either the Weatherization/Deconstruction training
program offered by HFCC/WARM, or the Landscaping/Forestry training program offered by
Greening. The Weatherization/Deconstruction program lasted from 10 to 12 weeks (there was
an optional 2-week deconstruction class) and participants earned a number of certificates and
certifications.® Weatherization Specialist Program participants received one college credit and
were given the option of continuing their training at HFCC after graduation by becoming
certified Energy Auditors (BPI/HERS certification). The Landscaping/Forestry program was an 8-
week course that resulted in a Landscape Industry Certification, as well as the ACT National

* potential participants filled out the following types of documents: enroliment information form, demographic
data form, additional information required for supportive services, types of assistance needed, media consent
form, criminal background check authorization form, and financial literacy assessment form.

* participants earned a Weatherization Specialist Program Certificate of Completion, safety certifications (Asbestos
Awareness, CPR, First Aid, and Lead-Aware Renovation), the ACT National Career Readiness Certificate, and a
Construction Safety and Health course completion card from OSHA and MIOSHA. Those who participated in the
2-week deconstruction class also received a Deconstruction Certification.
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Career Readiness Certificate. Both training programs used a combination of classroom and
hands-on instruction.

Throughout the training, the participants also took workshops and received ongoing coaching
for income support, financial management, and employment. Financial and career coaching
following graduation continued to be provided by the Center for Working Families (CWF).

4. Partnerships

The training partners under DGWS were Henry Ford Community College/WARM (HFCC/WARM)
and the Greening of Detroit (Greening). WARM is a non-profit organization that provides
education to residents and technical assistance to businesses, local governments, and
professionals in the areas of energy efficiency, green building, and sustainability. WARM
partnered with Henry Ford Community College (HFCC) to provide training programs in energy
efficiency, building construction, and retro-fitting. Greening’s mission is to improve the quality
of life in Detroit by guiding reforestation through tree planting projects and educational
programs. Greening provided training in forestry, landscaping, and agriculture for the DGWS
program.

SWHS also partnered with employers, unions/apprenticeship training institutes, and the Detroit
Workforce Development Department (DWDD) to implement the program and facilitate
employment and career advancement opportunities for participants. DWDD was involved in the
initial grant application activities and provided in-kind marketing and referral services for the
program. The Michigan Laborer’s Training and Apprenticeship Institute (MLTAI) representative
attended DGWS management meetings, reviewed the training curriculum, and provided MLTAI
contacts to students and staff. Interested DGWS graduates were able to apply for MLTAI’s pre-
apprenticeship training program and received credit and reduced costs for having completed
the WARM weatherization training.

Employers provided job opportunities and worked closely with SWHS job development staff to
identify and hire DGWS training graduates. The career paths chosen by participants were
largely based on employer advisory committee meetings, and employers provided continuous
input to SWHS about the types of knowledge, skills, abilities, and certifications that they
wanted their employees to have.

5. Program Management and Sustainability

The SWHS and their partner organizations believed that the DGWS program was based on a
sustainable design. SWHS anticipated that renewable energy and weatherization needs would
continue to increase due to Detroit’s aging housing stock, and demand for energy efficient
technologies like solar-voltaic panels and geothermal heat pumps would increase, thereby
improving the employment prospects and outcomes for individuals completing training
programs in these areas. At the time of the site visit, the city of Detroit was building ten new
schools, all of which incorporated energy efficient technology. SWHS also received some

IMPAQ International, LLC Page B-13 Site Visit Summaries



funding through the Detroit Regional Workforce Fund for a green jobs development program,
which was designed to buffer and extend the goals of the POP grant once the funding ended.
Finally, some of the Greening program graduates applied for microloans (up to $50,000)
through the SEEDS organization to start their own business in landscaping.

6. Best Practices and Lessons Learned

According to SWHS management staff, the job placement rate of DGWS participants exceeded
50 percent for recent training graduates, and after 2 years out, it was more than 90 percent.
The Greening of Detroit was a major employer of training graduates, since they had several
contracts throughout the city. Lowe’s, Home Depot, English Gardens, W.H. Cannon, Historical
Courtyard and Gardens, Vet Built, the Department of Natural Resources, the U.S. Forest Service,
and MDOT also employed the training graduates. A major benefit of the program for employers
was that it saved time and money since the participants were prescreened and received career
coaching. Turnover was generally due to individuals finding better employment opportunities
within the industry after obtaining on-the-job experience from entry-level positions—this was
supported by both the program, as well as the employers.

Program Integration/Leveraged Resources. SWHS was able to leverage resources from CWF to
provide additional services to the DGWS training participants, including financial coaching,
career coaching, and income support.

The financial coaching stood out as a particularly beneficial service. Financial literacy was a
challenge for many participants. The CWF financial coach met with the training participant
within the first 2 weeks of the program to put together a “combined financial analysis.” This
included an assessment of the participant’s financial literacy, a balance sheet that captured
details on income and expenses, and a daily spending log. In a follow-up session, the coach
worked with the participant to develop a “client action plan” that established short- and long-
term financial goals, such as improving credit, saving money, purchasing a car or a home, etc.
Improving the participants’ financial literacy and management skills helped ensure that
participants attained and maintained financial stability after securing employment. SWHS and
their employer partners thought that the career coaching was one of the most valuable aspects
of the training model because no matter how well the participants were technically trained,
they also needed the proper skills to find and retain jobs. For qualifying training participants,
links to income support programs were crucial for them to continue through the entire training
program while remaining unemployed.

Comprehensive Assessment. The prescreening, intake assessment forms, and the IAP were
effective tools for identifying barriers to employment and needs for supportive services.
Thorough assessments helped to ensure that proper supports and services were in place so that
participants could concentrate on their training and succeed in the program.
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Sharing Curriculum Ideas. Another best practice reported by the apprenticeship training
institute (MLTAI) was the ability to share resources, knowledge, and ideas with the
HFCC/WARM weatherization training professionals about training curriculum.
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WEST HILLS COMMUNITY COLLEGE DISTRICT
PATHWAYS OUT OF POVERTY

1. Introduction

The West Hills Community College district is located in the central valley of California and
covers a large area. Respondents explained that West Hills hosts classes in sites as far as two
hours away from its central location in Coalinga. Respondents described the region as severely
economically depressed. Respondents explained that some citizens face substantial barriers to
employment. For example, respondents reported an unemployment rate exceeding 20 percent
and an actual unemployment rate in some communities of close to 40 percent. Much of the
employment in the agricultural sector is seasonal. Further, a large portion of the population
speaks exclusively Spanish or limited English.

2. Program Context

The West Hills Community College Pathways out of Poverty program (West Hills) offers training
to unemployed and incumbent workers living below the poverty line in welding, residential and
commercial electrical work, truck driving, forklift operating, and electric motor and controls.
The program is strengthened by supportive services. Throughout the interviews, respondents
reinforced that industry needs were the driving force behind their program design.

3. Program Description

West Hills’ program’s training offerings are sequential and certificate-based allowing multiple
entry and exit points. Local industry recognizes the strength of West Hills’ training and may
require completion of its program to be eligible for specific jobs. West Hills’ training prepares
and administers the test for the American Welding Society’s nationally recognized certificate. At
regional solar sites, employers will not hire employees unless they have taken solar safety at
West Hills. Trainings are offered in multiple geographic locations through the use of a mobile
unit that travels from location to location. For example, West Hills has a mobile welding unit
that allows an instructor to locate the class in any location with an appropriate power source to
teach students at multiple levels of knowledge at the same time.

Recruitment staff and case managers coordinate West Hills’ supportive services. Supportive
services include transportation support, childcare, work supplies (i.e. work clothing like steel
toe boots, long pants, and gloves, as well as safety supplies like hard hats), work equipment,
and tools.

Recruitment staff and case managers also host job preparation workshops both during the
intake process and as part of trainings. Topics for these workshops range from résumé writing
and interview skills to financial planning.
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4. Partnerships

West Hills Community College is located in a rural region with few resources, resulting in limited
choices for education and supportive service partnerships. Many of the traditional services
offered by partners are provided in-house. For instance, West Hills is the grant recipient for The
Workforce Center (the one stop career center) funded through the Fresno County Workforce
Investment Board. West Hills, however, has primary partners for this project, including industry
and employers, and city and county governments, including the Fresno County Workforce
Investment Board.

Respondents suggested that industry and employers lead all activities of the grant from
inception through design and implementation. These partners provide direction by identifying
the skills and abilities that prospective employees need to enter employment in their industry.
They suggest equipment and materials on which participants should receive training, and
supply professionals to teach many of the classes. Employers also use West Hills Community
College to screen and match potential job applicants based on employer identified job
requirements.

City and county governments serve as important partners, providing in-kind support for training
facilities (i.e. libraries, schools, city/county garages), as well as play an important role in job
development. Specifically, the cities and counties work with West Hills Community College
when they negotiate contracts with employers who are new to the area to ensure that local
people are hired on projects. For example, if a new solar farm is to be built in a county, West
Hills will help negotiate the contract to ensure that local skilled workers comprise a percentage
of the workforce.

The Workforce Investment Board and Workforce Center (One Stop) are important partners,
providing space for staff, co-enrollment in WIA programs, aligning services, and leveraging
supports. Focus group informants suggested that the Workforce Center was the only place to
go for a job search.

5. Program Management and Sustainability

The program has three directors who lead credit and non-credit training courses, job
preparation, and placement, respectively. The directors work closely together. The directors are
supported by staff, such as instructors and case managers, relevant to their area of focus.

West Hills has supported the program by providing additional direct financial support from
partners, such as AT&T, PG&E, and their local storage center. The program also has been
strengthened by aligning with other grant programs, and by their receipt of funding from the
Chancellor’s office for incumbent worker training and Department of Transportation grant
funds. Respondents suggested that one of the most important leveraged resources included
donated space and electricity for mobile training units. Local schools, city and county
governments, and libraries are the primary source of this leveraged resource.
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West Hills plans to sustain the program by institutionalizing it within the college district and
continuing to refine training and courses based on specific employer needs. Respondents
suggest that the greatest challenge in starting some of the programs was the lengthy process
for acquiring the initial capital expense of equipment, which was purchased through the
Pathways grant. This equipment will remain in use for future workforce development training.

The directors of the non-credit and credit training courses are actively partnering to
institutionalize the course that this grant enabled them to create. They are in the process of
making the non-credit training eligible for credit as a course offering.

6. Best Practices and Lessons Learned

Respondents identified numerous best practices and success stories from the project.

To date, West Hills has far exceeded all stated outcomes with the exception of job retention. To
guantify job retention requires 180 days of follow-up; to date, students have not been placed in
jobs for that length of time.

Other best practices and success stories fit into three general categories: industry influence on
program design; flexibility in training design to meet the specific community needs; and
consistency and experience with grant staff, policies, and procedures.

Industry has been the driving force behind West Hills’ program design. Industry informs which
types of training should take place and the content of the training. Industry professionals teach
many of the classes. Because of the close relationship with industry, West Hills can screen
prospective employees for industry hiring.

West Hills has sought to overcome the challenges of working in a large, rural region.
Specifically, West Hills schedules time and secures partners to offer courses throughout the
geographic region. The mobile training units travel to communities to provide sequential skill
development. The sequencing in training allows trainees to enter and exit the labor market,
while continually building their skills.

Finally, respondents suggest West Hills has been able to keep many of the same staff members
from grant to grant, thus retaining the knowledge and skills gained by those individuals during
the grant period. These staff members have also developed expertise and created policies and
procedures that can generally be applied across grant programs to ensure grant compliance.
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STRIVE/EAST HARLEM EMPLOYMENT SERVICES
PATHWAYS OUT OF POVERTY

1. Introduction

Strive/ East Harlem Employment Services’ Pathways Out of Poverty Program (Strive) operates in
six sites with the New York City office serving as the grant administrator, fiscal agent, and
organization responsible for coordinating cross-site technical assistance. Strive’s program
operates in blighted urban areas and targets hard to serve populations, including individuals
with criminal backgrounds. Strive’s program has two phases with extensive supportive services
offered throughout. The program begins with CORE, a 4-week attitudinal adjustment training
and introduction to job seeking and readiness, followed by skills training options that vary in
length and depth depending on the particular program. Throughout the two phases,
participants receive case management and supportive services. For the POP grant, Strive
developed new green training programs at all sites with the exception of New York, at which
green training expanded existing programming.

2. Program Context

Strive’s six sites all operate in areas of urban distress and target populations defined as those
most disconnected from the workplace, such as individuals living in severe poverty, individuals
with criminal histories, limited work history, or limited education. In addition to these barriers,
other major barriers for many Strive participants include limited transportation, need for
childcare, and a need for accelerated reading and math preparation.

Some sites face particular community challenges. For example, both Philadelphia and New York
have a strong union presence, which makes it difficult for high needs populations to get jobs in
the construction industry or join unions due to barriers to employment. The programs
operating in Benton Harbor/ Decatur and Flint, Michigan serve participants affected by the
decline of the automobile industry and related fields.

Strive has made several adjustments and modifications to its grant program, including
modifications approved by the Department of Labor. These changes include adjusting the Public
Micro Data Areas (PUMASs) at every site due to identified need outside the originally identified
PUMAs. Also, in Hartford, the Strive affiliate changed during the course of the grant because
the original subgrantee closed.

The Strive program expanded existing programming at the New York site and added new skills
training at all of the other sites. Strive New York had been developing green skills training
leading up to the grant announcement, with other sites preparing to replicate New York’s
practices pending funding. When the POP Solicitation for Grant Applications (SGA) was
released, Strive headquarters released a request for proposals, held conference calls with
interested affiliates, and then selected their subgrantees through a competitive process.
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3. Program Description

The Strive program operates in six locations with a headquarters in New York operating as a
grants and fiscal manager, as well as providing technical assistance to other sites.

The Strive program model has two phases. First, participants attend CORE training, which is an
attitudinal adjustment and introduction to job seeking and readiness course, lasting 4 weeks.
The second phase consists of skills training. For the POP grant, skills training focused in green
industries. The New York site had provided some greens skills training prior to the grant. The
remaining five sites had not provided the skills component of the Strive program and all green
programming was new.

Participation in the Strive program begins with recruitment. Each Strive site has at least one
staff member dedicated to recruiting participants. The Strive recruiter targets areas within a
given city that most likely will have the highest number of individuals in the target population.
Working with partner agencies, such as halfway houses, job centers, foster agencies, hospital
and medical centers, day care centers, and domestic violence service providers, the Strive
recruiter will present at meetings, post flyers, and speak with interested individuals. Individuals
are provided with application information and are invited to visit Strive’s office to begin the
enrollment process. Informants also suggested that word of mouth was another important tool
for recruitment.

Upon visiting the Strive office, potential participants go through an enrollment and intake
process. For the POP grant, students must fill out enrollment forms and then staff determines
their eligibility. Eligibility requirements include residency in the identified PUMA, as well as
having filled out a selective service form, if necessary. Potential participants must disclose
educational attainment and criminal background. Participants are not required to have a high
school diploma or GED. Participants take a TABE test, which is used later to determine
placement in skills courses. Participants may have a criminal history; however, it may determine
which skills-training programs a participant can enroll in. For example, Strive will not enroll an
individual with a criminal background in skills-training programs in industries, such as the health
care industry, that do not hire individuals with criminal backgrounds. Since the POP grant
funded green trainings primarily in construction fields, a participant’s criminal background was
of lesser concern.

During the enrollment process, potential participants will meet with a Strive staff member one-
on-one to determine the individual’s interest in the program and to identify any barriers that
the individual may face while enrolled in the program. Following the enrollment and intake
process, individuals are accepted into the program.

Once accepted into the program, participants take a 4-week attitudinal adjustment course
called CORE. This class lasts from 8 a.m. to 5 p.m., 5 days a week. All CORE training and Strive
supported services are offered at the Strive locations, which are accessible by public
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transportation. Participants are provided with daily transportation vouchers to pay for their
travel to class. Participants receive extensive support services including case management and
job development throughout their time in the Strive program. During the CORE training,
participants are introduced to some of the Strive program’s services and resources. For
example, during the second week of CORE, individuals are assigned case managers who remain
their advocates and supporters throughout their time at Strive. Students are also introduced to
job development staff, who help them to utilize a process of self-directed job placement.
According to informants, including focus group participants, “Strive only helps those who help
themselves.” Participants in Strive are provided with extensive services, yet participants have to
earn those services and earn accomplishments, such as increased technical skills or a job.

Once a participant finishes the CORE training, they engage in skills training. Based on the results
of their TABE test, students are placed in one of two levels of training: a beginner’s training or a
more advanced training. Green skills training takes place at the contracted training provider.
For example, in the New York program, Strive’s offices are located in Harlem, however many
trainings take place in Queens. Each Strive location contracts with various training providers to
provide various green training programs, many of which result in an industry-recognized
certificate. Below, we describe these training programs by Strive location.

Baltimore, MD. Asbestos Removal; 3 Day EPA AHERA Inspector Training; Operations and
Maintenance; OSHA Confined Space Training.

Benton Harbor/ Decatur, MI. Michigan Residential Building Code Construction Safety
Standards; Residential Building, Maintenance, and Alteration Contractors Prelicensure
Education; Business Management, Estimated and Job Costing; Design and Building Science;
Contracts, Liabilities, and Risk Management; Marketing and Sales; Project Management and
Scheduling; Asbestos Abatement; Building Trades and Blueprints.

Flint, M. Tools and Safety; Michigan OSHA Construction Course; Weatherization.

Hartford, CT. OSHA 10; HAZWOPPER; Environmental and Occupational Laws/ Regulations;
Toxicology/ Health Effects; Medical Surveillance; Air Monitoring and Instrumentation; Worker’s
Rights; Personal Protective Equipment: Introduction; Personal Protective Equipment: Chemical
Protective Clothing; Personal Protective Equipment: Air Purifying Respirators; Personal
Protective Equipment: APR Fit Testing, Cleaning, and Maintenance; Confined Spaces; Hazard
Identification; Handling Abandoned Drums and Other Containers; Hazardous Waste Sites: Site
Characterization; Hazardous Waste Sites: Site Control and Decontamination; Hazardous Waste
Sites: Emergency Response Planning; Field Activities Health and Safety Planning; Handling and
Shipping Hazardous Waste Samples; Solar Panel; Weatherization Hard Skills; Green Welding.

New York, NY. Basic Carpentry; Basic Electricity; Basic Plumbing; OSHA — Hazardous Waste
Operations and Emergency Response (HazWoper); Asbestos Abatement Handler; OHSA
Construction Health & Safety; Confined Space; Basic Weatherization; Intro to Solar Panel
Installation.
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Philadelphia, PA. OSHA Safety; Health Hazards in Construction; Green Roofing; Energy Auditing
and Weatherization.

All Strive sites engage industry partners to varying degrees to indentify appropriate green
training. For example, New York has a green training council that helps Strive to identify
appropriate trainings, to secure job placements for participants, and to network with other
green employers.

During skills training, case managers visit participants on a regular basis. Case managers use
reality counseling and choice therapy, by which participants learn to act responsibly and make
better choices. Case managers also help identify support services organizations that may
provide services including housing and food, if necessary. Participants also continue to work on
job seeking skills with a job developer. The job developer helps participants create their
résumés, practice for interviews, and seek out jobs, so that participants have lasting skills to
obtain jobs at multiple points in their careers. Informants report that about 60 percent of
participants find jobs through Strive employer connections, while the remaining participants
find jobs on their own. Upon exit from the program, job development staff track participants to
identify their job retention rates.

4. Partnerships
Strive has strong partnerships on multiple levels reinforced through multiple mechanisms.

Strive headquarters has partnerships with all Strive affiliates. Through the POP grant, funded
affiliate sites have a contract with Strive headquarters that details the statement of work, costs,
contract and record requirements, and audit and site visit requirements. Strive headquarters
staff visit each site for both fiscal and programmatic audits on at least an annual basis. Strive
headquarters also hosts an annual meeting for all grantees to reinforce grant management and
reporting, as well as provide technical assistance to sites.

Strive headquarters also partners with national organizations to provide technical assistance to
sites. For example, Strive headquarters, through a contract, hired Solar One to provide a variety
of services to sites. Solar One developed a manual to assist job developers in identifying and
preparing participants for jobs in the green economy, and to help students in their self directed
job seeking. The manual guides students through a process of identifying potential employers in
their community and resources, such as tax incentives, that may be beneficial to those
employers. Solar One also trained site staff, especially job developers, to understand the green
sector more deeply, and provided training to participants on how to talk to employers and
industry representatives with appropriate industry language, and leverage resources. After the
training, students were able to reach out to potential employers and market themselves as
qualified employees who could help employers to expand their businesses.

Local sites also have a range of partners, including employers, training providers, and service
organizations. Employers partner with sites through green training councils to advise training
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activities and certificates, help with job placement, and network with other employers. Sites
also formally contract with training providers to provide specific trainings. Contracts with
training providers vary by site; however, costs may be determined on a class-by-class basis,
student-by-student basis, or some other measure. Local sites also partner with service
organizations in more informal ways. For example, Strive may recruit participants at a partner
service organization. These organizations may also provide referral services such as housing or
food.

5. Program Management and Sustainability

Strive’s program management is designed to allow each organization or piece of the
organization to focus and specialize in specific content areas. Strive headquarters is responsible
for grant management and reporting. Strive sites are responsible for program implementation.
Strive headquarters staff works to provide technical assistance to sites to improve systems,
such as data collection efforts, to ensure program outcomes are met and to drive program
improvement.

Strive headquarters designed various measures to ensure program compliance. First, Strive had
an all grantee meeting at the beginning of the grant cycle. Strive’s Department of Labor Federal
Program Officer attended this meeting and everyone received an introduction to the grant and
reporting requirements. Strive hosts monthly calls with all sites to address questions and
concerns for grant management, as well as to share best practices and challenges. Strive
headquarters staff visits each site annually, if not more frequently, for fiscal and programmatic
audits. An annual meeting of all grantees augments and reinforces learning and sharing.
Informants also suggested that Strive headquarters staff calls and emails site staff on a regular
and as needed basis to address challenges as they arise.

Informants suggested that the model was effective because Strive headquarters is equipped to
ensure all grant requirements are met, while sites carry out the day-to-day work. Informants
report that most sites were implementing programming within a few months of the grant
award; however, a 6-month planning period would have been ideal. For example, many of the
sites had to hire new staff, develop new relationships with employers to help inform trainings,
and contract with training providers. Also, since many of the sites were new to the skills-
training portion of the Strive model, they were less familiar with the “drop off” periods of
participants and may not have adequately prepared for low participant retention.

The final grantee meeting in June 2012 focused on sustainability. Informants suggest that the
new elements of programming will remain in place because sites have employer and training
provider relationships that did not exist prior to the grant. Also, according to informants, many
of the sites are now better prepared to apply for and manage federal grants as a result of the
POP grant.

Leverage is provided at various levels in the program and varies at each site. For example, each
site provided CORE training as in-kind. In New York, other trainings were provided to
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participants, however, they were funded by other contracts and grants. In Benton Harbor/
Decatur (Michigan), Habitat for Humanity provided paid internships. In Hartford, an
organization called Jobs Funnel provided computer labs for participants.

6. Best Practices and Lessons Learned

Strive initially sought to increase its engagement of women in nontraditional careers.
Informants suggested that they faced numerous challenges recruiting women. Strive applied for
funding from a women’s foundation, however, they did not receiving funding to supplement
the POP grant.

Strive has a variety of management strategies, some of which were previously mentioned, to
ensure outcomes are met and accurately tracked. These strategies include annual meetings,
annual monitoring visits, monthly evaluation of sites, open door communication, providing
training to local data staff, and a program compliance manual.

Informants suggested that a variety of best practices strengthened the Strive program and its
outcomes. These practices include the following.

« Strive headquarters staff and subgrantee site staff have strong and open
communications and work in partnership.

Strive holds the attitudinal or CORE training at the beginning of the program, which
provides participants with a sense of ownership and responsibility, as well as helps them
to develop their sense of self. Informants suggested that it was necessary to address
these basic skills before engaging in hard skills training.

Staff have a strong line of communication with participants and are willing to meet
participants where they are.

Strive has developed systems to ensure that the grant is properly managed and that
best practices are shared across sites. For example, annual in-person meetings and
monthly conference calls have strengthened Strive’s outcomes by addressing any
challenges or complications before they arise.
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GOODWILL INDUSTRIES INTERNATIONAL
PATHWAYS OUT OF POVERTY

1. Introduction

Goodwill Industries International (Gll) implemented a national model for their Pathways out of
Poverty Grant at regional centers in six communities within the United States: Atlanta, GA;
Charlotte, NC; Grand Rapids, MI; Austin, TX; Phoenix, AZ; and Washington, DC. This model
employs four phases to move job seekers from intensive individual assessment through job
placement. While each of the regional Goodwill centers may have utilized a training model
already in place, each center enhanced these programs with the career development model
common to each program. This model includes career planning, transitional jobs, and
occupational skills training. The program supports workers to help them obtain and retain full
employment. While Gll provides consistent support and guidance across sites, each regional
center has the flexibility and autonomy to implement programs relevant to its region.

The regional site studied was Goodwill of Greater Washington (GGW), operating the Green
Pathway DC program. The program is a 10-week pre-apprenticeship readiness construction
training program, providing participants with specialized training in weatherization, Green
Advantage, and smart metering. The DC program has offered pre-apprenticeship construction
training for many years, thus the program needed to make only minor adjustments to its
existing program design to adopt the national career development model.

2. Program Context

With the exception of the transitional jobs and the green component, GGW had been operating
the construction pre-apprenticeship program model since 2005, utilizing a sector model to
understand what businesses need and what gaps in skills exist in the target population so that
its program could respond to those needs. From inception, GGW partnered with the Green
Builders Council of DC to identify and provide training for green initiatives that arose and
integrate the required skills into the training program.

3. Program Description

Outreach. Overall, the program targets areas with high levels of poverty and unemployment
(Wards 5, 7, and 8, and portions of Wards 4 and 6 in Washington, DC). At the program’s outset,
GGW implemented a very comprehensive outreach strategy to encourage program
participation. As such, the organization utilized numerous methods for outreach, including
distributing flyers, placing advertisements in newspapers, posting listings on their website,
attending neighborhood and ward meetings, making on-site presentations, and sending weekly
e-mail blasts to an extensive list-serv. DC Council members were also actively involved in
informing local constituents about the program through websites and newsletters. It appears
that a lot of participants heard about the program by word-of-mouth. The program reached out

IMPAQ International, LLC Page B-25 Site Visit Summaries



to construction companies, community- and faith-based organizations, libraries, and
community colleges, and Washington, DC’'s workforce agency, the Department of Employment
Services (DOES). In addition, targeted outreach was provided to veterans through the Veterans
Administration. Though not initially a highly targeted population, the program also provided
outreach to individuals with criminal histories via the Court Services and Offender Supervision
Agency and Hope Village, a halfway house for ex-offenders. Program staff estimated that
roughly 60 percent of program participants were ex-offenders. The program likely was
particularly popular among this population since the construction industry is relatively forgiving
in terms of employing individuals with criminal backgrounds.

Initial barriers to recruitment included the Selective Service requirement, which was found to
break down trust among the disenfranchised population served by the program. In addition,
the Public Micro Data Areas (PUMA) requirement limited enrollment to Ward 5 initially.
Program staff experienced difficulty recruiting sufficient applicants from Ward 5. Ultimately,
GGW successfully appealed to DOL to serve individuals from Wards 7 and 8, which have higher
rates of poverty, thereby increasing the pool of interested candidates.

Orientation and Intake. While the program was available to provide onsite intake sessions,
most sessions are conducted centrally at GGW’s offices. These sessions are performed by
intake/outreach specialists, are conducted at a scheduled time three times per week, and last
about 3 hours each. Potential participants are asked to bring documentation, including
government issued identification, proof of DC residency, proof of Selective Service registration,
a Social Security card, a birth certificate, and proof of DC police clearance showing that the
potential participant has not been convicted of a serious offense, which would prohibit
employment. Interested participants are also asked to bring documentation demonstrating that
they receive Medicaid or food stamps as proof of income.

During the intake session, the Program Services Coordinator explains the content of the
program, the sequence of the curriculum, and answers any questions, especially those about
whether a potential participant with a criminal background may enroll in the program. Most
importantly, during the intake session, staff also outline the program’s expectations of
participants. Participants receive a detailed Participant Handbook, which provides information
on documentation needed, a questionnaire on the participant’s interests, a consent form to
release information, expectations for participant behavior, the attendance policy, and other
program expectations. The Handbook also includes a form for participants to sign
acknowledging their receipt of the Handbook and their agreement to abide by the program’s
rules.

Only a small percentage of those who attend the orientation decide not to proceed. Those
interested are asked to complete a packet including an interest sheet and an application for
services. The Comprehensive Adult Student Assessment Systems (CASAS) in reading and math is
administered and applicants are interviewed individually to discuss their interest in
construction work. If everything is in order, the applicant is told that GGW will contact them
soon with an acceptance decision. The intake team then discusses the potential participation of
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each applicant. If an applicant is accepted, he is sent a letter informing him of his conditional
acceptance into the program subject to passing a drug screen. Those students who score below
a sixth grade reading and math level are referred to DOES for classes and invited to come back
once to retake the test section that they failed.

Support Services. The program reimburses participants for transportation costs associated with
travel to and from training. In addition, the program provides participants with two vouchers
for clothing—redeemable at the Goodwill retail store—to be used for interviewing purposes.
Participants are also referred to other appropriate services, as needed.

Enrollment and Career Planning. Because intake is ongoing and classes begin every 6 weeks,
the time between program intake and the start of classes could range from just a few days to 5
to 6 weeks. Prior to the start of classes, students are assessed using the Myers-Briggs test and a
review of their interest sheet, and then an individual employment plan (IEP) is developed. In
addition, program staff spends considerable time in discussions with participants, trying to get
to know them better and gain their trust.

The capacity for each class is 40-45 students, though generally not more than two-thirds to
three-quarters of those admitted show up, despite follow-up calls prior to class start dates.
Drug screenings are provided on the first day of class, with a second test provided later in the
program. Local employers indicated to GGW that the drug screenings are an especially valuable
component of the program, as construction workers are required to be drug-free.

Throughout the program, a career coach ensures that students have everything they need to
succeed. Program staff maintains ongoing communication with the participants throughout the
program through texting and email, building a trusting and helpful relationship with the hope of
addressing issues before they arise.

Training. The Green Pathway DC program consists of the several program components.

Employability Skills Training. This training lasts for 3 weeks and involves working with
participants on soft skills for getting and keeping a job. Before entering the program, many
program participants do not have a lot of work experience and have not worked in diverse
work environments. This component of the program teaches participants such things as
employers’ expectations of employees and how to work with people from different
backgrounds. Both participants and program staff indicated that learning how to talk to
employers about a prior criminal offense was especially valuable for ex-offenders.

= Math. Participants receive one week of math instruction.

» Construction Orientation and Readiness Education (CORE). This National Center for
Construction Education and Research (NCCER) competency-based construction training is
provided by the Association for Building Contractors (ABC) and is offered in modules over a
3-week period. It includes the basics of construction, math for construction, basic
employability, and safety. In the first week, the program also includes 3 days of training in
first aid and CPR. ABC provides NCCER training in 12 trades including carpentry, concrete,
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electrical, HVAC, plumbing, reinforced iron, drywall, and masonry. Participants are
expected to be at this portion of the training by 6:30 a.m. This expectation is believed to be
a valuable lesson in real-world employability, as construction workers generally begin their
workdays at this time. Students who successfully complete the training receive a nationally
recognized NCCER certificate and an OSHA 10 certificate.

= Green Training Elective. This was a 3-week module in smart metering, Green Advantage,
and weatherization.” The United Planning Organization (UPO) provided weatherization
training in UPQ’s offices and provided national certification for weatherization upon passing
an exam. Scope Services provided smart meter training at Goodwill’s office, which involved
swapping old meters for modern smart meters. Scope Services provided certification for
smart meter training.

Career Fair. At the end of each training cohort, GGW organizes a Career Fair exclusively
directed to program graduates. The Career Fair has been held in the Association for Building
Contractors building and brings in employer partners looking to fill entry-level positions.

4. Partnerships

GGW has a long history of working with employer groups to identify the work skills needed by
local industry, identify gaps in training, and incorporate relevant training modules for those in
need of employment. These partnerships led to the development and evolution of GGW’s pre-
apprenticeship training program. Similarly, GGW built on their ongoing partnership with the
Green Builders Council (GBC) of DC to help identify the training components for the green
modules for the Green Pathway DC program including Smart Metering, weatherization, and
Green Advantage.

The primary training partners included the Association for Building Contractors (CORE training),
the United Planning Organization (weatherization), and Scope Services (smart metering).
Construction companies, such as MC Dean, Clark Construction, and Miller and Long Concrete
Construction, provided opportunities for employment to participants. The program’s
partnership with ABC was particularly fruitful, as it provided to the program access to over 600
employer members.

However, the program also had numerous informal partnerships with other organizations to
provide presentations or seminars. For instance, Calvary Healthcare provided a health day as
part of program services, particularly focusing on HIV/AIDS and STD education and prevention.
DC Legal Services provided a “know your rights” seminar for renters, and TD Bank provided a
financial seminar. The construction partners noted above, such as MC Dean, Clark Construction,
Miller and Long Concrete Construction, visited classroom sessions to speak to students
regarding the work environment and/or to assist with mock interviews. These partners also
provided opportunities for visits to job sites, as well as job opportunities.

> The 3 week green module was dropped toward the end of program implementation due to lack of funding.
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Social service partners to which GGW refers participants include the Income Maintenance
Administration (IMA) for help with child care services, Angel Ministries, and Bread for the City
for food.

Program staff described that they had regular meetings with partners but were also in constant
communication via the phone and e-mail.

5. Program Management and Sustainability

Program Management. This grant program was administered at the national level through
Goodwill Industries International (Gll) and operated through six regional Goodwill agencies.
Staff at GGW felt that having a national organization with significant experience managing
grants and taking responsibility for data reporting was particularly helpful. In addition, this
model enabled the regional offices to learn best practices from each other.

The program sustained some challenges during the early period of the grant award because it
took DOL a long time to provide the contract to the national office, compressing their time to
meet performance objectives. Also, the grant required grantees and subgrantees to formally
procure partners already identified in the proposal. Because this was not anticipated, the
requirement led to delays in formalizing training arrangements.

Sustainability. Each program under this grant was required to submit a formal sustainability
plan to Gll; however, each program responded differently in terms of what it wanted to
continue with. While the GGW program has been in operation since 2005, currently there is no
additional funding to sustain it in its current form. Program staff stated that they plan to engage
the Workforce Investment Council in an attempt to continue the program. Nonetheless some
components of the program will continue. While the construction training will not continue,
there is funding to continue soft skills training, such as job coaching, etc.

6. Best Practices and Lessons Learned

Across the six local Goodwills that were subgrantees to Gll, the overall goal was to serve 1,300
participants, with 764 (59%) completing education/training activities, 621 (48%) placed into
unsubsidized employment, and 467 (36%) retaining employment through two quarters. GGW
provided data on the number of individuals enrolled in training at GGW through March 2012
(218), the number placed in jobs (72), and the number retaining employment (31). Of these, the
vast majority of participants were unemployed at the time they enrolled in the program. Only
26 individuals who enrolled in the GGW program were incumbent workers; none of the
incumbent workers were placed in a job or retained employment. Thus, 33% of GGW enrollees
were placed in jobs and 43% of those placed in jobs retained employment.

Interviewees with both Gll and GGW indicated that job placement was particularly difficult due
to an unanticipated downturn in the construction industry. At the national level, Gll cited
instances in which employers that had committed to hiring individuals who had completed the
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program subsequently had gone out of business. Further, because of the precarious economic
situation, many employers that were still operating were reluctant to hire new employees.
Other external forces affected outcomes as well. In the Washington, DC area, for example, the
mayor had plans for an extensive smart meter installation program, which was seen as a
promising source of job opportunities for GGW program graduates. However, the mayor lost his
reelection bid and his successor is re-evaluating the initiative. GGW faced an additional hurdle
due to its original PUMA restriction to Ward 5. GGW found that it was difficult to recruit a
sufficient number of participants from this area. Once approval was obtained to expand the
area served to include other Wards in DC, recruiting was more successful. One way GGW
responded to placement difficulties was by establishing transitional jobs, with some program
completers placed in jobs at the Goodwill retail store.

The program identified several best practices that contributed to the program’s favorable
outcomes.

Employability Skills. A critical component of the program for the population served is teaching
soft skills that participants need to be good employees. The program focuses on this
employability component for 3 weeks of the program.

Career Coach. GGW utilizes a career coach who serves as a case manager communicating with
participants throughout their time in the program and for several months after to assist them in
surmounting obstacles to employment. Staff maintains a very supportive relationship with
participants, providing a full range of supportive services throughout the program.

Expectations for Program Participation. The program attempts to simulate work expectations
of employers in the construction industry. For example, program participants are required to
report to work (i.e. training) by 6:30 a.m. each day and are allowed no more than three
unexcused absences. In addition, participants are required to be drug free (drug screening is
performed twice during the program period).

Career Fair. At the end of each training cohort, GGW organizes a Career Fair exclusively
directed to program graduates. The Career Fair has been held in the Association for Building
Contractors building, bringing in employer partners looking to fill positions apprenticeship
positions.

Transitional Employment. Transitional employment in GGW’s retail store provided
employment opportunities for participants unable to obtain employment in construction within
approximately 3 months of graduation.

Cross-Train Staff. Staff should be able to wear different hats in case of changes in staffing.

Training Location. The program’s location should be accessible by public transportation and the
program should provide participants with a stipend to cover their transportation costs.
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The program also identified several challenges that impeded the program’s success.

Down Turn in Economy. Being able to provide hands-on-training through on-the-job training
was a challenge for the program. One company initially slated to provide this role went out of
business during the down turn in the economy. Other companies could not afford to take on
apprentices. Similarly, with the slowing of the construction industry, opportunities for
weatherization declined.

Selective Service Requirement. Requiring that potential participants register with the Selective
Service System, if eligible, was found to break-down trust among the disenfranchised
population served by the program. This was not a requirement of the program when it
operated under previous funding sources.
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LEHIGH VALLEY WORKFORCE INVESTMENT BOARD
PATHWAYS OUT OF POVERTY

1. Introduction

The Lehigh Valley Workforce Investment Board (LVWIB) utilized the region’s workforce system,
education community, employers, economic development, municipalities, and community-
based organizations to re-engage hardest-to-serve young adults in the service area. LVWIB
offered participants a pathway into self-sufficiency with a holistic system of assessment, career
awareness, training, apprenticeships, wraparound support services, and job placement and
retention with basic services delivered from a central location in the targeted neighborhoods.
LVWIB focused on high priority occupations in energy-efficient building, construction, and
retrofit industries, renewable electric power, and energy efficiency assessment.

2. Program Context

The Lehigh Valley area was hit hard by the recession. At the time when the RFP for this grant
was issued, the poverty rate in the city of Allentown, Pennsylvania was 24 percent. During the
early stages of grant implementation, the poor economy adversely influenced job placement.

Labor market information suggested that the local population had low levels of skills. It was
noted that workers lacked the skills needed to use the most recent technologies and
automated processes, as well as an understanding of what green jobs were.

Program participants and many members of the local community lacked soft skills and a GED,
had criminal backgrounds, and did not speak English fluently, which presented many
challenges. Many participants in the program required basic remedial training in order to
attend the more advanced, career related courses.

LVWIB, the grantee, reported having had a great deal of experience writing several proposals
for the USDOL and, therefore, it was not difficult for them to meet the requirements of the RFP.
To meet the RFP partner requirements, the grantee relied upon its strong existing relationships
with training providers. It also worked closely with its employer base, the Chamber of
Commerce, the Manufacturers Resource Center, and the Society for Human Resource
Management. The grant program goals included lowering local poverty levels and getting
people into jobs.

It was reported that the program was aligned with the Economic Development Board, the
Workforce Investment Board, and the Training Institute initiatives.
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3. Program Description

The target populations for this grant program were the unemployed, high school dropouts, low-
income individuals, and individuals with a criminal background. The grant also targeted 12 to 24
year olds. The LVWIB Pathway’s office was strategically located in a newly renovated housing
project, which was in an area in which individuals in its target population lived.

LVWIB recruited participants through community-based organizations, such as churches and
food banks. Career Link (local one-stop) staff promoted the program by tweeting about
recruitment sessions, communicating with workforce professionals, and posting information on
the Career Link website. Flyers in English and Spanish were distributed in the community.
Training providers also referred people to the pathways program.

The grantee conducted sessions that provided potential participants with presentations and
information about the program, job-market trends, and green training. Several training fairs
around the community were held to publicize the green jobs training grant. LVWIB staff did not
report challenges in recruiting participants.

When potential participants came to their center, the grantee staff explained the program’s
eligibility and documentation processes. Potential participants were required to fill out a
program application. The participants were also required to fill out a training research form, on
which they had to explain why they wanted to enter the program.

Program participants were required to take the Key Train assessment to determine their
eligibility for different training programs. If they had any problems with the assessment, the
participants were invited to go to an academic enrichment instructor at Career Link who
provided assistance with improving their scores. Participants were also encouraged to take the
Work Keys test in addition to Key Train. Participants could explore the different kind of
occupations in the green industry on the career link administered O-net.

The grantees also held Green jobs overview workshops at the local community colleges every
month to give potential participants information about the kinds of jobs available in green
industry. The grantees also held Green Career Link Academies, a 2-day program that included
tours of schools, community colleges, and companies, such as solar tech that manufactured
solar panels, to provide participants with information about the kinds of jobs they could obtain
after finishing the program.

The Chamber of Commerce reached out to employer members to spread the word about the
Pathways program and held a Green Sustainable Energy Conference. The training program was
also introduced to board members of the Chamber of Commerce in nearby cities in the Lehigh
Valley area.

The grantee determined occupations for which to provide training based on what the state of
Pennsylvania listed as green jobs. Some of the occupations that were originally thought to be in
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demand were later removed from the program because the levels of demand were much lower
than expected. The grantee purchased training slots from education providers and was invoiced
by the providers for tuition costs, book costs, equipment, and drug or physical screenings.

LVWIB’s training providers had advisory committees through which employers provided input
and help designing the curriculum. LVWIB relied on their expertise.

Most programs used by LVWIB were pre-existing, but were modified to include a green
component and focus on employers’ soft skills needs. Some training providers also hosted
professional development workshops on-site using the LVWIB job coach.

In addition to the training courses, LVWIB staff conducted job search workshops and job fairs at
training sites. They also hired a job coach and business liaison to provide one-on-one
interviewing skills sessions. LVWIB staff provided remedial education to participants, including
ESL and GED classes in English and Spanish.

Some training programs were more flexible than others and could be provided at different
times of day or on different days of the week. Most classes were accessible by public
transportation. The different training modalities used included on-the-job, hands on, and
classroom based learning.

All training courses led to an employer recognized credential. Some led to nationally recognized
credentials including CDL, Microsoft Certification, and OSHA Certification. Other credentials
included MS Office, COMPTEA, NETPLUS, NOCTI, CYSCO, GED, CDL, etc.

The grantee staff kept in regular contact with all the program participants. Workforce
Navigators provided guidance and helped participants resolve any personal issues. LVWIB
offered support services, including job development, childcare, bus passes, and gas cards. The
grant program provided training support in the form of paying trainees an hourly wage until the
available funding was depleted. Participants also were provided with gift cards to help them
with work-related needs, such as clothes and transportation.

LVWIB reported that providing childcare and paying an hourly wage to trainees for the time
that they spent in training were very crucial services, which kept participants enrolled in the
program. For instance, academic and workplace readiness classes had good attendance levels
while the grant had money to pay students for this component; however, when the funds for
this component ran out, the participants could no longer afford to attend the classes. At the
time of the visit, the program had an 87 percent completion rate.

4. Partnerships

The LVWIB utilized its strong existing partnerships with community colleges, career technical
schools, employers, the Chamber of Commerce, and other community-based organizations to
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implement this program. All partners were initially on board, so gaining their commitments or
buy-in was not an issue.

Training providers were the most critical partners in the program because they provided the
skills needed to make participants employable. The Chamber was also a very crucial partner, as
they have connections to 5000 employers. Career Link was also a very valuable partner.

When Career Link staff encountered employers that needed trained individuals, they connected
them with the LVWIB staff. They maintained documents about what kind of jobs and
placements were currently available. For example, they had documentation about companies
that would hire truck drivers without work experience, and companies that work with
individuals with limited English and felony backgrounds.

5. Program Management and Sustainability

The grantee received a lot of support from the Federal Projects Officer (FPO). LVWIB had many
guestions and issues, especially during the start-up phase, that the FPO was able to help
resolve.

Implementation took a little longer than expected because it took significant time for LVWIB to
staff certain positions, such as workforce navigators. LVWIB sought staff with experience in
community interaction, case-management services, and the workforce system, in general.

Leveraged resources included computer labs from the Career Link to help people with ESL, GED
classes, as well as pre-established Career Link forms and processes.

LVWIB used management strategies to keep the program on track, including weekly staff
meetings and sharing minutes from those meetings with the entire staff. Also LVWIB regularly
provided data updates to the staff.

At the time of recruitment, LVWIB staff found that they were not spending enough money, so
they decided to hold training expositions to get the word out to the community. Training
providers provided information on the green training programs that they offered and the
different job opportunities that were available. This helped the program boost enroliment
numbers.

At the end of training, each trainee was required to fill out an effectiveness questionnaire
evaluating the quality of the instructor and the instructional materials. The questionnaire also
asked each respondent to suggest improvements to the program. The grantees maintained a
binder for each training program and showed these forms to potential participants as a way to
attract more trainees.

After grant funding ends, the grantee respondents reported that they plan to use this grant
program as a model for further efforts. Many of the same partners will be involved.
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6. Best Practices and Lessons Learned

LVWIB reported several lessons learned during the course of administering the program, which
served a hard to serve population that included individuals with criminal backgrounds. The
economic conditions made job placements difficult. Accordingly, LVWIB staff linked participants
with staffing agencies to increase the number of participants placed in jobs. Funding, such as
that provided by ARRA, was more beneficial when the economy was doing well, since
employers had a greater need and capacity to train employees in those economic conditions.
During the recession, the construction and the housing sectors declined significantly, reducing
the number of participants that employers in those sectors could afford to hire.

LVWIB reported several best practices that contributed to the program’s success. Notably, it
was important to hire good staff and engage strong community partners. Program participation
was voluntary, accordingly, only the most motivated individuals participated and completed
their training. The program provided remedial education and integrated services to
participants, so that participants could access all services easily. LVWIB’s strong case
management program also was an asset. The workforce navigators were personally aware of
each trainee’s situation and kept them informed about other support services. LVWIB also had
a strong One-Stop Role. Career Link made connections between and shared information with
participants, employers, and the LVWIB staff.

It was crucial that LVWIB engaged motivated partners. The employer partners provided input
about the kind of skills that the industry would require in the future. They also visited the
training institutes to talk to students. The HVAC students visited a large residential construction
site to learn about the workplace and aspects of employees’ jobs. Working with the Chamber of
Commerce also was very effective. The Chamber of Commerce acted as a representative of
employers and worked closely with the LVWIB on policy matters. The Chamber of Commerce
was also instrumental in spreading the word about the program, sending articles to employers
on topics such as on-the-job training, community level skill addition, etc. They also included
program updates in their publications and sent email blasts to members talking about the
program.

LVWIB also reported some significant challenges that impeded the program’s success. Many
trainees did not take their GED classes, and attendance in GED classes was low. Employers felt
that the individuals at this level were not job-ready, did not have enough soft skills, and were
unmotivated and irresponsible.
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MOULTRIE TECHNICAL COLLEGE
PATHWAYS OUT OF POVERTY

1. Introduction

Moultrie Technical College (Moultrie Tech) operates a program named Green TIFT. Participants
are provided extensive support services and training in green construction, energy efficiency,
and renewable energy. The program targets and serves individuals with criminal backgrounds
and other impediments to employment. Moultrie Tech’s program is marked by strong
community partnerships.

2. Program Context

Moultrie Tech is located in Tifton, Georgia, and serves the surrounding counties. The rural
agriculture-based region has no public transportation. Informants report that the greatest
challenges faced by the community are generational poverty and a lack of value for school and
work. Informants report that students will drop out of programs due to barriers such as a flat
tire or minor health issue.

Tifton County was the fourth poorest county in Georgia at the time of the grant award and the
unemployment rate has increased since that time. The Moultrie Tech’s POP program has
successfully targeted the hardest to serve populations, individuals with criminal backgrounds,
including those convicted of felony offenses. During the grant period, nearly 50 percent of
participants had a criminal history. As a result, Moultrie Tech designed a program with strong
support services, and embedded job readiness and development throughout.

Moultrie Tech did extensive market research when planning for the grant and selected target
industries based on the research. Staff also took care to align program activities with other
initiatives of the college, and economic development activities in the region. During the
development phase, staff researched other federal investments that impact the region, local
economic development activities, and the needs of and for potential workers. Moultrie Tech
also used its annual survey of businesses, held local meetings and interviews, and strengthened
partnerships through increased responsibilities. Moultrie Tech envisioned a transition to
specific green sectors in their region by building the workforce at multiple layers. For example,
Moultrie Tech partnered with the University of Georgia and Abraham Baldwin Agricultural
College (ABAC) to try to meet local labor market needs at multiple levels. The POP grant paid
only for specific training at Moultrie Tech, yet is part of a coordinated strategy.

At the time of the grant proposal, market research predicted that biofuels industries would be
growing drastically in the coming years, with the potential for moderate growth in green
construction, energy efficiency, and renewable energy. Staff at Moultrie Tech decided to train
in those four areas for the benefit of local employers and participants. Early in the grant period,
however, federal investment and other investments from the state of Georgia, which had been
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driving growth in biofuels industries, collapsed, causing predicted biofuels’ growth to be
undetermined. Moultrie Tech had already designed a curriculum for biofuels courses, however,
it decided not to offer training in that field since there did not appear to be jobs available.

During this time, there also appeared to be increased potential for local green construction
jobs, as major employers were converting existing structures and building new construction
with energy efficient design. Moultrie Tech was also working closely with the University of
Georgia, which was working closely with local farmers to drive local demand for solar
technologies. As a result, Moultrie Tech requested a modification in their grant to shift away
from biofuels and increase training in green construction and renewable energy. Moultrie Tech
applied for a budget modification in the summer of 2010, however, the adjustment was not
approved for several months, putting the program almost a year behind schedule.

3. Program Description

Moultrie Tech’s program focuses on three new training programs with extensive support
services augmented by strong community partnerships.

Moultrie Tech’s course work focuses on green construction, energy efficiency, and renewable
energy. Each subject area takes two to three semesters to complete. The energy efficiency and
renewable energy are new curriculums created through the grant, while green construction
utilizes an existing curriculum that was augmented. All programs were required to be approved
by the state agency that approves curriculums for all technical colleges in Georgia. As a result of
this process, the curriculum can be easily replicated and sustained at other technical colleges
throughout the state, if there is enough student interest.

Moultrie Tech’s program enrolls a hard to serve population: more than half of the participants
have criminal backgrounds. The program gives preference to veterans and dislocated workers,
as well.

Participants are recruited through a variety of methods, with community partners playing a
critical role. Moultrie Tech has a recruiter who visits numerous places in the community
including the housing authority, Chamber of Commerce, and the Day Reporting Center (DRC) of
the Department of Corrections. Recruitment also occurs through case managers at partner
agencies. Moultrie Tech posts flyers in numerous locations. There is also a “Tell me more”
postcard that an interested individual can fill out and mail to Moultrie Tech, which a Moultrie
Tech representative will respond to.

When a potential participant calls Moultrie Tech to express interest in the program, staff
answer his or her questions. Informants suggest that individuals will often become
unresponsive early in the recruitment process; however, staff still try to encourage individuals
who have expressed interest in the program. Once an individual is prepared to join the
program, he or she must go through the screening and eligibility assessment process. Moultrie
Tech has designed an intake process, including interview steps to process an individual.
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Interested individuals must also take a COMPASS test. Eligible participants must be at least 18
years of age, have a GED, reach specific standards on the COMPASS test, and disclose any
criminal history. If an individual meets all requirements, he or she will fill out a Moultrie Tech
application and pay a $20 application fee. If an individual does not have a GED or does not meet
the math or reading requirements, he or she will be referred to Literacy Volunteers of America
or the Day Reporting Center for educational services. Upon successful completion of education
requirements, these individuals can then be enrolled in the program.

Informants at Moultrie Tech report that substantial support is required to help individuals
through the application and enrollment process because many students are new to the
technical college system and its standard requirements. During the application process,
Moultrie Tech staff help students fill out financial aid forms (i.e. FAFSA and HOPE grant for
Georgia), determine childcare needs (paid for by the grant), and other potential needs (i.e.
transportation, housing referrals, and food). Transportation is one of the most important needs
faced by participants because there is no public transportation in the region. A Moultrie Tech
van is used to transport student from their homes to class; all courses are scheduled around the
van’s availability.

Once the participants’ needs are met, they enroll in courses. Depending on the program, all
training programs last two to three semesters, which may include summer courses. Throughout
the program, students are guided by a case manager. Moultrie Tech also has a job developer
who visits classes, holds regular seminars, and provides individual guidance in the job
development process. All instructors also embed workplace readiness into their courses. For
example, all instructors require a completed résumé as part of the class and hold mock
interviews in at least one class. The renewable energy program includes a section on public
speaking and making presentations, which is designed for individuals who may be interested in
obtaining solar sales jobs. Instructors also involve local employers when possible and try to
keep students informed about relevant job openings in the community.

All courses are a mix of classroom and hands-on learning. Each participant is required to have
an internship, which is arranged through Moultrie Tech. Some students are provided paid
internships through the state. Designing and implementing the internship program required
gaining support and approval from state agencies, and modifying state hiring restrictions
against individuals with criminal backgrounds, which Moultrie Tech was able to secure.
Informants suggested that an internship with the state government held particular value,
especially for participants with criminal backgrounds.

Participants have been able to participate in large-scale projects through courses and
internships. For example, the green construction program is building a house in the historic
district of Tifton with 100 percent donated goods. The renewable energy participants have
installed solar panels on partner organizations’ roofs to help the students understand the
process and impact of solar energy on farms and other agricultures sites.
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4. Partnerships

Moultrie Tech has long-standing partnerships in its community and has strengthened those
relationships through the POP grant. Moultrie Tech had numerous strategies to generate
commitment and buy-in from partners. First, Moultrie Tech has a strong reputation in the
community and a long history of working with some of the partners. Second, Moultrie Tech
completed extensive market research when putting together the grant proposal. Third,
Moultrie Tech garnered support from local and state champions. For example, Commissioner
Ron Jackson helped remove barriers to meet grant objectives, such as modifying standards to
allow individuals with criminal backgrounds to work for the state through the internship
program. Local champions, such as a partner at the University of Georgia, helped garner
product donations from local businesses to construct a house and helped convince employers
to hire individuals with criminal backgrounds. Fourth, Moultrie Tech had contracts with
partners to deliver specific services to the grant. While each partner has met its individual
obligations, the collaboration between partners has resulted in partners providing more than
they are required to provide. Partners appear to believe that the program will provide
substantial benefits to the community and support the programs as much as possible.

One of the most critical partners has been the Day Reporting Center (DRC) of the Department
of Corrections. The DRC has recruited about half of the program participants. Through the
grant, the DRC has a case manager to work with students who is welcomed and encouraged to
meet with staff and students at Moultrie Tech and is provided space there, as well.

Each partner has clearly defined roles and responsibilities; however, each partner also
informally described its role and commitment to job development for the participants.
Throughout interviews, informants described promoting the program and the skills of its
graduates in countless forums in the community.

5. Program Management and Sustainability

Moultrie Tech’s program has a grant manager who guides administrative activities and is
supported by case managers, instructors, a job developer, and leadership at the technical
college.

During the planning and implementation process, Moultrie Tech carefully listened to the needs
of employers and modified the program accordingly. For example, Moultrie Tech decided
against teaching the biofuels program because there did not appear to be any jobs available for
students. Moultrie Tech also had an internal evaluation of the program which included a mid-
term report. In December 2010, the interim report identified successes and challenges of the
program that they used to improve the program.

Moultrie Tech has developed formal and informal mechanisms to ensure that partners are
achieving goals and best serving the community. First, Moultrie Tech requires either monthly or
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guarterly reports of activities. Second, all partners reported communicating with the program
manager on a weekly, if not daily, basis.

Moultrie Tech leveraged the expertise of multiple partners and provided a substantial match.
For example, the green construction students are building a house entirely constructed of
donated materials.

The Moultrie Tech programs will be sustained in different ways; however, no formal
sustainability plan has been developed. First, all curriculum was approved by the state, which
means that any technical college in the state can use the curriculum and begin a program, if
there is sufficient student and/or employer interest. Second, Moultrie Tech is considering
broadening the student enrollment for this program to ensure that it serves a wider audience
and has the necessary enrollment to keep the programs going. There may also be the
opportunity for continuing education seminars for these programs. Third, informants report
that the grant allowed Moultrie Tech to purchase equipment that will be used after the grant
cycle.

6. Best Practices and Lessons Learned

Moultrie Tech’s program is operating in a highly impoverished area with a difficult to serve
population. The program has engaged numerous partners and is working to drive local and
regional economic development. For the region, the Moultrie Tech program is highly innovative
due to its focus on green jobs and the creation of new curriculums.

To date Moultrie Tech has exceeded enrollments, with 358 participants enrolled in the program
(the enrollment goal was 350 participants). Moultrie Tech reports about a 25 percent dropout
rate, however, the target population is often described as the “hardest to serve” population,
which often has high dropout rates.® Since programs last two to three semesters, Moultrie Tech
only has eight participants who have exited the program: all of those individuals either are
employed or are continuing schooling. A large portion of Moultrie Tech participants will
graduate in May 2012 or August 2012, however, the grant ends in June 2012. Informants
suggest a 6-month grant extension would result in far greater results given the timing of the
program and delays caused by the approval process.

Informants suggest the internal and partner-staffing structure was beneficial to the program.
Since the population is hard to serve, Moultrie Tech hired case managers both internally and
through partner organizations, such as the Day Reporting Center, funded a job development
position, provided literacy and adult education services, and embedded job development in all
coursework. Further, administrative staff acted in roles supporting case management and job
development.

® An evaluation of programs serving a similar population (i.e. individuals with criminal backgrounds including felony
convictions and years in prison) may show a high dropout rate.
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Moultrie Tech has a web-based participant management system, which is augmented by case
management systems. Moultrie Tech is careful to limit access to the web-based system because
of the participant data included online. Moultrie Tech also conducted an internal evaluation to
drive program improvement and ensure that the program was meeting participant and
community needs.

Moultrie Tech instituted multiple practices to achieve program success.

Moultrie Tech engaged state and local champions to help remove program barriers and
“open doors” for participants. These partners ranged from those in academia who
expedited the curriculum approval processes, to local judges who allowed individuals to
participate in the program as an alternative to sentencing.

Moultrie Tech engaged the community, and especially businesses, in meaningful ways.
For example, local businesses donated all the products for the home construction.

Paid internships helped individuals new to the sector gain real world working
experience. Within the technical college system, Moultrie Tech was able to hire interns
as state employees, creating additional value to the internships.

South Georgia does not have any public transportation. Moultrie Tech provided a van to
pick students up at their homes, if they lacked access to transportation. Moultrie Tech
adjusted the course schedules to accommodate for the transportation time. Informants
suggested that this service added accountability for students to attend courses, greatly
improved attendance, and morale.

Moultrie Tech worked closely to partner with a traditional four-year university, the
University of Georgia, and a community college, ABAC, to ensure that all levels of the
training ladder are addressed. Informants suggested all partners have benefited from
this structure.

Because programs were so new to the area, Moultrie Tech took great caution in hiring
staff. All faculty were brought in from out-of-state with extensive industry experience.
Informants suggest that faculty members’ outside work and living experiences provided
validity to the program and helped drive economic development activities in the area.
For example, the solar program has taught local agricultural businesses the benefits of
using solar panels to generate energy in barns, which will begin to drive local demand
for solar panels and installation.
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NATIONAL ASSOCIATION OF REGIONAL COUNCILS
PATHWAYS OUT OF POVERTY

1. Introduction

East End Community Services (East End) in Dayton, Ohio, was one of several sub-grantees that
operated Pathways out of Poverty grant programs through the National Association of Regional
Councils (NARC). East End is a non-profit organization that provides a variety of support services
to the disadvantaged communities in Dayton. The programs offered by East End range from
parental education programs, assistance linking individuals to housing, childcare, and other
support services, to employment, education, and training services. Through the Miami Valley
Regional Planning Commission (MVRPC)—a NARC member—East End implemented a training
program designed to provide interested and eligible individuals with training related to
deconstruction and other green jobs. Participants were to receive classroom instruction, on-
the-job training, and support services to help them obtain employment. The program was
advertised as East End’s “Pathways” program.

2. Program Context

The National Association of Regional Councils (NARC) Pathways Out of Poverty programs served
diverse populations in Apache Junction, AZ, Bisbee, AZ, Midland TX, Odessa, TX, and Dayton,
OH. To understand one of the programs implemented through NARC, we visited Dayton, Ohio,
and spoke to individuals who were involved with the Pathways program implemented by East
End.

Dayton, Ohio has faced a significant number of economic challenges in recent years that
preceded the current economic downturn but were nevertheless worsened by the recession
itself. Dayton used to be a large, prosperous manufacturing town, in which General Motors had
a significant presence (the Dayton area used to have the largest concentration of auto
manufacturing jobs outside of Michigan). In the past, someone with a high school education
could have a comfortable middle-class lifestyle in Dayton. The city once had a population of
220,000. This is no longer the case, and the city continues to lose jobs in spite of the recent
economic recovery, with the National Cash Register (NCR), the local post-office, and Eastman-
Kodak continuing to layoff large numbers of people. The current population in Dayton is
140,000; there are roughly 15,000 abandoned houses in the community.

The largest employer in Dayton, and in Ohio as a whole, is the Wright-Patterson Air Force base.
Despite the area’s economic challenges, the base has remained vibrant through the military’s
base realignment and closure (BRAC) process. In fact, the staff at East End and MVRPC
attempted to do some work with the base but ultimately found that overcoming security
concerns posed too big of a challenge.
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By and large, the people who currently live in Dayton tend to be somewhat undereducated and
relatively poor. The demographics of the program’s participants supported this view. The
majority of the program’s participants were African-American males ranging from their early
20’s to their 50’s in age. Three-quarters of the population served were ex-offenders (though
many were convicted of minor possession charges and only a few had violent backgrounds),
which was due in part to the fact that the program recruited heavily from the ex-offender
population. Most of the ex-offenders came from impoverished backgrounds, were unemployed
or underemployed, and had little experience in the construction industry. As a result, it was
initially challenging for the program to find gainful employment for these individuals. Few of
the people who participated in the Pathways program were veterans since few veterans live in
the zip codes targeted by the program.

3. Program Description

The job training developed by East End primarily consisted of a 3- to 4-week program that
provided training in construction and deconstruction. The training was split between hands-on
training and classroom training. The training schedule included 4 days of classroom-based OSHA
training, 1 day of lead safety training, 5 days of hands-on asbestos training for supervisors, 2
days of hands-on training at the deconstruction lab, and 5 days of job readiness training. Most
of the training was held at the East End Community Services building, though the
deconstruction training and HVAC lab training was held at the Sinclair Community College in
downtown Dayton (2 days of training). The 5-day asbestos training for supervisors was later
changed to 4 days of training for workers, because the supervisor training was judged to be too
demanding. Participants who went through the program garnered four short-term certificates:
1) an OSHA 30 certificate for construction, 2) an asbestos abatement certificate, 3) a lead safety
renovation/repair certificate, and 4) a painting certificate. Since the inception of the program,
there have been 319 people who received this training in 12 separate cohorts.

Outreach. East End utilized several different methods for recruiting program participants.
Traditional methods of recruitment, including billboard, newspaper, and radio advertisements
were used to attract program participants. More innovative methods of recruiting participants
were also utilized, including electronic advertisements on the buses throughout Dayton, which
attracted a significant number of clients. East End’s partners, including the churches, food
pantries, and the Dayton chapter of the Urban League also helped with recruitment. In
addition, word-of-mouth was also critical in recruiting participants.

Orientation and Intake. To enter the program a potential participant first was required to fill
out an online application. There was a debate within East End about whether to require this, as
many of the potential participants did not have Internet access. As a result, people came into
East End and signed up on the computer or registered over the phone.

From there, East End staff viewed the list of applicants, determined which of them were eligible
for the program based on where they lived, and then arranged for the eligible applicants to
come to East End for an orientation session. The orientation, led by East End’s main case
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manager, provided an overview of the course, as well as outlined what was expected of
program participants. At the end of the orientation, the case manager completed the rest of
the intake process, which included documenting individuals’ backgrounds and getting their
Social Security numbers (and eventually information on whether or not they had registered for
the Selective Service) through one-on-one interviews. Participants then took a Test of Adult
Basic Education (TABE) and a WorkKeys test. In order to proceed in the program, participants
were required to achieve a sixth grade reading level and a fifth grade math level. Participants
who did not meet these levels were referred to local partners who conducted a GED prep
program.

Once participants satisfied these requirements and continued to express a desire to join the
program, they would be enrolled. It generally took between 1 and 3 months for a potential
applicant to apply for the program and begin the training, depending on the timing of when the
next cohort was scheduled to start.

Enrollment and Career Planning. During the orientation, the case manager clearly explained
what participants were to expect in the program. Once participants entered the program and
began training, the case manager and other members of the East End staff developed a close
rapport with the participants. The case manager attempted to speak with participants within
the first week of the program to assess their needs and future career plans. He and the primary
job developer at East End worked with the participants during the training to help them
develop their résumés, build their “soft skills,” and improve their abilities to work productively
with their colleagues. Mock interviews were conducted with program participants to increase
their employment prospects. Participants were also referred to job openings before they exited
the program. Further, once participants graduate from the program, they were still able to
speak with East End staff about improving their résumés and soft skills, and they were
continuously provided with information about job openings in the area.

Training. As mentioned previously, individuals who completed the Dayton program received 3
to 4 weeks of training. The curriculum that was utilized for this program existed before this
program began. However, the modules and the training schedule were created by East End
specifically for this program. The first 4 days of the program consisted of 30 hours of OSHA
training, which led to participants’ receipt of the OSHA 30 certificate. Another day was spent on
lead training which led to participants’ receipt of the lead safety renovation/repair certificate
and a painting certificate. The participants then received 1 week of asbestos training that
resulted in the receipt of an asbestos abatement certificate. From there, participants received 2
days of training at the Sinclair Community College lab, where they learned deconstruction. At
the conclusion of the deconstruction training, participants received a certificate of completion,
but no formal credential. Finally, participants received 5 days of job readiness training.

4. Partnerships

Several partnerships were critical to the functioning of the Pathways program. Perhaps the
foremost partnership was the link between NARC, the MVPRC, and East End. NARC—the
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principal national grantee—provided funding to its regional partner, the MVPRC, to administer
the grant. The MVPRC then approached East End to partner with NARC to administer this grant,
even though East End had been pursuing another grant. East End agreed to be the lead grant
partner and to help conduct the training, recruitment, assessment, case management, data
collection, and other elements critical to the Dayton portion of this grant. Thus, as the grant
developed, NARC’s primary role was to provide federal oversight to this grant and the MVPRC
provided regional oversight. East End actually implemented the grant program.

The main training providers for this grant included the Sinclair Community College, which
provided two days of deconstruction training at its main campus. Other training providers
included the Mid-America (Mid-America) OSHA Education Center, and Training Services
International. Mid-America sent training staff to East End to conduct the OSHA training over a
4-day period. Training Services International also came to East End to provide 5 days of
asbestos training.

The program’s major employer partner was Dayton Works Plus, LLC, which played an influential
role in designing the curriculum for this grant. Dayton Works Plus is a partnership between East
End, PowerNet of Dayton, and the Architectural Reuse Company. Dayton Works Plus has
received funding through the Neighborhood Stabilization Program (NSP) to deconstruct houses
throughout Dayton and developed the idea of a training program that would give entry-level
workers the training they needed to help with this work. The company hired a considerable
number of East End program graduates to deconstruct houses throughout the city, oftentimes
providing them with 3 to 6 months of work experience before they moved on to other jobs. The
work through Dayton Works Plus, LLC helped to provide these individuals with a solid work
ethic and transferable skills.

The Montgomery County Office of Ex-Offender Reentry also helped with recruitment and
screening of potential participants. Considering the large number of ex-offenders served by this
program (three-quarters of the program participants), this office was able to recruit a
considerable portion of the participants who actually went through the program. The office also
helped with intake and assessment, gauging individuals’ capability of re-offending through a
screening test ranking them in several areas (criminal background, family history, peer
associations, employment, substance abuse, and criminal thinking). Individuals with low to
moderate scores in these areas were forwarded to East End for potential entry into the
Pathways program. In addition, the office helped provide case management services, referring
participants to housing, transportation, and food providers throughout Dayton.

5. Program Management and Sustainability

East End, NARC, and MVPRC staff were unsure about the sustainability of the program as the
DOL funding came to a close. The skills that participants learned through the Pathways program
are transferable to other employment opportunities and East End continued to run its other
programs. However, it was uncertain whether the program that they developed specifically as a
result of this grant would continue.
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Despite the program’s uncertain future, those who have completed the program continue to
receive several case management services through East End, as well as job referrals. In addition,
East End’s partnership with Dayton Works Plus helped to link program participants with
employment in and around Dayton.

East End’s management of the grant helped to ensure the relative success of this program.
Initially there was talk of training individuals in more high-tech and emerging green jobs
positions, including solar panel installation, weatherization, and HVAC. East End staff was
adaptable enough to recognize the difficulty in training sufficient numbers of program
participants in such a short time for these positions. As a result, they were able to quickly grasp
the needs of employers in the city, and developed a reasonable curriculum that helped them
meet or exceed the vast majority of their projected outcomes.

6. Best Practices and Lessons Learned

In its grant application, NARC projected that the East End would train 240 people, with 173
people projected to complete the program, leading to the disbursement of 173 training
certificates and all 173 participants being placed in jobs. Actual program outcomes generally
exceeded these projections, with 319 people going through training, and 296 of participants
completing the training—a nearly 93 percent completion rate. The 296 individuals who
completed training received a total of 1,011 certificates, nearly 6 times the projected number,
with the result that the program has produced an average of 3.4 certificates per person.
However, only 115 of the 296 graduates entered unsubsidized employment following training—
less than 40 percent of the total number of graduates. This is partially attributable to the still
weak economy, the fact that a number of employers will not hire ex-offenders, and the lack of
driver’s licenses amongst the population served, which makes it difficult for participants to
travel to job sites. Despite the relatively low placement figure, East End staff indicated that if
participants truly wanted a job, they could obtain one.

The success of East End in exceeding their training, completion, and certificate disbursement
goals was attributable in large part to the screening of the participants who entered the
program. East End’s screening process was described to us as a “funnel,” which served to
identify individuals who were most likely to succeed in the program. As people progressed
through the interview and selection process, they either self-selected out of the program or
continued with training. Clear expectations were provided to participants at the beginning of
the program. Participants were told at the outset that the best that the Pathways program
could offer to them was to help them get job interviews; no one was promised a job. In
addition, participants were given clear expectations of the types of jobs they might receive,
which helped ensure that people entered the program with realistic goals. Thus, by the end of
the program, the remaining participants were the ones who wanted to succeed and become
employed.

Overall, East End staff believed that the program worked due to the successful operation they
developed at the center, including the clear delineation of tasks between trainers, case
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managers, job developers, and other program staff. In addition, clear divisions of tasks were
allocated early on between East End and its various partners, as well as between NARC and the
MVPRC, which helped make the program run smoothly.

The staff, partners, and program participants with whom we spoke at East End identified a
number of features of the Pathways program and its implementation that they felt were
important to the program’s overall success.

Excellent Wrap-Around/Case Management. One of the successes of the program was East
End’s ability to leverage resources from both their partners and internally to provide critical
services to program participants. East End, which has existed since 1998, was able to leverage
their existing programmatic resources to link program participants with several critical support
services, including clothing, housing, transportation, food stamps, food pantries, churches, and
other critical partners. Considering that many of the program participants were ex-offenders
who were unemployed and underemployed, these services proved to be critical in enabling
them to succeed in the program.

Intake Process. The “funnel” process described above helped to ensure that individuals who
had the motivation, dedication, and ability to succeed in the program were recruited into the
program. The use of orientation sessions, academic skills tests, and one-on-one interviews to
gauge the capabilities of potential program participants proved to be quite successful, as 93
percent of the individuals who actually went through this program completed it.

Integrating Employers in the Program. East End was able to work with local employers,
specifically Dayton Works Plus, LLC, to develop a curriculum that helped to quickly turn
program participants into employable individuals. In addition, East End worked with Dayton
Works Plus to guide many program participants into jobs deconstructing abandoned properties
throughout Dayton.

Close Personal Relationships. As a result of nearly three-quarters of the program participants
being ex-offenders, many did not initially trust the staff at East End to handle their needs. This
problem was mitigated largely by the close relationship developed by East End case managers
and program participants. East End case managers went above and beyond their assigned
duties for these participants, including cooking for them on a daily basis, and acting as liaisons
between the participants and their parole officers. These close relationships helped to provide
the necessary tools for many participants to eventually complete their training.

In addition to program features described as important to the success of the program, our
interviews also identified some challenges associated with the program.

Grant requirements. Some of the features of the grant design posed challenges for the
implementation of the Pathways program. Interviewees noted a disconnect between the
emphasis on high-tech green jobs and the realities of the labor market. The success that the
program was able to achieve was attributed to recognizing this disconnect and shifting the

IMPAQ International, LLC Page B-48 Site Visit Summaries



program to match the training being provided with the existing skills of incoming participants
and the actual jobs that they would be pursuing. Further, grant administration was sometimes
burdensome, particularly with respect to DOL’s RAD system, which was not operational when
the grant began. Also, the Selective Service requirement was not clear initially, which resulted
in the admission to the program of some individuals who had not been screened for Selective
Service registration. When the requirement was clarified, staff at East End worked to verify
eligibility for those participants, which was difficult. Finally, interviewees noted that although
they were approved for a no-cost extension near the end of the grant, they had been told
repeatedly early in the grant that such extensions would not be granted, which caused East End
and NARC to delay applying for the extension.

Population Served. Even though the majority of the individuals who went through the program
were hard working and dedicated to obtaining the training and improving their lives, the fact
that many were ex-offenders created some difficulties. Ex-offenders experienced challenges
securing employment after the training had ended. Though Dayton Works Plus was able to hire
a considerable number of the individuals who went through the training, other employers were
more reluctant. As a result, the employment outcomes were not quite as favorable as East End
had originally forecast. In addition, a number of the individuals served by the program did not
have driver’s licenses. Though East End attempted to aid these individuals in obtaining their
licenses, lacking this often precluded many from obtaining employment, as many construction
sites require considerable travel. Further, Dayton’s public transportation was not extensive
enough to serve these individuals in traveling to these sites.
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CENTRAL VERMONT COMMUNITY ACTION COUNCIL
ENERGY TRAINING PARTNERSHIPS

1. Introduction

Vermont Green was a statewide public-private green jobs training and employment partnership
administered by the Central Vermont Community Action Council (CVCAC), the DOL grantee.
Founded in 1965, CVCAC is part of a nationwide network of Community Action Agencies (CAA)
established by the Economic Opportunity Act of 1964. CVCAC was established to help people
achieve economic self sufficiency. Its primary work focuses on outreach to individuals and
organizations providing them with information, education, and support services; empowering
individuals to develop skills that will allow them to take control of their economic futures;
advocacy for programs that provide economic opportunities for individuals in their
communities; and organizing individuals, groups, and agencies to identify actions that address
social and community issues.

Beginning in 2010, CVCAC began administering the DOL ETP grant funding. The Vermont Green
statewide partnership aimed to prepare workers for occupations including energy-efficient
construction and winterization of homes, renewable electric power, recycling, and waste
reduction, and sustainable agriculture. Vermont Green partnerships fell along its three program
components: employer partners, career development counseling program partners, and career
training partners. Among the three employer partners, program goals were to train and certify
a total of 458 new or incumbent employees in green jobs. Grant program goals also included
provision of career development counseling towards employment in green jobs for 440
individuals among its seven Career Development Counseling partners. Finally, the program
aimed to train a total of 1,114 individuals among its eight career training partners. Partnership
headquarters were located in Barre, Vermont, which is also the headquarters of the grantee
organization.

2. Program Context

Several contextual issues affected the grant program and the environment in which it operated.
First, as stated by one of the interviewees and repeated by many others, “Vermont wants to
make green jobs the cornerstone of the economy moving forward...therefore we [Vermont
Green] work in lock step with the state towards that.” There was political will, business buy-in,
and community commitment to growing a green economy. As early as 2003, Vermont's
governor stated, “Our concern for the environment needs to be part of how we think about the
economy. Remember, it’s a choice between both or neither.”

This policy attitude has helped shape “the Green Valley” vision that ties environmental
protection to economic development and promoting growth of a green economy. For example,
Vermont became the first State in New England to sign onto the Regional Greenhouse Gas
Initiative. This State commitment to a green economy has permeated the business community
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in Vermont and fostered the establishment of several industry partnerships and associations,
such as the Vermont Environmental Consortium. The grantee viewed the advent of the ARRA
funding as fortuitous timing for Vermont, namely, the provision of funding for a State already
poised to grow its green economy. The grantee tapped into this existing interest to bring a
team of partners together to respond to the RFP request.

Vermont’s small population and its geographic distribution were also factors influencing the
implementation approach of the grant program. Lack of critical mass at a program level
necessitated a statewide approach that tapped into pre-existing networks among Vermont’s
small businesses, State agencies, and nonprofit social programs. Geographical challenges also
presented logistical challenges, leading the program to adjust how it conducted its activities, for
example, conducting meetings via telephone or video conferencing rather than in-person. The
program also offered mobile training to accommodate logistical challenges, for instance the use
of a mobile weatherization demonstration trailer. Furthermore, Vermont’s economy is
characterized by a network of small businesses operating in regional economies each with its
own unique needs.

Finally, the state of the economy impacted the grant proposal, as well as the implementation of
grant program activities. While building the partnership and responding to the RFP, the grantee
anticipated being able to train new workers and set goals to reflect this. However, as the
economy contracted, the program had to adjust to work with increasing numbers of incumbent
workers.

3. Program Description

The grant program consisted of three components, as noted: employer partnerships, case
management partnerships, and training partnerships. This approach to service provision was
new for the grantee and designed to leverage pre-existing systems across the different
members of the grant partnership. For instance, Vermont Works for Women (VWW), a case
management partner, was already providing employment and social services case management
services to its clients. With the addition of grant funding, VWW added counseling clients for
training and certification for green jobs to their portfolio of services.

Outreach and Recruitment. The grant program recognized that potential members for the
partnership were already using their own recruitment strategies to reach out to their service
populations. Additionally, the grantee chose to target at-risk youth, veterans, the disabled, and
women in trades typically dominated by men. To actively recruit these populations, the grantee
focused on obtaining recruiting partners with experience in serving these populations. It did not
develop and print extensive recruitment literature about the grant program, focusing instead
on meeting with other organizations and groups who would refer participants to service
providers in the partnership. Among these were the Vermont Departments of Labor and
Education, Community College of Vermont, the Northeast Organic Farming Association, and the
Vermont Youth Conservation Corps. The grantee specifically worked with the Vermont
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Department of Labor to identify “green” firms and their training needs. The grant program then
took responsibility for developing and delivering the training.

Outreach and recruitment at the partner level typically relied on several approaches. Case
management partners reached out to potential recruits using traditional means such as sending
e-mails to their listserv of clients, creating a Facebook presence, reaching out to their
community networks, and recruiting at workshops and training programs. Some career training
partners, such as the trade unions, advertised their programs on Craigslist, while others
communicated with high school guidance counselors or posted opportunities on their own
internal job listings. Among some employer partners, green jobs trainings were provided for
both incumbent and new employees. The grantee worked with these employers to match them
to new employees from other programs within the grant program’s network for training and
certification.

A common challenge for all the partnership types was finding candidates who had sufficient
academic preparation for training and certification. Partners used screening tools to identify
candidates requiring remedial education services. These candidates were required to complete
remedial training before being enrolled into a training program. Another challenge was that
some candidates expected immediate placement into jobs as they viewed the services
rendered by the grant program as job placement programs. Some of these partnerships
retooled their recruitment and marketing efforts to emphasize green jobs training and
certification. Overall, the grant partners were able to meet recruitment goals.

Training and Credentials. Once employer and career training partners recruited candidates into
their green jobs training and certification programs, they either offered the training using
industry-accepted training curricula within their own facilities, or worked with the grantee to
match their clients to partners capable of providing the required training. The grantee worked
with partners to match their clients to appropriate partner training programs. It also worked
with Vermont Technical College to develop training and certification programs that met the
needs of clients from partner programs. On a case-by-case basis, the grantee worked with
partners to refer their clients to out-of-State training and certification programs not available
within the grantee’s network of partners. Case management partners primarily referred their
clients to training and certification programs within the grantee’s network, namely employer
and career training partners and/or Vermont Technical College. Some of these case
management partners, such as Vermont Works for Women and the Champlain Valley Office of
Economic Opportunity, also provided training.

The grantee also developed innovative training methods to provide services to participants in
remote rural areas or where gathering a critical mass of trainees was challenging. For example,
it developed a mobile weatherization demonstration model to train clients. This model could be
driven to remote areas or a central location that brought clients from different regions to one
location. It also invested in a mock-up wind turbine model that would facilitate providing
hands-on training on wind energy turbines.
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Support Services. Among the successful supports and services identified by the case
management partners were the provision of gasoline cards to assist participants with
transportation needs; assisting clients to arrange car repairs; providing lodging for clients;
providing clothing and basic entry level tools such as tool belts, boots, and construction pants;
and client follow-up services. The grantee recognized that some case management partners
were focused on counseling and support services for their clients and were not particularly
adept at job placement services. Consequently, it contracted a dedicated job placement officer
at Vermont Technical College to provide this service.

Employer and career training partners did not generally provide support services. One career
training partner acknowledged that support services were issues that had not been taken into
consideration when applying for grant money, but that observing the benefits from the case
management partners had persuaded them to consider creating similar services when writing
new grants.

4. Partnerships

Most partners were already part of a pre-existing network, the Creative Workforce Solutions,
an informal network that brought together Vermont business, service provision nonprofits,
trade associations and unions, and State government agencies to discuss workforce strategies.
The grant program brought many of these partners together to focus on green jobs and
Vermont’s Green Economy. Employer partners include Country Home Products, Northern
Power Systems, and SB Electronics, all engaged in the development of energy efficient products
such as solar heating panels and electric vehicle components.

There were seven partners actively engaged in providing career development counseling.
During the grant writing process, a decision was made to ensure that programs serving youth,
women in non-traditional jobs, the disabled community, and communities predominantly
affected by poverty were represented. These partners often provided general counseling to
their populations on other issues important to specific populations, with career and
employment counseling being one of many services offered. Among the key counseling
program partners were Bennington-Rutland Opportunity Council Inc. (BROC) — Community
Action in Southwestern Vermont (part of the nationwide CAA network), Vermont Works for
Women, Champlain Valley Office of Economic Opportunity, and Vermont Coalition of Runaway
and Homeless Youth Programs.

The grant program also brought together eight industry organizations, trade unions, and a
technical training college to focus on the provision of green jobs training and certification for
their members. Among the key training partners were the Homebuilders and Remodelers
Association, the International Brotherhood of Electrical Workers Local 300, UA Local 693
Plumbers and Pipefitters, Vermont Fuel Dealers Association, and Vermont Technical College.

Among other partners that did not receive grant funds but were actively engaged in assisting
with workforce development were State agencies such as the Vermont Department of Labor,
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Vermont Office of Veteran’s Affairs, Vermont Regional Workforce Investment Board, and
Vermont Energy Investment Corporation.

5. Program Management and Sustainability

The grantee had begun looking for alternative resources to sustain Vermont Green by the time
of the site visit. Among their options were funding distinct pieces of the program, such as the
case management component. The grantee was also looking into foundation and state funding
sources and was confident that the goals of the grant would continue to be important to the
State and that some funding would be available. The Vermont Department of Labor was
confident that some of the funding would be provided by the State budget, especially if specific
target populations were identified. For example, in a recent study of Vermont’s long-term
unemployed, the Department of Labor realized that approximately 20 percent of these
individuals had college degrees and experience in trades that would benefit from retraining in
green jobs to meet existing areas of need such as “greening” universities and winterizing homes
and commercial buildings. Both the grantee and the Vermont Department of Labor agreed that
the grant partners had a long-term perspective on Vermont’s Green Economy and “all relevant
partners are at the table.”

The employer partners’ approach to sustainability was to ensure that they were also training
their incumbent employees as trainers for future employees. Career training partners such as
unions had begun considering using part of their membership dues to continue to provide
training services. In addition to membership dues, some unions were considering cost-sharing
mechanisms with individuals and contractors. Case management partners noted that they
would continue to seek funds from foundations and State agencies to support their case
management portfolios, including green jobs counseling services.

Vermont Technical College was already engaged in training Vermont’s workforce prior to
Vermont Green funding. The grant enabled them to develop training classes in solar, wind, and
geothermal energy for grantee clients. To enhance sustainability, the college was exploring
opening up this training to clients outside the grant program, such as the New England market,
for a fee. Proceeds from the training classes could then be used to hold some spaces for
trainees from state programs.

The grant program was generally able to meet and exceed the recruitment and training goals
set out in the grant proposal for most of their partnerships. They were facing “more recruits
than we can serve.” However, an area where they were not as successful was the recruitment
of youth. Youth were already engaged with school-based programs and did not enroll into the
grant program at the anticipated rate. The Homebuilders and Remodelers Association also
faced some challenges in meeting its goals.

Overall, through September 2011, the grant partners had enrolled 1,573 individuals into their
training and certification programs. Of these, 1,331 had completed training, 1,204 received
certificates, and 1,067 placed in employment. Of those placed in employment, 864 had been
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placed in occupations related to their training. Enrollments by program component were as
follows: case management partners enrolled 836 individuals; employer partners enrolled 301;
career training partners enrolled 314; and other partners enrolled 122 individuals.

While the grant program believed it had been quite successful with recruitment, it also pointed
to the introduction of the mobile weatherization demonstration model, the mock-up model of
wind turbines for hands on-training, and the purchase of a solar training model by one of the
partners as significant outcomes for their first year of operation.

6. Best Practices and Lessons Learned

Utilizing Pre-existing Partnerships. The grantee successfully brought together a network of
partners with a common goal of supporting Vermont’s green jobs initiative under the Vermont
Green partnership. This success was attributed to its efforts to take advantage of pre-existing
networks between businesses, nonprofits, and government agencies such as Creative
Workforce Solutions and Renewable Energy Vermont (REV). In addition to sharing a common
goal, these partners had already established proven communication, planning, and operational
strategies. The grantee involved these partners during the grant writing process to provide
diverse and knowledgeable input into the overall design of the grant program. This was critical
for Vermont, a small State with unique regional economies, geographical challenges, and a
network of small businesses. This approach enabled them to take advantage of synergies
already cultivated within the networks. Partners also noted the benefits to being able to work
with a diverse group of partners.

Misperceptions about Green Jobs. Some program partners and administrators noted that there
were some misperceptions about green jobs training and certification among potential
employers. Potential employers expressed a reluctance to hire green jobs applicants as they
perceived them to be more expensive than non-certified workers. In addition, some employers
were reluctant to train their incumbent employees in green jobs as they thought that training
would be expensive. The grantee took a two-pronged approach to resolving these
misperceptions. First, it actively recruited employer partners and provided training for
employees to become “master trainers” so that employers would have in-built institutional
knowledge for future training needs. The second approach was to involve the job placement
counselor at Vermont Technical College in educating employers about what it meant to be “a
green job certified employee” and that they would not impose additional costs on employers.

Leveraging LMI Resources to Identify Green Jobs and Areas of Need. Vermont’s Department of
Labor was the recipient and administrator of a $4 million LMI Research Grant in Green Areas on
behalf of the Northeast Research Consortium consisting of New York, New Jersey, Georgetown
University, and direct employers in Indianapolis, Indiana. The goals of this grant were to refine
existing BLS O*Net definitions of green jobs and model green job availability over the upcoming
6-12 month period. Information gleaned from this grant was shared with the grantee during the
grant writing process. The grant program continued to use these data to identify training needs
statewide. In addition, the Vermont Department of Labor was working with the New England
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Clean Energy Council and New England Energy Efficiency Partnerships to develop a website that
consolidated all green jobs opportunities in Vermont. This information was shared with the
grant program.

Job-readiness and Pre-apprenticeships. Career training partners identified green jobs training
and certification as meaningful credentials for job placement. However, there was added value
in ensuring trainees were also exposed to real-work work conditions by engaging in
apprenticeships or hands-on training. The plumbers union cited their pre-apprenticeship
program as a good example.

Providing Comprehensive Counseling Services. Case management partners thought that
comprehensive screening and follow-up services were critical to ensuring successful training
and placement of participants. They noted that not all potential participants were suitable for
immediate training and job placement, but rather needed to first address some underlying
social problems. In addition, they cited anecdotal evidence that candidates who were
committed to green jobs training were more likely to be successful than participants who
sought training and certification because they had heard that green jobs were lucrative or were
merely seeking any form of employment.

Data Monitoring. The grant program invested in developing a monitoring tool based on
DOL/ETA guidelines to assist them in tracking progress. While some partners noted that
providing data presented additional burdens, they were still able to provide the information to
the grant program on a regular basis. This data monitoring was used to support enhanced
program management.
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MEMPHIS BIOWORKS FOUNDATION
ENERGY TRAINING PARTNERSHIPS

1. Introduction

Memphis Bioworks Foundation (hereafter Bioworks) is a nonprofit organization working to
develop the bioscience industry in the Memphis region through leadership and infrastructure,
workforce development, and entrepreneurship. As the DOL grantee and coordinator of the
Southern Energy Training Consortium (SETC), Bioworks operated the ETP grant program in the
greater Memphis region and surrounding counties. Overlapping three States (formally in
Tennessee and Arkansas and informally in Mississippi), training providers and supportive
service providers worked across State lines to address the needs of the regional economy.

The grantee partnered with formal partners that included four community colleges, one labor
union/trade association, and a nonprofit organization that provided case management and data
management services; there were informal partners as well. The training providers leveraged
existing curricula and expertise coupled with input from employer partners to produce new or
modified training in:

« Solar installation

« Agricultural production for biomass crops
« Sustainable design and construction

« Renewable energy

» Chemical processing

« Plant process operations.

Program goals included serving 450 participants, having 420 complete education or training
activities, having 179 complete education or training activities and receive a degree or
certificate, and placing 247 in unsubsidized employment.

2. Context

Memphis and the surrounding region were economically depressed and experienced high levels
of distress during the recent nationwide economic downturn. In June 2009, unemployment
rates in the 26 counties targeted by the grant ranged from 7.9 percent to 18.4 percent, with
nearly all counties falling above the national unemployment average. In addition, more than 20
percent of the population in the target region lived below the poverty level in 2005. This
economic depression was juxtaposed with a growing manufacturing base of biotechnology and
energy related products and State-funded solar facilities. The grant program was designed to
marry these two issues by providing skills training in the biotechnology and energy sectors.
However, since the grantee and its partners anticipated a slow recovery period, setting goals
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for this project required extensive thought and planning, especially regarding job placement,
because of the uncertain timing of economic recovery.

Unexpected changes in the economy and local economic development impacted job growth
and demand in particular areas, forcing the grantee to adjust elements its program model. For
example, economic growth in the solar construction industry was slower than the LMl indicated
when the grant application was written, because State investment in solar farms was delayed.
As a result, the grantee shifted some of its funding to different training areas with higher
projected rates of growth.

This ETP grant program was a 24-month grant. When designing the program, the grantee and
its partners felt participants would have the best labor outcomes with more education,
especially with Associate’s degrees. While participants would be better prepared for the labor
market, a large portion of participants would not complete training until the final two months
of the grant, however, leaving little time for job placement before the grant expired. The 24-
month grant cycle was also challenging because the grant program was limited to the
community college academic calendar and did not start most training programs until August
2010. Similar to many other grantees that received site visits for thte study, this grant program
took nearly eight months to develop or adapt a training curriculum, increase industry buy-in to
adequate levels, and receive approval for the purchase of capital equipment.

SETC aligned and planned programming in collaboration with local government and economic
development efforts. For example, each of the training providers worked closely with its
Chamber of Commerce to ensure training aligned with the local community economic
development strategy. The two training providers operating in the greater Memphis region
were part of a larger effort to brand the city as a “green” city. The City of Memphis was also
part of the grant effort and, as a result, was retrofitting all city government buildings, thus
driving demand for the grant training provided.

3. Program Description

The grant program provided a variety of training from five training providers (four of which
were community colleges) with supportive services provided either in-house or through
contracted services.

The grantee acted as an intermediary, ensuring grant compliance, fair distribution of funds, and
appropriate client data collection. It communicated program outcomes through a common
web-based case management system, as well as through regular program meetings. The
program consisted of a variety of training in various energy sectors from manufacturing to
energy production (i.e., solar panel installation) to green building, in order to avoid over-
saturating the job market in a single training area. Training in the program was generally
focused on building basic skills or expertise in a trade (such as architectural design), but
supplemented trainings with green components such as LEED certification.
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Each training program was slightly different, with variation across training providers and
training types. Training providers offered evening and daytime classes, as well as some
Saturday classes. Most classes consisted of some hybrid of classroom learning, hands-on
experiential learning, and online learning. A strong emphasis was placed on hands-on learning.
For example, training providers invested in capital equipment, such as a biodiesel generator
and a mock house for students to practice in different scenarios mirroring the work
environment.

Support services varied by location and training provider. For example, the largest training
provider, located within a metropolitan area, provided extensive supportive services because
the scale of the program allowed the project to hire case managers and job developers.
Specifically, Southwest Tennessee Community College partnered with Seedco, a national
nonprofit that advances economic opportunity for people, businesses, and communities in
need. Seedco staff acted as case managers connecting participants to support services such as
child care, transportation, and tutoring, paid for through a variety of sources including the
grant. Seedco also operated “Boot Camps” that helped participants succeed in both the
academic and the work environment. Topics covered in boot camp sessions included study
skills, time management skills, technical writing skills, effective communication, conflict
resolution, tips for on-the-job success, resume support, and mock interview training. Smaller
sites provided support services through different mechanisms, such as in-house career centers
and tutoring services.

Recruitment varied by training provider, but traditional recruitment methods were generally
used. For example, most training providers reported recruiting participants through One Stop
Centers, public announcements, newspapers, and flyers distributed at public locations.

4. Partnerships

Memphis Bioworks formally partnered with five training providers and Seedco, and informally
partnered with Chambers of Commerce, city government, One Stop Centers and employers.
The partner organizations had never formally worked together as a group prior to this grant,
although some partners had informally worked together before. A highlight and driver of the
effectiveness of the grant program was its strong partnerships with a shared vision.

The grantee had sub-grantee agreements with all training providers and Seedco, which defined
roles and responsibilities, deliverables, and outcomes. Partners met on a quarterly basis and
the grantee met with individual sub-grantees on a quarterly or monthly basis (depending on
their role) to work towards meeting outcome targets.

While this partnership was new, the strong central administrative structure helped all partners
create a shared vision of the project and the partnership. Each partner recognized its strengths
and the strengths of other partners, creating a collaborative environment. As a result of the
grant, these partners started planning additional projects and applied for other grant funding
together.
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“Informal” partnerships were not solidified with a formal agreement or MOU, unless leveraged
funding was provided, but they served an important role in administering the grant. For
example, local employers helped modify curriculum, provided tours and worksite exposure for
students, and assisted with job placement. The workforce system assisted in providing LMI for
the application process, and local WIAs supported the grant through One Stop Centers, for
example, by referring potential participants to the program. Local governments supported the
grant program efforts in a variety of ways, such as helping with job placement, recruitment, and
advertising.

5. Program Management and Sustainability

The grant program was managed centrally by the grantee, which ensured grant compliance,
monitored program outcomes and spending, and coordinated with training partners in
developing recruitment plans, monitoring spending, and reporting participant outcomes.

The grantee served as grant manager, creating policies and procedures manuals for all partners
that included all DOL contract definitions and terms. The grantee also provided training to all
partners; conducted monthly reviews of goals, procedures, and outcomes; and worked with
training partners as needed to adjust training schedules to meet program goals.

Sub-grantees expressed appreciation of the role of an intermediary like Memphis Bioworks as
the grant administrator. By taking on a management and oversight function, the grantee
allowed the community college and nonprofit partners working in direct service to concentrate
on their core strengths.

All project partners leveraged resources through a variety of means. For example, the training
providers based programs on existing programs and, in many cases, used existing equipment.
The City of Memphis was the largest source for leveraged funds, reallocating WIA dollars for
paid internships and providing opportunities to retrofit city government buildings.

The grantee contracted with Seedco to provide case management and data management
software and support. The web-based, real-time system allowed each training provider and
case manager to view their participant case files electronically, while the grantee could view
individual case files and create aggregate reports. Through this system, the grantee was able to
carefully monitor partner progress and ensure data were accurately reported.

Sustainability for these programs derived from three sources, although none of the training
providers created written sustainability plans. First, all partners were working to create and
increase employer demand for the training provided. Second, the community colleges were
working to institutionalize programs to be funded by tuition dollars. Third, the grant program
was working with economic development organizations to help build a workforce that would
attract industry. As the grantee gained a reputation as a green organization, staff worked with
the city government to create a level of demand for goods and services.

IMPAQ International, LLC Page B-60 Site Visit Summaries



Participant outcomes were somewhat limited due to the short length of training for most
participants. According to informants, a large portion of participants finished training in
December 2011 with job placement activities beginning for those participants in the fall of 2011
(prior to completion). The grantee added a full-time job developer to assist the participants in
placement and to perform outreach to the employer community on their behalf. However,
since the grant ended in January 2012, there was concern about placing participants in jobs at
the end of a community college semester and during the holiday season (December and
January).

The grant program prided itself on accurate participant tracking supported by the web-based
case management system that aligned with the RAD system. Informants could easily navigate
the web-based tool and describe policies, procedures, and activities that ensured outcomes
were accurately tracked and appropriate program adjustments are made.

While participant outcomes were limited, other beneficial outcomes of the grant were not
based on participant outcomes. For example, the collaboration of all partners was noted as a
positive outcome of the grant. Members of the partnership, with their shared vision,
anticipated using the grant as a jumping off point for regional collaboration in the future. Also,
training providers provided a range of certificates, credentials, and Associates degrees that
would be valuable to the participant in the context of building a career in the long term.

6. Best Practices and Lessons Learned

The grant program might best be defined by several factors, described below.

« Strong central management streamlined processes, ensured grant compliance, and
created a long-term shared vision among all partners. The central management
structure allowed partners to come together in a neutral fashion, share ideas, and
prevent competition for training dollars. The grantee helped create a clear delineation
of roles, responsibilities, and expectations, which allowed all partners to focus on their
area of expertise (training, teaching, providing supportive services) more than project
management, oversight, and reporting.

All partners had a shared vision of the project — there was a sense of urgency, a need to
help people get work, and a foundation to build a lasting partnership among and
between the organizations involved. Once all partners agreed to this shared vision, they
used one another’s expertise to maximize results. The consortium model allowed small,
rural communities to access resources they would not have been able to access
otherwise. Additionally, the rural communities had resources (such as curriculum) that
they were able to share because of the partnership. In short, the consortium model
allowed for a give-and-take relationship that would not otherwise have existed.

« A segmented training approach used LMI enhanced by industry sources to identify
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multiple areas of labor demand in the service area. The program then delivered training
in these multiple sectors, avoiding over-saturating any one sector.

» Strong data-tracking systems complementing thorough written policies and procedures
allowed for data-driven decision making. The central convening agency, the grantee,
was able to capitalize on its expertise, especially staff expertise in the area of workforce
development and managing DOL funding, to ensure compliance with grant objectives. A
web-based, real-time case management and data management system was used to
continually monitor grant outcomes and adjust program components and training
accordingly. For example, in response to initial job placement outcomes that were
lower than expected, the grantee reallocated funds from the pool of funds set aside for
tuition to hire a job developer and employment specialist. The training provider,
Southwest Community College, agreed to the tuition change due to its strong working
relationship with the grantee and the mutual recognition that this change would be best
for the program participants.
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SER METRO-DETROIT, JOBS FOR PROGRESS, INC.
ENERGY TRAINING PARTNERSHIPS

1. Introduction

SER Metro-Detroit, Jobs for Progress, Inc. (SER-Metro) serves a diverse community in both the
city of Detroit and Wayne County. SER-Metro, a non-profit organization in operation for the
past 38 years, is a long time provider of employment and training services and highly active in
economic and community development in southern Michigan. SER-Metro currently operates a
year-round Youth, Adult Education, and TANF collaborative and an Alternative High School in
partnership with Hazel Park Schools. SER-Metro was previously the One-Stop Career Center
operator in the area and has managed more than $300 million in Federally-funded contracts,
including a six-year, $43.6 million DOL’s Labor Youth Opportunity Program.

Beginning in 2010, SER-Metro began operating the Regional Energy Efficiency Partnership
Training Program (REEPTP) under the ETP grant. As the grantee, SER-Metro’s goal was to recruit
and train 340 individuals in 12 cohorts for occupations in energy efficiency, building
construction, retro-fitting and deconstruction. The grant program consists of six training
“tracks,” starting with a foundational “Convergent Technology and Energy Efficiency” course
requiring 390 hours of combined classroom and hands-on instruction. Upon completion of
Track 1, participants may enter employment in qualified occupations (Track 2), pursue
advanced training to become a Residential Wireman or Laborer’s Apprentice (Tracks 3 through
5), or participate in “up-skill” training for installation of solar photovoltaic panels (Track 6 — for
Journeyman Electricians only). As of August 2011, the program had recruited 207 participants in
10 different cohorts.

2. Context

Southeast Michigan, in both the city of Detroit and Wayne County, have been hit extremely
hard by the recession, with the auto industry slowdown felt years before the official national
recession hit. In addition to the high unemployment rate, when the grant application was
written, approximately 50,000 people in southeast Michigan (over 25,000 in Wayne County
alone) were expected to exhaust their unemployment benefits in January 2010.

To address these challenges, the grantee targeted individuals displaced from the automotive
industry, which made up about 20 percent of the unemployed population in their service area,
as well as minorities and women. Approximately 25 percent of the population was female and
10 percent new citizens. To be eligible for the program, applicants needed either a GED or high
school diploma. The average age for training participants was about 30, with participant ages
ranging from 19 to 63. Although some participants had construction experience, most did not
and were seeking training to establish a new career path. A number of participants (about 10
percent) left the training program because they had been called back for jobs or were not able
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to support themselves financially during the program and had to take a job. Some individuals,
however, were able to temporarily exit the program and come back with the next cohort.

3. Program Description

Outreach. The grantee used a variety of marketing and outreach mechanisms to recruit
participants, including posting flyers, conducting onsite information sessions at community
agencies, e-mail broadcasts, profiling (using database data to identify candidates) and
telephone calls. Advertisements were also placed at One-Stop Career Centers, churches, and
other areas, and the program was marketed at career fairs and at Detroit Edison, the major
utility in the State, to bring in new participants. It appears that most individuals heard about the
program by word-of-mouth.

Orientation and Intake. The grantee conducted orientation sessions centrally, as well as onsite
at community agencies. These sessions were performed by intake/outreach specialists. The
participants were asked to bring documentation including a driver’s license, Social Security
card, high school diploma or GED, and proof of unemployment insurance. Those without a valid
driver’s license or a diploma/GED were ineligible for the program. Participants were asked
whether they were comfortable working in the conditions required by the program (outdoors,
with heavy machinery, noisy environments, etc.), why they were interested in joining the
program, and what immediate and long-term career goals they had. Participants who met the
basic qualifications were then TABE-tested the same day and had to demonstrate an eighth
grade math and reading level; if they fell below this threshold they were provided with a
username and password for accessing the Plato Online Learning Management System software
for self-directed remedial education. Finally the participants had to pass a criminal background
check, a drug test, and a physical examination. Once all the criteria had been met, the
intake/outreach specialist scheduled the individual to meet with a career coach to begin the
enrollment/career planning process (referred to as an “orientation letter appointment”).

Enrollment and Career Planning. During the orientation letter appointment, the participant
and the career coach put together a Customized Career Plan (CCP) to document educational
and personal goals. The CCP documented any barriers to employment or training and helped
connect the participant to appropriate supportive services. The career coach also provided
participants with an introduction to O*NET so they could continue to research the occupation
and industry they were interested in. The CCP was revisited during the sixth week of training.
Somewhere between the tenth and twelfth week of training a “team review meeting” was
scheduled so that participants could begin working with an employment specialist to review
and upgrade their resumes and begin taking other steps to ensure job-readiness.

Training. Among the six training tracks in the grant program, Track 1 represented the core,
lasting for 390 hours over a 16-week period and segmented into three “tiers.” Tier 1 included
three academic courses consisting of a Career and Professional Development course and two
Sustainable Environmental Design courses involving classroom instruction. By completing these
courses, participants earned seven credit hours at Wayne County Community College (WCCCD),
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where the training was conducted. Tier 2 instruction consisted of technical, hands-on training in
environmental health and safety (six classes), general construction (six classes) and
weatherization installer techniques (seven classes), lasting a total of 205 hours. Finally,
additional classroom instruction consisting of weatherization supervisor training and energy
auditing was provided in Tier 3, which lasted 80 hours. Upon completion of the course, the
participant received an overall Convergent Technology and Energy Efficiency Certificate from
WCCCD, in addition to other certifications and licenses.

4. Partnerships

The grantee’s the training partners were WCCCD and Detroiter’s Working for Environmental
Justice (DWEJ). There were six different WCCCD campuses, but most training programs were
operated from the Eastern Campus Corporate College. WCCCD staff conducted the academic
classroom portion of the training and DWEJ provided the technical hands-on training.

Pre-apprenticeship and apprenticeship training opportunities were provided by the
International Brotherhood of Electrical Workers (IBEW) at the Detroit Joint Electrical
Apprenticeship Training Center (DJEATC) or the Michigan Laborers’ Tra