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INTRODUCTION

EnSearch was awarded a contract by Lifetrack Resources to conduct an evaluation of

the Advancement Plus program. This preliminary report is an initial look at the
model and the outcomes. This report provides a description of the Advancement

Plus model, the program and its evolution to date; summarizes data collected on the

participants who were enrolled from the program's inception through May 2001;
studies, in-depth, trainees at the Packaging First site, presents the lessons learned so
far from this experimental program; and identifies next steps toward future

development. A comprehensive final report will be available Summer 2002.

Lifetrack Resources was founded in 1948 as a community human service

organization providing services that help adults who are disadvantaged or who
have disabilities become employed and support families or live independently, and
to help children and youth achieve success in school or in the transition to work.

On May 12, 2000, the organization received funding from The Joyce Foundation for
the Advancement Plus program. Their target group was the Minnesota Family
Investment Program (MFIP) of Ramsey County. The proposal stated:

The purpose . . . is to develop a model and demonstrate the
effectiveness of a paid work experience program for persons moving
from welfare dependency to work and to disseminate the results. The

request . . . includes: staff development to benefit from lessons learned
in similar programs; incentives to encourage participation; process
evaluation . . . and program evaluation; dissemination of information

to interested parties [and nationwide networks].

Advancement Plus was described in the Joyce Foundation proposal as follows:

Our objective is to provide Advancement Plus in three settings: Lifetrack
Resources' existing training enterprise -- Packaging First, public not-for-
profit organizations, and private business. The purpose is to help people
with multiple barriers become work ready by developing skills, work
values and a recent work history. The program will add paid work
experience to the spectrum of public employment services available to
Temporary Assistance to Needy Families (TANF) recipients in the
Minnesota Family Investment Program (MFIP).

[Advancement Plus] will serve . . . individuals who are receiving TANF
and who have been unable to secure employment during the first two
months of job search in MFIP. Participants may be long-term welfare
recipients, have little or no work history, lack a high school diploma or
GED, have low basic skills, or have other barriers such as chemical abuse
or learning disabilities . . .
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[Additional components of the Advancement Plus Model will include]
intensive case management, other direct service costs and wage subsidy, to be
funded through contracts between Lifetrack Resources and local funders.

As of May 1, 2001, the time of this report, there were three work sites:

Packaging First, a division of Lifetrack Resources, was originally
developed as a production facility for employing and training people
with disabilities. The facility provides packaging and assembly services
to local businesses under competitively bid contracts. Part of the job of
production staff is to provide work direction to participants and to
maintain Packaging First as a viable business venture.

Science Museum of Minnesota invites "learners of all ages to
discover their changing world through science." The Science Museum
of Minnesota had been a partner with Lifetrack Resources in the past
and was invited to become the second site for the Advancement Plus
program. At the time of this report, three Advancement Plus trainees
had been placed in clerical positions.

Ramsey County has a mission "to enhance the quality of life for its
citizens by providing progressive and innovative leadership which
addresses Federal and State directives and changing community needs
by delivering services in a responsive, professional and cost-effective
manner." At the time of this report, Lifetrack Resources and Ramsey
County staff had completed negotiations to create this newest site and
were developing job descriptions for paid work experience in various

departments. Two trainees had been placed in Public Works.

Between Fall 1999 and May 1, 2001, 105 individuals were served in the
Advancement Plus program. At the time of this report, 33 were enrolled at
Packaging First, three were working at the Science Museum of Minnesota, two were
working at Ramsey County Public Works and five were involved in professional
development activities and were to be interviewed by Ramsey County staff in the
near future.




THE EVALUATION

EnSearch was awarded a contract to conduct the evaluation of the Advancement
Plus program. EnSearch, a specialized evaluation firm founded in 1985, helps
businesses, nonprofit organizations and educational institutions evaluate the
effectiveness of their processes, programs and materials. Evaluation clients include
local, regional and national foundations, nonprofit agencies, corporations and
schools.

The Joyce Foundation is funding a process evaluation for continuous improvement
of the model and an outcome evaluation to examine how participants have
changed or benefited by participating in the Advancement Plus program. Each
dimension of the evaluation was described in the contract between EnSearch and
Lifetrack Resources:

Process Evaluation -- to document the model used for work experience, the key
components and critical success factors and to determine what is working and what is
not.

Outcome Evaluation -- to document what level of success is achieved by participants
in work experience and what, if any, participant characteristics predict, contribute to
or prohibit success.

The questions addressed by this preliminary evaluation report are:

1. What is the Advancement Plus model? What are the most
important elements of the program?

2. Who is being served by Advancement Plus? What are their
characteristics?

3. What are the characteristics of the participants who are
successful and not successful in working 90% of the time? What
are the characteristics of the participants who are and are not
successful in making the transition from paid work experience
to employment?

4. What do staff, cooperating agencies and participants see as
strengths and weaknesses of the program model and operation?

The data collection methods chosen to provide the needed information included:

Interviews. Face-to-face, telephone and/or small group interviews were conducted
with participants, staff, referring job counselors, and work site employers. Some
individuals were interviewed a number of times. For this report, 174 interviews were
conducted. There were 97 interviews with 69 Advancement Plus staff, Lifetrack
Resources support staff, Packaging First staff or referring job counselors. There were 77
interviews with 51 participants. An initial site visit was made to the Science Museum
of Minnesota. Interviews were not conducted with staff at Ramsey County because the
Ramsey County site was just being developed so it was too soon to interview staff.
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Review of Program Documents. Case files for all 81 participants enrolled by
December 31, 2000, were reviewed; application information was also reviewed for the
24 newly enrolled prior to March 31, 2001. More than 1,000 records were accessed,
including the MFIP Family Inventory, Applicant Information Form, Welfare to Work
Eligibility Checklist, various versions of the application, Welfare to Work Referral
Form, Employment History Form, job counselor case notes, training specialist case notes,
retention specialist case notes.

Review of Electronic Databases. Data were available from a number of electronic
databases:

DATAFLEX. The Minnesota Department of Economic Security's management
information system, often referred to as DATAFLEX, contained mandated data
elements such as participant name, social security number, gender, birth date,
labor force status, English proficiency, citizenship, weeks unemployed in the
last 26, chemical dependency, homelessness, offender history.

MAXIS. Another database of the Minnesota Department of Economic Security,
MAXIS, provided a portion of the information collected by Ramsey County
financial workers during intake -- name, mailing address, age, birth date,
education level, ethnicity, number of children, sanction months, TANF months,
youngest child birth date, MFIP cash amount, MFIP food amount, citizenship
status. At the time this report was being produced, this database was
incomplete and county staff were in the process of filling in missing items for 24
participants; therefore, MAXIS data could not be used for this preliminary
report.

Lifetrack Resources Payroll Database. The payroll database provided
information by pay period regarding hours worked, pay rate and amount paid.

Lifetrack Resources Check Requisition Database. This database provided
data regarding support services given to Advancement Plus participants such as
bus cards or checks for car repair. This source was discovered late in the process
so that it was not possible, in time for this report, to match the data with the
corresponding participants; however, it was possible to use these data to
provide information, in general, on services provided. These data will be
incorporated into the final comprehensive evaluation report due Summer 2002.

Lifetrack Resources Daily Payroll Database. Another database discovered
late in the process was that created at Packaging First from the time clock and
time cards. At the beginning and end of each day, workers punched in and out
electronically with bar-coded identification cards. These data were then
validated by Advancement Plus staff. This database provided information
regarding each day an individual worked, each day absent, amount of time
worked each day. This database was used to determine the percentage of time
participants were present, length of time in the program, start date and last
day worked.

Daily E-mail Attendance Reports. Another source of data was the daily
attendance reports generated by the training specialist. These messages, sent
by e-mail to a list of staff, contained information regarding who was absent and
reason given for the absence.
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The evaluators wish to call attention to general evaluation hazards and example
situations specific to this evaluation. The purpose in doing so is to point out issues
that were responded to in order to give greater validity to the conclusions drawn:

Changing forms were a threat to accuracy of information and to having consistent
data for all participants. Forms mandated by City of St. Paul Welfare to Work and MFIP
often changed. Items included on early forms might be revised or dropped on subsequent forms.
For example, at one time the Welfare to Work Referral Form included a category to note the
presence of domestic violence. On other versions this item was not included. This required
the evaluators to review all documents and case notes to determine if domestic violence was
an issue. The evaluators have confidence that all reported incidents were found; however, it
should be recognized that those reported most likely under-represented the total.

Although much documentation was required, little was required in electronic form.
Although much data were required by city and county governments, few variables were
mandated to be entered into the Minnesota Department of Economic Security DATAFLEX and
MAXIS databases. The evaluators reviewed all forms and added as much additional
information as possible in time for this preliminary evaluation report. For example, one of
the forms used was Employment History. This provided an excellent source of information to
validate the number of weeks a participant worked in the past 26 and to determine
approximately how many jobs a participant had before starting work with Advancement
Plus.

Steps were taken to validate and proof the data. One of the threats to the validity of any
study is error in data entry. All the resources listed were used to create the database used for
this preliminary evaluation report. Each item was validated with the original paper
documents. Data for all variables were checked and proofed and errors were corrected.

Steps were taken to ensure the quality of the interview data. Interviews were used to
gather data from staff and participants. Some spoke English as their second language. Those
interviews were, therefore, conducted in their language of choice. Somali-, Hmong-, Khmer-,
and Spanish- speaking interpreters were hired to work with the evaluators to review
evaluation questions and be present throughout the interviews to ensure that questions and
answers were understood. Interviews were tape-recorded and transcribed to allow
verification of the accuracy of the data. Individuals were asked if they gave permission to
have the interview taped and have summaries of their views included in evaluation reports.
Only one, a Somali participant, denied permission to tape her voice. In this case, she spoke
to the Somali interpreter and it was the Somali interpreter's voice only that appeared on the
tape. This approach was acceptable to the Somali participant. The interviewers, one a
licensed psychologist and the other a professionally trained program evaluator, have more
than 20 years experience conducting interviews in multicultural settings. Staff concurred that
the interviews provided valid, and in many cases, previously unrevealed data.

The evaluation procedure was to collect information, summarize it and share it
with Advancement Plus staff using a process that helped them reflect on the
information, determine strengths and weaknesses, identify potential solutions and
incorporate the next steps into staff work plans. The work completed follows:

o Reviewed evaluation plans included in The Joyce Foundation proposal with
Lifetrack Resources Administrative staff, revised the plan and prepared the
evaluation contract.

o Interviewed Advancement Plus and Packaging First staff.
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o Interviewed participants enrolled in the Advancement Plus program at the
Packaging First site and prepared a summary of this information. These
interviews were conducted with small groups (2 to 3) of participants by a
licensed psychologist and with, when needed, Hmong-, Somali- and Spanish-
speaking interpreters.

. Shared findings from participant interviews with Advancement Plus and
Packaging First staff and facilitated a process where strengths, weaknesses and
next steps were identified.

o Shared findings and staff responses with Advancement Plus staff and
participants and Packaging First staff, trainees and employees at an all-
participant meeting.

. Prepared summary of the findings and translated it to Hmong, Somali and
Spanish to post in the employee lunch room.

o Wrote Report Brief #1 containing a summary of feedback from Packaging First
staff, Advancement Plus staff and participants enrolled at Packaging First,
Fall 2000.

. Prepared summary of interview data and shared it with Advancement Plus and

Packaging First staff.

o Conducted interviews with Lifetrack Resources job counselors and job counselors
from partnering agencies.

. Continued to interview new participants in small groups with interpreters as
needed and began one-on-one interviews with participants who participated in
initial interview.

o Prepared Report Brief #2, a summary of information obtained from the job
counselor interviews.

. Identified available databases and forms being used by Advancement Plus.

. Downloaded DATAFLEX and MAXIS databases.

. Reviewed case files for the 81 individuals enrolled in the program at
Packaging First between the program start-up in Fall 1999 and December 15,
2000.

o Prepared a database for the 78 individuals placed at the Packaging First site

and used Statistical Program for the Social Sciences (SPSS) to begin to answer
the questions regarding characteristics of successful and unsuccessful
participants. Shared preliminary data with staff.

. Prepared a database for newly enrolled participants.
o Wrote preliminary evaluation report.

This preliminary evaluation report is an initial look at the model and the outcomes.
It also contains data from progress reports submitted throughout the previous 9
months. The process evaluation was set up to collect data and provide rapid
turnaround so that program staff could review the data, identify strengths and
weaknesses and use these learnings for continuous performance improvement.
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THE ADVANCEMENT PLUS MODEL

What is the Advancement Plus model?
What are the most important elements of the program?

EnSearch evaluators studied the Advancement Plus program model in detail. This
documentation became a helpful tool in the process evaluation for identifying
strong and weak elements and explaining program outcomes. It may also be used as
a reference for any organization desiring to replicate the model in another location.
The model dimensions described here are:

Lifetrack Resources

The Advancement Plus Program

. Advancement Plus Overview

. The Advancement Plus Staff

. Other MFIP Vendors

° The Advancement Plus Work Sites

. The Advancement Plus Orientation

. The Advancement Plus Professional Development Activities
. Advancement Plus -- From a Trainee's Point of View

. Financial Support for Advancement Plus

Lifetrack Resources

The Advancement Plus program is supported and operated by Lifetrack Resources, a
nonprofit community human service organization. This organization lends an
important history of service to Advancement Plus as was described in the original
proposal to The Joyce Foundation. The information is provided verbatim with the
exception that Lifetrack Resources has been substituted for the former name, St. Paul
Rehabilitation Center (SPRC):

Lifetrack Resources is a community human service agency providing services that help
disabled and disadvantaged adults become employed and support families or live
independently, and help children and youth be successful in school and in the transition
to work.
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o Lifetrack Resource's qualifications for this project include over 40 years of
effective employment services for persons with barriers to employment.
Lifetrack Resource's focus is on the participant's abilities. Currently: Lifetrack
Resources is the largest private, not-for-profit provider of employment services
in the East Metropolitan area of the Twin Cities, helping over 3,000
individuals prepare for or obtain suitable employment.

o In 1998, Lifetrack Resources placed more than 1,000 individuals in employment.

o Lifetrack Resources is a major provider of Minnesota Family Investment
Program (MFIP) services in Ramsey County with a static capacity of 1,000
families.

o The average placement rate for all vendors in Ramsey County is 38 percent;
Lifetrack Resource's placement rate is the highest in Ramsey County at 52
percent.

o Lifetrack Resources is the primary provider of employment services to persons

with mental illness in the East Metro area and serves approximately 700
persons with disabilities annually.

History

Lifetrack Resources was founded in 1948 to respond to the need for physical and
occupation therapy in the community following hospitalization. Shortly, Lifetrack
Resources began a therapeutic preschool for children whose disability or illness, such
as polio, resulted in developmental delays; and vocational rehabilitation services for
adults to enter employment after illness or disability.

Mission

Lifetrack Resources seeks to empower persons with physical, mental, social or
emotional challenges in the greater Twin Cities metropolitan area to fully utilize their
abilities. Lifetrack Resources provides comprehensive rehabilitation and related
services and builds relationships with other organizations so that individuals can
confidently and productively participate in family life, school, work and the larger
community.

Lifetrack Resources has had a long history working in the area of employment
services. A summary of services and populations served in 1998 follows, as printed
in The Joyce Foundation proposal, 1999:

In 1998, Lifetrack Resources served 5,834 individuals: 3,172 individuals were served in
the Employment Resources Division and 2,662 in the Rehabilitation Therapies
Division. Lifetrack Resources' service area includes Dakota, Hennepin, Ramsey and
Washington counties in the Twin Cities metropolitan area. The city of St. Paul is
located in Ramsey County.

All of Lifetrack Resources' employment services exist so that persons with major
challenges to employment attain and keep appropriate jobs and become productive,
self-sufficient members of the community. Employment Resources Division services
include:
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Job-seeking skills training
Internships

Job development and job placement
Long-term employment support
Mentoring

Paid work experience

Job coaching

Work adjustment training

Soft skills training

Packaging and assembly skills training
Functional Work English
Center-based employment

Of the 3,172 individuals served in 1998:

o 2,093 were people moving from welfare to work, youth, refugees or immigrants;
o 778 were persons with disabilities;
o 294 individuals were walk-ins to job search centers, that is, people who were

able to use the centers' resources without referral from or enrollment in a
specific program;

. Overall 1,000 individuals were placed in jobs and more than 750 people
retained their job for over 90 days as of December 31, 1998;

o 122 persons with disabilities maintained employment with Lifetrack Resources
long-term support;

o 204 persons with disabilities or other barriers to work received job training
through work experience at Lifetrack Resources' production facility, Packaging
First.

In 2000, 6,638 individuals were served through the two divisions; 2,702 in
rehabilitation therapies and early childhood services and 3,786 in employment-
related services; served 838 persons with disabilities; placed 1,119 individuals in
employment; and, became a MFIP provider in Hennepin County.

Lifetrack Resources has been involved in the area of employment and welfare
reform since 1993. This history of service to individuals making that transition was
described in 1999 in The Joyce Foundation proposal:

Lifetrack Resources' history in welfare to work services began as a provider in the
STRIDE program in Ramsey County from 1993 to 1998. STRIDE was a mandatory
program for two-parent families on welfare and voluntary for single parents. Included
in the service-delivery design was a large-scale unpaid Community Work Experience
Program, CWEP. Lifetrack Resources provided Ramsey County's CWEP program with
a capacity of 400 slots in various public and non-profit work experience sites. A number
of lessons were learned from CWEP:

o It is important that work experience be paid.

o Trust between participant and employment counselor for acceptance of the
referral to work experience is important.

o Support on the job from the site supervisor and the employer's supervisor is
important for participant skill improvement and productivity for the
employer.
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Due to Lifetrack Resources' experience in STRIDE, in 1996 Lifetrack Resources became
the only community-based organization providing services along with Ramsey County
and the City of St. Paul in the MFIP pilot program which demonstrated Minnesota's
welfare reform plan. Lifetrack Resources' current MFIP contract with Ramsey County
from July 1999 through June 2000 is a 10 percent increase over the previous year for a
total of 1,000 slots. Lifetrack Resources' percent of open cases employed as of October
1999 is 52 percent according to Ramsey County data. Lifetrack Resources' employment
rate is highest among all Ramsey County MFIP vendors. The average across all vendors
is 38 percent. The population being served by Lifetrack Resources is very diverse and
includes approximately 40 percent non-native-English-speaking participants.

The Job Search Center became an important component of the Advancement Plus
model. The center was described in The Joyce Foundation proposal in the following
way:

In order to accommodate the anticipated large increase in demand caused by MFIP, Lifetrack
Resources created the Job Search Center. The Job Search Center is a one-stop comprehensive
resource for all job seekers, especially participants in MFIP. A job seeker who walks into the Job
Search Center has access to the following resources:

. Job Seeking Skills Workshop, a 1-week, 12-hour class that teaches job seekers how to
identify their skills and strengths, prepares them for the interview process, assists
participants in finding resources for desired occupations, and leads discussions on how to
balance work and family demands.

o Direct access to employment opportunities: Lifetrack Resources sponsors weekly
"Opportunity Knocks" or "OK Days" when employers interview job seekers at Lifetrack
Resources and often hire successful candidates.

o The Center's Resource Room offers computer access to Job Link or Internet employment
sites; consultation on resume development; access to fax, phone and copy machines; help
finding child care, job postings and applications from local businesses; and drop-in child
care while parents visit the Center.

. Referrals to other resources such as housing, clothing, food, child care, assistance
paying utilities and transportation.

Lifetrack Resources has been involved in providing transitional work for many
years. Two examples included Community Work Experience and Employer
Services (from The Joyce Foundation Proposal, 1999):

Lifetrack Resources has been providing transitional work in the community and community-
supported employment for persons with disabilities since the 1980s through state
rehabilitation services purchase of service and special demonstration projects. In 1988,
Lifetrack Resources operated a three-year federal demonstration project to place workers with
serious and persistent mental illness in community-supported jobs. Today, this program has
expanded to two counties and has the support of both Rehabilitation Services and county
mental health funds.

Lifetrack Resources maintains relationships with over 300 employers through effective job
placement services which match job seeker and employer needs. Through its [Employer
Services] Program, Lifetrack Resources has taken the lead in providing employers with
training services that educate them on how to make the workplace conducive to the success of
non-traditional workers, and educates non-traditional workers on how to keep employment and
continue to be successful once employed.
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Demonstration projects, developing, testing and evaluating innovative programs
have been areas of expertise for Lifetrack Resources for many years. One of several
examples included in The Joyce Foundation Proposal (1999) highlighted Lifetrack
Resources' role in the development of the MFIP program:

Recent examples of Lifetrack Resources' experience with model development and
evaluation include Lifetrack Resources' involvement as a provider in the pilot project
of the Minnesota Family Investment Program (MFIP) in Ramsey County. Lifetrack
Resources developed a model of service within the MFIP guidelines and participated
in the evaluation conducted by the Manpower Development and Research Corporation.
This model is successfully operated today at Lifetrack Resources, and has also
undergone continuous improvement.

The Advancement Plus Program

Administrative staff of Advancement Plus knew they wanted to develop a model
and explore the effectiveness of paid work experience as a vehicle for helping
families make the transition from welfare to work. Although the key elements
have remained in place, the time since Fall 1999 has been spent trying various
approaches, learning what works and what doesn't, making modifications and
trying out elements and approaches again. This process hasn't always been smooth.
The uncertainty has been more comfortable for some staff than for others. But from
the evaluators' view, Advancement Plus is starting to mature and key components
and processes are becoming stabilized.

For example, the orientation for new participants has evolved from a 1-day event, to
a 1-week, then a 2-week training. However, staff are still considering what training
model works best for all sites.

A manual, the Advancement Plus Manual for Paid Work Experience, has emerged
from a collection of handouts to a booklet where information regarding work and
pay, earned income tax credit, professional development, program operation, staff
and their roles, participant expectations, personal time off and holiday pay, support
services, incentives and awards, job search, exiting the program, becoming a
successful employee, why you are better off working, policies and procedures, dress
code and problems which may affect job performance are spelled out. On a final
page the trainee acknowledges that he/she has received the manual and has read,
understands and agrees to follow all policies and procedures of Advancement Plus.

Even determining what to call participants has been under review. The Lifetrack
Resources agency board and administrators view all "participants" as "agency
customers" and at times this has caused confusion because one work site, Packaging
First, has "external" customers who have orders to be filled by the plant. This causes
confusion regarding whether one is talking about the "internal" or "external"
customers. Staff at times have bristled and struggled with the word "participant".

In one of the first interviews with staff, one challenged the evaluators' use of the
word saying:
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It's the individual that we're here to serve. And it's the individual that we're here to
understand . . . I'll be quite honest with you, [I] wish that we could find a way to get
away from calling them participants or calling them anything other than a person . . .
They are people. If I was called a participant or whatever I'd continually ask what
are you doing. Why are you calling me that? I'm here trying just as hard as everybody
else is to be successful. I'd rather you call me by my first name or call me a person or
whatever . . . participant, client, all [those] types of things I think are not appropriate.

It was learned during a site visit to Transitional Work Corporation--
Philadelphia@work, that participants there were referred to as trainees. This term
seemed to fit better and was chosen, even though issues remain with it, as a
descriptor for human resource issues both inside the agency and at various work
sites. Out of respect for the individuals who are trying to be successful in the
transition from welfare to work, in the remainder of this report the evaluators will
refer to them as trainees.

Such changes have come about because staff have listened to feedback from other
staff and trainees and have made adjustments.

The model described in the remainder of this section is the model as it now exists
rather than in all of its modifications. Lessons learned and modifications based on
those lessons are contained throughout this report. These learnings would be
helpful to others as they implement this model or develop a different paid work
experience program.

Advancement Plus Overview

Key elements are paraphrased from the 1999 proposal to The Joyce Foundation
below.

Advancement Plus:

. Uses paid transitional work experience as an intervention for people
who have multiple barriers to employment and self-sufficiency,
helping them develop skills, work values and a recent work history.

. Provides three settings: the existing training enterprise at Packaging
First, the Science Museum of Minnesota and at Ramsey County.

. Adds paid work experience to the spectrum of public employment
services available to TANF recipients in MFIP. Participants may be
long-term welfare recipients, have little or no work history, lack a high
school diploma or GED, have low basic skills, or have other barriers
such as chemical abuse or learning disabilities.

The need and rationale for such an approach to assisting individuals in the
transition from welfare to work were also described in The Joyce Foundation
proposal:

The Advancement Plus Model



At a time when the economy is generally very healthy and time limits on public assistance
propel people into employment, many people remain unemployed. People who remain hard to
employ have low levels of work readiness and need to develop skills in order to enter
employment. Among the characteristics of this population are low levels of literacy and
education, little or no recent work experience or long-term job retention, English as a second
language, and hidden or unrecognized disabilities.

The implementation of welfare reform has now opened up the next set of public policy and
service challenges . . . What will happen to people on assistance who are unemployed or hard
to employ in times of economic stress or in geographic areas of economic stress?

.. . Research has proven that, "Work-based learning can be very effective in raising skills and
bolstering employability; research suggests that it is particularly useful when working with
disadvantaged populations that have not succeeded in traditional classroom settings. Yet the
low skill levels found within such groups often make them difficult to place in private-sector
jobs." (Johnson, C., Schweke, W., & Hull, M. 1999. Creating jobs: Public and private strategies
for the hard-to-employ. Report prepared for The Annie E. Casey Foundation) . . .

Paid work experience is consistent with a "work-first" philosophy. It allows people who are
hard to employ to go to work quickly, even though they are not able to get a job with a private
employer. While performing real work with real supervision, current barriers can be identified
and addressed using real work expectations. Productivity, punctuality, ability to communicate
with a supervisor, and other soft skills are built while wages are earned and the value of work
is made tangible . . . It is important to develop successful models for paid work experience during
a healthy economy when people can easily transfer into waiting jobs. Now the effectiveness
can be proven and the models perfected so that the usefulness of the investment will be clear in
times of economic downturn and in geographic areas where the health of the economy remains
poor.

The Advancement Plus Manual for Paid Work Experience served as a training tool
as it resembled the company policy manual that trainees will encounter in a work
setting. The manual introduced the program as follows:

FIGURE 1
Advancement Plus

Welcome to Advancement Plus! Advancement Plus is a 6-month paid work experience
program that will prepare you for long-term successful employment.

Advancement Plus is a Welfare to Work funded work experience created to assist
individuals receiving public assistance in their transition to self-sufficiency.

The goals of Advancement Plus are: to assist you in building and strengthening your
work experience, workplace behaviors and develop skills that will assist you in
becoming a successful competitive employee.

You are required to participate in professional development sessions at each work
site. At the Packaging First location, Functional Work English classes will be
provided. Each session is offered 2 hours per week.

Advancement Plus offers you work experience in the areas of Packaging and Assembly,
Customer Service, General Maintenance, Clerical and other positions.
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The Advancement Plus Manual for Paid Work Experience described the levels of
work experience, described the pay and defined the earned income tax credit.

FIGURE 2
Work and Pay

Lifetrack Resources pays your wages. Lifetrack Resources operates Advancement
Plus. Advancement Plus will provide you with a positive work experience in which
you will learn real job skills and practice good work habits. These habits include
reporting to work every day and on time, dealing with supervision and organizing
your personal life so that you can be a reliable employee.

Advancement Plus offers you three levels of work experience:

Level One: Level One work experience offers a wage of $6.00 an hour and
requires no minimum level of English or work experience.

Level Two: Level Two work experience offers a wage of $6.50 per hour and
requires a higher level of English and skill level.

Level Three: Level Three work experience offers a wage of $6.50 - $7.00 an
hour and depending on work site could require a higher level of English,
education and skill level.

You will work 35 hours per week for full-time employment. Overtime is not
available. Part-time schedules may be developed with the approval of your Job
Counselor and Training Specialist.

Advancement Plus will work to accommodate any special equipment or facility needs.

Just like any employee, federal and state payroll taxes are deducted from your gross
pay-

Earned Income Tax Credit
In addition to your earning a paycheck, you may qualify for the federal Earned

Income Tax Credit (EITC). EITC funds are special federal benefits that are added to
your income tax refund to help you increase your income.

The Advancement Plus Staff

The staffing was designed to provide a support network with individuals
specializing in given areas. The philosophy for this approach to staffing was
described by the MFIP Director in the following way:

It allows people to specialize and to pick areas of passion for themselves . . . So, our job
counselors in general have more counseling skills and more social work background and
can get at behaviors and what is behind behaviors. Our job developers can work very
closely with employers and can really be sales people almost in terms of selling our
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participants to employers and look at the types of jobs and wages that are out there and
be specialists in that area. Our job retention people can stay focused totally on the
issues that make a person lose a job and how to address them early and before they
become major problems. And if they do become major problems, how to get things back
on the road and into a new job. [For Advancement Plus] I think what it gives is the
ability to have a variety of people involved in people's lives and for people to really
see all the multi-disciplinary team approach to their self-sufficiency . . . But I think it
gives a real opportunity to have a lot of people patting them on the back, encouraging
them and motivating them, and helping to get them where they want to go.

A portion of the organizational chart is shown in Figure 3. The MFIP Program of
Lifetrack Resources is located within the Employment Services Division.

FIGURE 3
Lifetrack Resources, MFIP Program

VP, Employment
Resources

MN Family Investment
Program (MFIP Director)

Job Counselor Job Developer/ Curriculum Job Retention
Supervisor Transportation Supervisor Supervisor Supervisor
Job Counselors Job Developer - Resource Room Job Retention Specialists
(Case Managers) Specialist
Case Aide —  Transportation | Child Care Worker — Receptionist/
Coordinator Secretary
— Van Drivers L—1  U-Work Community — MEFIP Clerical
Resource Representative Coordinator
| Language Coach/ Welfare to Work _— Mentoring
Bus Trainer Training Specialists Coordinator
e (Packaging First,
SMM and Ramsey
County Sites) —

Family Counselor
Supervisor

Family
Counselors

In interviews, staff were asked to describe the work that they did in support of
Advancement Plus. Both the information obtained from these interviews and
other documents were used to write the following descriptions. The training
specialists and the job counselors had daily or weekly contact with Advancement
Plus trainees and are mentioned first.
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Training Specialists. There were three training specialists, one assigned to each
work site. They conducted orientation, conducted intake, provided daily support at the
job site during the 6- to 9- month work experience, and created and implemented weekly
professional development sessions. They assisted trainees in developing positive
workplace habits, behavior and language through role modeling and conversations.
These individuals provided daily life skills training in each conversation with
trainees, completed daily attendance and monthly progress reports as well as payroll.
The training specialists helped trainees obtain the support they needed; coordinated
services among the supervisors, job counselors, and trainees; helped with job search,
obtaining access to interpreters, and crisis management.

Job Counselors. The 13 job counselors monitored and supported trainees' daily
progress and were authorized to take negative action against a trainee who lacked
compliance or lacked significant progress toward goals. The job counselors
communicated with all staff to ensure that quality service was provided.

In the past, a Welfare to Work coordinator was responsible for case management of
the Advancement Plus trainees. The funder decided not to support this position
after January 2001:

Welfare to Work Coordinator. From Fall 1999 through January 2001, Welfare to
Work dollars paid for a Welfare to Work coordinator who managed a caseload of 120
welfare recipients. Responsibilities included intake into the Advancement Plus as well
as other Welfare to Work sites, report completion, and dissemination of information to
staff serving the Welfare to Work program. In 2001 funders decided that agencies
receiving Welfare to Work dollars would no longer be allowed to use these resources for
this position. Many of the responsibilities were transferred to the job counselors, the
training specialists and the curriculum supervisor.

Staff in these positions supported the program and often had contact with
Advancement Plus trainees:

MFIP Director. The director oversaw the operation, development and evaluation of
MFIP and Welfare to Work services and the Advancement Plus program. The person in
this position maintained program goals and directed program functions, managed
program budget and made appropriate financial decisions and suggestions.

Job Counselor Supervisor. This person supervised the MFIP and Welfare to Work job
counselors, provided coverage and support when job counselors were not available,
talked with trainees if there were complaints or support service needs and signed off for
the allocation of resources to a trainee for support such as rent assistance or car repair.

Job Developer. Two individuals, one in a supervisory role, worked as job developers.
They contacted employers, found out what type of jobs they had to offer, shared the
information with individuals who were looking for jobs, talked about the job and the
workplace, the wages, the benefits and the jargon used in that industry. One job
developer said, "I do all this so that when people go out on interviews, they . .. sound
prepared and intelligent and aware of what is going on in a particular industry . .. I try
to make a good match between people's likes and dislikes, what they can do and can't
do and what jobs are out there."

Curriculum Supervisor. This person supervised the curriculum unit which included
the job skills facilitators, resource room specialist, child care worker, U-Work
community resource representative and training specialists. She provided coverage
when the training specialists were unavailable, oversaw financial decisions made for
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the program, was responsible for conducting various training sessions for the MFIP
division including overviews for individuals referred to Lifetrack Resources by Ramsey
County for employment services and a 16-hour job skills workshop.

Resource Room Specialist. Help was given to MFIP clients, clients with disabilities,
clients in other Lifetrack Resources programs, the general public and walk-ins. Services
included, but were not limited to, assistance with resumes, classes on job skills and
interviews, job searches and resources, job leads, employer information and coordinating
transportation to meet with employers. Telephones were available so individuals
could call on job leads. The case notes and interviews revealed that there were times
when Advancement Plus participants were assigned to spend time in the Resource Room
searching for job leads and setting up interviews.

Child Care Worker. MFIP participants, Advancement Plus was a subset, received help
finding child care near their home or near their job site, when possible. At times the
child care worker provided child care when an individual came to the agency for a
meeting with their job counselor or for an orientation meeting.

U-Work Community Resource Representative. This position offered assistance to
Advancement Plus trainees, as well as individuals involved in other programs, to
maintain or obtain employment. This could include assistance with housing, clothing,
food, furniture vouchers for beds, help with deposits, rent, electric bills, telephone bills
as well as other needs.

Job Retention Specialists. Case records indicated that the job retention specialists
had multiple and varied contacts with trainees. These included home visits, phone
calls, transporting trainees to and from meetings, helping trainees with housing, taking
them to the food shelf, obtaining resources to allow them to wash their clothes so that
they could come to work with clean clothes. One staff member described this role in
this way, "I make sure that once an individual receives a job or achieves job status, I am
there to help them maintain that job. That can include anything from helping them get
to work, meeting with their supervisor, working with them in money management
issues, working with them on career advancement issues, keeping them in the job force."

Mentoring Coordinator. The purpose of JobPartners mentoring program was to
provide support, friendship and encouragement to job seekers during their job search and
subsequent employment. An assigned mentor, a job seeker manual and training program
were key components of this support service. Mentor responsibilities were to meet with
job seeker in person, by phone or letter weekly or as needed to discuss the job search, job
questions and / or concerns, balancing work and family issues, addressing challenges that
hindered successful employment; provide information or referral to available
community resources; coach job seeker in areas of problem solving, conflict resolution and
work ethics. The mentor provided monthly updates to mentor coordinator. They
modeled healthy relationships with employers and others, maintained

confidentiality in work and personal situations. There were 22 mentor/ mentee pairs at
the time of this report and, of these, 9 mentees were Advancement Plus trainees.

In addition, Lifetrack Resources has established agreements with other
professionals. A review of case files revealed that some of the trainees had
psychological assessments while a few were referred for chemical dependency issues.
At the recent 2-week orientation, a list of resources was distributed to trainees. This
list included:
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Organizations/Services

African American Family Services
Alanon

Alcoholics Anonymous
Allina/United Behavioral Health
Blue Cross/Blue Shield

Chicanos Latinos Unidos En Servicio

Chronic Pain Support Group
Domestic Abuse Project
Family Violence Network
First Call for Help

Gamblers Anonymous
Health Partners

Juel Fairbanks

Narcotics Anonymous

Ramsey County Consolidated Funding
Shoplifters Anonymous

Tough Love

U-Care Minnesota

Women for Sobriety

Other MFIP Vendors

Advancement Plus is a resource to all MFIP vendors and their participants. Since
Fall 1999, job counselors from the following MFIP vendors referred clients to the
Advancement Plus program: City of St. Paul Center for Employment Training
(CET), Chicanos Latinos Unidos En Servicios (CLUES), Ramsey County Career
Counseling Unit (CUU), East Metro Opportunity Industrialization Center (East
Metro OIC), Hmong American Partnership (HAP), Lao Family Community of
Minnesota (Lao Family) and Wilder JobsFirst.

The Advancement Plus Work Sites

The initial work site was Packaging First, Fall 1999; the program then expanded to
the Science Museum of Minnesota in November 2000 and to Ramsey County in
Spring 2001.

Packaging First

Lifetrack Resources' production facility, Packaging First, has been operational for
forty years. Its history of services was described in The Joyce Foundation proposal as
follows:

In 1960, the community asked Lifetrack Resources to make an existing "Community
Workshop" a part of Lifetrack Resources' vocational services to achieve the goal of a
comprehensive rehabilitation facility for the community. This "workshop" later
became known as Packaging First. As early as 1964, Lifetrack Resources was operating
its first welfare demonstration program at the request of Ramsey County for people
deemed "disabled by dependency on welfare." Lifetrack Resources provided paid work
at Packaging First, vocational counseling and testing, referral to job openings or to
vocational training programs, help with remedial reading or math, and help learning
to apply for a job. Since the 1980s Packaging First has provided paid work experience
for refugees and people who are homeless.
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In 1999, MFIP began a small paid work experience program at Packaging First funded by
City of St. Paul using allocated Welfare to Work formula funds. The CAREER program
for immigrants and refugees also has a paid work experience component at Packaging
First for 15 of its 150 participants through special legislative funding to demonstrate
more effective ways of preparing refugees successfully for employment.

Between Fall 1999 and April 30, 2001, 89 Advancement Plus trainees were placed at
the Packaging First site.

Science Museum of Minnesota

The Science Museum of Minnesota and Lifetrack Resources had worked together in
the past on the CWEP program, described earlier, which was an unpaid, voluntary
program that existed during the STRIDE years prior to MFIP. The development of
the Science Museum site was described by staff as follows:

In 1994, 1995 and 1996 the Science Museum was a large site for us in our Community Work
Experience Program (CWEP) . . . The Science Museum was a great site primarily for non-
English speaking employees who were mostly Hmong. That program ended. [As we
were thinking about alternative sites for Advancement Plus, we] approached the
Science Museum . . . and asked if they would be willing to walk down the path with us
again. We told them how things had changed in a whole variety of ways, including
the population and what we wanted to do with them. It didn't come about in any
formal way. It came about in a simple networking model.

Four trainees were placed at the Science Museum site in Fall 2000; however, none
remained at the end of March 2001. Much was learned from that first effort. At the
time of this report three new Advancement Plus trainees were placed in clerical
positions at the Science Museum of Minnesota site. Feedback from administrators
at the Science Museum indicated that they were very pleased with the new pool of
candidates, their skills and preparation.

Ramsey County

The third site for the Advancement Plus program is Ramsey County. This location
evolved from a presentation by the MFIP Director about Advancement Plus:

At a meeting talking about a variety of things going on in MFIP, I brought up the
strategy of good work experience. And at the close of the meeting, two Ramsey County
employees, high level employees, asked me if I would have any interest in having the
model at Ramsey County and in including that potentially in a Welfare to Work
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proposal to the City of St. Paul. As I tried to attempt to include it in my proposal to the
City, there was not enough funding to be able to include it within the dollars that the
city wanted the proposal to represent. So, that created additional conversations with
these Ramsey County employees that led to a variety of other things . . . In
conversation with the County Manager, the paid work experience concept was seen as
[one way that] Ramsey County could be a model employer.

The thing that makes it significant is that it is Ramsey County general fund dollars
that will be supporting it and the Ramsey County mission that will be supporting it and
dollars will be used from their individual departments to pay for hourly wages. And
that is a truly significant development in how we do paid work experience. Coming up
with the dollars for the wages is the big issue.

At the time of this report, Lifetrack Resources and Ramsey County staff had
completed contract negotiations to create this newest site, had placed two trainees in
Public Works positions and were developing job descriptions for paid work
experience in the Human Services department. Negotiations had been completed
regarding payment of trainees. As of June 2001 all trainees placed in Ramsey County
positions will be paid from county resources.

The Advancement Plus Orientation

The orientation models included a 1-day orientation session for the Packaging First
site. After visiting other paid work experience programs throughout the country,
Advancement Plus staff created a 1-week orientation in Fall 2000 for the then newly
created Science Museum of Minnesota site. Based on what was learned from the
Science Museum effort and the site visit to Transitional Work Corporation--
Philadelphia@work, a 2-week orientation session was created. At the time of this
report both 1-day orientation and 2-week orientation sessions were in operation.
There was consideration of having all trainees go through the 2-week orientation
before placement at any of the three sites; however, demographic data presented by
the evaluators at an April 10, 2001, meeting suggested that there may be a need for
different orientation models given the experiences and needs of Level One, Level
Two and Level Three trainees. The data tend to support continuing the 1-day
orientation for the Packaging First site and using the 2-week orientation for trainees
placed at the Science Museum and Ramsey County sites.

The 1-day and 2-week orientation sessions are described here.

1-Day Orientation, Packaging First Site

A 1-day orientation was used at the Packaging First site. The intake and orientation
checklist, created for the Advancement Plus program, identified the areas covered by
staff (see Figure 4).
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FIGURE 4
Intake and Orientation Checklist

Name: Date:

O Initial referral information recorded, reports/ information received
O Transportation needs identified
O Application completed

O Intake meeting covering:
k Medical release
k Review participant handbook and personnel policies (provide copy to
participant)
k "Rights and Responsibilities"
k Release of information
k Case notes
k Orientation to goal setting process
k Court ordered obligations (if applicable)
k Drug free environment
k Safety sign-off (Haz Mat Form/Right to Know Orient)
k Client wage and status
k W-4
k I-9 (Photocopy ID forms)
k New employee status

O Tour of work site:
k Work area
k Administrative offices
k Evaluation
k Break room and vending machine area
k Rest room and water fountain
k Time clock (demonstrate how to punch)
k Locker assignment

Comments:

The materials covered during the 1-day orientation included the following
categories of information: schedule, attendance, pay, dress code and emergency
procedures (see Figure 5).
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I.

FIGURE 5
One-Day Orientation Materials

Schedule

1.

1.

The work shift is Monday through Friday from 7:30 a.m. to 3:00 p.m.
Accommodations may be made.

If you work from 7:30 to 3:00 there will be two ten-minute paid breaks, one in
the morning and one in the afternoon, and a thirty-minute unpaid lunch break.
Your lunch break will be from 11:15 to 11:45 or 11:45 to 12:15, depending upon
where you are working on the production floor. It is very important that you
return to work from your breaks on time. If you are not working the typical 7.5
hour shift, the Training Specialist will discuss your break schedule with you.

Training classes will be held two times a week from 2:00 until 3:00. The
training classes will cover a variety of topics that will help you be successful
in your current training and your future job. You are required to attend and
participate in these classes.

Individual meetings with the Training Specialist will be held on a bi-weekly
basis. These meetings will be scheduled ahead of time and should only take
approximately 15 minutes. During this meeting time the Training Specialist
and yourself will be able to discuss any current work related issue. Although
there is a specific time allotted to discuss work related issues, these issues
will also be addressed as they come up during the week.

II. Attendance

Attendance will be taken daily. It is important to be on time to work and to
return from your breaks on time.

You will be responsible for punching in and out with a time card at the
beginning and end of your work day. If you forget to punch in or out, let the
Training Specialist know as soon as possible. Time cards should be left at
work. You will also be responsible for filling out a payroll card by hand. The
Training Specialist will show you how to punch in and out with the time card
and how to fill out the payroll card.

If you need to miss work, you will need to call before you are scheduled to
begin work. If you are not able to reach the Training Specialist, leave a voice
mail message with the Training Specialist (651-265-3491) explaining why
you will not be able to make it to work. Remember that your attendance is
very important in order to ensure your success and continuation with this
training program.
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FIGURE 5, continued
1II. Pay
1. The hourly wage is $6.00 an hour, 35 hours per week.
2. You will be paid every other Friday. The Training Specialist will hand out
your paycheck on payday.

IV. Dress Code
1. Appropriate dress includes:
- jeans
- T-shirts
- tennis shoes, other comfortable shoes
- casual clothing
- shorts

2. Inappropriate dress includes:
- anything with obscenities on it
- short shorts or short skirts

V. Emergency Procedures

1. 1If there is a fire drill follow the directions of the production staff -- they will
lead you out the nearest door. Do not re-enter the building until instructed to
do so.

2. If there is a tornado drill or if the warning sirens go off for other severe
weather seek shelter in the bathrooms on the production floor. If these
bathrooms are full go to the rest room in the receptionist area. When that
rest room is full, seek shelter in the hallway by the classroom.

3. In case of inclement weather Packaging First will close ONLY IF St. Paul
Public Schools are closed for the day.

2-Week Orientation, Science Museum of Minnesota and Ramsey
County Sites

A 2-week orientation evolved from an initial 1-week orientation tried before the
first group of trainees went to the Science Museum of Minnesota and from what
was learned during a staff development trip to observe the Transitional Work
Corporation--Philadelphia@work. The schedule is presented in Figure 6.

This schedule was used March 19 through March 30, 2001, with 13 trainees. All 13
completed the entire 2-week orientation and graduated. At a staff meeting where
the evaluation from this orientation was presented, staff remarked that many of the
trainees had been with Lifetrack Resources for some time and that attending a 2-
week orientation without an absence and graduating was a significant milestone for
them. The certificates of completion for this phase of the training appeared to be
valued by trainees as many told the evaluators they were going to frame and hang
the certificates in their homes.
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FIGURE 6
2-Week Intake and Orientation Schedule

Week 1 Day 1

Introductions

Welcome -- MFIP Director and other Staff

Presentation -- staff from American Express (Explanation of pay check
deductions, withholdings, claiming dependents, exemptions, EIC, complete
W5 form.)

Activity -- Review of Advancement Plus forms

Activity -- Review of Advancement Plus Manual for Paid Work Experience
Activity -- Daily Affirmation (These daily sessions were designed to inspire
and build self confidence.)

Presentation/ Activity -- Dressing for the Workplace, staff from Fashion Bug

Week 1 Day 2

Daily check-in

Activity -- It’s Possible, video. (Trainees view video. The Training
Specialist identifies inspirational aspects of the video and guides
discussion.)

Presentation -- Self-Esteem, staff from African American Family Service
Assignment -- Who am I? (Adapted from the Philadelphia orientation,
trainees directed, in part, to "Prepare a talk in which you present yourself to
the group. Some points to include might be: Where you were born, where you
grew up, important things you remember about your early life.")

Daily Affirmation

Week 1 Day 3

Daily check-in

Trainee Presentations -- Who am I? (Following presentations, training
specialist guides discussion)

Presentation -- MFIP Breakdown of Benefits, staff from Ramsey County
End of the Day Reminders

Week 1 Day 4

Daily check-in

Section 8 Rental Assistance, Welfare to Work Vouchers -- staff from Section 8
Presentation -- The Family Self Sufficiency Program

Presentation -- The Community Stabilization Project (CSP)

Activity: Continuation of issues from Who am I?

Activity -- What's in a Name? (Each trainee is told to take each initial of
their name and identify what it stands for. They are then asked to think
about these questions, "What is a scene you see in the future? What would
you like the future to be for yourself and your family? What's in a name?"
Each trainee then stands before the group and talks about their initials and
answers the questions.
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FIGURE 6, continued

Week 1 Day 5

e Daily check-in

e Activity -- The Things we Do and the Things we Say (A handout of the words to
The Things We Do, a song by Yolanda Adams, was distributed. Trainees listened
to and talked about the song.)

e Activity -- Work Culture, from the YES Curriculum, staff from Lifetrack
Resources
Activity -- Guesstures© (A game used to promote the message of teamwork.)
Activity -- Time Management, from the YES Curriculum, staff from Lifetrack
Resources
Activity -- What's in a Name? continued
Distribution of a list of resources

* Recap of the week and announcements (Trainees are to dress in professional attire
during Week 2.)

e Assignment -- Create Your Own Business. (Trainees given the handout, "Create A
Business Presentation” with questions to help them prepare their presentation:
"Think of the kind of business you would have if you were to have your own
business. What would you do? Would you sell some type of product or would you
offer a service? Decide on the business you are going to create.")

Week 2 Day 1

e Daily check-in

* Activity -- Questions and Answers regarding Science Museum of Minnesota and
Ramsey County sites, MFIP Director

® Presentation -- Job Partners mentoring program, staff from Lifetrack Resources

Week 2 Day 2

e Daily check-in

e Activity -- Review of time cards

® Activity -- Conflict Resolution, staff from Ramsey County

e Field trip -- Martha's Closet (to learn about this community resource and to obtain
at least one element of professional attire)

Week 2 Day 3

e Daily check-in

*  Activity -- from the Curtis and Associates curriculum (Trainees choose statements
which best describe them and are asked to identify how those statements relate
to the skills they will need for the workplace.)

*  Activity -- Working Girl, movie (Discussion of how the character evolved over
time in her job, what she gained, what she lost, what skills she used.)

Week 2 Day 4

e Daily check-in

e Trainee Presentations -- Create Your Own Business

*  Activity -- Completing Job Applications, staff from Lifetrack Resources

Week 2 Day 5
e Evaluation

Graduation ceremony

Lunch -- Potluck

Presentation -- Review of Next Steps, MFIP Director
Check in and Wrap up
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On the first day of the 2-week orientation, the Advancement Plus Manual for Paid
Work Experience was distributed. Some of the elements contained in the manual
have already been covered (Lifetrack Resources Mission Statement, Advancement
Plus, Work and Pay, and Earned Income Tax Credit). This report will now address
the remaining sections of the manual. Staff would like to acknowledge that many
of the ideas and some of the pages have come from Transitional Work Corporation-
-Philadelphia@work and were used with their permission.

The process evaluation revealed that many of the trainees and job counselors from
other MFIP vendors did not know what Advancement Plus staff were involved and
were uncertain as to what services were provided. On their site visit to
Philadelphia, Advancement Plus staff learned that everyone, even the director,
were introduced the first day of the orientation. This approach was implemented
into the orientation and key staff roles were identified in the manual (see Figure 7):

FIGURE 7

Advancement Plus Staff
Training Specialist. Assigned to your work experience site is a Training Specialist.
The Training Specialist will assist you in developing positive workplace habits,
behavior and language through role modeling, conversations and professional
development classes. Your Job Counselor and the Training Specialist will have
frequent contact to ensure that you are achieving the personal and professional goals
you have set for yourself. You are expected to attend and interact during all
professional development sessions. In addition, you will be expected to meet
regularly with the Training Specialist to review your work and your development
and determine your readiness to transition from the work experience into competitive
employment.

Job Counselors. Your Job Counselor is your referral source to Advancement Plus. Your
Job Counselor will work with you to determine that you meet the eligibility
requirements for Advancement Plus. In addition, your Job Counselor will support you
by assisting to locate other transitional resources, such as but not limited to:
transportation, child care, offer connection to health, nutrition and other resources,
discuss career options. You are expected to comply with all the policies and
procedures of Advancement Plus. When performance is a concern, your Job Counselor
will work with you and the Training Specialist to set goals to improve performance.

Other Key Staff
Because the Advancement Plus team as a whole is interested in your success, you may

come into contact with other staff members to discuss your work experience, goals and
growth.

MFIP Director. Oversees the operation, development and evaluation of
Advancement Plus.

Curriculum Supervisor. Supports the Training Specialist and Resource Room
Specialist. Provides coverage when Training Specialist is unavailable.

Resource Room Specialist. Assists you in job search, resume writing and other
related job search activities.

Job Developer. Connects you with employers, job leads and the Bus [Trainer] to help
you determine bus routes for your work experience.
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The Advancement Plus Manual for Paid Work Experience clearly articulated
expectations for participation, covering issues that had been problematic at the
Packaging First site. Earlier the policy had been to continue to work with the trainee
and attempt to bring them back into the program; however, staff determined that a
firm policy was needed.

FIGURE 8
Participation Expectations

Attendance:
It is expected that after a schedule is determined and agreed upon by you and the
Training Specialist, that you will maintain 90% attendance.

If you are unable to maintain 90% attendance, it is expected that you will call and
inform the Training Specialist of the absence or will complete a leave request form. If
attendance continues to be a challenge for you, the Training Specialist and Job
Counselor will meet with you to determine the appropriate strategy to combat the
attendance concerns.

You are required to participate with the Training Specialist to complete progress
reports and to develop goals to further your success.

The Training Specialist will have leave request forms available at your work site.

Punctuality:

All employers expect their employees to come to work every day on time, except in
cases of genuine illness or emergency. Therefore, you are expected to establish a good
punctuality record. Leaving early or without permission is not allowed under any
circumstances. If this happens it will warrant disciplinary actions and/or
termination.

Excused Absences:

There are events that may prevent you from attending work and that are considered
excused absences. An excused absence usually results from your inability to work due to
illness, the illness of your child, bereavement, jury duty or legal business that can only
be conducted during the normal business day.

If you provide the appropriate notice (preferably 1 day in advance) and
documentation (if applicable) to your Training Specialist/Job Counselor, this absence
will not jeopardize your participation in the program.

Extended Absences:

Advancement Plus acknowledges that there may be an occasion when an extended
absence due to pregnancy or a serious illness of yourself or an immediate family
member prevents you from working. You should contact your Training Specialist/Job
Counselor if such a situation arises. If you cannot continue in Advancement Plus
because you must care for a family member you must provide doctors' verification that
your care is warranted.

No Call/No Show:
If you No Call/No Show for your work experience 5 consecutive days, you will be
terminated from Advancement Plus.

Telephone Calls:
Except for emergencies, making or receiving personal phone calls is not permitted
during work hours.
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Other dimensions integrated into the model during the Spring of 2001 were holiday
pay and personal time off (see Figure 9, from the Advancement Plus Manual for
Paid Work Experience). Personal time off was added in an attempt to make the
Advancement Plus training period as similar to a work situation as possible and to
attempt to address trainees' attendance issues. It was believed that recognizing that
in the 6-month period they may need personal time would encourage trainees to
schedule absences in advance, learning an important workplace skill. In addition,
allowing trainees to earn personal time off would reward good workplace behaviors.

FIGURE 9
Holiday Pay and PTO

Holiday Pay:

The following holidays are observed by Lifetrack Resources: New Year's Day, Martin
Luther King Jr.'s Birthday, Memorial Day, Independence Day, Labor Day,
Thanksgiving (Thursday and Friday) and Christmas.

When any of the holidays fall on a Saturday or Sunday, the nearest work day
(Friday or Monday) is observed.

When Christmas and New Year's Day immediately follow a work day, a half day
holiday is declared on the preceding work day. You may be granted upon request the
courtesy of observing religious/ political / ethnic holidays not included in the list
above. Time taken will be charged to the employee's Personal Time Off (PTO) or time
may be made up in a manner determined by the supervisor within the limits of
government wage or hourly regulations.

You will receive holiday pay at a rate equal to the hours you would have worked on
the day had it not been a holiday.

Anyone required to work on a Lifetrack Resources holiday will be paid for the hours
worked at their regular rate of pay, in addition to receiving an alternative day off.

If you discontinue working in Advancement Plus and your last day of work is prior to a
holiday, you will not receive pay for that holiday.

Personal Time Off (PTO):
Everyone enrolled in Advancement Plus will be given 20 hours of PTO at the start of
his or her work experience.

You earn .03 hours of PTO per hour worked. This means if you work 35 hours per week
you will earn 2.1 PTO hours per pay period. If you work 20 hours per week you will
earn 1.2 hours each pay period.

To use PTO, you must either request time off in advance or call in prior to your start
time. Except in cases of illness or emergency, the scheduling of personal leave must be
approved in advance. If the criteria for using PTO are not met, the time off will be
without pay.

If objectives of the Family Support Agreement are met, any remaining PTO will be
paid out.
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Although support services had been available to trainees from the early stages of
Advancement Plus, they were spelled out in written form for the first time in the
manual used at the March 2001 orientation. This is another example of how the
model has matured over time. Evidence of trainees accessing the one-time clothing
allowance was found in the case files and observed during the March 2001
orientation. A trainee obtained a job at a bank and used the clothing allowance to
obtain appropriate attire. The Advancement Plus Manual for Paid Work Experience
described support services in the following way:

FIGURE 10
Support Services

The Training Specialist has an office on-site to provide emotional support, problem
solving and encouragement to you.

You may be eligible to receive a one-time clothing allowance that can be used for
buying work clothes or other items that will prepare you for the job.

Transportation assistance such as bus cards or mileage reimbursement will be provided
to you during your participation in Advancement Plus.

The Training Specialist and Job Counselor will work with you to address issues that
may interfere with the successful progression and or completion of Advancement Plus.

Any further resources you may need can be obtained from the Training Specialist
and/or the Community Resource Representative.

One element of the Advancement Plus model supported directly by The Joyce
Foundation grant was the use of incentives to encourage participation. At first staff
purchased a number of gift certificates from Target® and gave those out when
trainees had good attendance or did exceptional work. Staff often wondered if these
incentives were valued. Interviews with trainees revealed that for many they were
greatly appreciated. One change was to develop a list of incentives from which the
trainee could chose. At the recent orientation, rewards for graduating from the 2-
week orientation included phone cards, movie passes, and Target®, Bath and Body
Works® or Club Kid® certificates. The Advancement Plus Manual for Paid Work
Experience describing incentives and awards may be found in Figure 11).
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FIGURE 11
Incentives and Awards

As you make significant progress in making appropriate decisions, meeting goals or
exhibiting excellent or perfect attendance, an award or incentive will be given to you.

The steps you make forward should be acknowledged and communicated to you.

The incentive may be monetary such as: a gift certificate, alarm clock, calendar, a
written note communicating positive accolades to you, or anything that the Training
Specialist feels is appropriate.

Another change in the program was to begin to refer to the "soft skills training" as
professional development. Although this may appear to be subtle, the label alone
gives a different message. Another item in the Advancement Plus Manual for Paid
Work Experience was entitled, The Five Principles of Self-Sufficiency (see Figure 12).

FIGURE 12
Professional Development

Professional Development sessions are designed with you in mind. These sessions are
offered 2 hours a week and are scheduled during your work day. The following are
examples of sessions offered:

Working to get your GED

Improve your reading and writing skills
Customer service skills

Effective communication in the workplace
Time management

Dressing for success

Conflict resolution

Anger/ stress management

Diversity training

We will work to incorporate Professional Development sessions that will benefit your
continuing success.

Suggestions for training classes are welcome.

The Five Principles of Self-Sufficiency
(Adapted from Curtis and Associates)

Urgency: The time to become self-sufficient is now.
Ownership: We are each responsible for our own future.
Learn-by-doing: Doing replaces waiting.

Lifelong learning: Learning is not a product, it's a process!

Motivation through self-esteem: Coaching, cheering and giving hope grows self-
esteem, confidence and motivation!
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The steps of conducting a job search were articulated in the manual. This directly
addressed a question voiced by a number of trainees in the evaluation interviews.
The section on exiting the program also addressed a need because trainees were
confused if they could return and under what circumstances.

FIGURE 13
Job Search and Exiting the Program

Job Search:

When you have demonstrated progress in skill building and have shown excellent
attendance, the Training Specialist will recommend that you begin seeking
competitive employment.

It is expected that you will utilize the job search services offered by your referring
agency or by any Lifetrack Resources job search entity.

The Training Specialist will send a referral to the appropriate staff member that
will identify your job interests.

You and the Training Specialist will develop a job search plan that includes a
schedule and a time frame for your job search.

You will be paid for time spent doing job search activities.

Exiting the Program:
Once a job is secured and a start date to that job is assigned, you will determine your
final day in Advancement Plus.

A congratulatory ceremony will be held for you with the attendance of your co-
workers from Advancement Plus and you will be presented with a certificate of
completion.

Your Job Counselor will continue to monitor your progress in competitive employment
after you have exited Advancement Plus.

If after you have left Advancement Plus you are faced with unemployment within the
next 18 months, you will be allowed to return and participate in Advancement Plus
again.

The manual did not focus only on rules, policies and procedures, but also provided
tips on becoming a successful employee (see Figure 14). Staff knew that many
making the transition from welfare to work had no previous work history or had
not been able to maintain employment; therefore, it must not be assumed that
trainees knew the unspoken rules so often a part of workplace culture. The need for
this level of detail was substantiated by the trainee profile, to be discussed later in
this report.
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FIGURE 14
Checklist for Becoming a Successful Employee

Reliability

* Arrives to work on time every day

¢ Arrives properly dressed for work

¢ Displays good attendance attributes

Good Work Habits

e Completes tasks well

e Cares for work equipment and products properly
¢ Follows all regulations and requirements

Strong Communication Skills

¢ Exhibits a positive attitude

¢ Respects co-workers and supervisors
e Takes direction well

e Is a team player

Motivation
* Completes assignments correctly and timely
¢ Asks questions and offers time to other tasks

Why are you better off working? is another section of the Advancement Plus
Manual for Paid Work Experience which the evaluation data indicated was needed.
Interviews with trainees revealed that many were concerned about the low wage.
Although they recognized that this was a training program, they were uncertain if
their families were better because they were working. For some, enrolling in the
training program meant that their family had less to live on because of a
complicated reimbursement system and because rents might increase if the trainee
was in Section 8 housing.

FIGURE 15
Why are you better off working?

1) You earn your own money.

2) You save your MFIP eligibility.

3) You can reach your financial goals sooner.

4) You can provide more for your family.

5) You contribute to Social Security, therefore increasing your retirement income.
6) You earn tax benefits such as: The Earned Income Tax Credit and the Child

Care Tax Credit.

Working with Advancement Plus will allow you the opportunity to enhance and build
your employable skills and will offer you support in your transition such as: job
placement, job search assistance, a Training Specialist on site and the opportunity to
address other work-related challenges.

The Advancement Plus Model



The policies and procedures in the Advancement Plus Manual for Paid Work
Experience on conflict resolution, disciplinary actions and penalties, progressive
disciplinary action and immediate termination combined ideas from the
Philadelphia handbook and materials already in use by Advancement Plus. Health
and safety, safety practices and injury reporting and harassment are from Lifetrack
Resources materials (see Figure 16).

FIGURE 16
Other Policies and Procedures

Conlflict Resolution:

When a situation of conflict arises it is appropriate to stop what you are doing and
discuss the issue with the Training Specialist. The Training Specialist has been
trained to work through situations of conflict and can assist the parties involved.

If a situation of conflict arises and the Training Specialist is unavailable, talk with
the staff member providing coverage at the time.

The Training Specialist (or coverage provider) will immediately discuss the
situation and take the corrective actions as needed. Corrective actions may include,
but may not be limited to: mediation and/or leaving work for the day. If conflict
escalates to include verbal or physical abuse of staff or co-workers the results may be
suspension and / or expulsion from the program.

Disciplinary Actions and Penalties:

Advancement Plus Policies and Procedures are designed to create an environment in
which the maximum number of people can work pleasantly and productively. For
workers who fail to follow policy, disciplinary action will be taken. Depending on
the violation, the Training Specialist and the Job Counselor may impose disciplinary
action that can range from "Progressive Disciplinary Action" to "Immediate
Termination."

Advancement Plus Policy and Procedures apply to all trainees. Upon assignment to
one of the Advancement Plus work sites, you will be expected to follow the standards
of Advancement Plus and of each work site.

Unsatisfactory performance and unacceptable conduct have different levels of
seriousness, i.e. from verbal warning to termination. Your Training Specialist and
your Job Counselor will determine an appropriate level of discipline based upon the
circumstances associated with unsatisfactory performance or misconduct.

Progressive Disciplinary Action:

Under normal circumstances, the Training Specialist and Job Counselors are expected
to follow the Progressive Disciplinary Procedure outlined below. However, there
may be particular situations in which the seriousness of the offense justifies skipping
one or more of the steps in the procedure.

Please note: You may be asked to sign an agreement that outlines the steps that will
be taken to correct a problem.
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FIGURE 16, continued

First Step: Verbal Warning

After the first violation of work rules or the occurrence of unacceptable work
behavior, you may receive a verbal warning from the Training Specialist to discuss
the problem or violation. The purpose of the conversation is to:

Make sure that you understand the problem and how it affects the workplace,
others and yourself;

Remind you of the Policy and Procedures of Advancement Plus, and;

Discuss and determine how you will address the problem and ensure that the
behavior ceases.

Second Step: Written Warning

If there is a second violation or occurrence of an unacceptable work activity, you will
receive a written warning from the Training Specialist and the Job Counselor. The
purpose is to emphasize the seriousness of the situation and the need for you to
immediately remedy the problem.

Third Step: 2nd Written Warning (Optional)
Depending on the seriousness of a violation, the Training Specialist and the Job
Counselor may want to give a final warning.

Final Step: Termination

If sufficient improvement is not made following the steps listed above, you will be
terminated from the work site. If this occurs, your financial worker will be notified
that you have been terminated from the program and the cause of that termination.

Immediate Termination

If any of the actions listed below are committed, or any other action not specified but
similarly serious, you will be terminated without any previous Progressive
Disciplinary Action.

Theft;

Falsification of record, including your timesheet or anyone else's;
Failure to follow safety practices;

Threat of, or the act of, bodily harm to others;

Willful or negligent destruction of property;

Use, possession or sale of intoxicants, illegal drugs or narcotics;
Possession of firearms, deadly weapons, explosives;

Sexual, racial and/or other forms of harassment;

Criminal conduct or acts of violence;

Unethical or illegal conduct in the course of your employment; or,

Sleeping or loitering during working or training hours.
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FIGURE 16, continued
Health and Safety

1. UNLAWFUL SUBSTANCES/ALCOHOL.

The unlawful manufacture, distribution, possession or use of controlled substances
and/or alcohol is prohibited on Lifetrack Resources premises and all other locations
where Lifetrack Resources work takes place. Employees are required to notify the
Vice President of Finance and Administration within five days of any criminal drug
or alcohol conviction when the violation occurred on Lifetrack Resources premises or
while performing work as a Lifetrack Resources employee. Violation of the drug-free
workplace policy is cause for disciplinary action including mandatory participation
in a drug abuse assistance or rehabilitation program or termination of employment.

Safety Practices and Injury Reporting

1. Safety Practices. All employees are responsible for following safe working
practices in their own activities and ensuring safe working conditions in their
assigned areas. Unsafe conditions that cannot be remedied by the individual
employee should be reported to his/her supervisor or a Safety Committee member.

2. Injury Reporting. All work-related injuries must be reported to the appropriate
supervisor immediately and a First Report of Injury form filed with the workers
compensation claims coordinator within 24 hours. Any case of serious injury or death
shall also be immediately reported to the president or his/her designee.

3. Serious Injury or Death of Person Receiving Services. In addition, the serious injury
or death of any person who receives services or treatment for mental illness, mental
retardation or a related condition, chemical dependency or emotional disturbance
will be reported immediately to the Division Vice President or the President. The
Division Vice President/President will report the death or serious injury to the State
of Minnesota Office of the Ombudsman for Mental Health and Mental Retardation
within 24 hours.

Harassment

HARASSMENT.

a. General.

(1) Harassment, including harassment on the grounds of race, color, sex, age, creed,
religion, sexual orientation, political affiliation, public assistance status, national
origin, disability or marital status will not be tolerated.
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FIGURE 16, continued

(2) Employees who feel they have experienced harassment from other employees
should make it clear that such behavior is offensive and immediately bring it to the
attention of their supervisor or Division Vice President. To the extent possible,
immediate action will be taken to investigate the harassment claim in a confidential
manner and to promptly eliminate any recurrence of the perceived offense.

(3) Individuals who refuse to alter their behavior that is perceived as harassment
are subject to the most serious disciplinary actions, including suspension or
termination.

(4) Any complaint of harassment brought to the attention of Lifetrack Resources by
any employee pursuant to this policy and its procedures will not in any way
jeopardize that person's employment with Lifetrack Resources.

b. Sexual Harassment.

(1) Sexual harassment will not be tolerated and will be grounds for discipline up to
discharge. Unwelcome sexual advances, requests for sexual favors, and other verbal
or physical conduct of a sexual nature constitute harassment when submission to such
conduct is made either explicitly or implicitly a term or condition of an individual's
employment, or submission to or rejection of such conduct is used as the basis for
employment decisions affecting such individual or such conduct has the purpose or
effect of unreasonably interfering with an individual's work performance, or creating
an intimidating, hostile or offensive working environment.

(2) Sexual harassment may include such actions as sex-oriented verbal "kidding,"
abuse, or joking, subtle or overt pressure for sexual activity, brushing against another's
body, demands for sexual favors accompanied by implied of overt promises or
preferential treatment or threats concerning an individual's employment status.

One of the last two items in The Advancement Plus Manual for Paid Work
Experience covered the dress code (see Figure 17). It varied, as is appropriate, from
the information for the Packaging First site. This is just one example of many as to
why Advancement Plus may need to maintain two separate training models.
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FIGURE 17
Dress Code

Each work site location will have a dress code that you will be expected to follow.
However, at a minimum, you will be expected to follow the rules below:

. Men should not wear hats inside.

. Extreme styles of dress are not appropriate. This includes, but is not
exclusive to:
denim clothing, including jeans;
sneakers;
partial shirts;
resort clothing or beach clothing;
unclean, torn or ragged clothes;
clothing that is sexually suggestive;
clothing with obscene messages; or;
clothing with reference to sex, drugs or violence.

o Excessive makeup, visible piercing or flashy jewelry are
inappropriate;

o Sunglasses may not be worn at work;

. You should be neat and well groomed;

o If your work site requires you to wear a work uniform, you must keep it

clean and neat and always wear it while on the job; and,

o You must wear all safety equipment as assigned.

The last area of information in the Advancement Plus Manual for Paid Work
Experience covered problems which may affect job performance (see Figure 18).

FIGURE 18
Problems Which May Affect Job Performance

If you need assistance with a problem that is not job related but will affect your
performance on the job (for example, drug or alcohol problem, domestic situation,
illness, or emotional problem), you should talk to your Job Counselor and /or Training
Specialist who will refer any problems to the appropriate place. The key to dealing
with a problem in a job setting is to address it early, before it affects your job
performance. All information is held in strict confidence and will be shared only
with your consent.
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The back cover of the Advancement Plus Manual provided a place for the trainee to
verify that he/she received and read the manual, and understood and agreed to
follow the policies and procedures (see Figure 19).

FIGURE 19

As a trainee of Advancement Plus, I acknowledge that I have received a manual. I
have read, understand and agree to follow all Policies and Procedures of
Advancement Plus.

However, I understand that once I am assigned to my work experience, I will be
expected to follow the Policy and Procedures of the work experience location as well.

Name

Date

The Advancement Plus Professional Development Activities
Professional development activities were part of the Advancement Plus model:

Professional Development Activities at Packaging First. The training
specialists at Packaging First were to hold classes twice a week. This did not
always occur because at times classes were canceled when a production
deadline was pressing and all trainees were needed on the work floor.
Professional development activities included a presentation about the
Lifetrack Resources JobPartners mentoring program, a presentation on
budgeting and credit by staff from Aurton Solutions and a presentation by
staff from African American Family Service.

Functional Work English at Packaging First. Trainees at Packaging First
who were Limited English Proficient could attend English education classes
on-site, offered twice a week. The ESL teacher described the class as follows:

My task is to teach things that are important for them to know in the workplace,
workplace etiquette, vocabulary, but also English as much as I can. I have a heavy
focus on pronunciation because most of my students are pre-literate, they haven't had
any education in their country of origin. So it's difficult obviously for them to read or
anything like that, so pronunciation works well for everybody.
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For students at higher levels here, we've done some life stories. But lately they
seem to be at a much lower level, so we've mostly done pronunciation. But also they just
did partner interviews, just opportunities for them to talk to each other and to talk in
English. And they do a very little bit of writing, just writing the date or a letter,
something they see over and over. We do some reading of signs, like Men's Room,
Women's, that sort of thing. We also do some learning to read, the names of the letters
and the sounds that they make. It's constantly changing because the student population
is constantly changing.

Professional Development for the Science Museum of Minnesota and
Ramsey County sites. One of the unintended outcomes resulting from the
job positions at the Science Museum and Ramsey County not being available
when the 2-week orientation had finished, was that the program was able to
offer computer training. These classes were designed to help the trainees
improve the skills they would need in the mostly clerical positions. They
worked on word processing, formatting on the computer, alphabetical filing.
They also practiced interviewing skills and toured the Science Museum and
Ramsey County sites.

Advancement Plus -- From a Trainee's Point of View

To understand Advancement Plus, from a trainee's point of view, it is important to
understand the underlying programs. Many readers may already understand this
process; however, this report is being shared nationwide and each state differs in
how TANF programs are operated.

Minnesota Family Investment Program

The concept for the Minnesota Family Investment Program was created by the
Minnesota Department of Human Services in 1988. This antipoverty strategy was
approved by the U.S. Department of Health and Human Services. This pilot
program was designed to encourage, support and reward work. The pilot was
implemented in seven Minnesota counties in 1994. Lifetrack Resources was one of
the sites when the pilot was expanded in 1996 to include the eighth county, Ramsey
County.

President Bill Clinton signed the Personal Responsibility Act into law in August of
1996. Its provisions went into effect in July of 1997. Minnesota implemented MFIP
statewide in January 1998.

The nation's new welfare program adopted the name, "Temporary Assistance to
Needy Families" (TANF), replacing the 60-year-old national welfare program, Aid to
Families with Dependent Children (AFDC). Federal welfare reform legislation
shifted the role of the welfare system from one perceived as fostering dependency
and entitlement to one encouraging personal responsibility and empowerment.

The focus was to get everyone who can work, working. TANF set a 60-month
lifetime limit on welfare benefits.

The Advancement Plus Model e



Unlike AFDC, TANF provided states with only core requirements beyond which
they were permitted the flexibility to design and administer their own welfare
programs. TANF gives states block grants based on the highest amount they were
receiving for AFDC in 1994 or 1995 or the average that they received between 1992
and 1994. States are required by TANF to maintain at least 80% of 1994 state
expenditures, or 75% if they meet work participation requirements. States must
achieve minimum work participation rates or be penalized up to 5% of their TANF
block grant the first year of noncompliance, increasing 2% for each consecutive year
they fail to comply, up to 21%. States that are penalized must increase their state
spending by an equal amount.

TANF funds are permitted for any purpose that had previously been allowed under
AFDC, Emergency Assistance or JOBs programs, or "in any manner responsibly
determined to accomplish the purpose of the grant." TANF-specified purposes
included cash assistance, child care, educational activities designed to increase self-
sufficiency, job training and work activities. The federal funds could not, however,
be used for medical assistance, except for pre-pregnancy family planning.

The differences between the pilot MFIP-R and Statewide MFIP were illustrated in
materials distributed as part of the MFIP orientation (see Figure 20).
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FIGURE 20
Statewide MFIP Financial Orientation
Difference between MFIP-R and Statewide MFIP

Statewide MFIP changes the way your assistance grant works. Like MFIP-R,
Statewide MFIP expects, supports and rewards work. It expects that you will move
into employment as quickly as possible. Below is a comparison of MFIP-R and

Statewide MFIP.

MFIP-R

Statewide MFIP

No time limits.

Grant standards higher: Family Wage
level - 120%; Disregard - 38%.

Cash out of Food Stamps into one cash
grant.

Exit point (off cash assistance) is 140% of
poverty.

Vehicle exclusion - based on "equity
value" ($4500).

Child care: Available for all work and
approved employment services activities.

Mandatory referral to Employment
Services for non-exempt individuals.

Exemptions differ.

Sanctions: 10% of grant. Continues at 10%
until sanction is resolved.

60-month lifetime limit for cash benefits.
The 60 months start with your first month
of Statewide MFIP.

Grant standards are lower under
Statewide MFIP, the transitional
standard, Family Wage level and income
disregards are all lower: Family Wage
Level - 110%; Disregard - 36%.

Cash Grant and Food Stamp portion are
separate. Food portion must be used for
food. Food portion issuance dates are the
4th and the 13th of the month.

Exit point is 120% of poverty.

Vehicle exclusion based on "loan value"
($7500).

Child care: Still available as with MFIP
-R but will require a parent co-payment of
at least $5.00 and the co-payment is
based upon family income.

Same, but under Statewide both parents
in a 2-parent household must participate
in Employment Services.

Exemptions differ.

Sanctions: 1st time - 10%; 2nd time or 2nd
months - 30% plus rent is vendor paid for
at least 6 months; Non-cooperation with
Child Support - 25%.

The following program components remain the same:
e Transitional Child Care and Medical Assistance when your grant is closed due to

increased earnings.

e Teen and Child Checkup availability.

e Early Childhood and Family Education.
e Transportation assistance for Job Search and other employment related

activities.
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FIGURE 20, continued

Employment services and expectations under Statewide MFIP change. Like MFIP-R,
Statewide MFIP expects, supports and rewards work. It expects that you will move

into employment as quickly as possible. Below is a comparison of MFIP-R and

Statewide MFIP.

MFIP-R

Statewide MFIP

Participation requirements:
Single parents with child under 6 - 20
hrs per week
Single parents with no child under 6 -
30 hrs per week
One parent in a 2 parent household -
30 hrs per week

Employment requirement:
Single parents with child under 6 - 20
hrs per week
Single parents with no child under 6 -
30 hrs per week
One parent in a 2 parent household -
30 hrs per week.

Job Search:
8 weeks goal job search
4 weeks suitable job search

Sanctions:
10% of grant

Training: Very limited - must take most
direct path to employment.

Child care available for work and
approved employment related activities.

Participation requirements (Job Search):
Single parents - 30 hrs per week
Both parents in a 2 parent household
- 1 parent - 35 hrs per week 2nd parent
- 20 hrs per week

Employment requirement:
Single parents - 35 hrs per week (Full
Time)
Two parent household - One parent 35
hrs per week. Second parent 20 hrs
per week.

Job Search:
8 weeks suitable job search (30 hrs per
week)
Sanctions:
10% of grant first time
30% of grant 2nd time or second month
plus rent is vendor paid.
Training: Must take the most direct path
to employment, but training options are
more available . . . Training must be part
of an Employment Plan.
Child care available for employment and
approved employment related activities.
Parent co-payment required.

Services which continue to be offered:

* Job Search Workshop - Setting job goals, how to find work, interviewing skills,

etc.

® Job Search Groups - job search support, job leads, etc.
Resource Center - help with locating job leads, resume preparation, etc.
Self-directed Job Search - filling out applications, interviewing with employers,

etc.

Training Opportunities:

e Short-term remedial education - GED, Basic skills brushup, etc.
e Short-term occupational training - through area schools or employment specific

training programes.
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Participation expectations were outlined in Statewide MFIP materials as follows (see
Figure 21).

FIGURE 21
Statewide MFIP
Participation Exemptions

A caregiver is exempt from employment services requirements as long as they are:
e Age 60 or older.

e Suffering from a professionally certified permanent or temporary illness, injury,
or disability which is:
> Expected to continue more than 30 days, and
> Prevents the person from obtaining or retaining employment.

e Caring for another member of the household because of a professionally certified
illness or disability.

e A pregnant woman if the pregnancy has resulted in professionally certified
disability that prevents obtaining or retaining employment.

e Personally providing full-time care for a child under the age of one year. (This
exemption is limited to 12 months for the lifetime of the caregiver).

e Employed at least 40 hours per week or at least 30 hours per week and engaged in
job search for at least an additional 10 hours per week. (Must be earning at least
the state minimum hourly wage).

e Experiencing a personal or family crisis (as defined by the county) that makes
them incapable of participating in the program.

* A second parent in a two-parent household, provided the second parent is
employed for 20 or more hours per week.

e A victim of domestic violence who is in compliance with a safety plan. (Maximum
exemption of 12 months).

Minnesota elected to maintain eligibility for current legal non-citizens for MFIP.
Non-citizens who lived in Minnesota before March 1, 1997, are eligible for the full
MFIP grant that combines the food stamp and cash assistance grant, if they are
pursuing English as a Second Language and citizenship. County staff are required to
review each non-citizen case and re-determine eligibility for these programs.
Throughout this report, these individuals are referred to as eligible non-U.S.
citizens.
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Figure 22 contain the Requirements for Training and Education Plans for Statewide
MFIP.

FIGURE 22
Statewide MFIP
Requirements for Training & Education Plans

Under Statewide MFIP, a Job Counselor may approve an education or training plan at
the initial assessment if it meets certain criteria:

1. The program can be completed within 12 consecutive months.

2. The program is likely, without additional training, to lead to earnings that will
take the participant off MFIP (at the completion of the program).

3. It can be shown that:

a. The employment plan identifies specific goals that can only be met with
additional training.

b. There are suitable employment opportunities that require the specific
education or training in the area where the participant resides or is

willing to reside.

c. The training or education will result in significantly higher wages than
the participant could earn without the additional training or education.

d. The participant can meet the admission requirements.

e. There is a reasonable expectation that the participant will complete the
program.

4. The participant must maintain satisfactory progress as defined by the school and
in the Employment Plan.

5. The participant must do job search after completion of the training or education
program.
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Welfare to Work

Individuals referred to the Welfare to Work program, funded by the U.S.
Department of Labor, are considered "the hardest to serve or employ" due to their
limited skills, multiple barriers and/or little or no prior work history. In an
interview with a Lifetrack Resources employee the requirements of the Welfare to
Work program were described:

Advancement Plus is funded through The Department of Labor, Welfare to
Work program . . . The funds come from the federal government, are funneled down to
the city of St. Paul which then allocates the resources to organizations like Lifetrack
Resources.

Participants in the Welfare to Work program are covered by criteria developed
by the U.S. Department of Labor. There are two categories: a 70% and a 30%. In the
first, 70% of our money should be spent for participants who have been on assistance for
30 months or more, read below the 8th grade level, do not have a high school diploma
or GED, who may suffer from a chemical health issue, may be a non-custodial parent.
They have to meet two of those criteria to fall in the 70% category.

And then there is a 30% category, in which they must be on assistance, but they
have not necessarily been on for 30 months or more. There is a huge variety of criteria
under the 30% category. Things like poor work history, limited English, you were
pregnant as a teenager, not married at the birth of your first child, different
contributing factors to welfare.

In addition to being on welfare, participants need one other criterion. If they
express interest either in packaging or production as a job, we refer them to
Advancement Plus at Packaging First.

Figure 23, "The Welfare to Work Eligibility Checklist", shows the Welfare to Work
eligibility criteria developed by the U.S. Department of Labor. An MFIP participant
would meet with their job counselor who would use the Welfare to Work Eligibility
Checklist to determine if they could be served using Welfare to Work dollars.
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FIGURE 23
Welfare to Work Eligibility Checklist

70% Program Eligibility Checklist

Clients must meet ONE of the following criteria:

O TANF/AFDC recipient for at least 30 months (does not have to be concurrent).

0O  TANF/AFDC recipient who may lose cash benefits within 12 months due to a
time limit.

O  Former TANF/AFDC recipient who has exhausted the time limit on cash
benefits, but who otherwise would be eligible to receive TANF.

0O  Non-custodial parent of children who have received TANF/AFDC for at least
30 months (does not have to be concurrent).

Clients must meet at least TWO of the following criteria:

O No GED/diploma AND reading or math skills below grade 8.9 (or up to 109%
can meet local definition of low skills).

O Requires substance abuse treatment for employment.

O Worked less than 13 consecutive weeks out of the last 12 months in a full-time,
unsubsidized job (or up to 10% can meet local definition of poor work history).

If these two sets of criteria are met, client is eligible for Welfare to Work.
If not, please continue below.

30% Program Eligibility Checklist

Clients must meet ONE of the following criteria:

U Current TANF recipient.

0  Former TANF/AFDC recipient who has exhausted the time limit on cash
benefits, but who otherwise would be eligible to receive TANF.

O Non-custodial parent of minor(s) whose custodial parent is a TANF recipient.

Clients must also have at least ONE characteristic associated with long-term
welfare dependency, such as:

0O  High school dropout. 0O  Not married at birth of first
0O  Teen pregnancy. child.
O Poor work history. O One or more of applicant's
O Limited English Proficiency. parents received welfare
O Offender/Felon. assistance.
O Victim of domestic violence.

0O  Drug/alcohol dependency.

If these two sets of criteria are met, client is eligible for Welfare to Work.
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Advancement Plus Journey

Advancement Plus staff were asked to pretend that the interviewer was a trainee
and to explain from start to finish how their program had been designed to work.
From these interviews and a review of MFIP and Welfare to Work documents the
following flow chart was created to portray the Advancement Plus journey:

FIGURE 24
The Advancement Plus Journey
From Start to Finish

I become destitute and go for assistance.
Ramsey County financial worker completes

assessment of
my family, resources, needs, and history.

l
I meet eligibility criteria and am enrolled in I have been receiving welfare.
MFIP.
! !
County refers my case to an MFIP Vendor (Lifetrack Resources is one).

!

MFIP Vendor's job counselor sends me a letter about a mandatory meeting .
I must attend this meeting or I am sanctioned.

I attend the MFIP Overview Meeting.
!

If T have exhausted 8 weeks of job search, I participate in secondary assessment with job
counselor. If I meet the Welfare to Work criteria, I am referred to the Welfare to Work
program (of which Advancement Plus is one option).

Y
I sign up for Advancement Plus.
I go through an Advancement Plus orientation.

I am placed at a work site.

I participate in Functional Work English classes

or professional development classes. I am absent from work. A retention specialist
Every 6 months I am re-certified by a county tries to contact me to address issues.
financial worker as still eligible for MFIP.
l
I work at the site for 6 months with good I continue to be absent from work and I may be
attendance and can begin job search. sanctioned.

A job is secured and a starting date is assigned. I
work with the training specialist to determine
my final day in Advancement Plus.

I work at that job and can obtain support from the
Lifetrack Resources retention specialist
(an optional service).
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The major portion of an interview with a Lifetrack Resources employee covering
the procedures for moving trainees through the Advancement Plus program is
provided below:

[Interviewer] Pretend I am a new trainee. Describe for me what will happen from my
first contact until I am no longer consider a participant.

[To be eligible for Advancement Plus] you would have been working with a MFIP job
counselor for a while. Typically an individual would not get referred to our
Advancement Plus program until they've exhausted 8 weeks of job search. Right now
under the MFIP model a "suitable job" is defined as $5.15 per hour, 35 hours a week.

At the end of 8 weeks, we would do a secondary assessment and look at any contributing
factors that are prohibiting you from moving into employment . . . I might just talk about
the need for some structure or stability or just work experience. And that within our
Welfare to Work programs there are a number of different work experience programs.
There are three levels -- Packaging First is a level one. So I would try to use that as a first
option because of the skills that are needed . . . Other work experience programs may
need a higher reading level, may need a deeper skill set. So Packaging First is your
entry level, basic work experience program.

Then I complete some paperwork and refer you to the Welfare to Work coordinator. She
would call you in within a week of my referral and orient you to Welfare to Work.

[Interviewer] So I would come here and talk to the Welfare to Work coordinator and she
would let me know that Packaging First would be the best option for me?

Right . .. You need a certain number of weeks of work experience and right now you
haven't worked in 2 years. Therefore we need to build your work experience.

[Interviewer] During my paid work experience will my welfare check decrease?

It will. It's considered income . .. You get to keep 36% of the money that you earn from
Packaging First and then you get additional supplemental assistance from the county.
Under the umbrella of MFIP you do see more income. Actually you get to keep all of your
earned income, because that is your money, and they subtract 36% out of your welfare
check.

You will see a reduction in your cash. You will probably see an increase in food stamps.
You will still get medical. Child care is still covered and all the other supports. We
provide transportation, a bus card. Under the regular MFIP program, participants who get
a full-time job get a bus card for only 2 months. The [Advancement Plus] paid work
experience participants get a bus card for their entire adventure down at Packaging
First. It doesn't end until they enter unsubsidized employment.

[Interviewer] How do I get to my first day there?

First we would look at a bus route and see if the bus route would get you to Packaging
First at the start time which is 7:30 a.m. The second option would be one of our
Lifetrack Resources vans. Otherwise there is a parking lot and you could drive and get
a gas voucher if you were using your car to get there.
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[Interviewer] Once I decide to do this, do you just give me the address and I go over there?

No, before we even agree to Packaging First we go on a tour so you get to see the facility.
You get to meet the training specialist, meet some of the other workers, see the
environment and then after that you would decide whether it seems like a good place to
work or not . . . If you agree, "Yes, I'd like to go to Packaging First," we'd go back to the
counselor's office, sign some papers, give you the address, make sure you understand the
bus route if that is the case, understand the start time, make sure that child care is
arranged, make sure that everything is taken care of so you can successfully start your
first day.

[Interviewer] How does the program help me?

Our participants . . . are used to getting their [welfare check] in one lump sum at the end
of each month. They still get a portion of cash and their food stamps at the end of the
month, but they are also getting a paycheck and it's a budgeting issue. It's taking the
$200 or $300 that they get at the end of a 2-week period and saving that money for their
rent at the end of the month.

No other employer on this earth will allow our participants to deal with the issues
that they deal with at work. Allowing them to learn how to balance work and family.
Learn how to make phone calls during their break during a crisis. A positive
recommendation from the program or the training specialist or the employer. Towards
the end of the work experience they can take a day or so a week and still get paid $6.50
an hour to do job search, because our goal is to make sure that no one ever leaves
Advancement Plus unemployed, with no place to go the next Monday. So they get paid
to come in here and look on our job line, on our computers, work with the resource room
specialist, our job developers. They get paid to go on the interviews. Just the stable,
positive recommendation that they are going to get from our program is very positive.
But truly, just the ability for 6 months to say, this is my job. And really we see a huge
difference from day one to the end of the 6 months, or maybe 9 months if some folks need
a longer time.

[Interviewer] What is the limit?

The standard seems to be 6 months, but if we feel a person doesn't need the assistance
after 3 or 4 months then it would be in combination the decision of the participant, the
training specialist and the job counselor, to sit down and say, are you ready for this?

I think we've had folks down there 9 months. So I think the bench mark is that we try
to move people in and out in 6 months. Certainly if they are not ready we are going to set
them up for failure. We'd rather keep them and continue to build on what has been
accomplished.

One of the negatives is that they don't want to go. They may not be making a lot of
money, but at the end of 6 months [they feel], I have finally been able to manage my
money, it's supporting my needs and my children's needs, I like the people. In 6 months
they don't want to go.

I think a lot of it has to do with the training specialist as well as the other staff at
Packaging First. They know that they won't receive that kind of support at another
work environment.
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The process of sanctioning was also covered in a number of interviews. One
described it in detail:

[Interviewer] Can you tell me a little bit about the sanctioning?

A sanction is basically a reduction in a person's welfare benefits for failure to cooperate
or comply with MFIP. Everyone in the country as of 1996, under Clinton's Personal
Responsibility Act, has to do something to earn their benefits. And so because it is
mandatory, there has to be a stick. Every state has their own version of welfare and
sanction and benefits. MFIP is an anti-poverty program, so Minnesota has an anti-
poverty program, so you do not go off assistance until you are 120% above the poverty
line, but yet if you are refusing to make steps toward that goal, you can be sanctioned.

In the first month that you are sanctioned you will receive a 10% reduction in your
benefits. For example, if you receive $700 in cash benefits you will have a $70 reduction
in your cash benefits.

If the sanction continues into the second month you will receive a 30% sanction. Your rent
will be vendored [which means] that the county will pay your landlord. Whatever is
left after paying your rent you will get in cash, which is usually nothing or very, very
little . . . you'll get your food stamps, and even if you do not have enough cash to be
sanctioned, then they'll start to sanction your food stamps.

In Advancement Plus we've agreed that two no call/no shows, we call them, and we
would conduct a home visit. So we haven't even started the sanction process. But we
would simply say, "You've missed 2 days at work. You didn't call. You didn't show."
We go to the home and see if there are some issues in the home or see if the participant
will talk with us through a home visit. Sometimes it helps and sometimes it doesn't . . .

And then if it continues on for a week, no call/no show, we send out what is called, a
notice of intent to sanction, a NOIT. That is a warning that they have 10 days to talk with
their job counselor, come back into compliance or resolve or correct whatever action led to
this notice.

So let's say that Susie has missed 4 out of 5 days of work and the attendance expectation
is 90% attendance. The Welfare to Work job counselor would go out and say, "Susie, in
order to avoid the sanction I need you to attend Advancement Plus. Your attendance must
be maintained at 90%. You must go 4 out of the 5 days."

They only have 10 days, not 10 working days. They only have a week and a half to
correct whatever action. I will be very truthful with you, I bet it takes a month before a
job counselor finally says, with this particular population at Advancement Plus because
they seem to be our hardest to serve, "No, I've given up. They are not following through
and I've done everything I said I was going to do and she hasn't [followed through]." If
we were seeing small steps or small progress. Let's say Susie was coming 1 day a week
and then the next week it was 2 days and then the following week it was 3 days, if we
were seeing progress, that's positive and we wouldn't do anything to impact that. But if
we saw no progress and continued no call/no show, then they may end up in a sanction at
the end of that month.
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The MFIP Director answered the request, "Pretend I am a new participant. Describe
what you hope will happen to me."

What I would hope for you as a trainee is that you would first take a tour [at
Packaging First] and that when you walked in the door for that tour you would feel
very welcome. And feel a friendly atmosphere, a small industrial floor with a lot of
activity going on, with a wide diversity of people. And that you would be able to enjoy
and welcome, embrace, all of the diversity on that floor. And be willing to take a risk
that you would learn and enjoy and be a part of that for half a year. And that in that
half a year you would gain certain skills that would make you comfortable going to
work someplace else. With the recognition that Packaging First is just a temporary
place, but it is long enough to be stable and long enough to really give you some benefit
and in a very supportive environment.

What I want to see happen in that 6 months is a variety of skills that you may
have an interest in right now and you may not have an interest in right now. But
options exist for you to have skill training on a variety of machines, on a shrink wrap
machine, other types of presses and different things. Fork lifts if that was an interest.
Options could exist for you in a variety of ways. If your English wasn't of a level that
you were comfortable with, I'd hope for you to take advantage of English language
improvement classes. I would hope that there would be wonderful opportunities to
learn some of the skills at the workplace, such as conflict resolution. Because there is
always conflict. We all have to deal with that in our lives. Hopefully we can help
you deal with that and learn from you ourselves. By the end of your time with us, I
would hope that the workplace looks more favorable to you. That maybe some of the
[tensions] that you have had previously in the workplace, have been lessened a little
bit and you are more comfortable. More willing to walk into a new workplace and feel
that you are interested in taking a look at it and wanting to be a part of it. Interested in
moving forward with your life.

By the end of your 6 months with us, I would hope that you might be ready to
move on and to leave our friendly environment and walk into your next phase of life and
into the job that you have chosen and that you can end at Advancement Plus on a Friday
and start a new job on Monday. And that we have been able to help you along the way.
And we would certainly expect to continue helping you after that. Our retention
specialist would work with you and help you over the bumps. Help you first of all
with any clothing or tools or skill or anything like that you needed. But also help
support you in that new job as well. Not to lose the connection for perhaps a year after
that.

The preceding interviews provide background for understanding the feedback the
evaluators received in interviews and also reflect what staff wish to happen for a
trainee as a basis of comparison with trainees' actual experiences.
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Financial Support for Advancement Plus

Financial support for Advancement Plus came from sources including U.S.
Department of Labor Welfare to Work and MFIP (through TANF funds). In
addition to supporting staff and the paid work experience, a portion of the resources
was used to help trainees with rent, car repair, gas, reconnecting discontinued
electricity, obtaining work clothes, psychological assessments, replacing missing or
stolen documents and the cost of certification tests such as the GED and Certified
Nursing Assistant (CNA). The mentoring services, JobPartners, were partially
supported by a grant from the Junior League of St. Paul.

The Joyce Foundation supported incentives, travel for staff to visit other paid work
experience sites, and the evaluation. An important development is that starting
June 1, 2001, trainees placed in Ramsey County positions will be paid from county
resources.

Discussions are underway regarding the possibility of including a detailed
accounting of the resources and an estimate of cost per trainee in the final report on
Advancement Plus in 2002.
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