Building a Better Workforce

City of Springfield

Labor Force Supply and Demand Analysis
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disabilities, incarceration, educational enroliment or other circumstances. However, this “raw” number of
residents that are not engaged in the labor force is significant. The populations impacted most heavily by
unempioyment are youth (14,760}, adults living below the poverty line {18,836), and adults without a GED or
high school dipioma {11,682}. Additionally, data from the 2010-2014 American Community Survey (Selected
Economic Characteristics) estimates the abor participation rate for the city of Springfield was 58.3% which, in
comparison, is significantly lower than the MA average of 67.5%. Factors and conditions contributing to the
disconnect between employers and residents that will be expanded on in the application include skills gaps,
economic factors, social and support system factors, political challenges. Additionally, educational attainment
and adult literacy, especially in the attainment of the HISET credential and increased proficiency of participants
in English for Speakers of Other Languages (ESOL), has been identified as a significant barrier to employment to
be addressed in the short-term.

Strategies & Actions
We have prioritized and developed four overarching strategies for the Springfield Works Initiative:

1, Increased Connectivity & Collaboration: Connect and simplify what is currently an incredibly complex
and siloed network of information and offerings; one of our first priorities will be to develop and faunch
an evolving set of tools that will enabie collaboration and connections across employers, residents,
workforce training service providers, CBO's and place-based community initiatives — technology that will
serve as a first of its kind single destination for employment and empowerment that can be scaled up
sustainably.

2. All-inclusive Distributed Coaching/Mentoring Case Management System: Pilot an enhanced, intake
process and 1:1 mentorship / case management program through a place-based AmeriCorps-style
initiative. This case management system would leverage the technology described above to find new
ways of reaching and communicating with residents, to provide them the support, coaching, and
guidance proven to dramatically improve outcomes.

3. Political and Policy Advocacy & Awareness: Develop a Legisiative Subcommittee that will utilize ‘lessons
learned’ from the programmatic elements of the Initiative to develop recommendations and serve as
the liaison between the Springfield Works steering committee and municipal leadership, state elected
officials, relevant state agencies such as the Department of Transitional Assistance, Executive Office of
Health and Human Services, and others

4. Established Employer Engagement: Establish an ‘Employer Working Group’ to define, pilot, and
implement systems changing employer commitments to increase access and support for both new and
existing employees

5. Data Driven Change: Build access to information that is not currently unavailable by connecting all of
the key stakeholders together in a single destination; job seekers will see what jobs are in demand,
training organizations will see the specific skills that represent the skills gap between job seekers and
jobs, and social organizations will see the barriers that are preventing residents from being successful
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Shared Result

Although our initiative involves the coordination and input of multiple stakeholders across a Variety of strategies

and activities, we have identified several key, shared results that will form the basis for ongoing monitoring,
evaluation, reporting, and learning dialogues / advocacy efforts. Given the scope of the initiative and the need
to revise and reimagine the workforce ecosystem, we identified shared results across four key stakeholder

groups:

Population

Impact of Shared Result

Residents

Ability to translate their experience and education
into “badges” or skills that are recognized by
employers and aligned with opportunities
Increased ability to access and retain employment,
as well as earn promotions

increased utilization of skills trainings / workforce
readiness programs

Employers

Stronger pipeline of individuals to fill available
positions

Decrease in workforce turnover / challenges with
retaining empioyees

Streamlined systems for recruitment and
clarification of skills requirements

Real time insight into the supply side of their talent
pipeline

Educational and
Training Programs

Real-time information regarding which skills are in
demand but not present in the warkforce

Community-Based
Organizations

More definitive workforce system integration
Increased capacity to coach and support individuals
at various peints in the workforce pipeline

While our tools will be availabie to and designed for all residents, in our first two years, we will focus our efforts

specifically on iow income adults given the strength of existing networks and resources {e.g. partnership
opportunity with OWL program). With this intentional, targeted focus, we will be able to significantly increase

job and skill attainment. Similarly, in future years, we will continue to develop specific demographic targets that

represent opportunities for us to invest additional resources and time that are aligned with that population.
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attainment and other economic + 1:1 mentorship; programs; contributes to the

factors related to economic lack of a social support
s Experiential opportunities; related and social factors such network and the disconnect
to the fragmentation of the social as limited networks between employers, service
support network and the limited among underserved providers, and job seekers
capacity of small to mid-sized target populations
businesses to offer on-the-job
training
Actions across each strategy include:
Strategy Actions
Design, build, and taunch a workforce portai for the City of Springfield
Develop a phased rollout plan for each of the major feature releases
Recruit key stakeholders to aid in design, marketing, and adoption of each
component
Increased Leverage key partners like large employers, media, and social service organizations
Connectivity & to push rapid adoption of the technology once ready
Market the tools to each stakeholder group, using the feedback learned during our
Colfaboration dream sessions
Provide technical support and assistance to employers in order to translate their
job descriptions into a “badge” based vernacular in exchange for the employer
offering an interview to any candidate that qualifies
Once credibility has been established, launch a fully sustainable version of the
portal where employers are paying a fee for candidates they are hiring
Conduct additional research an effective case management, intake, and career
readiness models
Create a model/framework for case management in Springfield (through
partnership with Mass Mentoring Partnership) to be launched with a pilot group of
constituents, including both ‘coaching’ and information on local career readiness
resources
Develop an evaluation methodology to measure the impact of the case
Distributed management program’s success
Case Recruit additional Community Career Coaches and develop a train-the-trainer
curricuium to get them ready
Management . . . - . . .
identify existing service providers throughout the city with the capacity te host and
& Coaching partner with career coaches (such as Springfield Partners or HAP Housing) and
provide access to place-based initiatives as well as critical ‘'on ramp” programs
needed to find employment
Partner with employers to increase access to interviews and job opportunities for
program ‘mentees’
Partner with ‘Advocacy & Awareness’ group to address systemic challenges and
barriers to employment in Springfield
identify and implement case management technology that can be fully integrated
with the portal
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Politicol &
Public
Advocacy /
Data-Driven
Change

Establish legislative analysis and advocacy group to monitor, introduce, influence
and track legislative reform to produce systemic change using data / metrics
Host programs and events to raise awareness of Massachusetts laws and public
benefits relating to employment (i.e. dispel rumors / misperceptions across the
ecosystem)

Established
Employer
Engagement

Establish program / process to guarantee interviews for initiative-certified training
participants

Develop systems to support employers in making entry level positions structured
to effectively onboard and support new workers

Conduct outreach and engagement of employers to agree to become Working City
participants by using the job posting form on the Portal, implementing a standard
language and format for job postings coaching/amending jobs for new hires
coming through Working Cities programs

Performance Measures

We have identified the following performance measures to assess progress on actions within each core strategy:

Strategy

Evidence / Performance Measures

Increased Connectivity &
Collaboration

e Number of jobseekers registered

¢ Number of jobs posted by employers

¢ Number of interviews scheduled

e Number of jobs filled

* Number of training program referrals made

* Number of connections to social services made

in-depth Case Management

» Number of qualified trainers
¢ Number of participants served

& Coaching * Number of coaching hours provided
» Number of participants achieving employment
Established Employer * Number of employer partner MOUs
Engagement + Number of program participants going through employer interviews
¢ Number of new hires made from target population
Political and Public + New laws or relevant legislation and earmarks passed
Advocacy & Awareness + New resources sources established and funding gained in the region

o Opportunities for new programmatic system enhancements
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Criteria for Quality Career Pathway Systems

Commit to a shared vision and strategy

Engage employers and integrate sector principles

Collaborate to make resources available

Implement supportive policies

Use data and shared measures

Implement and integrate evidenced-based practices and process (specifically for local/regional career

pathway systems)

Alliance career pathway metrics will:

Measure key results for pathways

Capture educational and employment development milestones
Promote progressian of participants

Support continuous improvement

Provide a basis for shared performance accountability

Provide a “common language” across partners for regional workforce development

Overview of career pathway metrics

Interim outcomes
Pathway education and training outcomes

Labor market outcomes
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Alliance Criteria and Indicators for Quality
Career Pathway Systems

A quality career pathway system is one that performs
well as measured by how many targeted participants
achieve expected outcomes (see next section on
participant metrics). Additionally. quality systems
intentionally operate like a system, provide services
and achieve outcomes at scale, and are sustainable
over time. Based on currently available evidence and
their wealth of wisdom from the field, the Alliance
partners agree that the following criteria and indicators
can be used by career pathway partners to assess

the quality of and continuounsly improve their career
pathway systems ® With the exception of criterion

6. all of these criteria and indicators are applicable

to both state and local'regional career pathway
partnerships.®

Criterion 1: Coanar 10 A SHARED VISION AND
StraTEGY for industry sector-based career pathways
for youth and adults and for building, scaling, and
dyvnamically sustaming career pathway systems.

Summary of Indicators inclnde: Public, private, and
nonprofit partners build and maimntain a system that
supports the essential features and functions of quality
career pathways and programs; adopt a shared strategy
and commit their agencies/organizations to carrying
out specific roles and responsibilities; embed shared
definition of career pathway approach and key related
concepts into their own strategic plans and policies.

Crrreriox 2: Excace Exrprovers anp INTEGRATE
SECTOR STRATEGY PRINCIPLES to ensure multiple
employers. business associations. and labor unions are
partners in creating demand-dniven career pathways.

Summary of Indicators: Emplovyer. business
associations, and'or labor partners make demonstrated
investment i bulding, scaling, and sustamung the
career pathway system: labor market intelligence
informs development and ongoing relevance of career
pathways: partners integrate sector strategy principles
wmcluding a focus ou regional in-demand occupations,
focus on “dual customers™ of workers/job seekers and
employers, system change and alignment, and engaging
multiple employers.

ALLIANCE for QUALITY CAREER PATHWAYS

Crrrerion 3: CorraBorate 1o Make Resources
Awvan anr e by identifying, prioritizing, and leveraging
resources for career pathway systems, partnerships,
and programs.

Summary of Indicators: Designated staff convene
and support the career pathway system with adequate
human and technology capacity; pariners make
available necessary resources. tools, infrastructure.

and time to suppert practitioners in providing the
essential features and functions of career pathways and
programs; partners leverage and coordinate existing
and new federal state, and/or private/philanthropic
resonces.

Criterion 4: INPLEMENT SupPORTIVE PoLicies for
career pathway systems, pathways. and programs.

Sumunary of Indicators: Partners provide clear and
consistent guidance on cross-system alignment and the
allowable use of resources to support career pathways;
partners adjust exssting or adopt/inplement new
pelicies and internal structures to remove barriers and
to facilitate the development and implementation of
career pathway systems, pathways, and programs.

CRitERION 5: Use DATA AND SHARED MEASURES
to measure. demonstrate, and improve participant
outcomes.

Summary of Indicators: Partners develop their
capacity and provide data to suppert the use of
longitudinal cross-system data. including data collected
by comnnuuty-based career pathway programs as well
as educational institutions; partners evaluate how well
the career pathway system is performung and support
continuous improvement efforts.

CrrterION 6: IvPLEMENT AND INTEGRATE EVIDENCE-
Basep PracTices anp ProcEsses (specifically for
regional/local career pathway systems).

Summary of Indicators: Partners engage in
continuous improvement process in order to develop
and mtegrate a set of evidence-based practices and
processes that optinuze career pathway participant
success; partners provide and measure the effectiveness
of the essential features and functions of career
pathways (see section on definitions and conceptual
model).
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Group A: Interlm Outcomes

Identify important progress steps or momentum points
along the career pathway that may be artained prior to
the pathway’s final outcomes.
A.l. Educational level gains
A.2. High school diploma or equuvalency
aftaiument
A.3. Developmental ‘remedial education
completion
A4 College-level pathway course completion
A.5. College-level math or English course
completion
A.6. Retention in pathway conrsework in
subsequent term
A.7. Pathway credit accumulation 1 (12
semester or 15 gquarter college credits)
A.8 Pathway credit accumulation 2 (24
semester or 30 quarter college credits)
A.9 Eamings progression

Group B: Educatlon and Tralning
Qutcomes (Along the Pathway)

Identify the prnimary education and training results for
the carcer pathway. including licenses and industry
credentials. certificates. diplomas. and degrees.
B.1. Pathway license, industry certdfication, or
apprenticeship certificate attainment
B.2_ Pathway certificate and diploma
aftainment
B.3. Pathway Associate degree attainment
B.4. Pathway Associate degree attainment or
transfer to 2- or 4-year institution

In general the metrics 1n Groups A and B would apply
to career pathway participants who attain one of these
outcomes or who left the career pathway pricr to
attaining one of these outcomes.

ALLIANCE v DUALITY CAREER PATHWAYS

Group C: Labor Market Outcomes

Identify the primary labor market results for the career
pathway to measure the progression in employment
and earnings over tume for participants.

C.1. Inutrial employment

C.2. Employment in targeted industry sector

C.3. Subsequent employment retention

C.4. Inutial earnings

C.5. Earmnings change

C.6. Subsequent eamnings

In general. the Group C metrics would apply to career
pathway participants once they left the career pathway
(became career pathway leavers).

Next Steps

With anchor funding from the Joyce Foundation. the
Alliance for Quality Career Pathways will continue
mito Phase II through 20135, In this phase, Alliance
partners at the state and local/regional levels will
mplement the framework by self-assessing theiwr
career pathway systems to better understand strengths
and areas for improvement. Alliance partners will
also make progress on using the participant metrics

in their systems. CLASP will share leamings with the
field. For more information on the Alliance and the 1.0
Framework, see www.clasp.org/careerpathways.
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SHARED VISION, STRONG SYSTEMS. The Alanicu f

Alllance Career Pathway Panrtlcipant
Metrics

Why Do We Need Career Pathway Metrics? The
purpose of the Alliance participant metrics 15 to
provide a shared set of outcome metrics that can be
used jointly by partners to measure career pathway
participant progress and success. These metrics

differ from existing measures in that they: (a) focus
specifically on the performance of career pathways—
not on state-level or institutional-focused performance
results; (b) measure participant outcomes in the
context of career pathway progression as opposed to
the source of the funds (career pathways often “braid”
together multiple sources of funds); and (¢) mchude
“milestone™ metrics to measure the progress of and
provide credit for serving underprepared participants.

When Should Career Pathway Metrics Be Used? A
prerequisite for using the Alliance participant metrics
15 a suite of well-developed career pathways that have
fully established the three essential features (see
section above cn Alliance definiticns and conceptual
model). Also. partners will need access to the
necessary data and to aligned data systems that use
consistent terms and definitions. Since these
prerequisites are still under development in many
career pathway systems. the Alliance participant
metrics will be piloted in Phase IT of the initiative (see
the full framework for a more detailed discussion).
CLASP and the Alliance partners discourage funders
and policymakers from using these metrics for
performance accountability nunl these prerequisites
are in place; untl that fime, they should be used
only to provide technical assistance te help partners
improve their carger pativways and systeins,

Which Pardcipants Should Be Measured? Before
using career pathway participant metrics, partners
must make a major decision: which participants should
be included n each metric? Self-selected Alhance
pastners that meet the prerequisites will pilot the
following definiticns in Phase II of the Alliance:

1) Career pathway participant: An
mdividual who has enrolled in and is attending
specific cowrses or activities or is teceiving
services (or combinations thereof) that have
been designated as specific entry pomts for a
career pathway.

clasp.org/careerpathways

o Oty Citressr Puttuways Framewink Vorsion 1.0

2) Career pathway leaver: A career
pathway participant who is no lenger enrolled
in pathway courses. services. or activities
and has not reearolled in pathway courses.
services, or activities for a peniod of at least
one year. Career pathway leavers include:
a. participants who attained one or
more of the interim outcomes (group A
below) or pathway education and training
outcomes (group B below) attainable
111 a career pathway prior to leaving the
pathway; and
b. partscipants who did not attain one of
these mntennm or pathway cutcomes prior
to leaving the pathway.

3 Career pativway credential completer:

A career pathway participant who attamed
one or meore of the pathway education and
training outcomes (group B below) attainable
in a career pathway prior to leaving the
pathway. These cutcomes include marketable
credentials as designated by the local'regional
career pathway partnership. such as a license,
wndustry certification. certificate, diploma. or
degree. Career pathway credential completers
include:
a. participants who have left the career
pathway after attaining coe of the above
credentials; and
b. participants who are still enwolled in
career pathway courses after attaining one
of the above credentials. with the goal of
attaining finther credentials.

Proposed Alliance Career Pathway Participant
Metrics, The Alliance menu of metrics includes three
types of measures. Partners mmst map the appropriate
metrics to specific career pathways: not all metrics
will be used in all career pathways.
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Federally Approved Regional Training Providers

“Company
American Red Cross
Asnuntuck Cammunity College
Bay Path University
Bryant University
CNS5 Academy for Healthcare Professionsi, Inc.
Cardno ATC
Chicopee Industrial Contractor
Collabarative for Educational Services
Computer Training of America, Inc,
Construction Training LLC
Corporate Training Center
Creative School of Hairdressing Inc.
DiGrigoli School of Cosmetology
Greenfield Community College
Holyoke Community Coilege
Holyoke Works
Kay Harvey Academy
Linceln Technical Institurte - E, Windsor
tincoln Technicai Institute - Hartford
Marinetlo Scheols of Beauty
Monarch School of Cosmetology
New Horizons Computer Learning Center
NH Boston, LLC
NHCLC Nashua, LLC
Network Technology Academy Institure
New Engfand Business Educational Systems, Inc.
New England Tractor Trailor
OJT-Commonwealth Care Alliance
Porter and Chester Institute
Premier Education Group
Salem State University
Salter College
Springfieid Technical Cornmunity College
Training Resources of America, Inc.
Tri-State CDL Training Center
United Tractor Trailer School, Inc.
University Without Walls-UMass Amherst
University of Mass - Lawell
University of Mass - Amherst
Westfield State University
William George Assocates

Primary Training
Certificate of AS Degree
Certificate or AS Degree
Certificate or AS Degree

Business Management Certificate Program
Certificate or AS Degree
Asbestos Abatement Supervisor
QIT Chicopee Industrial - wa
Certificate or AS Degree
Certificate or AS Degree
Heavy Equipment Operations Program i
Certificate or AS Degree
Barbering

) Cosmetology
Certificate or AS Degree
Certificate or AS Degree
Certificate or AS Degree
Cosmetology
Certificate or AS Degree
International Baking & Pastry
Certiflcate ar AS Degree
Certificate or AS Degree
MCSE/Network Security
Web Design
PMP {Project Management Professionsal
Certificate or AS Degree
Certificate or AS Degree
Certificate or AS Degree
OIT Cormmunity Health Worker
Certificate ar AS Degree
Certificate or AS Degree
Administrative Medical Specialist
Certificate or AS Degree
Certificate or AS Degree
Nurse Aide/Home Health Aide
Certificate or AS Degree
Certificate or AS Degree
University Without Walis
Website ODesign & Development
Second Bachelor's Degree Track in Nursing
Certificate or AS Degree
PMP/CAPM plus Agile/Scrum Certification

on-Profit/For Profit::
NP
NP
Private
Private
private
Private
Private
NP
Private
Private
Private
Private
Private
Public
Public
NP
Private
Private
Private
Private
Private
Private
Private
Private
Private
NP
Private
private
Private
Private
Public
Private
Public
Private
Private
Private
Public
Public
Public
Puhlic
Private
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