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Executive Summary

In many regions, a disconnect exists between
employers and regional workforce systems. Far too
many workforce training programs are misaligned
with the skills sought by employers. Conversely,
employers do not know “what good looks like”
when engaging with workforce systems and training
programs. In this tight labor market, many employ-
ers are seeking skilled talent. Yet, they fail to work
with workforce systems to create effective upskilling
programs that meet their needs.

This report seeks to clarify how regional workforce
entities and employers can better work together.
The Economic Development Administration’s (EDA)
recent American Rescue Plan Act (ARPA) competi-
tions have provided plentiful examples of excellent
employer partnership models. We highlight learn-
ings from the regional workforce training system
pools of the Good Jobs Challenge (GJC) and Build
Back Better Regional Challenge (BBBRC). After
analyzing applications, incorporating outside re-
search, and conducting stakeholder interviews, we
highlighted some of the best practices in employer
engagement and summarized them into a “play-
book” for the EDA.

The most effective partnerships have successful-

ly shifted the employer mindset in their region.

This change entails a switch from a transactional
perspective of the labor market — “what talent is
available” — to a true partnership in which employ-
ers are involved and invested in talent development
— “ours to solve together.” With this perspective
shift as a north star for organizations, we identified
five best practices for both workforce entities and
employers to drive towards this goal:

1) Understand the regional economic context
2) Assess employer demand

3) Secure strong commitments

4) Build and implement employer-driven train-

ing models

5) Support workers across ‘the last mile’

These five recommendations are somewhat se-
quential, but successful partnerships have elements
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incorporated throughout all three phases of the
project (System Development, Program Design, and
Program Implementation). While regional workforce
training systems and employers are the intended
audiences for this playbook, we hope the content
educates the broader field on innovative ways to
impact how employers engage with workforce de-
velopment. This report summarizes learnings and
recommendations for each best practice.



Introduction

Background

In 2021, Congress passed the American Rescue Plan
to build resilient regional economies for future eco-
nomic shocks. This law provided $3 billion to the
Economic Development Administration which allo-
cated the funds to support more transformational
investments across the country as well as commu-
nity-led and equitable economic development?.

The Good Jobs Challenge and Build Back Better
Regional Challenge are two of EDA’s six innovative
programs from ARPA.

Grant Competitions

The Good Jobs Challenge (GJC)

The Good Jobs Challenge made $500 million
available to help train Americans for good jobs by
developing and strengthening regional workforce
training systems and sector partnerships® These
systems and partnerships will create and imple-
ment industry-driven training programs to connect
unemployed, underemployed, or under-skilled
workers to existing and emerging job openings. Ulti-
mately, these systems are designed to train workers
with the skills to secure quality jobs that provide
good pay, benefits, and growth opportunities, such
as aunion job?.

Build Back Better Regional Challenge
(BBBRC)

The Build Back Better Regional Challenge will allo-
cate $1 billion to support a group of complementary
regional projects to recover from the coronavirus
pandemic and increase resilience?. Grant activi-

ties to support these regional growth clusters can
include planning, infrastructure development, in-
novation and entrepreneurship, workforce training,
access to capital, and more. Activities are expected
to begin quickly, leverage existing plans and re-
sources, and engage broadly with regional industry,
community, and civic partners.

The Good Jobs Challenge and the Build Back Better
Regional Challenge are similar in that they both
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have a workforce development component in the
application. Recipients of this funding successfully
address how to align regional workforce develop-
ment needs with employer demand.

The Challenge

While these innovative efforts are promising, it is
vital to underscore and prepare for the challenges
these programs may face in the implementation
phase. Research shows that employer-based
workforce training models play an instrumental role
in increasing employment and earnings for partic-
ipants®. For many decades, the public workforce
system has sought to engage employers. In 2014,
federal policymakers passed the Workforce Innova-
tion and Opportunity Act as a direct way to stress
greater employer and workforce development
collaboration, establish a metric structure to meet
employer needs, and provide financial resources to
ease the financial burden on employers®.

Despite these efforts, lack of employer engagement
continues to persist for the following reasons:

« [Resource intensive] Employers are hesitant

to commit time, effort, and money to ef-
forts they perceive as inefficient. When an
organization is disorganized, services are
poor, or require too much of the employer’s
time, it inevitably prevents the creation of a
sustainable relationship. Employers will not
see value in engaging and would rather not
collaborate if it is resource intensive.

« [Lack of trust] Employers are wary of working
with the government or nonprofits. When

many stakeholders are at play, each has its
own organizational culture and expertise,
creating an information gap. Consequently,
employers and stakeholders are not speak-
ing the same language when exchanging the
information needed to push efforts forward
with the identified program.

« [Scaling] There is a mismatch between em-
ployer capacity (demand) versus stakehold-
ers’ participant pool (supply).

« [Timing] It is hard for employers to predict
and plan for future needs, especially regard-
ing long-term training.



« [Communication] While there is an increase in
interest to participate in workforce develop-
ment programs by employer leadership, there
is often a disconnect between employers
themselves, from the executive to the front-
line workers. The lack of internal employer
communication regarding the interest thus
reduces the odds of permanently changing
the internal hiring process to reflect the
population workforce development agencies
serve.

« [Biases] Employers are skeptical of working
with target populations (e.g., people with
no college education, people with criminal
records, and youth, among other demograph-
ics).

« [Competition] Employers are dubious of

working with each other and thus may not
want to share curricula and information with
the competition. Rather than work with the
public workforce system, employers prefer to
spend their resources to train in-house.

ARPA grants help to eliminate the need for em-
ployer costs to participate by providing the funds
needed for each project. However, because these
employer engagement issues persist, regional work-
force entities (or system entity/backbone organi-
zations) must address these challenges to engage
employers effectively. This leads to our two guiding
questions: 1) how can regional workforce training
systems best engage employers? and 2) how can
employers better understand “what good looks
like” when engaging with workforce systems and
training programs?

Methodology

We conducted our research in several phases.

We first conducted a literature review focused on
employer engagement and public-private partner-
ships in the workforce sector. This provided a solid
grounding for understanding the high-level best
practices to include in our playbook.

In the second phase, we sought to understand the
government’s perspective on employer engage-
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ment, specifically how the Economic Development
Administration defined what good looked like.

We reviewed and analyzed internal documents
used for the competition. Finally, we conducted 12
interviews with EDA staff connected to the Good
Jobs Challenge and/or Build Back Better Regional
Challenge grants.

In the third research phase, we reviewed select-

ed ARPA applications that the EDA identified as
outstanding. After identifying patterns amongst

the standout applications, we synthesized these
learnings with our hypothesized best practices from
the literature scan to create a revised list of recom-
mendations. In our final research step, we validated
these recommendations with experts in the field,
consulting with over 12 subject matter experts
across academia, the nonprofit sector, and private
companies.

Key Findings and
Recommendations

The Goal: True Partnership

Throughout our research and conversations with
experts in the field, a consistent goal of shifting
employer mindset emerged. Historically, employers
have viewed workforce development programs as
pipelines for talent when needed. The responsibility
of developing talent fell upon education institu-
tions and government programs. This transactional
perspective of labor markets leads to suboptimal
outcomes for workers and employers. Without
sufficient employer investment or input, training
programs struggle to equip workers with the skills
that employers need.

To achieve more demand-driven workforce devel-
opment, employers must play a more active role

in workforce development. This includes investing
financial and time resources, but critically it also in-
cludes a mindset shift from a transactional perspec-
tive of the labor market — “what talent is available”
— to a true partnership in which employers are in-
volved and invested in talent development — “ours



to solve together.” Driving towards this mindset shift
can be seen as an overall recommendation of the
report, with each best practice supporting this goal.

Building from this overarching goal, our playbook
recommended 5 best practices to achieve excellent
employer engagement. These practices are at a
high-level sequential, but each should be leveraged
throughout the project’s cycle.

Below we include summaries of each of the recom-
mended best practices described in the playbook
and a checklist for system integrators and employ-
ers.

Best Practice #1: Understand the
Regional Economic Development
Context

Understanding regional workforce needs and
analyzing the economic development context in
which workforce programs will operate is critical to
a successful program. Alignment with the region’s
Comprehensive Economic Development Strategy
(CEDS) or other comprehensive regional planning
document allows workforce programs to lean on
the region’s strengths and provide targeted assis-
tance. Understanding which sectors in the region
are poised for growth and how better talent pipe-
lines can enable this growth. Doing this economic
analysis is a powerful first step in designing de-
mand-driven programs.

Recommendations for regional workforce
providers to consider:

« Familiarize yourself with existing anal-
ysis of the region. A good place to start
is reading the Comprehensive Economic
Development Strategy (CEDS) or an equiv-
alent EDA-accepted regional economic
development strategy. You can locate your
local economic development district on the
EDA website here. Another great resource
is published academic literature by local
universities. For example, the University of
California, Riverside, has a_ Center for Eco-
nomic Forecasting & Development depart-
ment that publishes a variety of forecasts
and analyses pertinent to the region’s em-

6 OURS TO SOLVE TOGETHER

ployment, industry trends, and real estate
markets, among other topics.

Assess the region’s economic state (e.g.,
level of distress, unemployment) and
high-level employer hiring needs (e.g.,
which industries are in-demand, where
there are vacancies, and what types of
worker roles exist). Through sources like.
Poverty Persistent Counties List and EDA
StatsAmerica, the regional workforce
training system underscores how COVID has
worsened the region’s economic and unem-
ployment rates. Furthermore, the regional
workforce training system strengthens its
case by highlighting the regions as Qualified
Opportunity Zone (QOZs) or economically
distressed communities.

Research landscape to identify regional
needs, demographics, and employment
trends (an industry association can assist
here). With this information, the regional
workforce training system is positioned to
ensure equity and representation are at the
forefront of the project’s outcomes. This is
detailed through concrete actions, regional
economic growth, and its benefits to under-
served populations, racial minorities, and
women. Additionally, do the regional needs,
demographics, and employment trends
promise jobs that are attainable and well-
paid quality jobs?

Define target industry sector(s) to formal-
ize networks. First the regional workforce
training system must describe how and why
those sector(s) have been identified. Specif-
ically, providers must demonstrate that the
chosen sector(s) are strongly linked to the
region’s overall economic growth potential.
Once the target industry is defined, formal-
izing networks within the sector (sectoral
partnerships) is next on the priority list.
Using the region’s existing assets and past
successful outcomes to create opportuni-
ties. For example, identifying a key stake-
holder (like philanthropy or employer) who
has invested or continues to invest in the
area will help articulate achievable program
goals.

Strategize for long-term sustainable fund-


https://eda.gov/edd/
https://ucreconomicforecast.org/index.php/services-for-business/publications/
https://ucreconomicforecast.org/index.php/services-for-business/publications/
https://eda.gov/performance/tools/
https://eda.gov/performance/tools/
https://eda.gov/performance/tools/
https://eda.gov/performance/tools/
https://www.irs.gov/credits-deductions/businesses/opportunity-zones
https://www.irs.gov/credits-deductions/businesses/opportunity-zones

ing sources. Align and integrate plans with
other public or private investments current-
ly ongoing or planned for the community
and region for the long-term (e.g., federal,
state, and local resources, as well as private,
philanthropic, and university resources).

Operationalize a structure. By intention-
ally setting up an operationalized structure
in the early stages, the Regional Workforce
Training System will develop deep and
lasting partnerships with the employers.
One way to approach this is by hosting
industry-specific briefings where employers
can expand their networks into the commu-
nity, access political value, meet potential
customers, and learn strategic information.
In addition, employers can provide insights
on the type of structure that is most valu-
able, such as the membership model, yearly
workforce working groups, or other forms.

Recommendations for employers to
consider:

Familiarize yourself with existing anal-
yses of the region to understand industry
trends and the role of other employersin
the region. Reading the Comprehensive
Economic Development Strategy (CEDS) or
an equivalent EDA-accepted regional eco-
nomic development strategy is a good place
to start. You can locate your local economic
development district on the EDA website.
here. As mentioned above, local universities
might produce helpful and relevant aca-
demic literature.

Ensure your company’s mission and stra-
tegic plan align with the region’s work-
force development strategy. Employers
(CEO + HR lead) should consider having the
mission and strategic plan explicitly writ-
ten on all their internal and external facing
material, establish a culture where every
employee pushes for diversity, equity, and
inclusion (DEI) efforts, and set up a recur-
ring expense line on their budget to cover
DEI and workforce development efforts. For
more information on how to address this,
refer to_MLT Black Equity at Work Certifica-
tion.
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Champion parts of the economic devel-
opment strategy that are relevant to your
needs. By championing relevant compo-
nents of the economic development strat-
egy, employers signal to the public system
where to focus. One example of employer
championship is through writing a letter of
support that includes specific, relevant, and
bold commitments to action (Best Practice
#3 Secure Strong Commitments has more
information on this).

Inject financial capital in areas of your
need. Matching existing financial resource
streams via corporate donations can help
support elements of regional workforce
systems aligned with the employer’s needs.
A financial commitment can draw attention
to the region by potentially differentiating
the region to become a global leader in

its sector. When employers invest private
money, it enhances the likelihood of match-
ing public investments, thus creating the
multiplier effect.

Best Practice #2: Assess Employer
Demand

A methodical approach to understanding employer
demand is critical to building workforce programs
aligned with employer needs. The regional eco-
nomic analysis provides an important context, but
individual employer hiring needs will drive much of
the design of training programs.

Recommendations for regional workforce
providers to consider:

Conduct a landscape analysis of important
regional employers and map out target em-
ployers and critical staff to interface with.

Establish roles within the organization
focused on managing employer relations.
Once you have identified which employers
to focus on, establish roles within the orga-
nization that specifically manage relation-
ships with employers. Employer relation-
ship managers champion the employer’s
voice in program design and can provide
regular updates as hiring needs change. It


https://jfforg-prod-new.s3.amazonaws.com/media/documents/Employer-Engagement-Toolkit-092315.pdf
https://eda.gov/edd/
https://eda.gov/edd/
https://www.mltblackequityatwork.org/about-the-certification/
https://www.mltblackequityatwork.org/about-the-certification/

is often useful to divide employer respon-
sibility by geography or sector so that each
relationship manager can dedicate suffi-
cient time to understanding their target
employers’ needs.

Build relationships with employers and
hiring managers. Start to build relation-
ships by hosting events or a summit that
includes various firms in the target sector.
Gaining executive buy-in is important, but it
is also important to build a strong relation-
ship with hiring managers who can provide
real-time insights into hiring pipelines.

Speak the same language. As much as
possible, take a private-sector perspective
in understanding the goals and needs of the
employers you are working with. Employers
often use industry terminology and differ-
ent styles or norms in the workplace. They
often have specific goals in support of an
overall goal of creating a more efficient prof-
itable business. Unlike a government entity
that places more importance on documen-
tation and process, employers may prefer
to operate at a different speed. Leveraging
employer managers that are familiar with
the industry or have worked in the private
sector can help avoid miscommunication
and speed up the process of understanding
demand.

Execute a multichannel approach that can
lead to a more in-depth understanding of
employer needs. Use several means to col-
lect data, including focus groups, surveys,
and convenings.

Assess employer needs often. Continue
to gather data about any changes in hiring
needs throughout the program lifecycle.
Keep lines of communication open and

readjust when necessary.

Recommendations for employers to
consider:

Get involved early. Participate in industry
events, meetings, and surveys. The more

active the employer’s voice in the process,
the more aligned the training program will
be with the employer’s needs. Identify and
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attend local conferences and events such as
city-level convenings and chambers of com-
merce meetings. Consider hosting events

to promote your needs and network with
training providers and other employers with
similar hiring needs.

o Take stock of your needs now and in
the future. Projections regarding future
demand will help the workforce providers
accurately design programs to meet your
needs when trainees are ready. Understand
the timeline of the training programs in
your region.

« Be as specific as possible. Alignment on
which roles you need to hire for and which
discrete skills employees will need will
lead to better-targeted training programs.
Consider which technical certifications
may be needed, the job titles of the roles,
how many roles are needed, and across
what time frame. Creating job descriptions,
career progressions, and other variables are
vital to formulating good quality jobs that
align with state, national and international
job market trends.

« Paint as complete a picture of the job
offering as possible, including salary, ben-
efits, and what wraparound services might
be needed for employees to be successful.
Think through details of needed roles,
including conditional vs. permanent hires,
salary, PTO, 401k, and career mobility.

o Consider eliminating unnecessary degree
requirements that may create barriers that
exclude valuable talent.

o Continue to regularly assess talent needs
and communicate with employer relation-
ship managers.

Best Practice #3: Secure Strong
Commitments

Many ARPA regional workforce training systems
and awardees succeeded in bringing stakeholders
together and engaging partners in developing,
specifying, and expanding commitments. Building



strong commitments is important for both regional
workforce training systems and employers in order
to create a shared vision of success.

Recommendations for regional workforce
training systems to consider:

Choose which stakeholders to prioritize.
The identity of the commitment-maker can
matter significantly: senior leaders with the
authority to ensure follow-through lend
commitments credibility. A commitment
from a CEO or University President carries
more authority than a statement made

on an organization’s general letterhead.
Commonly, regional workforce training
systems engage stakeholders through
letters of commitment and Memorandums
of Understanding (MOUs). Strong commit-
ments include signatures by HR directors or
training managers and CEOs to create more
strategic buy-in.

Set clear expectations on the population
and target demographics.

Align financial incentives with training
goals. The most effective commitments are
those that leverage a financial stake. Exam-
plesinclude building the program/anticipat-
ed hires into the budget or line of business
or an upfront financial commitment to the
program.

The more specific the commitment, the
better. The most competitive applica-
tions included specific commitments to
action (as opposed to a boilerplate letter
of support) that draw on an organization’s
strengths in support of an overall strategic
vision. Impactful commitments depend on
the institution’s unique assets. Standout
letters included specific commitments to
the number of employees hired, the types
of skills needed, and the timeline for hiring.
The best commitments are discrete regard-
ing tangible impact, evidence, and success
metrics over a timeline.

Identify the employer’s capacity to
engage in the project. Understand their
budget, the best model to support their
needs, and the resources they can con-
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tribute to financial support and employee
engagement.

Secure letters of commitment and MOUs.
Provide example language around the type
and scope of commitments to assist em-
ployers in drafting letters.

Identify goal metrics, which are ideal-

ly aligned with the key metrics that the
employer tracks. Include metrics related to
hiring but also retention and career prog-
ress after hire.

Assess commitment follow through,
including employer funding (if conditional),
concrete hires, and employee success after
hire.

Recommendations for employers to
consider:

Consider the scope and scale of your
hiring needs.

Consider the types of commitments your
firm might be able to make. Commitments
can vary from more formal commitments

to hire (hiring a specific number of workers
who successfully complete the training
program) to more conditional commitments
(hiring conditional on successful comple-
tion of the training program and demonstra-
tion of skill acquisition). Employers can also
consider committing to developing work
and learn programs such as apprentice-
ships. The number and type of commitment
can vary by firm size, as small firms may

not have the resources to support multiple
commitment avenues. Lower lift commit-
ments can include assisting in developing
curriculum, providing financial aid, or
donating employee time.

Align stakeholders around hiring needs
and goals, from your talent team to your
executive suite.

Identify ways the company can provide
flexibility to participants such as work-
ing part-time, educational stipends, and
providing resources such as childcare or
transportation.

Sign letters of commitment and MOUs to



formalize the relationship.

« Assess existing commitments and evalu-
ate additional commitments.

Best Practice #4: Build and Implement
Employer-Driven Training Models

Once the regional workforce training system has
confirmed employer commitment, the next step

is to co-create a training program that produces
skilled workers. The regional workforce training
systems and employers must ensure that speaking
the same language (refer to Best Practice #2 Assess
Employer Demand) is at the forefront of the cre-
ation process. Not only does this create an employ-
er-driven model approach, but it also elevates the
employer engagement experience. We highlight
best practices for both the regional workforce train-
ing systems and employers.

Recommendations for regional workforce
training systems to consider:

» ldentify stakeholder staff (leads) and
role responsibilities to ensure the program
implementation is seamless for both the
employer and trainee. This lead will build
relationships with employers/identified
intermediaries.

» Assign key players (including employer
input) who build the ‘work and learn’
models to immerse themselves in the em-
ployer’s line of work.

» Map tasks to competencies.

» Develop an instructional plan that deter-
mines what skills will be taught and where,
what activities will be carried out, and what
assessments may be needed.

» Host frequent sessions (for example,
surveys, phone interviews, or focus groups)
where employers can share their insights on
what is working well and what is not.

o Express the needs and challenges of local
populations so that employers tailor the
‘work and learn’ model to the targeted
population
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Recommendations for employers to
consider:

o Assign a subject matter expert to every
segment of the training program. This is
best suited for an in-line manager/supervi-
sor.

« Define allocation of employer resources
to the training and ‘work and learn’ pro-
gram best suited for their workforce de-
mand.

o Collectively determine the company’s
strengths and weaknesses in terms of
resource capacity. Include decision-makers
like the CEO, HR lead, in-line managers, and
other key employer stakeholders.

o Conduct a Beta test/pilot program, if
applicable.

Best Practice #5: Support Workers
Across “The Last Mile”

Once employees are trained and hired, it is criti-

cal to support workers across the “last mile” and
ensure they thrive on the job. Support from the
moment they are given the offer letter, preparation
for day one, onboarding support, soft skills training,
and wrap-around services, among other factors,
must be taken into consideration for employee suc-
cess and employer retention.

Recommendations for regional workforce
training systems to consider:

o Use funds to support and incorporate
nonprofits and organizations that provide
wraparound services.

« Coach employers on new interview sys-
tems focused on skill sets and soft skills.

» Create financial models to provide incen-
tives for learning while earning (e.g., tuition
assistance, scholarships, stipends, paid
work, leave to learn).

o Meet the employer where they are by
visiting local companies to promote the pro-
gram as a solution to the skills gap.

* Find credit options for the work and learn



models.

Update the product and process im-
provements regularly. Actively update the
materials to align with employer feedback
and changes in the work and learn models.
Other practices entail making the content
available in multiple formats to expand how
the training is used within the industry.

Recommendations for employers to
consider:

11

Determine if job needs require basic skills
such as reading, math, computer proficien-
cy, and English fluency.

Identify in the budget if the company can
provide financial incentives for partici-
pants (e.g., tuition assistance, scholarships,
stipends, employee loans, paid work, leave
to learn). For sustainability, ensure this
budget allocation is not a one-time but an
ongoing budget expense.

Work closely with wrap-around service
providers for as long as possible, recom-
mended 3 - 6 months, as the participant
transitions into the new role.

Create an equitable hiring/onboard-

ing process by removing criminal record
questions, “surprise drug test” exams, high
school or college degree requirements, and/
or credit score inquiries.

Implement a career progression track
program.

Formalize multi-mentorship programs
and allocate a budget for mentorship
activities such as lunch outings and team
building. Provide mentors at every level.
Depending on size, industry, and capacity,
some mentorship programs can look like
the following:

o Onboarding mentor: help with
onboarding questions, company
culture, day-to-day activities, and
wrap-around services.

o Career coach: work with the new
hire on a career progression game
plan and connect the new hire to
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programs and services that can
assist with childcare and transpor-
tation, etc.

e In-line manager/ supervisor men-
tor: teach the new hire about the
line of service.

o C-suite leadership mentor: provide
professional development advice,
and invite to meetings and network-
ing events that may be beneficial to
the new hire, among other activi-
ties.

o Financial counseling: helps em-
ployees better manage their income
and expenses and build personal
wealth.

C-suite/leadership engagement with new
hires early in their onboarding.

Require more stable schedules for em-
ployees.

Provide benefits like family and sick leave,
401k, vacation days, and health insurance.

Continuous program improvement.
Conduct employee focus groups, surveys
(example tools Culture Amp), and/or
interviews (how-to guide here) to collect
data, identify trends and invest in a holistic
approach over the long term.

Implement performance recognition and
rewards.

Minimize performance evaluation and
promotion barriers.


https://www.cultureamp.com/
https://www.cultureamp.com/
https://www.qualtrics.com/blog/10-tips-for-building-effective-surveys/
https://www.qualtrics.com/blog/10-tips-for-building-effective-surveys/

Summary Matrix on Each Best Practice by
System Phase

Phase 1] System Development
Best Practice by Phase | Regional Workforce
TR LA T4 T e Ll

— . . Familisize yourself with existing
Familiarize voursell with edsting saeiysis of the rgisn (o the

Define tarpet industry sectonfs) ix
analysis of the region

Best Practice #1:

ormali Injoct finencisl cxpital
Understand the uployer lens) -
N . ) Ensurc there is ali Tetwoen jize or long: inshle | Chanspion o
Regional Economic Assess the segion’s cconomic state y and reglonal mission fundin - elfornts
Development Context
P Conduct & rseach Lasdscape i
analysis
Conduct a research lasdscape e Build relstionships with employers - Contisue to regulsly assess talent

i Giet invalved early hiring Be s specific. Assess employer needs often

Best Practice #2: Assess Establish roles focused o Take stock of your needs now and

Consider eliminating unnecessary
. .

degree

Employer Demand managing employe relations e Spesk the ssme lngusge

Paint a5 complete a plctuse of job
offering

Execute s mubtichannel approach
Choose which stakehalders 1o

Consider the scope and scale of Assess commitneent follow

prioritize Mring Identify the employe’s capacity | Idemtify oppostunitics of Aexibiilty
" § Consider the types of Socure letter of commitment and | Sign letters of comitmest and
Best Practice #3: Set clear expectations P MO MOUs
Secure Strong Align employer incentives & : . : L .
Commitments 1 = il ks Align stakeholders dentify geal metrics Assess existing commitments
The mere specific the commitment,
ihe better
Assign key players who build the
Identify stakeholder staff (lesds) “work and learn’ models + Assige 2 subject matter expert Cosdact a Beta test/pilot program
enployer ingut
Best Practice #4: Build - S Define allocatioa of employer
and Implement X resources
Employer-Driven Develop an instructional plm Collm\.:ly hoose a work based
Training Models - L)
Host froquent sesions
Expaess the mosds and challenges of|
local populations
Use grast fusds to peovide wrsp Ditermine if job neods roquire | Coach employers on new interview | 5ot a roscouring bedget sllocstion Update the product sd process Work closcly with wrap-anound
around services basic skills systens o ihe programs improvemenis om a regular basis senvice providers
Mt :heanm:m\: they are Crese flnancisl

Create an oquitable
hiring/enboarding process
[miplement a Cirod progression

Find credit options for the work
and lesrn msodels.

tesck program
Fomalize multi- mentoeship
Best Practice #5: program
Support Workers

Across “The Last Mile™

C-suite/leadership engagement
Require more sishle schedules
Provide benefits

Conlisous program improvenent
Implement perfomanc: feosgaition
and mewands

Minimize performano: eval &
promotion baericrs

Made by Boyd, J., and Moreno, C. (August 2022). Best Practices for Employer Engagement. Published by Harvard Kennedy School.
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Appendix

System Development Life Cycle Framework Metrics identified by the
EDA team for the Good Jobs Challenge’

System Development Program Design Program Implementation
+ Establish a regional system of key stakeholders +  Employers identify in-demand industry/ = Recruit underserved workers who are
o develop employer-driven fraining models, which — role to focus on based en hiing needs and unemplayed or underempioved to participats
ehould includs the following organizations, or market analysis in program
gimilar funclicns: +  Determine skills needs from employers for = Deliver skills training
= Backbone organization/intarmediary selected indusingrola + Provide wrap-around services (o workers
» Lecallstate gov't incl. workforce boards + Develop training model and curriculum with [childeare, transportation, coaching)
= Employers for by employers + Place workers inlo well-paying, quality jobs
= Employer-facing crganization + Gap analysis: Determine the existing training
= Training provider providersicoursss that could be scaled fo help
= Community-Eased arganization (CBQ) or address skill needs
Warker-serving organization (W30) + Secure employer commitments to hire
=« Labor Unicns (if relevant in regicn) {e.q., work-and-leam, cenditional hire,
+ Develap the processes lo gather skills nesds employver commilment 1o hire specific & of
from emplovers and translate into effective successiul trainees)
Iraining-lo-employment models + Develop plan 1o pariner with CBOs! W30s 1o

conduet cutreach and recruit underserved
workers to parlicipale in program

Benchmarks for the System Development Life Cycle by the Good Jobs
Challenge®

System l)evelopmeut Program Design Program Implementation

* lIdentify backbone organization + Signed letter of * Industry/role selected and need
or system lead entity and key commitment/MOU from validated with local employers
stakeholders for system system stakeholders that *« Number of hires identified

+ Demonstrate relationship and outlines roles and = Training model and curriculum
commitment from employers responsibilities developed

- Robust plans for: * Documented process to + Employer commitments secured

« System Development identify employers’ skills needs

with signed commitment letters
and translate into effective : '8 :

= Training Model and . » Qutreach and recruitmentplan
Development training model . developed with emphasis on

» Employer Commitment/Pledge ~ * Demonstrated ability to underserved communities

= How to leverage other funds implement (e.g., past - Letters of commitment for

« Outreach and Recruitment experience, sample training

. . funds leveraged
= Wraparound Services curriculum) g
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Work-and-Learn Model Continuum?®

Work-and-Learn Model Continuum

LOW TOUCH
Work-and-Learn Career Fair, Career
» |ess structured Expo/Job Fair

* Low engagement/ Industry Tour
resources needed
from the employer Job Shadowing
* General career Externship
knowledge for the

working learner Pre-Apprenticeship

Mentorship

Clinical Training/
Practicum

Returnship
On-the-Job Training

Internship HIGH TOUCH

o . Work-and-Learn
ooperative

Education/Co-Op = ° Very stiuctured

* High engagement/

Apprenticeship il 4
Registered from the employer
Apprenticeship « Full immersion and
career/industry
knowledge for the

working learner
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Endnotes
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