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With the reauthorization of the Workforce Innovation and Opportunity Act (WIOA), Congress has the chance
to improve the nation’s workforce development system to better promote long-term economic mobility.

Roughly 30 million people in the United States work in low-wage jobs. These workers are less likely than

higher wage earners to have benefits and are more likely to be women and people of color. Too often,
WIOA perpetuates these inequities in our economy. The Harvard Project on Workforce estimates that over
40% of WIOA training participants go on to earn less than $25,000 annually, with women and people of

color disproportionately likely to enroll in training programs for low-wage occupations.
WIOA reauthorization should incentivize the workforce system to connect job seekers with employment
that allows them to achieve economic self-sufficiency and that offers health insurance, retirement benefits
and safe working environments. Results for America urges Congress to consider the following
recommendations as part of WIOA reauthorization:

1| Revise performance indicators to track long-term outcomes.

2| Establish new performance indicators related to job quality.

3| Encourage greater focus on job quality within Eligible Training Provider Lists.

4| Expand access to career navigation assistance and supportive services.

These changes will help promote long-term economic mobility in the nation’s workforce development

system and ensure better, more efficient use of limited federal dollars.

RESULTS
ror AMERICA WORKFORCE DEVELOPMENT AND JOB QUALITY 1
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https://www.pw.hks.harvard.edu/post/publicjobtraining

| RECOMMENDATIONS

1]

2]

3|

Revise performance indicators to track long-term outcomes.

Currently, WIOA performance indicators focus on whether job seekers are employed during the second

and fourth quarters after exiting the WIOA system and their median earnings during the second
quarter after exiting. These indicators fail to capture how WIOA exiters are faring longer-term, and
whether they are connecting to employment that offers earning growth, economic mobility and self-
sufficiency. To promote greater focus on long-term outcomes, WIOA reauthorization legislation should

direct the U.S. Secretary of Labor to revise WIOA performance indicators to include:

e Median earnings one, three and five years after exiting WIOA; and
e Median earnings increase one, three and five years after exiting WIOA.

Establish new performance indicators related to job quality.

WIOA performance indicators place too little emphasis on job quality, as they narrowly focus on

employment and median earnings, how well the workforce system serves employers, and whether job
seekers attain skills and credentials. WIOA reauthorization should encourage the workforce system to
focus more on connecting job seekers to good jobs. This will make job seekers more likely to achieve
economic self-sufficiency and less likely to need workforce system services or public assistance in the
future. Specifically, WIOA reauthorization should direct the U.S. Secretary of Labor to develop and test
new job quality indicators in partnership with states, similar to the pilot program the U.S. Department

of Labor (DOL) is currently doing with states on the Effectiveness in Serving Employers indicator.

Job quality indicators should capture whether a job offers paid time off, health care and retirement
benefits, as well as whether the employer adheres to labor laws and workplace safety regulations.

Data on other important job quality components, such as career advancement and professional
development opportunities, is more challenging to collect in the short term, but in the long term federal

policymakers should explore ways to shift the system toward assessing job quality more holistically.

Read our case studies in the next section to see how CareerSource Tampa Bay in Florida plans to
collect expanded data from local employers on the quality of their open job and how the Colorado Rural

Workforce Consortium is integrating job quality metrics into work-based learning opportunities.

Encourage greater focus on job quality when enrolling job seekers in
training programs.
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https://www.dol.gov/agencies/eta/performance/performance-indicators
https://www.dol.gov/agencies/eta/performance/performance-indicators
https://www.dol.gov/agencies/eta/performance/performance-indicators#:~:text=F.-,Effectiveness%20in%20Serving%20Employers,-WIOA%20sec.%20116
https://docs.google.com/document/d/1aOqnefN6ojVJ5TtP5Tfqi_UlgXDgqT8yKlc53CaEheY/edit#heading=h.z3kirl5stcbz

Too often, due to WIOA’s limited funding and pressure to connect job seekers to employment as quickly
as possible, WIOA-funded training connects job seekers to employment in occupations with low pay

and high turnover. For instance, participants enrolled in medical assistant and nursing assistant

training programs go on to earn median wages of less than $24,000 annually, and women and people

of color are overrepresented in training programs for low-paying occupations. Currently, job seekers
canonly enrollin training programs for occupations that are locally in-demand. WIOA reauthorization
should expand this eligibility test to ensure occupations are not just in-demand but also 1) pay at

or above the median wage for the area; and 2) do not have a high level of turnover. Pay and turnover
data should be disaggregated by demographic factors where possible. In the long run, initiatives like
JEDX, a public-private approach for collecting and using standards-based jobs and employment data,

can help inform this kind of decision-making through better and more timely labor market information.

4 | Expand access to career navigation assistance and supportive services to
all workers.

Currently under WIOA, American Job Centers throughout the country offer a full range of assistance to
job seekers. Staff at these centers and local workforce boards decide if job seekers need individualized
career services to find employment. One-on-one career navigation assistance, such as career

counseling, is a proven, cost-effective strategy for helping job seekers find higher-paying employment

with benefits, particularly when coupled with high-quality training opportunities. Yet due to declining
funding for WIOA in recent decades, American Job Center staff who provide these individualized career

services are often underpaid, stretched in many directions, and juggling high caseloads.

Access to supportive services such as child care or transportation assistance makes it more likely

workforce training participants will be able to complete their training and move into higher-quality
employment, yet only 17% of Adults and 6% of Dislocated Workers exiting the WIOA system in 2022
received supportive services. Since “supportive services” covers a range of supports, the share of WIOA
participants receiving a particular supportive service, such as child care, could be even lower. To ensure
more job seekers can achieve economic mobility, WIOA reauthorization legislation should expand
funding for career navigation and supportive services, either by providing new, dedicated funding or

by ensuring American Job Centers have greater flexibility in how they use existing funds. For example,
American Job Centers should be allowed to fund supportive services without having to first demonstrate
that a participant could not obtain supportive services through other programs. WIOA reauthorization

could also expand funding for career navigation by including it in the definition of training.

To discuss these recommendations with Results for America staff, please reach out to
kenneth@results4america.org. For more information on job quality strategies, visit Results for America’s
Job Quality Playbook.
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https://www.mathematica.org/news/new-study-finds-positive-impacts-of-staff-assistance-inconclusive-evidence-of-training-effectiveness
https://ion.workforcegps.org/resources/2017/07/14/09/22/Supportive_Services_Desk_Reference
https://iwpr.org/wp-content/uploads/2020/11/C449-Supportive-Services-in-Workforce-Development-Programs.pdf
mailto:kenneth%40results4america.org?subject=
https://jobquality.results4america.org/

| CASE STUDIES FROM FLORIDA AND COLORADO

HOW CAREERSOURCE TAMPA BAY IS USING A GOOD JOBS
FRAMEWORK TO SHAPE EMPLOYER ENGAGEMENT

CareerSource Tampa Bay (CSTB), the workforce board serving Hillsborough County, Florida, is
focusing on job quality to help local employers address their recruitment and retention challenges,
as well as contribute to job seeker economic mobility. As a participant in Results for America’s
Good Jobs & Equity Project since 2022, CSTB’s internal job quality team has developed a Good Jobs

Framework (see figure below) to guide and structure their work to advance job quality within the

organization as well as to communicate to employers how CSTB thinks about job quality.

JOB QUALITY FRAMEWORK

From CareerSource Tampa Bay

Pay
& Benefits

Workplace Culture Employee
& Environment & Family Support
Work Schedule Work-Life Balance

* Flex Time - Standard Holidays
* Remote Work Option * Non-Standard Holidays

Wages
+ Living Wage Ratio > 1.00
+ Annual Cost of Living

Adjustments

» Annual Raises
(Merit or Automatic)

Supplemental Wages
+ Childcare
« 401K*
« Employee Stock Options
* Retirement/Pension
+ Relocation Assistance
+ Uniform Allowance
« Company Vehicle
« Expense Account
« Profit Sharing
« Flexible Benefit Account
« Travel Allowance

Benefits

* Medical
Q£

« Vision

« Life Insurance

+ Short and Long Term
Disability
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+ 2+ Week Notice for Schedule

Changes

» Overtime is Voluntary
+ Shift Changes are Voluntary
» Location Changes are

Voluntary

Workplace Safety
& Security

* Process to Report Safety

Issues

» Required Safety Training
* Process to Report Harrass-

ment or Discrimination

» Required Diversity and

Inclusion Training

+ External Contact for

Workplace Issues

Voice & Representation

» Company-Wide Satisfaction
Surveys

» Anonymous Suggestion
Process

+ 360 Performance Reviews
» Formal Conflict Resolution

Process

+ Exit Interview Process
+ Stay Interview Process
» Employee Recognition

Activities

* Union Representation

+ Paid Sick Leave
+ 10+ Paid Time Off Days

1st Year

» Team Building Activities

Family Support
+ Social Activities for Families
+ On-Site Childcare
» Transportation Assistance
* Housing Assistance
+ Financial Education and

Counseling

* FMLA Unpaid Parental Leave
+ Paid Parental Leave



https://results4america.org/the-good-jobs-equity-project/
mailto:https://careersourcetampabay.com/job-quality-in-tampa-bay/?subject=
mailto:https://careersourcetampabay.com/job-quality-in-tampa-bay/?subject=

Using this Good Jobs Framework, CSTB is preparing to launch a new supplemental employer
survey and updated Job Order form to support expanded data collection from Hillsborough County

employers on the quality of their open jobs posted on Employ Florida, the state’s labor exchange.

This data will be scored against CSTB’s Good Jobs Framework and will feed a new data dashboard
to track and communicate progress on job quality metrics to employers and CSTB staff. CSTB will
also use this data to award a new Good Jobs Seal recognizing employers offering high-quality jobs,
and will create a Tampa Bay Employer Hall of Fame on a new CSTB Good Jobs & Equity website.
CSTB’s job quality team has briefed 175 of their CSTB colleagues on this job quality initiative and its

importance to the organization’s overall mission.

CSTB has also developed and piloted job quality workshops for job seekers and employersin
Hillsborough County. On the job seeker side, CSTB’s workshop and accompanying workbook teach
job seekers about job quality fundamentals and how to find high-quality jobs. CSTB piloted this

job seeker workshop with returning citizens in the county, many of whom wanted to know how they
could learn about the quality of a job before starting employment. CSTB is working with the Career
Center at Hillsborough Community College to offer this job seeker workshop to students beginning
in 2024.

On the employer side, CSTB developed and piloted a workshop to educate employers on job

quality fundamentals and how job quality can be a powerful recruitment and retention strategy.
CSTB developed a marketing plan and a suite of marketing materials to spread the word to

local employers about CSTB’s Good Jobs Initiative and how it can help employers source talent

and benefit their bottom line. CSTB’s initiative is part of a growing movement among workforce
boards across the country to better serve job seekers and employers by focusing on job quality.
Federal policymakers can support these efforts through a greater focus on job quality within WIOA
reauthorization.
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https://www.employflorida.com/vosnet/default.aspx

HOW THE COLORADO RURAL WORKFORCE CONSORTIUM IS
INTEGRATING JOB QUALITY INTO WORK-BASED LEARNING
OPPORTUNITIES

The Colorado Rural Workforce Consortium (CRWC) is one of 10 local workforce areas in Colorado,

serving 51 of the state’s 64 counties. CRWC’s mission is to strengthen the relevance and quality
of workforce resources and services for job seekers and businesses throughout rural Colorado.

Its vision statement is “Quality jobs for people, quality talent for business.”

In line with this mission and vision, CRWC has launched a new initiative to integrate job quality into
work-based learning opportunities in rural Colorado. CRWC'’s initiative aims to increase access for
job seekers to meaningful work-based learning opportunities in occupations that lead to a living

wage and ensure that work-based learning opportunities are part of career pathways.

CRWC has begun training its staff on job quality elements and delivering presentations on job
quality toits sector partners. CRWC is reviewing its business services to determine opportunities
for integrating job quality and is adding job quality elements to documents like its Work-Based
Learning Opportunity Request Form.

Using MIT’s Living Wage Calculator, CRWC is comparing work-based learning wages with the

livable wages for each zone within their service area (Western, Central and Eastern Colorado).
CRWC will also engage with employers to identify wage disparities between comparable
occupations, explore the drivers of those disparities and identify potential strategies for

reducing them.

In the short term, CRWC aims to increase wages for subsidized work-based learning and create

a coalition of key partners committed to improving job quality in rural Colorado. Longer-term,

they hope to improve job quality for workforce center participants placed into employment,

with wages for work-based learning in rural Colorado at or above the living wage, and see a growing

number of employers offering career pathways within their organizations.
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https://cdle.colorado.gov/jobs-training/colorado-rural-workforce-consortium-crwc
https://docs.google.com/forms/d/e/1FAIpQLSd90Wj22fTcLoSZP_fRMhI_AjUgUe8oENCqwLj651hexKIW9w/viewform
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https://livingwage.mit.edu/

