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Policy Points

Achieving Economic Self-Sufficiency Through Welfare Reform

Widfare reform began in Arkansas in July 1997 with the implementation of Act 1064, the Arkansas Per-
sona Responghility and Public Assstance Reform Act.  Since that time, the state, local TEA  Coditions,
and other organizations have worked hard to put into place dl of the many eements of the law.

During the 1999 legidative sesson, the welfare reform law was amended to, among other things, change the
gods of the TEA program from reducing the welfare rolls to a broader focus of economic sdf-sufficiency for
those families who are no longer receiving welfare. A list of twelve outcomes was added to the law.

Among these new outcomes were the following:

?  Increase the percentage of families recelving TEA cash assistance who recelve services neces-
sary for them to participate in work activities, including education and training, to move toward
df-auffidency;

Increase the hourly wages and monthly earnings of families who leave TEA for work;

Increase the percentage of families who leave TEA for work who stay employed;

Decrease the number of familieswho leave TEA and face hardship and deprivation; and,
Increase the percentage of families who leave TEA cash assistance who move out of  poverty.*
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How has the state done in achieving these outcomes? In thisissue of Policy Points, we will look a some of
the outcome data from the evaluation of the TEA program conducted by the state€’'s Independent
Evduator. We will also look a data from two welfare-to-work programs that

are operating in the Ddtaregion of the state— Good Faith Fund's (GFF) Indus- (=
try Partners Employment Training Center (IPE) and the Careersin Health Care | |
(CHC) programs.
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Before looking a outcomes, it is important to compare demographic infor-

mation for the various programs. The table on the next page summarizes key characteristics of former TEA
recipients surveyed by the Independent Evaluator and of students in the Industry Partners and Careersin
Hedth Care programs operated by the Good Faith Fund. A notable difference is that, overdl, studentsin
the two programs have much lower educetion levelsthan the overdl TEA  population in Arkansas.

Of the ten sectoral employment initiatives funded by the Charles Stewart Mott Foundation nationdly, GFF
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trains the youngest population, with the lowest incomes, the least employment experience, and the lowest
levels of education. Despite the barriers facing these participants, program graduates are achieving and re-
taining full employment.

In addition to these characteridtics that can be compared to the overall TEA population, there are other

Characteristics of TEA Program Participants Compared to | PE and CHC Graduates
TEA Program | PE Stuttgart IPE Helena CHC
Gender 96% Female 84% Female 98% Female 93% Female
Average Age 301 26.7 296 26.8
Education
Less Than High School 385% 51.4% 69% 26.9%
GED or High School 44.9% 404% 28.6% 51.7%
Some College 15.4% 8.2% 24% 20.9%
College Degree 12% 0% 0% A%
Race
African American 58.9% 80.7% 90.5% 86.4%
White 38.7% 17.1% 9.5% 12.3%
Hispanic/Latino 15% 6% 0% 9%
Asian 3% 0% 0% 0%
Native American 6% 11% 0% A%

characteristics of CHC and | PE students that are descriptive of the Stuation that participants were in finan
cialy and in terms of work experience when they enrolled in the programs. The table on the next page pre-
sents some of thisdata. An overwheming mgjority of students had incomes  below $5,000 per year, and
their recent work experience is quite limited. Some have cars, but amogt none own homes or have
savings accounts.

OVERALL OUTCOMES FOR THE TEA PROGRAM

The Independent Evauator for the state TEA program has just released areport on outcomes under that
program.? This report is based on a random sample survey of former TEA recipients who |eft the TEA
program between January and March 1999. The interviews took place during the spring and summer of
2000 — individuas had been off TEA for between 14 and 19 months.

In terms of outcomes, the report finds the following:

?  82% of those surveyed had worked a some time since leaving TEA, but only 52% were working at
the time of the survey.

> Of those working, the average hourly wage was $6.99 (14-19 months after leaving TEA).

2 Of those former TEA recipients who were working, 61% had paid vacation, but only 31% had paid
sck leave, and only 48% had a hedth plan or medicd insurance.
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Other Characteristicsof IPE and CHC Graduates
(At Time of Enrollment)
| PE Stuttgart IPE Helena CHC

Pre-Program Income

Under $5000 83.5% 78.6% 69.4%

$5001 — $10,000 10.4% 21.4% 18.7%

$10,001 — $15,000 38% 0% 6%

Over $15,000 2% 0% 5.9%
Work Experience

Working Full Time Now 10.7% 0% 10.6%

Less Than Six Months Ago 43.3% 19% 35.3%

6 MonthstoaYear Ago 12.9% 405% 18.3%

More ThanaYear Ago 225% 11.9% 22.6%

Never Worked Full Time 10.7% 28.6% 12.3%
Car Ownership 284% 14.3% 41%
Home Owner ship 11% 0% 6%
Savings Account 0% 0% 10%

Two EFFECTIVE WELFARE-TO-WORK PROGRAMSIN THE ARKANSASDELTA

Good Faith Fund, a non-profit affiliate of Southern Development Bancorporation, operatestwo ~ employ-
ment training programs in the Delta region of Arkansas. Industry Partners began in 1999 and is located in
Stuttgart and Helena. Careersin Hedlth Care began in 1997 and is based in Pine Bluff with satdllite classes
in Helenaand Dumas.

IPE is a 24-week training program for the development of people wishing to enter the workforce in the
Ddta, with a particular focus on the manufacturing sector. The program encompasses an array of servicesto
assess, educate, train, job place, and provide post employment support. Supportive  services include as-
sistance with obtaining child care and trangportation, peer and mentoring support, employment plan develop-
ment, placement ass stance, counsdling, and problem-solving.

Individuds participate in daily classes that include education, job readiness kills, persond develop-
ment and work experience. Trainees spend gpproximately haf of their time working on basic skills for ther
future employers. A key aspect of the program is that it is industry-driven and, if feasble, the same i
dustries provide outsource work for job training. Trainees receive a small stipend for the 20 hours of work
they perform as part of their weekly training schedule.
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CHC isan 8-week sectord employment training initiative designed to help low-income adults,  induding
those receiving public assstance, to train for and access quality jobs and career advancement qp-
portunities in the rapidly expanding hedth care sector. CHC participants are trained initidly as nursing &s
sstants. After securing entry-level jobs to gain practica experience and further develop their problem:
solving skills, graduates are supported in their efforts to enroll in further  training to become LPNs or
RNs.

A CHC support counsdor assigts individua CHC trainees and graduates in addressing persond or sys-
temic barriers to full employment and in accessing a broad range of supportive services. Job placement
asssgtance and continuing access to support counseling and problem-solving assstance are avallable to dl
CHC training graduates as they move into the world of work and up a"'ladder” of training opportunities for
more advanced, better-paying jobs with benefits,

OUTCOMES FOR INDUSTRY PARTNERS & CAREERSIN HEALTH CARE

Outcomes for the Industry Partners and Careers in Hedth Care programs exceed outcomes for the TEA
program as a whole. And this is particularly striking because IPE and CHC students Fave much lower
education levels, on average, than the TEA populaion asawhole.

Employment. Since the beginning of the two programs, IPE has gaduated atotd of 47 individuds, and
CHC has had 188 graduates. A high percentage of IPE and CHC graduates are employed or enrolled in
higher education. And these high levels are sustained over time. The charts below show the percentage of
|PE and CHC graduates who are employed and/or enrolled in higher education a various time intervals.
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Starting Wages. Beginning hourly wages for IPE graduates range from $5.15 to $8.91 per hour. For

CHC graduates, they range from $5.15 to $7.00 per hour. And as the chart shows, these

sarting

wages have increased considerably in the last year. For 1999 graduates, 50% had starting wages of be-
tween $5.15 and $5.50 an hour. However, amost 45% of 2000 graduates had starting wages of between
$6.16 and $7.00 per hour. This increase in garting wages shows the impact of a well-trained, well-
prepared labor force on starting wages offered by employers.

Starting Wagesfor | PE Graduates
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Benefits.

In addition to wages, benefits are key to making these jobs good. Sixty-seven percent of IPE

graduates find employment that provides full benefits (hedth insurance, vacation, and sick leave) after a 90-
day probation period. Eighty-sx percent of CHC graduates have full benefits.

Starting Benefitsfor |PE Graduates
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Wage Progression. IPE and CHC graduates aso see wage progression on the job. For those | PE gradu
ates who have been employed for ayear or more, dl but two have seen an increase in wages. The average
wage increase was $1.05 per hour, and the average wage after a year of employment was $7.52 per hour.
For those CHC graduates who have been working for a year, they have seen smilar wage increases. Their
starting wages ranged from $5.15 - $5.50 and have now risen to an average of $6.25. And as has been
noted above, the starting wage for more recent graduates has increased which should lead to even higher
wages for them after a year of employment. Those students who move on to higher education have even
greater opportunities. The median wage in the sate for Licensed  Practical Nursesis $10.68 and for Reg-
istered Nurses it is $16.66. Both of these occupations are on the list of the top 25 occupations with the most
projected job openings for 2000.2

Wage Progression for |PE and CHC Graduates

IPE CHC
Average Starting Wage $6.47 $5.15—$5.50
Average Wage at One Y ear $7.52 $6.25

CONCLUSION

Outcomes achieved in the Industry Partners and Careers in Hedlth Care programs exceed those ou-
comes achieved in the TEA program as awhole. And this is even though, on average, students in the two
programs had much lower educetion levels. To recap, |PE students were much less likely to have attained a
GED or high school diploma (51% of Stuttgart |PE students and 69% of Helena IPE students did not have
them as compared to 39% of TEA recipientsoverdl). Asaresult of their enrollmentinand ~ completion of
the training programs, however, IPE and CHC graduates were able to find jobs with benefits and opportuni-
ties for advancement and wage progresson.

For overal TEA recipients, those who had been working for over a year had an average wage of $6.99.
| PE graduates had an average wage after ayear of working of $7.52. CHC graduates who had been work-
ing for a year had an average wage of $6.25. In addition to wages, benefits can add to the value of take-
home pay. Workers can take time off without losing pay and their out-of-pocket costs for hedlth care are
limited when hedlth insurance is provided. Sixty-one percent of dl former TEA  recipients who were work-
ing had paid vacation, but only 31% had paid sick leave, and only 48% had a hedth plan or medicd insur-
ance. Sixty-seven percent of |PE graduates had full benefits, and 86% of CHC graduates had full benfits.

There are savera reasons why |PE and CHC graduates fare better in terms of employment and wages com-
pared to dl participants in the TEA program. One, they have obtained training and a credentid that has pre-
pared them for a gpecific job in viable market sectors with abundant jobs available and with opportunities for
acareer ladder. Two, they have received training and counsdling to help them ded with interpersond issues
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both within their families and with employers and coworkers. Three, IPE and CHC saff build ardation-
ship based on respect and trust with students while they are in the program. Staff help students to re-
solve barriers like child care, trangportation, and housing. Staff continue to provide this support for a
least ayear after sudents graduate. This support helps graduates to weether crises that might otherwise
lead to absence from or quitting their jobs.

ENDNOTES

1 Act 1567, “An Act to Revise the Arkansas Personal Responsibility and Public Assistance Reform Act,” 82™ General
Assembly, 1999.

2Berkeley Planning Associates, “ Evaluation of Arkansas Transitional Employment Assistance Program,” October
2000.

% Arkansas Working Families Project, “Working Families and the New Economy: How Are Arkansas Families Really
Faring in Today’ s Job Market? Executive Summary,” November 2000.
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