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Executive Summary

Workforce partnership training benefits business, community, and
workers.

JOINsponsoredtraining efforts result in positive returns for all stakeholders In all casesthese
returns are related to factorsthat matter, includingemployeeskill developmentin growingfields,
improvedbusinesgerformanceayoff aversion andhiringthat benefitsthe entire community

Definition Workforce partnershipsbring together numerousemployersin the

sameindustry to identify mid-level talent gapsand connectthese
employersto social serviceagenciesand job training organizations
that canpreparelow-skilledadultsto fill thesepositions

Workforce partnerships

All stakeholders see positive returns from the partnership training, but these
returns are not evenlydistributed.

407%- 469% Businesgarticipantssee significanbottom lines gains as a
result of the partnership

193-264% (short term)  Workersrealize relatively small short term waggspmotions,
141-376% (longterm)  and skills benefits. Theyee most gains from comprehensive
training, if itis provided bytheir employers.

429%- 717% Communityoutcomes, including broader employment, deferred
public assistancegnd reduced health costs, can be significant.
This areavould benefit from further research.

KeyRecommendations

Employersshouldinvestin their entry-levelworkforce and seekworkforce partnershipsto develop
entry leveltraining. Employemreturn on investmentfrom participatingin workforce partnershipsis
significantlypositive

Workforce partnershipsand training experts should focus on credentialsand degreesto move
workers up career ladders to high wage jobs. Worker return on investment is highest for
comprehensiveraining.

Skills development should be pursued as a key tool in economic developmentand business
attraction efforts. Workforcepartnershipsdevelopan economy,not just a workforce

Fundersand policymakersshould establishclear criteria to applyto employerswho benefit from
partnershipsto ensure their practicesmeet & K ANEEKI $ahdards Employer practices drive
worker valuefrom training.
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Introduction
The Job Opportunity Investment Network & Return on Investment

What is JOIN?

JOIN ighe Job Opportunity Investment Network, ublicprivate partnership of regional and
national funders. The group invests @valuates, anédvocates for best practice efforts that
YENNR G (GKS 3 L) 0SapSE6YSRKB2NEIRNPQa I Y Ro 1KS
employers.

What is the Skills Gap?

In 1950 3 in every 10 jobs required a postsecondarycredential today, 7 in every 10 jobs
require sucha credential Thisneed for skilled workers has outstripped the capacityof our
adult educationand training system,leavingcommunitieswith a tragic mismatchbetweenthe
skillsof their workersand the talent needsof their businessesGreaterPhiladelphias a case
studyin thistragicmismatch

Evenduring the recessionand recovery,the NB 3 Afasigsbgiowing industries, health care,
university servicesand cleanenergy,have been challengedto find a workforce with suitable
training and education Regionally,73% of residentshave only a high schooldiplomaor less
and most residentsare functionally & t Zitérate.€ As a result, businessesstruggle to find
skilledworkersevenashalf the working-agepopulationis unemployed

Parallel Crises with a Common Solution

JOINbelievesthe skill needsof workersand talent needsof businessefiavea commonsolution

workforce partnerships Thesepartnershipsform a bridge between employers, social service
organizationsand job seekers Theybring together numerousemployersin the sameindustry to

identify mid-level talent gapsand connectthese employersto social serviceagenciesand job

trainingorganizationghat canpreparelow-skilledadultsto fill thesepositions

Why an ROI Study?

We believethat funders, policy makers,employersand workforce serviceproviderscan better

design and evaluate workforce partnerships by examining the value created by those
partnerships Onetool that hasbeenunderutilizedin this areais a return on investment(ROI)
study JOINdecidedto work with an independentconsultantto develop ROIcasestudiesto

measurethe valueof its skillstrainingto employersworkers,andthe broadercommunity

Benefits of an ROI

A Broaden our understanding of what might create value in partnership efforts

A Generate an initial model that can be expanded and used in other partnership
evaluations

A Stretch imagination about who may benefit from partnership training and how those
impacts are felt

SourceHelp WantedResearch Brief, Philadelphia Workforce Investment Board, 2009



Our ROI Methodology

Methodology

Assumptions

Interview
Questions

Collected and analyzed
data from:

A Business and
employee interviews

A Available wage and
promotion outcomes

A Secondary sources
(e.g. industry
benchmarks)

Created a
comprehensive report
that:

A Focuses on two
case studies

A Examines ROI for
main stakeholders
in these cases

Data collection and

analysis:

A

A

A

Small primary data set
used as foundation

Verified through
secondary research

Used formulas to
translate data collected
into ROI figures

Used case study

approach to:

A

Account for
partnership,
industry, company
differences

Personalize the
impact

The JOIN ROI followed a standard analydproach:

include

To o o Do Do

Collect and analyzgata
Develop the model and validate the results
Ongoing Engagestakeholders and guide thamvolvement

Business Sample:

A Following training,
did you see a
changein
empl oyeesd
measured ability to
increase the
number of times
customers use
your services/
products?

Worker Sample:

A Canyou tell us
your salary before
training?

A Any salary
changesin the 1,
3 or 5 year period
after the course?

Define the scope, determine which stakeholders to include in the calculations
Survey standard value drivers and identify which inpatgputs,and outcomes to

ROlis the ratio between your investmentand return, and is therefore presentedas a
percentage For every dollar spent, ROIltells you how many dollars to expectin
return. Asyourinvestmentgrows,your return growsproportionally



Applying the ROI Methodology

TheROImodelwasbuilt on a seriesof formulasthat translatedinterview datainto concreteinvestment
and impact drivers Below, we take a closerlook at how we calculatereturn on investmentfor one
manufacturingfirm, ComputerComponents All additional calculationscan be found in the Appendix
andonWh Lvieebs#e

Sample Calculation: Computer Components

Impact Investment

_ o Participationin partnership meetings
AddedProfit FromExisting Customers$135,383 (staff time): $7,047

Improved Brand Recognitiar11,282 Employeesalary costs while in training

Return From Product Line Expansic93,175 $16,075

Improved HR Performancé&41,701 Partnershipcontribution by company
$25,924

Total 5 year Impact$281,541
Discount Rate5%

Total5 year Impact (discounted}199,764 Total investment:$49,045

BUSINESS RETURN (5 Yéan o

Calculation DetailAdded Profit from Existing Customers

According to the company COO, improastomer service from trainingpntributed to renewal of a MM
customer account

1. Inaninterview, the COO attributed #ofK A & Odza i 2 YSNR& NBySglt RSOA
customer service).

Total value: $300,000 revenue per year

2. Usedstandard industrymargin (8.86) to convert revenue tprofit.
Total value: $25,500 profit in first year

3. Assumed 3% growth each year, from years32

Total value: $135,3&3 in increased profit over 5 years



Key Findings

JOINtraining partnershipsyield positive resultsfor all.
TheJOINsponsoredraining efforts resultin positivereturnsfor all stakeholdersin all casesthese
returns are related to factorsthat matter, includingemployeetraining in growingfields, improved

businesgerformance Jayoff aversionandhiringthat benefitsthe entire community

While all returns are positive, benefits are not always aligned In the short term,
benefitsto businessesutpacethoseto employees

A Busines®Returns 407¢ 46%%

A EmployeeReturns 193%(shortterm) ¢ 376% (longterm)

A CommunityReturns(potential). 42%%- 717

Businesgparticipants see significant bottom line gainsas a result of partnership.
Both their involvementwith other partnershipmembersand the outcomesof training drive real
profit, brand, and product developmentgains Thesegainsare directly related to critical areasfor
businesssuchasstrongerorganizationatapacityand better customerservicefor new and existing

clients

Employeesseethe biggestreturns when employersare engagedand involvement
Is customized Perhapsunsurprisinglyemployeesbenefit more when employersare actively
engagedin training efforts. While employeesin all casesrealize positive benefits, employer
practicesheavily influence the value of training. Thereis the potential for stronger gainswhen
employeesparticipate in comprehensivetraining with support for promotions, certificationsand
job placementfor graduates

Community outcomes can be significant This area would benefit from further
research Thisstudy seeksto expandour understandingof ROIby developingsome creative
applicationgo measurereturnsto community
Alnone casestudy,a sampleof 8 retainedemployeesdrove $1MM in communityreturns.
Ain another casestudy, if we consideremploymentmore broadly,we couldrealize$2MM
in communitybenefits



Recommendations Summary

ROI analysis provides findings that we can use to improve outcomes for
employers, workforce partnerships, funders and policymakers.

For Employers and Workforce Partnerships

BusinessROlis strongly positive and reinforcesthe benefits of investmentin entry-level workers
Employersshould engagein workforce partnershipsto determine training needsand pursue skill
developmentfor entry levelandfront line workers

Worker ROlis highestfor comprehensiveraining: Workforce stakeholdersshould keep a training
mix, but focuson credentialsanddegreeso moveworkersup careerladdersto highrwagejobs.

Partnershipstaffing drives partnershipvalue Partnershipseed strong staff directorsto drive value
and ensuretraining positivelyimpactsboth employeesand employers Fundingtraining aloneis not
enoughto drivevalue

Workforcepartnershipscanbe better utilized Employerpartnersshoulddeveloptheir own agendas
for engagingwith a broader partnership network. These agendasshould drive planning and
operationsof workforce partnershipmeetings

For Funders and Policymakers

Busineswalue and worker valueare not alwaysaligned Fundersneedto be thoughtful about what
G A Y R tiz8 &fBKE look like. It is possiblefor industryto lead and for workersto be left out of the
benefits

Employerpracticesdrive employeevaluefrom training: Clearcriteria shouldbe appliedto employers
who benefitfrom partnershipso ensuretheir practicesmeetd K AN K stagdards

Thereis great potential in funding efforts that engageall stakeholders JOINand its partnersshould
designandpioneermodelsto developcooperativefundingstreams

The benefits of employmentreach beyond direct stakeholdersto clients and community, funders
and partnerships should better capture those benefits JOINand other funders should think
creativelyabouthow to defineemployment

Partnershipslevelopan economy,not just a workforce Workforcedevelopmentshouldbe pursued
by policymakersasa keytool in economicdevelopmentand businessttraction efforts.

A longterm measurementapproachwould be beneficial Policymakershoulddesignmetricswith a
common outcome structure for all stakeholdersand considerhow to better align current funding
efforts.
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Finding

Worker ROl is
highest for
comprehensive

training.

Business and

worker value is
not aligned.

Employer
practices drive
employee
value from
training.

Partnerships
develop an
economy, not

justa
workforce.

Description

Workers gain the most

Supporting
Numbers

Difference

when they receive enough between return for

training to gain a
significant promotion.

credential training
effort and smaller,

Shortterm training offers  shorter courses

smaller returns.

Businesses capture
significant value from
short-term trainings and
general partnership
participation.

Workers stand to gain
most from longe#term
training.

Employee value from
training is much greater
when the employer has
real career paths and
incentives.

Training plans should be

Business returns from
grants and networking
are high.

These benefits accrue
regardless of training
type ¢ not always the
case fomworkers

Pharmacy tech
program completion

and employment rates:

¢ With employer
support and
infrastructure
75%, 82%

co-designed with business ¢ Without employer

to include thesdeatures.

Returns are broader
than just
workers/workforce
development.

Partnerships should
be measured and
communicated in
economic
developmentterms.

infrastructure:
47%, 40%

Business returns from
partnerships include:
¢ Better customer
relationships
¢ New products
¢ Improved brand
quality

HR & employee returns
are important, but not
singular.

raining Recommendations

Broader
Implications

Workforce stakeholders
should keep a training
miX, but focus more on
credentials andlegrees
to increase the skills of
the workforce.

Workforce stakeholders
needto be thoughtful

I 62dzi 6KI-i

f SRé¢ STTF2NI
Is possible for industry
to lead and for workers
to be left out of the
benefits.

Clear criteria should be
applied to businesses
which benefit from
partnerships to ensure
their practices meet

a K Arahé€ standards
such as providing livable
wages and creating
career pathways for
workers.

Workforce
development should be
used as a key tool in
economic development
and business attraction
efforts.



Partnership Recommendations
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Finding

The workforce
partnership
network is

underutilized.

A longterm
ROI
measurement
approach
would be
beneficialfor
all
stakeholders.

Funding
efforts that
engage all
stakeholders
have great
potential.

Description

varied experiences in

Employers should use
the network more
creatively and

for their business,
clients, and workers.

C Business
Measure in
dollars, skill
benefit

in long term
opportunities,

approach of
partnerships.

Business partners
should be funding

from direct grantsaand
participation in other
fundraising activities.

Much of the dataexists, but
is notcaptured or utilized.

C Workers Measure

partners. They can gain ¢

Supporting
Numbers

Employer partners have Differentbusinesses

reap different rewards.

workforce partnerships. They can learn from

eachother.

Network connections
and sectoral

proactively to drive valueapproaches to training

can provide direct and
indirect community
and business value.

Interviews revealed
significant relevant
data, but it is not
currently being
captured in a
systematiovay.

career goalsskills

Pursue funding options Manystakeholders
that mirror the network benefit from

participation:
¢ Business ROl is
stronglypositive
¢ Worker ROl is
positive
Community/tax

payers benefit across

economy (though
more research is

needed to determine

degree of benefit)

Broader Implications

Each employer
participant should
develop their own
agenda for engaging
with the broader
workforce partnership
network.

These agendas should
drive planning and
operations of
partnership meetings.

Design metrics within
a common outcome
structure for all
stakeholders

Consider
¢ How to align?
¢ Where are the
handoff points?

Design and pioneer
models to develop
cooperative funding
streams.
For example,
Venture
Philanthropy
partners
approach

11



Partnership Recommendationsanued)
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Finding

Workforce
partnership
staffing drives

partnership
value.

JOIN should
think creatively
about how it

defines
employment.

Description

Partnership staff is a
critical component:
They drive real dollars
for businesses.

Staff should help
workforce partnership
participants develop a
plan that leverages all
components of JOIN
model (business
growth, funding access,
networking access,
client outcomes)

The benefits of
employment reach
beyond direct
stakeholders to clients
and the community.

JOIN should consider
ways to influence a
broader number of
employment levers.

Supporting
Numbers

Workersupport and
training grantdrive
bottom line dollars for
businesses

Using network
connections to improve
client outcomes could
result in millions of
dollars in community
value.

Using network
connections to improve
client employment
outcomes could result
in millions of dollars in
community value.

Layoff aversion is a
secondary, but
significant, effect of
training programs.

Broader
Implications

Workforce
partnershipsneed staff
directors to drive the
value and ensure the
training makes a
positive impact for
both employees and
employers. Funding
training is not enough
to drive the value

Staff members should
continue to engage in a
coaching function for
the participants. This
might require an
Increase in
resources/support.

Think about different
ways JOIN can support
employment across

the community.

5STAYS ag2NJ
the JOINsupported
programs more

broadly than just
employee participants



Case Study 1: Liberty Resources

CREUCEWENS
As a business, Liberty Resourcesrealizes both organizationaland customer
benefitsfrom their partnershiptraininginvestment

Liberty employeesachieveda positive but lower short-term return from their
training participationwhencomparedto their S Y LJt 2gaiSsNA Q

A look at several healthcare career pathways demonstratesgreater potential
employeevaluefrom moreintensive,longerterm training opportunities

By defining employment more broadly, we see the potential for significant
communitybenefit.

Why JOIN Invests

The dynamicsof the healthcarefield further reinforce the valueto both workers

and communitiesof expandinghe industry-specifictraining modelin this industry.

A Highly skilled jobs, like those enabled by JOINtraining, demonstratedboth
salaryandjob growth.

A Healthcarejobs are expectedto grow at 30% or more acrossthe field into
2018

Source: http://www.bls.gov/oes/oes_dl.htm




As a business, Liberty Resources realizes both
organizational and customer benefits from their
partnership training investment.

Liberty Resourcess an employer partner in the PennsylvaniagPartnershipfor Direct CareWorkers
Its participation in monthly workforce partnershipmeetingincludes identifying commontraining
needswith other regionalhealthcareemployers,participating in grant applicationsfor additional
resourcesand peerlearningand networking.

Li.berty Resources Training Apprqgch:_ _ From the Research

w Tied courses to staff needs identified in exit
interviews. Turnover/retention targeted By tying the curricula of training more

w Used client customer satisfaction data to closely to key performance metrics and
identify weak skill areas in workforce. then measuring its impact on them,

w Focused on managers as main audience for organizations can generate greater value
training, concentrating on personal from training programs and find useful
effectiveness and management training insights to improve programs constantly.

w Benefits extend tp employge; sqpervised by _McKinsey Quarterly, 2010
managers and clients receiving improved
care.

Contributing toValue: Partnership training increased resources and reduced
costs simultaneously

Employee Support/ . .
Fun%liné: PP Acquired a new grant through their
7%, $41 667 [H participation in the partnership.

\ Peer A 5Syear value of $28,000 for a program with a
Networking: rb $7,000/year cost, assuming JOIN provides 80%
5%,$28,000 of value through their efforts
Turnover Cost
Savings [ Onaverage, it takes 1& 14 weeks to fill a
37%, $198,990 position

\ Improved Customer : : .

Outcomes Highquality, community based care can

reduce treatment costs by $16Q8/per

- . 0,
Factors driving the Liberty 51%,$263,544 month.

Resources ROI

BUSINESS RETURN (FIVE YEAR):

14



Liberty employees achieved a positive but lower short

term return from their training participation when

O2YLJI NBR (2 GKSANIJ SYLJ 2& 8

Employees realized lower
return, : While employee returns may be
from training participation, even harder to quantify, employers in
when a courseresults in another PA work-based training
effort* pointed to targeted skill

promotions .
improvements

U, Stronger communicatiombilities

S Layoff Interactmore positively with

o . . . .

£ s437 43 Aversion  patients;act as bett_er listeners,

o« reflectors andquestioners; work

= more effectively with patients in
crisis

m Wage ]

Increase  Better engagement with the
patient careteam Participate more
activelyin treatment planning

" meetings, feel moreonfident

S Skill and L

o

2 saan0 43 ifﬁge - Notat_)le gains mwrltln_g_ and

£ >€INg - charting Improved writingand

premiums . .

S chartingskills, learnedelevant
medical terminology angracticed
targetedwriting skills

0 0.5 1

1Y EMPLOYHEETURNwW/promotions): 264%

1Y EMPLOYEETURNw/0 promotions): 193%

*Source:Qualitativefindingsroma CA Yy RAy 3a FTNBY wSaSI NOKO9ARGED2¢H Y LIV-$ YILA:
L FaSR [ SENYAY3I tNRANIY F2NJaSydht 1SFHEGK 22N) SNEE g



A look at several healthcare career pathways
demonstrates greater potential employee value from
more intensive, longer term training opportunities.

Career Options Salary increase Adjustments for

after 20 years training

Adjusted
return to
individual

Notes (for all models,
assumed training/job
change occurred at
year 10)

completion and
job placement

Entry Level Career Pathways

$11,688 intotal  N/A N/A
salary increase
over 20 years

Minimum wage,
standard raises (3%
per year)

Base Salary: $15,080
Assumed 80% of
employees got wage
increase on average

Certified Positions (more extensive training required)

Pharmacy Technician $29,904 in total

career pathway

salary increase
over 20 years
(256% return)

N/A - Assume they  N/A
enter job with initial
training

Pharmacy Technician
base salary: $19,000
Pharmacy Technician
mid-career: $30,000

Pharmacy Technician
supervisors: $42,000

Note: Pharmacy
Technician completion
and employment rates
can be very low (47%,
40% respectively)

Achieved Certified $36,510 intotal Completion rate: $16,473 CNA Salary: $29,836
Nursing Assistant salary increase  94% (141%

certification (through over 20 years Employment rate:  return)

training) 48%

CNA to Licensed $52,649 intotal Completion rate: $28,771 LPN Salary: $43,408

Practicing Nurse

certification (through

training)

LPN to Registered
Nurse Certification
(through training)

16

salary increase
over 20 years
(450% return)

$68,165 in total
salary increase
over 20 years
(583% return)

75% (246%
Exam passage rate: return)
90.4%

Employment rate (of

people who pass):

80.6%

Completion rate: $36,533
78% (313%
Exam passage rate: return)
84%

Employment rate (of

people who pass):

81.8%

RN Salary: $68,965



By defining employment more broadly, we can see
potential for significant community benefit.

ThisROlanalysisprovidesthe opportunity to consider 2010 Unemployment Rate
broader community benefits that result from
workforce partnerships In this example, we examine (Annual)

how increasedemployment among Liberty Resources B Disabled persons: Persons with no disability
clientsyieldsreturnsto the community.

Non-profits in the PAPartnershipNetwork canprovide 40 -
hiring leads for Liberty w S & 2 dzdida8ed,home-
based clients. An employment increase of just.05% 35 -
would result $2MM in community value.
30 -
13%
0
32% 8%
25 -
20 A
47%
- - - 15 1
What contributed to thebenefits (16 jobs)*:
10 -
l Multiplier effect of additional income spent
in community: Adde&829,920 (47%) 5 -
Increase in tax revenue (state, fedef@lCA, 0 : : : : : :
sales)Added$236,637 (13%) & R
. @‘*z OO P o B Y @O
Avoidance of unemployment, TANF, Food SRS S P PSP
Stamp benefit costs: Addekll 43,670 (8%) N
o*é
l Public Health Benefits from Better Client These employment gains bring
Outcomes:Added$541,548 (31%) tremendous potential social
What were the costs: justice benefits, combating high
Money spent by théunding collaborative unemployment rates among
to support nonrprofit training disabled populations

development and delivery

COMMUNITY RETURN (FIVE YEARY®

*An explanation of each calculation is included in the Appendix (pag&4)30 17



Case Study 2: Computer Components

CAEVCEWEVS
Computer/ 2 Y LJ2 y &¢isivat@ participate in partnershiptraining improved
the O 2 Y LJI byisin€sérevenueand humanresourceoutcomes

In the long term, an S Y LJ 2 @de8dia@ investin certification programswith
completionand placementincentivescouldmultiply S Y LJt 2 ¥alBes a Q

Communitybenefitsof training canbe hardto quantify, but alook at the impactof
just eight retainedworkersshowsthe significantpotential.

Why JOIN Invests
Manufacturingemploymenthasbeenunevennationwideandweakin Philadelphix

A However,the strength of the local partnership, coupled with aligned state and
federalresourcesmerited a closerlook.

A While manufacturingemploymenthas steadilydeclinedacrossthe US,it remains
anindustrywhichexperiencecandrive higherwagesandjob placements

A Localmanufacturerddentify openingsrelatedto a grayingworkforce
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sl Lo NIy SNEKAL) GNFAYAY 3 AYLINE
revenue and human resource outcomes.

Computer Components

Computercomponentss a leadingElectronic& MedicalManufacturingServicegroviderfocused
on delivering complete manufacturingcapabilities They are a mid-sized company (50 ¢ 99
employees)

They participate in the SE Manufacturing Partnership through:

w Long term training courses, e.g. blueprint certification

w Deep involvement, ability to recognize mutual gains

BUSINESS RETURN (FIVE YEAR):

Contributing to ValuePartnership training led to marketing boost & new
investment

HR Three people were hired into Computer Components
\ performance, rb throughthe partnership Those hires improved HR
\ 15% performance by cutting turnover and hiring costs.

N Improved brand _ ) )
value, 4% rb Derived from value from public relations exposure as a resu

of partnership as opposed to their own

Product line communications/marketing dollars
expansion
33% rb Invested in a new $130,000 robotics product line. Access to
Added profit welding training contributed to expansiatecision
Factors driving the from existing , -
Computer Components ~ customers |‘b Improved customer service from training enablée
ROI 48% renewalof a $3MM customeaccount.

t F NOYSNARKALI GNY¥AYAYy3 Yl LA RANBOGte& G2 |

Builds Organizational Capacitg ¢ Sy &SI NB | 323 4SS
GSNE 3I22R alfSa IyR aSad@manSfackidd | y

>

Promotes New Product Development ¢ KS 2y f & ¢gl& ¢SQNB 3F2Ay3a (2 &ad
LINE RdzOG 4> ¢ &l ZaRarayufactureK A f | RSt LIKA I

Enables Stronger Customer Service2 SQNB y2i aAGGAy3 | NRdzyR Ay | @
GKAYy3I® 2SONB f221Ay3 G 6KFIG 6S Oly YI1S 6SGidSN
NELINBASY (il GAGSa G2 a1y W2KKQehd OFy ¢S R2 G2 azft ¢

Source for Quotes: PAmade.org
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certification programs with completion and placement
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Career Path Salary increase  Adjustments for Adjusted
after 20 years training return to

completion and individual
job placement

Base Case Annual Raises and Promotions

Machine $13,236 in total  N/A N/A Base Salary: $33,000

Operator salary increase Assume standard raises (3% per
over 20 years year)

Welder $27,709 intotal N/A N/A Welder base salary: $35,832
salary increases Welder Il base salary: $42,293
over 20 years Welder Il base salary:$48,852

Certified Positions; Following Training

Aircraft $65,816 in total ~ Training $36,791  Base Salary: $33,000
maintenance salary increases completion rate: (278% Aircraft maintenance tech salary:
technician over 20 years 86% return) $51,390
career path  (574% return) Job placement

rate: 65%

Advanced $69,063 intotal Completion $23,513  Welder | base salary: $35,832

welding salary increases rate: 65% (178% Welder Il base salary: $42,293
technician and savings over Placement rate: return) Advanced Welder technician
career path 20 years 87% salary: $51,390

(318% return)

Six Sigma  $89,086 in total Completion $49,799 Quality Control Supervisor Base

green/ black salary increases rate: 86% (376% Salary: $53,601

belt over 20 years Placement rate: return) Quality Control Supervisor 2:
certified (673%) 65% $70,853

quality Quality Control Salary wi/six sigma
manager cert: $100,592

20



Creative Application: Community benefits of training can be
hard to quantify, but a look at the impact of just eight
retained workers shows the significant potential.

Computer Components retained Stronger workforce outcomes can drive
eight jobs due to partnership other social gains for individuals and
training. This drove $1MM in families:

community benefits.

Avoid Health/Mortality Concerns:

wFor a worker who loses his job at age forty, job loss

o may reduce life expectancies by twelve to eighteen

14% 6% months

wWhen menwith high levels ofeniority aredisplaced
from theirjobs, they experience mortality rates 50 to
100% higher than otherwise would be expected in the
year after unemployment

80%

Reduce Family Impact:

What contributed to thebenefits wChildren whose fathers were displaced have annual
earnings about 9 percent lower than similar children

(8 jobs)*:
o . wHistory suggests that mobilitythe movement of
l Multiplier effect of additional families to new communitiesis a common when
income spent in community: Added communities experience economic shocks. When a
$904,218(80%) family moves, children are uprooted from schools.

Family members must leave friends, social routines,

Increase in tax revenue (state, memories, and local knowledge

federal,FICA, salesiidded

$149,300 (4%) Avoid Community Productivity Loss:
wln the communities hardest hit by the 1980 recession:
Avoidance of unemployment, TANF, wEarnings grew less (12% increasé6%
Food Stamp benefit costs: Added nationally)
$71,835(6%) wPopulation grew more slowly (20% vs. 33%
increase)
What were the costs: wPopulation aged (18% decrease in young
people vs. 11% national decrease)
Money spent by théunding collaborative wMedian house prices grew more slowly (21%
to support norprofit training vs31% increase)

development and delivery

COMMUNITY RETURN (FIVE YE&RYS

*An explanation of each calculation is included in the Appendix (page 32). 21



Implications and areas for future research

Createa standardizedist of valuedriversby industry and companysize

A Thisanalysisdemonstratesthat different sectors,in this casehealth care and
manufacturing,only sharea subsetof return drivers We hypothesizethat the
sizeof a companysimilarlyimpactsvalue derived from training in that smaller
and largercompaniesmay differ considerablyin their motivation for partnership
training.

A Additionalresearchis neededto categorizevaluedriversthat matter in different
sectors With further research, JOINand others candevelopa customizedist of
return driversthat speakto companiesof variablesize

Developa set of ROItools for JOIN,other funders, policymakers,and partnership
directors,examplesmayinclude:

A Aneasyto useROId O t O d cobnip@nhdandtraining partners
A Metricsto capturelongterm benefitsfrom partnershipactivitiesandtraining

A Analysistool that demonstrateshow different levelsof investmentwill impact
the return (e.g. what it meansfor fundersto usea light touch vs. heavytouch
approach

Conductadditional researchon how to drive employeevaluefrom partnerships

A Guidefundersand policymakerson how to choose programsand interventions
that makethe mostdifferencefor workers

A Analyzehow training connectswith longterm retention. Do workers stay with
companies?Docompaniesstaywith workers? Are workersretrained?

A Compareplacementrates betweenworkforce partnershipmodelsand other skill
developmentprograms

Analyze which partnership (incumbent) best practices would apply to non-
iIncumbentworkforce developmentmodels
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Liberty Resources: Employer Model

Improved customer outcomedmproved health outcomes benefit the community
YR [A0SNIeéQa o02G02Y tAYySo® C2NJ [ A0SNIexz |
treatment costs and drive lower overall costs

1/ Article: High quality, community based care can reduce treatment costs by $1609
pp/per month. Estimated 500 patients per month. Assumed 10% of those savings go to
Liberty.Yearly totat $965,400 in cost saving

2/ Assumes training drives 5% of health improvement/savings tgearly totat
$48,270 due to training

3/ Assumed 4.4% yearly growth during years® Fiveyear total: $236,544 cost
savings

Additional Civic Value: Research, networking, fundii@ined new
research/connections and funding sources through partnership involvement

1/ Interviewer: Secured 5 year Building Bridges grant through partner3lial Grant
Value $250,000

2/ Grant split between 6 organizatiorifotal Value to Liberty: $41,66a@ver 5 years.

3/ Access to research/connections with other organizations. Similar industry program
costs $7,000. Assume JOIN provides 80% of value through their effotéd five year
value: $28,000

Improved HR performancereduction in turnover led to better HR performance and
cost savings:

1/ Company data: Used their turnover rate to figure out that they retai8exktra
employeesafter beginning training.

2/ Used industry benchmark that turnover costs 150% of annual salary per employee.
For Liberty, that would b&3,040 per employee per year

3/ Interview data: On average, it takes 424 weeks to fill a position. So, scaled the
yearly salary cost by 75% to 13,260. For 3 employees, that leads to a yearly total of
39,780. Or & year total of $198,900

Notes on Investment Drivers:
-Staff Time: Assumed business staff participate in 12 hrs of meetings per quarter
-Salary Costs: Used a small percent of overall business investment in SE Manufacturing partnership

-Training/Match Contribution: Used small percent of overall business match. Estimated training contribution
based on course data.




Liberty Resources: Employee Model ST

Base Calculations/Ne relied on available 2009 2011 outcome data as a guide
for key parameters of the employee model:

A Wage at start of training $17.50 represents a weighted average of
incumbent workers starting wage in 202011 employee wage dataset

A Wage increase or promotion following training=rom PA Partnership FY
2010 outcome data, 50% secured wage increase and 4% were promoted

A Average raise amountAverage raise amounts of $.53 cents (non
promoted) and $3.83 (promoted) were based on weighted averages of
employee wage data. Validated by FY 2010 outcomes and interviewee data

Wage increase, cohort of 20 employees (rpromoted): We calculated the wage
impact of training for a cohort of 20 employees which did not result in promotions

1/ At a starting wage of $17.50, a 3% raise yields .53 cents more per hour. On
average 50% of training participants get a raise.

2/ Over the entire cohort, the difference between their increased salary and the
non-trained employee yield$10,920 in wage gain.

3/ When skill premium benefits and layoff aversion benefits are added (see next
slide for methodology), this yields total benefits®if4,361 for the group

Wage increase, cohort of 20 employees (promoteWe calculated the wage
Impact of training for a cohort of 20 employees which resulted in promotions

1/ For promoted employees: A $3.83 raise yields an additional $7966 per
person, per year. Approx. 4% of training participants are promoted, so this
results in #6373 per year added value for the cohdrom JOIN patrticipation

2/ All Remaining Employees: At a starting wage of $17.50, a 3% raise yields .53
cents more per hour. On average 50% of training participants get a raise. Over
the entire cohort, the difference between their salary and the #icained

employee yield$10,483 in wage gain.The remaining employees in the cohort
stay flat at their starting rate.

3/ When skill premium benefits and layoff aversion benefits are added (see next
slide for methodology), this yields total benefits®#2,169 for the group

Note on Cohort Approach:

- We based our analysis on a cohort of 20 people. This helps smooth the variation in results between
individuals (since no two people have exactly the same training experience or results) 25




Liberty Resources: Employee Model ST
(continued)

Skill premium, all workersTraining provides skills that are transferable by
employees in the marketplace:

1/ Computer skills: According to published estimates, computer skills add an
average 13% pay premium. Among JOIN health care training participants, 7%
were in a computeonly class. 90% of classes had some computer component.

We assumed that a JOIN computatly provided 1% of the premium, @r3%

pay benefit A course with some computer training, provided 25% of the benefit
or (0.32%). When translated into a wage increase, at $17.00 per hour, for a full
year, it ends up addin§255 for the cohort of 20 people

2/ Communication skills: According to published estimates, communication skills
add an average 5% pay premium. Among JOIN health care training participants,
32% were in a soft skills class . 90% had some soft skills component.

We assumed that a JOIN soft skills only provided 1% of the premiuf@6%r pay
benefit. A course with some computer training, provided 25% of the benefit or
(0.0125%). When translated into a wage increase, at $17.00 per hour, for a full
year, it ends up addin§§212 for the cohort of 20 people

3/ Career Counseling: Cultural Alliance in Philadelphia ch&4é&s for a
complete career counseling programWe used this to estimate the equivalent
career counseling gained in a JOIN program for the entire cohort.

Layoff Aversion, all workerdn addition to a wage benefit, training preserves jobs.
That layoff aversion is a direct benefit to employees:

1/ Liberty Resources had an average involuntary turnover rate of 8%, based on
best available data. Based on their average number of employees, bt is
employees per year

2/ Conservatively estimated that training can reduce that turnover by-loailé of
one percent, which would saves 0.12 jobs. Accounting for the full salary of
those jobs, at $17 per hour, that would yie3d 370 per year in gains.

Notes on Investment Drivers:
- Measured wages lost in training for 20% classes that were not subsidized by employers




Liberty Resources: Community Model

In 2009,3,272 clientgarticipated in Liberty Resources hona&d community

based waiver services. A n interviewee mentioned that networking with other
partnership members could help generate jobs for their clients.. If that approach
reduced unemployment by %2 perceiittywould result inl6 additional jobs

2 KAOK O2dzZ R LINPOGARS GKS F2fft2¢6Ay3a 02

Reduced social service costs

1/ Unemployment benefit cost $8342 per capita on average. Removing this cost
for 16 people would produc8133,473 in yearly public savings

2/ PA spends $123.43 per person, per month for food stamps. Approx. 14% of
the population taps these benefits (or 2.p4l from our newly employed group).
Removing these people from the prograesults in $3,317 yearly savings

3/ PA spends $447.83 per person, per month for TANF. Approx. 8% of the
population uses these benefits (or 1.@Bl from our group). Removing these
people from the programesults in $6,878 saved per year

4/ This yields a total ##143,670in the first year

Increased tax revenu€dincludes: state and federal income tax plus FICA)

1/ Each employed individual would p&9.930 in federal and state taxesndan
additional $2,784 in FICAn their average $36,400 salary.

2/ This increases annual tax revenued®b6,934for the 16 employees

3/ We also added an incremental sales tax increase of $2,608 per person, or
$41,700for all 16 employees, to account for their increased spending due to
added income
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Liberty Resources: Community Model
(continued)

In 2009,3,272 clientgarticipated in Liberty Resources honamd community
based waiver services. A n interviewee mentioned that networking with other
partnership members could help generate jobs for their clients.. If that
approachreduced unemployment by %2 perceiittwould result in16 additional
jobsb 2 KAOK O2dzf R LINPOARS GKS F2tf206A

Increased contribution to the local economy

1/ A study by the Delaware Valley Healthcare Council estimated a labor income
multiplier for hospitals of 1.85 in SE Pennsylvania. Meaning that every dollar
earned resulted in a 85 cents contribution in wages to other industries.

2/ We made this more conservative to represent all healthcare organization
(1.5). Using this as a guide, adding a $44,000 salary for 16 additional employees
would drive$1.09MM in benefitsto the local economy each year

Community Value of Better Health Outcomes (related to better health and
treatment) :

1/ Commonwealth Cares, a ngmofit organization based in Massachusetts,
provides individualized primary care, behavioral health, and support services to
older people and the physically and mentally disabled.

They measured how a wedkecuted, service based model, which is similar to

[ AOSNI & wS&az2da2NODSaQ> AYLI OGSR KSIfOKOI
was $2109 saved per month

2/ Over a sample of 1000 clients, this yiek25.8M in savings We assume

a2yYsS 2F (K2a$S 0O02adG algAay3aa 32 G2 [AO6S
the individual (15%).The majority (70%) accrues to the communityrough

better societal health outcomes, less state and federal spending on care, etc.

This results i$18MM in community value

3/ We assume training of the employees provided just 3% of that added value.
Which is a contribution 08541,548n community value

Notes on Investment Drivers:

- We assumed that federal funding provided 25% of the average JOIN budget. This was used as
a proxy for the social (e.g. community/governmental) contribution to the program.




Computer Components: Employer Model

Added Profit From Existing Custometsproved customer service from training
enabled renewal of a $3MM customer account.

1/ Interviewer: Attributed 10% of ongoing revenue to training/ customer service
outcomes. Total: $300,000 per year in revenue

2/ Used standard industry margin (8.5%) to convert revenuyartdit. Total:
$25,500 in profit in first year

3/ Assumed3%yearly growth during years 5. Total: $135,383gain over 5
years

Return From Product Line Expansidnvested in a new $130,000 robotipsoduct
line. Access to welding training contributed to expansion decision

1/ Interviewer: Attributed 25% ofexpansion decision ttraining availability.
Total training contribution based on investment value: $32,500

2/ Used industry average to calculate robotics program IRR (54%)one year
return: $17,500.

3/ Assumed3% growth eaclyear (between years 25). Total five year return
due to training: $93,175

Improved HR performanceThree peoplavere hired into Computer Components
through partnership. Those hire@mproved HR performance overall:

1/ Turnover costsPartnership hires have a 2&higher retention rate. It costs
$10,864 when an employee leaves. So, a 25% reduction in costs equals $2,713
per employee. For 3 employees, this megearly savings of $8,148 dotal 5

year saving®f $40,740

2/ Hiring CostsPartnership hires require 4 hours less of HR staff time. At an
average of $16 per hour, this results in $961 in savings over 5 years.

Notes on Investment Drivers:

-Staff Time: Assumed business staff participate in 13 hrs of meetings per quarter

-Salary Costs: Used a small percent of overall business investment in SE Manufacturing partnership
-Training/Match Contribution: Used small percent of overall business match.
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Computer Components: Community Model

Computer Components produces covers for IBM servers. Their a@ieghip
activities provided helped them find a program collaborator and provided training
once the program launchéd ¢ KS&A4S | OGADBAGASEA 6SNB
success, which allowed the firm to s&¢bs Those retained jobs provided the
O2YYdzyAGe 6AGKX

Reduced social service costs

1/ Unemployment benefit cost $8342 per capita on average. Removing this cost
for 8 people would produc&66,736 in yearly public savings

2/ PA spends $123.43 per person, per month for food stamps. Approx. 14% of
the population taps these benefits (or 1ppl from our newly employed group).
Removing these people from the prograesults in $1658 yearly savings

3/ PA spends $447.83 per person, per month for TANF. Approx. 8% of the
population uses these benefits (or .6pl from our group). Removing these
people from the programesults in $3439 saved per year

Increased tax revenu€includes: state and federal income tax plus FICA)

1/ Each employed individual would p&$1,440 in federal taxesb1,117 in state
taxesandan additional $3500 in FIC#n their average $45.000 salary.

2/ This increases annual tax revenue®iy 8,46 7for the 8 employees

3/ We also added an incremental sales tax increase of $2,608 per person, or
$20,867for all 8 employees, to account for their increased disposable income

Increased contribution to the local economy

1/ A 2011 Study by the Industrial Resources Center estimated an income
multiplier of 2.60 for manufacturing in Pennsylvania. Meaning that every dollar
earned resulted in a $2.60 contribution to the local economy. According to
average savings rates, an individual will spend 95% of what they earn.

2/ Using this as a guide, adding a $44,000 salary for 8 additional employees
would drive$904,217 in community spending benefits each year after savings.

Notes on Investment Drivers:

- We assumed that federal funding provided 25% of the average JOIN budget. This was used as
a proxy for the social (e.g. community/governmental) contribution to the program.




All Partnerships: Notes on long term
employee wage scenarios

Base Case Wages scenarios

1/ Assumed 3% raises over the course of a career for the basic machinist and
minimum wage health worker.

2/ Assumed 80% of employees would get a raise in any given time period

Manufacturing training wage scenarias

1/ Welder- Assume 2 promotions in 15 yrs, 3% yearly raises, Assume 80% of
employees promoted on average

2/Adv. Welding tech Assume 2 promotions in 10 years from Welder, to Welder |l
to Welder Tech. Assumed 3% raise in the last 10 years. Assumed employer
covered entire cost of certification program ($12,504 went to employee)

3/ Aircraft Maintenance TechAssume 2 promotions in 10 years from base salary
to Aircraft Maintenance Tech. Assumed 3% raise in the last 10 years. Assumed
employer covered entire cost of certification program ($6000 went to employee)

Six SigmaAssume 2 promotions in 10 years from QC Supervisor |, to QC
Supervisor Il to Six Sigma Black Belt. Assumed 3% raise in the last 10 years.
Assumed employer covered entire cost of certification program ($7,500 went to
employee)

Healthcare training wage scenarios

1/ Pharmacy TechAssume 2 promotions in 10 years from Baseline, to-mid
career salary t?’harmTech Supervisor. Assumed 3% raise in the last 10 years.

2/ CNA Certificatiom Assumed 3% yearly raises, starting from CNA base salary of
$29,836. Assumed 80% of employees would get a raise in any given time period

3/ LPN Certificatior- Assumed 3% yearly raises, starting from LPN base salary of
$43,408. Assumed 80% of employees would get a raise in any given time period

4/ RN Certification- Assumed 3% yearly raises, starting from RN base salary of
68965. Assumed 80% of employees would get a raise in any given time period

In Liberty Resources Case Study:
5 year employee return (w/ promotions): 358%

5 year employee return (w/o promotions): 210%
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