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COMPANIES WORK
THROUGH MOST
BARRIERS TO EMPLOYMENT

While child care, transportation, and work ethic
issues remain the top challenges after former welfare
recipients are hired, business partners report the
largest barriers to emplovment among this pool of
candidates are a lack of education, a lack of work
experience, and substance abuse problems.

Specifically, just under half of companies hiring
off welfare say they have come across a lack of edu-
cation (49%). no job or work history (48%), or sub-
stance abuse problems (41%) as barriers to employ-
ment among the job applicants they've seen.

Bul, of these three barriers, most companies
report being able to work through the education and
work experience issues through training and men-
toring. That is, onlv 29% say a lack of education
would prevent them from hiring someone and just
30% say the same regarding a lack of work experi-
ence. However, most (66%) agree substance abuse
is a problem they cannot overlook when making a

decision to hire someone off welfare.
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The good news, however, is that only 15% of those
actively hiring off welfare report coming across sub-
stance abuse frequently among applicants, as seen
above. A lack of education (29%) and no work his-
tory (25%) are the two barriers seen most frequently.
Business partners surveved also buck a com-

monly held perception in some parts of the country
that people moving ofl welfare can not speak
English. In fact, although 35% say this would pre-
vent them from hiring someone, only 6% report fre-
quently encountering this problem. And less than
one in four (24%) say they have ever encountered

this barrier among potential job applicants. =

HIRING EXPECTATION IS STRONG
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large companics (those that are able to hire up to
100 people or more).

All indications point to continued success in
helping more Americans move from welfare to work
into the next century. With assistance in addressing
child care and transportation issues, and an
increased commitment from companies toward one-
on-one mentoring and forming partnerships with
outside agencies, more people will move oft welfare

and into meaningful, long-term careers. ®
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ABOUT THE MEMBER SURVEY

The Wellare 1o Work Partnership is a nonpartisan,
nationwide effort designed to encourage and assist

businesses with hiring people on public as

The Partnership. formed in Mayv 1997, has now
grown lo nearly 10,000 businesses.

The membership survey is an ongoing national
study designed to track attitndes and practices of
Partuership companiecs. The project was started in
February 1998, with subsequent survevs conducted
in August 1998 and January 1999,

For this survey, 500 business executives (CEOs,
owners, vice presidents, managers, directors, and
HR executives) from member companies were inter-
viewed by Wirthlin Worldwide. The sample was
stratified by company size and region 1o represent
the Partnership’s current membership. ‘Telephone

interviews were conducted Jan. 27 - Feb. 5, 1999.
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COMPANIES ARE
FINDING POTENTIAL,
PROMOTION AND
PARTNERSHIP

LEss THAN TWo yYEARS after sweeping
welfare reform legislation, Welfare to
Work Partnership companies have helped
hundreds of thousands of former welfare
recipients find their way into the work-
force. And the numbers keep growing.

In the latest membership survey, the
Partnership’s nearly 10,000 member com-
panies report having hired an estimated
410,000 people oft welfare during 1997
and 1998, This figure is an approximation
based on the reported hiring experience
by company size among 500 companies
randomly surveved.

In fact, 90% of business partners to
date already have hired someone off wel-
fare or expect to do so this vear.

Furthermore, while the partnership
has doubled in size over the past vear, old
and new business partners alike continue
1o hire emplovees off welfare at the same
or greater rale.

This continued demand for wellare
hires has not left a shrinking pool of
potential hires in the eves of executives.
Though welfare rolls have dropped. 67%
of these businesses still believe they can
“continue o find and hire good emplovees
ofl welfare now and into the future.”

As thousands more emplovees are
being hired off welfare by these compa-
nies, executives are more likely now than
in any previous studyv to report that these
hires end up being good, productive
emplovees (76% in February 1998, 79% in
August 1998, and 82% in February 1999).
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TRACKING PRODUCTIVITY
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Once again, this posttive perception is
consistent regardless of the number of
hires or tvpes of positions hired 1o fill. In
fact, 90% of companies who joined the
Partnership in 1998 and have hired some-
one ofl welfare report hiring good. pro-
ductive emplovees.

Not only are these hires recognized as
significant contributors, they are also
increasingly likely 1o retain their jobs at
the same or higher rates than arve stan-
dard-hire emplovees. This percentage
increased from 48% in February 1998, 1o
53% in August 1998, and to 65% in
February 1999,
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CURRENT TRENDS FOR
WELFARE HIRES

As indicators of higher performance and retention
rates, we need only look at what companies report as
trends in the development of their welfare hires.

First, we see an increase in hiring former welfare
recipients for salaried positions, up from 19% in
August 1998 1o 27% currently (72% are full-time
jobs with full medical benefits). Second, 91% of
Partnership companies report providing welfare 1o
work hires additional training that could lead to pro-
motion. Third. welfare hires are being promoted at
the same rate as are standard hires among member
companies. Six in ten (60%) report some promotion
of welfare hires with an average rate ol 22.3% pro-
mated over the last vear.

Another sign of a trend toward mobility is that
60% ol those businesses who have hived former wel-
fare recipients sav an average of one in five (20.5%)
already have moved on to a job with another compa-
ny.

While these findings attest 1o the ability of for-
mer welfare recipients to succeed in the workforce,
thev also show the commitment of business partners
to provide training and promotion opportunities that

can lead to success.

MENTORING LEADS TO PROMOTION
WHEN IT IS FORMAL AND
UTILIZES PARTNERSHIPS

Companies hiring welfare recipients see the need for
mentoring. but address this need in a variety of ways.
At this time, 63% of business partners either
offer now, or expect to offer soon, some tvpe of men-
toring service. Most of these companies (67%) have

formally assigned mentors for new welfare hires,
while 40% use more informal efforts where employ-
ecs are simply encouraged to mentor new hires.
Notably, close to one-quarter (23%) report having

entered into partnerships with community-based

organizations for assistance with mentoring services.

Regardless ol the approach to mentoring a com-
pany takes, advanced statistical analvsis of the data
shows there are four key drivers of higher promotion
rates among emplovees hired off of welfare.

As shown in the following model. the availability
of a formal program which assigns a mentor to a new
hire is the greatest predictor of whether that welfare
to work emplovee will be promoted. Another prac-

POSITIVE DRIVERS OF PROMOTION FOR
NEW HIRES OFF WELFARE
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tice highlv correlated with welfare hire promotions is
forming a partnership with a community-based orga-
nization to help assist new emplovees with personal
or transitional issues that may arise. Finally,
although somewhat less significant, offering formal
off-site training and placing a premium on having
mentors address personal issues such as family and
zelf-esteem are also kev practices that are likely to
lead to promotion.

Anv of these four practices is a driver toward
promotion by itself—but theyv are not all applicable
1o every company or circumstance. The important
observation is that the most successful mentoring ini-
liatives are formally recognized by the company and
are likely to involve partnerships with outside agen-
cies. In fact. the only practice significantly correlat-
ed with lower promaotion rates is no mentoring pro-
gram at all.

From their own experience, companies offering

greatest success has been on-

mentoring report their
the-job training through one-on-one attention.
Nearly half (47%) volunteer this as their most suc-
cessful practice.

While companies readily acknowledge the henefit
of offering wellare hires some form of mentoring,
thev need assistance in helping welfare hires to
address work-readiness skills such as dress codes.
work ethic, and punctuality in order to help move
their hires to the next level.

As shown on the following graph. companies find
work-readiness the most important issue that needs
to be addressed (9.1) through mentoring. vet it is
among the most difficult for them to provide (27%).
Additionally, companies find job skills and emplover-
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emplovee relationships less important, but much eas-
ier to provide. Finally, support issues such as child
care and transportation are seen as the most difficult
to provide (33%). while personal issues are seen as
slightly move important (7.7) and still quite difficult
to address (25%).

KEY MENTORING ISSUES
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In short, formal, one-on-one mentoring programs
are proven practices that lead to promotion—Dbut as
companies make such efforts they need help with
these important, vet difficult to address, issues

involving work-readiness.

PARTNERSHIPS ARE GROWING

More companies are turning 1o organizations in the
community to improve their efforts to hire off wel-
fare. In February 1998, only 25% of partner busi-
nesses who had hired looked to community-hased
organizations for help in finding people to hire. This
has climbed 1o 48% currently. Additionally, more
than halt (51%) of all partner businesses sav they
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have entered into partnership with government, non-
profit, and/or for-profit agencies in their area.

Most companies entering partnerships do so to
help them find and screen potential job candidates
off of wellare. Onlyv a few, however, realize the bene-
fits such partnerships can have in addressing the
more difficult challenges with mentoring and reten-
tion.

In practice, most use outside organizations to
either locate potential hires (61%) or to screen them
(17%). Only 18% utilize agencies Lo provide train-
ing, 8% for mentoring and 4% for child care and/or
transportation assistance. Hence, companies of all
sizes are missing an opportunity to receive help in
addressing the most difficult issues they face in men-
toring.

At present, there is no generallv acknowledged,
formal process through which companies hirving for-
mer welfare recipients can readily identify potential
partners to assist in their efforts. Mast frequently,
these partnerships are initiated through passive
efforts such as outside agencies contacting the com-
panies themselves (19%), networking (14%). word of
mouth (9%) or through existing relationships (8%).

As a result, the Wellare to Work Partnership is in
a position o help facilitate a formal process that will

connect companies with agencies in their community.

LOOKING AHEAD: MORE HIRES,
MORE SAVINGS IN 1999

As the Partnership prepares to move into the next
millennium, executives are clearly optimistic about
the future. A solid majority of business partner
executives perceive the economy moving in the right
dircction (86%) and believe welfare reform. oo, is
headed in the right direction (83%). Further, they
perceive corporate America’s commitment to making
welfare reform work is increasing (5.4 in February
1998 to 5.7 in February 1999 on a 10-point scale).
From an economic perspective, most business
partners are not finding it cost prohibitive to hire off
welfare. Tn fact, 10% ol companies have seen a cost
savings, while 65% report seeing no change at all in
the cost to the company since hiring people off welfare.
With this optimistic outlook, Partnership busi-
nesses expect to hire even more people off wellare in
1999 than thev did in 1998. And the hiring expecta-
tion is equally strong among small companies (those

that are able 1o hire just one to five people) and
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