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The W.K. Kellogg Foundation was established 

as an independent, private philanthropy in 

1930 by cereal innovator and entrepreneur 

Will Keith Kellogg. His direction for trustees 

continues to be the basis for our priorities. 

Thriving Children. Working Families. 

Equitable Communities.

OUR VISION

We envision a nation that marshals its resources to assure that all 
children have an equitable and promising future—a nation in which 
all children thrive. 

OUR MISSION

The W.K. Kellogg Foundation (WKKF) supports children, families 
and communities as they strengthen and create conditions that 
propel vulnerable children to achieve success as individuals and as  
contributors to the larger community and society. 
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Section I: Introduction

The W.K. Kellogg Foundation (WKKF), a private 
philanthropy established in 1930 for “the health, well-
being and happiness of children,” strongly believes that 
initiatives that focus on working families and equitable 
communities are pivotal to helping children thrive. 
Programs that move parents into quality employment 
significantly change children’s lives. Jobs that offer 
family-supporting wages, comprehensive benefits, 
fair and safe working conditions and opportunities 
for career growth disrupt intergenerational cycles 
of poverty and strengthen the economic security of 
working parents. For low-income families of color, 
whose workers are typically concentrated at the 
lower end of the labor market and are periodically 
unemployed, good jobs and the possibility of career 
advancement can change the life prospects of working 
parents and their children. 

In 2015, WKKF launched a pilot project to explore how 
workforce development programs and cross-sector 
community partnerships could better serve, employ 
and advance low-income working parents in today’s job 
market. Between 2015 and 2018, WKKF invested $11 
million to support 13 leading workforce development 
organizations as part of two pilot studies:  

•  STEPS (Supporting Transitions to Employment 
for Parents), focused on jobs for unemployed/
underemployed parents (predominantly mothers); and 

•  MOVE UP (Mobility and Opportunity for Valuable 
Employment by Upskilling Parents), focused on 
providing further opportunities for those already 
employed.

Within the relatively short grant period of three years, 
seven STEPS and six MOVE UP sites served nearly 
2,000 people in 10 states and achieved substantial 
gains consistent with the key goals of each pilot study. 
Participants—primarily single mothers of color—
achieved success in the labor market, getting jobs, 
earning credentials and moving up in their careers. 
They made economic advances that will benefit their 
children, perhaps for years to come. 

Grantees and their partners shifted to see “workers 
as parents,” and transformed how they served 

participants, designed programs and established 
partnerships. Many of these changes can be 

maintained and adopted by other organizations. 

This report shares examples of innovation and 
accomplishment and exposes the obstacles faced by 
parents with low-wage jobs in today’s labor market. 
The pilot studies offer lessons that can support efforts 
(including by funders and intermediaries) in the 
workplace, and in early care and education fields to 
improve employment outcomes for working parents 
with young children in low-wage jobs. Grantees found 
that employers and employees benefit by adopting 
more relational and parent-centered approaches 
to workforce development, rather than simply 
transactional and business-focused approaches. We 
witnessed what is possible when perspectives shift, 
partnerships strengthen, communities form, strategies 
change and parents and families are placed at the 
center of workforce development efforts.

For leaders in the field—workforce intermediaries, child 
care providers, elementary schools and employers—
the pilots offer significant lessons learned from the 
successes and challenges of the pilots. They highlight 
the urgent need to move beyond practice change to 
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policy and system changes that create and sustain 
financial stability so that all parents can provide for 
their children. 

Primary findings for philanthropy, practitioners, 
policymakers and advocates include: 

• Participatory planning is a vital component of 
successful studies, working in full partnership 
with leaders and communities of color to 
conceptualize, plan and implement  
impactful projects. 

• While practice changes are important, systemic 
changes are critical for working families to achieve 
long-term economic success. 

• Financial instability is a constant reality for 
working families and must be addressed through 
robust policy solutions.

• Individual expertise and leadership is essential, 
but collective action across issues, sectors and 
geographies is key to shared and  
sustainable solutions.

• Philanthropic funding isn’t enough; government 
funding is a must. 

Section II: Pilot Design

The STEPS and MOVE UP projects explored how 
workforce development programs and cross-sector 
community partnerships could shift their paradigm to 
view “workers as parents” to better serve, employ and 
advance parents of color in low-income jobs. The pilots 
focused on two steps of the career and income ladder: 
moving more unemployed or underemployed parents 
into the labor market and moving more low-income 
working parents up within the labor market. 

Given the Kellogg Foundation’s commitment to racial 
equity and the reality that a higher share of Black 
and Latinx parents are un-/under-employed and 
segregated in low-wage jobs compared to White 
parents, we aimed to improve employment and 
advancement opportunities for low-income working 
parents of color in particular. 

For example, using data from before the COVID-19 
pandemic,  a much higher percentage of Black (41%), 
Hispanic (31%) and Native children (44%) have 
parents who lack secure employment, compared to 
non-Hispanic White children (21%)1, and workers 
of color and female workers remain concentrated in 
low-wage jobs and entry-level positions (including 
home care, restaurant and retail jobs for women; and 

construction laborer, maintenance and retail jobs for 
men), all of which pay below the federal poverty level 
($26,200 for a family of four).  

Not surprisingly, Black (25%) and Latinx/Hispanic 
(21%), and female-headed households of those 
groups (38% and 31%, respectively) continue to have 
higher-poverty rates than other families.2 In short, 
regardless of how the economy is performing, the 
types of jobs that are created, and who is accessing 
better jobs in the labor market, is a dual challenge that 
the foundation tackles through its family economic 
security work, including these pilots.  (More current 
data gathered since the beginning of the COVID-19, 
pandemic in the U.S. reflect a worsened situation for 
Black and Latinx/Hispanic working families especially.) 

With these inequities as the context, the focus became 
two overarching questions: 
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1. How can high-performing workforce intermediaries 
partner differently with child care, educational, 
employer and community partners to better serve 
working parents of young children? 

2. How can workforce intermediaries and their 
community partners shift their culture and change 
their practices to help working parents of young 
children advance in the labor market?

The result was two separate, connected pilot studies:

•  STEPS (Supporting Transitions to Employment 
for Parents): To develop and test whether formal 
collaborative partnerships between workforce 
development nonprofits and early care and 
education providers—including child care centers, 
Pre-K programs and elementary schools—improve 
employment, retention and economic stability for 
those unemployed and under-employed mothers 
who already have child care for their young children 
(infancy through eight years of age); and

•  MOVE UP (Mobility and Opportunity for Valuable 
Employment by Upskilling Parents): To develop and 
test whether employer-embedded (and sustainable) 
models aimed at career advancement (beyond job 
placement) for low-income incumbent workers 
(primarily parents) into higher-paying, middle-skill jobs 
result in more economic stability for their families.

Taken together the STEPS and MOVE UP pilots were 
created to establish a continuum of upward mobility 
for two sets of low-income parents of young children: 
1.) through the provision of short-term job training 
and financial assistance for one set of parents to 
place them in entry-level positions (STEPS); and 2.) by 
offering upskilling opportunities and work supports 
for another set of parents (incumbent workers) to 
move them into middle-skills jobs, where they could 
earn family-sustaining wages (MOVE UP). The working 
hypothesis was that these new or enhanced practices 
– combined with the expertise of the workforce 
training host sites and more robust community 

SEATTLE, WA  
Healthcare Career 
Advancement Program 
(H-CAP)
200 participants*

GRAND RAPIDS, Ml  
Southwest Organizations Unifying 
Resources for Community and 
Employees (The SOURCE) 
90 participants

CLEVELAND, OH  
Towards Employment
202 participants  

ALBANY, NY  
Albany Community 
Action Partnership
129 participants  

NEW YORK, NY  
STRIVE International 
180 participants

Healthcare Career 
Advancement Program 
(H-CAP)
200 participants*

PHILADELPHIA, PA  
Healthcare Career 
Advancement Program 
(H-CAP)  
200 participants* 

BATTLE CREEK, Ml
Goodwill Industries 
of Central Michigan’s 
Heartland 
152 participants

CHICAGO, IL  
Jane Addams Resource 
Corporation (JARC) Southwest 
Organizations Uniftying 
Resources for our Community
68 participants

OAKLAND, CA  
East Bay Alliance for a 
Sustainable Economy 
(EBASE) 
78 participants

SAN ANTONIO, TX   
Project QUEST 
210 participants

ST. LOUIS, MO   
Family and Workforce 
Centers of America
171 participants 

TACOMA, WA   
Goodwill of the 
Olympics and 
Rainier Region
116 particpants 

CINCINNATI, OH   
United Way of Greater 
Cincinnati
149 participants

NEWPORT, KY 
Brighton Center
123 participants  

STEPS Pilots: 908 participants

MOVE UP Pilots: 960 participants

*Total H-CAP participants across 3 locations

Selected Sites for STEPS and MOVE UP
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partnerships – would lead to higher levels of 
employment, advancement, wage increases and career 
opportunities, as well as overall economic stability for 
low-income parents of young children.  

In total, 1,868 participants enrolled in the STEPS and 
MOVE UP programs over the three-year grant period 
(2015-2018). (See Table 1 in the Appendix for more 
detail on participant demographics). In both pilots,  
the typical participant was an African-American woman 
in her 20s or 30s, with one or two children between 
infancy and 8 years of age.  All of the STEPS sites, 
except one, exceeded the target goal set by WKKF to 
serve 100 unemployed or underemployed mothers. 
Three of the six MOVE UP sites met or exceeded the 
target goal of serving 200 participants, who were 
primarily low-wage, frontline incumbent workers and 
mostly working mothers. 

There were some significant differences between STEPS 
and MOVE UP participants. STEPS participants were 
younger, had lower levels of education, were less likely 

to be employed at the start of the program and were 
more likely than MOVE UP participants to receive public 
benefits, such as SNAP and Medicaid/subsidized health 
care and child care subsidies. This difference is not 
surprising, given that the target groups for the pilots 
differed: unemployed or underemployed mothers for 
STEPS and low-income incumbent workers (primarily 
mothers) for MOVE UP. 

On the one hand, the education levels of STEPS 
participants—21% did not have a high school diploma 
or equivalent—suggest a need for GED preparation 
and skill-building before expecting movement into 
employment with long-term potential for family-
sustaining wages. On the other hand, the lower 
public and child care benefits available to MOVE UP 
participants (34% and 13% compared to 59% and 37% 
for STEPS), highlight the precarious nature of upward 
mobility in the U.S., with a steep “skills on-ramp” for 
unemployed and underemployed workers and a sharp 
“benefits cliff ” for workers in low-wage, frontline jobs. 

STEPS At-a-Glance
Parents face huge barriers on the path to securing and 

sustaining employment. One of the most significant obstacles 

is securing affordable, quality child care. The STEPS pilot took 

the innovative approach of starting with the child care barrier 

already removed by recruiting un- and under-employed mothers 

who already had their children enrolled in quality child care 

and education settings. Moreover, STEPS aimed to advance 

a formal programming partnership, versus a simple referral 

relationship, between workforce development organizations 

and early care and education providers. (In the past, most 

two-generation efforts3 have started primarily on the early care 

and education side, who are lightly connected to workforce 

partners, and tried to add workforce development components 

to their programming, or workforce development organizations 

simply refer job training participants to child care services.) In 

theory, these partnerships would immediately address the child 

care barrier to employment for un- or under-employed mothers, 

while simultaneously enhancing their ability to access and 

complete job training programs and services. 

In the process, the project would strengthen integration and 

alignment across the workforce and early childhood education 

sectors, moving towards greater collaborative and collective 

impact models for both parents and children, and highlighting 

how government policies and subsidies help or hinder 

economic mobility. 

Each of the STEPS projects had the following main 
components:  

1.  Formal Partnerships beyond resource and referral 
services, with local child care providers, elementary 
schools and employers, including Workforce Liaisons, 
responsible for establishing and managing child care 
and elementary school partnerships, engaging and 
interfacing with local partners; and Cross-Sector 
Advisory Committees, responsible for forming new 
coalitions, or building upon existing ones, with 
programmatic and policy expertise in early care and 
workforce to help advise the pilot.

2.  Short-Term Training of six months or less with 
stackable credentials that have clearly-defined 
pathways into more highly-skilled, higher-paying jobs 
and/or crosswalks to other sectors and industries for 
access into jobs that that lack a clear pathway. 
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3.  Wrap-Around Supports, including work readiness, and 
comprehensive coaching, in order to operationalize 
a family-centered approach for the interventions and 
partnerships.

4.  Parent Engagement with early care and workforce 
partners working together to develop new child- and 
parent-centered programming and tracking.  

 STEPS Outcomes (908 Participants)

• Thirty-five percent earned an industry-recognized  
postsecondary credential. 

• Thirty-four percent obtained full-time employment 
(anywhere) after completing sector-based training. 

• Thirty-six percent employed in area/field for which 
they were trained. 

• Sixteen percent earned a wage increase at their 
current or new position.

• Nine percent moved from part-time to full-time 
positions or increased number of hours worked.

• Twenty-five percent have a position that offers 
employer-provided benefits. 

 
MOVE UP At-a-Glance

Working parents of color with young children 
are concentrated in low-wage jobs with limited 
opportunities for advancement. Systems of racial 
and gender discrimination also lead to extensive 
occupational segregation for women of color, many of 
whom are stuck in low-wage, entry-level positions that 
do not provide long-term, family-sustaining earnings. 

Because these parents face significant barriers to 
advancement, including a lack of skills and networks 
needed to move into higher-wage positions, the ultimate 
goal of MOVE UP was to increase advancement 4 of low-
income, frontline, incumbent workers5 into middle-skill 
jobs6 with higher pay, more benefits, stable schedules 
and training opportunities. 

In the process, grantees built and tested employer-
embedded workforce development models that were 
designed to increase the advancement and earnings 
of low-income workers, while lowering costs and 
increasing productivity for employers.

Each of the MOVE UP projects had four  
main components: 

1.  Formal Partnerships, including Memoranda 
of Understanding (MOUs) between workforce 
intermediaries and local employers, primarily 
hospital systems.

2.  Upskilling Opportunities, including: 1.) employer-
provided earn-and-learn programs, such as on-
the-job training and apprenticeship programs; 

Participant Profile 

• 908 enrolled in seven workforce development 

programs

• 80% were parents of color 

• 1,357 children ages 0-8 (1.95 per participant)

• 78% unemployed at the start of the pilot

• 21% without a high school diploma/GED

Types of Partners 

• ECE providers (Head Start, Early Head Start, 

preschools) 

• K-12 public/charter schools 

• Financial institutions/Financial literacy coaches 

• Community colleges

• Employers

Types of Training 

• Health Care: 

 – State Tested Nursing Assistant (STNA) 

 – Certified Nursing Assistant (CNA) 

 – Medical Administrative Assistant 

• Customer service; hospitality/retail 

• Child Development Associate (CDA) 

• Manufacturing: Certified Production Technician 

• Construction

• Certified Logistics Technician
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2.) employer-provided education and training 
benefits, including tuition reimbursement (or up-
front tuition payments) and flexible scheduling; 
and/or employer-driven postsecondary education 
and training, offered by a community college, for 
example, all of which leads to industry-recognized, 
employer-demanded credentials.

3.  Career Development, pre- and post-employment, 
including planning and goal-setting in line 
with participant interests and talents, resume 
development and interview preparation, on-the-job 
mentoring, enhanced soft skills development, English 
as a Second Language (ESL) classes and training on 
how to build and leverage networks.

4.  Work/Income Supports, including assistance 
with child care (access to government-provided 
child care subsidies and/or high-quality child care 
providers), transportation, child support obligations, 
addressing no or poor credit history and/or financial 
emergencies; and access to free tax preparation 
services [to claim the federal and state Earned 
Income Tax Credits (EITC) and the federal Child Tax 
Credit]; high-quality financial institutions, services 
and products to help reduce debt and increase 
savings; and/or a health care plan through the 
Affordable Care Act (ACA).

Participant Profile 

• 960 enrolled in six workforce development programs

• 89% were parents of color

• 1,066 children ages 0-8 (1.44 per participant)

• 56% employed at the start of the pilot 

• 68% with high school diploma/GED

MOVE UP: Types of Partners 

• Employers in health care sectors (hospitals,  

health systems) 

• Labor organizations (advanced manufacturing,  

skilled trades) 

• Postsecondary education and training

MOVE UP: Types of Training 29

• Health Care: 

 – Medical Assistant (MA) 

 – Licensed Practical Nurse (LPN)

 – Registered Nurse (RN) 

 – Patient Care Representative

 – Pharmacy Technician 

 – Acute Care Technician 

 – Medical Billing and Coding 

• Construction Apprenticeship

MOVE UP Outcomes (960 Participants)

• Thirty-four percent earned an industry-recognized 
postsecondary credential. 

• Forty-one percent advanced into a new position. 

• Thirty-two percent earned a wage increase at their 
current or latest position.

• Twelve percent moved from part-time to full-time 
positions or increased the number of hours worked.

• Forty-four percent have a position that offers access 
to employer-provided benefits 
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Section III: Parent-
Centered Workforce 
Development

The many activities that parents manage—securing 
child care for younger children, as well as after 
school and summer care, aligning children, education 
and work schedules, along with transportation—
usually happen in the background and out of sight of 
employers and workforce programs.7 Solid supports 
may reduce the likelihood that low income parents 
can move into the labor market and remain there. At 
present, the current workforce and social support 
systems do not provide the intensive, comprehensive 
long-term supports that many parents need to get 
ahead economically, but the pilot sites aimed to 
innovate in these areas. 

SHIFTING ORGANIZATIONAL MINDSETS 

One of the most important programming lessons for 
the pilot sites was developing and testing how best to 
work with parents of young children. Most pilot sites 
had to shift from relentlessly focusing on meeting 
employment targets to reach public contracting 
goals (a relatively easier-to-serve population) to 
working with participants as parents of children (a 
relatively harder-to-serve population). Sites began to 
understand what organizational and programmatic 
changes were needed to begin holistically serving 
families, and found that fundamental shifts in 
how frontline staff (as trainers, coaches, intake/
assessment staff ) worked with participants were 
necessary to meet the needs of parents.8   

FAMILY-CENTERED COACHING

Developed by the Kellogg Foundation and its 
consultants, with guidance from the STEPS sites, and 
now led by The Prosperity Agenda,9 Family-Centered 
Coaching (FCC) focuses on the whole family and 
utilizes a more comprehensive and holistic approach to 
coaching. FCC accounts for the systemic barriers and 
institutional forces that prevent vulnerable families 
from moving forward economically. 

Based on the latest brain research and applying 
a racial equity lens, “Family-Centered Coaching” 

utilizes a behavioral economics and trauma-
informed care approach and offers different 
perspectives and options on how to improve 

employment outcomes, knowing that families 
need different resources at different times on their 

career and life journey.

FCC also emphasizes coaching mindsets that are 
strength- and peer-based and encourages coaches 
to draw upon a variety of approaches, including case 
management, motivational interviewing and goal 
setting. The curriculum covers the many elements 
of family life, including income and work supports, 
finances and budgeting, education, employment and 
legal services. Robust child care assessments inform 
how case managers, coaches and other family-support 
staff jointly engage with participants. 

PARENTAL PEER SUPPORT

Peer-to-peer engagement was extremely effective 
at recruiting and supporting other parents, aiding 
engagement and retention. Within the STEPS sites, the 
Goodwill of Olympics and Rainer Region in Tacoma, 
Washington, STEPS participants in the Women 2 Work 
program were invited to attend monthly “Motivated 
Moms” meetings to build social capital and discuss 
topics ranging from navigating higher education to 
balancing household expenses to parenting tips. 
Similarly, as part of MOVE UP, EBASE in Oakland, 
California, designed and piloted Sisters-to-Sisters in 
partnership with Tradeswomen Inc. Sisters-to-Sisters 
became a safe space for group discussions and 
peer mentorship, and a resource for women in pre-
apprenticeship and transitional employment trying to 
move into construction careers.10 
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Section IV: Key STEPS 
Partners—Child care 
Providers and Elementary 
Schools

A key goal for the STEPS pilot was having workforce 
intermediaries build deeper partnerships with child-
serving organizations. This gave stakeholders a better 
understanding of their strengths and constraints and 
allowed them to serve families better together. While 
the learning curve was steep for all parties, the STEPS 
pilot offers essential lessons for workforce organizations 
about partnering with child care providers and 
elementary schools.

WORKING WITH CHILD CARE PROVIDERS

To address root-cause issues and understand the 
contexts in which families operate and navigate, multiple 
cross-sector partners, organizations and teams within 
organizations must come together to co-create solutions 
that work most effectively for families.  

In order to develop a culture of partnership, Family 
Workforce Centers of America (FWCA), a STEPS grantee 
located in St. Louis, Missouri, noted that partnerships 
need to be built at all levels of the organization, and 
then embedded throughout partnering organizations 
because these relationships are often threatened by staff 
turnover. 

So FWCA developed partnerships with frontline staff, 
but also with decision-makers in the organizations—
bringing leaders to the table who could make vital policy 
and program decisions on such topics as: sharing data 
across child and parent systems in order to track cross-
agency consultations on the whole family; coordinating 
schedules for child care and workforce training across 
organizations and departments; and aligning funding to 
support families more holistically.  

To help make the case for partnership, the Jane Addams 
Resource Corporation (JARC) shifted its message away 
from “Can you help us with referrals?” to a message of 
“We can help offer stability to families by connecting 
them to a range of resources and by increasing parents’ 
income, which in turn helps parents enroll their children 
at your center.” 
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With regard to building the capacity for partnerships, 
while Head Start programs have dedicated family 
resources staff, other child care programs, especially 
smaller ones, do not. Moreover, state regulations dictate 
staff-to-child ratios to ensure quality early childhood 
education, and most programs did not have additional 
staff and bandwidth dedicated to establish robust cross-
sector partnerships or attend regular family-centered 
advisory meetings. In response, finding partners with 
sufficient capacity, funding and resources became a 
priority. For FWCA, the YWCA and the public schools in 
St. Louis became critical partners, and the staff was able 
to more successfully recruit families in those settings, 
where there were more structure and stability.  

WORKING WITH ELEMENTARY SCHOOLS

For the STEPS sites, partnering with schools was more 
challenging because of the different structures and 
more complex processes involved in working with public 
schools and inside larger bureaucracies. In most cases, 

superintendents sign off on all MOUs or partnership 
agreements, as in St. Louis, where it also required a vote 
and the approval of the local school board. Once STEPS 
sites had established their school district partnership, 
they developed close relationships with local principals 
and key staff in select schools. For example, Goodwill 
of Olympics and the Rainer Region was able to present 
the STEPS program to teachers at the beginning of the 
year, which was particularly important on two fronts: 
1.) teachers in elementary schools are more aware of 
any family issues because the same children are in 
their classroom for the entire day; and 2.) approaching 
schools before the start of the school year is key because 
by mid-year, schools are already planning for their 
end-of-year processes. In addition, sites learned that 
identifying just a few schools to target for partnerships 
was more effective than attempting to involve the entire 
school district; and that schools cannot target specific 
populations, e.g., single mothers, because of equal 
opportunity regulations, so they had to serve the entire 
parent population at the school.  

Section V: Key MOVE UP 
Partners—Employers

Like many workforce programs, MOVE UP pilot sites 
implemented several strategies to engage employers 
throughout the initiative, which was key to meeting 
one of the critical objectives of the pilot study, the 
advancement of incumbent working parents.11 In 
particular, the insights gained around assessing the 
Return On Investment (ROI) of incumbent worker job 
training could be explored further in future studies.

PARTICIPANT RECRUITMENT

While the Kellogg Foundation was explicit that the 
pilot studies focus on working parents, employers 
cannot ask about, and do not traditionally track, 
an employee’s parental status. Therefore, MOVE 
UP grantees developed several strategies to work 
with employer partners and creatively recruit 
incumbent employees who met the grant criteria. 

For example, beyond informational flyers and 
paystub inserts, the employer partners for Towards 
Employment, the SOURCE, Project QUEST and STRIVE 
provided worksite space for MOVE UP recruitment 
and information sessions, and staff at University 
Hospitals in Cleveland and Methodist Health Systems 
in San Antonio went a step further and attended 
these sessions, providing information about 
advancement opportunities at the hospital.12 

WORKPLACE SUPPORT 

MOVE UP sites worked closely with their employer 
partners to design training and upskilling programs 
intended to meet employer needs and to advance 
parents into higher-skill, higher-wage positions.13  
MOVE UP sites also worked with employer partners 
to strengthen participant supports, including 
supervisory training, workplace culture, and new 
supportive workplace policies in order to increase 
retention and advancement.14 For example, Metro 
Health in Cleveland identified a training gap—
supervisors needed skills to handle difficult 
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situations instead of proceeding directly to corrective 
action, which can lead to increased turnover and 
stymie advancement. Towards Employment worked 
with Metro Health to design six two-hour sessions 
for supervisors that covered topics including 
Communication, Critical Conversations, Conflict 
Resolution and Coaching for Results. Also, H-CAP’s 
New York site negotiated with its employer partners 
to provide additional release time (one paid day 
per week) for employees participating in MOVE UP 
training, without changing their benefits eligibility.

RETURN ON INVESTMENT (ROI) FOR EMPLOYERS

Employers recognized that creating more welcoming, 
flexible workplace environments for low-income 
parents benefited them as well. MOVE UP partner 
employers participated in a process to measure the 
business impact of investing in frontline workers, 
many of whom are parents of young children. MOVE 
UP grantees and their employer partners identified 
several benefits of the pilot program related to better 
recruitment and retention, increased productivity and 
higher employee morale. 

The hospital partners for Towards Employment 
saw substantially lower applicant-to-hire 

ratios for its participants compared with the 
general population of applicants (less than 2 
to 1, compared with 20 to 1), a difference that 

could translate into thousands of dollars saved 
in salaries.  Project QUEST documented costs 

associated with hiring, relative to the number of 
MOVE UP participants advancing to fill positions, 

and showed that employers could save close to $2 
million in hiring and onboarding costs. 

 
H-CAP participants showed accelerated progress in 
long-term training; they accumulated 49% of their credits 
during MOVE UP, compared with 32% accumulation 
before MOVE UP. EBASE found that its partnering 
contractors exceeded the city’s local hire requirements by 
about 42 percentage points. Project QUEST documented 
costs associated with hiring, relative to the number of 
MOVE UP participants advancing to fill positions and 
showed that employers could save close to $2 million in 
hiring and onboarding costs.
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Section VI: Lessons 
for Philanthropy, 
Practitioners, 
Policymakers and 
Advocates

These pilots highlight the vast potential of community 
partnerships that cut across systems and sectors, 
and align leaders and efforts toward employment, 
advancement and family economic security. This 
bridge-building generated significant positive change 
for participants and increased the capacity of workforce 
intermediaries, child care and education providers and 
employers to better serve working parents. 

And while the pilot sites primarily aimed to improve 
employment outcomes for parents, the interventions 
also had positive effects on their children.15   

A post-study survey of STEPS and MOVE UP 
participants found that nearly three-quarters of 
the participants reported that their success had 

positively influenced their children’s progress and 
their children’s success had positively impacted 

their success. 

 
The main benefits of STEPS and MOVE UP are the 
insights that the project offer for the workforce 
development field and employers interested in better 
serving working parents and improving outcomes for 
the most vulnerable workers, specifically women/
mothers of color. 

Yet these pilot projects also point to other critical 
elements that are needed to truly achieve quality 
employment for working families. These pilots 
underscore that even the most successful programs are 
insufficient to address the occupational segregation 
of low-wage working parents of color and the higher 
rates of unemployment and underemployment among 
Black and Latinx workers. Racial inequity is embedded 

throughout the labor market and economy, and only 
large-scale policy and systems changes will be able to 
overcome centuries of oppression and the deliberate 
policies and practices that hinder working families’ 
progress in the U.S. economy.

PARTICIPATORY PLANNING IS A VITAL COMPONENT 
OF SUCCESSFUL STUDIES, WORKING IN FULL 
PARTNERSHIP WITH LEADERS AND COMMUNITIES OF 
COLOR TO CONCEPTUALIZE, PLAN AND IMPLEMENT 
IMPACTFUL PROJECTS. 

When developing the initial idea for the pilot studies, 
project leads relied heavily on individual consultations 
with workforce development experts. While informative 
and helpful, and supplemented by a six-month 
planning when grantee partners may have included 
community stakeholders in the development of the 
implementation plan, this approach was too limited. 
A more diverse cadre of experts—including more 
community leaders of color and representatives from 
more sectors—could have been consulted. Moreover, 
an in-person planning session at the beginning of the 
project, bringing all experts together in one place, 
would have enabled project co-creation. Furthermore, 
that engagement should also include the target 
population of low-income parents of color who can 
provide greater insight and perspective on their urgent 
needs and the proposed interventions. Due to the fact 
that project leads and their teams have perspectives 
and viewpoints informed by race, gender and class, 
and shaped by their backgrounds and life experiences, 
more comprehensive and inclusive planning on the 
front end would help to affirm the direction and 
increase the effectiveness of the work. So, just as we 
encourage the workforce development field takes 
a more relational, parent-centered approach to job 
training, we need to continually strive to do the same 
with our grantmaking—broadening and deepening our 
relationships and partnerships with the communities we 
serve.

WHILE PRACTICE CHANGES ARE IMPORTANT, 
SYSTEMIC CHANGES ARE CRITICAL FOR WORKING 
FAMILIES TO ACHIEVE LONG-TERM ECONOMIC 
SUCCESS. 

The programs and partnerships that comprised the 
pilot studies operate in a broader ecosystem of 
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interconnected systems16 –nonprofits, businesses and 
service providers – that are fraught with persistent 
barriers and challenges faced by low-income working 
parents of young children. So, despite an enormous 
effort and some positive changes in participants’ 
employment outcomes and partners’ organizational 
practices, moving up economically for participants 
didn’t necessarily mean they got ahead financially. Even 
when participants were earning higher wages in middle-
wage jobs that pay $14-$20 or more per hour, the 
increased wages were often offset by increased monthly 
expenses and reduced public benefits, otherwise known 
as the “benefits cliff.”17 For example, sites described 
how working mothers who earn above the Head Start 
threshold could lose their child care, or no longer 
qualify for housing subsidies after receiving a raise at 
work.18 Some sites helped to mitigate the impact of 
“the benefits cliff,”19 but this is a systemic problem that 
requires a systemic solution. 

From the beginning of the project, STEPS sites were 
asked to highlight places and examples where systems 
could be improved to better serve parents. For example, 
the Albany Community Action Partnership (ACAP) 
advocated for family-centered language to be included 

in contracts with its government partners, and was able 
to get a line item in its U.S. Department of Health and 
Human Services (HHS) Health Profession Opportunity 
Grant (HPOG) grant to cover child care for STEPS job 
training participants so that they could participate in 
the program. Similarly, Brighton Center leveraged the 
SNAP Employment and Training 50/50 match program 
to support family-centered approaches to employment, 
winning changes to the state plan that expanded their 
ability to draw down federal dollars to fund their work. 
These are excellent examples of how programmatic 
work can inform policy and systems change, and reach 
and impact more families.

FINANCIAL INSTABILITY IS A CONSTANT REALITY 
FOR WORKING FAMILIES AND MUST BE ADDRESSED 
THROUGH ROBUST POLICY SOLUTIONS.

In interview after interview, participants in the pilot 
studies confirmed this stark reality: Working parents 
could do everything right—attend all of the training 
and coaching sessions, complete the program, obtain 
a credential and secure a job or a promotion—and still 
struggle to pay for monthly housing, transportation and 
child care expenses. 
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Each step on the career ladder brings its unique 
challenges, such as fewer or no public benefits; 

higher health care, housing and child care costs; 
increases in transportation and clothing costs 

associated with working; and new expectations to 
provide more financial support to help extended 

family members, all of which can erase the modest 
income gains from a better job. 

That being said, while many STEPS and MOVE UP 
participants moved into better positions, most of the 
jobs that participants move into are lower quality. 
As H-CAP noted in their final narrative report, while 
the burgeoning health care sector is critical to future 
employment, “the sector continues to be plagued 
with low-wage, low-quality, high-stress employment 
opportunities.” Furthermore, quarterly data from the 
sites show that less than one-half (44%) of MOVE 
UP participants and one-quarter (25%) of STEPS 
participants report having employer-provided benefits, 
another stark indicator of low job quality. Overall, many 
of the jobs held by pilot participants do not pay family-
sustaining wages, either before or after employment 
or advancement. As a result, efforts to adopt higher 
minimum wages and fairer workweek laws, as well 
as equal pay and paid leave for women, are vital 
components to any family economic security efforts.

INDIVIDUAL EXPERTISE AND LEADERSHIP IS 
ESSENTIAL, BUT COLLECTIVE ACTION ACROSS ISSUES, 
SECTORS AND GEOGRAPHIES ARE KEY TO SHARED 
AND SUSTAINABLE SOLUTIONS.

Many foundations are segmented by focus areas – such 
as health, education or environmental grantmakers – 
and these operational structures, similar to government 
at all levels, can create silos. If foundations expect 
grantees and external stakeholders to bridge barriers, 
build partnerships and work in more integrated and 
aligned ways, then we as philanthropy must do the 
same. Multi-funder initiatives, pooled funds and 
cross-sector (public and private) partnerships all 
help to bridge work internally within foundations and 
externally across philanthropy and the field. Efforts like 
these simultaneously model and reinforce cross-sector 
approaches within the community (so, in the case of 

STEPS and MOVE UP, workforce intermediaries, child 
care providers, elementary schools, and employers) and 
reflect grantees who work at intersections. 

PHILANTHROPIC FUNDING ISN’T ENOUGH; 
GOVERNMENT FUNDING IS A MUST. 

Over the last two decades, philanthropy has funded 
the development and expansion of highly successful, 
sector-based career pathway programs.20 But despite 
their proven success, the most successful programs 
only serve several hundred participants a year, which 
shows the limits of this intervention. Moreover, the 
increase in workforce funding by philanthropy has 
been accompanied by a significant decrease in federal 
government funding in job training programs,21 which 
primarily serve low-income students and workers 
who cannot access more expensive higher education. 
Philanthropy is not responsible for filling this gap in 
funding and service. The private sector can undoubtedly 
fund more job training opportunities for low-wage, 
frontline workers22 – but in the end, government must 
step up to the challenges of preparing workers for 
today’s and tomorrow’s economy. 
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CONCLUSION 

Within the relatively short grant period of three years 
(encompassing six months of planning plus two-and-a-
half years of implementation), the STEPS and MOVE UP 
sites achieved notable and substantial gains consistent 
with the overall goals of the pilot studies. Participants, 
primarily single mothers of color, achieved success in 
the labor market, e.g., earning a credential, getting a 
job and moving up in their careers. These is economic 
progress that will benefit their children. Grantees and 
their partners shifted to see “workers as parents,” that 
changed the manner in which they served participants, 
designed programs and established partnerships, 
changes that will proceed into the future and which can 
be adopted by other organizations. 

These efforts cannot operate as “stand-alone solutions” 
to the economic security challenges facing low-wage 
parents of color working in low-wage jobs. In order to 
achieve equitable employment for working parents of 
color, efforts must entail a more concerted emphasis on 
policy and systems change and address racial inequities 
in the U.S. economy. In fact, while these pilots hold 
important lessons about the possibilities of a parent-
centered approach to workforce development, they also 
highlight the limits of programmatic intervention and 
the broader policies and systems that must be altered 
to achieve our goal of equal opportunity for all working 
families. As we continue to reflect on the journey of 
these pilots, we offer our peers in philanthropy these 
findings and reflections, and our commitment to 
partnering with you toward a more equitable future for 
America’s children.
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APPENDIX

Table 1. Selected Characteristics of STEPS and MOVE UP Participants23

STEPS Participants (n=908) MOVE UP Participants (n=960)

Gender 99% female
1% male24 

75% female
25% male

Race/ethnicity 65% African American
6% Hispanic
20% White
7% more than one race
1% Native American
1% Other

55% African American
27% Hispanic
11% White
3% more than one race
1% Asian
1% Other

Age 30% 18–24 years old
32% 25–29 years old
32% 30–39 years old
4% 40–49 years old
1% 50+ years old

17% 18–24 years old
28p% 25–29 years old
35% 30–39 years old
14% 40–49 years old
5% 50+ years old

Children 100% have children <18 years old
1.95 children, on average

94% have children <18 years old
1.44 children, on average

Ages of children 
(custodial and non-
custodial)

31% 0–2 years old
29% 3–5 years old
21% 6–8 years old
19% 9+ years old25 

26% 0–2 years old
25% 3–5 years old
27% 6–8 years old
23% 9+ years old

Highest level of 
education

21% less than high school diploma
67% high school diploma or equivalent
11% postsecondary credential

2% less than a high school diploma
68% high school diploma or equivalent
31% postsecondary credential

Employment (pre-
program)

4% employed
18% underemployed
78% unemployed

56% employed
24% underemployed
20% unemployed

Public benefits 3% receive employer benefits
59% receive public benefits (not child care)
37% receive child care benefits/subsidies

53% receive employer benefits
34% receive public benefits (not child care)
13% receive child care benefits/subsidies
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TABLE 2:  STEPS PILOT SITES

Workforce  
Intermediary

Sector Focus or  
Training

Early Childhood  
Education Partner

Community  
Partners

Albany Community Action 
Partnership (ACAP)
(Albany, NY)

Health care Head Start,  
Early Head Start

Community College, county 
TANF office

Brighton Center
(Newport, KY)

Health care, Early 
Childhood Education, 
Business and Computer 
Technology

Head Start,  
Early Head Start

Northern Kentucky 
Career Center; Gateway 
Community and Technical 
College;  Erlanger-Elsmere 
Independent School 
District

Family and Workforce 
Centers of America, Inc. 
(FWCA)
(St. Louis, MO)

Health Care,
STEM

YWCA Head Start and Early 
Head Start

St. Louis WIBs, Community 
College, Economic 
Development Partnership

Goodwill Industries 
of Central Michigan’s 
Heartland, Inc.
(Battle Creek, MI)

Health Care, Early 
Childhood Education, 
Retail, Manufacturing

YMCA, Head Start,  
Early Head Start

The Edge, Community 
College, American Job 
Center

Goodwill of the Olympics & 
Rainier Region
(Tacoma, WA)

Transportation and 
Logistics; Custodial 
Services, Culinary, Retail, 
Office Computer

YMCA, Head Start,  
Early Head Start

Bates Technical College, 
Tacoma Public Schools

United Way of Greater 
Cincinnati
(Cincinnati, OH)

Health care, 
Manufacturing, 
Construction, Information 
Technology, Supply Chain

Cincinnati Early Learning 
Centers

Cincinnati Public Schools, 
YMCA, Community Action 
Program

Jane Addams Resource 
Corporation
(Chicago, IL)

Manufacturing,
Construction

Illinois Action for Children, 
Early Head Start

Chicago Women in Trades, 
Metropolitan Family 
Services
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TABLE 3:  MOVE UP PILOT SITES26 

Workforce  
Intermediary

Targeted/Advanced 
Sectors/Occupations

Employer  
Partners

Community  
Partners

East Bay Alliance for a 
Sustainable Economy 
(EBASE) (Oakland, CA)

Construction and 
Transportation, 
Distribution and Logistics 
Apprenticeships

Oakland Army Base 
Contractors: Turner 
Construction, Cahill 
Contractors, & BBI 
Construction; Prologis; 
Northern California
Painters and Glazers 
Contractors Association 
(PGCA)

West Oakland Jobs 
Resource Center; 
SparkPoint Oakland; 
United Way of the Bay 
Area; Tradeswomen, Inc.; 
Labor Unions: Laborers, 
Teamsters, Electrical 
Workers, Iron Workers, 
Painters, Carpenters, 
Operating Engineers

Health care Career 
Advancement Program 
(H-CAP) (New York, NY; 
Philadelphia, PA; Western 
PA; Seattle, WA)

Medical Assistant, 
Licensed Practical 
Nurse, Registered Nurse, 
Respiratory Therapist, 
Patient Care Technician, 
Pharmacy Technician, 
Telemetry Technician, 
Behavioral Health 
Technician, Surgical 
Technician, Medical Lab 
Technologist, Dietetics/
Nutritionist, Certified 
Dietary Manager, Social 
Worker, Human Services, 
Health Administration

The Mount Sinai Hospital, 
League of Voluntary 
Hospitals and Homes 
(New York); Inglis and 
Simpson Houses, Sarah 
Care, Temple and Thomas 
Jefferson University 
Hospitals (Philadelphia); 
Genesis and Global Health 
care, Oak Health (Western 
PA); Group Health 
Cooperative, Highline and 
Swedish Medical Centers, 
UW-Medicine, Swedish 
Edmonds (Seattle)

SEIU Training, Education 
and Employment Funds; 
Child Care Development 
Funds; Health care Funds

Project QUEST  
(San Antonio, TX)

Registered Nurse; Patient 
Access Representative II 
& III; Licensed Vocational 
Nurse, Radiologic 
Technologist

Methodist Health care 
System; Christus Santa 
Rosa Health System; 
Baptist Health System

The Alamo Colleges; 
Baptist School of Health 
Professions; U.T. Health 
Science Center; AVANCE

The SOURCE
(Grand Rapids, MI)

Medical Billing and 
Coding, Medical Assistant, 
Pharmacy Tech, Licensed 
Practical Nurse, Registered 
Nurse; Machine Operator, 
CNC Machinist, Team 
Leader/Supervisor, Welder, 
Process Technician, 
Maintenance Technician 

Butterball Farms; Cascade 
Engineering; Grand Rapids 
Foam Technologies; 
Pridgeon and Clay; 
Proos Manufacturing/
Fabrication; Spectrum 
Industries; Vi-Chem; 
Metron

West Michigan Center 
for Arts & Technology; 
Grand Rapids Community 
College; Michigan 
Works; Cornerstone 
University; AAC Credit 
Union; Canaanland Child 
Development Center



20W.K. KELLOGG FOUNDATION MOBILITY MATTERS

Workforce  
Intermediary

Targeted/Advanced 
Sectors/Occupations

Employer  
Partners

Community  
Partners

STRIVE
(New York, NY)

Patient Care 
Representative, Medical 
Receptionist, Patient 
Navigator, Medical 
Assistant; Medical Billing 
Clerk; Senior Billing 
Expeditor, Sourcer, On 
Boarder, & Recruiter; Level 
2 Technician

Mount Sinai; Con Edison Ando International; Mandl 
School, College of Applied 
Health; Neighborhood 
Trust Financial Partners; 
Union Settlement; 
Dress for Success and 
Bottomless Closet

Towards Employment
(Cleveland, OH)

Medical Assistant; Coder; 
Patient Care Assistant; PAR 
Distribution Tech; Sterile 
Processing Tech; Pharmacy 
Tech

University Hospitals Health 
Systems; MetroHealth

Cleveland Neighborhood 
Progress; Cleveland 
Housing Network; 
Neighborhood 
Connections; 
Neighborhood Housing 
Services

TIMELINE OF KEY STEPS AND MOVE UP ACTIVITIES

Equal Measure conducted multi-phase qualitative and quantitative data collection based on the formative and 
summative evaluation questions. Data collection methods included: annual site lead phone interviews, two rounds 
of site visits where we conducted interviews with program staff, partners and participants. In the last year of the 
initiative, Equal Measure administered a survey to participants and conducted interviews with a small set of partners 
and participants. Programs provided Equal Measure with aggregate data on participation in outcomes every quarter. 

In addition to primary data collection, Equal Measure periodically reviewed the current workforce development 
literature and participated in learning community convenings, webinars and technical assistance calls to learn more 
about the pilots, their progress, and the contexts in which they operate.
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TABLE 4: Summary of Equal Measure Data27 Collection Efforts

Data Collection Method Timing Details

Quarterly progress report January 2016 – June 2018 
(10 quarters)

Programs provided aggregate data on participant 
background characteristics, program activities and 
completion, and participant outcomes on a quarterly 
basis.

Site visits 14 site visits to 12 
programs (two programs 
visited twice)

During site visits, Equal Measure conducted interviews 
with site leads, participants and partners and observed 
program activities.

Site lead telephone 
interviews

Annually Site leads reflected on the pilot, including implementation, 
working with partners, the learning community, contextual 
factors and outcomes for participants.

Participant survey July 2018 The survey was sent to participants who had completed 
soft skills or sector-based training. Two hundred and 
seventy-eight participants from 12 sites completed 
the survey, which asked about program experiences, 
challenges and employment and other outcomes.

Partner telephone 
interviews

October – November 2018 Conducted interviews with six employer and educational 
partners from six sites to capture how partners worked 
with websites and the impact of the partnerships on 
partners and on participants.

Participant in-depth 
telephone interviews

November 2018 Conducted interviews with three participants from three 
different sites to capture in detail participants’ experiences 
in and outside of the program and how the program 
impacted them, taking contextual factors into account.

 

Additional Outcomes, Wage Impacts

As noted earlier, STEPS participants were either 
unemployed or underemployed at the start of the 
program, often working in minimum wage jobs28 and/
or in multiple part-time jobs. Most of the STEPS sites 
realized a significant impact in terms of wage increases 
over the three years of the program, for example:

• At Brighton Center in Kentucky, where the state 
minimum wage is still $7.25 per hour, the 79 
participants who completed the program and 
obtained a job were employed in occupations 
ranging from Child Development Associate (CDA), 
with a starting wage of $10.75 per hour, to Medical 
Assistant (MA), with a starting wage of $13.25  
per hour.

• At Family Workforce Centers of America in Missouri, 
where the state minimum wage hovered between 
$7.65 (2016) and $7.85 (2018) per hour, the 
average starting wage for the participants who 
completed the program and obtained a job was over 
$2 higher, at $9.88 per hour.

• At Goodwill of Central Michigan’s Heartland, where 
the state minimum wage hovered between $8.50 
(2016) and $9.25 (2018) per hour, a number of 
the participants who completed the program and 
obtained a job were working as Certified Nursing 
Assistants (CNAs), earning at least $15 per hour.

Case Study on Wage Impacts: Project QUEST: partnered 
with three hospital systems (Baptist, CHRISTUS and 
Methodist Health) in the San Antonio area to advance 
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entry-level hospital workers into higher-paying health 
care jobs. At CHRISTUS Health System, frontline 
workers received short-term training to move from 
Patient Access Representative (PAR) I positions to 
PAR II & III positions within the hospital, resulting 
in a 10% wage increase, or around $1-$1.50 per 
hour. Baptist Health System and Methodist Health 
System established a longer-term advancement track, 
supporting workers moving from positions as Acute 
Care Technicians (ACTs) and Patient Care Assistants 
(PCAs) into positions such as Licensed Vocational 

Nurse (LVN), Registered Nurse (RN), Medical Laboratory 
Technicians and Respiratory Therapy Technicians. Those 
career advancements more than doubled the wages of 
working parents from around $15,000 to over $45,000 
per year, on average. With San Antonio having one of 
the highest poverty rates for metropolitan areas in 
the country at over 15%, these types of institutional 
partnerships and training programs create real 
pathways of economic mobility for working families.

ENDNOTES

1 Kids Count Data Center, 2018 Data: The share 
of all children under age 18 living in families where no 
parent has regular, full-time employment.
2 Census data
3 Programs simultaneously serving parents and 
children in the same family at the same time.
4 Advancement was defined as an increase
in take-home earnings for workers, e.g., through an
increase in the hourly wage, but could also be achieved
through a promotion from part-time to full-time work,
from an increase in scheduled hours or moving from a
job with no or partial benefits to a job with partial or
full benefits. However, an individual participant could 
have achieved one or more of those advancement 
outcomes.
5 Most, but not all, of the participants were 
incumbent workers, i.e., employed by the employer 
(primarily hospitals). Some participants had applicable 
skills and credentials, e.g., some medical training and 
schooling and were trained and placed in that field with 
an employer, which was considered “advancement.”
6 The foundation targeted middle-wage jobs that 
are in the range of $14 to $20 per hour (or $29,000 to 
$42,000 pre-tax annual earnings for full-time, year-round 
work).
7 For example, most workforce organizations 
often assume that participants who are parents have 
arranged child care, but many do not ask or understand 
about additional complexities surrounding this work 
support, e.g., managing transitions to summer care for 
Head Start families whose programs only operate during 
the school year and/or addressing the logistics for the 
recertification of child care vouchers.
8 For example, Family Workforce Centers of 
American (FWCA) hired a full-time social worker to 

support participants dealing with trauma. In addition, 
the Jane Addams Resource Corporation (JARC) conducted 
focus groups on mental health and domestic violence 
to assess the differing needs of women employees. 
Furthermore, the Albany Community Action Partnership 
(CAP) created a more comprehensive intake process 
to screen for all of its programs and began convening 
regular meetings of its Head Start and workforce staff to 
create connections, share information and review data 
from a shared system for both programs.
9 Organizations can access training and 
peer supports through The Prosperity Agenda, the 
organization helping to manage the implementation, 
training and peer-learning community for those 
using Family-Centered Coaching curriculum. Since 
the development of the curriculum, more than 1,500 
coaches in 200 organizations across multiple platforms 
in 35 states have received training and incorporated 
the FCC approach into their work. The materials and 
tools of Family-Centered Coaching are all adaptable 
and available free of charge, and can be found at www.
familycenteredcoaching.org.
10 Several MOVE UP sites also piloted technology-
enabled platforms to better reach, engage and support 
parents. For example, almost all of the sites used 
batch-texting or group communication platforms, such 
as EZTexting and GroupMe, to send information about 
upcoming trainings and job postings. Some H-CAP sites 
utilized Facebook groups to create virtual cohorts of 
participants to share information about course work 
and educational resources, which was particularly 
important for the H-CAP Western Pennsylvania site, 
where participants were dispersed throughout a large 
geographic region.
11 The STEPS pilots also worked in close 
partnership with employers, developed a “checklist” for 
employers to make the workforce friendlier for working 
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parents.
12 All MOVE UP pilot sites discussed the 
importance of ensuring that staff, particularly managers 
and frontline supervisors, were informed about and 
supportive of the program; could help identify good 
candidates for career advancement; and could also 
partner in troubleshooting inevitable challenges around 
scheduling work and education obligations. Some 
employers, such as CHRISTUS Santa Rosa Health System 
in San Antonio, also committed to paying tuition for non-
eligible employees who were interested in the program, 
which allowed a greater number of employees to 
participate in and benefit from training and certification. 
The STEPS pilots also worked in close partnership with 
employers, developed a “checklist” for employers on how 
to make the workforce friendlier for working parents.
13 See the Appendix for a list of positions targeted 
and programs developed by MOVE UP sites.
14 For example, Metro Health in Cleveland 
identified a training gap—supervisors needed skills 
to handle difficult situations instead of proceeding 
directly to corrective action, which can lead to increased 
turnover and stymie advancement. Towards Employment 
worked with Metro Health to design six two-hour 
sessions for supervisors that covered topics including 
Communication, Critical Conversations, Conflict 
Resolution and Coaching for Results. H-CAP’s New York 
site negotiated with its employer partners to provide 
additional release time (one paid day per week) for 
employees participating in MOVE UP training without 
changing their benefits eligibility.
15 In addition, 72% of participants reported being 
satisfied with their children’s early childhood education 
or school settings, and more than one-half reported 
seeing a positive difference in their children’s behavior 
and social skills. Anecdotally, early childhood education 
partners also described improvements in children’s 
school attendance and academic preparedness, with 
parents self-reporting improved grades over time, which 
could be due, at least in part, to reported increased 
interaction between parents and children, such as 
parents reading more to their children.
16 Interconnected systems are often siloed and 
not aligned and only focus on parents and children 
separately, so system goals can often be at odds with one 
another, even for parents and children in the same family.
17 The “benefits cliff” occurs when a family’s 
income increases above the income eligibility for 
financial supports, which can create disincentives to 
participation in training or work.
18 Sites also described how applications for child 
care subsidies, which can take 30-90 days, did not align 
with program entry periods, and participants could 
easily lose momentum, negatively impacting program 
completion and credential attainment.

19 For example, FWCA (a STEPS site) successfully 
advocated for participants to get extensions on their 
child care subsidies.
20 For example, a randomized controlled trial (RCT) 
of Project QUEST’s job training program revealed that 
average annual earnings grew from $11,400 for those 
entering the program to more than $38,000 after nine 
years. https://economicmobilitycorp.org/wp-content/
uploads/2019/04/NineYearGains_web.pdf 
21 Federal investment in workforce training and 
employment services peaked at $24 billion in the late 
1970s (in constant 2017 dollars), but Congress has 
reduced that amount to $5 billion today. (https://www.
clasp.org/publications/fact-sheet/federal-investment-
employment-and-job-training-services-has-declined-
over)
22 Especially given that private employers 
spend almost $500 billion annually on training but 
almost exclusively to train their incumbent, senior-
level workforce. “Managing the Talent Pipeline: A New 
Approach to Closing the Skills Gap,” Center for Education 
Workforce, U.S. Chamber of Commerce Foundation.
23 Data from quarterly reports
24 There was only one male participant in STEPS.
25 While the focus was on parents of young 
children (8 and under), some parents also had older 
children.
26 The partners who are listed were listed in the 
grantees’ implementation plans for the project. The list 
includes most, but not all, of the partners, and some of 
the partners may have been removed, and other partners 
may have added, during the course of the project.
27 Equal Measure is a Philadelphia-based nonprofit 
organization that works with foundations, nonprofit 
organizations and public entities to advance social 
change. To have a more direct impact with clients, Equal 
Measure offers five service lines – program design, 
evaluation, capacity building, technical assistance and 
communications. Through these services, they help 
clients clarify program goals, support implementation, 
engage in learning and plan improvement, conduct 
mixed-method developmental evaluations, frame 
narratives to have the strongest impact and share what 
they have learned together with the field. 
28 For context, the federal minimum wage is $7.25 
per hour, but is higher in some states.
29 See the Appendix for a more comprehensive list 
of training by pilot site.

https://economicmobilitycorp.org/wp-content/uploads/2019/04/NineYearGains_web.pdf
https://economicmobilitycorp.org/wp-content/uploads/2019/04/NineYearGains_web.pdf
https://www.clasp.org/publications/fact-sheet/federal-investment-employment-and-job-training-services-has-declined-over
https://www.clasp.org/publications/fact-sheet/federal-investment-employment-and-job-training-services-has-declined-over
https://www.clasp.org/publications/fact-sheet/federal-investment-employment-and-job-training-services-has-declined-over
https://www.clasp.org/publications/fact-sheet/federal-investment-employment-and-job-training-services-has-declined-over
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