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Temple University's Lenfest North Philadelphia Workforce
Initiative (LNPWI) strengthens the earning potential of local
communities by providing programs and training that result in
outcomes that lead to sustainable employment.
Through the support of a grant from the Lenfest Foundation,
Temple's LNPWI focuses on identifying opportunities for
youth and adult employment, professional and workforce
development. In addition LNPWI works to increase
collaboration between Temple University, local employers and
the North Philadelphia community.
This collaborative and community-informed initiative focus on
providing resources to residents who reside in the ZIP codes
immediately surrounding Temple's Main Campus and the
Health Sciences Center.

FORMULATING WORKFORCE SOLUTIONS:
A FOCUS ON NORTH PHILADELPHIA
On January 16, 2019, Temple University sponsored an event, "Formulating
Workforce Solutions: A Focus on North Philadelphia." This event was an
opportunity for individuals to come together to learn, discuss and shape
workforce development opportunities for North Philadelphia residents. Over
200 people attended the event, which was open to community residents and
leaders, volunteers and staff of community, faith and non-profit organizations
and Temple University, as well as representatives of government agencies and

FORMULATING WORKFORCE SOLUTIONS:
Focus on Employer Engagement
In total, there were 30 attendees in this session including representatives
from local corporations, small businesses, higher education institutions,
healthcare institutions, legislative advocacy organizations focusing on
economic development, human services organizations, workforce
development programs, city government, and federal agencies.

GUIDING QUESTIONS

employers.
The agenda included an overview of the Lenfest North Philadelphia
Workforce Initiative at Temple University, a presentation from Meg ShopeKoppel, Ph.D., Chief Research Officer for Philadelphia Works, Inc., and a panel
presentation facilitated by Nick Frontino, Managing Director with the
Economy League of Greater Philadelphia, and with representation from
Philadelphia Youth Network, Office of Workforce Development, Office of
Adult Education, Philadelphia Department of Prison, Philadelphia Housing
Authority and Congreso de Latinos Unidos.
Following the presentation, participants broke into small groups to reflect
on the previous presentations and to discuss workforce development
strategies and employment-related issues facing specific populations, such as
youth, adults, ESL and immigrants, returning citizens, veterans and individuals
with a disability. There was also two additional small groups, that discussed
community and employer engagement. Each group was co-facilitated by a
representative from Temple University and a representative from an external
organization.
A Temple University social work student was assigned to each group. The
student was responsible for taking notes at the event. and wrote a draft report
on themes that emerged from the discussion. The report was shared with the
co-facilitators, who provided input and feedback. In order to share the key
points from the small group discussion, Temple University's LNPWI has
published a series of reports, based on each small group. This report is based
on the discussion on Employer Engagement. The small group was cofacilitated by Michael Robinson, Director of Temple University's Community
Outreach and Hiring Initiative, and Lydia Parigi, Director of Global Talent
Acquisition at Aramark.

The co-facilitators used the following facilitation questions to guide the
conversation:
1. What does sustainable employment mean and look like to you?
2. Are employers offering jobs that meet the standard for sustainable
employment? Why or why not?
3. Does the average unemployed, underemployed, or underpaid person in this
population have the skills/experiences to fill sustainable employment
opportunities with employers? Why or why not?
4. What or who are some the biggest potential challenges in engaging the
community? What or who are some of the biggest potential assets?
5. Are there untapped areas of potential partnership?
6. Who are we missing with our current connections to the community that
could benefit from engagement around workforce development?
7. What is the most effective way to ensure employer buy-in?
8. What is the most effective way to ensure buy-in from partnering
organizations?
9. Where are jobs for this group usually listed/recruited from? Does that garner
the most diverse pool of candidates? Is there a better way to conduct
outreach for this population?

MAIN THEMES
1. Sustainable wages are mutually beneficial.
The group agreed that the current wages (between $7 to $10 an hour) was not
enough to sustain an individual or family. Despite the consensus, some group members
felt that many employers do not truly understand the value of increasing wages. In
today's society where people have access to a wealth of information, people know what
their skills and time are worth, and they can find out which employers value their skills.
If wages are not satisfactory, the best employees will either leave, decrease their
productivity, or not apply at all. This put employers in a position of high turnover rates
and substandard work, which is inefficient and requires significant spending on
recruitment and training costs, in addition to lost productivity and lost employee
investment. Employers who offer sustainable wages, on the other hand, have much
higher rates of retention which saves thousands of dollars each year. It was noted that
the transition to higher may be difficult for for-profit companies who would like to
please shareholders with large profits. From a practical business model standpoint,
however, if more people are making money, then more money is entering the economy
through the purchases of good and services which ultimately goes back into the profits
of for-profit businesses. In other words, we all do better when we all do better.

2. Employers who contract out can hold a higher standard of
sustainable employment.
Institutions and organizations who are committed to sustainable employment can

3. The responsibility of anchor institutions to the community.
A key piece of the conversation hinged on the fact that the largest industries in
Philadelphia are the "Eds and Meds" or higher education institutions and
hospitals. As powerful institutions within the community, these anchor institutions

leverage their buying power in order to advocate for better employment practices. If

could play a key role in transforming the economic landscape of the region by

powerful institutions and organizations only do business with employers who

making a commitment tothe community. To illustrate this, the group discussed

implement sustainable employment practices like local hiring, sustainable wages,

Penn's Netter Center which employs a three prong approach to community

providing opportunities for professional development and mobility, hiring retuning

responsibility: 1) academic-based community service, 2) university assisted

citizens, etc., then many companies who would like to contract with those organizations

community schools and 3) creating anchor institution strategies that will help the

may make changes that would improve the job market overall.

community directly. For Temple, making this commitment is especially important
given the community perspective that Temple is resistant to partnering with the
community and being inclusive. Temple has been making a concerted effort to
honor its responsibility to the community by increasing the rate of local hires, and
working with vendors who hold the same values of community engagement, but
creating genuine Community University partnership is a long and continuous
process.

4. The value in the "warm-hand-off".
The group agreed that job training programs that are able to build strategic
relationships with employers and vouch for applicants is one of the most effective
strategies for connecting job seekers with employment. For employers, this
approach is critical because when an established organization or professional stakes
their reputation on supporting an applicant, employers feel more assured about the
competency of the applicant. Additionally building trust in these relationships
facilitates the screening and training process for employers which saves time and
money.
For individuals who are seeking employment, this warm-hand off is beneficial
because it acts as a stepping stone to help the candidate build a rapport with the
employer. Based on the income and diversity index data from PWI, this warm handoff is especially important to individuals and various parts of North Philadelphia
because economic and social networks, which are demonstrated to be a massive
supporting factor in finding employment, is not something everyone has access to,
it's a privilege. Therefore job training programs that directly connect with employers
and vouch for candidates redistributes social capital to individuals and bridge the
gap between job seekers and employers. For many, that foot in the door can make
all the difference in their job search.

5. Information-sharing networks among employers and
community partners.
Bringing stakeholders together to create a network for sharing information
about ongoing programs, initiatives, resources for sustainable employment
would be a significant asset in helping direct job seekers to viable opportunities.
Creating these networks would also break down the silos between employers,
workforce development programs, and job seekers. These connections could
also help everyone understand the others' needs better, share information about
established and emerging best practices, and to build buy-in among employers
for innovative programming and sustainable employment practices. This
exchange of knowledge could result in better job prospects for job-seekers and
better talent pools for employers.

6. Challenges of changing "business as usual”in bureaucratic
institutions.
Legal teams and boards usually take much longer to buy-in to new programs
or policies that would move the needle towards sustainable employment. This
resistance creates a lot of red tape for sustainable employment advocates in the
workplace. Figuring out how to present changes in a way that quickly garners
buy-in from executives will be a defining factor in how and when changes will
take place. Group members recommended that advisory groups or corporate
councils comprised of executives and professionals in workforce and economic
development fields could be an effective way of bringing executives or other
decision makers to the table to discuss systemic challenges and sustainable
employment.

7. The importance of face-to-face contact from employers to job
seekers.
Hiring has become a very technical process, where individuals are ultimately
judged on their ability to submit a polished resume and answer questions in a form
correctly, instead of judging the individuals on their skills and the way they present
themselves. Even job fairs are no longer a place to meet face to face with someone
who can give you a job, but somewhere that people go for flyers that list websites.
These practices unfairly block a lot of applicants who may not have access to a
computer or other resources to put together a perfect application, even though
they have the drive and skills to perform well in the role. To increase the equity of
job opportunities, hiring managers need to be more understanding and interactive
in the recruitment process. For the group, this meant an increased hiring manager

9.. Community-informed, community driven strategies.
Without genuinely including everyone in the community in forming solutions,

presence at job fairs, visiting workforce development programs to see their

especially the job seekers, the group agreed that workforce and economic

curriculum and workshops, and conducting employer information sessions to meet

development strategies are always going to miss the mark. A united approach

with potential applicants and answer their questions. By having hiring managers

instead of a siloed one for development is crucial to understand the barriers to

meet development programs to see their curriculum and workshops, and

sustainable employment on all sides. A number of attendees agreed the small

conducting employer information sessions to meet with potential applicants and

group conversations like the Table Talks from LNPWI are a great start, but

answer their questions. By having hiring managers meet with interested individuals

creating ongoing opportunities for engagement should be a priority.

and share "inside secrets" about the job and the organization, hiring managers
would not only help individuals discover which job opportunities and career
pathways are right for them, they will also set applicants up for success and ease the
screening and hiring process for employers.

10. Employers and anchor institutions need to get the word
better.
Many employers and anchor institutions acknowledged that they're doing

8.. Untapped talent pool.
There continues to be a lot of stigma around hiring returning citizens, even
though they are a population with a lot of untapped potential. The group members
felt that some employers are turned off by the job seekers background and the
additional considerations that come with hiring returning citizens (state restrictions,
scheduling around probation officers, additional legal requirements etc.).
Representatives from organizations who hire or offer programs for returning
citizens shared that with open and honest communication between the employers
and the employees, these relationships are actually quite easy to manage.
Confidentiality between the employee and HR in these relationships is also key in
protecting an individual's job security and mobility. As long as the offense does not
prevent them from doing their job or receiving a promotion, it is not the business
of anyone's supervisor or co-workers. In order to tap into this talent pool, one
attendee suggested that perhaps employers who are committed to hiring returning
citizens can be a resource for other employers to learn about best practices for
employing returning citizens.

work to support the community, but the message is not getting out to residents
or other employers/providers. As a result, residents do not know about programs
or how to take advantage of them. Outreach should be an ongoing priority, but
anchor institutions and corporations need to be careful with how and when they
do this. If outreach for community facing programs only happens once in a while
it may look like a reactionary response to community critiques of the
organization, especially if the organization does not have strong relationships
with the community. This limits the impact and reach of the information being
shared. Instead organizations should adopt a practice of constantly sharing the
good work its doing in real time. This consistent information sharing with
residents can help build a more stable relationship between residents and
institutions by demonstrating the institution's commitment to the community
and connecting residents to necessary resources and opportunities. The group
suggested the institutions can achieve this goal though connecting with more
diverse channels of communication such as listservs, social media, and local new
outlets.
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