SYSTEMS TO

FAMILY
STABILITY

NATIONAL POLICY ACADEMY

Systems to Family Stability
National Policy Academy Meeting
July 26-28, 2016

This technical assistance activity was funded by the United States Department of Health and Human Services,
Administration for Children and Families, Office of Family Assistanceand managed by ICF International for Contract No.
HHSP2332009563WC, Task Order HHSP2337035T “Targeted Technical Assistance.”



ADMINISTRATION FOR SFYRTﬁnlsLTYO
CHILDREN &2 FAMILIES STABILITY

NATIONAL POLICY ACADEMY

TABLE OF CONTENTS

L LT Y OO 1
DAY DN ittt ettt ettt ettt b s et ste b e h e a e Rt et et et eE e be e he e Rt e Rt e R e e e e e et e sReeReeR e e e et e Ee A e he e R e e Re e Rt e R e e Rt e R e eR e e Rt e Rt e Rt e n e et et e benba st aenteterens 1
WeElCOME From OF A LEBAGEISNIP ..ciciicicicieeeceeeee ettt ettt et et e e e be st e s e e se st eseebe e e s e et ensebebene et esbensesensesessensesesasesan 1
Opening Plenary: From Inspiration to IMpPlemeEntation ...ttt ettt et sttt eneen 2
P32 PEEI PATTNEI PEITOM ....viuiiieteeeieieieietrte sttt ettt sttt s e ettt ese et e se e s et e se st seebese et esese e e e e b e st et et e se st asebene et eaasersseebensnsnsanenes 4
Maryland, North Carolina, WeSt VIFZiNIa .......ccceivieiniriiinieeeiriesesesie e stse et esaese e st ste e e sse st e e s e ssessesessessssassesessnnsesessensenes 4
COlorado, CONNECTICUL, UL ..ceiciiiiiicecececectetseceeee ettt ettt eb et e st e sbe s beebeebeessessans e b esbaebeeasessessessebesbesseensassensansenbensessessnenns 5
RAMSEY COUNLY, WaASHINGLON ..ottt ettt sttt sttt et st ettt e s et e s e se st saese e sa et e e e steseaenesns 7

i3 Labs: Implementing INNOVAtiON @Nd THEAS.......cciiuiuiiiiiiieeeee ettt ettt ettt sttt sttt ettt sttt ns et ee 8
Topic 1: Understandingand Building Customer EX@CULIVE SKIllS .......ceveriririeineirieeresieeseseses e sae s esnens 8

Topic 2: Implementing Two-Generation ApProaches in TANF .........ccciiiieenereeee et e et e e st e s ste e e sae e tenens 10

Topic 3: IMpPIementation SCIENCE Q&A ...ttt sttt e e et e st e e e besaese et e e ebe st eseebessebesbeseebesteseebansesateneetansensesesans 13

L= T 0 TN 15
DAY TWO cntiteeiieiieiteteteste et ettt e st e ste st e s be s e e se et e st e stesaesae e st e st e st e s e s e s e s st e st e et e st et et e s besheea e e st e b e R e e R e e R e oA e e Rt e Rt et et et e be e Rt e Rt et et e b ensenseeReeReentetenrete 16
U E=Tot i o 1SN Lo I D= 1YL © 1o =TT 16

i3 Labs: Implementing INNOVAtiON @Nd IAEAS........cuciiiieieieieeeeee ettt ettt ettt s b e s e e et eseebeste e ebesseseeteneesessenes 16
Topic 1: Supporting Enhanced Coachingand Case Management STrategies ......cccveeererireeererirenereseeereee e sssesessssesees 16

Topic 2: Building Lasting Partnerships between TANF and Workforce SYyStems ........cccccceeeerneseieseisessseesse s eens 20

Topic 3: Training Staff fOr SYStEMS CHANGE.......cv ittt b st et e st e et e e et esenestennans 23

PO FEEADACK ...ttt bbb bbb bbb bbb bbb R bR bbb bbb bbb bbbt b bR st b R e R s b b nenes 26
ACF REFTECTIONS ..ttt sttt s st s e st nennenis 26

Team Presentations and FEEADACK ... s 27

JLIC=T= 0 T I =TT 34
DAY TRIEE ..ttt ettt ettt et e e be st e be e ae et eseeba s ese et eseeba st ese et e aess et essebe st ese et asaese st eseeseebenseb e sess et e st ete et ess et entassesenteseebensesenteneebansereetantas 35
TEAM THIME ettt bt b e s a e s bbb e e et b et R e s a e sa et s b e e e Rt s e et e b e e e Rt s b e a et sa et a e e e st sa et b e e ene s 35
Celebration @Nd NEXE STEPS ...ccviieiririeiieirertee ettt e st e s e ste e e st st e s e e s et e e s b eseese s e st e s et eseesessesesaseesanseseasessaseetessesessenensessesessansans 35
Closing Plenary: Planning for SUSTAiNability......c.cccciiiiiiiicsecees ettt sa e ettt a et e e b et e et e sneneereneans 35
ClOSING REIMATKS ....ecveteuiiteieteiteteteste it etesteteste e etesteseste s etesbassese st assesessesessassesesaseese st eseesassese b ass et essesas et ene et aseesetessebassesetessasestensesesaensetansans 37



ADMINISTRATION FOR SFYRTﬁﬂlsLT?
CHILDREN &2 FAMILIES STABILITY

NATIONAL POLICY ACADEMY

OVERVIEW

This report summarizes the lessons learned and future plans discussed atthe Administration for Children and Families (ACF)
Office of Family Assistance (OFA) Systems to Family Stability National Policy Academy (Academy) Meeting heldin Annapolis,
Maryland fromJuly 26-28,2016. Meeting attendees included teams from the eight Academy sites (Colorado; Connecticut;
Maryland; North Carolina;Ramsey County, Minnesota; Utah; Washington; and West Virginia), subject matter experts in

fields of interest to the sites, coaches who have been workingwith the sites, federal partners,and contractstaff.

Over two and a halfdays, attendees participatedina variety of sessions:plenaries,i3 (ImplementingInnovationand Ideas)
Labs, a P3 (Peer Partner Period) session, a Peer Feedback session,and Team Time sessions. The objectives of the Academy
Meeting were to:

o Reflect on and celebrate the Academy team achievements to date.

o Builduponstrategic action plans developed duringthe previous year’s Academy meeting by revisitingthe plans
and extending them to teams’ next steps inimplementation and sustainability planning.

o Foster peer-to-peer networking and exchange of feedback, as well as provide expert consultations, toimprove

Academy team plans movingforward.
o Lay the foundation for teamwork beyond the Academy through expert consultation, coaching,and support.

DAY ONE

WELCOME FROM OFA LEADERSHIP

Susan Golonka, Acting Director of OFA, ACF, opened the meeting with remarks on the journey that the Academy sites have
taken. Ms. Golonka led the discussion on the 20-year anniversary of the passage of the Personal Responsibility and Work
Opportunity Act (PRWORA) that launched the Temporary Assistancefor Needy Families (TANF) program, which was
celebrated in 2016.

She outlined many challenges still facing children and families. Forinstance, today, only 23 out of 100 families livingin
poverty receive cash assistance. The average monthly cash assistance benefit (5410 a month for a family of three) has not
increased substantiallyinthelast20 years, despite the increasingcostofliving. Common public opinion, however, of
families receiving cash assistance suggests a gap between the reality and the perception of how much assistancefamilies

receive.

Through the Academy efforts, Ms. Golonka explained, sites have demonstrated a different TANF narrative—onethat speaks
to a commitment to helping poor families, toinnovation, and to doing what you can with the program and funding that you
have. This dedicationandingenuity inspired OFAto hold an Academy, and ideally thesesites will beseen as representative
of the TANF program. Academy participants havelearned a considerableamount already: that two-generation approaches
work; that WIOA implementation provides new opportunities for linking TANF participantsto career pathways;and that
trauma-informed programming, coaching, and executive functioningtrainingcan beused to help agencies better serve

families.

Reflecting on the Academy, Ms. Golonka recognized that change is difficultand thatthere are challenges with getting
necessaryresources, including buy-in fromleadership and staff members, but noted that the sites haveshown impressive
leadership. OFA’s wishin the year following the Academy’s end is to keep intouch with site teams and provide consultation
as possible. The Academy, hopefully, kicked off an effort that will lastfor years as teams continue to implement
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interventions and measure the results. OFA encouraged the siteteams to remain committed to their projects and raisethe

visibility of the great things that are happeningin their states andsites.

OPENING PLENARY: FROM INSPIRATION TO IMPLEMENTATION

Leah Bartley, a doctoral student and Investigator with the National Implementation Research Network (NIRN) at the Frank
Porter Graham Child Development Institute, University of North Carolina, Chapel Hill, provided a high-level overview of
implementation science, which is the study of translating evidence-informed interventions into practice. Ms. Bartley
discussed four key “ingredients to implementation” tailored to a TANF/human services audience. She sought to give
attendees a common languageand shared understanding of implementation science, as well as ideas they could applyas

they continued work on their Academy projects.

Too often there exists a “scienceto service” (or researchto practice) gap, where evidence-based practices thatareadopted
inthe field are not used consistently or with fidelity, and those that are used with fidelity are not sustained over time or at
scale.Implementation sciencetries to fill the gap and ensure that program staff canimplement evidence-based practices

with fidelityina sustainablemanner.

Implementation sciencetells us that
some practices, when used alone, do

Effective Effective Enabling
Practices Implementation Contexts

not resultin consistent
implementation. Training, for example,
may resultinonlyfive percent of
workers implementing the new

practiceconsistently. Passinglaws,
Improved

Outcomes mandates, and regulations are

important pieces, but they alonedo
not resultin practicechange. Active

implementation is needed to
fundamentally change on-the-ground
behaviorina way that will produce

Figure 1. Active Implementation

improved outcomes, and ittakes a combination of three things: effective practices, effective implementation, and enabling
contexts (i.e. a hospitable environment for workers to implement practices).See Figure 1 for a graphic representation of

activeimplementation.

Interms of the firstcomponent of active implementation, effective practices, each Academy site has articulated a goal for
their project, which now needs to be translated intoan operational program model or approach.Interms of scalingthis
model, sites should think aboutfit and feasibility:

e Need—does itmeet the need of the target population?

e  Fit—does itfitinthe community context (e.g. linguistically or culturally)?
e Resources for implementation—are there sufficientresources available?
e Evidence—is there evidence of the model’s effectiveness?

e Readiness of replication—isthe model ready for replication?

e Capacity—dothe sites have capacity to adopt the new model?
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Question (to the teams): What tools/strategies do your agencies use to make sure families receive the supports they need?

Answers from the teams:

Partner referrals —you haveto have partners because not every serviceis inyour wheelhouse.
Engagement—how the casemanager makes a connection with the client. This has encouraged investment in
motivational interviewing training.

Assessment—identifyingthe unique aspects of each family’s current situation.
Ownership—askingthefamily what is importantto them and what their priorities are;if the family takes

ownership of their plan they aremore likely to follow through.

The next component of activeimplementation is effective implementation. To achieve effective implementati on, change
needs to happen at every level of the system: families participatingin TANF, caseworkers on the front line,and managers

and administrators. Still, implementation takes time. NIRN’s implementation framework has four stages:

e Exploration (assessingneeds, examiningfit and feasibility, forminga team to work on the effort, etc.)

e Installation (obtainingresources, assessing gaps, and developinginfrastructureto support practiceand
organizational change)

e Initialimplementation (initiating new practices [where many efforts falter], using data for continuous
improvement, thinkingabout how supports arefunctioningor not functioning, considering whatorganizational
supports may be hindrances and fixing those)

e  Full implementation (maintainingskillful practice, usingimprovement cycles, assessingfidelity and outcomes,
producing more efficientand effective infrastructure. Ideally, ittakes two to four years to reach this stage.)

Implementation is a messy process;itis not linear and projects can be intwo stages atonce. Different individuals within the
project team might even be at different levels of readiness. To support buy-inand combat resistance withinteams, leaders
canfacilitatecommunication andinvitefrontlinestaffto participatein planning. Most of the Academy sites areinthe initial
implementation stage. This stageinvolves learning from mistakes, celebrating success, continuing buy-in efforts, and

frequent problem solving.
Question (to the teams): What are the barriers to change and factors facilitating change at your site?

Answers from the teams:

o Need aformalized, consistent method for communicating feedback. (Ms. Bartley explained that this is a common
characteristic of initial implementation because that infrastructure is notin place yet.)
o Need to make it acceptableto fail and be very open at the leadership level aboutwhat is not working soyou can

refineit.

Implementation takes a village. Change can happen when management “lets it happen” or “helps ithappen,” but the best
chanceof success comes when leadership plans to “make ithappen” through active strategies such as implementation
teams. An implementation team is 3-12 individuals with a variety of perspectives/titles who can provide anaccountableand
sustainablestructureto move a practicethrough the stages of implementation. Their tasks include ensuringsupport
(thinking about how implementation/practiceis going, what other supports practitioners may need, and whether
supervisors havethe resources and information they need to give meaningful feedback to practitioners), engagingthe
community (thinkingabout factors external to the agency like with whom to communicate), and creatingan enabling

context (operationalizing support, assigningrolesand responsibilities, providing feedback, and nurturing relationships).
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Question (to the teams): How are you using or supporting the use of teams? What is working well in these teams? What

resources do the teams need? What are three things you will do to strengthen these teams?

Answers from the teams:

o Maryland’s TANF/WIOA partnershipis figuringout how to communicate and message from the state to the local
level. There are both state andlocal cross-sector implementation teams.

o Colorado’s implementation team has been working very well but now needs to change as they transition from
implementing trainings for TANF case workers to trainings for WIOAstaff. They planto strengthen the
implementation team by adding community partners or representatives from other divisionsinthe Colorado
Department of Human Services.

Implementation takes support. There arethree implementation drivers needed to supportconsistentuse of effective
practices:competency drivers,organization drivers,and leadership drivers. Competency supports arefocused on the
individualandincludethe selection process (who is chosen to fill whatrolein the agency and why), the trainingprocess, the
coachingprocess, andfidelity assessment. Organizational supportincludes using data to support staff competency and
developing internal and external support for programs and agencies. For example, organizations should consider the
programmatic data they are required to capture and report, and other data that they may need to inform continuous

improvement, even ifitis not required (e.g. referral data). Finally, implementation takes communication.

Discussion: Not everything is in one agency’s wheelhouse and organizations have to be very good at referrals. Do you have

any thoughts on implementation of a plan that asks people to work across systems and do referrals in a different way?

o Ms. Bartley explained thatimplementation teams can facilitatethat change in business process.Itis importantto
gauge ifthe needs of families match the referrals they are being given—and if there is nodata on this, what data
or information can be gathered (ina systematic way) to find out?

o Colorado has undertaken extensive conversations with mandated partners (some are co-located) and provided
trainings for each other’s staff. They also havea tool where customers canrate the services of the referral location.

o Implementing WIOA in Maryland has shown that with system partners, communication and training (specifically
cross-training) areimportant.

o Putting partnerships inwritingis crucial (for example, memorandums of understanding [MOUs] with partners to
whom customers arereferred). Identifyinga point of contact by name at the organization beingreferred to helps

make more personalized referrals.

P3: PEER PARTNER PERIOD

Academy teams were partnered with fellowteams to discussimplementation challenges and gather information from each
other on strategies to navigate local programneeds, political and policy barriers, infrastructureand funding needs, and

other areas related to successfulimplementation.

MARYLAND, NORTH CAROLINA, WEST VIRGINIA

The Maryland, North Carolina, and West Virginia teams took turns asking each other about aspects of their work that others

might liketo replicate, or how they have addressed shared challenges.

Partnerships in WIOA Implementation. Maryland held a Workforce State Convening inJuly 2016, which unveiled new
WIOA tools and priorities. Thelocal workforceareas were charged with bringing together multidisciplinary teams —
including TANF, a mandatory partner—to talk through WIOA implementation at the local level and set goals/benchmarks.
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The state encouraged local workforceareas to create interventions that will workintheir community context, based on
availabledata.The state alsoannounceditwould startto use a communication platform, called “Gov Delivery,” as a way to
reach out to the entire WIOA community and make sureeveryone receives consistentmessages. The TANF program s
creating profiles of the typical TANF participantin each workforcearea, sothe workforce system can plan how they will

provideservices to these individuals.

Two-Generation Programming. West Virginia is adoptingwholefamily case management and two-generation programming
as the next phase of strengthening its case management model. Since the first Academy meeting in 2015 they have used a
bridge model approach to case management. Their bridge model uses a four step process:1) remove barriers,2)address
jobreadiness, 3) obtain employment, and 4) achieveself-sufficiency. Along with the new model, West Virginia implemented
a self-sufficiency survey, which can be used to guide case management and to evaluate staff. They trained case workers
statewide on the new model and on how to work with community agencies to access services availableto address barriers
to employment. Staff have responded favorablyto the bridge model, and West Virginia isnowaddingon the whole
family/two-generation components. Staff are encouraged to talk with clients aboutthe clients’ children so the employment
plan developed accounts for the children’s needs as well as the needs of their parents. The West Virginia Department of
Health and Human Resources would alsoliketo create a staff training on motivational interviewing and trauma -informed

care. They are still struggling to find their role in WIOA implementation.

Training. North Carolina hasinvestedinimprovingits staff training. Staff were unhappy with the pre-recorded webinars
they had been usingpreviously, sothey have switched to offering live, simulcasttraining sessions,and havereceived good
feedback. West Virginia has found thatface-to-face regional trainings delivered by a training unit are more effective than
webinar and Blackboard-based trainings. The personal interaction improves buy-in,and it saves money by reducingthe
need for stafftravel. They captrainingsessions at40 participants,andideally want30 participants per training. It was noted
that Colorado may also havea good model, sincethey are offering a refocused case management trainingfor their entire
staff. Maryland has been experimenting with cross-training staff who have similarjobs atdifferentagencies. Thisis aninitial

effort andis especiallyimportantbecause of WIOA. Maryland has engaged a third-party expert to evaluate their trainings.

Drug Testing. West Virginia wanted to know how North Carolina has implemented its drug testing mandate (mandatory
drug testing under certain circumstances as a condition of TANF receipt). North Carolina said they were concerned that it
would reduce TANF caseloads, butsofaronly 187 people have been referred for testing (done through an outsidelab).
Whilethe positivetest results havebeen less than 1% of cases, itis difficultto find treatment options for those who test
positivesincethe state’s previous mental health model, which offered a substanceabusecounselor atevery Work First
center, was dismantled a few years ago. West Virginia cited a similarchallenge with lack of treatment options. Maryland
explained that Baltimore has been working on the issueof access to treatment by referring people to anin-houseservice
provider.Now that people know about the drug testing requirement, they are either falling off the rolls or coming forward

about their substanceabuseissues.

Online Case Management System. Marylandis implementinga new onlinecase management system that collects data like

training attendance. They are still exploringthe most effective way to usethe dataitprovides.

COLORADO, CONNECTICUT, UTAH

The Colorado, Connecticut, and Utah teams each offered updates on their on their work to-date and then switched to peer-
to-peer discussion.

Connecticut. The Connecticut Academy team has focused on a two-gen initiativethattargets non-custodial parents. They
have learned a lotfrom the other two peer sites:from Colorado’s work with non-custodial parents and Utah’s work defining
child outcomes. Interms of the implementation science model, Connecticutis stillin exploration stage, but they are closeto
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the government branches talkingand coordinating better.

Utah. The Utah Academy team has focused on statewide case management training. They are halfway through the training,
and have taken a break inresponse to staff who have said they need time to practicewhat they have learned. They will
startup againinAugust 2016, andin October will roll outthe Motivational Interviewinglll training mod ule. The Utah
Department of Workforce Services has also implemented a number of system changes and policy changes to help staff

focus on motivational interviewing and coaching. They are also testing executive functioning assessments.

Utah has a two-generation demonstration project, which now includes three sites. Adapting the two-gen model to each
new site involves learning howthat community works, whichis a lessonlearned for planning statewideimplementation of
two-gen programming. The Utah team would liketo adopt a model similar to that used by the program CLIMB Wyoming for
the thirdsite, in which a cohort of mothers experiencing intergenerational poverty move through an industry-led training
together. Utah had selected aerospace manufacturingas anindustry ofinterest, but have shifted to medical
innovations/life systems manufacturing. They are still intheresearch phase, but would liketo launch the cohort by late fall.
The two-gen sites can be places to test strategies for replication. For exampl e, the coachingand motivational interviewing
components of the two-gen sites worked so well that they have adopted them for the statewide case management model.

Colorado. The Coloradoteam’s Academy application stated that they want to shiftthe focus from process-based
measurement of the work participation ratetoa family-centered, outcome-focused employment model. They realize now
that they did not understand what that meant atthe beginningof the process, but have had a lot of “ah-ha” moments
alongthe way. Colorado has experienced its firstincreasein cash assistancerecipients since 2008. They arecurrently
focusingon how to stabilizefamilies, starting with eligibility. They are also helpingthe state’s 64 counties playanactiverole
inthe change the state envisions by setting up ways to facilitate peer-to-peer exchange and by creating conditions for
success atthe local level. They recognize that county partners have innovativeideas, and the state needs a way to learn
from them and test their ideas: “nail it, then scaleit.” Colorado has also adopted a bridge model of case management, and
they realizethey have not invested enough intraining small/medium counties around employment services —howto
develop relationships, connectindividuals to certificates, etc. Two-gen approaches area priority for the Colorado
Department of Human Services director and infused throughout the bridge model. They have alsolaunched a Coachingfor
Success programto make sure workers have the tools they need to implement the new model, but they recognize that their

office cultureand structure (e.g. caseload size) needs to evolve to accommodate a coaching model.

Discussion: Employment Services. Utah has started using workforce development specialists thatactively match
participantsto jobs by connecting to employers. In Colorado, the strength of employment services is uneven across the
state; itis especially challenginginsmall, rural counties. County and state partners came together as partof WIOA
implementation and made a process map of what itlooks liketo enter the system as a client. With the realization thatit

was overwhelming, they stepped backand figured out how to bridge gaps and assistthe clientthrough the process.

Discussion: Rural and Under-Resourced Offices. Utah offers a lot of services online,andis also using TANF dollarsfor rural
planningand resource mapping. Some community partners arennot aware of what the system has to offer because itis so
integrated, soinformation dissemination needs to be a priority. Utah Department of Workforce Services (DWS) satdown
formally with nine counties and discovered they were not aware of existingresources andlackleadership todrive cohesive
change. So DWS is working with them to do resource mappingand trainingadministrators to lead county-level reform. In
Connecticut, the TANF program has finally been “invited to the WIOA table,” which potentially has major implicationsfor
under-resourced counties. At the same time, the TANF program has to advocatefor TANF participantsto make surethey
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have access to all the WIOA services for which they are eligible. The Connecticut team also expressed a need to advocate
for the TANF program itselfandthe work itaccomplishes. Picking up on the theme of cross-agency collaboration, Utah
described how its Work Success programwas designed for TANF individuals originally, butnow allows all job seekers to join
regardless of what funding sourcesupports them, and this has been a success. Colorado pointed to its cross -agency training
of lineworkers —the pre- and post-assessments revealed that this has facilitated substantial knowledge gain about the

variety of different programs that exist.

RAMSEY COUNTY, WASHINGTON

The Ramsey County and Washington teams used their P3 session toidentify information needs and discuss each other’s

progress.

Washington. The Washington team, using the Academy model, invited local TANF programs to nominate themselves to
participatein a state-level Academy that would offer technical assistance(TA) and coachingto pilotsites to test enhanced
casemanagement, whole family approaches,and TANF-WIOA alignmentstrategies with opportunity youth (i.e. youth
between ages 16-24 who are notin school or the workforce) and TANF cycler populations (leaving then coming back on the
rolls). Fifteen pilots began in February 2016 and each has been assigned a state-level coach to facilitatethe provision of TA,

which has included virtual peer meetings, trainingonrapidcyclelearningand stateleadership visits.

Discussion: the Washington model. The Ramsey County team expressed aninterest in hearingabout Washington’s efforts
inintegrating TANF and SNAP, their competitive self-nomination piloting process,and how Washingtonis designingand
implementing whole family case management approaches. The Ramsey County team was specifically interested in how the
pilot programs would be evaluated and brought to scalein Washington. They were alsointerested inlearning more about
the specific job description for the Intergenerational Poverty Liaison positionin Washington. Lastly, they wanted to hear
from Washington about the advancement of a two-generation model, which is the next area of development for the County

(followingtheir success with the career pathways/Lifelong Learning Initiative).

The Washington team shared that the pilotprocess has gone well and the pilotsites havereceived rapid cyclelearning
training, sothe Washington team will be reviewing data from the sites. They areaware that resource constraints will limit
which programs can be scaled (e.g. a program that has had success butrequires each caseworker to handlea limited
number of casesis notscalable)and will consider this reality when they choose which projects to replicate. Discussion
included such topics as managing the expectations of the pilotsites, engaging sites with programs that arenot ultimately
selected for replication, the difference between programming for rural versus urban communities, and the concept of
developing a “supermodel” from components of several successful programs. Indiscussingtheco-location of services and
the idea of a continuum that services exist on, the Washington team indicated that they see SNAP as a TANF exit strategy
for participants. They provided the Ramsey County team with the contactinformation for their Intergenerational Poverty

Liaison.

Ramsey County. The Ramsey County team discussed their multi-faceted programapproach,includingthecareer
pathways/Lifelong Learning Initiative, and their overarching mission for the Academy. They highlighted the integrated
servicestructure that exists atthe county level in Minnesota, including collaboration between TANF, WIOA, and SNAP, and

how this affects their ability to serve their clients.

Discussion: the Ramsey County model. The Washingtonteam asked to learn more about Ramsey’s efforts inscaling
promising practices, their training of staff on enhanced coachingand executive skills,and their triaging of clients for
executive skills or enhanced coachingsupports. Specifically, the Washington team is interested in equipping new case
managers with a comprehensive curriculumover the course of their first 12 months of employment and sought thoughts
from Ramsey County about this and their coaching model. With respect to the outcomes from their pilotsites, the



SYSTEMS TO
ADMINISTRATION FOR FQM . LY

CHILDREN &2 FAMILIES STABILITY

NATIONAL POLICY ACADEMY

Washington team sought information and suggestions regarding triaginginterventions, figuring out the most important
service(s) to be provided, and how to embed their core philosophies inallservices . Establishingappropriategoals and
supporting programfidelity across sites were also cited as areas of need.

The Ramsey County team complimented Washington’s understanding of the nuances of scalability and reviewed their own
success with the coachingand executive skills framework. In Ramsey County, the concepts of self-direction and personal
agency underpin the entire career pathways approach. All program offerings are, at their core, based on respect for clients.
Ramsey County has worked extensively to providetargeted trainingsupporttocase managers across the county as well as
to engage partners and employers. As far as programfidelity, the Ramsey County team shared their commitment to
“measure what matters, not justwhat counts,” which means they balanceappropriate programbenchmarks with outcomes

that matter to clients.

I3 LABS: IMPLEMENTING INNOVATION AND IDEAS

The i3 Lab sessions discussed successful implementation of enhanced case management strategies such as trauma-
informed approaches, motivational interviewing, and coaching.

Topic 1: Understanding and Building Customer Executive Skills

TANF and other human service programs are increasingly considering how emerging brainscience can be used to
understandindividual capacity to successfully engageinand complete services. This sessionincluded highlights fromtwo
Academy sites, which spoke to what it takes to design and implement programmatic approaches thatbuild participants’

executive skills.

RAMSEY COUNTY WORKFORCE SOLUTIONS, KATE PROBERT, MANAGER, EMPLOYMENT SERVICES DIVISION

The Ramsey County Workforce Solutions’ visionis toimprove employment and family stability whilesupportingthedreams
of participants. They spent a year brainstorming how to re-design TANF sothat they could help customers enhance their
executive functioningskills toimprove employment retention and family stability. Their program uses Four E Strategies as a

guide: engagement, education, employment, and employment retention.

The program has a pyramid approach to working with
customers, which begins with motivational interviewing that
aims to develop a collaborativerelationship with the customer
andidentify their goals.The next level is coaching, which
focuses on partnership with the customer, fostering customer
ownership over their plan,and supporting the customer’s
choices.The top level is enhanced coachingthat continues to
hone inon the customer’s dreams, translating them into
S.M.ARR.T. (Specific, Measurable, Achievable, Realistic,and
Time-bound) goals,and encouraging persistence. Ramsey
County integrates life-longlearning principles into program

Motivational Interviewing

designand delivery.To encourage life-longlearningin
Figure 2. Ramsey County Pyramid Approach practice, customers are given homework and both customers
and counselors areheld mutually accountableto the same

standards.
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Ramsey County Workforce Solutions is workingto evaluate outcomes from use of the Four E Strategies. There are two sites

implementing the four strategies, and all customers atthe sites will receivethe interventions. Lessons learned thus far
includethat despite more frequent interactions with customers, there couldstill be more staff-customer interaction. Also,
employment outcomes are higher than usual, whileeducationis suffering. They areusing the lessons learned to inform

programmatic changes.

Ramsey County is alsoimplementing enhanced coaching, which focuses on goal setting and goal achievement. Goal setting
and achievement can be derailed by diminished executive functioningskills,so Ramsey County redesigned their orienta tion
to begin an executive functioningintervention on day one of customer interaction. Their program utilizes a variety of tools
to supportenhanced executive functioning, which include Getting to Know You, Executive Skills Questionnaire, My Bridge of

Strength, Career Pathways Action Plan, Pocket Guides, and others.

LARIMER COUNTY WORKFORCE CENTER, ELLA GIFFORD-HAWKINS, WORKS CENTER MANAGER

Recently, Larimer County (Colorado) suffered significantbudget cuts that resulted in staff layoffs, yet caseloads almost
doubled, creating stress among staff. Staff are no longer ableto have detailed conversations with customers and the quality
of interactions has decreased. Due to staff turnover, some customers had to re-tell their story to a different staff member,

which caused frustration and distrust. Customers were only showing up to appointments about half of the time and were

not confidentthat the program would make a positive difference in their lives.

The Workforce Center has sinceshifted their program from a casemanagement approach to coaching, becausethey
wanted to give staff more time to coach and work more closely with customers. They developed coachingprocesses and
tools to ensure consistencyin staff delivery and customer experience. Customer plans aredeveloped and monitored in
partnership with coaches usinga variety of tools such as anonline, user-friendly Your Path to Success tool (from TuaPath, it

gives participants autonomy to log the completion of their actionitems on their own time, electronically complete
timesheets, and upload resumes. This is a servicethey canstill accesswhen no longer receiving TANF). They alsouse
Colorado’s My Roadmap to Success to document the customer plan, which focuses on what the customer and their family

need as opposed to the work participationrate.

The Workforce Center has learned that staff and participants need to be included in creating, revising, and maintainingthe
coachingprocess.As aresultstaff have learned to think differently, be more systematic,and maintain fidelity to the
process.There is a lot of fear around participants not getting their money ifthey do not meet the work participationrate,
staff getting in troublefor not meeting requirements, and management concern over budget reductions. Generally,

everyone—county, staff, and customers —are being asked to do more with less.

Question (from Maryland to speakers): Any takeaways about engaging with customers?

o Ramsey County Workforce Solutions has learned that participantsaremore comfortable with anonymous
feedback and they need to have incentives to participate. They send mailings with candy, offer gift cards for
time, and other activities likethese.

o larimer County Workforce Center isintentional aboutinviting participantsto the table, asking questions,
being sincereabout where they can have input,and being strategic about where participants canimpactthe
system. They have engaged customers ina variety of ways such as inviting customers as importantguests,

treating them to lunch, and conductingfocus groups.

Question (from Connecticut to speakers): Do you do any training that talks about executive functioning or stress?

o larimer County is not satisfied with the level of trainingavailable on these topics. Currently, staffare
researchingsuchtraining, as well as ways tointegrate it. There is a Coaching for Success trainingavailableto
Colorado workers.


https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&cad=rja&uact=8&ved=0ahUKEwjQ75C-5tfOAhVV_mMKHTyIDj8QFggcMAA&url=http%3A%2F%2Ftuapath.com%2F&usg=AFQjCNEJLufVK1LyWZCQ3HyPdKnjOHzB8g&sig2=w6PA6c7gNDAdouXPEDWcvQ&bvm=bv.129759880,d.eWE
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o Ramsey County has coachingtrainings, tools, and tips on their website and also offer monthly coachingcircles,
all of which acknowledge executive functioningskill strengths and limitations. They areexploring how to use
the information to inform servicedeliveryin order to help customers set and achieve goals.

Question (from a team coach to attendees): What feedback have you received from participants and how have you
incorporated that?
o Responsesincluded:simplified and redesigned customer correspondence and marketing materials, sent
positiveencouraging reminders, shortened meetings and worked in smaller groups, texted customers, created
a more welcoming and friendlier physical environment, strengthened collaborations, and enhanced customer

service.

Question (from Colorado to Ramsey County): People have a difficult time getting into our program and getting engaged fast
enough, so we have tried to speed up our approval process, but how do you get to the point of engagement?

o Ramsey County is very strictabout havingthe customer work plan developed within 10 days, despite a state
ruleallowing 30 days. They explain the importanceof the paperwork to customers, as well as make every
interaction customer-centered. Workers meet customers where they areat, listento them, and respond to
their needs. Customers areresponsiblefor typing their own planintheir own words andtailoringtheplanso

thatitis relevantto them and their families.

Topic 2: Implementing Two-Generation Approaches in TANF

Two-generation approaches offer comprehensive, career-focused employment and training opportunities for parents and
educational and enrichment opportunities for their children. In this session, speakers offered tools and resources on
implementing and sustaining two-generation approaches withina TANF program.

The session began with attendees sharing where they currently stand with program two-gen approaches:

e  Washington isintegratingtwo-gen into evidence-based home visiting programs. Their Department of Early
Learning partners with TANF to focus on stableand high quality environments for kids and they are workingto
braid fundingfor adulteducation. They also work with non-custodial parents through a two-gen lens.

e Ramsey County has a few programs that pairservices for children with trainingand adulteducation for
parents. They have implemented two-gen well at the local level and arelookinginto how to do that across
systems to bringitto scale.

e Maryland is pursuingthe National Governors Association grantfor two-gen and is currentlyinthe exploratory
phases of two-gen policy. Anne Arundel County uses WIOA funds to serve youth and parents through TANF.

e Connecticut has a Fatherhood Initiative working with TANF to includethe whole familyinservices in order to
providethe sameservices to fathers that are typically focused on mothers. They have also been moving
forward on two-gen from a legislative perspective.

e Colorado has integrated two-gen intothe majority of program and policy decisions. Their child careworkalso
speaks to good outcomes for both the parent andthe child. Colorado feels they have a good mix of
ideas/principles and project outcomes.

e NorthCarolina has historically had two-gen integrated into some of their localities, and with the support of
the Academy want to be more intentional abouttwo-gen integration.They alsowantto incorporatethe third
generation to fully break the cycle.
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ADMINISTRATION FOR CHILDREN AND FAMILIES (ACF), DR. MONICA BARCZAK, SENIOR ADVISOR

Dr. Barczak acknowledged that two-gen work is hard to do well and occurs bestwith intentional aligning of high quality

services. ACF is committed to the integration of two-gen approaches into programming and has communicated this through
an OFA two-gen information memorandum and direct communication between state human services departments and the

Acting AssistantSecretary. Stakeholders can expect at leastone upcoming webinar on the topic as well.

The critical components of a two-gen approachinclude:

e EarlyChildhood Education: While early ChildhOOd
the typical two-gen focus has been social d '_.
on earlychildhood,itis also capifol educaiion

important to ensure educational

networks, friends,

oL and neighbors
activities and programs for all

O postsecondary &

school-aged children.

e Postsecondary & Employment Q employment
Pathways: For parents, attaining Q prhWQYS
higher levels of education helps »
them get better payingjobs andcan
lead to higher levels of educational he(illlftl;l & J

. . . well-being economic
attainment for their ?hlldr('en. wanicl healh assets
Degrees pursued typicallyinclude toxic stress asset building, bundled services
access to health care and housing

high school equivalency,

occupational certificationsand

degrees, and postsecondary Figure 3. Two-Gen Components (from Ascend at the Aspen Institute)
education.

e Economic Assets: Parents need to build and maintain the financial resources to take care of their families.

e Health and Well-being: Health issues can negatively affecteducational and professional success. This includes
mental health, as itis linked to performance inthe workplace.

e Social Capital: Families can build connections with each other to identify and leverage resources. This can

includecarpooling, child care, etc.

Dr. Barczakalsodescribed programelements required for successful implementation of a two-gen approach.Forinstance,
leadershipis essential for driving the effort and buildingteam capacity. Partnershipisalsovital,and entails workingacross
systems to identify shared goals, leverage resources, sharedata, and embed the two-gen philosophyinto existing programs.
Two-gen approaches arenot about creatinga new program so much as training staff to understand how to interactwith
families and howto coachafamilyasawhole. Itisimportantfor staffto remember thatfamilies mayinitially facemore
challenges before their self-sufficiency improves. For example, a family’s income may decrease as educational activities

temporarily prevent parents from working full-time.

Inorder to determine how to integrate a two-gen approachinto programmingand assess whether itis servingthe intended
outcomes, itis importantto keep customers engaged and obtain detailed feedback from families. For more information on
measuring outcomes and continuous qualityimprovement, Dr. Barczak recommended Ascend atthe Aspen Institute’s
Making Tomorrow Better Together: Report of the Two-Generation Outcomes Working Group. There has yet to be an

evaluation of two-gen integrationinto programming, but ultimately there will be. For the pastfiveyears, the CAP Tulsa
program has been conducting a quasi-experimental study looking atboth parent and child outcomes which may provide

baselinedata.
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UTAH DEPARTMENT OF WORKFORCE SERVICES, DOROTHY HALL, PROGRAM MANAGER

Like many other states, Utah historically has looked atparent outcomes only, with children factoringin primarilyin relation
to childcare employment barriers.In2012, the Utah Department of Workforce Services gathered data on intergenerational
poverty and noticed a pattern of TANF parents with sufficienteducation who were still unemployed and livingin poverty.
The Department broadened their perspective to family outcomes and in 2014 they began developing the Next Generation

Kids program.

Next Generation Kids is two-gen program housed inan
elementary school in Ogden, Utah. They offer programming on INDICATURS UF cHII_D WEI_I_.BEING
nutrition and financial literacy. Many of the moms in the program
struggle with anxiety and depression, so the program provides
them with appropriateservices or referrals. Families were
skeptical and mistrustful about participatingin the program at
first, but staff focus on coaching, relationship building, and

connections to services to encourage participation. The

: ) ) ) ) o INDICATORS
University of Utah conducts interviews with the families after OF CHILD WELL-BEING LEADING
TO SUCCESS IN ADULTHOOD
they leave the program.
EDUCATION FAMILY HEALTH
ECONOMIC
. § ;‘:“""‘"“" STABILITY = Actess to hath are.
The Utah Department of Workforce Services created two e S
ey . . L * Figulstugug s atinment 5
additional programsin the SaltLake area—oneis very similar to e e I
.. . . . - . .. . . Gancy * Housing stabiity * Participation in mutri-
the original Next Generation Kids projectinits individualization AP partcipation

to the family, and the other is ona Head Start campus. At the
Head Start campus Utah is considering using a cohort model.
They are alsohopingthe connection with Head Start will allow EARLY. CILDHOOD DEVELOPMENT

t0 health care begnning in infancy

for outcome data on children. ot w0 ity A e
« Preschool partopation
* Kindergarten readiness

Question (for Utah): Is scaling up the Utah program tied to any
system/policy change?

o Utahis very compliance-focused, so they have simplified Figure 4. Utah Indicators of Child Well-Being
their policy for staff to avoid over-documentation. They
are alsotryingto get employment counselors to incorporatea more comprehensive conversation with families up
front that includes a discussion of education, childhood development, and related topics. Supervisors and
managers have adopted a coachingmodel and all staff havebeen trained in motivational interviewing. The
University of Utah has data going back 17 years that shows the majority of families served havea higher level of

ACEs (Adverse Childhood Experiences)than the national population, which helps toinform programming.

Question (for Dr. Barczak): Is there atwo-gen model that helps with the concept of career pathways?

o People might call a two-generation programthat integrates career pathways a “higher quality program”than one
that does not. Hopefully, WIOA will helpincrease emphasis onimplementing these programs.

Question (for both speakers): What is going on in the arena of older kids? Any efforts to develop career pathways for them
when they are in their early teenage years?

o Dr.Barczakresponded that this could be aninteresting design question for someone to tackle.Itis importantto
remember thatalthough two-gen initially focused onearly childhood, the programs serve a lot of young parents
who may be 19 or 20, and more emphasisis beingplaced on supportingyouth earlyonintheir education and
career development.

o Ms. Hall added that it might be a topic that WIOA engages in.
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Question (for Utah): As you move from site to site, what are some challenges that you faced? What are other barriers to
success as you keep piloting programs?

o There have been challenges with adequately training staff and buildingcommunity partnerships (such as with
United Way).

Question (for both speakers): From a messaging perspective, do people respond more to “two-gen” or “intergenerational
poverty?”
o Ms. Hall believes the legislature thinks more about intergenerational poverty, but their program messages the

two-generational approach.
o Dr.Barczakadded that the notion of working with parents and children together gets considerablesupport,soitis
more helpful to lead with the context, not the policy.

Question (for Utah): For your program, are you using existing funding or demonstration funding?

o Utah had anexcess of TANF funds that needed to be spent, so they used some of the funds to create the Next

Generation Kids program with existing staff.
o Dr.Barczakadded that the Community Services Block Grantis a good placeto start, because it may have money to

support programs likethese.

Topic 3: Implementation Science Q&A

Leah Bartley, Investigator with the National Implementation Research Network (NIRN), Frank Porter Graham Child
Development Institute, University of North Carolina, Chapel Hill, expanded upon her morning presentation on the
components of the NIRN implementation model. She led the session as a facilitated discussion aboutimplementation

scienceand how itcanbe appliedto the work teams have done throughout the course of the Academy.

IT TAKES TIME: IMPLEMENTATION STAGES

Question (from Ms. Bartley to teams): Where are you in your project/program in relation to the implementation stages?

o North Carolina explained that some of their players havechanged and TANF is not a primary partnerin the state
WIOA plan, which needs to be revisited. TANF is county-administered in North Carolina.Thecareer center
relationshipsatthe county level are strong; most activity occurs atthis level. Ms. Bartley added that sometimes
going through the communication protocol process can clarify the relationships of everyone involved and identify
shared values and formalize decision-making processes.

o Maryland stated that working on a MOU for WIOA has been a contentious, yet inclusive, process. They are inthe
“Explorationand Installation” phasedueto team member turnover and political forces.

o Washington is currently operating 16 pilots in 25 offices. Although the sites areinimplementation, they will need
to return to the beginningto figure out what to do with all of the pilots. Ms.Bartley added that itis better to
return to “Exploration” now or the project might suffer later. She suggested lookingacrosssites and practitioners
for themes that helpidentify key implementation supports and barriers.

o Ramsey County stated that they do not have a programor team charter anditis notalways clear to everybody
where they stand.They would liketo see a data plan before assessment.Ramsey County uses logic models and
theories of change, which could be included within the team charter.

Question (from a team coach to teams): How can we keep the “why” present and active? How do we use data and
feedback? What kind of data do you use?

o Ms. Bartley stated thatinthe “Exploration” phase, programs need to lookat program and client needs, program
fit, resourceavailability,and quality of evidence. It is importantto firstdefine the “what,” which entails
understanding evidence of a solution before implementing the solution. Ifthe data does not fit the community you
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are serving, then you need to identify what adaptations need to be made to the solution.The i mplementation
team should be regularly reviewing data —programmatic data, fidelity data, outcome data, and qualitativedata.

o Ramsey County gathers information from counselors and participants and does focus groups. Ifstaffis not
performing as expected, they determine what needs to be done to succeed.

o Washington did a whole family case management pilot, but found program engagement was lacking.The program
they chose to implement was not what parents needed, so they found another program, which was more
successful.

o Ms. Bartley added that when getting and using feedback, itis importantto sharewhat changes were made as a
resultof the feedback obtained. Be specificin whatyou ask, develop an information gatheringprocess, decide how
to interpret the data, and communicate decisions based on your findings.

IT TAKES A VILLAGE: IMPLEMENTATION TEAMS

Question (to group): Any suggestions for helping local implementation teams with members who are participating
unequally, or people who are not at the table who should be? How can you nudge them along from a state level?

o Ms. Bartley reminded the group that implementation is aboutbuildingand sustaining capacity,soitis importantto
have a team with diverseperspectives. Teams have to be willingto have tough conversationsina transparent
manner, includingaboutany concerns regarding team members.

o Colorado uses “Five Pillars”to support the bridge model they have adopted andthey assigned a taskleadand
team members to each pillar.They area county-administered system and had counties at the table, however, they
keep getting feedback from the same counties. One of the lessons learnedis thatdeliverables could have been

better broken down into manageable tasks.

Question (to Ms. Bartley): When do we start implementation teams?

o ldeallyyouwould use them through the whole process, but they can be introduced atthe implementation stage as

well.

Question (to Ms. Bartley): Is there a definition of implementation teams and what they do?

o There is more information, includinglearning modules, on the NIRN website.
Question (to Ms. Bartley): How have you worked with bringing a family or community voice into implementation
discussions?

o Beclearaboutthe valueadded, give them specific tasks,and limitongoinginvolvement ifit will notbe a good use
of their time.

Question (to Ms. Bartley): Why are there only 3-12 individuals on the implementation team?

o Alargerteam is harder to manage. Thisis nota stakeholder group, itis a day-to-day group, soitis better to keep it

nimble.
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IT TAKES SUPPORT: IMPLEMENTATION DRIVERS
The drivers areinterrelated and compensate for each other. Fidelityis atthe top of the triangle, because good practiceis

important and occurs when practitioners aresupported in their work.

Question (to Ms. Bartley): How can you test fidelity without doing a full evaluation?

o Fidelity assessments can be complex, so thinkinstead of a feasibleway to determine ifthe practiceis happeningas
intended. There aredifferent ways to obtain thatinformation (e.g. self-report, clientsurvey, supervisor reports).

Question (to Ms. Bartley): If there are fidelity issues identified, is there a way to identify where the problem is stemming
from?

o The implementation team has to lead this work and determine if there arebarriers tosuccess, whether staff
areinadequatelytrained, or ifanother issueis present.

TEAM TIME

Teams worked independently with their coaches and content faculty on team implementation plan development.
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DAY TWO

REFLECTIONS ON DAY ONE

Susan Golonka, Acting Director of OFA, ACF, opened Day Two with a summary of key takeaways from Day One, which
included a discussion on the importance of clientvoice. Providing participants with the opportunity to sharetheir thoughts
andtake partinthe process, throughout different phases of their interaction, is animportantelement of program success.
Opportunities for collecting participant feedback can take placethrough activities such as focus groups, or by involving
clientrepresentatives on work committees. The most fundamental change evident in discussions fromDay One is that
clients should beinthe driver’s seat. Program staff coach them, guide them, and support them as they take charge of their
lives. Whileithas taken some time for the field to come to this realization, Ms. Golonka said sheis glad thefieldis now at

that point.

Ms. Golonka also praised sites for havingdone so much deliberate, early thinkingabout assessing and evaluating efforts in
real-time to receive quick feedback. This is beingachieved in both formal and informal ways, as full -blown implementation

is not always the optimal approach. Conducting pilot tests, learning from them over time, and makingadjustments along

the way can be animproved way to approachimplementation.

To conclude, Ms. Golonka noted the importance and valuethat the team coaches have on the Systems to Family Stability
National Policy Academy experience for the sites.The coaches havebeen involved with their teams sincethe beginning of
the initiativeand throughout the experience. They represent the coaching model, and OFA appreciates all they have done

and are continuingto do in partnership with the sites.

I3 LABS: IMPLEMENTING INNOVATION AND IDEAS

The i3 Lab sessions highlighted what it takes to successfullyimplement these enhanced case management strategies such

as trauma-informed approaches, motivational interviewing, and coaching.

Topic 1: Supporting Enhanced Coachingand Case Management Strategies

TANF and other human service programs are exploringand implementing a variety of strategies to motivate and engage
participants. This session explored case management approaches such as trauma-informed strategies, motivational
interviewing, and coaching. Presenters highlighted what it takes to successfullyimplement these enhanced case

management strategies.

16



ADMINISTRATION FOR

CHILDREN &2 FAMILIES

NATIONAL POLICY ACADEMY

WASHINGTON STATE DEPARTMENT OF SOCIAL AND HEALTH SERVICES, BABS ROBERTS, DIRECTOR, COMMUNITY
SERVICES DIVISION

What s often referred to as a “pathway to self-sufficiency”is morelikea super highway, with many on-ramps, off-ramps,
twists, and turns. Moving towards self-sufficiency requires navigating a very complex system, and oftentimes participants
arerunover by the super highway thatis tryingto help them. The Washington Department of Social Services (DSS) refers to
this system as a Family Self-Sufficiency Super Highway, and aims to help people navigate more seamlessly between
Targeted Populations

programs that could help them reach economic stability.Italso
helps participants develop skills, attach to the workforce, acquire

and complete trainingand education, and develop social capital.

Inthe Washington WorkFirst(TANF) program, 30 to 40 percent of e;zi?‘""eﬁec’ TANF Cyclers
participantsareenrolled for a brief period; they use the safety-net e | i
asitwasintended and do not return. Roughly five percent of the -:ﬁ;:afdmm * Hard to serve
caseload never leave the program. The remaining 55 to 65 percent

is made up of two specific populations —disconnected youth and

TANF cyclers.These populations could benefit most from enhanced

coachingand case management as they navigate the super

highway. Because many TANF cyclers arealso considered youth, Figure 5. Washington WorkFirst Target
these populations overlap, as showninFigure5 above. Populations

Service enhancement for targeted populations includes trauma-informed interventions and coaching-stylecase
management. Inthis area, Washington leadershipfocuses ontrainingstaffintrauma-informed coaching models, including
motivational interviewing. The first step to good casemanagement is developing trustwith the participant. Ms. Roberts
pointed out that the clients who have historically been most difficultto engage report that motivational interviewing has
made them feel engaged for the firsttime. Inaddition to improved case management, Washington also enhances services
by takinga multigenerational approach, acknowledgingthatfull engagement cannottake placeunless the whole familyis
engaged. The model alsoincludes improved linkages to WIOA systems and services. In order for these interventions to be

successful, Ms. Roberts explained, staff engagement and buy-inthroughout the process is critical.

Under the Systems to Family Stability Academy, Washington DSS developed a pilotprogramto encourage local field offices
to implement innovativeapproaches thatbenefit WorkFirst participants. Offices were asked to submitproposals for the
program that demonstrated work with the target populations (disconnected youth and TANF cyclers)and utilizeone of the
serviceenhancement areas (trauma-informed interventions/coaching case management, multigenerational approach, or
linkages to WIOA systems and services). Intotal, 16 pilots were selected across 25 offices. Each pilotwas assigned a “coach”
from the state to provide technical assistanceand serve as a resource. The majority of pilots focused on coachingand case

management.

The roll out of the pilotprogrambegan in January 2016 and included the development of implementation roadmaps and
consideration of assessmentand evaluation needs. Since then, the pilotsites have come together regularlytodiscuss what
is working, what types of challenges they are experiencing, and to shareresources.The roll outhas alsoincluded training
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around topics such as neuroscience, epigenetics, and Adverse Childhood Experiences and resilience. Pilotsites havealso

received ongoing supportfrom coaches and help with outreach to partner agencies and stakeholders.

Ms. Roberts provided examples of several pilot programs that areimplementing innovative case management strategies.
The Columbia River Community Services Office (CSO) is implementing a whole family case management model by providing
participants with enhanced case management, goal setting techniques, and self-sufficiency plans. Targeting both
disconnected youth and TANF cyclers, its focus areas include family support, progress in school, non-custodial parent
involvement, and wraparound casestaffing. The pilotbrings together partners includingsocial workers, case managers,
employer partners,and staff from child welfare, child support, and the state collegesystem.

Another pilotexampleis the Wenatchee CSO, which targets TANF cyclers by providingintensivewraparound services such
as weekly meetings, casestaffings, wholefamily coaching,and lifeskills programs. Leveragingthe factthat the WorkFirst
program is co-located with the local Division of Child Support, the pilotcoordinates services for non-custodial parents by
directly connectingthem to child supportstaff. Workingalongside WorkFirststaff, the child support staff educates non-
custodial parents on the benefits of cooperation and provides connections to services aimed at enhancing their earning

capacity.

The final example— referred to as Career and Life Coaching—is made up of six CSOs working together to pilota Career and
Life Coaching model developed by the Prosperity Agenda and funded by the Kellogg Foundation. The programdoes not
include case management; instead, this coachingis designed to help families who have returned to TANF take measurable
steps toward long-term financial stability. Whilecoachingisvoluntary for the parents, Washington has found that

participants who have participated have developed tight bonds with coaches and have been ableto overcome barriers.

Question: How are you including the non-custodial parent in these pilot programs?

o Offices that are working with non-custodial parents arenot necessarily piloting new case management
approaches. Co-location with child supportallows pilot programs such as Wenatcheeto engage both the TANF
families and the non-custodial parents to show them what opportunities areavailable. Non-custodial parents can
come to the programorientation to see that other populations aredealing with similarissues,andlearnabout

opportunities to increasetheir occupational or lifeskills.

CYGNET ASSOCIATES, JODIE SUE KELLY, PRESIDENT AND CO-FOUNDER

Ms. Kelly shared a Motivation and Engagement Checklistthat provided participants with a listof ways to engage and
motivate participants.She highlighted two specific bulletpoints: 1) Assessingina way that does not feel likea paperwork
exercise, and 2) Using motivational assessmentand followalong questions. When working in the self-sufficiency field, the
initialand on-goingrelationship between casemanagers and participants iscrucialtosuccess.Accordingto Ms. Kelly, most

practitioners across the country are missingthe opportunity to build that relationship.

There are four different methods for assessing participants:self-assessment, observation, structured interview, and formal
assessments. Ms. Kelly provided Academy participants with anInitial Assessmentform and asked them to discuss ingroups
what they liked aboutit and what improvements were needed. Upon reviewing the form, participantsshared information

about what they would change:

! See: https://www.theguardian.com/science/occams-corner/2014/apr/25/epigenetics-beginners-guide-to-everything
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e Sequence isveryimportant. Inthis form, it needs alotof work.

o All of the strengths-based questions are weak and towards the end. There should be more, and they should be
listed earlier on the form.

e There are too many open-ended questions.

e There seems to be alot of valuejudgment inthe assessmentform. The use of the word “barriers” can make
people loseconfidence about themselves. The language we use insteadis that “everybody has challenges.” A
participantreadingthis would assume programstaff are making assumptions aboutwho they are. That happens
many times to people who receive government benefits; they feel judged andit creates resistance.

e The form lacks framingor explanation.

e There is no information aboutgoalsincluded on the form.

Ms. Kelly provided attendees with a five-step process for successful assessment.

Step 1: Identify. She asked attendees what needs to be assessedinorderto make a participantjob-ready. Participants

provided the followingresponses:

e The majority of employers will look atsocial media;this needs to be addressed.
e  Participantsmusthave and know how to develop a competitive resume.
e Certificates/licenses earned areimportant.

Inidentifyingwhat needs to be assessed, hearing from staffis important. Staff see that ma ny participants do notknow

what job-readyis,and they understand where there are gaps.To tackleStep 1, programs should seek staffinput.
Step 2: Categorize and Sequence. There are four categories that define what we need to know inassessing participants:

1) Whatjobsearchtools dothey need?

2) Whatjobretention skills do they need?

3) Whateducation and certificates dothey possess or need?

4) Whatlifechallenges dothey face that need solutions orintervention?

Step 3: Create Self- — p—
A ment or Interview Write Self Assessment
ssessment o tervie
Questions. In designing
self-a ssessments, programs Yes No Do you have a resume that you can use to apply for  Yes No Do you know how to answer difficult questions at
should consider whatcan a jobs? a job interview?
be answered by the Yes No Do you know how to submit an online application?  Yes No Do you have three professional references for a
. . job?
participantwithoutthe
X Yes No Do you have a cover letter that goes with your Yes No Do you know how to answer the “personality
need for a prOfESSIOHa I resume to submit for jobs? questions” asked on an online application?
This couldincludesi mpl € Yes No Do you have an email address for employers touse  Yes No Do you know what type of job you want to apply
questi ons related to to contact you? If yes, what is it? for?
demogra phiCS, or others Yes No Do you have clothing that is appropriate to wearto  Yes No Employers will ask “why did you leave the job” on
a job interview? a job application? Are your answers positive?
suchas “Do you have a -
Yes No If an employer looked at your Facebook or other Yes No Can you list 10 marketable skills to an employer
driver’s license?” and social media page, is there anything on it that you during an interview?
wouldn’t want a potential employer to see?
“Have you worked before?” E = ——
. . Yes No Do you know how to use the one stop job listing
Allowi ngparticipants to site, Indeed.com and SimplyHired.com?

answer some questions

through self-assessment Figure 6. Cygnet Associates’ Sample Self-Assessment
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encourages efficiency and saves time for case managers and coaches. Other questions —those that dig deeper into why a

participantisnotworking —will requirea longer answer and a trained professional toaskand listen.

Step 4: Develop Self-Assessments. Self-assessmentquestions should beclose-ended (Yes/No) and focus on general

informationsuch as job search and retention, vocational skills,academic skills, and training.

Step 5: Draft Structured Interview Questions. The key to motivationis interviewingstyle. Structured interviews should
include open-ended questions to activelyinvolvethe participantintheprocess.In drafting structured interview questions,
programs should useopen question starters,such as “what,” “why,” “how,” and “tell me about...” Structured interview
questions should be developed to gather information acrossthedomains of self-sufficiency, includinglegalissues, health,
family support, education, attitude, and more.

Topic 2: Building Lasting Partnerships between TANF and Workforce Systems

With the passageof WIOA, building sustained partnerships between workforce and TANF programs is a priority across
state, local,and Federal systems. In this presentation, speakers discussed howthey arecreatingthese lasting collaborations

across systems—fromdata sharing to performance measurement and servicealignment.

ARKANSAS DEPARTMENT OF WORKFORCE SERVICES, PHIL HARRIS, ASSISTANT DIRECTOR

Mr. Harris shared thatin 2004, prior to WIOA, Governor Huckabee had a vision to see TANF transition fromthe Department
of Human Services (DHS) to the Department of Workforce Services (DWS), becauseit had struggled with employment
outcomes. The Governor spoke with legislators and was ableto move most of TANF to DWS. Intake, eligibility, and benefits

issuanceremainatDHS.

Program Overview

DWS operates 33 fully-staffed offices in the state which provide multiple programs and services:

e Arkansas’s core TANF programis Transitional Employment Assistance (TEA) with a 24-month time limitaimed to
acceleratesingleand two-parent families off of public assistanceandintoa job.

e Work Paysisajobretention program unique to Arkansas where job seekers transitioning off TEA due to
employment receive one-on-one career coachingtosecure their existingjobs or work toward promotion into a
higher wage job.This supportlasts anadditional 24 months.

e Career Pathways Initiativeis a short-termtechnical education and training programto help job seekers gainskills
necessary to pursue careers in high-demand occupations. Itincludes a postsecondary component.

e Individual Development Account is a financial literacy and savings programthatenables low income families to
saveand build assets.

e Fatherhood, Healthy Marriage,and Youth programming is available. Inthe past, TEA received a supplemental
grant which was eliminated, so community investment inthis programmingis less robustthaninthe past.
Legislators remaininterested inthe fatherhood and marriageprogramming, in particular.

e Career Readiness Certification (CRC) is a portablecredential which has gold, silver,and bronze levels and can be
taken anywhere inthe U.S. This certification is becoming widely accepted.

e |IT Academy includes free skills-based training atvaryinglevels of difficulty.
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Partner Roles

e DWS hasan MOU with DHS, which performs intake, enrollment, and benefits issuance. DHS has a large
geographical footprintand offers services such as SNAP and Medicaid.

=  The Department of Adult Education, Department of Higher Education, Department of Career Education, and
University of Arkansas Cooperative Extension Service are also close partners with MOUs. These partners offer
shortand medium-term education and trainingcourses leadingto careers in high-demand occupation lists. They
also offer wrap-around services for TANF participantsto help meet work activity requirements.

=  Goodwill helps with employment experiences (On-the-Job Training [OJT] and other) through custom employment
pathway programs.

e  Nonprofit Lewis-Burnett Employment Finders focuses exclusively on ex-offenders and supports valuable work
experience, OJT, and unsubsidized employment opportunities.

=  Department of Veteran Affairsis a verysuccessful collaborativerelationship. They approached DWS for help with
staffinga new home they areopening in Arkansas’s largestcounty. The facility willneed 156 new workers, 96 of
whom will be Certified Nursing Assistants, and they want TANF participants inthesepositions whichincludesalary,
benefits, retirement, etc.

TANF & Workforce Services

DWS has struggled with the employment element of TANF. Establishingthesystem was not easy or well-received. The
benefits of DWS working closely with TANF is thatitbrings over $56 million a yearinthe block grant, reduces social

program dependency, promotes independence, and expands the DWS customer base.

DWS represents its evolving servicedemands ina pyramid. WIOA is
at the top, followed by Arkansas Works, then SNAP E&T, and finally
the Arkansas TANF Transition and Optimization Project. For the
WIOA-combined state plan, there is animplementation team which
includes a policy team, performance team, strategic planningteam,
and a trainingteam. For TANF-WIOA Alignment, their TANF program
is well-positioned to be proactiveand take a leadershiprolein
getting low-income and needy families off public assistance. They
have a very strong assessment component and barrier reduction

plans.Because TANF participantsaretypically the most hard-to-
serve due to multiplebarriers to employment, TEA now integrates

Figure 7: Arkansas Department of Workforce

Labor Market Information (LMI) into work readiness assessments
and employment planning.The Arkansas Workforce Integrated Services Evolving Service Demands
Network System (ARWINS) is anIT system to enhance sharingofinformationandreportingacross the various partners.The
system manages benefits and incorporates OFA’s Online Work Readiness Assessment (OWRA) into the system to foster a

robustwork readiness assessment.

Question: Compared to WIA, will more WIOA funds be used to support services to TANF participants?

o The structure has changed a lot and evolved. Arkansas has a newly formed Workforce Development Board
that reports to the Governor. TANF is a required partner in WIOA, sothere arenow discussions aboutserving
TANF participants whereas before, WIA was not interested in servingthe TANF population. They hope for
better integration moving forward.

Question: How does the flow of services work?

o Participantsapplyforservices atDHS and through a systems exchange, DHS sends a task to DWS. There,
managers take the taskand assign the individual /family to a casemanager who reaches out to begin the
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assessment process and bring the individual/family in for case management services, planning, referrals,
barrier reduction, etc.

Question: Does DHS also administer SNAP E&T?

o DHS isthelargestintakechannel for low-income populations and the governor does not want any more
waivers issued for SNAP E&T. They want able-bodied adults movinginto work and accessing workforce
services, therefore SNAP E&T is partnering with DWS to providethose benefits.

Question: Is the common intake assessment available?

o Mr. Harris will send to those who provided their contact information.

Question: To what extent does your system focus on soft skills to help people keep jobs and move forward?

o Participantsreceivechild care, supportiveservices,and transportation for 24 months after they leave the

program. They offer a three month bonus, six month bonus, and one year bonus. Due to limited TANF
budgets, colleges sometimes utilize Pell grants to supporteligible participants pursuing education.

ARAPAHOE/DOUGLAS WORKFORCE CENTER, JOE BARELA, DIRECTOR

TANF in Coloradois statesupervised and county administered across 64 counties. There can be one or more workforce
centers ineach county, andlocal Workforce Development Boards (WDBs) have flexibility and autonomy. Before WIOA,
there were discussions on how rapid attachment to work was not working because wages were not high enough. There was
some tension between the desireto serve job seekers universally and figuring outwhat was best for individual participants.

Inthe Denver area,there areseven workforce centers, and each will serveanyone who wants to work.

Workforce centers shareboth vision and mission with the local Department of Human Services (DHS). To establish quality
partnerships, bring stakeholders to the table, keep the participantinfocus, meet the customers where they are, and find
out what each partner needs to serve the participant,itis critical toincludethe DHS Director on the WIOA board and
remember that WIOA allows for larger taskforces thatare bigger than the WDB. Given that benefits and eligibility
determination are not usuallyinthe purview of workforce development, Mr. Barela recommended determining who should
be doingthat piece and who is good atit. He advised not being afraid to ask for what you want and starting negotiations
there. He also suggested ways to honor both employer and participantrelationships, including only referring qualified
candidates to employers and not disclosing to employers if a participantisreceivingcash assistance.

Arapahoe/Douglas Targeted Industri Customer-centered services arekey in WIOA. Workforce development

programs should be designed with customers in mind. Maximizing customer

Aerospace Finance & Insurance benefit can be achieved by considering customer time limits, assessing
Aviation Healthcare & Wellness availablefunds,and examiningall potential allowableactivities. He
Bioscience Hospitality

emphasized focusing on the value of work in the self-sufficiency equation,

Broadband Information Technol L . . . .
roacban atl oloey honingin on steps to income improvement, and remembering to recruitthe

Construction Manufacturing . L . .
S working poor who are ineligiblefor cash assistance, but who canstill access
ngineering

other services.
Figure 8: Arapahoe/Douglas Targeted

Industries Cross-trainingstaffis critical. Leveraging resources and braided/blending

fundingin order to enhance partnerships and availableservices for
participantsis also critical. Given new mandates without funding, DHS and the workforce system have worked together to
determine where services areduplicated, decide who is best at providingservices, identify whatservices should becut, and

consider other measures to reduce spendingand resource usage.
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Question: To what extent does your system focus on soft skills to help people keep jobs and move forward?

o Every referral goes through a 30-day boot camp that emphasizes softskillsand LMI.That provides staff the
chanceto determine who is motivated to participateand advance whileteaching participantssoftskillsand
exposingthem to careersingrowingindustries inthe area.

Question: Are they in the boot camp training every day?

o Boot camp is Monday through Thursday. The Arapahoe/Douglas Workforce Center annual reportincludes
detailed information about the entry and retention rates. About 80 percent of referrals show up for the first
day with approximately 65 percent completing the 30-day period. Afterwards, an estimated 30 percent
advanceto work in OJT ora trainingtrack and about 75 percent of those who go to work after these programs
retaintheir jobs. They have academies in career tracks thatlead to placement inthe industry after they
complete the 30-day training. They also offer retention bonuses at 30-60-90 days.

Topic 3: Training Staff for Systems Change

Trainingand change management supportis criticalas TANF agencies redesign and enhance aspects of their programs. This
sessiondiscussed howto assessagency training systems and then offered best practices in curriculum development,

trainingdesign, training delivery, transfer of learning, training evaluation, and other important lessons fromthe field.

BUTLER INSTITUTE FOR FAMILIES AT THE UNIVERSITY OF DENVER, DR. CHARMAINE BRITTAIN, DIRECTOR,
ORGANIZATIONAL DEVELOPMENT

When things go wrong in an organization, leadership often determines that the solutionis “more training.” But we know
from experience that trainingdoes not fix all of the issues with programs.Successful trainingmustbe a planned,

multipronged effort. To facilitate system change, training mustbe integrated into your model.

The firststep is assessingyour currenttraining system. Dr. Brittain distributed aninstrument designed to assess training
againstbestpractices and gave the room time to complete the self-assessment. Attendees found many areas where their
training systems fell shortof the ideal.

Dr. Brittain then explained the characteristics of effective training systems:

e Mission-driven: Alignthe training’s purposewith the organization’s mission;

e  Planful: Choose topics not driven by personalities or the topic du jour;

e Comprehensive: Offer trainingfor staffat all levels (frontline workers, supervisors, managers, clerical staff)and
includeinitial aswell as ongoingtraining;

e Data-driven: Collectandanalyze data to monitor progress and see if training needs are changing;

e Engaging: Involvelearners and avoid ‘talking heads;” engage participants emotionally aswell as logically;

e Accessible: Offer accessibletraining(location, online, ADA compliant);and

e Adaptive: Strive for continuous quality improvement and adapt content to address timely topics (e.g., evaluation
results or legislation).

Question (for Dr. Brittain): How do you measure fidelity? It is talked about but not really understood in a training

environment.

o Measuringfidelity starts with identifying competencies (skillsand knowledge that employees need to have) you
want to teach and then developinga curriculum.Acurriculumis morethan PowerPoints, handouts,and the
agenda, itis a facilitator’s guidethat contains the content you want to convey and instructions for facilitators —so
the content and overall training experiencewill be uniformacross training sites. Experienced trainers know how to
followthe curriculum as a framework and add their own stories and personal touch.
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From there, you canevaluate if the training was effective, meaning did people obtain knowledge and skills.
However, you alsowantto assess whether or not participantstransferred thatknowledge and those skillsets to the
job. To achieve this you will need to reinforce with other methods (e.g., coaching)and use reinforcement from
colleagues (e.g., supervisors, peers/coworkers, trainers). Accordingto Dr. Brittain, three time periods are
important to establishing transfer of knowledge and skills: before the training (establish whyitis importantand
benefits), during the training (teach the content), and after the training (30/90 days out) (reinforcethe content,
practice behaviors).

Methods for evaluating whether or not transferringis occurringcan
includesurveys, embedded evaluation, or providingtrainees the
opportunity to create a presentation incorporating whatthey have
learned. Methods to reinforce content include email reminders, booster

One participant shared an acronym
that reflects the cyclical nature of
training: APPLE

sessions, and supervisors’ rating trainings. A comprehensive but

expensive approach to evaluationis casereview (lookingateach Y
trainee’s casenotes to see how they changed after the training). Peer to

peer learningis a greatapproach supported by adultlearningtheory.

Colleagues meet weekly to discuss howtheir transferinto practiceis

progressing,and management participates to help identify roadblocks.

Question (for the group): Does your agency have a training plan that addresses . G5
training needs for all levels of staff, methods, and proposed outcomes?

O

(Assessment, Planning, Purpose,

Washington has a computerized curriculumfor the division.Itoutlines Learning, Evaluate)

the trainingplanata highlevel and includes a user’s guide with required

trainings by job classification. They have established outcomes for Figure 9: APPLE Process
frontlinestaff, and supervisors checkin for 30 days. Washington has a

largetraining capacity;trainers go out to the field before updating curriculum to get a sense of needs and context.

Question (for the group): Does your agency conduct a periodic needs assessment of the competencies needed by staff?

O

o

Washington periodically updates its trainingstostayinlinewith policyand legislation. They have dedicated
curriculumdevelopers and trainers who perform taskanalyses of jobs to create desk guides and develop training.
Dr. Brittain added that another approachto assessments is creating a listof competencies and havingstaffrate
how they relate to their jobs.

Question (for Washington): How is training on technology and referrals done?

o

In Washington, trainingonthe technology platforms is integrated into the general training(e.g., thisis therule,
this is the procedure, and this is how you put itinthe database). Referrals trainingis done ‘on the job’ because
there are some very rural areas with one referral option and urban ones with lots of options . Most referrals are
done online, but some are done outside the database.

Question (for Dr. Brittain): Our state has a new case management system and a separate user’s guide. We are training
through webinars, but they are not well-received by staff because they are not interactive. What can we do?

o

24

Dr. Brittainadvised avoiding dull presentations by thinking abouttraining principles of engaging people and being
flexibleand adaptive. Know the audiencewhen developing a training. Training mustaccommodate different
learningstyles and levels of expertise/experience. Trainingshould be engaging, fun, and multi-dimensional.Itis
challengingto do this virtually, so consider bringing peopletogether as well.

Washington echoed this concernand noted that sometimes you get two different messages that do notjivewith
training on new technologies, one from the tech people and another from the state policy people.
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Question (for Dr. Brittain): When we get to curriculum development, sometimes no one has talked to the case managers to

see how the new process needs to be designed to work for frontline staff. How can we do better?

o Oneopportunity is to incorporateintothe RFP a taskfor third party contractors to conductfocus groups to assess

competencies andthen develop customized training.
Havingtrainers usethe appropriatelanguage helps the case managers recognize that the trainer ‘gets it.’

Including someone with authority to answer policy questions can bea valuableassetto technology training.

Question (for Dr. Brittain): When is a good time to evaluate the effectiveness of training?

o A ‘happiness survey’ (i.e., was the room too hot/cold, did the trainer seem knowledgeable) can be conducted at
the conclusion of training, however those do not providea lotof information. Right after the trainingitselfand
from short-to-long term you can measure knowledge acquisition, skill acquisition, transfer, and changein agency

outcomes.
o ICFtrainers have hadsuccess preparingtrainees beforehand to expect follow-up assessments.

Question (for Dr. Brittain): When and how should we include stakeholders in training?

o Includingvariousstakeholders fromthe beginningincreases buy-inlater.

Question (for the group): How can my agency effectively market trainings to potential participants?

o Periodice-blasts to market new trainings isoneapproach.
o As Washington announces new policies, theyincludeavailable correspondingtrainingsin the same email.
o Marketingis notadirtyword! Itis aboutgetting the rightinformation to the right people, creatingvalueanda

desireto participate.
Question (for the group): What polices do other sites have about staff development activities, for example, completion of
courses and attendance and behavior at training sessions?

o Washington has policies limiting cell phoneuse.

Question (for the group): How often do sites update their training?

o Utah updates training each time new stafftrainingis delivered.

Question (for the group): What modes of teaching do sites use?

o Washington uses blended learning methods, including on-the-job follow-up, pre-work, job coaches, follow-up
webinars,and “one cup” booster modules (should be finished in the time ittakes to drink one cup of coffee).
Maryland has started to offer phone/webinar trainings after rollingouta new policy.

Colorado offers “Thursday Think Tank” sessions (timefor linestaffto call inandask questions of the state staff).

o InUtah, management staffare availabletolinestaffvia Jabber (aninstantmessagingsoftware).

Question: Which of these ideas are sites going to take home and implement?

o Marketing (Utah team offered to shareashortvideo it created with the DWS Executive Director explainingtheir

Academy initiative).
Offer more training opportunities for staff.
Relevant conference: National Staff Development and Training Association (NSDTA) Conference —October 2016in

New Brunswick, New Jersey.
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PEER FEEDBACK

The Peer Feedback session began with reflections from ACF leadership onstate innovation and TANF reauthorization,and
then teams shared their progress to date under the Academy and their priorities for the next five months, as they had

begun to map them out intheir Implementation Roadmaps. Feedback on elements of the planfell into three categories:

e Seaworthy: sharewhat you understandto be a strength of the planand why;
. : discusswhatmay be missingfromthe planandwhy; and
e Waterlogged: sharefeedback on potential implementation gaps (resources, training, and innovation).

ACF REFLECTIONS

Mark Greenberg, Acting AssistantSecretary of ACF, encouraged states to be innovativeand resourceful in how they tackle
new problems while awaiting Congressional reauthorization of the TANF program. He encouraged them to use external
drivers to supportsystem change, such as new funding or legislation atthe state level, and explore new partnerships,
including opportunities for shared ownership and goals across systems. Even in the faceof budget constraints, states should
try to use block grantfunds for work-related activities and supports and atleasttrack where diverted funds go.

WIOA implementation is an opportunity to strengthen collaboration with the workforce system and build two-generation
strategies. He reminded everyone that much of the research on workforce strategies is 20 years old. Engagement in WIOA,
alongwith ACF’s research agenda on sectoral employment, career pathways, and behavioral economics, will offer new
opportunities inlearningand activediscussions across workforceand TANF systems. He reflected that unless the
composition of Congress changes, Congressional interestwill continueto focus on collaboration between TANF and the
workforce system, performance management and measurement, and capturing employment outcomes inaddition to work
activity participation (perhaps influencing the metrics in TANF reauthorization).

ACF continues to be a strong supporter of two-generation strategies and believes this strategy offers new ways to connect
with partners,to understandthe brainscience,andto help programs focus onthe whole family. ACF understands that the
fieldis exploringwhattwo-generation strategies are, as well as assessingchallenges around creating whole-family
approaches within a TANF context.

Question (for ACF): How can we change the conversation about WPR?

o Mr. Greenberg and Ms. Golonka reflected on the growing grassroots movements across states interested in
reforming TANF performance measures. States areusinga mix of data to sharebarriers and challenges with
current Federal measures. Congress recognizes the shortfalls of the measures, but needs information about
alternative outcome measures that are currently working across states. Adopting WIOA outcome measures into
the TANF program is not an option becausethe programs are fundamentally different.

Question (for ACF): Was ACF asked to review state WIOA plans and provide feedback?
o Yes, ACF reviewed state WIOA plans and offered feedback, noting limited TANF-specific comments.
Question (for ACF): In terms of flexibility around work participation rates, can we (states) try something different?
o Consider the opportunity to extend TANF-funded work study, as done in Kentucky and California, especially when
linking programs of study to participants’ anticipated careers.
Question (for sites): What are your priorities for research to inform your programs?

o Washington: The impactof two-generation strategies. What does family stability/well-beingreally mean? What

are some concrete indicators wecan captureinthis arena?
o Colorado: Creating data systems that capture case management, work activities, referrals, etc. — sowe have data

on what works to help families.
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Maryland: Information about sanctions policies/rates across states.
How assessmentis performed and used.

What new approaches to meeting WPR actually seemto work?
How other states are measuring outcomes.

O O O O O

Helping states become better consumers of high quality research.

TEAM PRESENTATIONS AND FEEDBACK

COLORADO

Colorado DHS continues to transformits processes and cultureinto a family-centered and employment-focused model,
whiledefiningwhat each means. Coloradois usinga bridge model to create a framework for counties to offer consistent
services.Programmanagement and design are key pillars, reflecting state-level work that is not the responsibility of the
counties. The team is working on transformingthe bridge principlesinto a playbook for counties that can be used as an
implementation tool. Coloradois also usingthe playbook to define state messagingto counties regarding family-centered
services,coachingand casemanagement, and employment services. They arefinding pockets of excellence across local
programs and assessingopportunities to bringthose to scale. They are planningto evaluate and track progress alongthe

way.

Reflections on Colorado’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged
(implementation needs)

changes approach quicklyandin
flexible manner

works to be clear and concisein
sharinginformation with all 64
counties via the playbook
listens to counties and their
needs

identifies pockets of excellence
and assesses opportunities to
scale

keeps coachingfrontand center
with positive messagingto staff

create additional goalsin family-
centered strategies
solicitcountyinvolvementin
identifying goals

consider ways to obtain county
buy-inand incentives or supports
they may need

determine delivery mechanism
for sharing playbook

decide when and how to update
playbook

set clear roles and expectations
for counties through the
playbook

identify target audiences (TANF
adults or whole family)in
playbook

identify partners at the state and
county level to help effect desired
changes

determine performance measures
inallocation of funds

ensure flexible playbook that
matches variable county needs
develop central message
regarding WPR measurement or
employment to prompt
innovation

consider messagingaboutthe
state’s work that is supporting
counties’ change processes
create definition for family-
centered
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CONNECTICUT

Connecticut DSS is implementing and testing a two-generation approach thatinvolves noncustodial parents (NCPs)and
aligns government branches. Connecticut is leveraging statefunds and philanthropytosupportthe effort. They arealso

looking for more information about assessmentand evaluation, as well as gathering feedback and supportfrom customers.
Connecticutis including NCPs within the definition of family and drawing from ongoing fatherhood initiative work. The local

pilotis in Waterbury, Connecticut, whichis poised to implement a two-generation model.

Reflections on Connecticut’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged

(implementation needs)

e focuses on whole families
moving toward self-sufficiency
and messaging NCPs as anasset
anda partof the TANF family

e |everages legislative supportto
align mission across pilots

e broadens the definition of family
to include NCPs

e recruits many partners early,
including staff and judicial branch

e triesto bringinevaluationearly

e works to pilotlocally and small
firstto learnabout designand
implementation of a new
approach

sharevision and goals for
Waterbury pilot

define services for NCPs and
custodial parent

expand community partners to
include courts and child welfare
tweak the visiontoarticulate
what the projectwill be
develop clearrolloutplanfor the
pilot

design program to include
definingtarget population to
recruit

leverage research on NCPs or
promisingapproaches toinform
the design

incorporateevaluation early
before program designis solidified
identify measurableresearch
question/hypothesis to align with
visionand goals

develop clear communication plan
for staff, community partners, and
potential recipients
collaboratewith child supportto
lookinto child supportpass-
through and disregard
provideincentives to engage
potential NCPs

deliver staff trainingto ensure
buy-inand understandingaround
the new approach
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MARYLAND

Maryland’s WIOAplanincludes TANF as a required partner and is leveraging the Academy to implement a readiness survey
of local DSS offices to assess local concerns, facilitators, and barriers. They are phasingin efforts over three years to align
TANF and workforce systems across local DSS offices. Implementation teams will includevocational rehabilitation (VR),
adultbasic education, workforce, and others. Maryland’s overall visionistoincrease wages for the unemployed and under-
employed. Their goals include:(1)increasingsystems coordination and breaking down unintenti onal silos,and (2)
increasing employment outcomes by using human-centered design and being job-driven. They are identifying several
benchmarks around goals and obtaining buy-in across system stakeholders. Marylandis using University of Maryland
researchers to help assess whether and how they will meet identified benchmarks.

Reflections on Maryland’s Implementation Roadmap:

Seaworthy Underway Waterlogged
(strengths) (things to consider) (implementation needs)
e explores what they will doand e obtaincustomer input e Dbe intentional in paring down the
surveys partners e focus on whole familyand ensuring benchmarks
e measures a baselineand knows alivablewage e secure buy-infrom local partners
where they arestarting e integrate across data systems and and DSS early, duringthe
e uses an electronicsurvey to varying points of view across planning process and tailor
analyze county-level responses partners messages to audiences
andresults e focuson whatthe end gameisand | ® be waryaboutoverwhelming
e starts broadto identify many what the long-term outcome local stakeholders with too many
potential benchmarks and sets should be benchmarks
them early,alongwith evaluation [ ¢ uselessonslearned fromTANF-WIA | ® be mindful of change fatigue
supports to inform TANF-WIOA partnerships with a long roleout process
e collaborates acrosshuman e clarifygoal toincreasewages to e communicate clearly the human-
services and workforce mirror self-sufficiency or livable centered design and career-focus
e clarifies messagethatresonates wage implementation
across system partners e identifyachievableand measurable | ® know what the labor market
benchmarks allows forinlocalareas
e articulateoutcomes for both TANF e ensure the disabled populationis
and WIOA systems represented through VR
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NORTH CAROLINA

North Carolina Department of Health and Human Services is rolling out North Carolina Families Accessing Services through
Technology (NC FAST), a program designed to improve the way the state and county departments of social servicesdo
business. North Carolina’s vision fromthe Academy is to improve the TANF servicedelivery system, becoming more family-
centricand assessingchild and whole family outcomes. They are seeking to enhance partnerships and leverage WIOA to
meet the desired vision. The Academy team is slowingdown, lookingto identify best areas of focus, and providingtraining
to helpstaffunderstand emerging concepts (e.g., toxic stress, two-generation approaches), which began with the recently
completed all-county Work First Summit. Their next steps includelookingacrossassessmenttools and using comprehensive

assessments, not justfor TANF, but alsoatcareer centers and Vocational Rehabilitation. They are facing challenges with
fidelity across thestate’s 100 counties and carefully assessinghow and whether standard procedures across counties
should be implemented. North Carolinaisconsidering pilotingan RFP process similar to one the Washington Academy site

has implemented to test innovation.

Reflections on North Carolina’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged
(implementation needs)

e moves slowlyandlistens across
counties for what is needed

e uses 100 counties as an
opportunity to test new ideas

e focuses on partner buildingand
types of services they bringto
customers

e obtains consumer feedback and
participationin design of
forthcoming efforts

e uses Academy resources and
peer networking to help refine
and narrow foci, as well as trains
staffacross counties in emerging
areas of interest

e promotes sharedlearningand
collaborationto ensure strong
partnerships between TANF and
other local providersand ensures

quality referrals

consider the end results/outcomes,
for example, to implement a two-
generation program and then
discuss methods, steps

consider the location of pilots,
geographicallyand
demographicallyand donot
implement too many pilots
review conditions within thelocal
pilotsites interms of leadership
and staff-buy-in

communicate successes fromthe
strategies discussed

identify desired outcomes for each
strategy undertaken

determine mechanisms to collect
feedback, as well as disseminate
information

utilizethe careful exploration
process to includestakeholders in
the earlystages

determine which partners to include
inimplementing next steps

reflect on takeaways from the Work
First Summit, trainingimpacts, and
translateinto county practice
develop action planto help articulate
next steps and narrow foci and key
partnerships

consider how to transfer knowledge
andskillsgained fromtrainingtoall
staffand partners

assess howand whether data
systems connect when pursuing
shared assessmenttools and identify
specific data points thatarerelevant
for programs to share (or not)
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RAMSEY COUNTY

The Ramsey County team has created strong partnerships with state leadership andis creatinga large partnership between
TANF-WIOA, infusingexecutive and life-longlearning concepts in the TANF culture. Their vision focuses notjuston what
counts, but also what matters. Ramsey County is implementing coachingtrainingacrosstheir systemand expandingitto
workforce teams. They are honing executive skillsinterventions and movingto study the impacts of the intervention, as
well as which tools must be in place. Ramsey County is getting ready for full September roll-outinterventions following
rapid cyclelearningefforts. They are bringing culturally specific providers to supportthe effort and seeking information
about elements of successful whole-family approaches and key child-related outcomes. Ramsey County is moving toward
employer engagement to create career pathways. They are continually measuring outcomes, aligning WIOA-SNAP-TANF
measures, and striving toward continuous improvement.

Reflections on Ramsey County’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged
(implementation needs)

e implements strong and inclusive
strategies with a focus on a
continuous quality improvement
process

e focuses on career pathways,
combined with employer
engagement

e pays attention to evaluation
across each effort, both inrapid
cyclelearning,as well as
experimental designs, such as
RCT

e executes astrong, targeted,
prioritized rollout with two
different types of sites

stayaware of change fatigue with the
range of efforts being undertaken
consider how to connect back with the
state and how it may affect
opportunities to scaleacrossthe state
watch how the county messages the
innovative efforts and ensure clear
documentation of work

ensure frameworks are measurable
around family stabilization

be cautious aboutover cyclingthrough
the continuous quality improvement
process

consider capacities to capturethe
process for wide-range of efforts
being undertaken

reflect on lessons learned to help
continuous improvement efforts
contemplate heavy relianceon
career pathways and whether it will
be used intandem with other
strategies

ensure adequate and thorough
documentation of efforts
adaptvision statement to stand as
an elevator speech for the project’s
approach

create an intentional
communication strategy to the
state, staff and other partners
sharehow SNAP and WIOA are
drivingthe process/projects forward
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UTAH

Utah DWS has relied onimplementation science principles to build their family-focused case management approach. They
borrowed from the Academy model to structure trainingfor staffand hold Command Center trainings,includingthoseon
coaching, human development, and motivational interviewing. Utah has focused on interagency collaborations, including
partnering with the Department of Mental Health, among others. They are usingbaselinedata frominternal reports to
identify outcomes that help tell the story of change (increased wages, higher positiveclosures, etc.), and administering staff
and family surveys. Their lessons learned include: (1) working to stay true to the implementation science frameworks; (2)
being prepared to disseminateinformationtostaffand partners;(3) increasingtransparencyintheprocess flowfor staff;
and (4) understandingthe differences between the academic and policyresearch components.

Reflections on Utah’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged

(implementation needs)

e implements extensive, multi-
level staff trainingacross key
focus areas

e collaborates with University of
Utah as a research partner and
strong use of evaluationand
outcome measures

e |everages implementation
scienceprinciples

o utilizes legislative supports

e engages supervisors as coaches,
and gives supervisorsthe tools,
training, and opportunity to
practice being coaches

consider how the evaluations are
aligned to each other and program
vision

review languagearound family
stabilization and discern whether itis
measuring more than employment
sharewhatis being done to address
family well-being

alignandtarget communication efforts
to eachtarget audience to ensure best
delivery method of messages and
content is on-point

consider non-custodial parent
engagement

articulatethe evidence being usedto
make program enhancements
contemplate feedback mechanisms that
could be used with other stakeholders

rely on lessons learned to inform
potential improvements to the
initiative

communicate clearly the key
components of the two-generation
program

capture the on-the-ground
experiences of the pilotto
communicate those lessons learned
to key stakeholders

consider softrelaunch instead of
waitingfor a full launch

build internal training capacity so
that it can be ongoingas staff
turnover
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WASHINGTON

The focus of the Washington team has been supporting TANF participants on a pathway to self-sufficiency and targeting
disconnected youth andthose who are cyclingon and off of TANF. They are seeking to influence WIOA opportunities
through foci on disconnected youth. Washingtonis implementing serviceenhancements around trauma-informed
approaches, coachingand case management, multi-generational approaches,and TANF-WIOA alignment. They
implemented an RFP process,allowinglocal communities to propose approach designs focusing on the key enhancement
areas and the target population. Washington has 16 pilotsites thathaveidentified their own benchmarks and indicators of
success. Their next steps will be to compilelessons learned across pilotsites and assess scalability to help transform their

casemanagement structure.

Reflections on Washington’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged

(implementation needs)

e articulates images and
information, shares the vision
andthe pathforward

e focuses on being proactiveand
inclusive of local sites

e utilizes rapidcyclelearningand
ongoing evaluation opportunities

e embraces innovation,
experimental and testing new
things, including allowing them
to fail

consider how to evaluate success across
16 pilots

contemplate whether successful
interventions can be combined without
unintended consequences

develop communication plan for how
results will beshared

consider collecting preliminary data to
assess short-termresults

map resources with pilots to ensure
they have what they need

offer peer learning opportunities
contemplate equity related
measurements and how to replicatein
diverse parts of the state

continue engagement with local sites
not chosen for pilotinitiative

research how geographical, political
factors may affect rolling out/scaling
efforts

consider how to extract lessons
learned from the pilots toassess
scalability.

determine if evaluation designis
comparingdissimilar measures
across sites

decide the amount of information
necessaryto decide if the programis
ready for next phase

ensure families area partof the
feedback loop

think about what the core pieces will
be inscalabilityand howto measure
refine vision to reflect how
participantswill transformtheir own
lives

consider whether time frames are
realisticgiven the number of pilots
going on.

watch messagingaroundscaling,
avoidinferring ‘winners’and ‘losers’
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WEST VIRGINIA

The West Virginia team seeks to deepen their department’s case management approach, moving away from focusingonly
on parents and work participation rates. They want to reach out to community partners more and focus on job retention
efforts. West Virginia held a state-wide conference to help re-focus case management efforts, which led to standardized
messages to customers across all counties aboutthe TANF program. They revised their self-assessmenttool intoa living
document that will beused with customers at each meeting. West Virginiaiscreatingand usinga bridge model through the
Academy, with foci on family stability/well-being, job development/job readiness, employment, and stronger families.

Reflections on West Virginia’s Implementation Roadmap:

Seaworthy
(strengths)

Underway
(things to consider)

Waterlogged
(implementation needs)

e usesimpressive, easilydigestible,
accessiblebridge model and pays
special attention to what isin
each pillar

e focuses on important self-
sufficiencyissues relatingtojob
retention inorganized pillars
model

e articulates clearly the goals
across each pillar

e emphasizes coachingandcase
management as primary goals

collectfeedback from key staff
supportchange management that
makes sure training/coachingis
embedded inpractice

avoid duplication of efforts by
reviewing what workforce partners are
doingacross the pillars

consider two-generation approaches
that start before the employment stage
be careful with the bridge metaphor, if
there is only one way on or off
contemplate feedback loop(s) for
enhancingthe approach

identify trainers for motivational
interviewingand trauma-focused
trainings

maintain momentum with the
project by sharingshort-term
outcomes andsuccesses

consider the sequence of the pillars,
whether stronger families should
come first

consider trackingand measuring
when and why participants leave
determine measurements across the
pillarsand sharewhatresearch or
practices areinforming the model
contemplate evaluatingthe process
and outcomes

incorporate child well-being
measures within any two-generation
approach

TEAM TIME

Teams worked independently with coaches, TA team members, and content faculty on specificitems related to team

implementation plan development.
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DAY THREE

TEAM TIME

Teams worked independently with coaches, TA team members, and content faculty on specificitems related to team
implementation plan development.

CELEBRATION AND NEXT STEPS

Lisa Washington-Thomas, Chief of the OFA Self-Sufficiency Branch, asked each team to sharesome thoughts about where

they are heading, any bigtakeaways from the Academy meeting, course corrections,and aha moments:

The Colorado team shared an aha moment and pivotthat had happened the previous day duringtheir Team Time: they
switched from a bridge model to a “playbook.” Their county partners shared insights abouton-the-ground needs that
precipitated the switch. The Connecticut team acknowledged that there is alotto do andaccomplish butthat they feel
empowered to move forward.The Maryland team thanked the other sites for the valuable peer feedback. They have
started discussing a solid vision and goals and areworking on benchmarks. Their lesson learnedis thatstrong, consistent,
andintentional messagingto partners is critical. The North Carolina team’s aha realization was that narrowing their focus is
important. They have come up with a unique new model: they want to identify TANF and non-TANF populations eligible for
WIOA who are extended on time clocks, child-only cases, youth aging out foster care, or owing child support. They will
formalize MOUs with WIOA partners and explore leveraging the Community Services Block Grant. They would also like to
pilotan RFP approach as the Washington team has done. For the Ramsey County team, the Academy was about bringing
many visions together and deciding how to move forward.They want to crystallize their vision for a two-generation
approachandincorporateitintotheir program, as well as expand career pathways through more employer engagement.
They will seek more Academy TA on LMI and child-specific outcomes that measure program quality. As a whole, they want
to focus on families in Ramsey County, not program participants. The Utah team said they have learned a lot and appreciate
the feedback from peers, and moving forward into the Fall they are looking forward to receivingintensive TA from the
Academy. Their aha realization was thatitdoes not matter ifthere arestrong personalities, beinginaroom where people
are passionateaboutfamilies is important. The Washington team believes that receiving feedback from other sites about
their planhas hadanimpacton their approach and will be helpful for transforming case management in Washington. West
Virginia said they were impacted by the i3 1ab onenhanced case management— when they go home they planto

reexamine their assessmentprocesses and incorporate more open ended questions.

CLOSING PLENARY: PLANNING FOR SUSTAINABILITY

“Sustainability” refers to the continuation ofa project’s goals, principles, and efforts to achieve )
desired outcomes. Itis more than findingresources to continue an effort ‘asis,’ it means focusingon I..
meeting programgoals inthe faceof changing economic,family,and policy landscapes.Duringthis .:\
closingplenary, Susan Dreyfus, Presidentand CEO of the Alliancefor Strong Families and o :
Communities, a national leaderin human service programming and sustainability planning, as well as A"'{wa“qge“

a former human services leaderin Washington state, discussed key factors to sustaininnovation and Communities
across humanservices programs.

To move from implementation to sustainability, Ms. Dreyfus shared that one must have good leadership that helps pave
the path. The theory of Adaptive Leadership by Dr. Ronald Heifetz of the Kennedy School of Government at Harvard
University states that most challenges we face aretechnical challenges —wecansitinaroom and talkabout them and they
are fixable by technical solutions. Adaptive challenges are different: examples includereducingthe number of peoplein
poverty, increasingthenumber of people leadingsafeand healthy lives,and steering people on the path to employment
success.These challenges can be addressed by listening to a diverse group of opinions and requires creativity across
disciplines,teams, and partnering organizations. Adaptive challenges can be overcome by creatinga sense that we do not
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know the answer. Unfortunately, when we often feel a sense of ambiguity with these challenges and ourfirstinclinationis
to find a technical fixand end the discussion. Human services leaders, shesaid, mustassess when to continue that
discussion, even if uncomfortable for staff and partners.

There are four levers of systems change: practice, policy, regulatory,and fiscal. For practice, this mayinclude, for example,
building executive functioning by introducing motivational interviewinginto the practice. People have to experience success
to believe there is a future one can influence. Both bigand little policy changes areimportant. Little “p” is done atan
administrativelevel, whereas big “P” is done by legislative bodies —Congress or statelegislatures. The lasttwo levers,
regulatory and fiscal,areconsidered the Holy Grail of systems change and address hardwire-type changes to systems that
are beyond the engagement of leaders.

Ms. Dreyfus then went on to describefive keys to system sustainment, whichinclude:

1. Win over hearts and minds: This is importantboth internally and externally. People have to be owners, not
renters, of your vision.Itis importantto see the humanity of the people we hope to guide to self-sufficiency and
one way to do thisis to get legislative, gubernatorial, budget, and chamber of commerce staff into the field to see
programs’work and be awareof implicitbias.

2. Create and invest in champions: To help other organizations believein the efforts of TANF, you cancreate and
embed championsinstatebudget offices, local legislatures,and within executive branch agencies.

3. Hardwire data driven, science informed CQl: Itis imperativeto continuously measurechange and be transparent
with data. Figure out how to engage diverse voices and perspectives that can demonstrate impact and answer the
‘why’ question. Ensure family and participantvoices arehardwired into performance management systems and
CQl processes for both qualitativeand quantitative data.

4. Be mission critical to other systems: By connecting with fellow systems, each can see how the other is mission
criticaltoits success. For example, early learning departments see how they affect TANF systems and child welfare
departments see how the stresses of poverty affect child neglect and maltreatment.

5. Be engaged in alearning community of national peers: A key element of sustainabilityis to listen and think
critically tostay connected and continue to learn from each other, both within one’s program, butalsoacross
states and communities.

Efficiency in

Ms. Dreyfus then shared information aboutthe Human Services Value Achieving Outcomes
Curve which was precipitated by the Great Recessionand calls upon four
cumulativetiers to effect population-level change:regulative,

collaborative, integrative (wraparound orientation), and generative Generative
Business Mode!

(population level-change). Some examples driving the above related tiers
include:

e Changingpracticeatastate or local level.

e Setting organizational policies ata stateor local level that codify 5
. . .. . ollaborative
what we want to achievein promisingpractices. Business Mode!

e Pullingregulatorylevers thathardwirechange into state and
federal laws.

e Facilitatingfiscal/budgetary changes that focus dollarson system,

hard-wired changes. Figure 10. Human Services Value Curve

Question (for sites): Where they have succeeded with the five keys to
system sustainment and where they would like to focus?

e Utah wants to learn how to use data more effectively—to explore what the dataimplies and how itcanbe used
for continual improvement.

e Maryland has been identifyinginternal champions, butneeds more external champions and needs to be clear on
what success looks like.

e  Connecticut needs to investinchampions and wants to bring more partners together.
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Ramsey County feels it has been an uphill battleto push systems change, but they do have champions and hope to
seek out more at high levels of state government.

Washington shared that internal hearts and minds are won over and they are now workingon external partners.
They want to be mission critical to other systems like WIOA.

West Virginia talked about winning over hearts and minds in-house, but needing more external champions. They
believe they could engage in-house partners better.

North Carolina shared that the hearts and minds aspectresonated and that they could be more mission criticalto
partners like public construction and the general public.

Colorado shared that their counties have programexecution responsibility and aregiven the time and spaceto
experiment. Larimer County is developinga two-way customer-coach system, but each county does things
differently.

Finally, Ms. Dreyfus suggested that a meaningful way to engage external champions may be to invite them to spend a day in
the life of a person on TANF, and have multiple stakeholders doit on the same day. This would allow these potential
champions to experience first-hand, the program’s vision and havea deeper connection to the work inthe long-term.

CLOSING REMARKS

Ms. Golonka concluded the meeting by reminding everyone that TANF is more than justa program to admi nister.Itis the
hope of OFA that there will be continued partnership with state programs, similarto the Policy Academy, to provide
opportunities to collaborateand create innovativesolutions. OFAis committed to supportingthe Policy Academy sites, she
said, through the OFA PeerTA network or other technical assistance. Attendees were urged to partner with the
organizations thatreceive block grantfunds to align missionand goals.
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