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Introduction and summary
Americans face a host of challenges navigating their careers in the 21st century.
Corporations increasingly eschew workforce investments that fostered economic
stability in previous generations, failing to provide health and retirement benefits as
well as on-the-job training. Meanwhile, global competition, app-based technology,
and the potential for accelerated automation and the rise of artificial intelligence
threaten workers’ ability to stay in a single field over the course of their careers. Yet
women and people of color face the greatest obstacles navigating the labor market,
as steep gender and racial pay gaps as well as occupational segregation persist,
making it difficult for them to find good jobs.
Policymakers, workforce intermediaries, employers, and worker advocates continue
to debate how to correct existing labor market disparities and ensure that 21st
century American workers are able to reach the middle class, successfully navigate
their careers, and balance work with other responsibilities.1 Advocates across
industries and ideological spectrums point to high-quality training and a nimble
workforce investment system as essential components in ensuring that all workers
across gender and racial lines are prepared for emerging jobs. Yet today’s public
workforce system is ill-prepared to fill this role, and even in forward-looking
conversations, the role of the workforce system is relegated to responding to the
changing labor market rather than imagining a role for intermediaries in shaping the
jobs of the future.
Policy proposals often lack details on how new investments in workforce
development will differ from existing interventions that have failed to support
equity or real advancement opportunities. Too often, job training programs put the
onus on workers themselves to respond to the changing labor market and navigate
the increasingly complex workforce system while ignoring the reality that the very
training devoted to these fast-growing fields often results in low-paying jobs with
poor working conditions.
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Workers in many of the fastest-growing occupations in the United States earn poverty wages.2 Meanwhile, corporations frequently classify workers in emerging fields
such as ride-sharing as independent contractors. While many of these workers are
likely misclassified, independent contractors are not covered by workplace standards
laws—laws that, for example, ensure that workers are both paid the minimum wage
and are safe while on the job and not discriminated against—as well as broader protections such as the Americans with Disabilities Act.3
Women and people of color account for a disproportionate share of workers in many
of these low-wage occupations, and there is little guarantee that training opportunities in sectors with higher pay and better working conditions are accessible to workers across racial and gender lines. Racial and gender disparities exist in jobs, wages,
benefits, and other measures of job quality.4
Moreover, training alone will never be enough to ensure that all U.S. workers are
successful, and especially not sufficient to achieve gender and racial equality for
women workers and workers of color. Data analysis from the Economic Policy
Institute shows that no matter their education level, African American women are
paid less than white men.5 More precisely, two-thirds of African American women
have some amount of postsecondary education but are nonetheless paid 67 percent
of white men’s pay, on average.6 Yet the public workforce system—a network of
training and employment services for workers and employers—is not even required
to provide metrics that ensure that newly trained workers enter into family-supporting jobs. Assessing job quality would be a means to achieving racial and gender
equity in the workplace.
In order to ensure that future jobs are good jobs with real pathways to economic
mobility for all Americans, workforce intermediaries must not only react to changes
in the market but also use their role to reshape labor markets to be more equitable
for women and people of color. Indeed, a 2019 report from the Center for American
Progress, “A Design for Workforce Equity: Workforce Redesign for Quality Training
and Employment,” detailed essential policy reforms to achieve these goals.7
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Elements of successful partnerships between
workforce intermediaries and employers
• Workforce intermediaries connect workers to jobs and require adherence to job quality
standards—including wage standards—in their engagement with employer partners,
as well as adherence to other mechanisms to shape labor market conditions and raise
standards in the workplace. Workers and their representatives have a role in designing
training and job quality standards to meet their current needs and support ongoing
career development.
• Workforce intermediaries intentionally build client-centered partnerships with
employers that reshape industry practices based on the strengths of workers across
racial and gender lines—as opposed to only responding to industry change.
• Workforce intermediaries consistently engage in partnership development with
their employers by providing trainees personalized support and strategies that help
strengthen networking and other skills required for reaching individual professional
goals after program completion.

This report examines two job training approaches in fast-growing sectors: The
Per Scholas model in the information technology (IT) sector and the SEIU 775
Training Partnership model in the home-care industry. Using a case-study approach,
the authors conducted interviews with staff at both organizations to help examine
how particular features of institutional partnerships with employers can facilitate a
process for quality training and ensure that all workers have fair access and the support they need to achieve upward mobility and economic security.8 Taken together,
these two programs provide an ecosystem model that workforce intermediaries
such as labor-management training partnerships, community-based training providers, and the public workforce system can adopt. Indeed, by centralizing equity and
investing in job quality, policymakers, employers, and worker advocates can ensure
that investments in workforce development shape 21st century labor markets in
ways that lift all working Americans.
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Fostering social and economic equity:
The Per Scholas model
Per Scholas is a national provider of free employment and training in the IT sector, emphasizing relationships through accountability to its students and employer
partners. At a time when diversity, inclusion, and retention of women and people
of color remain some of the biggest challenges facing the industry,9 Per Scholas has
helped bring equity and innovation into the tech ecosystem.

Equity Gaps in the IT sector
For all of the economic hype that technology jobs bring, only a select few are benefiting from the so-called tech boom.10 When looking at workforce composition in
the tech industry, its fortunes are unevenly distributed.11 Representation of women,
as well as Black and Latinx representation, remains especially poor.12 And despite
some recent improvements in diversity rates, the sector continues to struggle with
gender and racial equity.13
For example, software developer jobs in the industry are among the fastest-growing occupations today.14 The average salary for software developers in 2017 was
$109,309, well above the average national salary of $53,888.15 Yet white men are
greatly overrepresented in this field: Of the 1.8 million workers employed as software developers, more than 80 percent are men and 54 percent are white.16
Even entry-level IT jobs tend to pay better than the average entry-level U.S. job. But
similarly, the overall workforce overwhelmingly comprises white and male workers.
For example, opportunity gaps exist among computer support specialists despite a
faster-than-average job outlook and a higher-than-average entry-level annual salary
of $53,470 per year.17 Of the approximately 547,000 workers employed as computer
support specialists, only about one-quarter are women. And in terms of racial distribution, Asian American and Pacific Islander workers make up just 12 percent of
computer support specialists, while Black and Latinx workers combined account for
approximately 11 percent of the workforce.18
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While the effects of this lack of diversity are numerous and beyond the scope of this
report, increasing job quality for women and people of color as a practice of fostering workforce equity through skills training is central in this report’s focus on the
Per Scholas model.

A brief history of Per Scholas
With an original mission to close the digital divide, Per Scholas was founded in 1995
as a social venture that refurbished “end-of-life” computers and donated them back
to schools in the Bronx, New York, as well as offered digital literacy classes to unemployed and underemployed residents living in the South Bronx.
By the early 2000s, the organization had fully pivoted to a technology training organization that created opportunities for communities previously overlooked by business.
Per Scholas is now a premier technology and placement organization, and as such, its
model has evolved from providing computer repair and maintenance services to filling
staffing needs for a growing number of businesses in need of tech talent.
Now a provider of high-quality technology training and career development services
in 12 metropolitan areas across the United States, Per Scholas is a proven means of
improving the career trajectories of workers and meeting the needs of industry. It is
able to provide training and employment services to individuals at no cost through
financial support from foundation and corporate philanthropy, industry, and the
government, as well as revenue from a customized training model that directly partners with employers to build training solutions matched to business needs. Research
confirms the model’s success: Per Scholas has notably undergone two randomized
controlled trials (RCTs), the first conducted by Public/Private Ventures in 201019
and the second conducted by MDRC in 2016.20 With a combined sample of 1,143
individuals, the two RCTs found that two to three years after graduating from Per
Scholas training, individuals increased their annual earnings by $4,000 to $5,000
more than the control group—about a 30 percent increase. In a 2020 report, MDRC
found increased average earnings in both follow-up years—2017 and 2018—reinforcing the body of evidence on the Per Scholas model’s effectiveness at increasing
quality employment.21
Whereas the design of these evaluations was randomized at the individual level,
this case study aims to showcase in an organizational context how the model fosters
social and economic mobility through a focus on developing mutually beneficial
relationships between Per Scholas and its employer clients.
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Per Scholas fosters equity with business solutions
Although Per Scholas has phased out its computer recycling operation, the organization
continues to innovate in practice, not only adjusting and adapting its approach to meet
IT industry staffing needs based on both market trends and specific customization, but
also providing women and people of color with access to high-quality certification training, job placement, and career development services in the technology sector.
Throughout its 25-year evolution, Per Scholas has launched multiple workforce
initiatives aimed at fostering workforce equity, including efforts to advance gender
parity in the tech sector by committing to training more women to work in the
field.22 In addition to expanding its training for entry-level IT jobs to other cities, the
Per Scholas training module now includes courses aimed at preparing students for
midcareer technology jobs.
To date, Per Scholas has trained more than 10,000 individuals nationwide—90 percent of whom are people of color and one-third of whom are women. The program
boasts a graduation rate of 85 percent, and of those who graduate, 80 percent attain
employment, with 75 percent of those individuals staying employed for at least one
year. Graduates’ earnings have increased, nearly quadrupling after placement in IT
jobs; after one year of employment, graduates saw their wages go up by 15 percent.23
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Per Scholas partnerships with major tech sector employers
Per Scholas has partnered with Barclays, Capital One, TEKsystems, and numerous other employers to help supply well-qualified workers with skills customized to fit partner needs.
• Barclays: The evolution of Per Scholas in sustaining robust relationships with employers is
evidenced by its strong partnership with Barclays, with which it has launched and invested
in cybersecurity training programs in New York City and Newark, New Jersey. Specifically,
Barclays helped create the curriculum—and has even provided some instruction. As a result
of this partnership, Barclays has hired 55 graduates to date through full-time employment,
apprenticeship, and internship opportunities.
• Capital One: In the Washington, D.C., region, Capital One has made investments to support
the building of its cybersecurity training facility and has even provided hands-on training
at its Education Security Operations Center. The relationship between Capital One and Per
Scholas signals an investment that produces needed quality training in a growing field.*
• TEKsystems: Another type of national partnership is Per Scholas’ relationship with
TEKsystems, a full-stack talent and technology provider that offers IT staffing solutions.
At the beginning of 2019, TEKsystems had already hired more than 400 individuals from
Per Scholas nationally. As part of the 2019 partnership agreement, Per Scholas has scaled
training tracks across four markets tailored to meet the hiring demands of TEKsystems and its
clients. Per Scholas develops types of training tracks specific to the employer partner, seeks
the partner’s input on curriculum, determines the location for training, calculates enrollment
rates and hiring needs, and outlines pay structure.

The success of the Per Scholas model largely depends on its ability to build and maintain
mutually beneficial relationships with employers. In particular, Per Scholas specifically
devotes staff resources to cultivating partnerships with employers, developing an industry network, and identifying new markets for its training and employment services.
In doing so, the Per Scholas Business Solutions team engages in three equityenhancing practices to help break down barriers to IT employment for women and
people of color, helping them secure well-paying jobs. These practices include integrating job quality metrics to guide partnership engagement, embedding awareness
and prioritization of workplace culture early into the training curricula, and investing in professional development to improve training.
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Integrating job quality metrics to guide partnership engagement
To make sure these relationships stick, Per Scholas applies rules to supply students
with a good job match. It also employs a robust team of Business Solutions staff who
develop and manage corporate engagement and hiring, helping establish standards
and expectations for workers and employers.
Specifically, Per Scholas requires employer partners to pay a minimum initial wage
of $18 per hour for occupations in its most entry-level tracks and a starting wage of
$21 per hour to $25 per hour for its cyber or software engineering track. In addition,
Business Solutions is structured so that each team and individual employee is required
to meet a set of key performance indicators (KPIs), such as maintaining a job placement rate of 70 percent for its students within 120 days after graduation and placing 80
percent of all graduates in employment within six to nine months afterward.

Embedding awareness and prioritization of workplace culture early		
into the training curricula
The Per Scholas model engages students with employers early into the training module—as soon as three to four weeks after courses begin. Students gain experiences
that help them develop a familiarity with and understanding of the norms, values, and
beliefs of workplace culture. This mutually beneficial practice not only helps students
but also provides a service to Per Scholas’ employer partners. The reason for such early
engagement is to help expose employers to the type of student development that is
taking place, which may benefit employers by giving them meaningful contact with
students throughout their learning process. In other words, the Per Scholas approach
offers students a glimpse of what they can expect in the workplace after completing
their training, while employers get a chance to engage with students earlier in the
training module. Because employers come to know the students by name, these relationships add to the students’ social capital and extend their social networks.
Investing in professional development to improve training
Per Scholas builds its capacity to mutually engage the employer by providing coaching to students during training and after graduation, including by helping students
practice for job interviews as well as helping them problem-solve if they are experiencing challenges on the job. Here, the purpose of providing coaching for one to two
years after students graduate from the program is to continue to develop graduates’
leadership skills while they are active in the workforce. This is another example of
the types of services that benefit alumni—but perhaps more importantly, it is a useful innovation for employers.
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Continued coaching for alumni has been so successful that Per Scholas is developing an alumni leadership academy focused on building its employer partners’
understanding of the uniqueness of the Per Scholas model, further developing these
qualities rather than only focusing on increasing technical skills. Each of Per Scholas’
11 training sites operates using this model, and their onsite career coaches work
closely with the Business Solutions teams to match students with jobs based on their
technical and professional skills.

Per Scholas leverages mutual benefits to advance equity
By building business teams into the model, the development of employer relationships is guided by job quality metrics. Emphasizing workplace culture and providing further professional development efforts help sustain these strong partnerships.
Together, these practices characterize a unique partnership model that aims to both
reduce the employment risk that individuals take on when participating in job training and respond to employers’ labor market needs.
For Per Scholas, it is important that employer partners not only feel invested in hiring but also deepen their engagement by helping the organization develop the actual
training approach, including through curriculum development; engaging onsite visits; and employers’ participation in the training process in the form of guest teaching, lunch and learns, mock interviews, and even hiring fairs. Over time, employer
partners have come to serve on Per Scholas’ local site advisory boards as well as its
national board as a result of these deepening relationships.
These three strategic practices demonstrate how Per Scholas takes a more holistic, allhands-on-deck approach with employer partners who are also invested. From C-suite
executives to hiring managers who oversee the budget for their business operations,
employer partners must be prepared to provide the necessary resources to help inform
curriculum development, match training with actual hiring needs, and articulate a
deep overall understanding of their own business goals to the training provider. Strong
partnerships between the workforce intermediary and its employer partners—such as
in the Per Scholas model—show that partnership performance increases accountability for generating good results and therefore adds value to the quality of the training
program. For women and people of color, this means that quality partnerships lead to
better training that is connected to good jobs.
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Boosting job quality: The SEIU 775
Training Partnership model
The SEIU 775 Training Partnership—a partnership between Washington state,
private sector employers, and Service Employees International Union (SEIU) Local
775—is improving job quality and care outcomes in the fast-growing home-care
industry. Home-care workers—the majority of whom are women of color—are
typically paid low wages. The SEIU 775 Training Partnership, however, prioritizes
training to help make home care a destination career, working in tandem with
policymakers to raise pay, improve health and safety conditions, provide health
care, secure retirement and job-matching benefits, and increase standards across the
home-care industry.
Caregiving work—and particularly home care—is one of the largest and fastestgrowing fields in the U.S. economy.24 While these jobs face little risk of being offshored or automated, they provide little opportunity for advancement. As a result,
home-care workers are too often ignored in conversations on training and the future
of work. Yet this innovative SEIU 775 training initiative is attracting thousands of
well-qualified workers annually while raising standards across the state.

Home care is a high-skill, low-wage sector dominated by women and
people of color
Home-care workers perform tasks that are essential to ensuring that aging clients
and clients with disabilities can live independently in their communities. The U.S.
Bureau of Labor Statistics found that there were 3.3 million home health and personal care aides in 2018 and estimated that the number of jobs in the field would
grow by 36 percent from 2018 to 2028.25 The largest portion of this sector is made
up of home-care workers.
The need for direct-care workers is growing as Baby Boomers age and they and
Americans with disabilities are increasingly able to exercise their choice to receive
care at home. The population of adults who are ages 65 and older is projected to
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nearly double from 2016 to 2060,26 and nearly 90 percent of Americans in this age
category report that they want to age in their current home, according to a 2014
AARP survey.27 Moreover, many of the 1 in 5 Americans who live with a disability
rely on home care in order to live and work independently.28
Yet despite this obvious demand for home care, the sector is experiencing a massive
shortage of workers. As a result, more than 650,000 people with disabilities who
qualify for Medicaid are stuck on waitlists to receive critical home- and communitybased support services.29 And because traditional health insurance and Medicare
typically do not pay for long-term services and supports, only 30 percent of noninstitutionalized seniors who require long-term services receive paid care; the rest rely
on unpaid family caregivers.30 And while Medicaid does cover community-based
care, Social Security Insurance limits eligibility to only Americans living in poverty
who would have no means to pay for home-based care on their own.31 Research
shows that in the next decade, as the Baby Boomer generation ages, the number of
family caregivers available to provide unpaid care will fall sharply.32
While rapidly increasing demand certainly contributes to caregiver shortfalls, the
industry also has difficulty attracting and retaining qualified workers due to the difficulty of the work and abysmal wages. In 2017, national wages for home-care workers
were $11.52 per hour—and typically just $16,200 annually due to part-time and
unstable scheduling.33 As a result, approximately half of all home-care workers rely
on public assistance, with 1 in 5 living in poverty.34
Home-care workers are predominately women and people of color: Nearly 90 percent are women, 28 percent are African American, and 23 percent are Hispanic or
Latinx.35 In addition, approximately one-third of home-care workers are immigrants,
and the workforce is almost evenly split between workers who have a high school
degree or less—54 percent—and those who have at least some college education—46 percent.36
Although home-care work is typically low wage, it is high skilled. On a daily basis,
based on their clients’ individual needs, home-care workers perform physical
labor—including personal hygiene care, moving and lifting, household cleaning,
and meal preparation as well as higher-level critical thinking and interpersonal
skills. This can include problem-solving to help shift client schedules to account for
sudden illness, weather conditions, changing client preferences, and unexpected
resource needs; conducting a range of informal to formal reporting tasks as well as
acting as advocates with their clients by communicating their preferences to various
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health care and support providers; and assisting clients in staying socially connected. Increasingly, home health aides work with clients with more complex needs,
including dementia complications, behavioral health issues, and other physical
health issues such as diabetes.
Policymakers at all levels of government must intervene to ensure that these jobs are
structured in ways that raise standards for workers and clients and that meet rapidly
increasing demand.

The SEIU 775 Training Partnership creates conditions for 			
improving job quality
In order to stabilize the workforce and raise care standards, the SEIU 775 Training
Partnership is structured as a labor-management partnership, an independent organization that the union and employers jointly control. Through this structure, the
partners collaboratively design and manage workforce training, professional learning, and apprenticeship opportunities that improve standards and safety for workers
and increase the quality of care provided to clients.37
The SEIU 775 Training Partnership was established in 2010, after the Washington
state legislature enacted comprehensive legislation to expand the state’s long-term
supports and services to meet the needs of all Washingtonians. These reforms included
the creation of a task force charged with making occupational training recommendations as well as provisions to increase home-care workers’ wages and benefits.38

Pairing training with job quality standards to professionalize the labor market
The SEIU 775 Training Partnership structured training standards to improve recruitment, retention, and professionalization in the state’s home-care industry. For these
reasons, the partnership prioritizes training to help workers—84 percent of whom
are women, 18 percent of whom are Asian /Pacific Islander, 9 percent of whom are
Latinx, and 7 percent of whom are African American—who want to stay in the field,
rather than programming to provide pathways to related occupations.39
Home-care workers must complete 75 hours of training, pass the state’s Department
of Health exam, and comply with ongoing continuing education requirements in
order to become certified to provide care.40 The SEIU 775 Training Partnership
trains about 50,000 workers annually—a level just below the number of students
enrolled each year at the University of Washington.41 The training program has also
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created opportunities for career progression within the field, including an advanced
home-care aid specialist course with tracks focused on behavioral and holistic
health; a registered apprenticeship program; and peer mentorship opportunities.42
In order to achieve its goals of raising standards and professionalizing the industry,
the training partnership functions within a larger ecosystem of policies that support
home-care workers. Since 2001, the state has recognized the right of home-care
workers who are paid through state Medicaid funds to organize into unions and
collectively bargain, which helps ensure that training is linked to wage differentials
that encourage and reward growth and expertise.43 Additionally, collective bargaining ensures that workers have a voice in shaping the training to meet their needs; for
example, workers employed by participating employers can attend training for free
and receive pay while doing so, which allows these workers to focus on successfully
completing the program.
In addition, the requirement that Medicaid-paid home-care workers become certified ensures that untrained workers cannot erode industry standards—and therefore
helps attract more workers to the field since the training is helping raise standards
throughout the industry. This sort of occupational credentialing has increasingly
come under scrutiny. Among equity advocates in the public workforce space, there
is growing concern that too many credential requirements do not translate to good
jobs.44 In addition, several research and advocacy groups are advancing reforms to
limit the use of occupational certification and licensure—arguing that the barriers to
entry created by these sorts of requirements should be employed only when consumer health and welfare benefits outweigh consumer costs.45
Yet in the home-care industry, occupational certification plays a central role in stabilizing wages, improving outcomes for workers and, as a result, providing meaningful benefits to consumers. Moreover, since the certification was developed by
workers and employers in partnership, the credentials reflect the genuine needs and
expertise of the industry. For example, the SEIU 775 Training Partnership delivers
its certificate training in 11 different languages and the certification test itself in 13.
More broadly, research has shown that these sorts of licensures or certifications can
ensure that workers earn higher wages and enjoy longer job tenure—and even help
foster entrepreneurship.46 At their best, they can reduce racial and gender wage gaps
by helping signal high skill levels. A 2018 Brookings Institution paper found that
occupational licensing provides a relatively small wage premium to white men—2
percent—when compared with women and people of color: 8 percent for Black
men, about 11 percent for Hispanic men, 11 percent for white women, 6 percent for
Black women, and 11 percent for Hispanic women.47
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Finally, the training partnership functions within the larger SEIU 775 Benefits
Group, which provides additional benefits that help support workforce stability. This
includes health and retirement benefits as well as occupation-specific benefits such
as discounts on work shoes and Carina, an app-based hiring platform that matches
workers with high-road employers.48 While it would be difficult for a single employer
to offer this large menu of benefits to its employees, the partnership leverages economies of scale to reduce costs and improve benefits and supports. Moreover, it offers
benefits portability for workers who may frequently migrate between employers.

Prioritizing client control and quality of care
Washington’s training and certification requirements for home-care workers have
helped raise standards for workers while still affording clients sufficient control and
independence to ensure that their specific needs are met. Although these workers
are mainly paid through federal and state Medicaid funds, they are employed by
clients who retain the ability to supervise, hire, and fire them. The partnership is successful, in large part, because it has raised care standards without limiting consumer
control and therefore won the support of disability rights and worker advocates.
Among states, Washington ranks highest in quality of long-term health care services
and supports, according to a 2017 report from the AARP Public Policy Institute.49
Similarly, California has experimented with advanced training models for homecare provision to ensure that workers in the industry receive specialized training
to more fully integrate them with clients’ care teams. The program—which provided 60 hours of advanced training for home-care workers employed by Medicaid
recipients—included clients in the training and covered topics such as symptoms of
common health conditions; health and medication adherence monitoring and communication; health coaching; and health system navigation. One study found that
the vast majority of home-care workers and clients reported high levels of satisfaction with the training. Moreover, emergency room and hospitalization visits had
declined by approximately 40 percent two years after the training.50
These examples suggest that when employed within an ecosystem of policies that
work to improve job standards, home-care workers’ ability to obtain licensure or
attain an educational credential serves as a job market signal for quality.

Centralizing worker outcomes through cooperative partnerships
By structuring training programs through joint labor-management partnerships,
workforce advocates across the country have helped ensure that workers are empowered to design high-quality training to meet their needs. Indeed, studies confirm that
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not only are unionized workers more likely to receive training but that training is
also more often of high quality and connected to good jobs.51
Like the Washington state example, the California initiative discussed above provides training through a joint labor-management training partnership.
Moreover, a 2017 report from the Midwest Economic Policy Institute found that
completion rates among construction apprentices trained through a joint labormanagement partnership in Ohio were 21 percent higher than completion rates for
those trained through nonunion programs.52 And a 2003 study examining five years
of survey data found that unionized workers in Great Britain were not only more
likely to get training and receive more days of training than nonunion workers but
also had higher wage growth than those nonunion workers who received training.53
This approach can be particularly powerful in raising standards and providing a
voice to workers in industries dominated by women and workers of color. The SEIU
775 Training Partnership has been so successful that the state recently adopted
a similar training partnership to improve the job standards and quality of statesupported child care. After the state enacted legislation to create an early care and
education substitute pool, the state partnered with SEIU 925—another SEIU local
representing 17,000 workers in education, local government, and non profits—to
ensure that workers in the pool were well-qualified, offering training modules in
English, Spanish, and Somali.54 Moreover, cities and states are increasingly supporting the creation of labor-management partnerships in other fast-growing fields—
such as health care and IT—with a specific focus on boosting equity and ensuring
that workers from diverse backgrounds are connected to relevant jobs.55
While executing these sorts of strategies is difficult and requires partnership with
worker organizations, doing so can help increase job quality across some of the largest and fastest-growing sectors of the U.S. economy, support career advancement,
and improve outcomes for consumers. Workforce advocates who want to ensure that
equity and job quality are central to the future of work conversations must not only
focus on ensuring that these workers are provided opportunities for career development that take them into higher-paying occupations but also support policies to
ensure that work in caregiving professions and similarly fast-growing industries is
good work.
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Conclusion
Per Scholas and the SEIU 775 Training Partnership provide helpful lessons for
workforce intermediaries seeking partnerships that foster equity and improve job
quality. Both partnerships improve workplace conditions and fairness for women
and people of color by implementing training designs that aim to meet the needs
of all workers and employers. Furthermore, the partnership features between the
workforce intermediary and its employer affirmatively mitigate unnecessary burdens
linked to racial and gender bias against women, people of color, and other underrepresented voices. Put differently, these quality partnerships ensure all workers free job
training and increase their earnings while continuing to provide them needed supports throughout their careers, which helps increase the representation of women
and people of color in good jobs.
For policymakers, the two case studies showcase key design features and demonstrate how shared responsibilities between intermediaries and employers enable
continuous learning and quality improvement are essential for improving workplace
conditions and fostering equity in the labor market. These design features include:
•
•
•
•
•

Application of business development practices
Early integration of students into the work culture
Provision of on-the-job coaching for graduates
Joint cooperation between labor and employers
Linking workforce strategies to policies to raise industry standards

Quality partnerships structured in this way not only help workers access a job but
also help restructure the entire labor market so that jobs of the future are good jobs
for all workers.
Together, these practices for establishing quality partnerships have implications for
education and skills training policy: Ensuring workforce equity for women, people
of color, and other underrepresented voices in a changing world of work would
improve industry behavior to ensure high-quality jobs are equally available to all
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workers. Placing greater emphasis on the role that quality partnerships play between
intermediaries and employers by restructuring the public workforce system would
not only help expand representation but would also provide policymakers with best
practices to improve job quality and create a sustainable workforce equity structure.

About the authors
Livia Lam is a senior fellow and the director of Workforce Development at the Center

for American Progress.
Karla Walter is the senior director of Employment Policy at the Center.

Acknowledgments
The authors would like to thank the staff of Per Scholas and the SEIU 775 Training
Partnership for their feedback and review of this report.
* Correction, April 8, 2020: Language surrounding the role of Capital One has been corrected to
accurately reflect its partnership with Per Scholas.

17

Center for American Progress | Quality Workforce Partnerships

Endnotes
1 Anu Madgavkar and others, “The future of women at work:
Transitions in the age of automation” (New York: McKinsey
and Company, 2019), available at https://www.mckinsey.
com/featured-insights/gender-equality/the-future-ofwomen-at-work-transitions-in-the-age-of-automation;
David Baboolall and others, “Automation and the future
of the African American workforce” (New York: McKinsey
and Company, 2018), available at https://www.mckinsey.
com/featured-insights/future-of-work/automation-andthe-future-of-the-african-american-workforce; Casey Leins,
“Cities Struggle to Prepare African Americans, Latinos for
the Future Workforce,” U.S. News and World Report, August
21, 2019, available at https://www.usnews.com/news/cities/articles/2019-08-21/cities-struggle-to-prepare-africanamericans-latinos-for-the-future-workforce.
2 Alexander Tanzi, “America’s Fastest Growing Jobs Pay
About $24,000 Annually,” Bloomberg, September 4,
2019, available at https://www.bloomberg.com/news/
articles/2019-09-04/america-s-fastest-growing-jobs-payabout-24-000-annually.
3 For example, the U.S. Bureau of Labor Statistics estimated
that positions for home health aides and personal care
aides will grow grew by more than one-third from 2018
to 2019—but the median wage for workers in these positions is just more than $24,000 annually. Also note that
the classification of gig economy workers is increasingly
controversial. Workers contracted and managed through
online applications have sued several corporations, arguing that they are misclassified as independent contractors.
Moreover, cities and states are increasingly taking action
to ensure that gig economy workers are provided essential workplace protections, such as minimum wage
protections, and legal employment tests are balanced so
that workers can exercise their rights. See U.S. Bureau of
Labor Statistics, “Occupational Outlook Handbook: Fastest
Growing Occupations,” available at https://www.bls.gov/
ooh/fastest-growing.htm (last accessed February 2020);
Karla Walter and Kate Bahn, “Raising Pay and Providing
Benefits for Workers in a Disruptive Economy” (Washington: Center for American Progress, 2017), available at
https://www.americanprogress.org/issues/economy/reports/2017/10/13/440483/raising-pay-providing-benefitsworkers-disruptive-economy/.
4 Danyelle Solomon, Connor Maxwell, and Abril Castro,
“Systematic Inequality and Economic Opportunity”
(Washington: Center for American Progress, 2019),
available at https://www.americanprogress.org/issues/
race/reports/2019/08/07/472910/systematic-inequalityeconomic-opportunity/; Emily Baxter, “What Occupational
Data Show About the Causes of the Gender Wage Gap,”
Center for American Progress, April 14, 2015, available
at https://www.americanprogress.org/issues/women/
news/2015/04/14/110934/what-occupational-data-showabout-the-causes-of-the-gender-wage-gap/.
5 Valerie Wilson and others, “Black women have to work 7
months into 2017 to be paid the same as white men in
2016,” Economic Policy Institute Working Economics Blog,
July 28, 2017, available at https://www.epi.org/blog/blackwomen-have-to-work-7-months-into-2017-to-be-paidthe-same-as-white-men-in-2016/.
6 Ibid.
7 Livia Lam, “A Design for Workforce Equity” (Washington: Center for American Progress, 2019), available at
https://www.americanprogress.org/issues/economy/
reports/2019/10/16/475875/design-workforce-equity/.

8 Livia Lam, one of the co-authors of this report, worked
at SEIU 775 from 2007 to 2009. Along with secondary
sources, the authors conducted open-ended phone, email,
and in-person interviews with Per Scholas staff members
Bridgette Gray—executive vice president, National
Program—and Joy King, managing director of the National
Capital Region—as well as participated in a site visit to
the Per Scholas program in the National Capital Region,
between September 2019 and December 2019. Qualitative data transcribed and interpreted from the research
interviews and researchers’ fields notes helped define
how partnerships between Per Scholas and its employer
partners helped increase equity through job training.
Similarly, the authors conducted open-ended interviews
by phone and email with SEIU 775 Training Fund staff, as
well as participated in a site visit to the program in Seattle,
Washington, between June 2019 and January 2020.
9 Sara Harrison, “Five Years of Tech Diversity Reports—and
Little Progress,” Wired, October 1, 2019, available at https://
www.wired.com/story/five-years-tech-diversity-reportslittle-progress/.
10 Elizabeth Ross, “Who Is Left Behind by the Tech Boom?”,
WGBH News, July 12, 2019, available at https://www.wgbh.
org/news/science-and-technology/2019/07/12/who-isleft-behind-by-the-tech-boom.
11 Richard Florida, “The Benefits of High-Tech Job Growth
Don’t Trickle Down,” CityLab, August 8, 2019, available at
https://www.citylab.com/equity/2019/08/technology-employment-multiplier-effect-inequality-research/595291/;
Harrison, “Five Years of Tech Diversity Reports—and Little
Progress.”
12 Mark Muro, Alan Berube, and Jacob Whiton, “Black and
Hispanic underrepresentation in tech: It’s time to change
the equation” (Washington: Brookings Institution, 2018),
available at https://www.brookings.edu/research/blackand-hispanic-underrepresentation-in-tech-its-time-tochange-the-equation/; Mark Muro and others, “Digitalization and the American Workforce” (Washington: Brookings
Institution, 2017), available at https://www.brookings.edu/
research/digitalization-and-the-american-workforce/.
13 Paul Goodman, “Equality, Equity, and the Tech Industry,”
Greenlining, October 27, 2015, available at https://greenlining.org/blog-category/2015/equality-equity-and-thetech-industry/; Scott Dadich, “The Battle for Equality is a
WIRED Issue,” Wired, October 27, 2015, available at https://
www.wired.com/2015/10/editor-letter-november-2015/;
Maya Beasley, “There Is a Supply of Diverse Workers in
Tech, So Why Is Silicon Valley So Lacking in Diversity?”
(Washington: Center for American Progress, 2017), available at https://www.americanprogress.org/issues/race/
reports/2017/03/29/429424/supply-diverse-workers-techsilicon-valley-lacking-diversity/.
14 U.S. Bureau of Labor Statistics, “Occupational Outlook
Handbook: Fastest Growing Occupations.”
15 Data USA, “Software Developers, Applications & Systems
Software,” available at https://datausa.io/profile/soc/
software-developers-applications-systems-software (last
accessed January 2020).
16 U.S. Bureau of Labor Statistics, “Labor Force Statistics
from the Current Population Survey: Employed persons
by detailed occupation, sex, race and Hispanic or Latino
ethnicity, 2019,” available at https://www.bls.gov/cps/cpsaat11.htm (last accessed February 2020).
17 U.S. Bureau of Labor Statistics, “Occupational Outlook
Handbook: Computer Support Specialists,” available at
https://www.bls.gov/ooh/computer-and-information-technology/computer-support-specialists.htm (last accessed
January 2020).

18

Center for American Progress | Quality Workforce Partnerships

18 U.S. Bureau of Labor Statistics, “Labor Force Statistics from
the Current Population Survey.”
19 Public/Private Ventures, “Tuning In to Local Labor Markets:
Findings From the Sectoral Employment Impact Study”
(Philadelphia: 2010), available at https://ppv.issuelab.org/
resources/5101/5101.pdf.
20 Richard Hendra and others, “Encouraging Evidence on a
Sector-Focused Advancement Strategy: Two-Year Impacts
from the WorkAdvance Demonstrations” (New York: MDRC,
2016), available at https://www.mdrc.org/publication/
encouraging-evidence-sector-focused-advancementstrategy-0.
21 Kelsey Schaberg and David H. Greenberg, “Long-Term
Effects of a Sectoral Advancement Strategy” (New York:
MDRC, 2020), available at https://www.mdrc.org/sites/
default/files/WorkAdvance_5-Year_Report-Final.pdf.
22 Per Scholas, “National Nonprofits Stand in Support of
CEO Action for Diversity & Inclusion Pledge,” Press release,
September 22, 2017, available at https://perscholas.org/
press/releases/national-nonprofits-stand-in-support-ofceo-action-for-diversity-inclusion-pledge.
23 Focusing Philanthropy, “Per Scholas,” available at https://
www.focusingphilanthropy.org/per-scholas-about/ (last
accessed February 2020).
24 U.S. Bureau of Labor Statistics, “Occupational Outlook
Handbook: Fastest Growing Occupations.”
25 U.S. Bureau of Labor Statistics, “Occupational Outlook
Handbook: Home Health Aides and Personal Care Aides,”
available at https://www.bls.gov/ooh/healthcare/homehealth-aides-and-personal-care-aides.htm (last accessed
February 2020).
26 PHI, “Understanding the Direct Care Workforce,” available
at https://phinational.org/policy-research/key-facts-faq/
(last accessed February 2020).
27 Rodney Harrell and others, “What is Livable? Community
Preferences of Older Adults” (Washington: AARP Public
Policy Institute, 2014), available at https://www.giaging.
org/documents/what-is-livable-report-AARP-ppi-liv-com.
pdf.
28 The estimate includes adults and children. U.S. Census
Bureau, “Nearly 1 in 5 People Have a Disability in the
U.S., Census Bureau Reports,” Press release, July 25, 2012,
available at https://www.census.gov/newsroom/releases/
archives/miscellaneous/cb12-134.html.
29 Kaiser Family Foundation, “Waiting List Enrollment for
Medicaid Section 1915(c) Home and Community-Based
Services Waivers,” available at https://www.kff.org/healthreform/state-indicator/waiting-lists-for-hcbs-waivers/?cu
rrentTimeframe=0&sortModel=%7B%22colId%22:%22L
ocation%22,%22sort%22:%22asc%22%7D (last accessed
February 2020).
30 Nina Dastur and others, “Building the Caring Economy:
Workforce Investments to Expand Access to Affordable,
High-Quality Early and Long-Term Care” (Washington:
Georgetown Center on Poverty and Inequality, 2017), available at http://www.georgetownpoverty.org/wp-content/
uploads/2017/05/Building-the-caring-economy_execsummary_hi-res.pdf.
31 For example, the asset limit is $3,000 for married applicants and $2,000 for individuals. See U.S. Social Security
Administration, “Understanding Supplemental Security
Income (SSI) Resources -- 2019 Edition,” available at https://
www.ssa.gov/ssi/text-resources-ussi.htm (last accessed
March 2020).
32 Washington for a Responsible Future, “Heavy Hearts”
(Washington: 2016), available at https://responsiblefuture.
org/heavy-hearts/.

19

33 PHI, “U.S. Home Care Workers: Key Facts” (New York: 2019),
available at https://phinational.org/resource/u-s-homecare-workers-key-facts-2019/.
34 Ibid.
35 Ibid.
36 Ibid.
37 Note that the SEIU 775 Benefits Group was previously
called the SEIU Healthcare NW Training Partnership. Vickie
Choitz, Matt Helmer, and Maureen Conway, “Improving
Jobs To Improve Care: The SEIU Healthcare NW Training
Partnership” (Seattle: SkillUp Washington and Washington:
The Aspen Institute, 2015), available at http://www.aspenwsi.org/wordpress/wp-content/uploads/SEIU-CaseStudy.
pdf.
38 Engrossed Second Substitute, H.B. 2284, 60th Washington
State Legislature, 2007 regular sess. (April 20, 2007), available at http://lawfilesext.leg.wa.gov/biennium/2007-08/
Pdf/Bills/House%20Passed%20Legislature/2284-S2.PL.pdf.
39 SEIU 775 Benefits Group, “Who We Serve,” Updated January
2020. Document was received through personal communication with Lani Todd, director of Strategic Initiatives at the
SEIU 775 Benefits Group, on February 28, 2020, and is on
file with authors.
40 Note that home care aides providing care to their own
family members have lower training requirements. See
Washington State Department of Social and Health Services, “Individual Providers,” available at https://www.dshs.
wa.gov/altsa/home-and-community-services/individualproviders (last accessed November 2019).
41 University of Washington, “Quick Stats of Student Enrollment,” available at https://studentdata.washington.edu/
quick-stats/ (last accessed March 2020).
42 SEIU 775 Benefits Group, “About Our Training Program,”
available at https://www.myseiubenefits.org/about/
training-partnership/ (last accessed November 2019).
43 Choitz, Helmer, and Conway, “Improving Jobs To Improve
Care: The SEIU Healthcare NW Training Partnership.”
44 Rebecca Koenig, “There Are 700K+ Credentials — and
Counting. Which Ones Are ‘Quality’?”, Ed Surge, September 24, 2019, available at https://www.edsurge.com/
news/2019-09-24-there-are-700k-credentials-and-counting-which-ones-are-quality.
45 Grace Knofczynski, “Do Occupational Licenses Keep Consumers Safer?”, The Regulatory Review, August 13, 2015,
available at https://www.theregreview.org/2015/08/13/
knofczynski-occupational-licenses/.
46 Ryan Nunn, “How occupational licensing matters for wages
and careers” (Washington: Brookings Institution, 2018),
available at https://www.brookings.edu/research/how-occupational-licensing-matters-for-wages-and-careers/; Kyle
Albert, Roman V. Galperin, and Aleksandra Kacperczyk,
“Occupational licensure and entrepreneurs: The case of tax
preparers in the United States,” Industrial and Labor Relations Review 72 (5) (2019): 1047–1049, available at https://
journals.sagepub.com/doi/10.1177/0019793919847647.
47 Nunn, “How occupational licensing matters for wages and
careers.”
48 SEIU 775 Benefits Group, “Health Program Offerings,” available at https://www.myseiubenefits.org/health-benefitstrust/active-programs/ (last accessed March 2020); SEIU
Benefits Groups, “Carina: Find Clients Today,” available at:
https://www.myseiubenefits.org/help/carina/ (last accessed March 2020).

Center for American Progress | Quality Workforce Partnerships

49 Longtermscorecard.org, “Long-Term Services and Supports
State Scorecard,” available at http://www.longtermscorecard.org/ (last accessed March, 2020).
50 California Long-Term Care Education Center, “Care Team
Integration and Training of Homecare Workers—Impact
Study” (Los Angeles: 2018), available at https://cltcec.org/
cost-savings-roi/.
51 See, for example, Alison L. Booth, Marco Francesconi, and
Gylfi Zoega, “Unions, Work-Related Training, and Wages:
Evidence for British Men,” Industrial Relations Review 57 (1)
(2004): 68–91, available at https://papers.ssrn.com/sol3/
papers.cfm?abstract_id=470786; Christian Dustmann and
Uta Schönberg, “Training and Union Wages,” Review of
Economics and Statistics 91 (2) (2009): 363–376, available at
https://www.ucl.ac.uk/~uctpb21/Cpapers/training_final.
pdf; Sally Klingel and David B. Lipsky, “Joint Labor-Management Training Programs for Healthcare Worker Advancement and Retention” (Ithaca, NY: Cornell University, 2010),
available at https://digitalcommons.ilr.cornell.edu/cgi/
viewcontent.cgi?article=1042&context=reports.

53 Booth, Francesconi, and Zoegi, “Unions, Work-Related
Training, and Wages.”
54 The Imagine Institute, “Annual Report: Fiscal Year 2019”
(Seattle: forthcoming), on file with the authors. Note
that in fiscal year 2019, 39 percent of providers attended
training conducted in Spanish, while 37 percent attended
English-language trainings and 24 percent attended
Somali-language trainings.
55 Karla Walter, “Public Sector Training Partnerships Build
Power” (Washington: Center for American Progress, 2019),
available at https://www.americanprogress.org/issues/
economy/reports/2019/10/03/475355/public-sector-training-partnerships-build-power/; David Madland and Malkie
Wall, “American Ghent: Designing Programs to Strengthen
Unions and Improve Government Services” (Washington: Center for American Progress, 2019), available at
https://www.americanprogress.org/issues/economy/
reports/2019/09/18/474690/american-ghent/.

52 Lameck Onsarigo and others, “The Economic, Fiscal, and
Social Effects of Ohio’s Prevailing Wage Law” (Saint Paul,
MN: Midwest Economic Policy Institute, 2017), available
at https://midwestepi.files.wordpress.com/2016/05/
bowling-green-su-kent-state-ohio-pw-study-4-10-17.pdf.

20

Center for American Progress | Quality Workforce Partnerships

Our Mission

Our Values

Our Approach

The Center for American
Progress is an independent,
nonpartisan policy institute
that is dedicated to improving
the lives of all Americans,
through bold, progressive
ideas, as well as strong
leadership and concerted
action. Our aim is not just to
change the conversation, but
to change the country.

As progressives, we believe
America should be a land of
boundless opportunity, where
people can climb the ladder
of economic mobility. We
believe we owe it to future
generations to protect the
planet and promote peace
and shared global prosperity.

We develop new policy ideas,
challenge the media to cover
the issues that truly matter,
and shape the national debate.
With policy teams in major
issue areas, American Progress
can think creatively at the
cross-section of traditional
boundaries to develop ideas
for policymakers that lead to
real change. By employing an
extensive communications
and outreach effort that we
adapt to a rapidly changing
media landscape, we move
our ideas aggressively in the
national policy debate.

And we believe an effective
government can earn the
trust of the American people,
champion the common
good over narrow self-interest,
and harness the strength of
our diversity.

1333 H STREET, NW, 10TH FLOOR, WASHINGTON, DC 20005 • TEL: 202-682-1611 • FAX: 202-682-1867 • WWW.AMERICANPROGRESS.ORG

