











Chapter 3: Assessment of the City of Waco’s Current Economic Development Program

Map 10 Site #3 Outside of the Urban Core

SOURCE: City of Waco and Mohr Economic Development Services.

SOURCE: City of Waco and Mohr Economic Development Services.

could use public transportation that the city could provide. As shown on Map 11, Site 3 is
accessible by car to much of the region within a 15-minute drive.

The asking rental rate of $4.20 per SF would appear to be slightly high for the market, but
might be negotiated to a more favorable rate.

Map 11 15-Minute Drive Time for Site #3 Outside of the Urban Core

SOURCE: City of Waco and Mohr Economic Development Services.
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Chapter 4:
Report Recommendations

Based on the discussions facilitated through the interviews, the city of Waco has a
recognition and appreciation for the breadth of human services and educational resources
available to tackle the multiple and interconnected needs of unemployed, underemployed,
and low-income residents. This recognition is evident in the work, discussions, and
momentum generated through the city, the philanthropic community, Prosper Waco
members, and the Education Alliance. The decision to focus this work under a collective
impact framework will be key to the future success in producing systematic improvements
in the lives of low-income families and individuals. The recent merger of the Prosper Waco
and Education Alliance leadership and activities, as well as the efforts to create a backbone
structure to staff the common agenda, is an important driver to progress. Next critical steps
will be to indentify community goals and establish data sources and a reporting mechanism
so that progress can be measured and to ensure that community members can be held
mutually accountable to these goals. Contributing data that will impact these measures will
also need to be identified and adopted so that the community has further buy-in to success.

Our recommendations are built upon the work outlined above. The following section
presents seven recommendations based on the findings of our research that both examined
the strengths, weaknesses, and ongoing activities in the Waco area as well as “best practices”
being tried throughout the nation.

1. Implement an Employer-Driven Workplace Readiness Skills Training
Program

In the conversations with community stakeholders, it was cited again and again that one

of the major challenges facing economically disadvantaged individuals was their lack or
limited education, training, and skills required for employment. Interviewees cited three top
traits that are missing among job seekers: soft skills, communication skills, and technical
skills. They also mentioned additional skills, including the ability to perform general/
manual labor and basic clerical skills. Moreover, they indicated that there is no “current
pipeline” between current training programs and area employers. Finally, interviewees
frequently stated that training resources and services should be brought to economically
disadvantaged neighborhoods to increase their accessibility to individuals who need them.
This recommendation of establishing an employer-driven workplace readiness skills training
program is meant to address these salient concerns.

Necessary Conditions for an Effective Workplace Readiness Skills Training Program

1. Must be supported by the business community for economic reasons. Most
members of the business community seek to play active roles in improving the economic
and social conditions of all residents in Waco. Their sustained involvement, however, can
only be assured if the participating companies can measure net positive economic gains
from their participation.

2. Must be accessible and directed toward meeting the needs of working-age
economically disadvantaged residents. The effort must address the barriers that
deter individuals from obtaining and maintaining full-time employment. Common
barriers detected in our research include deficiencies in both math and reading skills,
and these issues should be addressed in the workplace readiness skills training program
to ensure participants are job ready as defined by local employers.
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3. Asa corollary to the previous condition, the program must have a neighborhood
presence. This will not resolve all transportation issues facing residents—
transportation is discussed in greater detail in the economic development portion of our
recommendation.

4. Must follow and offer assistance, if needed, for participating workers for up to 18
months.

5. Must be monitored so that both employers and the community can properly
measure the program’s achievements and value.

6. Must be interwoven with a communitywide drive to address the core issues
impacting long-term poverty. The Waco community has been working on many
of the long-term barriers facing its residents, including health, housing, education,
transportation, and food security. This proposed program does not compete or replace
any of these efforts. In fact, by providing employment pathways for economically
disadvantaged residents, this program could improve the home environment for K-12
students, address food security, and provide a solid economic footing for residents to
resolve the other barriers they face.

Components of a Workplace Readiness Skills Training Program

In summary, under the leadership of a consortium of participating employers, we are
proposing the establishment of a week-long intensive workplace skills readiness training
program. Each day will be divided into two half-day sessions. The participants will spend
the first half of each day receiving training. The training program will teach essential core
skills required to be successful in today’s workforce, identified through research with
employers across various sectors. The proposed program would include the following
skills development components: workplace expectations, critical thinking, problem solving,
communication, teamwork, managing conflict, information technology applications,
professionalism, work ethic, diversity, creativity, self-direction, ethics, and customer service.
Participating employers will have input into curriculum development, insuring that what is
being taught will meet their needs for entry-level positions.

Program participants will take a tour and engage in a “reality check” with one or two of
the participating employers during the second half of each day’s session. Participants will
tour the employer’s facility and listen to an employer presentation regarding workplace
expectations. The tour will be designed to give participants an understanding of what a
typical work day would be like.

The consortium of employers must be willing to give the program’s graduates serious

hiring consideration. It is impossible for any employer to guarantee a position; however, the
successful program graduate should be pushed to the head of the hiring line. One of the most
significant challenges in obtaining employment for disadvantaged individuals is a limited
work history. Also, the positions that disadvantaged individuals are able to obtain often are
temporary in nature, requiring them to move from employer to employer. This limited work
history is a significant barrier when being considered by employers. A goal of the workplace
readiness skills training program is to form relationships with employers, allowing program
graduates the opportunity to be considered for employment opportunities for which they
might not otherwise be considered.

The proposed program would be offered once every month in a neighborhood setting. Two
rotating locations every other month are recommended: one on the eastside of Waco and
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the other in the southern neighborhood. Hosting sites must have computers available for
program participants, including Internet access as well as necessary classroom resources.
As community interest increases, the program could be offered more frequently to
accommodate larger groups of applicants.

Participant Expectations

The program would be limited to 20 participants per session. Applications would be
available at area churches, community centers, libraries, city hall, and the Workforce
Solutions office. A strong community-based recruitment campaign will be critical in the
promotion of participation from the target population. Participants would be informed of
program expectations at the time of application. Expectations would include showing up
on time and actively participating in all program activities. Participants will be expected
to complete assignments as requested. The program manager will make every effort to
encourage participant success; however, if a person is unable meet these conditions, he or
she will be encouraged to reenter the program at a later date, without prejudice.

As stated above, the program could be offered multiple times in a month to accommodate
significant interest, provided resources were available. Applicants not selected would be
offered the opportunity to participate in a later class. Although currently there are no funds
available to conduct an evaluation of the program if it is implemented, the randomization of
the selection process is an important condition for a future evaluation of the program.

The Curriculum Outline for the Workplace Readiness Skills Training Program

Session 1 - Introduction and Expectations

e Discussion of program expectations, design, goals, and graduation benefits
e Review proper dress and attitudes regarding meeting with employers

¢ Introduction to technology applications

e C(ritical thinking and problem solving

e  Short- and long-term goal setting

e  Personal values exploration

Class breaks for lunch and meets at employer location for tour and reality check
Session 2 - Getting the Job

e Recognizing your strengths activity
e Resume, cover letter, and references development
e Filling out applications

Class breaks for lunch and meets at employer location for tour and reality check
Session 3 - Workplace Expectations

e Jobsearch techniques

¢ Review and discussion of general workplace expectations
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e Personal beliefs and workplace expectations activity
¢ Review common reasons people lose their jobs

Class breaks for lunch and meets at employer location for tour and reality check
Session 4 - Job Retention and Advancement

The location for this session and the following session will be at the Workforce Solutions
Center on New Road, if it can be arranged. One of the reasons for moving the location of the
program is to encourage participants to problem solve regarding transportation needs. In
addition, Workforce Solutions has the ability to assess the math and reading levels of the
participants. If it is found that moving the class to the Workforce Solutions Center disrupts
the flow of the class, it will be discontinued.

e  Customer service

e Review common on-the-job safety practices
e Defining employee engagement

¢ Conflict resolution

e Math and reading level assessment—this assessment will be employer driven in that we
will ensure that participants meet the minimum standards of the participating firms.

Class breaks for lunch and meets at employer location for tour and reality check
Session 5 - Review and Next Steps

e Review what was learned in the past four days
e Discuss employer tours and reality checks
e Complete applications for participating employers as applicable for each participant
e Discuss barriers to achieving and retaining employment, such as
- Transportation
- Language
- Criminal record
- Child care needs
¢ Review math and reading assessments
¢ Identify resources and develop individual plans to address barriers
¢ Develop individualized job search plan for each participant

It is likely that Session 5 will go beyond a half day. The purpose of Session 5 is to assist
participants in developing effective job search plans. This will include addressing potential
barriers, such as transportation and child care. It is important that participants leave Session
5 with a comprehensive plan that targets their job search activities and gives direction for
addressing barriers. Graduates will also leave Session 5 with a follow-up appointment with
the program manager that will occur no later than one week following program conclusion.
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Graduation Requirements and Benefits

Program participants must successfully complete expectations and assignments to graduate
from the program. As stated above, requirements include showing up on time at each
session, actively participating in class, and completing assignments as requested. Successful
graduates will be referred to participating employers by the program manager. Those
participants who do not graduate successfully will have the opportunity to reapply and take
the class again in the future.

Placement, Follow-Up, and Career Development

Following class completion, the program manager will meet with each successful graduate to
review job search goals. Graduates will be responsible for job search activities and following
up with employers.

The program manager will contact participating employers to recommend successful
graduates be given serious hiring consideration. The program manager will meet with
successful graduates on a weekly basis to provide support until hired.

Once hired, the program manager will follow up with newly hired employees on a weekly
basis to provide support as necessary. With employer permission, the program manager
will meet with employees on-site at the employer location to discuss progress. After the
successful completion of the first 30 days of employment, the program manager will
follow up with the employee biweekly. Following the successful completion of 90 days of
employment, the program manager and employee will develop a follow-up schedule based
on employee needs.

Participating employers will have the ability to contact the program manager at any point to
discuss employee progress or concerns as necessary. The program manager will maintain
regular contact with the employer to provide support.

When the employee has successfully maintained employment for one year, the program
manager will assist the employee in creating a career development plan. The plan will
identify potential training to increase skill sets, as well as advancement opportunities.

At any point in time that a program graduate loses his or her job, they will meet with the
program manager to review reasons for the job loss, develop a plan to address the reason,
and reengage in the job search process. The program manager and individual will meet on a
weekly basis until employed.

Necessary Resources

The program manager position would be designed as a full-time role. Primary
responsibilities would include facilitating program workshops, working with participants to
encourage success, and developing strong relationships with employers. The ideal program
manager will understand workforce needs and challenges of Waco area businesses. The
program manager will have a background in training and development and experience

with group facilitation. The program manager will have experience working with diverse
populations. If not knowledgeable already, the program manager should become well-versed
in job seeker and employer resources available through Workforce Solutions and other
community resources. Resources would need to be put in place to fund and support the role.
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As the program grows and as resources become available, the program manager role
could be split into two separate positions to provide comprehensive support. A classroom
facilitator could be responsible for the training aspect of the program, and an employment
resource coordinator could be responsible for job placement and employee support.

As discussed earlier, workshop locations would need to have necessary classroom resources,
including computers with Internet access, video, and a moderate budget for classroom
materials. Finally, transportation for the class to visit potential employers must be arranged.

Participating employers would need to work with the program manager to develop the
company tour and reality check portion of the program. Staff time and resources would

be necessary to provide the employer based tour and reality check. As mentioned above,
success of the program would require participating employers to give serious hiring
considerations to successful program graduates. It is critical that area employers hire
program graduates. Without viable jobs at the completion of training, the program will not
be effective, and community interest will dissipate quickly.

2. Develop Target Industry Career Fairs

Target industry career fairs are unique, invitation-only, two-day events that seek to connect
job seekers interested in specific fields with employers from a single target industry. The
first day’s activities are intended to prepare attendees for meeting with employers on day
two. Day one includes training and an overview of skills that employers in the targeted
industry are looking for. Training includes but is not limited to job previews, employability
workshops, and mock interviews. Industry specific employers from the surrounding area are
invited to participate in day two. Participating employers must have current vacancies they
are seeking to fill.

Job Seeker Responsibilities to Participate at the Target Industry Career Fairs

Industry specific career fairs are ideally suited for job seekers who are relatively job ready.
Participants are required to register in advance. Registration requires that the job seeker
present a resume, fill out an application, or complete a similar process to be admitted to day
one. Once registered, participants are given a ticket to present for admittance to day one.
Job seekers are informed at time of registration that to be admitted, they must show up on
time on day one, dress in interview-appropriate attire, and present a resume. Participants
must comply to be admitted to day one. Registration and participation requirements
communicate the level of commitment expected and provide a more committed job seeker
for consideration to participating employers.

Employers’ Responsibilities to Participate at the Target Industry Career Fairs

Participating employers are from the targeted industry and must have current vacancies to
fill. Industry specific career fairs are marketed to employers as producing a higher level of
job applicant due to the registration and day one requirements. The goal is for employers to
be able to interview job seekers and offer positions at or soon after the two-day event.

Economic Development Strategic Plan for the City of Waco, Texas 65



66

Chapter 4: Report Recommendations

Event Design

Day One

e Participants show up on time and present the registration ticket and resume for
admittance.

e Day one events include, but are not limited to, an employer panel job preview, resume
review workshops, mock interviews, workplace expectations presentation, and a
discussion of necessary industry skills.

e Participants must attend all day one activities to receive an admittance ticket to the day
two career fair with employers.

e Day one lasts approximately seven hours based on design.

Day Two

¢ Industry specific employers with current vacancies are invited to meet with participants
who successfully completed day one.

e Participants present ticket given at the end of day one for admittance.
¢ Booths and interview space are provided to employers.

¢ Employers have the option to interview participants at the career fair or schedule
interviews to take place following the event.

¢ Day two lasts approximately four hours based on design.

3. Extend the Activities of the Employer Consortium to Include Shared
Training Needs

The organization of the consortium of employers should address their shared skills needs
and establish productive lines of communications between them and MCC and TSTC for the
development of customized training programs for their incumbent workers.

As the business owners realize that the benefits of their consortium approach to recruitment
and retention of a qualified workforce is cost effective and a central ingredient for
organizational success, we recommend that the businesses consortium—often referred to as
an Employer Resource Network (ERN)—expand to leveraging other resources. This concept
has proven successful in other regions.

ERNSs have been particularly successful with small- and mid-sized firms that pool resources
to accomplish together what they cannot accomplish individually. The distinguishing

feature of each ERN is that participating businesses pay membership fees that are used

to fund a case manager, referred to by ERN members as a “success coach,” and serves as

an employment resource coordinator from the public human services system to locate
on-site at each business on a scheduled rotating basis. Participating employers expect to
experience lower turnover rates and lower consequent hiring costs, reduced costs and
hassles associated with worker tardiness and absenteeism, and improved productivity. These
benefits are expected as workers, facilitated in many cases by the success coach, are better
able to focus on their work activity and stay on the job longer.
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Employers participating in the ERNs also expect some cost savings related to training and
worker skill development through this consortium approach to human resource support and
services. Training (i.e., technical skills training, English as a Second Language, etc.) can be a
tool to increase workforce skills (engaging MCC and TSTC) in situations where employers
cannot fill a class themselves because they cannot afford the employee time away from the
job or the cost of the class, but they could join forces with other employers to fill the class.

Although the standard program design includes membership fees as noted above, it is
important to note that most, if not all, ERNs have a business model that uses philanthropic

or other funding for the first 12-18 months to make the return on investment case with
businesses. It is during this time that the self-sustainable funding mechanism is designed and
secured.

4. Bring Jobs to People

Bring employment opportunities to residents living in the core city neighborhoods of
Waco to address several of the key barriers facing job seekers. First, these jobs would be,
for many, within walking distance, and for others, available through public transit. Second,
the employer would be located near already existing daycare providers. Coupled with the
proposed workplace-ready skills training program, the location of a new employer in the
core city could bring accessible employment opportunities for residents.

We offer two strategies in Section I1I to bring employment opportunities to inner city
residents. One brings jobs to people, where employment is available near the neighborhoods
so issues of access to transportation are reduced and the potential for increased support
with other barriers such as child care is improved. One of the limiting factors in this strategy
is that the size of available parcels will limit the size of the firm and thus, employment.

In looking at the people to jobs strategy, the positive aspect is that businesses that might
employ larger numbers of workers are likely to locate outside of the urban core, and so
existing barriers such as transportation and child care become more acute issues; however,
this report offers some solutions to those issues.

5. Improve the City’s Current Economic Development Services

After our careful review of the current economic development program conducted by the city
of Waco, we offer the following recommendations to improve the city’s website presentation,
establishing a brand identity, attraction and outreach, and concierge services.

Recommendations for the City’s Economic Development Website

1. Add contact information on the economic development home page. Many websites
contain information and links, but they often do not contain a way to directly contact a
person to get information and answers quickly.

2. Be explicit about the partnership the city has with the Greater Waco Chamber of
Commerce.

3. Engage a professional and external consulting firm to 1) study best practices for a world-
class website that is specifically targeted to economic development for the city of Waco;
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and 2) develop, implement, and maintain a world-class website for the city of Waco
Department of Economic Development. This website would be targeted to attracting and
expanding businesses to the city. Part of this engagement should be a regular (at least
annual) review of best practices of other economic development websites/portals to
ensure that Waco is competitive with other cities and regions globally. Within the review
of global sites, it would also be helpful to focus on structure, content, and other features
offered on “competitor” city websites. The comparability with these websites will make
the data collection process easier for the client.

A note of caution here: While the website needs to be deep enough in content to prevent

elimination during the first rounds of the selection process, it should also be compelling

enough that as the process continues, direct contact by the client will occur as they need

to obtain more detailed information. This suggests that it is essential to select a firm that
is experienced in marketing economic development via websites and offers a customized
rather than cookie-cutter approach to website development.

Recommendations for Creating a Brand Identity

1. Be certain that economic development is not only a process of locating and retaining
firms in the city of Waco, but also that it is a sales process that is prepared for both active
and passive roles within that process. This mindset differs from most other departments
within the usual city structure.

2. Engage a professional (and external to the city) marketing organization to create
a common and consistent brand identity for both passive and proactive marketing
materials.

3. Particularly with targeted site offerings, the department needs to be the single point of
contact noted on the marketing materials. This may need to be worked through with
economic development partners such as the Greater Waco Chamber of Commerce.
The chamber is particularly well positioned to supply data and information while
demonstrating deep skills in both presentation and analysis.

Recommendations for Attraction Outreach Efforts

1. Conduct a familiarization (“fam”) tour. Working with Mohr Partners and regional
stakeholders, identify a pool of site selectors to bring to Waco to better inform them
about the city, the region, and its assets. The fam tour should provide insights and
information that site selectors view as valuable.

a. ldentify opportunities, such as sporting or cultural events as base. Being hosted at a
Baylor game as a conclusion to the event would be interesting.

b. Itis essential that the mayor, council, administration, and other leadership (both
appointed and elected) are available to meet with the site selectors. A major concern
among businesses as they locate in a new setting is how they will be received and
how they will fit into the political and business culture and environment. A strong
showing by leadership from the city is essential.

c. Identify C-suite'” (business, education, and political) leadership to do a “meet and
greet” and host events at their offices and at dinners/receptions.

d. Identify assets to include in the fam tour: mix of cultural, business, development.
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2. Using a developed brand identity, conduct outreach for at least 24 months to the site
selection community. While this should occur at least quarterly, more frequent contact is
desirable, but regular contact is essential. This contact could include direct mail, e-mail,
and webinar outreach, as well as video conferencing. Communicate new programs,
properties, and other assets and changes on a regular basis (monthly, bimonthly, or
quarterly).

3. Targetregions with a significant population and do a reverse fam tour: Visit site
selectors at their locations.

4. Engage a consulting firm to identify “warm” leads of companies with the potential to
make a location decision in the next 12 to 24 months. Conduct direct outreach to these
firms to include Waco in the mix of potential sites.

Recommendation for a Concierge Service

To further promote a concierge service to economic development clients, whether expanding
or locating in the city. This recommendation suggests that one member of the city’s
Department of Economic Development team be assigned to a project to work with other

city departments, intermediaries, and the company and its representatives to assure that all
details of the project are dealt with and the project is able to come to closure.

6. Develop an Education Pathway Especially for African Americans to
Successfully Enter and Complete College

Increasing the college-going and completion rate, especially for African American residents,
must also be a priority for Waco as a pathway to overcoming poverty. Although much of the
challenge of closing the postsecondary diploma gap starts long before students walk onto
campus, the scope of these recommendations can address the efforts of transitioning to
college and supports while on campus. On average, minority students tend to come from
lower-income families and be less academically prepared for the rigors of colleges and
universities. More often they tend to be the first in their families to attend college. Nationally,
a quarter of white high school graduates were considered fully academically prepared for
college, according to the ACT’s annual report released in August; only 5 percent of black high
school graduates were considered fully ready. Given the scope of this plan, the development
of an educational pathway to successfully enter and complete college is the focus of the
recommendation.

To be clear, the definition of college should be all encompassing and include not only the
four-year degree option, but also the two-year and technical/certificate options. All of
these credentials are critical to Waco’s economy and offer pathways out of poverty. Waco

is fortunate with its higher education options at MCC, TSTC, and Baylor. It is widely known
as well that these outcome gaps are not unique to Waco. For some areas, the issue is one of
financial access serving as a barrier to successful outcomes in higher education; however,
with the availability of the MAC College Money Program administered through the Waco
Foundation, issues of financial barriers are minimized. An analysis of usage rates by African
Americans and particularly African American males suggests that greater marketing of the
scholarship would be a minimal recommendation, while a more impactful recommendation
is one of strengthening a college-going culture within the schools and within after-

school activities. The Future Centers concept is one best practice to explore. Offering
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