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EXAMINING THE FUTURE OF THE AFTER-SCHOOL WORKFORCE:
The Field Responds to the 2012 After-School Program Survey

After—school programs are a key part of Californias
education system and a significant workforce
sector that provides quality gateway jobs that can
inspire and prepare people for careers in any field.
The investments the field has made in recruiting
staff and developing programs are paying off, as
programs are attracting enthusiastic people from
their communities with high education levels who
reflect the backgrounds of the students they serve.

These and other conclusions are clear from analysis
of the 2012 After-School Program Survey. In
April 2012, the California Workforce Innovation
Network (CalWIN) commissioned the California
Employment Development Department’s (EDD)
Labor Market Information Division, in cooperation
with California Department of Education (CDE),
to distribute the survey to more than 4,000 After
School Education and Safety (ASES) and 21st
Century Community Learning Centers (21st
CCLC) programs.

The survey objective was to gather
information that can be used to support
CDE’s workforce initiatives for ASES
and 21st CCLC programs and their
respective personnel.
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“Nothing affects after-school program quality more than the workforce.”

Michael Funk, Director, After School Division, California Department of Education

The initiative’s primary goals are to address the
current and anticipate the future occupational
needs of after-school programs and support the
career development goals of program personnel.

With significant public investments at the federal,
state and local levels, California is able to provide
more than 4,000 after-school programs that serve
schools, students and parents in nearly every community
in the state. California’s after-school programs

give thousands of kids a safe place to eat a healthy
snack; get help finishing their homework; play
sports or games; and have their horizons expanded
with exciting activities such as creating a website,
learning a new dance, acting in a play, cleaning up
a park, planting a garden or building a robot. Californias
after-school programs offer thousands of working
parents peace of mind because they know their
kids are being kept safe and engaged after school.
After-school programs employ thousands of people
in local jobs that provide good wages, quality work
experience, versatile skills development and a wide
variety of future career opportunities.

“The biggest benefit of this survey data is that it
legitimizes after-school as a career field. People
have always seen it as temporary employment,

not a legitimate career path,” said Mary Jo Ginty, a
consultant for the After School Division and one of
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more than a dozen stakeholders, experts and the field. (For a complete list of interviewees, please
practitioners CalWIN interviewed about the survey  see the acknowledgments section.)
results and how they can inform expectations for

WHO WE ARE:

A dedicated, well-educated workforce that represents the students we serve.

Complete survey data are available at http://californiawin.org/calwin-publications/calwin. A few key
findings are below:

» Age: Workers in the age group of 20-29 held the largest share of jobs at after-school programs; 63 percent.

» Gender: The employment share of the female workforce in after-school programs outnumbered the
male workforce by a ratio of 2 to 1.

» Race/Ethnicity: Hispanic workers accounted 48 percent of the workers in after-school programs statewide.
Whites are 31 percent of the workforce, African Americans are 9 percent, and Asian/Pacific Islanders
are 5 percent.

» Educational Attainment: Collectively, workers with an associate degree or higher (associate, bachelor’s,
or graduate degree) accounted for a 46 percent share. Workers with some college, but no degree,
made up the largest share of workers in after-school programs: 33 percent.

» Employee Benefits: Of the benefits (vacation, dental insurance, health insurance, retirement plan) surveyed,
workers qualified for vacation benefits most often. Nearly 50 percent of workers qualified in programs with
less than ten employees. All respondents’ data suggests nearly one quarter of each program’s workforce
qualified for enrollment in the health and/or dental insurance plans offered by the after-school programs.

» Employee Turnover: Employee turnover was just over 25 percent during the 2010-2011 school year at
after-school programs.

Age: Share of Workers per Program
(All Respondents, n=1,397 programs)

16 Years-Old
<1% 18

Educational Attainment: Share of
Highest Educational Level Attained by Workers
(All Respondents, n=1,038 programs)

Graduate or Did not complete
Professional Degree high school
5% 2%

Completed
high school or GED

Bachelor’s Degree
19%

(BA, BS, AB)
22%

Some college,
Associate Degree but no degree
(AA, AS) 339

19%




The Field Responds to the 2012 After-School Program Survey

“Open positions within ASES and 21st CCLC programs could be marketed as excellent
career choices for California’s job seekers of all ages and educational backgrounds.
Older workers have a vast array of experiences and skills that would enrich the learning
environment and benefit programs. Younger workers, aged 16-24, that faced
unemployment rates of just over 20 percent in 2011 will find this opportunity may
provide them with a future career path.”

Brandon Hooker, Research Program Specialist, CA Employment Development Department

Interviewees had myriad opinions about what the
data indicate, but overwhelmingly they agreed that
the survey results turn a number of assumptions
about the after-school field on their heads. For
example, given the part-time nature of the work,
turnover rates are lower and educational attainment
is much higher than stakeholders had previously
thought.

People also find it encouraging that male/female
ratios for staff are much higher than among the
K-12 teaching population, and the ethnic make-up
of the after-school workforce more closely mirrors
the student population.

“As young people see people like themselves in
meaningful leadership positions, they see a future
for themselves — a pathway for success in their
own community;” said Ruth Obel-Jorgensen,
executive director of the California School-Age
Consortium (CalSAC). “In fact, with a workforce

that is predominately made up of young
professionals of color, after-school can be a leader
in diversifying upper management and executive
level leadership that will shape the next generation of
leaders both in the field and in California’s
broader workforce.”

“Kids want to identify with staff as role models,”
said CynDee Zandes, chief program officer at
THINK Together. “It’s great that staff seem to mirror
the student population, but it would be great to
recruit more men to the field, which might even
get more men into the teaching workforce.”

Frank Pisi, director of the California Afterschool
Network, agrees: “The more a program can do
targeted outreach, especially in middle school, to
get men involved, the better. It’s a matter of getting
diversity. We should recruit staff that represent

the student population in all ways, including by
economic status, race and gender.

RECOMMENDATION: Conduct program-level staff surveys

One theme of the stakeholder interviews was that the survey revealed almost as many questions as it
answered. For example, people would like to know more detailed information about staff such as their
career aspirations and educational focus for school. It would be an expensive and time-consuming
undertaking to do a statewide survey of that level of detail, but there’s no reason programs and even
sites can’t find this information on their own. The Next Generation Youth Work Coalition has a focus
group protocol that programs could adapt to query their staff on issues such as why they were drawn to

the field and why they’ve stayed.

For more information, please go to: http://www.nextgencoalition.org/docs/focus-group-protocol.pdf.
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WHAT WE CAN DO

Perhaps one of the more significant findings from
this survey is the high level of educational attainment
among the workforce. (Again, about half have an
associate’s, bachelor’s or advanced degree, and
about one third have some college.) It's an indicator
that staff have the ability to handle more professional
pedagogical training in complicated subject matters,
in addition to the basics of classroom management
and safety procedures. In fact, some respondents
saw these survey findings as a catalyst for policy
changes within CDE and the various statewide
training systems to make training and professional
development more appropriate to the skills and
education levels of the existing workforce, and
therefore more effective.

“There’s been a perception that the workforce is low
level in terms of skill and education,” said Frank
Pisi. “Knowing what we know now, I hope that can
open up some minds. Sometimes after-school line

staff training is in conjunction with school teachers,
but mainly it’s about program basics rather than
education concepts. If people have more education
and skill than we thought, then they maybe can
handle more complicated training”

“Subject matter training for staff is critical,” said
Scott Dinits, Human Resources Director for the
Boys & Girls Clubs of the North Valley. “When we
set high expectations, we can meet them, so why
not train staff to be more knowledgeable about
STEM or new Common Core standards? That will
strengthen the case for after-school if we're all more
knowledgeable. If staff understand curriculum,
they have a better hold in partnerships to say we
can help with school-day programming. However,
regardless of education levels of staff—anyone can
be trained to run structured programs and teach
subject matter. Maybe they can't invent curriculum,
but they can implement a quality program.”

RECOMMENDATION: Create industry standards

Even though turnover rates overall were lower than expected, the fact remains that the after-school
workforce is always welcoming new staff. One idea sparked by discussion of the survey data was the
need for some basic standards about what a new after-school program staffer needs to know. These
standards could include such topics as program operations, classroom management skills, safety training
such as CPR and California education standards. Such standards would help streamline training of new
employees and even create some benchmarks for what a new staffer is expected to know and when.

Another insight offered by the survey was the range of hourly wages offered by programs. What remains
unknown is what the wages are based on. Are the differences regional or based on experience and
skill? For example, it’s possible that some of the higher-paid after-school staff are actually school-day
teachers who are doing extra duty in the afternoon or had their jobs cut but want to stay in the education
field. Either way, it might be useful for programs to have some guidelines on how to set wages and
salaries based on regional cost of living, wages in comparable sectors and employee qualifications. Such
guidance could further help professionalize the field by attracting quality staff with a quality wage.




CAREER OPPORTUNITY:

Working in after-school prepares young staff for the future.

The Field Responds to the 2012 After-School Program Survey

The current economic crisis has created a bleak
situation for young people who are looking to
enter the labor force. The jobless rate for workers
ages 16 to 24 years old, which the U.S. Department
of Labor categorizes as “youth,” has reached the
highest level ever recorded since the government
began tracking the data in 1947. In fact, one in five
young workers is unemployed.

Youth both with and without college degrees are
caught in a vicious “catch-22” of not being able

to find work without experience and not being
able to get experience without work. A state with
such a knowledge-driven economy as California’s
cannot afford to let the energy and skills of the
next generation go to waste. Today’s young people
want to get started on being productive, engaged
citizens, but they are being shut out of a workforce
that has no room for them.

However, one positive trend revealed by the survey
data is that working in after-school programs
develops skills relevant to jobs that are forecasted
to grow during the next ten years, according to
Brandon Hooker, a Research Program Specialist

at EDD and the lead researcher for this study. The
functions and work activities conducted by ASES
and 21st CCLC programs are comparable to those
in the Individual and Family Services Industry
group. EDD describes this industry group as
composed of “high-demand, high-wage occupations
such as social and community service managers,
social and human service assistants, and recreation
workers” These sectors are forecasted to add jobs
over the next ten years, and these jobs also offer
wages comparable to the statewide average for

all occupations.

In fact, the survey adds to a number of
reasons why after-school can and should
be promoted as a workforce sector that

offers valuable opportunities:

» Industry standard of solid wages &
regular hours;

» Valuable skill development for
any career;

» Skills development specific to careers
that are projected to add jobs in the
coming decade;

» Opportunity to gain work experience
that can inspire future teachers and
draw in people who are truly “called”
to work with kids; and

» Relatively low barrier to entry for
these positions.

“After-school provides an opportunity for continuous,
meaningful and applicable skills development

that professionalizes the field and prepares young
adults for future career pathways,” said Ruth Obel-
Jorgensen. “Staff learn skills in communication,
program management, time management, supervision,
critical thinking, leadership, curriculum development,
teamwork and more”

“When it comes to recruiting staff, what’s impor-
tant is to recruit the eager, interested people with
passion for working with kids,” said CynDee Zandes.
“We could even start recruiting them in high
school. Staff are more effective the more experience
they have, so we could start the pipeline early and
help them figure out what they want to be when
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they grow up, whether teaching is for them.”

Professional-level training and experience is really
after-school’s greatest selling point as a young
person’s first job. There can only be so many full-
time, salaried positions, and it’s not economically
feasible for the field to provide higher wages and
benefits to more workers. What programs can
offer is opportunities for ongoing professional
development that will provide staft with highly
transferrable skills, especially if they want to go into
teaching, social work, child care, counseling or other
human services professions.

Sara Reyes of Catholic Charities of Santa Clara
County, which runs the Communities Organizing
Resources to Advance Learning (CORAL) after-
school program, has studied the issue of what
motivates young people in making career choices.
“Studies show that a young adult may make their
career choice based on the opportunities and
resources available to them,” she said. “Young

people who are provided guidance and professional

development may steer into a particular career direction.

For example, if a young person is working for an
employer who is coaching and sending them to
training, they might be more apt to stay in that
particular field”

“Our Boys and Girls Club has produced about
seven teachers in the past three years,” said Scott
Dinits. “They were staft at the Club, graduated
college and were so highly employable because
after-school staff have so much more experience
than people who've just done student teaching. It’s
a huge training tool because of their well-rounded
experience. Essentially, after-school programs can
grow their own staff ”

“I have observed many staff get into after-school
because they know they want to teach, and they’re
smart enough to see the connection to working with
kids and networking at the school,” said Michael Funk.
“I have also seen staft who enjoyed working with kids
more than they thought and decided to pursue a career
in that field. In addition to teaching, lots of people go
into counseling or social work, too. They just want to
be in the business of making life better for people””
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TEACHERS FROM & FOR
LOCAL COMMUNITIES

California Teacher Pathway supports young people with a passion for teaching to attend
community college for their AA degree, and then transfer to a California State University
for their BA degree and teaching credential with the goal of supporting them to teach
in the communities they came from. The students are also paired with part-time jobs
in after-school programs. Through that, they earn an income while they’re in school,
receive targeted training and professional development from experienced trainers and
work directly with kids for an additional 500 classroom hours per year.

For more information on the model, which is now at 10 sites throughout the state,
go to www.californiateacherpathway.org.




PARTNERSHIPS AND PATHWAYS:

The Field Responds to the 2012 After-School Program Survey

After-school is a key step on the path to college and careers.

According to the Public Policy Institute of California,
41 percent of jobs by 2025 will require at least a
bachelor’s degree—but only 35 percent of California
adults will have college diplomas. If this trend
persists, the state will face a shortfall of one million
college graduates. The state needs more college-
educated workers to meet the needs of the science
and technology-based industries that call California
home, and it needs a strong corps of committed
teachers to prepare young people for those careers.

At the same time, California has more than 4,000
state-funded after-school programs operating at
any given time, not to mention the uncounted
number of independent, community-based programs
throughout the state. These programs are part

of the fabric of the state, influencing the lives of
thousands of kids every day. Just as quality teachers
are essential to a successful school system, quality
front-line staft are essential to a successful after-
school system that can put both students and staft
on a path to lifelong learning and career success.

“Any time people have to sit down and think about
an approach to working with kids, educational
strategy or working in a team, those are workforce
skills,” said Michael Funk. “We design programs
to give skills to kids, but working in the program
also establishes 21st century skills for staff. Your

The Workforce Investment Act

employability ought to go up if you've been
employed in after-school programs.”

Again, the survey data show that 69 percent of
after-school jobs are part time, and that is a reality
that is unlikely to change. It is also unlikely that the
hourly wages, which are comparable to the wages
in similar positions in other sectors, will be able to
go up much because it’s just not economically feasible.
However, as noted above, after-school work offers
non-monetary benefits that can increase its appeal
and draw the quality candidates that are needed to
make after-school programs as effective as they can
be. Emphasizing those benefits will be even more
important when the economy turns around. “Now
that the job market is lean, youre getting high
quality people who want any job. But we'll need
something in place to keep quality staff when the
economy turns around,” said CynDee Zandes.

Establishing after-school as the start of a career
pipeline will require dedicated recruitment
partnerships to attract quality staff who can
most effectively prepare the children they serve.
One largely untapped recruitment resource for
the after-school field is the Workforce Invest-
ment Act and its statewide system of Workforce
Investment Boards (WIBs) and One-Stop Career
Centers (One-Stops).

Passed by Congress in 1998, the Workforce Investment Act (WIA) was implemented in
July 2000 and replaced the Job Training Partnership Act. WIA funds are targeted to three
categories of individuals: adult, youth and dislocated workers. The WIA is designed to
provide skills enhancements, training, job search, placement referrals, and other workforce
investment services to increase employment, retention, and earnings of participants.

www.californiawin.org
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These centers provide access to a full range of
services pertaining to employment, training and
education, employer assistance, and guidance for
obtaining other assistance.

“Workforce Investment Boards are really
emphasizing sectors with a lot of projected

growth such as green technology and health care,”

said Lisa Salazar of the Community Development
Department, City of Los Angeles. “Education is a
high-growth industry, and we could do the same

thing with after-school employment, promote it as
a step on a path toward education or other careers,
but we need the labor market data that tell us there
are jobs. For example, we might want to know how

many vacancies there are at any given time in LA
County. Then wed know there’s a need and could
promote those vacancies.”

In the absence of an official accounting of after-

school job vacancies, local programs need to reach

out to their local WIBs to get on their radar and
spark partnerships that will serve both entities.
“Regional leads and local program systems need

to do a dog and pony show for the One-Stops, just
like they do for visiting policymakers,” said Sandra
McBrayer, CEO of The Children’s Initiative. “They

should hold site visits for workforce personnel to
show them what’s possible, what the jobs are like

and what skills they develop.”

In addition to making job-seekers aware of
opportunities in after-school, WIBs and One-Stops
can provide important training and access to other
resources. To be clear, they can’t provide specific
pedagogical or other training that’s tailored to
after-school, but they can provide training in soft
skills such as critical thinking, reliability, punctuality,
etc., according to Margie de Ruyter, the Senior
Director of Workforce Initiatives for the San Diego
Workforce Partnership. Also, after-school programs
can work with their WIBs to establish a profile of
sorts for an ideal recruit, outlining the skills and
interests a person needs to have before they join a
program, such as wanting to work with kids.

“I knew Prop 49 was significant, but I viewed it as
a sustainability strategy,” said Michael Funk. “Now
I realize how unique it is for any state. We have
the scale to attract partnerships and collaborations,
not just with community-based organizations that
run programs or with TA [technical assistance]
providers, but with other state agencies. If EDD
didn’t see the value of working with the after-
school workforce, they wouldn’t have done it, they
wouldn’t have contributed to this survey. We need
to explore what our collaboration will look like in
the future”

EDD/CDE Video Conferences

The California Department of Education’s (CDE) After School Division, the California
Employment Development Department and the Children’s Initiative have joined forces
to host a series of statewide video conferences titled “Building an After School Workforce
Collaboration.” The purpose of these video conferences is to connect after-school
programs to local Workforce Investment Act (WIA) services throughout the state. The
video conferences are hosted by the CDE Regional Leads in locations throughout the
state, and both after-school and workforce stakeholders are encouraged to attend.

Information on past and future conferences can be found at www.californiawin.org.
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Other benefits of working with WIBs:

The Field Responds to the 2012 After-School Program Survey

» Customized Training Funds: According to Margie De Ruyter, some WIBs can help pay
for up to half the cost of training if an employer needs a number of workers.

» On the Job Training (OJT): A WIB can pay half of a worker’s wages for up to about
1,000 hours, which helps defer salary costs and offers an incentive for programs to
hire people from the WIA system. Scott Dinits said his program has had great success
with OJT, in collaboration with the local Alliance for Workforce Development: “We
provided work experience to people who needed it and got reimbursed up to 50

percent of their wages for 6 months.”

» Resources for young workers: WIBs are also charged with helping “youth” workers,
who are defined as between the ages of 14 and 21-24. To provide another non-
monetary benefit to after-school staff, programs can connect these workers to WIBs
to help them access financial aid such as Pell grants and scholarships or access

career-planning resources.

LOOKING TOWARD THE FUTURE

One overwhelming point of consensus among
the experts interviewed was that the survey
raised as many questions as it answered. The
field will need to continue doing research on its
workforce to understand who they are and what
they need to provide the most effective support
to their students. The other most overwhelming
point of agreement was that the survey shows
after-school employment is and should be a
fantastic opportunity for young people to gain
valuable experience at a decent wage while they
serve as role models and plan their own futures.
This point was stated well by Dennis Petrie,

Deputy Director, Workforce Services Branch, EDD:

“The survey data clearly delineate after-school as
a career pathway with career opportunities. There
are plentiful jobs in this sector, jobs that have
economic implications to individual[s] but they
support broader needs. It's an economic venture
with positive social and community impacts for
the region by getting young people on a pathway
to the human services or teaching professions. The
human services sector is very broad, and it has
good, middle class and livable wages, wages that
can sustain families”

www.californiawin.org
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