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The mission of the Work and Hedlth Initiative (WHI) funded by The Cdifornia
W Iness Foundation (TCWF) was to improve the hedth of Cdifornians by funding
employment-related interventions. Fundamental to this Initiative was the pergpective that
important rel ationships between work and hedlth are shaped by an evolving Cdifornia
economy. The gods of the Initiative were (1) to understand the rapidly changing nature
of work and its effects on the hedlth of Cdifornians; (2) to increase access to high quality
employment for dl Cdifornians, (3) to improve conditions of work for employed
Cdifornians; and (4) to expand the availability of worksite hedlth programs and benefits.

To accomplish these goals, TCWF funded four programs comprised of over forty
partner organizations working together to improve the well-being of Cdiforniansthrough
approaches related to employment (see Brousseau & Corra Pena, 2002; Donaldson,
Gooler, & Weliss, 1988; Donaldson & Weiss, 1988). The Future of Work and Hedlth
(FWH) and the Hedlth Insurance Policy Programs (HIPP) were expansive and
comprehensive research programs designed to generate and disseminate knowledge of
how the nature of work is being transformed and how that change will affect the hedlth
and well-being of Cdlifornians. In the HIPP, current statewide trends related to hedlth
and hedlth insurance within Cdiforniawere examined through extensive survey research
on an annua basis. In the FWH program, researchers throughout Cdifornia examined
the changing nature of work and hedlth and identified some implications for improving
working conditions and lowering employment risks.

The Initiative aso included two demongtration programs in 17 sites throughout
the state to assist both youth and adults in building job skills and finding employment.
The Winning New Jobs (WNJ) program aimed to help workers regain employment lost
due to downszing, reengineering, and other factors driving rather dramatic changesin the
Cdliforniaworkplace, and thereby put an end to the adverse health consequences that
most workers experience as aresult of unemployment. Findly, the Computersin Our
Future (CIOF) program aimed to enable youth and young adults from low-income
communities to learn computer skillsto improve their education and employment
opportunities—thereby improving their own future heath as well as the hedth and well-
being of their families and communities.

Evaluation Approach

Systematic program eva uation was used to guide the strategic management of
each program in the Initiative, as well asto inform the entire Initiative. Our evauation
team, Claremont Graduate University (CGU), was awarded the grant to evauate the
Initiative. Our role was to serve as an integrating, synthesizing force in evauating gods,



objectives, strategies, outcomes, and impact of the Initiative. We identified cross-cutting
gods and synergies, worked to enhance these god's, and used evaluation progress reports
to maximize the overal impact of the Initiative. In addition, CGU developed evauation
systems that provided responsive evauation data for each program. Those data were
used to continualy improve program effectiveness as well asto evauate impact. Fgure
lillugratestheinitial conceptud framework that was developed by CGU in collaboration
with key stakeholders to summarize this complex effort.

Figure 1. Overview of thelnitiative

Work & Heath Initiative

The mission of the Work and Health Initiative of The California Wellness Foundation was to improve the health of Californians by
funding employment-related interventions that positively influence health.

Evaluator’'s Role

The mission of the Initiative Evaluator isto serve as an integrating, synthesizing force in evaluating goals, objectives, strategies and
outcomes central to the long-term impact of the Initiative. In addition, the Initiative Evaluator consulted on the design of each
program'’s evaluation by helping to (1) define the evaluation goals, (2) evaluate strategies and progress, and (3) help analyze findings
from data collection efforts.

Cross-cutting Raise public awareness of work and health issuesin Cdlifornia Develop additional funding for initiative sustainment
S;Bnogjgsii Replicate successful components of Californiainitiative Affect policy making community
Future of Work Health Winning New Computersin
And Health I nsurance Policy Jabs Our Future
Program
Goals Create new Conduct analysis on Implement JOBS Build computer

knowledge and the relationships program in three literacy programsin ten
encourage researchersto between employment, training sites low income communities
focus on work and insurance coverage, Build community enabling residents to
health issues health & risk status support for program improve education and

Engage business and preventive including financing access to employment
leadersin implementing services utilization support for project Modify public and
improved work practices Provide policy continuation corporate policies creating

Recommend changes analysis on barriersto Identify “best support for community
to public policy and CA health insurance practices” in technology learning
raise public awareness reform that would program design and models

Build lasting benefit small & mid- implementation and Create local advocacy
structures for sized businesses widely disseminate groups to empower
cooperative action Foster integration information residents to participate in

of health promotion - Influence policy policy making
and disease prevention change and spending
Targets Applied research Annual study Community-level Community-level

targeting business focused on small and program aimed at program aimed at teens
leaders mid-sized businesses unemployed adults and young adults




To ensure that the perspectives and problem-solving needs of those with a vested
interest in the Initiative programs (e.g., TCWF, grantees, program adminigtrators, seff,
and program recipients), collectively known as stakeholders, were understood and
addressed, the evaluation team adopted a participatory theory-driven evauation gpproach
(Donadson, 20014, 2002; Donaldson & Scriven, 2002). Key objectives of this approach
were to empower stakeholders to be successful, facilitate continuous program learning,
assist with ongoing problem solving efforts, and to facilitate improvement a as many
levels as possible throughout the life of the Initiative (see Donaldson, 2002). Decisons
about evauation design, god setting, data collection, program monitoring, data andyss,
report development and dissemination were highly collaborative.

The participatory theory-driven approach rested on developing program theories
for each program and using evauation data to guide program development and
implementation. Program theory was defined as a sengble and plausble mode of how a
program is presumed to reach its desired outcomes (Donadson, 2001, 2002). Each
program theory was devel oped collaboratively and was based on the stakeholders' views
and experiences, prior evaluation and research findings, and more generd theoreticd and
empirical work related to the phenomena under investigation (cf. Donaldson, 2001a;
Donadson, Street, Sussman, & Tobler, 2001). Such frameworks provided aguiding
mode around which evauation designs were developed to specificaly answver key
evauation questions as rigoroudy as possible given the practica condraints of the
evauation context.

Data Collection

Data collection efforts were based on the premise that no single data sourceis
likely to be bias-free or acompletely accurate representation of redity. In generd, we
followed the tenets of critica multiplism (Cook, 1985; Donddson, 1995; Shadish, 1993).
Evauation plans were designed to specificaly encourage each grantee to utilize multiple
data collection grategies with different strengths and wesknesses. A specid effort was
made to understand cultura and language concerns so that the methodol ogies employed
yielded accurate data. In addition to evauating program outcomes, impact, and potentid
sde effects, evaudive efforts were both formétive (i.e., amed a developing and
improving programs from an early stage) and process-oriented (i.e., geared toward
undergtanding how a program achieves what it does over time).

Formative Evaluation Tools

To support continuous program improvement throughout the life of the Initiative,
the Claremont Graduate University (CGU) evauation team:

- Provided mid-year evauation reports

Fadilitated mid-year conference cdls to discuss program evauation findings and

recommendations with grantees and TCWF program officers

Provided year end evaluation reports

Facilitated year end conference cals to discuss program evauation findings and

recommendations with grantees and TCWF program officers; and

Provided grantees an opportunity to evauate the TCWF program officers and



CGU evauators on an annua basis.
In addition, these efforts were supplemented with severd interim evaluation reports and
frequent communications with grantees and the TCWF program officers to provide
timely feedback based on evaluation data collected throughout the year.

Summative Evaluation

The CGU eva uation team collected and andyzed extensive quantitative and
quditative data pertaining to the impact of the Work Hedth Initiative (WHI).
Approximately 200 eval uation reports were written and provided to grantees and/or
TCWF throughout the life of the Initiative. 1n an effort to determine the most useful
format and content for the find summetive eva uation report, CGU initiated severa
discussons with the Foundation.  Asaresult of those discussions, CGU wrote the final
report to conform to the following guiddines:

The main purpose of the report was to provide a summary of evauation findings

and condusonsin ardatively brief manner

Quditative as wdl as quantitative findings were presented; and

The report reflects CGU’ s candid evduation of the WHI from an externd

evauation perspective, and does not necessarily reflect the views of the grantees

or TCWF gaff involved with the project.

At the request of the Foundation, CGU offered to provide copies of supporting
documents, previous evauation reports, data tables, or conduct additiona data anayses
to judtify or expand upon findings and conclusions presented in the summative report.
CGU dso provided summetive evauation reports for each program to the appropriate
grantees, and continues to produce and disseminate public documents describing key
findings and lessons learned from the Work Hedlth Initiative (e.g., Donddson & Gooler,
2002a, 2002b, in press; Fitzpatrick, in press).

Winning New Jobs

Program Description

The origind mission of Winning New Jobs WNJwas to provide job search
training to 10,000 unemployed and underemployed Cdifornians over afour-year funding
period. This project was based on a theory-based intervention, JOBS, which was
developed and initidly tested viarandomized trid in Michigan (Price, vanRyn, &
Vinokur, 1992; Vinokur, Price, Caplan, vanRyan, & Curran, 1995; Vinokur, vanRyan,
Gramlich, & Price, 1991). To accomplish these gods, systematic organizationa
readiness assessments were used to saect three unique organizations in three diverse
Cdifornia communities to implement WNJ (cf. Donddson, Gooler, & Welss, 1998).

The core program theory used to guide the evauation of WNJis shown in Figure
2. Participants attended a one-week, haf-day workshop designed to improve job search
sdf-confidence, job search skills, and problem solving strategies including inoculation
againg setbacks (i.e., expectations of setbacks). These skills and psychological factors
were presumed to facilitate reemployment and improve menta hedth. Furthermore, the
WNJ program was hypothesized to have impacts a multiple levels. participant (eg.,
increased job search self-efficacy and re-employment), organization (e.g., Saff skill
devel opment, reputation enhancement), community (e.g., increased access to job search



sarvices), and the policy environment (e.g., financid support for the continuation of the
program).

Figure2: Winning New Jobs Program Theory
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WNJ Evaluation Questions

Using the core program theory shown in Figure 2, arather extensve process
congsting of severd meetings, phone and eectronic discussons, and document
submission and revisions with program stakehol ders was use to develop and prioritize
evauation questions. This same type of collaborative process was used to decide how to
alocate resources for data collection. In summary, given resource and other practical
congraints, compromises were required to decide which evauation questions to answer
and how to answer them. It isimportant to note that the final evauation design did not
focus on some of the hypothesized relationships (e.g., links to menta hedlth outcomes).
The core eva uation questions included:
1. Program Implementation. Can the Michigan JOBS program be implemented in
different types of service organizationsin Cdifornia? What does implementation
look like? What are the key chalenges and success factors to implementation?
2. Program Service. Whom are the Sites serving (e.g., population characteristics of
sarvice recipients)? How many people are served a each Ste?
3. Short-term Outcomes. Does WNJ increase peopl€' s confidence in their ability to use
their newly acquired/enhanced job seeking skills?
4. Reemployment Outcomes. Do people find employment? And, what does their
employment Stuation look like?




5. Program Sustainability and Replication. Does WNJ generate resources for program
sugtainability beyond the life of the grant? Do other Cdifornia organizations learn
about and adopt the WNJ model ?

Data Collected to Answer WNJ Evaluation Questions

To address these questions, extengve standardized digibility, demographic, pre-
test, post-test, and employment follow-up data were collected at each site. Overdl, data
were collected for over 5,100 individuds, including digibility, demographic and pre-test
datafor 4,960 individuas, posttest data for 3,684 individuals, and employment follow-up
formsfor 3,476 individua's who completed the workshop. These response rates were
considered adequate for the nature of the program and types of analyses conducted. In
addition to these data, various types of qualitative implementation and outcome data were
collected. Further, databases tracking participants in other parts of the country and world
were available for comparison purposes. This collection of databases was used for both
formative and summétive evauation of the WNJ program.

Summary of Key Findings

o TheMichigan JOBS program was successfully implemented in three different types
of employment services agenciesin Cdiforniaas WNJ. Serving diverse populations
in different geographica regions, these organizations implemented the WNJ
curriculum with only minor adaptations. Participants felt that the behaviors of
facilitators and the group dynamics during training sessions were congstent with
those targeted in the WNJ moddl.

o Severd factors appeared to contribute to the successful implementation of the JOBS
mode, induding: (1) extengve training of program saff in the WNJ modd and
facilitation protocol, (2) strong involvement of the program management team, (3)
active monitoring of deviations from recruiting and training protocols by the sites and
program management team, (4) refresher training sessons, and (5) continuous
improvement feedback from the evaluation team.

o Thethree WNJ sites served 5,290 unemployed or underemployed Cdliforniansin 455
WNJ workshops over afour-year period. WNJ program sites served avery diverse
population of Cdiforniansin terms of ethnicity, age, educationa background, and
employment histiory. Nearly two-thirds (60%) of WNJ participants were female;
more than two-thirds (68.4%) were people of color; more than two-fifths were over
40 years of age (41%); and nearly haf held a high school degree or had fewer years
of forma education (44.8%).

o The preponderance of the available evidence indicates that WNJ participants
experienced ggnificant improvements in job search sdif-efficacy, sef-madtery,
confidence to handle setbacks, and expectations of employment setbacks.



o  Approximately 65% of al WNJ completers reported becoming reemployed 180 days
after the workshop. Reemployment rates differed by ste, ranging from 55% to 75%.

o Although dl three sites committed to indtitutionalize WNJ in whole or in part during
their funding period, only one WNJ site continued to offer WNJ workshops as part of
its standard service array. A relatively smal number of service organizations have
delivered WNJ workshops to their loca congtituents.

Congderationsfor Future Programming

Workforce Preparation and Basic Skill Levels. Whilethe WNJ program is
designed to enhance such things as an unemployed persons sdlf-esteem, confidence, job-
search skills and self-efficacy, the lack of job-specific competencies appear to be a
subgtantia barrier for many Cdiforniajob seekers. Thelack of basic kills of many
entry-leve employeesis generdly awell-known chdlenge facing Cdifornia employers.
In many ways, the Cdiforniaworking population is becoming increasingly mismatched
with the needs of employers. The skillsthat many employersfed are lacking in alarge
proportion of new hiresinclude basic arithmetic, computationd skills, and English
literacy. The problem is particularly acute among immigrant workers, who in some cases
may beilliterate in their native language as wel asin English.

Removing Additional Employment Obstacles Prior to WNJ. Findingsfrom
WNJ suggest that some key employment obstacles are difficult or impossible to address
in afive-day mativationd workshop. These are, for example, kill-related obstacles (lack
of skillsoverqualified), workplace expectations (i.e., “fit” issues with respect to work
schedules, sdaries, kills), negative employment histories, discrimination issues, crimind
records, physical appearance (e.g., tattoos), and alack of resources such as transportation,
child care, or hedth care. This suggests that the success of the WNJ curriculum may be
dramatically enhanced by other services that remove non-motivationa obstacles prior to
the five-day workshop. Based on interview data, one Site now appears to be using this
gpproach. More specificdly, prior to participating in WNJ, dlientsidentify and addressa
variety of employment obstacles (e.g., obtaining a drivers license, building job skills).

Clarifying Program Sugtainability and Replication Expectations. InWNJ,
feedback from grantees reveded that some felt pressured to disseminate and replicate the
program at the same time they were struggling to obtain support from their own top
management with respect to inditutiondizing the WNJ program. There was dso some
confusion by sites with repect to roles and respongbilities for disseminating and
replicating the program. Although it was clearly a grant requirement, this did not occur
until mid-way into the funding period. Feedback from grantees suggested that due to the
complexity and importance of achieving these gods, these efforts would have been more
successtul if they were clarified and addressed early on and throughout the project.

Demonstrating WNJ is Better than Existing Programs. Site leaders reported
that it was difficult to articulate and demondtrate the vaue added by WNJin comparison
to other available job placement/training programs. In fact, it was reported that some of
the adminigrators in the Ste organizations believed WNJ was less effective than some of
their exigting services. Thisimpression seemed to be based on unfair comparisons of (1)
WNJ reemployment rates to other program rates that were calculated differently, and (2)
WNJ to more costly programs of much greater length. In some cases, this appeared to
make it difficult to secure interna organizationa commitment to make WNJ acore




service, and to secure dternative funds to continue service beyond the grant period. This
chdlenge could be addressed in future programming by developing strategies for directly
examining and understanding differences between a new program and the best dternative
program currently implemented at aSite.

Computersin Our Future

Program Description

The second demonstration program, CIOF, created fourteen Community
Computing Centers (CCC's) in éeven low-income California Communities. The CCCs
were desgned to demondtrate innovative, cregtive, and culturaly sengtive strategies for
using computer technology to meet the economic, educational, and development needs of
ther loca communities. The CIOF program attempted to explore and demonstrate ways
in which CCCs can prepare youth and young adults ages 14 through 23 to use computers
to improve their educationd and employment opportunities, thereby improving the hedlth
and well-being of themsdlves, their families, and their communities.

Organizationa readiness criteriawere used to select deven diverse Cdifornia
organizations from among over 400 gpplicants to accomplish these gods over afour-year
period. These organizations are diverse with respect to organizationd type, geographica
location, and populations served. Three organizations were also funded by TCWF to
facilitate program development and offer program management and technica assstance
to the 14 sites. Together, each Site wasto develop a program to address each of ten broad
program gods outlined in the CIOF Program Modd and presented in Table 1.

Collectively, the CIOF centers provided access to more than 200 computer
workstations statewide. With respect to open access service gods, the sites collectively
provided unrestricted open accessto 27,705 Cdifornians (approximately 6,900
individuas per year, state-wide) and provided technology training and work experiences
to over 4,300 youth and young adults over the four-year program period.

With extensve input from ste leaders, TCWF program officers, and the CIOF
Program Coordination Team, the CGU Evauation Team constructed a guiding program
theory of how the CIOF program is presumed to work. Figure 3 shows that participation
in the CIOF program is believed to lead to improved attitudes toward computers,
technology skills, career development knowledge, job search skills, and basic life kills.
These acquired skills and knowledge are presumed to facilitate the pursuit of more
education, internship opportunities, and better employment options, which in the long-
term will improve participants  hedth satus.

This conceptudization of the CIOF program was used to develop and prioritize
evauation questions that were agreed upon by program stakeholders. More specifically,
during the earliest phase of program implementation, leaders from the Program
Coordination Team (PCT) and TCWF Program Officers, as well as |leaders from each of
the CIOF CCCs and CGU agreed on four core aress that the evauation would address.
Eval uation resources would subsequently be implemented to answer core questionsin
these four areas. program implementation, program service, program impact, and
strengths and weaknesses of the CIOF model. These questions were also used to guide
data collection and reporting efforts.



Table1: CIOF Program Goals

CREATE CENTER: Build deven Community
Computing Centers (CCCs) which emphasize
each of the CIOF Program Model components.
ACCESS  Increase access to computer
technology and training and offer periods of
largdly unrestricted use of computersto low-
income residentsin the loca community who
would otherwise lack access to computer
technology.

EDUCATION AND SKILLSTRAINING:
Deveop araised standard of education and
training in computer literacy and other aress of
technology competence and skills criticd to
successin employment for youth and young
adults ages 14-23.

LINKAGESWITH EMPLOYERSAND JOBS:

Egtablish and enhance linkages with employers
and jobsin theloca community for computer
literate youth and young adults ages 14-23 to
improve their chances for competing effectively
for employment and to support themin
trangitioning to the world of work.

among the leaders of the eleven CCCs.

STATEWIDE NETWORK: Participate in mutually
beneficid collaborative learning and sharing relationships

EVALUATION: Throughout the funding period, centers
will collect dataregarding participation of youth and loca
resdents aswell as program outcomes and impactsin
order to continually evauate progress toward their stated
objectives. Centerswill work with the Initiative
Evauators and the Coordination Team to ensure progress
toward program and CIOF gods.

COMMUNITY VOICE: Formdize the establishment of a
broadly representative CommTAC whose members will
build support for the center’ swork, and assigt in
advocating for loca positionsand policiesthat ensure
equitable technology access for low-income communities.

COMMUNITY TECHNOLOGY RESOURCE: Have
linkages to, share expertise with, and serveasa
technology resource for community-based organizations,
schools, businesses, and individuals.

POLICY DEVELOPMENT: Identify, promote, and
achievelocd, regiond, and/or satewide policy reforms
that result in improved access to computer technology for
people living in low-income communities.

DISSEMINATION: Serveasarole modd to othersby
disseminating lessons learned, success stories, aswell as helping to
educate others on the importance of access to technology, and
technology education and training for people in low-income
community aress.

Fiaure3: Computersin Our Future
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1. Program Implementation What does it take to set up avibrant, accessible, relevant,
and sustainable community computing center? What does implementation look like?
What are the key challenges and success factors to program devel opment and
implementation?

2. Program Service. Whom are the Stes serving (e.g., population characteristics of
sarvice recipients)? How many people are served at each site?

3. Program Impact. What isthe impact of the CIOF program on the eleven stes, their
participants, and their communities?

a) How do technology access and training improve the employment prospects of
young people?

b) What are redistic outcomes in increased computer or technicd kills,
employment, increased literacy, English acquistion, atainment of GED or
other educationd targets?

¢) How doesthe center affect the participants persondly (e.g., self-confidence,
motivation, life skills)?

d) What are the demonstrable payoffs to communities (e.g., increased cohesion,
access to technology resources and services, etc.)?

4. Strengths & Weaknesses of the CIOF Model. What are the strengths and weaknesses
of the specific CIOF models a each of the CCCs (i.e., access, education, resource, voice,
al with afocus on employment and youth)?

Data Collected to Answer CIOF Evaluation Questions

To answer these questions, extensive standardized demographic, center
utilization, pre-test, post-test, and follow-up data were collected from each Ste. Various
types of quditative implementation and outcome data were a so collected.

Overall, data were collected for over 25,000 program participants, including user
data (demographic and background) for 22,729 individuass, center usage data (daily
activities and time spent at center) for 12,049 individuds, pre-test and post-test data for
over 400 individuas, and follow-up interview data for over 200 individuas. Both user
and usage data were collected for nearly haf (47%) of dl individuastracked. Data
collected with these measures included demographic and background data, computer-
related behaviors insde and outside the CIOF centers, attitudes toward computers,
computer sKkills, reactions to the CIOF centers, and educationa and employment
outcomes. These data are limited in smilar ways to the WNJ data (e.g., one group,
pretest-postest research design) when they are used to estimate program impact.
However, various types of quditative implementation and outcome data were aso
collected, including Ste vist observations and interview data from Site leaders and
program coordination team members. In addition, more than eighty Site progress reports
and eight progress reports from the PCT were analyzed for key accomplishments and
lessons learned.

Evaluation Data and Continuous Program I mprovement Efforts

To support continuous program improvement within the CIOF implementation
gtes throughout the life of the Initiative, CGU prepared and disseminated 113 evauation
reports to CIOF program leaders, PCT members, and TCWF over the five-year funding
period. Theseincluded five year-end evauation reports, four mid-year evauation
reports, 92 ste reports, four interim reports, and eight miscellaneous evauation reports to
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program grantees. Astools for program monitoring and improvement, these reports
documented not only key accomplishments and program activities, but also key program
chalenges and recommendations for addressing chalenges. Conference cals and/or face
to face meetings were held with site leaders, the PCT, and TCWF to discuss each report.
In addition, CGU presented key findings and updates on statewide service statistics a
each of the biannua CIOF statewide conferences. During these various communications,
CGU fadilitated discussion on the meaning of the findings and on developing Srategies
and responses to addressing program recommendations.

Severd evaluation tools were aso created and disseminated to Sites to support
evauation and program capacity building. In addition to their evauation plans, each site
received an eva uation procedures manua which served as a centralized resource for
gtoring evauaion materids such as evaduation planning materids, evauation
communications, draft and finalized measures, eva uation feedback reports, sample
technology and portfolio evauation measures from mainstream efforts, and evauation
training materids prepared by CGU. Overal, pre-test and post-test measures were
created to measure skill gains for more than forty different classes across the CIOF
network. A key resource initially created by PCT and devel oped and supported by CGU
over time with extendve input from site leaders, was the CIOF Client Tracking System
(CCTS). The CCTSisaMicrosoft Access-based database that tracks client demographic,
background and center usage data. Asatool for program improvement, CGU designed
extensive reporting capabilities into the CCTS to enable program leaders access to
program service atistics for convenient and timely reporting and dissemination
purposes. CGU created a companion training and user manud to assst Stesin
understanding and maintaining this client tracking system.

Summary of Key Findings

o A combined tota of 25,036 Cdifornians participated in the fourteen CCCs over the
four year period. Based on systematic tracking data, sites reached 44.4% (n=12,293)
of their combined open access service god of 27,705. 1n addition, they reached
69.8% (n=3,418) of their youth training god of 4,900 for 14-23 year olds, and 15.1%
(n=648) of their youth employment and work experience god of 4,300 for 14-23 year
olds. Itisimportant to note that tracking data were not collected for the entire grant
period and that youth employment goa's were de-emphasized by the foundation about
midway through the grant.

o Center participants visted their CIOF center an average of 10 times and spent an
average of 1 hour 28 minutes per visit. Overdl, center userslogged approximately
250,000 vigts and more than 370,000 hours of use across the CIOF network of
centers.

o Morethan hdf (52.9%) of CIOF participants were female, more than three-fourths
(78.4%) were people of color.

o Morethan one-third (37%) of dl individuas served were youth and young adultsin
the target age range of 14-23 years. Thisis more than twice the proportion of the
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California population aged 14-24 years (15.7%).! Most sites served predominantly
adult populations. In part, this was due to a higher than expected demand for access
and training by adults. In contrast, only one Site (ayouth organization) served more
than two thirds who were 14-23, and four sites served populations where nearly half
were 14-23 year olds. Feedback from grantees suggest that key chalengesto
attracting the target population included developing youth outreach strategies and
youth-rdevant programming.

Factors that contributed to meeting program service godsincluded: (1) location and
vighility to target population, (2) top management support in centers, (3) developing
curricularelevant to the lives of youth, (4) knowledge and understanding of
populations served, and (5) tailoring center hours and scheduling to needs of the
target population. Word-of-mouth referrd was the most effective form of recruitment
in most centers.

Building computer technology literacy was a centra god of CIOF programs.
Developing curriculum and technology training programs, however, proved to be
much more challenging for program leaders than anticipated. Contrary to
expectation, it took most sites up to three years to develop program learning
objectives. In part, thiswas dueto centers initia focus on developing centers and
open access periods. However, there were aso numerous obstacles to overcomein
order to develop programming in this area.

Mogt programming around employment linkages centered on skill building and
employment preparation. Centers viewed successful educationa attainment as a
priority for ensuring improved employment opportunities for the target population.
Deveoping employment linkages was very chdlenging for centers. Mogt program
stakehol ders lacked appropriate experience, knowledge, and/or resources to create
solid programming around job development, placement, and tracking employment
outcomes.

More than four-fifths of responding participants (81.9%) felt their educationa
opportunities had improved as aresult of CIOF. The key waysin which they
benefited were in being able to do homework, school projects and research at the
centers (25.4%), improving performance at school (19.9%), enhancing their
motivation to continue or do better in school (16.9%), and developing basic skills that
help in school, such astyping. A few respondents (2.5%) said they were able to take
or passthe GED as aresult of usng their CIOF center.

The key waysin which respondents benefited personally included changing their
attitudes toward computers (31.5%), gaining new computer knowledge and skills
(28.5%), gaining new employment and job-related benefits (26%), being able to use
and gpply computer sKkills (18%), and changing their outlook and/or aspirations
(13.5%). Other benefitsincluded internet and emall, persond life benefits, helping
others, enjoying the center, educationa benefits, and improving basic skills.

! Sourcer Census 2000 Summary File 1 [machine-readable data file]/prepared by the U.S. Census Bureau,
2001. Produced by the Cdifornia Census Data Center. August 2, 2001.
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o Above and beyond having access to hardware and software (21.7%), respondents said
that having access to staff and instructors (33%) was the key resource they received
from their CIOF centers. Other factorsthat respondents said their centers provided
that they could not get e'sawhere included: Internet access (18.5%), access to more
or better programs (18.5%), and a caring center environment (18.5%). Additional
resources were access to more peripheras (7.6%), convenient schedules and location
(7.6%), and classes and training (7.6%).

o Inaddition to providing access to computers and training in technology, other key
resources devel oped by CIOF centers included the CIOF Policy Agenda, CIOF
newdetters, CIOF website, and CIOF toolkits. Each of these serves to inform those
interested in community technology about lessons learned, key activities of the
centers and policy implications for community technology centers. Furthermore,
these resources are made available to the public at no codt.

Considerationsfor Future Programming

Professional Program Planning and Development Assistance. Most center
leaders did not recognize the vaue of developing and having atechnology training plan
until their programs were in place. In many cases, they were not able to identify exiging
and anticipated community needs and resources. For example, key chalenges were
identifying how technology training fit into their larger organizationa gods, how to
integrate new program efforts with exiting activities, and how to achieve program goals
that required new expertise (e.g., job placement). Oneimplication of these findingsis
that substantia support for professond assstance in program planning and devel opment
may be necessary for centers to overcome key chalengesin atimey manner.
Minimizing geographica distance between technica assstance providers and granteesis
aso important. Feedback from grantees suggest that providing mechanisms to identify
and link granteesto loca service providers may be beneficid. In addition, different
modds that dlow for greater flexibility for provison of professond program planning
and developmenta assistance may be necessary depending on specific needs of grantees.

Facilitate Strong Program L eader ship. Program leaders often struggled with
what they felt were unclear program expectations from TCWF. Thiswas due, in part, to
how TCWF structured the grant. More specificadly, feedback from grantees reveded that
they were uncomfortable with the lack of predetermined standards for what they were
funded to accomplish. There was agenerd discomfort with relying on their own
expertise to make decisons in developing their innovative programs. Although there was
generd agreement that center leaders and staff usudly knew best whom they wanted to
serve, what they wanted to achieve, and how the use of technology would make that
happen, they till desired and needed advice and direction. In the case of CIOF, there
was alearning curve that Stes needed to go through to understand and accept thisrole
regponsbility. Program coordination team members, in turn, also learned the importance
of providing support and appropriate levels of direction and guidance. Opportunitiesto
meet and talk with others dealing with these concerns were reported to be helpful by
grantees.

Provide Core Curriculum Modules. Many CIOF siteslacked requisite skills for
developing technology curricula. Although grantees requested additional support in
curriculum development early on, the PCT did not have strong skillsinthisarea. A key

13



lesson was the importance of providing sites with generic technology curriculaand
learning objectives that can be adapted for locd use. While there were many technology
training resources on the market, grantees felt thet many lacked the appropriate levels of
language, literacy, and cultura relevance needed in low-income communities. Making
generic resources available would show program ingtructors where to begin so they can
avoid reinventing the whedl with respect to technology curriculum. Sdlecting technical
assigtance providers with skillsin this area could greetly enhance and expedite the
curriculum devel opment process.

Health Insurance Policy Program

Program Description

The god of the Hedlth Insurance Policy Program (HIPP) was to support the
development of state policy to increase access to hedth insurance for employees and their
dependents that was affordable, comprehensive and promoted health and the prevention
of disease. To thisend, the HIPP issued an annud report on the state of hedth insurance
in Cdifornia based on surveys of: the non-elderly population, HMOs, licensed hedlth
insurance carriers, purchasing groups and employers. In addition, HIPP team members
developed policy briefs and related headth insurance publications for broad dissemination
to appropriate policy stakeholders.

As part of the evaluation planning process, the evauation team facilitated the
development of a program theory for HIPP. As shown in Figure 4, the HIPP program
sought to increase target condtituents awareness and understanding of the status of hedlth
insurance issues in Cdifornia, and to influence policy development. The program theory
shows that a range of publications development, report dissemination, and follow-up
activities were conducted in an effort to reach those desired outcomes.  Support activities
and potentid outcomes are shown in dotted line boxes to indicate that these were
expected to occur but were not required by the funding agency.

HIPP Evaluation Questions

The HIPP program theory was used to generate and prioritize evauation questionsin

four key areas, induding:

1. Publications Development. Did HIPP conduct surveys of Cdiforniaindividuals,
HMOs, insurers, employers, and purchasing groups? Were data anayzed and policy
analysis conducted on the basis of data gathered?

2. Report Dissemination and Follow-up. Were annual reports and policy briefs on the
state of health insurance in California developed and disseminated to relevant policy
makers?

3. Research and Policy Recommendations. Did HIPP identify key trends and make
relevant policy recommendations regarding California health care needs, hedlth status,
risk status, and health risk behaviors? Did HIPP identify access barriers to affordable
health care, hedth promotion and disease prevention? Were findings from different
surveys integrated to impact policy development and target outcomes in meaningful
ways?

4. Research Outcomes. In what ways was HIPP effective in raising awareness among
policy makers and the public about the status of health insurance in Caiforniaand
influencing the direction of hedth-care policy?
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Figure4: Health Insurance Policy Program Theory
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Data Collected to Answer HIPP Evaluation Questions

I nterviews were conducted each year with a dratified, random sample of target
udiences to address the evaluation questions. Key informants were sratified by
organization type, including California policy makers, hedth insurers HMO's, interest
and advocacy groups, foundations, media, and university condtituents. In-depth
qudlitative and quantitative data were gathered through face-to-face or telephone
interviews to assess respondents awareness of the research, understanding of materid,
how informative it was, and the influence of the research (i.e, credible, useful). CGU
aso examined whether and how respondents used the HIPP research in their work. In
addition, media coverage and direct and indirect policy changes were tracked. Findly, a
random sample of individuas publishing in the hedth insurance arena over the past five
years were selected to provide a critical peer review of the HIPP research.

Overdl, extensve quditative and quantitative data were collected from over 300
key hedlth care congtituents over the program period, including three peer reviewers
across the country not directly involved with the HIPP program. To supplement this, the
CGU andyses dso included areview of each research report and policy aert produced.
Semiannua progress reports were also anadyzed for key accomplishments and lessons
learned.

Evaluation Data and Continuous Program | mprovement Efforts

To support continuous program improvement within the HIPP research program,
CGU prepared and disseminated 13 evaluation reports to HIPP program leaders over the
four-year funding period. These included four year-end evauation reports, four mid-year
evauation reports, and five interim reports. Astools for program monitoring and
improvement, these reports documented not only key accomplishments and program
activities, but dso key program chalenges and recommendations for addressing
chalenges. Conference calls and/or face-to-face meetings were held with program
managers and TCWF program officers to discuss each report. During these various
communications, CGU facilitated discussion on the meaning of the findings and on
deveoping strategies and responses to address recommendations. In addition, CGU
attended annua advisory group meetings and addressed questions pertaining to
evauation findings a those meetings.

Summary of Key Findings

o HIPP conducted annua surveys of CdiforniaHMOs, hedlth insurers, employers, and
purchasing groups, and andyzed exigting data sets of population-based surveys for
four of the five years of TCWF funding. In thefifth year, 2000, the origina program
grant was terminated by the project’s principa investigator. Although the surveys
were conducted in the fifth year under a new contract, CGU was not asked to evauate
the work performed under the new contract. Asaresult, only four out of five
proposed annual reports, and 12 out of 20 proposed policy aerts were produced by
the origina program grantees and evauated by CGU.

o Approximately 7,000 reports were disseminated to targeted health care congtituents

over afour-year period. The number of annua reports and policy aerts produced and
disseminated increased each year, from 579 annua reports released in Year 1 to 3,000
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inYear 4. The primary method for dissemination was mailing the reportsto key
condtituentsin hedth care, government, legidature, media, interest and advocacy
organizations, universities, and private organizations. Other dissemination vehicles
included distributing copies at conferences and roundtables, sending copiesto
individuds who requested copies, and dectronic dissemination.

The HIPP team had a week dissemination strategy at the early phase of their program,
but sgnificantly improved dissemination efforts over time with the ad of amediaand
communications consultant provided by TCWF gaff. Early dissemination problems
included lack of aclear dissemination Strategy, lack of aclearly defined target
audience, poor contact information for target congtituents, and lack of coordination of
dissemination efforts, particularly with regard to press releases.

The HIPP received media coverage each year. Coordination challenges resulted in
few gtories covered in Northern Cdiforniaand none in Southern Cdiforniain 1996.
Coverage increased dramaticaly, however, with the release of the second publication.
The HIPP team was successful at getting coverage in the State' s largest paper, The LA
Times, in the fourth year of dissemination, and coverage in the San Francisco
Chronicle for three of the four years in which findings were released. With input and
direction from their media consultant, the HIPP was able to gain coverage over key
wire sarvicesin Years 2-4. Thisresulted in sgnificantly greeter coverage in both
broadcast and print media

The HIPP identified severd key barriers to affordable hedth care, hedlth promotion
and disease prevention. The core barriersincluded lack of access, cogt, limited
choice, and cost-coverage tradeoffs. Other factors included lack of standards,
enforcement, and accountability among hedlth care providers.

Numerous policy recommendations were made in each annud report and subsequent
policy derts produced by HIPP. Coallectively, over 100 policy recommendations
were offered in severa areas to address various ways to increase access to affordable,
qudity hedth insurance for the uninsured in Cdifornia

Overdl, responses regarding the reports effectiveness, impact, credibility, and
usefulness were very podtive. Compared to other topics covered in reports, sections
dedling with hedth insurance coverage and demographic breakdowns of the
uninsured were perceived to be most informative, and were most likely to be viewed
by respondents as the key messages being presented. In generd, ahigher percentage
of respondents found the full report (in comparison to the policy derts) to be “very
useful” and “very effective’ at capturing their interest and attention.

Condgderationsfor Future Programming

Compr ehensive Reports wer e mor e Effective than Policy Alerts. Compared to

the policy derts, the available evidence suggests that hedlth care congtituents are more
likely to vaue and use comprehensive datain a single source such as the HIPP annua
reports. Respondents were more likely to recal receiving these reports, and they were
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more likely to recal information provided in these reports. They were dso more likdly to
rate the policy recommendations in the report as useful and informative than those in the
policy derts. Of particular importance is that sufficient data are presented and andyzed
in amanner to justify policy recommendetions.

M edia and Communications Technical Assistance was Crucial. The ability to
conduct quality research does not guarantee that researchers have strong skillsin
advocacy and dissemination. University Public Relations offices often do not have
aufficient dedicated time to be optimally effective when asked to support projects of this
nature. The additional resources made available to hire a media and communications
consultant added tremendous vaue in heping HIPP researchers clarify their target
audiences, develop drategies for working with the media, develop talking points, and
increase media exposure and coverage.

Productive Resear ch Collaborations Across Univer sities are Difficult to
Sustain. TCWF created the formd partnership between researchers working at different
univerdties. While there seemed to be consensus among HIPP stakeholders, that the
HIPP was able to accomplish more because of the combined efforts, it was very difficult
to sugtain this type of collaborative arrangement over time. Future efforts of this sort
may benefit from well-designed processes to carefully select the partners, facilitate
ongoing role clarification and communication, manage conflict, and to develop and
reward teamwork.

Future of Work and Health

Program Description

The second research program, the Future of Work and Hedlth (FWH), aimed to
understand the rapidly changing nature of work and its effects on the hedth of
Cdifornians. This program was designed to support arange of research projects and
gtatewide convenings consistent with thisaim. Key program objectives included: (1)
identifying issues and trends important to the future of work and hedth of Cdifornians
(2) building anetwork of people involved in building knowledge and improving practice
to advance the future of work and hedth in Cdifornia; (3) funding projects to illuminate
trends important to the future of work and hedth of Cdifornians; (4) identifying policies
that can influence work and hedth trends to improve the hedlth of Cdifornians, and (5)
disseminating research findings on Cdiforniawork and health trends from FWH program
activities.

M odification of Original Program Goals. The FWH program gods changed
subgtantialy from program inception. The primary mission of the program changed from
(1) improving hedth and well being of Cdifornians through employment-related
gpproaches targeting policy changes, organizationa practices, and research, to (2)
increasing our understanding of the changing nature of work and itsimpact on the hedth
of Cdifornians through research and convenings.

Program Theory. Developing aprogram theory for the revised program was
quite challenging for anumber of reasons. Identifying what could be eval uated required
the program to be recongtituted again and projects put into place. 1t was agreed that work
could not begin until after new projects were selected. However, once programs were
funded, CGU learned that the new grantees were told that they were not expected to work
with the CGU evauation team. Instead, they were informed that TCWF would maintain

18



respongbility for evaluating program efforts directly. The conflicting role of having to
evauate the FWH program without having access to program grantees limited what could
be accomplished on CGU's behdf. In addition, the CGU team experienced considerable
difficulty gaining the cooperation of key representatives of the FWH program in the
evauation process. In order to clarify the new evduation mandate for the revised FWH
program, the evauation team eventuadly gained agreement that the focus of the

evauation would center on the overall program as aunit of analys's, rather than on
specific grantees or projects within the overdl program. Figure 5 illugtrates the program
theory that CGU ultimately developed to guide the FWH program evauation.

Figure5: Futureof Work and Health Program Theory

I dentify
Trends
Build
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Build
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FWH
PROGRAM
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Policy

FWH Evaluation Questions

1. Trends. How effective was the FWH research and convenings program in
identifying important trends about the future of work and hedth in Cdifornia?

What trends were identified?

2. Build a Network. How effective was the FWH program in creating a network of
individuas working together on work and hedth issues? Who was involved in the

network, what did they gain from their collaboration?

3. Build Knowledge. How effective was the FWH program in building knowledge
about work and health connectionsin Cdifornia? How well did program efforts
help others understand the links between work and health?

4. dentify Policy. What policy suggestive findings were identified that can influence
work and hedlth trends and improve the hedth of Cdifornians?

5. Dissmindgion How were FWH research findings disseminated? How informative
and useful were these to target congtituents?
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Data Collected to Answer FWH Evaluation Questions

The FWH eva uation focused on the effectiveness of overdl program effortsin
five core areas targeted in the program: identifying trends, building a network, building
knowledge, identifying policy, and dissemination. More specificaly, it was agreed that
CGU would take an historical and descriptive gpproach to evauating the effectiveness of
FWH program efforts in reaching these goals. It was dso agreed that CGU would
conduct follow-up interviews with arandom sample of individuas who participated in
the culminating FWH Work and Heglth convening to assess the effectiveness and
usefulness of the conference, as well as knowledge gained.

Toward these god's, CGU conducted an extensive document andyssreview of
more than 150 documents produced through the FWH program. The core documents
included semi-annua grantee progress reports, research reports, and publications. Also
included were reviews of annual press releases and press coverage, interna memos, and
notes and summaries from program convenings. All documents were andyzed for key
accomplishments and lessons learned. A database was cregted to asss tracking and
andyzing program godls, activities, and key issues and trends identified in the
documents. Findly, follow-up telephone interviews were conducted with a stratified
random sample of 36 individuals who attended the final program convening in March
2001. Respondents were dratified according to whether they were internd (i.e.,
individuas who were funded as part of the Cdifornia Wellness Foundation’s Work and
Hedth Initigtive) or externd (not part of Initiative) condituents. Prior to sampling, CGU
excluded members from the three foundations who funded the conference aswell as
members from the eval uation team, to ensure the interviews focused on target
congtituents rather than conference sponsors.

Summary of Key Findings

o Key chdlengesfaced in Year 1 semmed from alack of an underlying conceptud
framework or program mode! that: (1) linked the objectives and Strategies together;
and (2) focused the content and activities of the program. Claremont Graduate
University’s (CGU) firgt year evauation report recommended that the program could
be strengthened by developing aframework grounded in areview of the work and
hedlth research, current corporate practices and public policies, and trends in the
workforce.

o Thefirgt program grantee decided to terminate its grant upon completion of itsfirst
program year. Responghility for the redesign of the program, aswell asfor program
management, shifted internally to TCWF. Program gods were revisted and the
program was reconfigured during 1997 and 1998 to address many of the chalenges
identified by CGU in Year 1.

o Three key trends were identified and focused on by the FWH program. These trends
were (1) getting left behind by a changing economy, (2) awidening of income
inequdlity, and (3) the changing contract between employer and employee. However,
findings frommany of the research projects funded by the FWH program did not
seem to directly address the key trends.
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o Morethan a dozen convenings were held throughout the program period that brought
researchers, practitioners, policy makers, and other work and health experts
throughout Cdiforniatogether for sharing knowledge and building a network of
individuas. Evidence suggests the mgority of participants found these meetings
useful for networking.

o TheFWH program built a unique database based on the Cdifornia Work and Health
Survey (CWHYS) that links work and hedlth issuesin Cdifornia. Based upon these
data, the FWH program was successful in attaining broad media coverage, including
75 print publications, 34 stories in broadcast sources, and coverage on wire services
for three out of four years. In addition, more than 50 manuscripts discussing work
and hedlth rdated findings were prepared for professiona presentations or
publication. However, CGU was not able to determine how informative and/or useful
these efforts were to target congtituents.

o Thevast mgority of the participants of the culminating conference who were
interviewed reported that the sessions were “ somewhat effective’ or “very effective’
in identifying linkages between work and hedth.

o Theprincipd policy-relevant findings identified within the FWH program were
developed and disseminated in Six policy papers providing more than 40 different
policy recommendations. Topicsincluded: (1) the impact of the changing Cdifornia
economy on the future hedlth of workers and their families, (2) strategies for bridging
Cdifornia sdigitd divide and improving hedth, (3) opportunities to improve
productivity and menta health of workers, (4) the changing retirement landscape in
Cdifornia, (5) the role of effective job search programs in preventing the threet of job
loss on hedth and mentd hedlth of Cdifornians, and (6) consderations for partialy
pad family leave in helping Cdifornians baance work and family.

Condgderationsfor Future Programming

Need Direct Links between Program Goals and Research Activities. Much
effort was put into the FWH panel process to develop a program framework that included
three trends that had important implications for the work and hedlth of Cdifornians.
Unfortunately, there appeared to be a gap between many of the projects that were funded
and how well they contributed to increasing our understanding of the core program
themes. Future efforts would benefit from establishing explicit connections between the
program framework and funded projects.

Need M echanismsfor Integrating and Synthesizing Findings. Developing a
pane comprised of researchers and practitioners with expertise in work and hedlth areas
proved useful in identifying and prioritizing key trends and cregting a program
framework. What was missng was a continuation of the pand or another mechanism for
identifying, integrating, and synthesizing findings from the funded projects. More efforts
to identify the most important and sound evidence linking work and hedth in Cdifornia
could have proved fruitful.

The Employer Perspective was Missing. For the most part, the perspectives of
the employers of Cdiforniaworkers appear to be missing from the FWH program.

Future efforts would likely benefit from identifying and dlarifying the role of employers
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inwork and hedlth. A key gap in knowledge exists with respect to the opportunities and
congraints facing employers throughout Cdifornia

Link Policy and Dissemination with Research Efforts. A key goa of FVH
was to identify policies that can influence work and hedlth trends to improve the hedth of
Cdifornians. Aside from the CWHS findings, there did not gppear to be any
identification of policy-relevant findings from other research conducted within the FWH
program. Groups such as CCHI were instrumenta in working with Initiative
gakeholders to begin identifying policy-reevant implications of research findings. The
influence of the FWH program could have been strengthened by developing clear policy
messages, identifying target audiences and policy opportunities, and creeting clear
dissemination drategies.

Require Key Granteesto Participate in Evaluation. When the FWH program
was revised, it omitted the continuous improvement component of the evaluation that was
present in the origind grant structure (and other Inititive programs). Without clear
expectations or role requirements to participate in evauation, there were higher levels of
resi stance to serious evauation efforts. Asaresult, most of the grantees were able to
avoid meetings and conversations that might have led to the collection of useful
evaduation data. If FWH grantees were required to participate in evauation in the same
way that the other WHI granteesdid, it is our view that the FWH program would have
had greater impact. In generd, requiring forma participation in evauation helpsto
reinforce collaboration and participation in evauation efforts, which, in turn, enables
grantees to benefit from continuous improvement efforts.

EVALUATION OF THE ENTIRE INITIATIVE

Evaluation of the Original Four Goals

The overdl mission of the Work and Hedlth Initiative was to improve the hedth
of Cdifornians by funding four programs designed to postively influence hedlth through
approaches related to employment. Findings related to the origina four goas are
presented below.

1. Understanding L inks Between Work and Health. All WHI programs
increased understanding of relationships between work and health. The two research
programs (HIPP and FWH) were particularly focused on identifying links between work
and hedlth around issues of hedlth care and hedlth insurance, and employment status and
conditions of work. The two demongtration programs (ClOF and WNJ) provided more
indirect evidence of what works in helping to prepare individuals for employment and
their implications for improving the hedlth of Cdifornians.

Based on the collective input and wisdom of many Initiative stakeholders, the
central message that was created to help explain the link between work and hedth
concerned having high quaity employment. More specificdly, “the best strategy for
improving the hedlth of Cdiforniansisagood job.” The evidence for thiswas based on
the vadt literature as well as data collected within the Initiative that demondrates a variety
of ways in which access to and conditions of work are related to hedth (cf. Brousseau &
Yin, 2000).

A key achievement was the creation of unique Statewide databases covering work
and hedlth and hedth insurance issuesin Cdifornia. A sgnificant number of
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publications, presentations, research efforts, convenings, and evauations of each program
made substantial progress toward degpening the understanding of the rapidly changing
nature of work and its effects on the hedlth of Cdifornians,

2. Increase High Quality Employment. A significant number of participantsin
the two demondtration programs, WNJ and CIOF, reported finding high quality
employment, or advanced educationa opportunities that might lead to high qudity
employment in the future.

The two demonstration programs, CIOF and WNJ, were designed to address this
god directly by increasing opportunities for employment through technology skill
building and job search assistance. The two research programs, HIPP and FWH,
contributed to this god by identifying important organizationd practices (such as
providing hedlth insurance and good working conditions) that were related to improved
hedlth opportunities for Californians.

With respect to the demongtration programs, the evidence we collected
demonstrated that individuas in both WNJ and CIOF found jobs. Nearly two thirds of
program completers found jobs within sx months of completing WNJ. As one indicator
of employment qudity, more than haf of those who found jobs were reemployed in their
chosen occupation. In contrast to WNJ, CIOF program grantees did not develop
systematic employment follow-up data collection efforts. Most program leaders tracked
employment success ories by asking participants who used their centersto tell them if
and when they got jobs. Asaresult, several success stories were reported at each center
over the four-year funding period.

Both the HIPP and FWH programs engaged in systematic, comprehensive,
statewide data collection efforts that contributed to understanding important
organizationd practices that were related to improved health opportunities for
Cdifornians. The HIPP demonstrated that most Cdifornians got their heglth insurance
through their employer, and those without hedlth insurance had poorer hedlth than those
who had hedth insurance. The HIPP suggested that akey strategy for improving access
to hedlth insurance and hedlth care would consst of employersincreasing their offer rates
of insurance. Ancther key drategy entails efforts to increase affordability for both
employers and employees. The FWH demonstrated that poor hedlth is both a cause and
consequence of employment problems, and identified severd conditions of work that
were related to poor health outcomes.

A key limitation to dl these efforts was alack of an agreed upon definition of
and/or sandards for identifying what congtitutes high qudity employment. The notion of
continuous training and workforce preparation was a recurring and important theme
identified by Work and Hedlth Initiative stakeholders. This was dso consdered akey
solution to ensuring high quaity employment.  Follow-up interviews with some of the
CIOF program leaders raised the question of the appropriateness of targeting employment
outcomes for youth and young adults ages 14-23. In contrast, there was strong agreement
of the need for improving educationd opportunities, basic kills, and literacy among this
group to ensure that youth and young adults can compete in the workplace. Among WNJ
program |leaders, there gppeared to be consensus in viewing employment success along a
continuum from getting a job, a better job, and then a career.

3. Improve Conditions of Work. We have no evidence to support that
conditions of work were improved for employed Cdifornians. Furthermore, there
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gppeared to be no resources or programming specifically alocated toward achieving this

god.

Within the overal design of the Initiative, there were no resources or
programming dlocated toward improving the conditions of work in organizations.
Although the FWH program was initidly charged with improving organizationa
practices that lead to improved hedlth of Californians, this goa was revised by theinitia
program director in 1996, then later dropped when the program was reconstituted
between 1997 and 1998. Both the HIPP program, and especidly the FWH program,
generated findings in this area that could be used to identify organizationd conditions
that need improvement.

The design aspects of Initiative programs that had the most potentid for
impacting work conditions, albalt indirectly, were the dissemination and policy influence
components. The volume of reports generated and disseminated, the number of
convenings held and attended, and the amount of media coverage gained, illudtrate the
potentid range of influence the Initiative had for indirect influence of work conditions. It
is certainly possible, for example, that the broad dissemination efforts to the genera
public reached organizationd leaders and informed, if not influenced, their thinking
about theseissues. It isdso possble that individuas connected with the Initiative
increased organizationd leaders thinking through policy and educationd efforts.
Unfortunately, without resources directed toward this objective, and alack of interest
among program stakeholders to examine the link between these issues, it is not possible
to determine whether any of these efforts influenced organization practice.

In addition to alack of programming in this area, akey limitation was the lack of
involvement of corporate players throughout the state. The ability to affect
organizationa practices and the conditions of work will likely be enhanced by input from
and cooperation with organizationd leaders.

4. Expand the Availability of Worksite Health Programs and Benefits. There
was no evidence to demondtrate that the WHI expanded the availability of worksite
heslth programs and benefits, nor were there resources or programs dedicated to this
god. However, the HIPP tracked the availability of worksite health promotion programs
and made policy recommendations to suggest how this might be accomplished.

The fourth broad god of the Initiative was to expand the availability of workste hedlth
programs and benefits. There were no projects funded to expand the availability of
hedlth programs. The HIPP, however, was charged with supporting the development of
dtate policy to increase access to hedth insurance coverage that emphasized the
integration of health promotion and disease prevention. Each year the HIPP collected
data from both employers and hedlth insurers on this topic and developed policy
recommendations to affect thisgod. A key finding was that most employers surveyed do
not offer workste health promotion programsin Cdifornia. Although many hedth
insurers offered these programs, low rates of utilization prevent these programs from
maximizing hedth improvement among employees.

Evaluation of Areasof Special Interest to TCWF

A summary of key lessons learned about topics of specid interest to TCWF is
provided in this section (also see Donaldson, 2003; Donadson & Gooler, 20023, 2002b,
in press; Fitzpatrick, in press, Gooler & Donadson, 2002). Lessons learned were

24



extracted from numerous sources of data collected over the life of the Initiative, including
grantee progress reports, Ste vist observations, quantitative and quditative data collected
by CGU, and through conversations with TCWF program officers and program grantees.
In addition, CGU conducted 30 to 60 minute follow- up interviews with most grantees
after their programs were completed to specificaly discuss lessons learned. From these
efforts, we present cross-cutting lessons learned in regard to: (1) grantee capacity
building, (2) effectiveness of program coordination teams, (3) effectiveness of program
evauation efforts, (4) program sustainability within funded projects, and (5) effectiveness
of Initiative program management.

1. Capacity Building

Themain waysin which capacity was built among granteesincluded: (1)
expanded outreach and increased services offered, (2) increased visibility and
exposur e for funded or ganizations, (3) strengthened or ganizational knowledge and
skills, (4) increased expertisein serving target population, and (5) strengthened
connectivity with others. Factorsmost likely to impact capacity building included
(6) effective working relationshipswith TA providers, (7) usefulness of program
evaluations, and (8) personnd turnover.

Capacity building meant different things to different grantees. In generd,
cgpacity building was perceived to include the multitude of ways that organizations were
improved or changed that enabled them to do things they otherwise would not be able to
do. For some, capacity building was strengthened from acquistion of additiona
resources, for many, capacity building resulted from gaining new knowledge, skills, and
experience. Severa cross-cutting lessons learned with respect to capacity building are
presented below. Due to the different foci of each program, and the unique chdlenges
and successes addressed within each program, some lessons do not apply equally to al
Initictive grantees. The god hereisto illuminate key ways that capacities were
srengthened throughout the Initiative.

Resour ces expanded outreach, increased services offered. Most grantees
understood that funding was based on the expertise and experience they possessed. In
light of this, the most frequently mentioned way they felt their capacity was built was
through enabling them to expand their services to reach new populations. Among
program managers, this was frequently expressed as “ getting a chance to apply what we
do in these types of organizations.” The result was to strengthen their understanding and
effectiveness in working with these types of (community-based) organizations. As noted
by one TA provider, “we gained a greater depth of experience in working with service
organizations. We developed a much degper understanding abouit the effect of the
program on organizations that adopt them.” Comments by program grantees were
centered more directly on their increased ability to serve their target population through
expanded and improved programming efforts.

Increased visibility and exposure for funded organizations. Many grantees
dated thet their involvement in the Initiative led to increased vighility for their
organization. Asaresult, their postionsasleadersin ther field were perceived to be
strengthened. The components that seemed to contribute most directly to increased
vighility included attention generated from dissemination and policy influence efforts. In
addition, exposure to others through convenings, discussions, and publications of
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program findings dso served to increase their vishility. Some grantees noted that
funding by TCWF showed other funders that their organizations were worthwhile
investments, which was aso a confidence booster for the grantees.

Strengthened organization knowledge and skills. Building new knowledge,
skills, and expertise was a core way in which many grantees developed capacity. Related
to this, many differentiated between building persond versus organizationd skills. On
the one hand, their persona knowledge and skills were often strengthened, enabling them
to do new things or improve their programs. However, inditutionaization of these skills
was not autométic. Key chalenges for inditutionalizing knowledge and skillsincluded
personnel turnover, lack of documentation of lessons learned, lack of staff development
efforts, and alack of vishility and support from senior managemen.

Increased experience and expertisein serving target populations. Funding
from TCWF gave many grantees the opportunity to work with new or hard to reach
populations, enabling them to put to the test many of their beliefs and assumptions and
learn more about how best to serve their target population.

Connectivity with otherswas strengthened. The very design of the Initigtive
placed a high vaue on collaborative reaionships. Thiswas viewed as centra to the
design, implementation, management, and sustainment of programs. Through numerous
convenings, mestings, conference calls, and eectronic exchanges, Initiative grantees
increased their sense of connectivity with others who were faced with smilar chalenges
and opportunities. Additiona grants were helpful in providing support for webgte
development for Initiative programs and providing ass stance with creating electronic
discusson ligts. Overdl, an increased use of technology played akey rolein enabling
grantees to communicate with one another, share information, and seek help from each
other. Asareault, astrong network emerged among Initiative grantees.

Effective working relationships wer e essential to building capacity. Most
grantees noted that their TA providers were terrific to work with and made redl
contributions to their organizationd planning and improvement efforts. Not dl TA
providers, however, were perceived as having or offering needed skills and expertise.
Some grantees wanted the ability to sdect their own TA providers from their loca
communities. Factors noted asimportant in facilitating useful relationships between TA
providers and grantees included being within close proximity of one another and sharing
samilar backgrounds and/or persondities. Establishing trust and rapport were seen asthe
most important factors for building effective working reationships.

Evaluation wasinstrumental in building capacity. Initidly, program
stakeholders did not necessarily see the connection between program evauation and the
use of findings for facilitating program improvements. Many resisted the eva uation and
some found the eva uation process to be burdensome. To be effective, stakeholders must
understand how the evaudtion fitsin with their overal program goals and how they will
benefit from incorporating evauation practice in their organizations. Many grantees said
they gained a new understanding of evauation. Some reported that this was the first time
that they had understood the vaue of evauation, and others said this was the firg time
they hed ussful deta. They aso reported gaining new skillsin gathering, implementing
and utilizing datafor program monitoring and improvement efforts. Evauation capacity
building was epecidly ussful in program dissemination efforts that included generd
marketing efforts, grant proposals, and policy influence.
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Staff turnover impacted capacity building. Each of the Initiative programs
experienced some leve of turnover of key personnel. Turnover resulted in the loss of
programmatic knowledge and skills that were developed in saff, and often resulted in
interrupted service to target condtituents. In some cases, turnover resulted in the loss of
program resources, such as curricula and data collection resources. Newcomers were not
often informed about the history or nature of the program they entered, and did not share
the same vison or understanding of the program. In some cases, turnover resulted in lack
of understanding and commitment to key program goas among new hires. Therefore, it
isimportant to expect and plan for turnover in these types of organizations, and identify
strategies for minimizing the impact of turnover on capacity building efforts.

2. Effectiveness of Program Coordination Teams

Within the WHI, program coor dination teams served dual roles of providing
guidance and technical assstance. Program coor dination teamswere generally
viewed as very effective by program grantees. Aspects of their rolethat grantees
viewed as mogt important included: (1) providing direction and focusin
programming efforts, (2) providing advocacy and support to grantees, and (3)
organizing and facilitating convenings. Direct technical assstance provision and
role conflicts wer e viewed less favor ably.

Providing direction and focus wasimportant. A key function fulfilled by
program coordination teams was to keep grantees focused on their program goals.
Program coordination teams also helped to facilitate grantees sense of being connected
to something bigger than individua programs/organizations. Because program
coordination teams were usualy the main contact grantees had with the overal Inititive,
there was often confusion about their roles vis avis TCWF program officers during the
early phase of each program. Thiswas exacerbated when program managers and TCWF
program officers occasiondly sent conflicting messages to them.

Advocacy played an important role. Mogt grantees fdlt their program
coordination teams played an important advocacy role on their bendf. This ranged from
efforts to secure additiond funding to providing support for developing dissemination
materids and influencing policy makers and other community leeders on their behdf. As
aresult, most grantees commented that they felt very supported by members of their
program management teams. As noted by one grantee, “they redly cared about us and
took the time to give us the support we needed.” Similarly, another grantee recaled that,
“they didn’t have to be that way—they could have been very procedura and task-
oriented. Instead, they redlly seemed to care about us.” Advocacy, however, sometimes
got in the way of providing strong guidance and leadership. 1t is CGU's view that some
TA providers advocated too vigoroudy and were overly concerned with maintaining
supportive and friendly relationships—at the expense of acknowledging problems and
working with grantees to address program weaknesses and challenges.

Organizing and facilitating convenings added value. Program coordinators
were found especidly effective at organizing and facilitating meetings, conference cdls,
and convenings among the grantees. Many grantees said they did not have the time,
skills, or desire to take on this responsibility. They were very happy to have athird party
fulfill thisrole and help facilitate decison making and collaboration across Stes. Rdated
to this, program coordination teams were found to be instrumental in pushing granteesto
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discuss and address important issues and program chalenges. In addition, they
encouraged and reinforced the importance of cross-sSite collaboration. Severa grantees
noted that they would not have felt they had something to offer other granteesiif they had
not been encouraged to share their practices and lessons learned. Others said they would
not have been as receptive to learning from others had it not been reinforced by their
program managers.

Unmet expectationsreduced perceived effectiveness. Unmet expectations
posed an important barrier to grantees’ willingness to work with program coordination
teams. Thiswas especidly a problem during the start-up phase of each grant.

Particularly within the CIOF program, many grantees held expectations about whet they
thought their program coordination team would do for them. When these expectations
were not met, the result was sometimes frustration, disgppointment, and withdrawd.
Severd grantees perceived that they did not receive equitable levels of TA support
compared to their peers. A key factor that impacted these rel ationshi ps was geographica
distance between the program manager and the implementation ste. Other factors
included alack of role clarity and alack of expertise that was needed by grantees. For
example, in terms of role expectations, many sites expected that one TA provider provide
them with more hands-on technical assstance, and were disappointed that this did not
happen. With respect to types of technical assistance needed, many CIOF grantees noted
they wanted more expertise from their program coordinators in fund raising, curriculum
development, employment development, and staff development.

3. Effectiveness of Program Evaluation

The evaluation team identified several factorsthat contributed toward
effective program evaluation. Perhaps most importantly, feedback from grantees
suggested that the evaluation was useful and valued. Other aspects of the evaluation
that wer e effective included: reducing time and costs through a tailored evaluation
approach; facilitating program design improvement; facilitating program
implementation improvement; providing continuous program improvement; and
providing positive feedback. Core challengesto effectiveness centered on managing
evaluation anxiety, gaining buy-in from grantees, and providing useful and timely
information and reporting systems.

Evaluation was found useful by grantees. Many grantees reported that the
eva uation served to provide helpful feedback on how well their programs were
operating. Evauation reports were found to be especidly useful in hdping sites identify
aress for program improvement and for providing data that were used in program
dissemination efforts. Findings were used regularly by demondtration programsto
inform policy makers, influence funding opportunities, and market program
achievements to target audiences.

Potential for substantial time and resour ce savings. The process of developing
program theory sometimes revealed that aspects of the programs were not ready for
implementation and evauation. In this case, a subgtantia amount of time and resources
were saved by redirecting efforts toward further program development. Secondly,
program theory helped prioritize evauation questions, which helped grantees and TCWF
decide how to dlocate evauation resources in a cost- effective manner. We found that
developing program theory usudly enabled program management teams to make

28



informed decisions about evauation design and methods, often leading to cost effective
evauation.

Evaluation facilitated program implementation improvement. Once program
theory was developed, sometimes it becomes apparent that a program was not being
implemented well enough to affect key mediators or outputs conceptudized in the
program theory. For example, there were not adequate resources or activitiesin place to
affect targeted mediators. Again, before employing costlly empirica summative
evauation methods, grantees were given the opportunity to improve the implementation
of their program.

Formative evaluation can lead to goal change instead of program
improvement. A common expectation of formative evauation is that empirica evidence
or findings will be used to improve the ddivery of the program. However, we adso found
that these data were used to adjust program goals. Once stakeholders see evaluation data,
they sometimes decide that negetive findings suggest initid expectations are unredligtic.
Rather than continue to fail to meet unreditic gods, they seek gpprova to make gods
and objectives more reachable given time and resource congraints. As evaluators, we
view this as a hedlthy process under some conditions (e.g., when gods are not
obtainable), but it can also be used as an excuse for poor performance.

Strategiesfor managing evaluation anxiety are often required. Thefear of a
negative evauation during a participatory evauation process over an extended period of
time tended to make some stakeholders very anxious a times (particularly those not
confident about their performance). Excessve evauation anxiety can result in problems
related to gaining accessto critica information, lack of cooperation, compromisesin the
quality of data collected, undermining the vaidity of findings, lack of deta utilization and
program improvement, and a generd dissatisfaction with program eva uation and
evauators. It isimportant to expect and accept evauation anxiety as a natural
component of the interaction with stakeholders. Effective strategies for managing
excessve evduation anxiety include: (1) legitimize opposition to bad evauation, (2)
determine what stakeholders hope the program will do for them persondly, (3) discuss
the purposes of evaluation in detail to avoid fake evauations, (4) discuss professond
standards for program evauation, (5) discuss why honesty with the evauator is not
didoyalty to the group, (6) provide role darification on an ongoing basis, (7) build
relaionships with program stakeholders, and (8) create opportunities to role model
productive ways to respond to and use evauation findings (see Donddson, Gooler, &
Scriven, 2002).

Goalsfor providing continuous improvement feedback. A central god of the
Work and Hedth Initiative was to facilitate continuous program learning, problem
solving, and program improvement throughout the life of the Initiative. When evaduation
is used to improve organizationa performance, there are several requirementsfor it to be
effective. Formative evauation feedback should strive to (1) improve the design of
projects and demondtrations, (2) identify the indicators and performance targets needed to
improve effectiveness and responsveness to chalenges, (3) inform how programs are
being implemented for diverse populations across multiple locations, (4) identify and
describe key accomplishments, challenges, and lessons learned, and (5) offer
recommendations for program improvement (Gooler & Donadson, 2002).
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Information and reporting systems wer e key challenges. Core chdlengesin
the evduation of the Initiative were how to produce timely evauation reports and
develop information systems that were useful for multiple stakeholders. Key issues
included mesting the diverse information needs of multiple stakeholders, focusing reports
on high leve issues and chalenges, synthesizing tremendous amounts of data from
multiple sources, providing diplomatic feedback, and keeping reports to areadable
length. A key lesson was that even the best reports might lose their impact without
conversations and dialogue with stakeholders about the meaning of the data and their
implications for program improvement. Thisis atime consuming, but important
companion activity that increases the utility of reports.

4. Sustainability

Several months out from their funding period, we see evidence for many
sustained practices among several Work and Health grantees, but little sustained
programming among others. Key challengesto program sustainability include:
unclear goals and expectations, alack of early and sustained resour ce procur ement
efforts, an insufficient evidence base, a lack of top management support, and limited
availability of core operating support from funders.

Sustainability may occur aong a continuum ranging from continued offering of
programs as designed, continued offering of certain program components, to sustainment
of new behaviors and skills devel oped through funded efforts in other organizationd
practices. Several months out from their funding period, we see evidence for many
sustained practices among severa Work and Hedlth grantees, but little sustained
programming among others. The program that gppears to have the most sustainment is
CIOF. Most centers continue to offer some level of open access and training, though the
hours of access and focus of training may have shifted to match new funding
opportunities and congraints. Through additiond funding from TCWF, CIOF grantees
continue to function as a statewide network, with afocus on palicy influence activities,
joint fundraising efforts, and continued support of each other. Nine of the origind CIOF
grantees received funding through the WIA legidation to provide ongoing multimedia
training to their communities. In contrast, among the three WNJ sites, only one continues
to offer the WNJ program as part of its Rapid Employment Program. Finaly, researchers
from both FWH and HIPP programs have indicated that they continue to conduct
research in the same areas that they were funded by TCWF, and that they are seeking
new funding opportunitiesto carry on some of the same types of research.

There are numerous chalenges to program sustainability. Highlighted below are
severd key lessons learned with respect to sustainability within the Work and Hedlth
Initiative.

Unclear god's and expectations about sustainability can delay or prevent sustainability
Resource procurement needs to start early and build over the life of the project
Sustainment requires strong top management support

Indtitutiondization may be an unredigtic god for some programs

Demondirating success and value added is critica for convincing externa funders
Deve oping relationships with corporate 0onsorsis time consuming and requires a
liaison with ahigh leve of business acumen

Many funders look to fund only new programs
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5. Effectiveness of Initiative Program M anagement

Findly, one of the unique components of the evauation was the 360 degree
eva uation feedback process that was implemented to give grantees an opportunity to give
feedback on the effectiveness of Initiative program management. Evauation of TCWF
program officers by grantees during the first three years of the Initiative revedled severd
factors that contributed toward successful managemernt of the overdl initiative. These
included TCWF sengitivity and responsveness to the concerns and needs of grantees, and
demondtrated interest and involvement of program officersin grant programs. In
addition, grantees viewed TCWF program officers to be very accessible, approachable,
and hands-on. Program officers were dso commended for being solution-focused, rather
than problem-focused. Grantees aso suggested severd areas for improvement,
including: (1) providing better clarification of roles and respongibilities, (2) providing
more education on how foundations operate, (3) providing clear communications about
changes in foundation policies or program expectations, and (4) hiring a professond
facilitator for convenings of grantees.

Consderationsfor Future Initiatives and Grantmaking

This section isintended to briefly highlight key information or lessons learned
that might help improve the design of new Initiativesin thisarea. Congderations for
program design and planning, program improvement, program management, and program
inditutiondization and sustainability are offered below.

Thelnitiative Enhanced Visibility and Resour cesfor Programs. Severd of
the program leaders reported benefits from being part of alarger initigtive. For example,
awide variety of WHI convenings enabled them to share experiences, expertise, and
resources with each other, to expand their professiona networks, and to enhance the
vighility of their programsin new domains. Severd regret that they did not create and
capitalize on more opportunities to create synergies across the four programs.

|t was Difficult to M otivate Program Granteesto Work on I nitiative Goals.
While there appeared to be great interest in working together to develop and achieve
WHI gods beyond program level gods, it was difficult to motivate program grantees to
follow through. We bdlieve thiswas largely due to their focus on the demands of the
individua programs, and because they were not funded and lacked incentives to work on
the broader WHI goals. Furthermore, this was clearly de-emphasized by TCWF &fter the
first two years of the Initiative' s Sart.

Staff Turnover was Freguent and Reduced Productivity. Within each program
there was gtaff turnover. Turnover in demondgtration programs was especidly frequent
and occurred at dl levels, from executive directors, program directors, to staff and
volunteers. A mgor negetive consequence of turnover in WHI was that new staff
typicdly required extendve training about the various aspects of WHI, aswell asther
specific job responsbilities, to be optimdly effective. 1t was very difficult to meet this
continuous training need. Therefore, it isimportant to expect and plan for turnover in
future initiatives in this areg, and to identify srategies for smoothing over gaffing
trangtions.

TA wasKey to Addressing Unfamiliar Territory. Technical assstance (TA)
was indrumenta in helping grantees develop and implement programming in areas
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where they had little prior experience. Key areasin which additional TA or resources for
TA were needed included: cresting dissemination and communication sirategies,
developing curricula, creating policy agendas and policy influence Strategies,

employment development, and resource procurement. Unfortunately, existing TA
providers did not dways have requidte skillsin these areas (e.g., curriculum
development) or were located at great distances from some grantees. Asaresult, there
was a strong preference among grantees to use a discretionary pool of resources for
meeting loca TA needs. However, many grantees noted they needed assstancein
locating and evaluating these resource providers.

Relationship Building was Critical to Program Successin Core Areas.
Complex problems often require complex solutions that are best addressed through a
partnership of resource providers. Establishing and maintaining collaborative
relationships, however, can be chalenging even under the best circumstances. Ongoing
relationship building was critica for establishing buy-in and securing ownership with
other partners. Establishing a shared understanding of and agreement around roles and
responghilities with organizationa partners was an important lesson learned in the
Initiative.

Quality was More Important than Quantity of Direct Service. Thereexigsan
inherent tension between the quantity and quality of service ddlivered. Severd grantees
felt there was undue pressure to reach service gods a the expense of developing and
offering high qudity servicesto program participants. Related to this, it is important to
determine how to improve direct service, and to make sure that resources are not being
wadted on ineffective or potentialy harmful services.

Dynamic Programs Required Dynamic Program Evaluation. Like
organizations, programs develop through a progression of life sages. Complex programs
go through many changes from program design to inditutionalization, and evauation
efforts should be adapted to address changing information needs over time. To be
respongve to these changes, dynamic evauation requires that evaluators work closely
with program stakeholders over time, are flexible in their approach to addressing
changing needs and changing gods, and are able to shift evauation resources to match
new priorities. Clear communication about the role of evauation at each phase of the
evauation is critica to fostering ongoing trust and rgpport (Donal dson, 2001).

| nstitutionalization and Sustainability Goals were Not Achieved Therewas
strong interest in sustaining programs beyond TCWF funding. Key chalenges consisted
of unclear indtitutiondization gods, alack of guiding mechanismsfor deciding which
elements were worthy of ingtitutiondization, alack of resources for planning and
strengthening sustainability efforts, and alack of expertisein procuring resources and
responding to RFPs. Inditutiondization and sustainability were leest effective when
efforts to achieve these gods were started toward the middle to the end of program
periods, rather than at the beginning. Continued, sustained efforts to building top
management buy-in and finding resources seem essentid for ensuring programs continue
beyond initid program periods.

Timing was Very Important. The state of the economy in Cdiforniaand the
chalenges and opportunities facing each program area looked very different five years
ago. Higoricd trends and variable changes over time affected both the visbility and
success of Initiative programs. When CIOF was condtituted, for example, the digital
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divide was not present in everyday vernacular. Whereas very few community technology
centers existed in the mid 1990s, there was an explosion of these types of organizations
during the last five years. CIOF poalicy influence efforts were being developed during a
critical window of opportunity that Smply did not exist in other programs. With respect
to WNJ, the economy improved draméticaly during the past five years making it difficult
for grantees to meet their target service gods (there were not as many unemployed!).
Future programming should consider how macro changesin the environment and
economy will influence the success of programming efforts.

CONCLUSION

The main purpose of this summary wasto provide a brief account of the
summeative evaluation presented to TCWF by CGU (Gooler & Donaldson, 2001).
Sdected evauation findings and conclusions for the TCWF s WHI were presented.
These evauation findings and conclusions were based on andyses of extensve
quantitative and qualitative databases designed and managed by CGU from 1995 to 2001.
Many of the findings and issues presented are described in much more detail in one or
more of the 200 evaluation reports that have been written by CGU and provided to WHI
grantees and/or TCWF throughout the lifethe WHI. This summary reflects CGU's
candid summative evauation of the WHI from an externd evaluation perspective.
Despite the shortcomings and challenges noted throughout this summary, collectively the
findings of this evaluation suggest that The Caifornia Wellness Foundation's Work and
Hedth Initiative has aready improved the lives of many Cdiforniaworkers and their
families. Evauation evidence suggests thisimpact will multiply and expand over time,
and that this Initiative will ultimately be viewed as a successful, ground-breeking effort in
the changing domain of Work and Hedth.

REFERENCES

Brousseau, R. & Corrd Pena, L. (2002). The Cdifornia Wellness Foundation’s
grant making in work and hedth. Hedth Affairs, 21(2), 274-280.

Brousseau, R. & Yen, I. (2000). Reflections on connections between work and
hedth. Thousand Oaks, CA: Cdifornia Wellness Foundation.

Cook, T. D. (1985). Post-positivig criticd multiplism. InR. L. Shotland &

M. M. Mark (Eds.), Socid science and socid policy (pp. 21-61). Beverly Hills, CA:
Sage.

Donddson, S. I. (1995). Worksite hedth promotion: A theory-driven,
Empirically based perspective. InL. R. Murphy, J. J. Hurrdl, S. L. Sauter, & G. P. Keta
(Eds.), Job dress interventions (pp. 73-90). Washington, DC: American Psychological
Asocigion.

Donadson, S. I. (20018). Mediator and moderator analysisin program
development. In S. Sussman (Ed.), Handbook of program development for hedlth
behavior research (pp. 470-496). Newbury Park, CA: Sage.

Donddson, S. 1. (2001b). Overcoming our negative reputation: Eval uaion
becomes known as a helping professon. American Journal of Evaudtion, 22, 355-361.

33



Donadson, S. I. (2002). Theory-driven program evaduation in the new
millennium. In S. I. Donddson & M. Scriven, M. (Eds.)) Evauating socid programs and
problems Visonsfor the new millennium (pp. 111-142). Mahwah, NJ: Erlbaum.

Donddson, S.I. (2003, forthcoming). Using evauation to improve the
effectiveness of non-profit organizations. In R. Riggio (Ed.), Leadership of non-profit
organizations. Mahwah, NJ: Erlbaum.

Donadson, S. I., & Gooler, L. E. (20028). Theory-driven evdudtion in action:
Lessons from a $20 million statewide work and hedlth initiative. Manuscript under
review.

Donddson, S. 1., & Gooler, L. E. (2002b). Developing organizations to promote
hedlth through work: Insights from theory-driven evaduations. Manuscript under review.

Donddson, S. 1., & Gooler, L. E. (in press). Theory-driven evauation of the
Work and Hedlth Initiative: A focus on Winning New Jobs. American Journd of
Evdudion

Donaldson, S. 1., Gooler, L. E., & Scriven, M. (2002). Strategiesfor
managing evauation anxiety: Toward a psychology of evauation. Manuscript under
review.

Donddson, S. I., Gooler, L. E., & Weiss, R. (1988). Promoting health and well-
being through work: Science and practice. In X. B. Arriaga& S. Oskamp (Eds.),
Addressing community problems. Psychologica research and intervention (pp. 160-
194). Newbury Park: Sage.

Donddson, S. I. & Scriven, M. (2002). Diverse visonsfor program
evauation: Should we integrate or embrace diversty? In S. 1. Donddson & M. Scriven
(Eds.), Evauating socid programs and problems. Visons for the new millennium
(pp. 3-20). Mahwah, NJ Erlbaum.

Donadson, S. I., Street, G., Sussman, S., & Tobler, N. (2001). Using
meta- anayses to improve the design of interventions. In S, Sussman (Ed.), Handbook of
program development for hedth behavior research (pp. 449-466). Newbury Park, CA:
Sage.

Donddson, S. 1., & Weiss, R. (1998). Health, well-being, and organizationd
effectivenessin the virtual workplace. In M. Igbaria& M. Tan (Eds)), Thevirtud
workplace (pp. 24-44). Harrisburg, PA: Idea group Publishing.

Fitzpatrick, J. (in press). Diaog with Stewart Donaldson about the theory-driven
evauation of The Cdifornia Wellness Foundation's Work and Hedlth Inititive.
American Journd of Evaluation

Gooler, L. E. & Donddson, S. 1. (2001). Summative evaluation of The Cdifornia
Wellness Foundation’s Work and Hedlth Initiative, 1995-2001. Ingtitute of
Organizationd and Program Evauation Research, School of Behaviord and
Organizationd Sciences, Claremont Graduate Universty.

Gooler, L. E., & Donadson, S. 1. (2002). Evauating for continuous program
improvement: Lessons from evauation practice. Manuscript under review.

Price, R. H., vanRyn, M., & Vinokur, A. D. (1992). Impact of a preventive job
search intervention on the likelihood of depression among the unemployed. Journd of
Hedth and Socid Behavior, 33, 158-167.

Shadish, W. R. (1993). Critica multiplism: A research strategy and its attendant
tactics. New Directions for Program Evauation, 60, 13-57.




Vinokur, A. D., Price, R. H., Caplan, R. D., vanRyan, M., & Curran, J. (1995).
The JOBS| preventive intervention for unemployed individuas: Short- and long-term
effects on reemployment and menta hedlth. InL. R. Murphy, J. J. Hurrd, S, L. Sautter,
& G. P. Keita(Eds.), Job gress interventions (pp. 125-138). Washington, DC: American
Psychologicd Association.

Vinokur, A. D., vanRyan, M., Gramlich, E. M., & Price, R. H. (1991). Long-term
follow-up and benefit-cost analysis of the JOBS Program: A preventive intervention for
the unemployed. Journd of Applied Psychology, 76, 213-219.

PLEASE CONTACT Stewart.Dona dson@cgu.edu TO OBTAIN
A REPRINT OR COPY OF A DOCUMENT LISTED ABOVE.

Dr. Stewart I. Donddson, Dean

Schoal of Behavioral and Organizationa Sciences
Claremont Graduate University

123 East Eighth Street

Claremont, CA 91711

(909) 621-8084

35



