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Executive Summary 
 
 
The Job Creation Investment Fund (JCIF) was created by The California Trade and Commerce 
Agency to facilitate the transition of welfare clients to self-sufficiency.  In San Mateo County, 
the JCIF has been used to study job matching, job retention, and job advancement among welfare 
clients.  This report presents the results of interviews with over 30 San Mateo County employers 
on topics including entry-level job requirements, benefits, hiring plans, hiring policy, job 
retention, job advancement, and experience with and attitudes regarding welfare recipient hires.  
 
Interviews with the San Mateo County employers revealed many common themes regarding 
entry-level employees.  Employers found entry-level workers to have low levels of basic skills 
and life/work place skills.  Employers are willing to hire applicants with deficits in the former, 
but will not hire those with deficits in the latter.   Many suggested that the County could perform 
a service by preparing job applicants in both basic and life/work skills.   
 
The majority of entry-level occupations we discussed with employers pay between $8 and $10 an 
hour in starting wages.  Jobs paying $12 an hour or more are quite rare, and most of these require 
some additional skill.  Even when the unemployment rate hovers between one and two percent, 
few welfare clients will be able to find jobs paying more than $10 an hour when they first enter 
or re-enter the labor market.  As a consequence, the report suggests an early emphasis on career 
planning and career matching for welfare clients.  Below are the three suggested strategies for 
planning a career matched to clients’ abilities and interests: 
 

1) Advancement on the job: Remain with one employer where there is a clear path to 
advancement.  This requires a moderate level of initiative, and is a strategy best suited to 
a client who does not have the ability or interest in continuing education or changing 
employers. 

 
2) Advancement by changing employers: Change employers after getting experience on the 

job.  This strategy requires more initiative than the first, but does not require additional 
education, and is suited for clients who would be able to manage a job search while 
working. 

 
3) Advancement by pursuing education: Obtain additional education and advance with 

current employer or change employers.   This strategy requires a great deal of initiative 
on the part of the client, and should be recommended for those who express interest in 
continuing classroom education.  

 
The report details jobs and career paths falling into each of these strategies, and discusses 
important aspects of the application process, common pitfalls leading to job termination, and 
employer experience and knowledge about welfare-to-work employees. 
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1. PURPOSE OF LABOR MARKET STUDY 
The purpose of the Job Creation Investment Fund (JCIF), created by The California Trade and 
Commerce Agency, is to facilitate the transition of welfare clients from reliance on welfare to 
self-sufficiency.  The Trade and Commerce Agency recognized that local areas have different 
needs and thus permitted the emphasis in San Mateo County to be job matching, retention, and 
advancement, rather than job creation.  Unemployment in San Mateo County is so low—1.5% in 
May 2000—that engaging employers in discussions about job creation was unreasonable and 
unnecessary.  In fact, during the course of our interviews, every employer emphasized the 
increasing difficulty in recruiting and retaining entry-level employees. 
 
The Job Training Plan (September 30, 1999) guided the direction of the Labor Market Study by 
briefly summarizing the profile of current welfare clients in San Mateo County, including their 
labor market experiences.  Our review found that about half of all welfare clients are currently 
working, but that many have unstable employment experiences characterized by job switching 
and periods of unemployment.  Many welfare clients have jobs paying relatively little, and the 
most common sources of employment were in sales service occupations.  The results of the 
research in the Plan led us to focus our labor market study on several rapidly growing industries: 
business services, health services, hospitality, food service, manufacturing, retail sales, 
transportation, and education.  Retail sales positions were not expected to grow faster than the 
County average, but because so many welfare clients already have found employment in this 
industry, we decided it was necessary to study the ways clients might advance in these positions. 
 
In this Labor Market Study, our goal is to elucidate what technical skills, “soft” skills, and 
personal attributes employers require from entry-level employees.  We will use the results of 
these interviews to help guide County efforts in preparing its clients for: 
 

• Current job openings, 
• Job retention, and 
• Promotion and career advancement. 

 
In the Labor Market Study, we describe our research approach in Section 2; summarize some 
themes common across employers, occupations, and industries in Section 3; describe career 
advancement strategies and characteristics of jobs for each strategy in Section 4; and provide 
examples of careers for CalWORKs clients in Section 5.  The next stage of the research project is 
to make specific recommendations about changes and expansions to training programs currently 
available in the County, and will be available in September 2000. 
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2. RESEARCH APPROACH 
The objective of this study is to determine ways in which the County can improve job matching, 
retention, and advancement among its current and former CalWORKs clients.  To address these 
issues, semi-structured interviews were conducted with San Mateo County employers on topics 
concerning entry-level occupations and employees.  Qualitative material obtained from these 
interviews provided information about the skills, training, and education CalWORKs clients 
need to move into promising jobs, as well the availability of benefits and opportunities for 
advancement within these occupations.  Results were categorized by employer, occupation, and 
industry for analysis. 
  
Below, we describe the manner in which we targeted industries and occupations for inclusion in 
the study, how we recruited our participants, the interview protocol, and lessons learned from our 
research approach. 
 
Identifying Growth Industries and Current Industry Employers of CalWORKs Clients 
To determine which employers to target for the study, we used a multifaceted approach, 
analyzing both qualitative and quantitative data to select industries and occupations with 
opportunities for CalWORKs clients.  We relied on Employment Development Department 
(EDD) data to determine which industries in San Mateo County were likely to experience the 
most growth over the next few years.  EDD data were augmented with the results of a study 
conducted by NOVA Private Industry Council regarding promising occupations for former 
welfare clients.  We concluded from these sources that the business service, health service, 
hospitality, and food service industries are expected to grow faster than the County average, but 
nearly all industries are expected to grow. 
 
Next, we considered the current employment of CalWORKs clients according to their self-
reported job titles.  We also examined employer characteristics of CalWORKs clients using the 
Business Establishment Listing.  These sources indicated that more CalWORKs clients were 
finding employment in sales, business, and food service industries than in the health care 
services industry, hospitality, or education. Over half of employed CalWORKs clients work in 
firms with fewer than 50 employees, and only about 15% work in firms with more than 500 
employees. 
 
As a result of the data presented above, and from the suggestions of San Mateo County 
Employment and Training Department staff, researchers attempted to interview employers of 
various sizes in industries with both the greatest anticipated growth and most opportunities for 
entry-level employees: business services, retail sales, hospitality, health services, education, 
manufacturing, food service, and transportation.  Employers with multiple locations and 
employers located throughout San Mateo County were targeted.  Appendix A illustrates the 
number of projected job openings for occupations discussed in the employer interviews. 
 
Recruiting Participants 
Potential participants from these firms were recruited in one of three ways: calls from a contact 
facilitator, calls from SPHERE staff to professional and/or personal contacts in the firm, and 
“cold calls” from SPHERE staff to firms in growing industries and which researchers did not 
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have contact.  Ultimately, 31 employers were interviewed.  The distribution of participating 
employers by industry is as follows:  
 

Retail 7 
Health Care 6 
Business Services 4 
Education 3 
Food Service 3 
Transportation 3 
Hospitality 2 
Manufacturing 2 
Other 1 

 
These firms were located throughout the County.  In Figures 1 through 5, we show each San 
Mateo County location of the firms represented in the study by industry. 
 
Figure 6 illustrates the geographic concentration of CalWORKs adult clients across San Mateo 
County.  Areas shaded in gray have fewer than 10 CalWORKs clients; the darkest red areas have 
upwards of 100 recipient adults.  The map shows that CalWORKs clients are primarily 
concentrated in two areas.  Over 100 recipient adults live within zip codes in the East Palo 
Alto/Redwood City area and in the South San Francisco/Daly City/Colma area.  While our 
interviews included employers in these regions, our sample of 31 employers suggests a spatial 
mismatch between employer locations and CalWORKs clients’ residences. 
 
Research Instruments and Interview Response 
Researchers interviewed participating employers using a semi-structured protocol.  Interview 
topics included company information, career ladders for entry-level employees, job 
requirements, benefits, hiring plans, hiring policy and recruiting, job retention, job advancement, 
training provided, and experience with and attitudes toward welfare recipient hires.  See 
Appendix B for the interview protocol. 
 
The interviews lasted for approximately 1-1½ hours each and were held at the employers’ 
locations to facilitate their participation in the study.  Most participants were Human Resources 
Directors, Recruiters, or Store Managers. Most of the employers were eager and willing to 
participate in the study.  Some employers provided written job descriptions, organizational 
charts, recruiting material, and other materials in order to provide us with the most complete  
information possible. 
 
Lessons Learned 
SPHERE staff had more success in recruiting employers with whom they had professional or 
personal contacts, or who received calls from contact facilitators before receiving a call from 
SPHERE.  Most employers who were unwilling to participate cited a lack of interest, time, or 
relevant hiring concerns.  It should be noted that although attempts were made to recruit more 
employers within the manufacturing industry, a lack of desire to participate as well as the small 
number of manufacturing firms in the County resulted in interviews with only two 
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manufacturing employers.  Additional firms in hospitality and health care were also contacted, 
but declined participation in the study.  
 
As we stated earlier, most employers interviewed were interested in our study, and participated 
fully.  However, one employer was reluctant to provide information regarding wages and 
benefits, and some were resistant to questions regarding experience with hiring current and 
former CalWORKs clients.  It is likely that some participants thought that negative comments 
regarding welfare clients might be interpreted as discriminatory, and thus seemed reluctant to 
provide information concerning their experience with CalWORKs clients.  Interviewers 
attempted to neutrally inquire about sensitive issues and rephrase questions when they seemed to 
spark suspicion in the participant. 
 
Data resulting from our interviews was summarized by employer, occupation, and industry to 
better identify themes that arose from the interviews.  The results are recorded in Appendix C.  
The main themes that were common across occupations are highlighted in the next section. 
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3. THEMES COMMON ACROSS EMPLOYERS 
In this section, we summarize general themes that were evident among industries, occupations, 
and employers.  In the course of our employer interviews, we found that success and 
advancement on the job always require some degree of initiative on the part of the employee.  
Some careers require more initiative than others, and these will be discussed in more detail in 
Sections 4 and 5.  General themes discussed in this section are the skill requirements noted 
across employers, the common pitfalls of the application process CalWORKs clients may 
encounter, issues with job retention, and responses of employers to our questions about 
“welfare” hires. 
 
Skills  
Despite interviewing employers of different sizes and from a broad range of industries and 
occupations, we found a number of common responses to our questions about skill requirements 
for entry-level positions. 
 

• Many employers do not require a high school diploma, GED, or prior work experience in 
the occupation or industry. 

• Employers noted that basic skills are lacking among many recently hired employees, and 
they would like the County to address some of these deficiencies.   

• Employees must demonstrate adequate work/life skills.  Employers are unwilling to train 
new employees in the importance of showing up to work on time, dressing appropriately, 
and providing notice of job absences.  Many stated a preference for hiring more mature 
applicants rather than the high school students they usually hire. 

• The skills required by most entry-level positions can be taught/learned on the job. 
• Customer service skills are required in many entry-level positions, even those positions 

not in sales.  Employers will train for customer service, but the propensity for learning 
and using this kind of skill must be present ahead of time.  Treating the employer as a 
customer is a good strategy for being noticed as a strong performer. 

 
The Application Process 
The application process rarely involves actual testing, but there are some important things 
caseworkers should convey to their clients when preparing them for job seeking. 

• Client should pursue friends and family as sources of potential employment contacts.  
Employers prefer to hire someone who comes recommended by one of their current 
employees because employers believe they will become some of their strongest 
performers.  Often, the current employee serves as a mentor to help ensure the success of 
the new employee. 

• Clients must provide accurate information regarding employment history, felonies, etc. 
on their applications.  Falsifying information on a job application will most certainly 
disqualify candidates for a job if caught, and employers are increasingly likely to verify 
application information.  Many employers stated that they would or do consider hiring 
applicants with criminal convictions and gaps in employment history, but they will not 
hire those who lie about this on their application. 
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• Most employers prefer applicants to have some prior work history.  Those without prior 
work history, or who have large gaps in their employment, need to be prepared to explain 
why they have not been working consistently. 

• Clients should be prepared to use computers as a part of the application process.  Many 
larger employers now use computerized application processes, and while it is possible to 
request a pen and paper application, employers prefer to rely on the computerized results. 

• Hair color “not appearing in nature,” piercings, tattoos (depending on location), or 
missing teeth might disqualify an applicant from a job. 

• Applicants should be prepared for “trick” questions, such as “What time would you 
consider yourself to be ‘late’ arrival for a 8:00 A.M. shift?”  Answers later than 8:00 
A.M. are not acceptable. 

• When testing is used, it is often in the form of a questionnaire or role-playing exercise 
and deals with customer service issues.  Applicants who react well to customer situations 
are more likely to be hired than those who do not. 

• Applicants should be somewhat flexible about the hours they are willing to work, 
although the competitive labor market has forced employers to be more accommodating. 

 
Job Retention 
A poor job match will most probably lead to poor job retention.  Many of the reasons people in 
entry-level positions had difficulty retaining their jobs seem quite obvious.  However, these were 
mentioned so frequently, and by such a wide variety of employer types, they bear repeating here. 

• The most common reason for lack of job retention described by employers was excessive 
tardiness and/or absences. 

• Employers in the retail occupations state employee theft as a relatively frequent cause for 
termination. 

• Employers often find entry-level employees are more disrespectful or insubordinate, and 
are more likely to have a “bad attitude” that is visible in their body language (eye-rolling 
or a confrontational stance), than other employees. 

• Other problems included “not being a team player” and having personality conflicts with 
co-workers and customers. 

• Poor customer service skills were also mentioned as a reason for termination. 
• Finally, excessive personal telephone calls and visits by friends at the work site were also 

mentioned as problematic among entry-level workers. 
 

Welfare Hires 
The most common theme with respect to welfare to work hires was that employers did not know 
if they had hired any recipients and had no expressed policy about hiring them.   Many believed 
that it was a good idea in principle, and thought those that most needed jobs might work harder 
to obtain and keep them.  Welfare hire themes are broken down into three categories: tax credits, 
performance, and compensation. 
 
Tax credit themes: 

• More than half of employers had heard of tax credits (although many we interviewed 
were non-profits, and therefore not eligible to claim credits). 

• Of those that were aware of the credits, more than half assumed they would be too much 
trouble to administer. 
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• Those that did use the credits were generally large national employers.  One or two 
smaller employers stopped using the credits because they were too difficult to administer. 

 
Performance themes: 

• Some employers stated that welfare hires had more problems with tardiness and 
absences.  Some suggested childcare and transportation problems were the cause.  
Transportation problems seem likely based on our maps of employer locations and 
CalWORKs clients place of residence (Figures 1 through 6).  

• Bad attitude was believed to be somewhat more common among welfare hires. 
 
Compensation themes: 

• Some employers stated that welfare to work employees might accept lower rates of pay 
for the same job. 

• Other employers believed that welfare clients may not be able to achieve self-sufficiency 
at the rate of pay offered by many employers. 

• Welfare clients often have unreasonable expectations for pay, and need to be advised to 
take a longer-term outlook on work and career. 
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4. CHARACTERISTICS OF CAREER PATHS 
In addition to obtaining and retaining employment, it is critical that CalWORKs clients advance 
in responsibilities and pay if they are to become economically self-sufficient.  Entry-level 
occupations rarely pay wages above $10 an hour, and most begin around $8 (see Appendix C).  
Awareness of opportunities for advancement and career development is therefore necessary for 
CalWORKs clients.  Findings from our study revealed several strategies for career development 
for current and former welfare clients.  Below, we describe these strategies for matching 
CalWORKs clients to career opportunities, as well as other important factors to consider when 
matching clients to occupations. 
  
Career Advancement Strategies 
Our study suggests that some advancement opportunities exist for low-skilled employees with 
little to no further formal education or training.  However, not all entry-level positions offer 
opportunities for advancement within the company.  Often, skills obtained in a job qualify an 
employee for a better job at another company or even another industry.  It is critical that 
CalWORKs clients examine opportunities and prerequisites for advancement within companies, 
across companies, and across industries in order to maximize their opportunities for 
advancement.  Our research revealed three strategies for developing a career for low-skilled 
employees, with different levels of employee initiative required: 
 

1) Advancement on the job:  Remain with one employer where there is a clear path to 
advancement.  This requires a moderate level of initiative, and is a strategy best suited to 
a client who does not have the ability or interest in continuing education or job switching. 

 
2) Advancement by changing employers: Change employers after getting experience 

on the job.  This strategy requires more initiative, but does not require additional 
education, and is suited for clients who would be able to manage a job search while 
working. 

 
3) Advancement by pursuing education or training: Obtain additional education and 

advance with current employer or change employers.  This strategy requires a great 
deal of initiative on the part of a client, and should be recommended for those who 
express interest in continuing classroom-style education. 

 
These three strategies are necessary because new entry-level employees are unlikely to earn high 
wages as they begin work.  Only through job experience, employer change, education and 
training, or some combination of these three strategies will welfare clients advance and earn 
wages that enable them to be economically self-sufficient.  This should be clearly conveyed to 
CalWORKs clients.  One employer complained that welfare clients had unrealistic expectations 
about entry-level wages – expecting to earn as much as double the starting wage. 
 
Strategy 1: Advancement on the job 
Jobs in this category have a clearly defined progression from entry-level jobs to more advanced 
positions that provide higher wages and increased job responsibility.  Often, a union process that 
rewards tenure and punishes poor performance creates the career progression in this category.  
Employees that remain on the job, perform their tasks well, and indicate a desire to advance will 
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generally be able to do so.  Even when unionization is responsible for guiding the advancement 
process, employees must let supervisors know they wish to advance in order to be considered for 
openings.  Employees should take the initiative to ask for the chance to learn, take on more 
responsibilities, and be promoted, even if the supervisor does not spell out the terms by which to 
do so.  Some examples of entry-level jobs in this category include loader/unloader, baggage 
handler, bank teller, courtesy clerk, line assembler, and clerical positions (in education).  It is 
important that clients and caseworkers understand that these jobs are relatively rare, and still do 
require employees to exhibit initiative on the job.  Advancing within the company may require 
changing locations. 
 
Strategy 2: Advancement by changing employers 
This is a good strategy for clients who express interest in creating a career for themselves, and 
who are willing to change employers.  Clients with particularly low levels of skill or work 
experience may find this to be the fastest way to advance.  While clients with little or no work 
experience will not have difficulty finding jobs, the pay they are offered will reflect their lack of 
skill and experience.  Our research suggested that these clients might advance more quickly by 
moving to similar employers rather than remaining with their initial employer.  Even making a 
lateral move into the same job in the same industry may result in higher pay.  This strategy may 
work best in retail sales, food service, and hospitality.  Clients should plan to continue job search 
activities while working, and should use their network of friends and co-workers to learn of 
opportunities with other employers. 
 
Strategy 3: Advancement by pursuing education or training  
Obtaining further training or education greatly increases an employee’s range of opportunities 
for advancement, but this strategy often requires a great deal of initiative and investment of time 
outside work hours.  Some employers offer free education or training at the work site, but this is 
rare.  The two hotels in our survey had offered English instruction to employees on site (only one 
continues to do so).  A second option is to pursue education independently while working. 
CalWORKs clients considering this option should target employers who offer training or tuition 
reimbursement.  Health care, business service, and private education employers often provide 
tuition reimbursement for courses related to employment within the institution. 
 
Other Factors in Matching Clients to Jobs 
In addition to considering the strategy most likely to lead to an individual client’s career 
advancement, abilities and preferences for work style, type, and atmosphere should be 
considered in job placement.  These factors are crucial in facilitating retention and advancement.  
Below, we give examples of factors to consider in job placement. 
 
One employer candidly suggested that those who wish to work in food service must be tolerant 
of an environment in which Spanish is the primary language, most employees are male, and the 
work is hot and fast paced.  She suggested that women and non-Spanish speakers might find this 
environment especially difficult. 
 
Other occupations require a great deal of physical activity and thus are a poor match for those 
who seek a less strenuous job.  Shipping, baggage handling, and many medical paraprofessional 
occupations require a great deal of physical stamina.  An employer in the shipping industry 
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indicated that the job is so physically demanding, nearly half of new employees quit within their 
first two weeks.  Despite the physical effort required for the job, he believes that women in 
particular are well suited to it; he notes that women are more likely to keep the job and hopes to 
increase the number of female applicants.  Medical paraprofessionals, such as Surgical Services 
Technicians, are required to be able to lift patients, must stand on their feet for hours on end, and 
complete other strenuous physical tasks.  A trainer for this occupation suggested that employees 
with prior experience in Food Service often make the best employees due to their ability to work 
at a fast pace for long periods of time. 
 
In the manufacturing occupations, manual dexterity is clearly an important component of the job.  
Additional considerations include the ability to do repetitive work and to work in a loud 
environment in close proximity to other workers.  While many may possess the ability to 
perform the task required of the assembly line, not all can tolerate the repetition and the noise. 
 
There are a number of jobs that are especially suitable for Spanish speakers with no ability to 
speak English.  These occupations are typically in hospitality, and include housekeeping and 
dishwashing at hotels, and food service in some restaurants and cafeterias.  Clients who lack 
English skills but express the desire to learn may be better off working for those employers who 
actively try to help their employees learn English, such as in the hospitality industry.  While 
kitchen-based food service employees never meet customers, housekeepers may encounter hotel 
guests.  As a result, hotel employers seemed more interested in hiring housekeepers with some 
English speaking ability. 
 
Few jobs require absolutely no skill.  One employer, however, did state that he would hire 
anyone who walked in the door with the appropriate legal documentation.  No screening or 
interview of any kind is conducted.  The lack of skill requirements probably explains why this 
employer is the only one we encountered that pays only the minimum wage. 
 
It is important that applicants for retail sales and food service jobs be prepared for working well 
with customers.  Applicants who do not want to work around people should avoid these types of 
jobs.  Some employers reported that they moved employees from the “front lines” to work in the 
kitchen, stock room, or other area without customers because they did not want them to work 
with the public.  However, not all employers are this flexible, and all applicants should expect to 
develop some people skills in order to advance in the workforce. 
 
Clients who enjoy working with children may find that working as a teaching assistant is both a 
rewarding occupation and one that accommodates their own childcare needs.  At a private 
facility, pay begins at $9 and hour and no prior experience is necessary (although a G.E.D. is 
required).  Some teachers have summers off, all teachers are reimbursed for taking Early 
Childhood Education Units, and all teachers can place their own children in the day care facility 
either for free or at a reduce price. 
 
Summary 
Above, we delineated three strategies for job advancement, (1) advancement on the job, (2) 
advancement by changing employers, and (3) advancement by pursuing education or training.  
Each of these strategies is best suited to different levels of initiative on the part of the client-
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employee.  Chances of advancement will be likely to increase if the client’s level of initiative is 
considered.  Similarly, job retention (and ultimately, advancement) will also be improved if 
clients’ preferences for work style, type, and atmosphere are considered.  The next section 
concludes the study by highlighting examples of career paths we encountered in our interview 
process, some of which fall under each advancement strategy listed above. 
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5. CAREER EXAMPLES 
This section describes some sample career ladders that were revealed through our study.  It is 
categorized by industry. 
 
HEALTH CARE: Phlebotomist!!!!Other Medical Professions 
Participating employers in San Mateo County reported that they no longer require certification to 
become a phlebotomist, opening the opportunity for those with no health care training to enter 
the field through this occupation.  Hospitals are more selective and higher paying, and thus more 
opportunities for those with no experience may be available at blood donation centers and other 
health organizations.  This position can expose the employee to other health care professions.  
Some employers reported that they pay for additional training and/or provide tuition 
reimbursement for relevant training and classes, which are required for advancement in health 
professions.  Employees can move on to other positions that are of interest with the provided 
training and experience. 
 
RETAIL SALES: Low-End Retail!!!!Higher End Retail 
Low-end retailers have few prerequisites for employment as a salesperson, although the positions 
pay little.  Those new to the workforce can learn cashiering and customer service skills with such 
an employer and move on to higher-paying positions at other employers that require more 
experience.  Cashiers and salespersons at some stores that require prior cashiering experience 
earn up to $18 per hour.  Also, those with retail experience can move into commissioned 
positions or more clerical, behind-the-scenes work, if they dislike working with the public.  
Promotion to management positions is also possible. 
 
In contrast, some companies actively promote from within.  A recruiter from a large grocery 
store chain reported that there is a clear, union-controlled pathway to promotion within the 
company.  Pay increases happen often and at regular intervals.  Promotion is primarily based on 
seniority.  Companies such as this offer many opportunities for employees who want a more 
stable, defined career ladder. 
 
HOSPITALITY: Hospitality/Cleaning!!!!Other Hospitality Occupations 

Hospitality/Cleaning!!!!Low End Retail!!!!Higher End Retail 
The hospitality industry is a great starting point for people with limited English skills.  Those 
with low English skills are often qualified for entry-level work in hospitality, where many 
employers offer on-site instruction in English.  The employee can then work within the 
industry/company or move into another industry with the newly acquired language skills. 
 
Promotion is also possible within the hospitality industry.  An employer at a local hotel makes a 
concerted effort to develop a career plan with employees, in addition to offering English 
language classes on-site.  Employees can take advantage of this flexibility to obtain the skills and 
experiences they want, and can either use them at the hotel or apply them at another position at 
another company. 
 
BUSINESS SERVICES: Administrative Work!!!! Other Work 
Administrative positions require extensive computer and communication skills that few 
CalWORKs clients are likely to possess.  However, for ambitious and willing clients, 
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administrative jobs provide employees with the opportunity to acquire many marketable skills, 
such as the use of computer software applications, general office procedures, and business 
communication skills.  In addition, many business services firms provide tuition reimbursement, 
so employees can obtain subsidized training that is useful preparation for other positions.  There 
is often not much potential for administrative assistants to advance within a firm, but the 
opportunity to acquire further education and computer skills could be worthwhile. 
 
In contrast, there are opportunities in some business services firms to advance.  For example, one 
national shipping company provides a starting wage of $10.00 per hour, excellent benefits, and a 
clear path to promotion that can be attained quickly if the employee is ambitious and hard 
working.  Drivers can earn as much as $55,000 per year, with ample opportunity for overtime.  
This would be a great company in which to develop a career due to the high pay and potential for 
advancement. 
 
Banks: Teller1 ! Teller 2 ! Teller Supervisor 
The banks participating in the study offered clear paths for internal advancement.  Tellers are 
typically promoted yearly, and can become supervisors—salaried positions—within 3 years.  
Changing branches may be required.  Employers are interested in promoting employees who 
seek a career in the banking industry, and will work with employers to ensure that they get the 
skills they need.  Participating employers reported that some current managers had been 
promoted from tellers, and one was a former welfare client.  It is important to note that with the 
increase in online banking and ATMs, the number of teller positions is expected to decrease; 
however, participating employers report high demand for tellers because of turnover. 
 
FOOD SERVICE: Prep Cook!!!! Chef 
Those interested in food service should look for positions in which they learn skills related to 
cooking, such as knife handling and understanding recipes.  Employers in this industry were 
clear that advancement in a restaurant or cafeteria (not fast food) requires knowledge of the 
recipes and cooking methods used, and there are not many opportunities for cashiers to advance.  
Once the employee gains skills as a cook or chef, these skills can be transferred to other 
restaurants. 
 
Fast food restaurants offer varied opportunities for advancement.  One chain claims that 99% of 
managers began as team members.  Other chains are not as eager to promote from within.  A 
drawback to a career in this industry is that pay does not increase rapidly until the employee is 
promoted to manager and becomes salaried. 
 
EDUCATION: Teacher’s Aides!!!!CDC Teacher or Administrative Work 
As these positions are unionized, pay and benefits are good and promotion is clearly delineated.  
Employers reported that this entry-level position is excellent for single mothers moving into the 
workforce, especially if they like working with children, because it gives them confidence in 
their ability to work.  Employers also note that this position is especially suitable to bilingual 
Spanish speakers given the demographics of the student population in San Mateo County.  With 
some further training and credentials, which may be provided by the employer, Teacher’s Aides 
can move into other teaching positions, such as childcare instructors.  Another option for 
advancement is into administrative positions at the schools, which pay an average of $11.00 per 
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hour for new employees, although there are rarely vacancies in these occupations.  Employees 
wishing to move through this career path should be, in the words of one employer, “alert, 
aggressive, and in the know” about available opportunities. 
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