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Introduction 

CareerAdvance® began in Tulsa in 2009 as the parent employment training portion of a two-

generation strategy to end the cycle of poverty in families with a child enrolled in Community Action 

Project of Tulsa County (CAP Tulsa) Early Childhood Education (ECE) programs. CAP Tulsa, an antipoverty 

agency and the Head Start/Early Head Start delegate for Tulsa County, applied a two-generation 

antipoverty strategy focused on promoting family economic security by developing the human capital of 

both parents and children simultaneously. The driving theory of change behind CareerAdvance® is that 

family economic success will protect and enhance gains made through high-quality early childhood 

programs even after children transition into the public school system and beyond.1 Further, CAP’s Head 

Start programs are of exceptional quality, and the effectiveness of these programs over the near and 

longer-term has been well-documented in a series of rigorous evaluations (Gormley, Phillips, & Gayer, 

2008; Phillips, Gormley, & Anderson, 2016). 

Background 

The groundwork for the development and implementation of CareerAdvance® began in 2008  

with support from the George Kaiser Family Foundation. During this first phase of the project, the Ray 

Marshall Center (RMC), in collaboration with CAP Tulsa and a multi-disciplinary team of partners, 

examined the Tulsa labor market through data analysis, as well as extensive interviews and meetings 

with Oklahoma Department of Commerce leadership, industry associations, leading employers and area 

education and workforce development actors. Additional insights were gained from interviews 

conducted by CAP Tulsa staff with a sample of parents drawn from five early education centers.2 With 

this information and input from groups of stakeholders, RMC identified recent Tulsa trends in 

employment, overall and by industry sector, including information on wages, skill requirements, and 

employer needs to inform the design of a sectoral job development strategy focused on industries 

featuring jobs that pay well and provide much-needed employee benefits (e.g., health insurance, annual 

and sick leave) as well as career advancement opportunities. As a result of this inquiry, RMC 

 
1 For more information about CareerAdvance® see: http://CAPtulsa.org/our-programs/family-advancement/careeradvance/ 
2 These interviews identified that many mothers of children in Early Head Start/Head Start were interested in pursuing careers 
in healthcare; some had even tried to do so on their own in the past—without success. 
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recommended healthcare as the target sector for the CareerAdvance® Pilot. The Tulsa area healthcare 

sector met most of the following criteria for selection, including:  

1. Good prospects for employment growth, experiencing occupational shortages over time, being 

an appropriate target for Head Start parents, and offering good earnings, benefits, and career 

advancement in key positions. 

2. Active industry cluster groups in healthcare at the state and local level, which recognize the 

need to address labor market problems on an industry basis and were willing to work toward 

solutions to these problems. 

3. A network of capable institutions (e.g., Tulsa Community College, Tulsa Technology Center) 

ready to respond to labor market training needs in this sector (King, et al., 2009). 

In April 2009, CAP Tulsa launched the pilot CareerAdvance® at two Head Start sites in Tulsa 

involving 15 parents. After a year as a pilot program, CareerAdvance® moved into regular operations in 

September 2010, at which time funding from the Health Professional Opportunities Grant (HPOG I) 

program from the Administration for Children and Families (ACF) at the U.S. Department of Health and 

Human Services (HHS) enabled the program to expand and scale-up. In September 2015, CAP Tulsa 

received a second Health Professional Opportunities Grant (HPOG II) from HHS to support and expand 

program operations for another five years.  

During the fifth HPOG II fiscal year, the COVID-19 pandemic spread across the United States 

impacting families as well as the delivery of employment, education, training, and support services. 

Many organizations dependent upon grant funding, including CareerAdvance®, were unable to meet 

their contractual service obligations. In June 2020, HHS responded by granting HPOG II programs a one-

year funding extension. This funding extension did not require CareerAdvance® to serve additional 

participants beyond the enrollment targets established for the fifth year of the HPOG II grant; rather the 

extension served to ensure the program met the year-five goals that had been disrupted by the 

pandemic. 

The CareerAdvance® program is the subject of a longitudinal, multi-methods evaluation, the 

Two-Generation Child and Family Outcomes Study (a randomized control trial experiment). The 

evaluation includes implementation, outcomes, and impacts analysis components, and is led by 

researchers at the Institute for Policy Research at Northwestern University in partnership with the Ray 
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Marshall Center at The University of Texas at Austin, Columbia University, Oklahoma State University, 

and New York University. Previous reports from the CareerAdvance® implementation evaluation are 

available on the Ray Marshall Center website at www.raymarshallcenter.org. A full list of Northwestern 

University reports on the two-generation research initiative are available on the Northwestern 

University Two-Generation Research Initiative websites: 

https://sites.northwestern.edu/nu2gen/sample-page/publications/ 

Organization of Report 

From the onset, CareerAdvance® was designed with systems change as an explicit goal, based on 

the recognition that temporary grant funded efforts are only effective if they succeed in substantially 

altering the larger environment in which they operate by supporting sustainable systems change beyond 

the grant funding period. A key finding of earlier implementation reports is that CAP Tulsa has 

approached the design of CareerAdvance® and the development of supplemental support programs as a 

continues improvement process (Smith, Christensen, Chen, & King 2013). The approach of continuous 

evaluation, reflection, and improvement was sustained by CAP Tulsa and their partners throughout the 

HPOG I and HPOG II grant periods.  

This report examines the implementation of CareerAdvance® particularly focusing on how and 

why the program changed and adjusted to meet the requirements of HPOG, while responding to the 

needs of the participants being served, the local job market, the partners working together to 

implement the program, and the influence of the COVID-19 pandemic on service delivery.3 This report 

draws from previous CareerAdvance® reports, administrative information on the HPOG II program 

participants and their families, and interviews with the leadership and staff of CAP Tulsa, Tulsa Tech, 

Family and Children Services, Workforce Tulsa, and Tulsa Community WorkAdvance.  

First, this report briefly describes the primary organizations that partnered to implement 

CareerAdvance® across the eleven-year HPOG funding period. It then examines changes made to the 

program components over time and compares similarities and differences between the HPOG I and 

HPOG II programs, including: program eligibility requirements; recruitment, assessment and selection 

 
3 A detailed report describing the impact of the COVID-19 pandemic on service delivery, CareerAdvance® Implementation Study 
Findings through FY 2020: The impact of COVID-19 on service delivery, can be found here: 
https://raymarshallcenter.org/files/2021/04/FINAL_HPOG-II-Tulsa-CAP_4-11-2021.pdf 
 

http://www.raymarshallcenter.org/
https://raymarshallcenter.org/2021/04/26/careeradvance-implementation-study-findings-through-fy-2020-the-impact-of-covid-19-on-service-delivery/
https://raymarshallcenter.org/2021/04/26/careeradvance-implementation-study-findings-through-fy-2020-the-impact-of-covid-19-on-service-delivery/
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processes; support services; career pathways; training options; and other program elements. Also, this 

report describes the HPOG participants and their education, certification, and degree attainments. A 

final report section reflects on the full 12 years of CareerAdvance® services comprised in this report, 

from the pilot period through HPOG II, with a review of key features and components, accomplishments 

and successes, challenges and shortcomings, and lessons learned.  

Primary Partners 

As part of the service delivery framework for HPOG programs, ACF expected that grantees and 

program operators would leverage community resources where available and rely on institutional 

partners to provide some HPOG services and training. CAP Tulsa coordinated service delivery and 

operated as the administrative and fiscal agent for the CareerAdvance® program throughout the eleven-

years of HPOG funding and led the strategic planning effort to continue the program in the Tulsa 

community. Tulsa WorkAdvance emerged as a strong workforce intermediary in the Tulsa workforce 

development landscape, entering into partnership with CAP Tulsa at the beginning of HPOG II program 

funding. Education and training were provided through three community partners: Union Public Schools, 

Tulsa Community College, and Tulsa Technology Center.  

Community Action Project of Tulsa County (CAP Tulsa )  

CAP Tulsa, an anti-poverty agency, works to 

promote the healthy development of young children to 

break the intergenerational cycle of poverty. Through a 

two-generation approach, early childhood education 

(ECE) acts as a gateway to providing integrated program 

options for the adults in low-income families, aiming to 

prepare not only young children for future success in 

school but also their parents through programs designed to increase parenting and job skills and family 

financial stability. CAP’s vision for the future is that all children served reach their full developmental 

potential and achieve economic success so that future generations are not born into poverty. The 

agency works to achieve that vision by ensuring children receive high-quality education and care 

services, partnering with families to create a nurturing and secure environment for their children, and 

CAP Tulsa Theory of Change 

“Combining high-quality early 
education for young children with 
supports that promote nurturing 

parenting and family financial stability 
will ensure that children reach their 
full developmental potential by the 

end of the third grade.” 
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working collectively with other organizations to partner high-quality early childhood education with 

innovative family services and resources.4  

Workforce Intermediary 

The original exploration of the Tulsa community workforce system identified the absence of a 

functioning workforce intermediary in Tulsa as a challenge to the implementation of a sectorial jobs 

strategy (King, et al., 2009). A workforce intermediary is an organization that serves both employers and 

jobseekers, bridging the gaps between education and training providers, the business community, and 

the community at large.5 Although CAP Tulsa had extensive experience in working with low-income 

families, prior to CareerAdvance®, CAP Tulsa staff had no prior experience in administering workforce 

development programs.  

Further, the HPOG I Funding Opportunity Announcement (FOA) specified that program 

operators were required to partner with state and local workforce investment boards (WIBs). 

Throughout HBOG I CareerAdvance® funded a position at Workforce Tulsa (the Tulsa-area Workforce 

Investment Board) to act as an intermediary for the Tulsa healthcare industry and to provide job 

matching services to CareerAdvance® participants (Glover, et al., 2010). 

In 2012, Madison Strategies Group, a nonprofit workforce development organization, opened its 

doors in Tulsa to operate the Transportation Connections WorkAdvance program. The program evolved 

into Tulsa Community WorkAdvance (TCW), a sector-based technical training and job placement 

program offering unemployed and underemployed individuals technical training and job placement 

assistance.6  In 2016, TCW partnered with CAP Tulsa as the local workforce intermediary to implement 

the HPOG II program. 

 
4 For more information on CAP Tulsa see: https://CAPtulsa.org 
5 For more on workforce intermediaries and their key functions, see: Robert P. Giloth, Ed., Workforce Intermediaries for the 21st 
Century (2005) 
6 For more information see: https://www.workadvance.org/ 
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Tulsa Community WorkAdvance (TCW) 

TCW is a sector-based, career advancement 

program in Tulsa that employs a dual-customer 

approach to meet the needs of job seekers and 

employers in key industries in the Tulsa labor 

market, including manufacturing, transportation, 

healthcare, accounting, and information technology. 

TCW provides job seekers with short-term, no-cost 

technical training resulting in nationally recognized 

credentials, career readiness training, job placement, and career coaching services in growing sectors of 

the local economy. Training programs offered by TCS are designed to quickly move participants more 

into the job market.  

Workforce Tulsa, the Tulsa Area Workforce Development Board, partnered with TCW to 

coordinate co-enrollment of eligible TCW participants (including CareerAdvance® participants) into the 

Workforce Innovation & Opportunity Act (WIOA) program. WIOA offers financial assistance to eligible 

individuals enrolled in training in demand sectors and supplements the HPOG II funding.7 The 

partnership has developed the following steps to support an efficient process of co-enrollment: 1) TCW 

identifies the potential WIOA participants, 2) Workforce Tulsa provides monthly TCW site visits to certify 

participants to access WIOA funding, and to avoid duplication of effort, and 3) WIOA accepts the TCW 

assessment and eligibility documentation.  

During the final years of HPOG II funding, CAP Tulsa and the CareerAdvance® partners entered 

into discussions to plan and support the sustainability of CareerAdvance®. During this period, TCW 

expanded their commitment to CareerAdvance® planning and coordinated with CAP Tulsa to 

transitioning the majority of the responsibility for the implementation of CareerAdvance® to TCW.

 
7 For additional information on WIOA see: https://www.doleta.gov/wioa/ 

Tulsa Community WorkAdvance 
Mission 

“Tulsa Community WorkAdvance improves 
lives and strengthens families by 

connecting individuals with quality 
employment, maximizing their unique 
talents to achieve advancement and 

independence.” 

https://www.doleta.gov/wioa/
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Education Partners 

Union Public Schools Community Education Program (UPS) partnered with CareerAdvance® to 

provide adult basic education, reading, math, and English language skills. The Oklahoma state budget 

crisis in the mid-2010s led to an approximate 8 percent decrease in state funding, adversely affecting 

UPS and their ability to partner with CareerAdvance® to provide these services. UPS continues to provide 

English language skills classes to CAP Tulsa families under CAP Tulsa ESL, which now operates 

independently of the CareerAdvance® program. 

Under HPOG I, CareerAdvance® offered participants adult basic education courses, and bridge 

classes, (courses designed to transition students to fill the knowledge and skill gaps between two 

courses of study). Although the HPOG II design originally did not offer remediation and bridge courses, 

in October 2016, CareerAdvance® reestablished an opportunity for participants in need of remediation 

by adding a skill building course for remedial training in math, reading, and writing, and/or GED 

completion at UPS. The skill building course was an eight-week, self-paced adult basic education/high 

school equivalency course with a UPS instructor for six hours a week, and a Tulsa Community College 

healthcare contextualized Success Strategies course for 3 hours a week. In FY 2018, efforts to meet the 

basic education needs of participants was again revised. Individuals without a GED or in need of pre-

course remediation were referred to UPS. In addition, all participants enrolled in a course of study 

attended a pre-training week refresher course at Tulsa Tech. In addition, building on findings from I-

BEST and other contextualized programs, the pre-training week refresher course included 

contextualized healthcare math and reading, training in computer use and customer service, HIPAA and 

CPR certification.  

 Initially, Tulsa Community College (TCC) and Tulsa Technology Center (Tulsa Tech) both 

partnered with CareerAdvance® to offer training. Due to various program changes and the needs of 

participants (discussed later in this report), Tulsa Tech became the sole healthcare career training 

provider during HPOG II in 2016. 

Tulsa Technology Center 

Tulsa Technology Center (Tulsa Tech), a public 

independent school district, is the largest technology center 

Tulsa Tech Mission 

“Educating people for 
success in the workplace.” 
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in Oklahoma’s Career Tech System. Tulsa Tech builds partnerships with businesses and industry in the 

Tulsa area creating opportunities for student placement and work-based experience.  

Originally, the courses for most of the Tulsa Tech training options available through 

CareerAdvance® were offered through the Business and Industry Services (BIS) department, an 

arrangement that was not altogether satisfactory for various reasons. Under HPOG II, Tulsa Tech 

transferred the coordination of classes to the Adult Career Development (ACD) department allowing 

CareerAdvance® participants to attend classes during the day when children are in school and childcare 

is available for younger children. Further, many of the classes are available only to cohorts of 

CareerAdvance® participants and follow curriculum specific to their training needs.  

Traditional ACD classes are taught primarily through computer instruction. All courses for  

CareerAdvance® adapted the computer lab course curriculum for face-to-face instruction with added 

components such as medical terminology, anatomy, and physiology, and, for some tracks of study, an 

added forty-hour clinical. The course curriculum may include online class content reviewed while in the 

classroom with the instructor. CareerAdvance® students had full access to support services available to 

other students through Tulsa Tech, including math and writing tutoring, computers and internet service, 

counseling, and career services.8  

During program year 2017, the need for additional health skills lab space was resolved through 

the Tulsa Tech/CAP Tulsa partnership. Tulsa Tech provided the physical space and CAP Tulsa financed 

the conversion of the space into a health skills lab. CAP Tulsa provided ongoing funding for the needed 

supplies and the position of a Health Lab Technician. The technician served as a liaison between CAP 

Tulsa and Tulsa Tech: providing weekly course updates to key HPOG II partners, creating procedures for 

the use of the lab, and maintaining the lab equipment, supplies and schedule.  

Program Modifications Over Time 

Working closely with CAP Tulsa staff, the CareerAdvance® design team developed a multi-

component project grounded in the literature on best practices across several fields, including job 

training and sectoral workforce strategies, work supports, incentives and related areas (King et al., 

 
8 For more information on Tulsa Tech see: http://tulsatech.edu/ 
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2009). This report section discusses the evolution of CareerAdvance® program components as they 

responded and adjusted to a number of changes in HPOG program requirements and partner 

relationships, employment trends in the Tulsa healthcare sector, the Tulsa community resources 

ecosystem, student needs, and the hugely disruptive influence of the COVID-19 pandemic.  

Career Pathways 

CareerAdvance® began with a single nursing career 

training pathway of four linear steps: Certified Nurse Aide (CNA 

1 & 2), Geriatric Technician (CNA 3), Licensed Practical Nurse 

(LPN), and Registered Nurse (RN). Figure 1 illustrates the initial 

pathway model used by the early cohorts of participants 

entering the program.  

 

Figure 1. Initial CareerAdvance® Nursing Career Pathway 

 

As participants advanced along the career pathway, it became clear that many participants were 

unable to gain admission to the LPN program. The career pathways concept of providing a pathway of 

stackable training that allows individuals to stop-out (either temporarily or permanently) at multiple 

Career Pathways 

Career pathways—a framework 
for occupational training that 
combines education, training, and 
support services that align with the 
skill demands of local economies 
and help individuals to enter or 
advance within a specific 
occupation or occupational cluster. 
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points along the pathway with an industry-recognized credential was then expanded to include 

additional training tracks.  

The first addition to the career pathway was a patient care technician (PCT) program developed 

at TCC for individuals unable to gain admission to the LPN program. Completion of the PCT program 

qualified an individual to take the Oklahoma Advanced Unlicensed Assistant (AUA) certification exam. 

Participants taking this pathway remained eligible to move up to the Registered Nurse program. Over 

time, other factors such as participant experiences, changes in application and degree requirements at 

partner education institutions, and with the second round of HPOG funding, the need for more short-

term training options, resulted in numerous modifications to the training offered to program 

participants.9  

Table 1 presents the CareerAdvance® course offerings from the first CNA cohort of students who 

entered classes in the fall of 2009, to changes made in 2019 as the program prepared for the final year 

of the HPOG II grant cycle. As mentioned earlier in this report, changes in course offerings were driven 

by diverse factors, including the needs of participants, policy changes by education and training 

providers, and labor market demands. For example, advanced certified medication aide (CMA) training 

opportunities included two eight-hour courses of study available to participants with a CMA to learn 

skills in glucose monitoring and caring for patients with feeding tubes and inhalers. Staff reported that 

participants who obtain the advanced CMA certifications can earn up to an additional $1.00 to $2.00 an 

hour. Furthermore, most of the trainings introduced in FY 2018 (HPOG II) did not require access to a 

health services lab, nor did they include clinical based, intensely supervised training, both of which were 

in limited supply.10  

The nursing and information technology courses of study represent a clear career pathways 

training approach; organized as a progressive, stackable series of trainings, with each step resulting in a 

credential valued by employers. The other trainings offered were for occupations within a highly 

 
9 HPOG grantee performance measures specified number of participants to be served: counting each participant  only once, 
regardless of how many trainings the participant received. 
 
10 Additional details regarding training tracks can be found in previous reports available at: 
https://raymarshallcenter.org/?s=CAP+Tulsa 
 

https://raymarshallcenter.org/?s=CAP+Tulsa
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regulated and certified field of employment; each training fed into a career ladder within the medical 

profession (see Appendix A: CareerAdvance® Tracks Career Lattice).11 

 
11 For detailed information on the Tulsa Tech training programs response to the pandemic see: CareerAdvance® 
Implementation Study Findings through FY 2020: The impact of COVID-19 on service delivery, at 
https://raymarshallcenter.org/files/2021/04/FINAL_HPOG-II-Tulsa-CAP_4-11-2021.pdf 

https://raymarshallcenter.org/files/2021/04/FINAL_HPOG-II-Tulsa-CAP_4-11-2021.pdf
https://raymarshallcenter.org/files/2021/04/FINAL_HPOG-II-Tulsa-CAP_4-11-2021.pdf
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Table 1. CareerAdvance® Course Offerings 

Course of Study Length of 
Class/Weeks 

 

First Students 
Enrolled Discontinued 

Nursing Pathway  
 

 

• Certified Nurse Assistant (CNA) 6 Fall 2009  

• CNA Level 2 6 Fall 2010 2013 

• CNA Level 3: Geriatric Technician 6 Spring 2011 2013 

• Patient Care Technician (PCT) 17 Fall 2011 2019 

• Certified Medication Aide (CMA) 8 Summer 2017  

• Advanced Certified Mediation Aide  8 hours Fall 2018  

• Licensed Practical Nurse (LPN) 64 Spring 2013 2019 

• Registered Nurse (RN) 64 Spring 2013 2015 

Health Information Technology Pathway    

• Medical Assistant (MA) 46 Fall 2012  

• Medical Coding 64 Fall 2011  

• Patient Billing & Insurance  6 Fall 2011 2015 

• Health Information Technology  64 Fall 2011 2015 

Other Occupational Training Programs    

• Allied Health Associates Degree*  64 Fall 2013 2015 

• Pharmacy Technician  15 Spring 2013  2017 

• Dental Assisting 40 Spring 2014 2019 

• Phlebotomy 13 Summer 2016  

• Monitor Technician (EKG) 8+ Summer 2018 2019 

• Surgical Technician 46 Fall 2018 2019 

• Central Service Technician 8+ Summer 2018  
*Allied Health included associate degrees in the following occupations: radiology, stenography, 
occupational therapy, physical therapy, or respiratory care.  
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In an effort to increase the number of participants served and placed in jobs during the HPOG II 

grant period, occupations that required lengthy education and training, such as registered nurse, were 

dropped from the pathways and more “one-and-done” trainings were added, including phlebotomy (13 

weeks) and certified medication aide (8 weeks). Some of the short-term training options originally 

offered in FY 2018, particularly central services technician, and EKG monitor technician (both eight 

weeks in duration), reported relatively higher average wages when compared to the starting wages for 

other occupations requiring short-term training. 

During the fifth year of HPOG II grant funding, CareerAdvance® scheduled primarily short-term 

training tracks, and course sequences that could be completed by the end of the grant funding 

(September 2020). The sixth-year funding extension arrived in June 2020, too late in year five for the 

program to amend offerings to include more extended training. The funding extension did not require 

CareerAdvance® to serve additional participants beyond the targets established for year five, rather the 

extension served to ensure the program met the year-five goals that had been disrupted by the 

pandemic. In year six, CareerAdvance® continued to recruit students into training that could be 

completed by the end of the extension funding (September 2021). 

Quality Early Childhood Education   

 

CareerAdvance® originally embraced an explicit two-generation strategy focused on promoting 

family economic security by developing the human capital of parents while their preschool children are 

achieving in a resource-rich learning environment. Under HPOG I, CareerAdvance® enrolled CAP Tulsa 

families receiving services from one of CAP’s high-quality early childhood education (ECE) centers, most 

of which are accredited by the National Association for the Education of Young Children (NAEYC), the 

The two-generation approach to workforce development 
programs addresses barriers to educational progress that low-

income parents face by connecting families to reliable, high 
quality early childhood education programs for children and 

social supports (Gardner, Brooks-Gun, & Chase-Lansdale, 2017). 
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gold standard in the field of early childhood education.12 CAP Tulsa centers are primarily funded through 

Head Start/Early Head Start and the Oklahoma Early Childhood Program.
13  

The CAP Family Life Study, launched in 2011 to study CareerAdvance® enrollees, studied the 

interconnectedness of parents’ and children’s lives, specifically how advances in parents’ opportunities 

may translate to better outcomes for children, including more regular Head Start attendance. For 

children enrolled in preschool, the relationship between regular daily attendance and advances in child 

development has been well documented (Ramey, Ramey, & Stokes, 2009; Ready, 2010; Reynolds et al., 

2014). The CAP Family Life Study reported that overall, enrollment in CareerAdvance® was associated 

with higher rates of Head Start children attendance and lower rates of chronic absence (missing 10% or 

more of school days) compared to the matched comparison group (Sommer er al., 2020).  

As CareerAdvance® evolved with HPOG II funding to serve both CAP Tulsa and non-CAP families, 

CAP Tulsa staff coordinated childcare services through a number of different efforts. CAP Tulsa staff 

continued to recruit families from their ECE programs, as well as other organizations providing services 

to families with young children. Non-CAP families received childcare through community-based child 

development centers (CDCs) that were vetted by CAP Tulsa and had the capacity to invoice CAP Tulsa for 

the care provided.14  Before- and after-care for school-aged children was coordinated with a number of 

CDC sites and public school programs. Non-CAP families with young children were encouraged to apply 

for CAP Tulsa ECE services and received priority for selection as slots became available. Non-CAP families 

were also encouraged to apply for childcare subsidies provided by the Oklahoma Department of Human 

Services through the Childcare and Development Fund (CCDF). For families who obtained subsidies, the 

assistance could cover some or all of the cost of care with families contributing a copayment.15 As family 

income increased, the amount of the copayment increased. When income exceeded a certain limit, 

 
12 CAP’s early childhood education programs have been the subject of rigorous longitudinal evaluations over many years that 
have demonstrated that participation yields near and long term impacts, both cognitive and non-cognitive. For example, see: 
Phillips, Deborah, William Gormley, and Sara Anderson (2016). “The Effects of Tulsa’s CAP Head Start Program on Middle-
School Academic Outcomes and Progress.” Developmental Psychology 52(8): 1247-1261. 
13 The Oklahoma Early Childhood Program (OECP) was created by the Oklahoma State Legislature in 2006 to improve the quality 
of early education and expand capacity to serve children from birth through age three statewide. 
14 CAP requires participating childcare programs to be licensed by DHS and maintain specific levels of building and 
transportation insurance. 
15 For example: A family of three earning an entry-level CNA wage of $11.81 will have a co-pay of approximately $142/month 
for one child in care. Source: http://www.okdhs.org/OKDHS%20PDF%20Library/Proposed%20C-4%20Public%20Comment.pdf 

http://www.okdhs.org/OKDHS%20PDF%20Library/Proposed%20C-4%20Public%20Comment.pdf
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families were no longer eligible for subsidized care. At that point, families may have experienced 

relatively small increases in income coupled with large increases in childcare costs. 

As CareerAdvance® expanded eligibility criteria to include non-CAP families, the quality of the 

educational and parent engagement activities provided by the other childcare providers and public 

school sites was largely unknown. The majority of the HPOG II CareerAdvance® families received short-

term childcare services and not the quality of care assumed in the two-generation model of service 

delivery—the foundation of the original CareerAdvance® program. There was simply a dearth resources 

to support quality childcare slots available in the community to adequately address this need.  

Staff identified ongoing challenges in coordinating community-based care, primarily issues 

relevant to the continuity of care provided to children. Research has demonstrated that consistent and 

responsive caregiving supports infant and toddler learning and development (Tarullo et al., 2009; Raikes 

& Edwards, 2009). CareerAdvance® participants who enrolled young children in community-based care  

experienced disruptions in the care provided to their children. For example, the initial two weeks of 

program participation included TCW career readiness training and the Tulsa Tech orientation, services 

that could be offered weeks before the participant formally entered their selected training track. As a 

result of this time gap in training services, children received drop-in care for these first few weeks. Once 

parents began their training track, children were enrolled in regular full-day/full-week community-based 

care. Children received services throughout the parents’ HPOG II training followed by two additional 

weeks for employment interviewing, and four weeks of care upon entering employment. In this version 

of the program, there was no continuity of care nor transition planning for children receiving care from 

these community-based sites.  

Furthermore, in the spring of 2020, the pandemic created unique challenges for the education 

and care of children of all ages. CAP Tulsa’s ECE program and Tulsa area school districts transitioned to 

online services, childcare centers decreased their capacity, and many providers withdrew from the 

childcare industry altogether.16  In the fall of 2020, as high rates of virus transmission continued to 

concern area educators, Tulsa area school districts implemented different reopening strategies. Some 

 
16 March 24, 2020, the Governor of Tulsa signed Executive Order 2020-07 restricting gatherings to 10 or fewer people. Childcare 
providers reconfigured their space to limit overall room occupancy to 10 or fewer children; for infants group size was limited to 
four. Childcare facilities also provided the necessary personal protective equipment (PPE) for staff and implemented new 
protocols regarding sanitizing environments.  
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schools opened later than originally anticipated, while others offered a combination of onsite instruction 

for a limited number of students with online instruction for students at home. Some schools that 

opened for onsite instruction were required to close temporarily due to a COVID-19 outbreak. The 

continuing uncertainty regarding school closures and the need to supervise students’ at-home online 

instruction created a tension for parents who needed to work, whether virtually at home or outside of 

the home, and for parents interested in beginning, continuing, or completing a training program. 

Eligibility, Recruitment, Assessment and Selection 

CareerAdvance® eligibility requirements, recruitment strategies, participant assessments and 

selection processes were refined considerably over time. The initial CareerAdvance® pilot cohorts were 

recruited from families enrolled in CAP Tulsa early childhood services. The pilot eligibility requirements, 

assessment criteria and selection process were designed to make the program available to as many CAP 

Tulsa parents as possible. Eligible CAP Tulsa parents were required to be 18 years old or older, legally 

qualified to work in the U.S., and express a strong interest in healthcare careers. Interested CAP Tulsa 

parents who met the eligibility requirements attended an orientation session to learn about the 

program, completed an application that included assessment exams and an interview. Across the HPOG 

I grant period (through September 2016), CareerAdvance® implemented a number of changes to these 

requirements and processes to meet the needs of training partners and employers, while working to 

ensure the success of the participants. Changes included the addition of a career interest survey, a 

required drug test, and a writing sample to better identify individuals most likely to succeed in training. 

For a more detailed description of the changes implemented across the HPOG I funding period see 

Appendix B: HPOG I changes in  CareerAdvance® Eligibility Standards, Application Requirements, and 

Selection Criteria. 

The transition to HPOG II in late 2016 led to additional changes, including broadening the pool 

of potential participants to the larger community—including some non-parenting individuals—

increasing the income limit to 185% FPG, and partnering with TCW as the program workforce 

intermediary ushered in changes to the assessments and selection process. Table 2 identifies the 

changes from HPOG I to HPOG II (bold & italicized) for the program components discussed in this 

section, followed by a discussion regarding items of interest for each component.  
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Table 2. Comparison of HPOG I and HPOG II Program Elements: 
 Eligibility, Recruitment and Selection of Participants 

 
HPOG I HPOG II 

Eligibility 

• English proficiency for all non-ESL tracks 
• Willing to participate in a criminal 

background check and drug screen 

• English proficiency for all non-ESL tracks 
• Willing to participate in a criminal 

background check and drug screen 

• U.S. Citizen or legal resident for 5 years • U.S. Citizen or legal resident for 5 years 
• Meet income eligibility requirements for 

one of the following programs:  Head 
Start/Early Head Start; Oklahoma Early 
Childhood Program; Maternal, Infant, 
and Early Childhood Home Visiting 
program; Educare; or TANF. 

 
 

• 185% FPG 

• CAP parent • CAP, non-CAP parents and others17 

• Child 0-5 years • Prioritizing parents of children 0-8 years 

Recruitment • CAP parents 

• CAP and Educare parents 
• CAP waitlist and alumni parents 
• Partner school districts (Tulsa, Union, 

and San Springs) 
• General community recruitment 

through ads on Craigslist and Facebook 
• Other social service organizations 

Assessment 

• Test of Adult Basic Education (TABE® ) 
Reading, language, math computation, 
and applied math 

• Kenexa Prove It assessment math and 
reasoning, and reading assessments 

• Customer service survey  
• Administrative selector survey (a 

behavior assessment) 
• Timed dexterity test 
• Interview 

• COMPAS Exam® 
College readiness  
 

• Interview 

Selection • Selection by CAP coaches 
• Selection by a team of CAP and TCW 

staff, including academic and Career 
Coaches 

 
17 It is important to note that for purposes of this report, the term “others” includes three groups of individuals: individuals who 
are not parents, non-custodial parents, and parents of children who are older than 15 years of age. Available data currently 
does not separate for identification these three groups of individuals. 
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Eligibility 

The most notable changes—income eligibility increasing from 100% to 185% FPG, serving non-

CAP parents and others while prioritizing families of young children ages 0-8—resulted in major 

adaptations to and expansion of the CareerAdvance® recruitment strategy. 

Recruitment 

Income eligibility increased from 100% to 185% of the federal poverty guidelines (FPG), which 

allowed a number of area partners who served clients with incomes beyond the original income 

eligibility of 100% FPG, to recruit families for CareerAdvance®, including partner organizations Tulsa 

Tech and TCW, the Housing Authority of the City of Tulsa, and other social service programs.  

CAP Tulsa continued to recruit families with children enrolled in their ECE program and 

expanded their outreach to Tulsa area public schools by maintaining relationships with campus family 

service workers, informing them of program updates and supplying fliers for distribution. TCW took 

advantage of several available internet sites and posted training opportunities on Craigslist and Indeed 

Job Search (an on-line employment search engine).  

Table 3 presents the referral sources identified by prospective program participants during April 

2016 through August 2021 and identifies the referral sources reported by individuals who enrolled in 

CareerAdvance®. The available referral source data identifies referral sources for 2,581 prospective 

CareerAdvance® participants. Four sources represent 72 percent of all referrals: CAP Tulsa (28%); 

Craigslist (19%); family, friend, and co-worker (14%); and Indeed Job Search (11%).  

Of the 727 prospective participants referred through CAP Tulsa, 211 were identified as enrolled 

in CareerAdvance®, representing 33 percent of all participants enrolling in HPOG II CareerAdvance®. 

Twenty-nine percent of enrolled participants identified either Craigslist or friends, families and 

coworkers as their referral source.  

TCW began posting CareerAdvance® training opportunities on the Indeed Job Search website in 

FY 2018 (Indeed is the first site listed when Google-searching “jobs”). In FY 2019, TCW was blocked from 

posting on the site for a several months due to Indeed’s policy prohibiting the posting of training 

opportunities. TCW staff worked with Indeed staff to reinstate their account and continued to post on 

the Indeed site. From FY 2018–FY 2021, 58 individuals enrolled in the program identified Indeed as their 

referral source, representing 21 percent of all Indeed referrals. 
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It is of interest to note that although only 18 potential participants identified as being referred 

by HPOG participants (1% of all potential participants), 15 of them enrolled in CareerAdvance®, 

representing 83 percent of all individuals referred directly by program participants. The average rate of 

applicant enrollment by each referral source was 24 percent, excluding the other and HPOG participants 

categories. 

Table 3. Identified Referral Sources by Enrollment: April 2016–FY 2021 

 

Assessments 

Many CAP Tulsa parents lacked high school-level skills or credentials and typically had been out 

of school for several years. While Adult Basic Education and GED preparation were key components of 

HPOG I CareerAdvance®, the program began requiring all applicants to undergo testing to identify skills 

needs beginning with Cohort 3. Two exams were used in the application process:  the Test of Adult Basic 

Education (TABE®) and the COMPASS® Exam.  

  The TABE® covers four subjects—Reading, Language, Math Computation, and Applied Math—

with scores given as grade-level equivalents. Mean TABE® Reading scores for the cohorts typically fell 

between the 10th to 12th grade-levels, while mean TABE® Math Computation scores for the cohorts were 

much lower, around the 8th and 9th grade-levels. Skill levels ranged widely within individual cohorts and 

pathways.  

HPOG II Applicant Referral 
Sources  

Total Applicants 
n=2581 

Enrolled in Training 
n=624 

Rate of Applicant 
Enrollment by Each 

Referral Source # %  # % 

CAP Tulsa 727 28% 211 33% 29% 

Other Community Org.  113 4% 31 5% 27% 

Craigslist 499 19% 101 16% 20% 

Family/Friend/Co-worker 360 14% 82 13% 23% 

Indeed 282 11% 58 9% 21% 

Google/Google Search/Online 169 7% 37 6% 22% 

Facebook/Social Media 117 5% 35 5% 30% 

Flyer 45 2% 9 1% 20% 

HPOG Participant 18 1% 15 2% 83% 

Other 252 10% 45 11% 28% 



 

 
 

Ray Marshall Center for the Study of Human Resources                                                                                       Page | 20  

  

The COMPASS® Exam is administered by many colleges and universities to assess college 

readiness and identify any need for remedial/developmental education courses. The test has three 

sections: Reading, English, and Algebra. None of the CareerAdvance® HPOG I cohorts met TCC’s 

standard for college-level math based on their initial assessment COMPASS® Algebra scores. Several 

cohorts had, on average, met TCC standards for college-level writing by meeting the necessary 

combined scores for Reading and English. Overall, the COMPASS® English section also appeared to 

present a significant barrier for participants in CareerAdvance® training programs. 

As the HPOG II training tracks changed in Fall 2015 to include many “one-and-done” career 

options and TCW became responsible for the assessment of potential participants, the HPOG I 

assessment tests were replaced with four different assessments:  Prove It, with timed math, reasoning 

and reading assessments; a customer service survey; a timed dexterity test; and an administrative 

selector survey (a behavior assessment). TCW provided prospective participants opportunities to 

complete tutorials onsite, encouraged retesting and were sensitive to the needs of participants who 

needed additional time to demonstrate their knowledge and skills.  

It was not determined if the minimum assessment scores required by TCW represented the 

levels of skill and competence actually required for the training tracks that were offered. In a 

comparison of math and reading assessment scores for FY 2016—FY 2019 course completers and non-

completers (individuals who left the program without completing a course of study), the assessment 

scores of the two groups were similar (Figure 2).18 This observation was reinforced by interviews with 

staff who commented that all participants were capable of doing the work, yet other factors, such as a 

limited support system or challenges with meeting the time commitment needed for succeed in their 

course of study, while balancing employment and caring for a family may have adversely affected 

program retention and completion.  

 
18 FY 2020 and FY 2021 was incomplete and not included in this analysis. 
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Figure 2. Math and Reading Assessment Scores: FY 2016—FY 2019 

 

Selection 

The CareerAdvance® pilot procedure for selecting participants included an assessment of each 

potential participant’s interest in healthcare careers. From that point forward, the selection process was 

enhanced and refined beginning with changes to the selection of cohort 3 (Spring Semester 2010). 

CareerAdvance® implemented  an interview rating system based on eight criteria: attitude, desire to 

work, desire for health care employment, work history, health care work experience, flexible work 

schedule, high motivation, and low debt ratio. The resulting cohort selection process also added three 

additional criteria to the rating system: participant dress/language, financial stability, and access to 

transportation. One final change required participants to be able to shoulder some of the financial 

burden of participation (such as purchasing their own school supplies). 

CAP career coaches and TCW staff began working together to select participants for HPOG II 

starting in late 2016. CAP and TCW partners completed an interview matrix to rate potential candidates 

on various factors thought to be predictive of participant success, such as available transportation and 

support networks; work history and motivation to participate in the program (Appendix C). The 

interview matrix was developed in partnership with CAP, TCW, the Institute for Policy Research at 

Northwestern University, the Ray Marshall Center, and other members of the research team. The matrix 

was designed to support the intention of the program to objectively select families and individuals who 

were in need of CareerAdvance® services, were likely to benefit from the two-generation service 
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approach and were expected to experience a positive wage impact as an result of their participation in 

the program. 

Staff reported that the matrix did not always identify the most appropriate candidate for the 

program: “The matrix is a guide, but still very subjective. Someone can score all tens and really need the 

program; others can score all tens and not need the program supports.” Staff further stated: “Initially 

when we started using the matrix, we thought it would work to help us select the ‘right’ candidate. 

Sometimes people score low, but they really want to do this and just need support to make it happen.” 

Staff reported using the matrix during participant selection case conferences as one measure to consider 

in combination with other factors in the selection of participants. 

Support Services  

CareerAdvance® was designed to promote parents’ social capital and had an intentional 

relational focus. Building on the supportive Head Start environment at CAP Tulsa, participants received 

case management services and career coaching. (CAP Tulsa parents also had important support from 

staff with Family and Children’s Services as noted below.) The peer cohort model provided intensive 

opportunities for social capital development as parents took classes and attended supportive meetings 

together as a group. 

The CAP Family Life Study launched in 2011 studied HPOG I CareerAdvance® enrollees and a set 

of matched-comparison parents over time. Following one year of program participation, parents in 

CareerAdvance® reported higher levels of optimism, self-efficacy, career identity, and higher levels of 

commitment to work and career compared with the matched-comparison group. Additionally, parents 

in CareerAdvance® did not report higher levels of psychological stress than the matched-comparison 

group (Chase-Lansdale et al., 2019).  

The web of support services available to CareerAdvance® participants included academic and  

career advising, family, and mental health supports. Originally, CareerAdvance® (HPOG I) participant 

support services were all coordinated by CAP Tulsa staff. As CareerAdvance® transitioned to recruit and 

enroll large numbers of non-CAP families under HPOG II, TCW staff took on an ever-increasing role in 

providing and coordinating many of these supports. The roles of the CAP Tulsa coaches and TCW 

advisors evolved in FY 2018 as all coaching/advising services transitioned to TCW career advisors. This 

section focuses on the evolving delivery of academic and career supports and related services.  
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Cohort Model 

Throughout the implementation of both HPOG grants, the cohort model for building a 

community of support among participants working together on a shared course of study continued to be 

a valued source of support for participants. As HPOG II training offerings evolved, a few CareerAdvance® 

participants were placed in Tulsa Tech classes open to the public, such as the LPN participants. For these 

individuals, the cohort group consisted of participants who may have been attending different classes 

and at different points along their course of study. Following the pandemic and through the final year of 

HPOG II in order to meet participant training needs, more participants were placed in classes open to 

the wider public.  

Performance Bonuses 

CareerAdvance® was structured to reduce the potential financial burden of returning to school 

by offering financial support and stackable training programs so that parents could quickly enter the 

labor market. To help parents make financial ends meet, participants were eligible to receive financial 

incentives of up to $3,000 annually for reaching certain milestones. Bonuses were tied to the 

completion of certain tasks; regular on-time attendance to all classes, peer support sessions, and clinical 

experiences; and credit requirements (e.g., completing at least six credit hours and maintaining a 3.0 

grade point average). Earned bonuses were deposited directly into participants’ bank accounts.  

The first two CareerAdvance® cohorts were eligible to receive incentives in the form of cash. In 

September 2010, the HPOG I federal funding restricted the use of monetary performance incentives. 

The federal regulations allowed incentives to be paid in-kind, and the types of purchases that could be 

made were strictly limited. CareerAdvance® staff established a system for providing gas cards, assistance 

with rent, and reimbursement of limited food items.19 The collection of information to verify 

participants’ eligibility for incentives and the distribution of incentives proved administratively 

burdensome. As HPOG II expanded to serve more participants and the program structures shifted, it was 

determined that CareerAdvance® would no long offer incentives.  

 
19 For additional information regarding the challenges CareerAdvance® experienced in providing incentives see, Expanding the  
CareerAdvance® Program in Tulsa Oklahoma at: https://repositories.lib.utexas.edu/handle/2152/20237 
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Financial Capability Coaching 

A CAP Tulsa Financial Capability Coach was available to provide financial coaching to participants 

on an as-needed basis during HPOG I. Comments from HPOG I participants requesting more 

opportunities to receive financial coaching motivated the integration of these services into the HPOG II 

partner meetings.  

Family and Children’s Services 

Family and Children’s Services (F&CS) is a Tulsa community mental health center. Under HPOG I, 

F&CS family support specialists services were available to all participants through their affiliated CAP 

Tulsa ECE programs. As CareerAdvance® eligibility criteria expanded under HPOG II to include non-CAP 

participants, the family support services offered to participants were differentiated for CAP Tulsa and 

non-CAP participants. CAP Tulsa participants received more extensive support services through their 

CAP Tulsa ECE programs, while non-CAP participants received light-touch case management services. 

Due to the complexity of providing different levels of services to the two groups of participants, 

CareerAdvance® responded by offering the same level of case management services to all participants 

through family support specialists.  

Curricula Elements 

Program curricula elements for HPOG II were similar to those under the HPOG I program. The 

structure and depth of the two-generation programing changed, however, as non-CAP parenting 

participants enrolled their children in non-CAP childcare programs. Changes occurred in how, when and 

by whom certain curriculum elements were delivered. For example, HPOG I partner meetings included 

soft skills training, employment readiness training, and opportunities for the cohort to bond as a group. 

These same elements continued in HPOG II but were distributed across career readiness training (CRT), 

boot camp, peer huddles and workshops, which were coordinated by TCW staff.  

Boot Camp 

FY 2017 saw the addition of a four-hour boot camp where participants completed the required 

program paperwork and were introduced to the various organizations and individuals involved in 
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supporting them through their education and career progress. Participants completed goal-setting 

exercises and participated in an activity designed to teach them which support services and persons 

were available to assist with different types of situations and issues. In FY 2018, the Tulsa Tech 

CareerAdvance® liaison began playing a larger role in boot camp assisting participants to complete Tulsa 

Tech enrollment paperwork, and provide information on immunization requirements, instructors and 

course requirements.  

Career Readiness Training & Tulsa Tech Pre-service Training 

Career Readiness Training (CRT), a week-long, 35-hour, experiential training provided by TCW, 

focused on preparing participants to compete in the job market and perform in the workforce. The 

curriculum included the following modules: looking for a job; completing an application; writing a 

resume; finding three professional references; interviewing; workplace communication; emotional 

intelligence (how to manage emotions, understand and interpret the emotions of those around them 

and how to handle stressful situations); understanding and using an employee handbook; how to read 

and understand a paycheck; teamwork; conflict resolution; video interviewing; and other relevant 

topics. 

CRT was followed by a week of pre-service training at Tulsa Tech. First implemented in FY 2018, 

the pre-training week refresher course implemented the Growth Mindset curriculum with 

contextualized healthcare math and reading, training in computer use and customer service, HIPAA and 

CPR certification.  

Partner Meetings and Peer Huddles 

Under HPOG I, most partner meetings were scheduled weekly and functioned as a key element 

in building group cohesion within the cohort and provided peer support. HPOG II responded to 

participant concerns that partner meetings, though helpful, were too frequent and placed an additional 

strain on already pressed schedules of school, parenting, and, for some, work. Further, much of the 

training provided during the HPOG I partner meetings was being provided during TCW CRT.  

Staff responded to these expressed needs by evolving the two-hour partner meetings into 

required cohort-based peer huddles under HPOG II. Huddles were arranged once a week, or every other 

week dependent upon the career track, and lasted just 15 to 30 minutes. The first cohort peer huddle 
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was two hours long and devoted to explaining the cohort model and encouraging relationships among 

participants. Huddles allowed for check-ins with advisors and the family support specialist. Staff 

developed a curriculum for the huddles but also allowed for flexibility and fluidity in the sessions to 

meet participant needs. Huddles, originally coordinated by CAP Tulsa coaches, were organized by TCW 

advisors in year four of HPOG II (2019). Participants also expressed a need for a few hours a week of 

unscheduled time with childcare, a request the program was able to address. 

Workshops 

As partner meetings evolved into peer huddles, the workshop presentations previously included 

in the traditional partner meetings were also adjusted. Participants expressed a desire for more choices 

for soft skills training, so CAP created a participant survey to direct the types of workshops offered. 

Workshop topics include stress management, provided by the mental health specialist that included a 

brief assessment to help participants identify potential mental health issues and information on 

available services; family routines; time management; family learning styles; financial literacy; and 

parenting issues such as parenting guilt. Based on the length of each training track, participants were 

required to attend a number of workshops. One workshop was offered every other month and was not 

cohort-based, but open to all currently enrolled participants.  

 

Participant Demographics   

Table 4 presents participant demographics for HPOG I and HPOG II programs. Across all service 

years for both HPOG I and HPOG II, approximately 95 percent of participants were women, and nearly 

41 percent identified as Black/African American. The two groups varied in the share of participants 

identified as Hispanic or Latino, or White. HPOG I served a larger share of Hispanic or Latino participants 

and a smaller share of participants identified as White compared to HPOG II. For both programs, high 

school diploma/GED was reported as the highest level of education for the largest share of participants. 

In general HPOG I participants reported a lower level of education at program entry, with 12 percent of 

participants reporting less than an HSD/GED, while approximately half of HPOG II participants reported 

at least some college or training experience. For both programs the largest share of participants 

reported being unemployed at the time of program entry. For HPOG I, 45.5 percent of participant 

households reported an income of $10,000 or less, for HPOG II participants, only 18 percent reported a 
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household income of $10,000 or less. These differences are not surprising given that HPOG I recruited 

Head Start parents who were often the neediest families in a community with income levels at 100% of 

FPG. 

Table 4. CareerAdvance ® Participants  

 HPOG I HPOG II 
Total 

Fiscal Years 
9/2010 - 
8/2015 

9/2016 - 
8/2021 

Number of Adults 216 689 905 
Gender      
Female 95.8% 94.2% 94.6% 
Male 2.8% 4.5% 4.1% 
Unspecified 1.4% 1.3% 1.3% 

Race/Ethnicity      
Black or African American 40.7% 41.4% 41.2% 
Hispanic or Latino 16.7% 3.9% 7.0% 
White 26.4% 35.4% 33.3% 
American Indian 4.6% 5.5% 5.3% 
Other 7.0% 10.9% 9.9% 
Unspecified 4.6% 2.9% 3.3% 

Education Level      
Less than High School Diploma/GED 12.0% 2.9% 5.1% 
High School Diploma/GED 48.2% 43.1% 44.3% 
Some College or Advanced Training 9.3% 37.9% 31.0% 
College degree and/or training certification 26.4% 13.1% 16.2% 
Unspecified 4.2% 3.0% 3.3% 

Employment Status      
Full Time 23.2% 16.5% 18.1% 
Part Time 12.0% 26.4% 23.0% 
Unemployed 44.9% 54.3% 52% 
Other 0.0% 0.4% 4.2% 
Unspecified 3.7% 2.3% 2.7% 

Income Level      
$0 to $1,000 14.8% 1.0% 4.3% 
$1,001 to $10,000 30.6% 17.0% 20.2% 
$10,001 to $20,000 21.3% 20.6% 20.8% 
$20,001 to $30,000 12.5% 19.2% 17.6% 
Over $30,000 14.4% 11.0% 11.8% 
Unspecified 6.5% 31.2% 25.3% 

Mean Adult Age 30 34 -- 
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Source: HPOG I CAP Child Plus System and CAP staff, HPOG II CareerAdvance Administrative Data 

 As expected, all HPOG I families recruited into the program were parents. HPOG II participants 

who were not parenting children in their own households ranged from 10 percent to 38 percent across 

program years. The average number of households not parenting across all HPOG II years was 20 

percent (Table 5). Further, CAP Tulsa parents represented only 20.3 percent of the HPOG II participants. 

Further, for both groups of program participants, at least 75 percent were parenting children under the 

age of 15 (HPOG I 92.1% and HPOG II 76.6%). 

Table 5. HPOG II Non-Parenting Households 

Program Year April–Aug. 
2016 FY 2017 FY 2018 FY 2019 FY 2020 FY 2021 

Total 
/Avg. 

Number of Adults Enrolled 50 109 156 170 91 113 689 
Households with no Children 12% 10% 19% 15% 26% 38% 20% 

Source: HPOG I CAP Child Plus System and CAP staff, HPOG II CareerAdvance Administrative Data 

 

The average number of children in parenting households was 2.4 for HPOG I and 1.7 for HPOG II. 

Figure 3 illustrates the differences in the number of children per parenting households for HPOG I and 

HPOG II participant families.  
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Figure 3. Number of Children per Household: 
 HPOG I Households n=216, HPOG II Households n=689 

 
  

Training Outcomes 

This section of the report presents training enrollment, completion, and certification status for 

both HPOG I and HPOG II participants. HPOG I course participant data was structured by cohorts that 

correspond to an academic semester (Table 6). HPOG II course participant data was structured by 

program fiscal year. Each HPOG I cohort and HPOG II fiscal year represents the enrollment of 

participants in a number of different courses of training. 

Table 6. HPOG I Cohorts Identified by Academic Semester 
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The reported certification obtainment varies by profession, for example CNA and CMA require 

certification, yet medical assistant is an unlicensed profession. Further, pharmacy technicians can obtain 

a license after a two-year period of on-the-job training and successful completion of an exam.  

Table 7 presents course completion and certification obtainment status for HPOG I participants 

as of July 2015. Participants enrolled in lengthier courses of study, such as registered nurse (64 weeks), 
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may have taken more time to complete course requirements or entered the program in a later cohort, 

therefore their completion and certification status are not represented in Table 7. 

Table 7. HPOG I Training Outcomes as of July 2015 

Course of Study 
Participants 

Entered 
Training 

Course 
Completers 

Course Completers 
Certification Last Cohort 

Start Date 

Length of 
Course by 

weeks # % # % 

Nursing Pathway   
CNA 108 102 94% 100 99% Fall 2014 6  

PCT 62 60 97% 33 55% Fall 2014 17  

LPN 27 31 52% 25 79% Fall 2014 64  

RN 14 2 14% 2 100% Fall 2014 64  

Health Information Technology Pathway  
Patient Billing 5 5 100% n/a n/a Spring 2013 6  
MA 26 19 73% 17 89% Spring 2012 46  

Medical Coding 10 8 80% 1 13% Fall 2012 64  

HIT 19 8 40% 0 0% Spring 2013 64  

Other Training Programs  
MA 13 13 100% 13 100% Spring 2013 46  

Pharmacy Tech 15 15 100% 0 0% Fall 2014 17  

Dental Assisting 6 4 67%  n/a n/a  Spring 2014 64  

Allied Health 4 0 0.0% 0 0 Fall 2013 64  

TOTALS 309 267 87% 191 72% -- -- 
Note: Non-Completers are participants who did not complete the training or completion status was unspecified in 
the data. Obtained Certification represents the number of completers who received a certification. 
Source: HPOG I CAP Child Plus System and CAP staff, HPOG II CareerAdvance Administrative Data 
 

In March of 2020, the COVID-19 pandemic restrictions required most Tulsa Tech Adult Career 

Development courses to suspend training. Several of the CareerAdvance® course offerings required 

access to a health services lab and clinical based intensely supervised training, neither of which were 

available to students. Medical Coding, a course that was offered online, was the only course of study 

that continued uninterrupted. TCW and CAP Tulsa efforts to continue participant engagement through 

various methods of contact and providing emergency support could not mitigate all the unique 

challenges to program participation that families faced during the pandemic.  

Tulsa Tech worked with the regulatory organizations to pursue course modifications to meet 

requirements while maintaining safety protocols, responding to all appropriate CDC guidelines, including 
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limited group size, social distancing, and enhanced sanitation procedures. Further, prior to the 

pandemic, participants with limited access to computers and/or the internet could use computers 

provided on campus or the public library to connect to Wi-Fi. When these institutions physically closed, 

many families struggled to stay connected to education and training. CareerAdvance® partners each 

played a part in securing computers and Wi-Fi access for participants and their families. TCW and CAP 

quickly reached out to families to assess their need for computers and access to Wi-Fi and began 

training participants on how to access zoom and other face-to-face digital meeting platforms. TCW 

offered participants computer cameras, microphones, headphones, laptops, and hotspots to connect to 

internet service. Tulsa Tech purchased hotspots and Chrome Books for students to check out and 

enhanced the Wi-Fi at each campus to reach beyond the actual building structures so that, in the worst 

case, participants could access Wi-Fi in campus parking lots. CAP Tulsa purchased 100 computers for 

CareerAdvance® participants. 

As students were allowed back on campus for the Fall 2020 term, Tulsa Tech staff reported 

combining classes and placing CareerAdvance® participants in classes open to the public rather than 

maintaining the CareerAdvance® cohort model. For CNA students, the 100 percent attendance 

requirement demanded that any student missing class due to illness or suspected COVID-19 exposure 

would need to reenter training with a new class in the future. Table 8 reveals that of the 93 program 

participants entering in FY 2020, only 60 (65%) completed their course of study. Previous program years 

reported program enrollment as high as 169 participants with completion rates as high as 93 percent 

(Table 8). Clearly, the pandemic created challenges to course completion the program simply could not 

overcome despite the best efforts of the program partners. 

Table 8. Program Completers Certification Status: May–Aug. 2016–FY 2021 

Program Year May-Aug. 
2016 FY 2017 FY 2018 FY 2019 FY 2020 FY 2021 Totals 

Participants Entered 
Training 

56 113 169 161 93 117 709 
# % # % # % # % # % # % # % 

Completers 52 93% 86 76% 139 82% 93 58% 60 65% 76 65% 506 71% 
Completers Obtained 

Certification 46 88% 76 88% 113 81% 59 63% 36 60% 52 68% 382 75% 

Non-Completers 4 7% 27 24% 30 18% 68 42% 33 35% 41 35% 203 29% 

Note: Non-Completers are participants who did not complete the training or completion status was unspecified in the 
data. Obtained Certificate represents the number and percentage of completers who received a certification. 52 
participants are duplicates, i.e., enrolled in more than one course of study in over time. Updated in 2021. 
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Healthcare Career Pathways 

The following series of tables present enrollment, completion, and certification rates for each 

course of study by career pathway for all HPOG I and HPOG II program years. Non-Completers are 

participants who did not complete the training or whose completion status was unspecified in the data. 

Certification rates represent the percentage of course completers who obtained certification.   

Nursing Career Pathway 

The Nursing Career Pathway includes all CNA courses offered during both HPOG I and HPOG II 

programs. The standalone CNA designation is a combination of the HPOG I CNA 1 and all HPOG II CNA 

participants. Also, the nursing career pathway included certified medication aide (CMA), advanced CMA, 

patient care technician, licensed practical nurse and registered nurse. CNA training, the first step along 

the nursing career pathway, was offered in every HPOG I cohort and all HPOG II semesters for a total of 

35 offerings across the two program periods and enrolled the largest number of participants overall: 303 

participants representing approximately 34 percent of all participants. Ninety-seven percent of CNA 

participants were reported as completing training and 94 percent of program completers obtained their 

certification. Certified medication aide, advanced CMA, and the licensed practical nursing programs 

required CNA completion prior to entering the programs (Table 9). 

The impact of the COVID-19 pandemic was evident in the completion rate of certified 

medication aides. In FY 2020, thirteen CareerAdvance® participants entered three different eight-week 

certified medication aide (CMA) training cohorts. The last cohort of five students was originally 

scheduled to enter CMA training in the spring of 2020 with an anticipated completion date in mid-May, 

however, due to the pandemic, the training was postponed until August. These five participants were 

identified as non-completers in the data as their course of study continued into FY 2021.  
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Table 9. Nursing Career Pathway: Aug. 2009–FY 2021 

Certified Nursing 
Assistant HPOG I HPOG II Totals 

Participants  
108 195 303 

# % # % # % 
Completers 102 94% 191 98% 293 97% 

Certifications 100 99% 175 92% 275 94% 

       

HPOG I 

Course of Study CNA 2 CNA 3 Geriatric 
Tech 

Completers  85 32 31 
Certifications n/a n/a 31 

 

 

 

 

 

Patient Care Tech HPOG I HPOG II Totals 

Participants  
62 31 93 

# % # % # % 
Completers 60 97% 24 77% 84 90% 

Certifications 33 55% 9 38% 43 46% 

 
 

RN HPOG I 

Participants 
14 

# % 
Completers 2 100% 

Certifications 2 100% 

Certified 
Medication Aide 

HPOG II  Advanced CMA HPOG II 

Participants 
60  

Participants 
2 

# %  # % 

Completers 52 87%  Completers 2 100% 

Certifications 46 88%  Certifications 2 100% 

Licensed Practical 
Nurse HPOG I HPOG II Totals 

Participants 
60 14 74 

# % # % # % 
Completers 31 52% 12 86% 43 58% 

       Certifications 25 79% 6 50% 31 72% 
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Health Information Technology Pathway 

 CareerAdvance® offered two health information technology courses of study: medical assistant 

and medical coder. Medical assistant was the third most popular training with 90 participants enrolling, 

yet these participants had the lowest completion rate of 61 percent. Similar to the final CMA training 

cohort discussed earlier in this section, the medical assistant training, a 46-week course of study, was 

interrupted by the pandemic and resumed in early July with a course completion date set in FY 2021 

(Table 10).  

Table 10. Health Information Technology Pathway: FY 2009–FY 2020 

 

 

 

Medical Coder HPOG I HPOG II Totals 

Participants 
10 27 37 

# % # % # % 

Completers 8 80% 20 77% 28 76% 

       Certifications 1 13% 7 35% 8 29% 

 

 

Health Information 
Tech HPOG I 

Participants 
19 

# % 

Completers 8 42% 

       Certifications 0 0.0% 

 

 

 

 

Medical Assistant HPOG I HPOG II Totals  

Participants 
39 93 132 

# % # % # % 

Completers 32 82% 56 61% 88 67% 

       Certifications 30 94% 34 62% 64 73% 

Patient Billing HPOG I 

Participants 
5 

# % 

Completers 5 100% 

       Certifications n/a n/a 
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Other Healthcare Occupational Training Programs 

 Other healthcare occupational training offered to HPOG II CareerAdvance® participants included 

pharmacy technician, phlebotomy, dental assistant, central services technician, EKG monitoring 

technician, and surgical technician. Phlebotomy, an eight-week training, enrolled the second highest 

number of participants: 104. Training for the final FY 2020 phlebotomy cohort of 10 participants was 

also interrupted by the pandemic. Phlebotomy training resumed in July, resulting in lower-than-

expected completion rates in FY 2020 (Table 11). 
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Table 11. Other Healthcare Occupational Training Programs: May–Aug. 2016–FY 2020 

 

Pharmacy 
Technician HPOG I HPOG II Totals 

Participants 
15 9 24 

# % # % # % 

Completers 15 100% 9 100% 24 100% 

       Certifications 0 0% 7 100% 7 100% 

 

Dental Assistant HPOG I HPOG II Totals 

Participants 
6 21 27 

# % # % # % 

Completers 4 69% 21 100% 25  

       Certifications n/a n/a     

 

Central Services 
Tech HPOG II  Surgical Tech HPOG II 

Participants 
49  

Participants 
7 

# %   # % 

Completers 46 94%   Completers 5 71% 

       Certifications 21 46%   Certifications 3 60% 

 

EKG/Monitoring 
Tech HPOG II  Phlebotomy HPOG II 

Participants 
23  

Participants 
117 

# %   # % 

Completers 18    Completers 89 73% 

       Certifications 1    Certifications 55 71% 

 

 

Allied Health included associate degrees in the following 
occupations: radiology, stenography, occupational therapy, 
physical therapy, or respiratory care.  

 

 

 

Allied Health HPOG I 

Participants 
4 

# % 

Completers 0 0% 

       Certifications 0 0% 
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Career Training Pathway Advancement 

In HPOG I, 216 unique program participants were identified as enrolled in 309 different training 

programs. Approximately 43 percent of participants were enrolled in more than one training course.  

The largest group of participants entered the nursing career pathway. Figure 4 provides 

information on the progress of participants along the nursing pathway for Cohorts 1 through 10. As of 

July 2015, each of these cohorts had completed at least one semester of the CareerAdvance® program. 

Of the 108 participants who enrolled in the first CNA training, 102 (94%) passed the state certification 

exam. Of the 62 participants who subsequently enrolled in the PCT program, 57 (92%) completed the 

program, while just 33 (58%) of PCT course completers passed the state’s required Advanced Unlicensed 

Assistant (AUA) certification exam in the period examined. Fewer than half of participants who applied 

to the LPN program were accepted. Through July 2015, 79 percent of CareerAdvance® LPN graduates 

passed the national NCLEX-Practical Nursing exam. Twelve participants enrolled in the Registered 

Nursing program as of September 2015, with two having graduated in 2014 or 2015.  

In Figure 4, the green squares represent each course of study along the nursing pathway; blue 

circles indicate either entrance or certification exams; and red hexagons show the number of 

participants who stopped out at various points (“stopped out” includes those who formally exited the 

program as well as those with no reported data indicating that they continued along the pathway). The 

chart at the bottom of the figure illustrates that enrollment declined over successive stages of the 

nursing pathway.  
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Figure 4. HPOG I Progress Along Nursing Career Pathways through July 2015 
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Another change that distinguished HPOG II from HPOG I was the introduction of a required 

employment period before participants were allowed to enroll in the next step along a career path. 

Students completing a training course were required to work nine months in their certified field prior to 

returning to CareerAdvance® with one exception: students who completed CNA training were 

immediately eligible to enroll in the patient care technician track. FY 2018, as HPOG II moved into the 

final two years of the program, the employment-period requirement was relaxed to ensure that 

participants interested in a different career track training had sufficient time to complete the training.  

Table 12 reports on the number of HPOG II CareerAdvance® participants enrolling in more than 

one course of study. Throughout the six HPOG II program years, 52 participants were identified as 

having enrolled in more than one training course. Twelve CNA completers entered patient care 

technician training, and seven entering certified medication aide training. All but one of the remaining 

participants who entered an additional course of study began their career pathway training as a CNA. 

Twenty-five CNA completers dropped-out during their second course of study. 

 

Table 12. Tulsa CAP HPOG II Participants Completing Multiple Tracks of Study 

HPOG II Number of Participants n=27 
Cohort Track of Study 2 12 7 1 2 2 1 

Certified Nursing Assistant x x x x x x -- 
Patient Care Technician  x     x 
Certified Medication Aide   x    x 
Advanced CMA x 

      

Phlebotomy    x    
Medical Assistant     x   

Licensed Practical Nurse      x  

Note: This data has been updated in FY 2021. 

Figure 5 outlines the flow of HPOG II nursing participants through the nursing career pathway 

over time. The blue squares represent each section of the nursing pathway identifying the numbers of 

participants who entered and completed the training; the green oval indicates the number of 

participants achieving certification, and orange hexagons show the number of CNA participants who 

moved further along the pathway to obtain additional training.  
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Figure 5. HPOG II Nursing Assistant Training Participants 
Progress Along Nursing Career Pathways May 2016 through FY 2021 
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CareerAdvance®: Reflecting on Twelve Years of Service 

When HPOG II funding ended in September 2021, Tulsa’s CareerAdvance® program had enjoyed 

a remarkable run of more than twelve years, starting with a pilot year funded by the George Kaiser 

Family Foundation in mid-2009 and extending through two rounds of HPOG funding beginning in 

September 2010.20 It was initiated and led by CAP Tulsa over these years as one of the only explicit two-

generation initiatives striving to enhance the human capital of both children and their parents to 

address major underlying causes of intergenerational poverty: lack of education/skills and unstable, low-

wage employment. While other HPOG-funded programs around the country served and benefited 

parents with young children, an expected byproduct of HPOG’s target populations (e.g., TANF 

recipients),21 few if any intentionally set out to serve children and parents simultaneously to the extent 

that CareerAdvance® did.  

This report section first discusses key features and evidence-based components of 

CareerAdvance®, not all of which remained fully in place for the duration of the program,22 followed by 

discussions of CareerAdvance® accomplishments, as well as program challenges and shortcomings. It 

concludes with lessons learned from the implementation experience overall. Program impacts for 

children and parents will continue to be measured and documented as part of the ongoing evaluation 

led by the team at Northwestern University. 

Key Features and Components 

• Quality early childhood education for the children of participants through CAP Tulsa. CAP 

Tulsa’s ECE programs have been the focus of rigorous impact evaluations for many years and 

have been shown to produce an array of cognitive and noncognitive impacts on children over 

the short and longer term (e.g., Gormley et al. 2008, Phillips et al, 2016).  

 
20 Earlier implementation reports available on the Ray Marshall Center website have reviewed CareerAdvance’s® pilot and 
HPOG implementation see https://raymarshallcenter.org/?s=CAP+Tulsa. A broader treatment is also provided by Sommer et al., 
“Psychological Self-Sufficiency: An Empowerment-Based Theory for Workforce Training and Adult Education,” in Pathways to 
Careers in Health Care, eds. King and Hong (2019), 303-349. 
21 See Werner et al., “Descriptive Implementation and Outcome Findings for Health Profession Opportunity Grants 1.0,” in 
Pathways to Careers in Health Care, eds. King and Hong (2019), 105-146, and the RMC HPOG implementation reports. 
22 This description draws on previously mentioned Sommer et al. in King and Hong (2019), Pathways to Careers in Health Care, 
as well as earlier RMC reports. 
 

https://research.upjohn.org/cgi/viewcontent.cgi?article=1279&context=up_press
https://research.upjohn.org/cgi/viewcontent.cgi?article=1279&context=up_press
https://research.upjohn.org/cgi/viewcontent.cgi?article=1279&context=up_press
https://research.upjohn.org/cgi/viewcontent.cgi?article=1279&context=up_press
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• Sector-based, career pathway training for participants. Even before HPOG became its funding 

source, CareerAdvance® was a career pathway program based in Tulsa’s robust and growing 

healthcare sector, designed with input from employers in the sector and feedback from CAP and 

its partners, as well as CAP parents. It is noteworthy that participants continued to shape 

elements of the program throughout its duration, something that few other training programs 

do. Training was offered in a range of jobs with stackable credentials leading to advancement 

and increasing wages over time not just at the immediate job placement.  

• Reliance on a workforce intermediary. Workforce intermediaries began to emerge as important 

organizations in the success of training efforts several decades ago (e.g., Conway and Giloth, 

2014), serving as the critical interface between employers, education and training institutions 

and participants and focusing training on skills building and career advancement. CAP Tulsa 

became the principal intermediary for CareerAdvance® by default: in 2009 when 

CareerAdvance® was launched, the local workforce board was in receivership and being 

operated by a state employee commuting from Oklahoma City several hours away. Moreover, 

the area education and training entities (e.g., Tulsa Community College, Union Public Schools) 

were highly traditional in their approach, and workforce nonprofits were perceived as relatively 

weak and largely supply-side focused. TCW  did not begin operations until well into 2012 and 

ultimately became a key CareerAdvance® partner under HPOG II serving as the primary 

workforce intermediary. 

• Social capital. One of the perceived weaknesses of most training programs has been their lack 

of emphasis on social capital, despite early studies from the 1930s showing the effectiveness of 

social networks in job-finding. Job clubs had been a mainstay of job search services for decades, 

but most programs had not made social capital integral parts of their education and training 

efforts. CareerAdvance® offered cohort-based training with strong peer supports. 

• Career coaching/navigation. Drawing upon the demonstrated success of programs serving 

participants with disabilities (Cimera, 2002), CareerAdvance® also incorporated the concept of a 

career coach or navigator with strong relationships with small cohorts of training participants. 

This role was divided into dedicated academic and career coaches under HPOG II. 

• Performance incentives, financial and other supports. Financial incentives and other supports 

work best when they aim primarily to enable, rather than persuade, people to work and go to 

school. CareerAdvance® originally offered cash incentives during its pilot phase and later under 
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HPOG I and II offered in-kind incentives based on performance to allay the costs of participation. 

Support staff facilitated families accessing program and community supports, provided 

information and referrals, including referrals for behavioral health services provided by F&CS. 

F&CS, a community mental health center was available to assist participants and their families 

with mental health issues.   

Accomplishments/Successes 

CareerAdvance® was a complex program to implement with many moving pieces and partners. 

The program was led by CAP Tulsa and relied on a changing set of partners committed to serving 

families and the wider community. Communication and collaboration between the partners were 

exemplary, providing a foundation that allowed for the flexibility needed to respond to the pandemic 

and the shifting needs of participants throughout the program years. The following discussion provides 

descriptions of some of accomplishments and successes CareerAdvance® and its partners brought to 

both CAP Tulsa and the wider Tulsa adult education and training system.  

• Contextualized adult education/ESL services. Most adult education/ESL programs have tended 

to operate only a few hours per week and to deliver education services in a manner that is 

completely abstracted from the context in which they were needed and were most effective. 

Union Public Schools, the main provider of ABE and ESL services in the Tulsa area, reported that 

based on the CareerAdvance® experience, they had discovered that once they contextualized 

their services within a healthcare setting, e.g., incorporating medical terminology and using a 

former nurse as an instructor, students became more engaged and made greater progress.            

• Flexibility in adult education. Tulsa Tech now considers the needs of students as parents in 

scheduling classes during time periods that best meets the needs of parents and has established 

a level of flexibility to work with partner organizations to meet the academic needs of 

participants. A major shift for a large and complex education and training system. 

• Creating family friendly spaces. TCW staff implemented program changes to embrace the 

unique needs of the families served through CareerAdvance®, including a private space for new 

mothers to pump breast milk, back-to-school initiatives to reengage participants for follow-up 

contact by offering participants backpacks, lunch boxes, and other school supplies, and the 

creation of a child friendly space for parents with young children in tow to meet with TCW staff.  
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• Career Readiness Training (CRT). TCW staff shifted away from just giving information during 

CRT to helping participants practice using the information to increase their executive 

functioning. Staff reported intentionally relating the CRT content to the participants’ daily life 

making the training more relatable for participants. 

• Human-centered design. CAP Tulsa had deepened their understanding of working with families 

through the adoption of design thinking from the client’s perspective. A member of the CAP 

leadership team stated, “When we embraced a human-centered design, we brought that 

forward and learned to be less paternalistic and more focused on [asking participants], ‘Help us 

understand what you need.’ and we will design a model that best fits the needs of families.” The 

ECE program made changes to the Family Success Plan (FSP)23 to align the FSP with the CAP 

Tulsa Strategic Framework 2016-2025 priority to, “…focus on improving the alignment of goals 

between CAP and the families being served.” The updated FSP specifically included informing 

parents of available training programs and providing interested parents with additional 

information.  

Challenges/Shortcomings 

 Throughout the 12 years of CareerAdvance® reviewed for this report, the program staff 

continually evaluated, learned, and adapted to the needs of funders, partners and participants to 

improve the quality of the program. Challenges were addressed and program shortcomings identified. 

Following is a discussion of the primary challenges and shortcomings that influenced the 

CareerAdvance® program. 

• Pandemic response. CareerAdvance® partners collectively responded to the pandemic while 

maintaining their focus on the needs of program participants, their families, and the larger Tulsa 

community. Each partner played a part in tackling the digital divide by securing computers and 

Wi-Fi access for participants and their families. The organizations demonstrated the flexibility 

and creativity needed to institute changes and created new systems to navigate the changing 

impact of the pandemic, systems that likely will inform sound responses to future challenges. 

 
23 The FSP is used by Family Support Specialists to drive a conversation with families that helps the Specialist get to know the 
family, helps the family identify strengths and areas for improvement, and helps the family set goals. Specialists follow up to 
coach families and track progress. 
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• Quality childcare. At least 75 percent of CareerAdvance® participants were parenting children 

under the age of 15 (HPOG I 92.1% and HPOG II 76.6%). As CareerAdvance® transitioned from 

HPOG I to HPOG II, changes to the program design offered training opportunities to a broader 

group of Tulsa’s low-income individuals and families, the focus on two-generation services was 

diluted. CAP Tulsa families enrolled in HPOG II continued to receive comprehensive two-

generation services, but they represented only about one-fifth of all HPOG II participants served 

in the program. The quality of care received by the majority of HPOG II participants parenting 

younger children was unknown, as they necessarily availed themselves of care outside of CAP 

Tulsa.  

• Healthcare industry short-term training. As CareerAdvance® transitioned from HPOG I to HPOG 

II, career pathways with longer-duration training commitments that yield family supporting 

wages (e.g., RN) were discontinued, while more short-term, one-and-done trainings were 

offered. The majority of the HPOG II short-term trainings offer limited entry-level wages. 

Following a career pathway to complete additional trainings and certifications can improve 

wages overtime yet families will struggle as wages increase and social safety net benefit 

eligibility declines. These ‘cliff’ effects can have large adverse effects on former training 

program participants and their families. Without adequate childcare support, the transition and 

training period from entry-level healthcare employment to a career with family sustaining 

wages, can be too high a financial burden for many families with young children.  

Lessons Learned 

• Scheduling. CareerAdvance® partners instituted scheduling classes to meet the needs of parents 

with young children. However, healthcare industry entry-level positions require evening and 

weekend commitments: a schedule requirement that may conflict with family needs and 

provide few options for accessing quality childcare.  

• Cash and in-kind incentives. Providing cash and in-kind incentives for participants meeting 

program requirements introduced a burdensome process of verifying participant behavior and 

documenting incentive distribution compliance with HHS guidelines. Yet, it appears that offering 

the incentives and support has proved to be important for participating families who have 

indicated that they valued these supports highly and experienced little or no added financial or 

psychological stress from program participation as a result. 
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• Assessment and college readiness preparation. Postsecondary school readiness exams pose 

significant hurdles to college credit course entry for many GED and high school graduates, and 

incumbent workers. Workforce development programs face challenges in developing and 

implementing effective approaches to college readiness instruction and connecting Adult Basic 

Education with developmental education services in college. It is not entirely clear that such 

entry tests are that helpful in identifying students who are likely to be successful in their studies. 

Offering concurrent remedial and for-credit classes with enhanced supports—corequisite 

education—is emerging as an effective alternative to sequential remediation. 

• In the spring of 2020, the pandemic, while creating unique challenges for the education and care 

of children of all ages, brought to the nation’s attention the ongoing struggles of our country’s 

fragile childcare system. Private childcare is a fragile industry in the best of economies, typically 

operating with very tight financial margins. As the pandemic spread, centers and homes saw 

enrollments drop. The pandemic served to exacerbate an already struggling childcare industry 

where the high cost of care prices many families out of accessing quality care, while low wages 

and few benefits create an unstable workforce.24  

During the pandemic, Congress authorized a year and a half of temporary pandemic relief 

funding solutions for childcare, Congress now has the opportunity to provide new long term investments 

through the Build Back Batter Act. In October 2021, President Biden announced the Build Back Better 

Act which includes $400 billion for childcare and early education investments over the next six years. If 

signed into law–which looks increasingly unlikely in early 2022—this funding would dramatically 

improve equitable access to childcare and early childhood education, while stabilizing the industry by: 

1. Subsidizing childcare costs so that families making up to 150% of their state's median income 

would pay no more than 7 percent on childcare. 

2. Providing free, high-quality, universal preschool for all 3- and 4-year-old children in the setting 

of parents’ choice. 

3. Funding for states to increase provider compensation and support family childcare homes and 

centers (Child Care Aware).  

 
24 FY 2020, the mean salary of childcare workers in Tulsa County was $21,430 (https://www.bls.gov). 
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A strong economy and the stability of families depend upon access to childcare. The availability 

of high-quality ECE services for families, a central tenet of the two-generation strategy, requires political 

will, major policy changes, and investments in children. A strong economy also relies upon a skilled 

workforce. The overarching philosophical approach of two-generation service delivery, viewing 

participants as members of a family with needs and challenges that must be addressed to support 

participants in achieving their academic and career goals, is well established and has been a catalyst for 

change within the CareerAdvance® partner organizations. Since the inception of CareerAdvance®, CAP 

Tulsa has functioned as the agent of change among partners to shift the “business-as-usual” focus from 

the individual to an understanding that each individual functions as a member of a family: relationships 

that drive decisions related to education and employment. 

 

Conclusion 

CareerAdvance® became a key component of CAP Tulsa’s vision to support families with 

children who struggle financially when it began operating as a pilot effort in 2009. The CAP Tulsa 

strategic framework was reimagined to combine high-quality early education for young children with 

supports that promoted effective parenting and family financial stability to ensure that children reached 

their full developmental potential to achieve economic stability for themselves and future generations. 

TCW has continued to support the quality healthcare training that has been most successful for both 

participants and employers while seeking additional funding sources. Tulsa Tech remains committed to 

working with partners to implement training programs sensitive to the needs of participants. It remains 

to be seen if the Tulsa community and the nation as a whole will share the responsibility of providing 

quality care and education for all children, one necessary component of a society pursuing equitable 

access to economic opportunities for all citizens.  

The capacity of programs like CareerAdvance® to break the intergenerational cycle of poverty 

remains to be seen. Access to education, employment, and wage data over the long term is necessary to 

measure and understand the full impacts of CareerAdvance® on parents and their children, and the 

variations in outcomes for HPOG I and HPOG II participants.   

 While researchers continue to evaluate programs for evidence of economic and developmental 

impacts, it is challenging to measure the broader impact CareerAdvance® may have on intangible 
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personal and familial attributes. As referenced earlier in this report, CareerAdvance® parents reported 

shifts in their perceptions of themselves, their place in the community, and their role as a model for 

their children. This energy of change and hope was captured in the following quotation provided by a 

TCW staff member. 

 

“The one thing we hear … over and over again is: ‘I want to do this to show my kids that if you 

put your mind to it, if you can dream it, if you work hard, if you pursue it, anything is possible.’ 

…‘I want to do this for my child, I want to show my child there is a way, if you work hard, if you 

go to school, you’re going to be rewarded with a good career.’ We hear this during 

orientation, during the interview, while they’re in training and after they get their job.” 

TCW Staff 
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Appendix A: 2018 CareerAdvance® Tracks Career Lattice  
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Appendix B: HPOG I Changes in CareerAdvance® Eligibility Standards, Application Requirements, and Selection Criteria 

 

Cohort Eligibility Standards Application Requirements Selection Criteria 

C 1 • Adult at least 18 years old 
• Legally qualified to work in the 
U.S. 

• TABE, COMPASS, and WorkKeys 
testing following application  
• Interview with program manager 
• Separate application for 
Workforce Investment Act (WIA) 
funding through Workforce Tulsa 

• Strong interest in healthcare 
careers 
 

C 2  • Interview with program manager 
or Career Coach 

•Pass a criminal background check 
• Tuberculosis test 

C 3 • Citizen or legal resident for at 
least 5 years 
• Speak English well enough to 
participate 

• TABE and COMPASS scores 
required as part of the application 
process 
• Application for WIA funding 
dropped 

• Implemented interview rating 
system based on 8 criteria: 
attitude, desire to work, desire for 
healthcare employment, work 
history, healthcare work 
experience, flexible work schedule, 
high motivation, low debt ratio 

C 4 • Eligibility tied to workforce 
standards of healthcare employers 
 

• COMPASS scores required with 
initial application 
• TABE scores required prior to 
interview  

• 3 criteria added to rating system:  
participant dress/language, 
financial stability, and access to 
transportation 

C 5   
 
 

• Participants are expected to be 
able to shoulder some of the 
financial burden of participation 
(such as purchasing their own 
school supplies) 

C 6 and  7 • Speak English well enough to 
participate and succeed 

• Complete a career interest 
inventory 
• Submit a personal statement of 
1-3 paragraphs 
 

• Selected participants must pass a 
drug test within one week of 
acceptance into the program 
• Academic skills 
 at 4th grade or above 

C 8 and 9 • Speak, read, and write English 
well enough to participate and be 
successful in lecture classes with 
written homework 

 • Allied Health program requires 
testing as College Ready based on 
TABE and COMPASS exams. 
 

C 10 • Any criminal background must 
not include a felony conviction* 
• Must be eligible to attend classes 
at Tulsa Community College, Tulsa 
Technology Center, and Union 
Public Schools 

  

Note: Each cohort’s requirements build on those of the prior cohort unless a change is specifically indicated. 
*While this standard had been used in the selection of participants prior to C10, it was made explicit in the recruiting materials for C10. 
Source: CareerAdvance® staff and program documents. 
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Interview Matrix 
 
Name:____________________________________      Date: ________________________ 
 
Interviewers:  _____________________________________________________________ 
 
Training Track:  ___________________________________________________________ 
 
 
 

1.  Is applicant able to attend training as scheduled?    Yes No 

2. Is applicant able to attend CRT? Yes No 

3. Is applicant able to attend Pre-training? Yes No 

4. Is applicant willing to take part in research study? Yes No 

5. Is applicant able to meet physical requirements of training? (with 
reasonable accommodations, if needed)  

Yes No 

6. Does participant have a clear criminal background that will allow them 
to be employed in healthcare?*See note 

Yes No 

7. Will applicant submit to drug test? Yes No 

If any of the answers to the above questions are marked as “no”. Participant does not meet minimum requirements 
to be accepted into CareerAdvance® . 

 

*Applicants are considered to have a clear criminal background when they have had no felonies or misdemeanors 
for the last seven years. For a more detailed explanation of barrier offenses, please check with the training provider.  

 

Applicants that are parents of young children will receive priority during case conferences throughout the selection 
process. Applicants that are not parents may be put on hold until the end of the selection process to allow more 
parents of young children to be selected for random assignment.  

 

 

 

Appendix C:  CareerAdvance®  Interview Matrix 
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Please use the Interview Matrix definitions to accurately rate applicant using the Interview Matrix below. 

Criteria 2 (Lowest) 4 6 8 10 (Highest) Add  

Transportation No adequate 
transportation 

Dependent on 
others for 
transportation 

Access to 
transportation 

Consistent 
transportation 

Reliable access to 
transportation 

 

Participant Support Network Lacks support 
network 

Unreliable 
support network 

Inconsistent 
support 
network 

Small and 
consistent 
support network 

Lange and 
consistent support 
network 

 

Current Financial Health Not enough 
income to meet 
basic needs 

 Small or 
inconsistent 
income for 
basic needs 

 Enough income to 
meet basic needs 

 

Desire to Work in Healthcare 
Industry 

No desire to 
work in industry 

 Desire to work Desire to work in 
healthcare 
industry 

  

Schedule Flexibility 
(Employment) 

No flexibility  Some flexibility 
with assistance 

 Ability to work any 
shift with 
substantial 
flexibility 

 

Work History  Unstable work 
history  

 Stable work 
history  

Good work 
history  

Exceptional work 
history  

 

2 Generational Impact 
No child in these categories=0 

Has at least one 
child between 
the ages of 8-15 
years old 

Has at least one 
child between 
the ages of 5-8 
years old 

Has at least 
one child 
under the age 
of 5 that is not 
enrolled at CAP 
Tulsa 

 Has at least one 
child currently 
enrolled in CAP 
Tulsa School or 
Learning at Home 
program 

 

Need for CareerAdvance 
program 

No need  Low need Average need High need  
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Wage Impact Negative wage 
impact 

No wage impact Some wage 
impact 

 Substantial positive 
wage impact 

 

Criteria 1 2 3 4 5  
Communication  Ineffective 

communication 
 Some effective 

communicatio
n  

 Effective 
communication 

 

Motivation for Career Success No motivation  Some 
motivation but 
needs coaching  

 Highly motivated  

Confidence Low confidence  Reasonable 
confidence but 
may need 
coaching to 
improve 

 High confidence  

Participation Engagement Participant does 
not want to 
engage in most 
elements of the 
program 

 Participant is 
reluctant to 
engage a few 
program 
elements 

 Participant is 
confident they will 
engage in all 
elements of the 
program 

 

     Subtotal  
     Divided by 13  
     Total Score  
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Interview Matrix Definitions 

Transportation 

2. No adequate transportation - Has only bike or pedestrian means of transportation available. No other means of 
transportation assistance. 

4. Dependent on others for transportation - Must rely on others for transportation and it is frequently a barrier. 
Frequently has challenges getting child to school and themselves to work or appointments on time each day. 

6. Access to transportation - Has the ability to get transportation and it is usually not a barrier to getting  child to school 
or getting themselves to work or appointments on time each day. Requires some assistance in navigating a 
transportation plan via the bus route or connecting with classmates to carpool. 

8. Consistent transportation - Currently able to get their child to school and themselves to work or appointments on 
time each day. May not always have reliable transportation but it is not a barrier. Very likely to have no problems getting 
self to class and work on time each day with little to no assistance from coach.  

10. Reliable access to transportation - Currently able to get their child to school and themselves to work or 
appointments on time each day. Transportation is never a barrier. Has one or more back up transportation plans in 
place.  

Participant Support Network  

2. Lacks support network - Has no reliable friends, family members, or peers who can assist them while in the program 
with childcare or emotional support.  

4. Unreliable support network - Has a few friends, family members, or peers who applicant could reach out to while in 
the program but are not generally available to help.  

6. Inconsistent support network - Has a small support network of friends, family members, or peers that have helped in 
the past but may not be available to help on a consistent basis.  

8. Small and consistent support network - Although it may not be a large pool of people, applicant has a small support 
network of friends, family members, or peers that will help while applicant is in program.  

10. Large and consistent support network - Currently has a large and strong support network of people that have already 
agreed to support applicant while in program.  

 

Current Financial Health   

2. Not enough income to meet basic needs - Applicant is not employed. No financial support from family or friends. Does 
not receive state, federal, or government assistance. Could not pay for childcare or meet basic needs without support 
from CareerAdvance.  

6. Small or inconsistent income for basic needs - Applicant receives occasional financial support from family or friends or 
through temporary employment. May receive some state, federal or government assistance.  
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10. Enough income to meet basic needs - Applicant has means of income through personal employment. Could receive 
financial support from family or friends, if needed. A backup plan is in place for childcare. Receives assistance from state, 
federal, or government entities.  

 

Desire to Work in Healthcare Industry 

2. No desire to work in industry - Applicant is not interested in a career in the healthcare field. Does not want to work 
caring for patients, with doctors, or other medical staff. Working in a clinic, hospital, nursing home, or medical facility is 
not appealing.  

6. Desire to work - Applicant is interested in working but may not see themselves staying in the healthcare field long 
term. They see the program as a way to get free training so they can get a job.  

8. Desire to work in healthcare industry - Although specific area for healthcare career may not be determined, applicant 
has a personal desire to work closely with patients. They can take orders from doctors and work professionally with 
other medical staff. They are aware of the roles and responsibilities for providing direct patient care, as well as being 
comfortable working in various types of medical facilities. Open to working various shifts as well as overtime.  

 

Schedule Flexibility (Employment)  

2. No flexibility - Unable or unwilling to work various shifts which may include days, evenings, overnights, weekends, 
holidays, and overtime. This may be due to health needs, lack of childcare support from family or friends, no personal 
motivation, or religious beliefs.  

6. Some flexibility with assistance - May be able to work various shifts at times which may include days, evenings, 
overnights, weekends, holidays, and overtime. Has a family member or friend that can help with childcare if aware in 
advance? May prefer specific shifts due to personal, physical, or religious beliefs but open to picking up additional shifts 
as able.  

10. Ability to work any shift with substantial flexibility - Has a great family and friend support network to help with 
childcare to work days, evenings, overnights, weekends, holiday, or overtime. Plans in place for working various shifts. 
Open to working whatever is needed. No personal or physical limitations for specific shift needs.  

 

Work History  

2. Unstable work history with gaps in employment and job hopping - Applicant has had multiple jobs in which they 
worked at each for a couple of months or limited amount of days. Possible significant gaps of 90 days or longer between 
each employment. Did not give two weeks’ notice before leaving previous job.  

6. Stable work history with limited job hopping or gaps in employment - Applicant has had fewer jobs in which they 
worked at each for several months or a year. They have limited amount of time between each employment. Gave two 
weeks’ notice to each employer.  

8. Good work history with only minor job hopping or gaps in employment - Applicant has only had three employments in 
the past five years. They do not have significant gaps between each employer and gave two weeks’ notice for each. 

10. Exceptional work history with no gaps or job hopping - Applicant has had consistent employment at only one or two 
employers in the past five years.  
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2 Generational Impact 

0. No child in these categories  

2. Has at least one child between the ages of 8-15 years old. 

4. Has at least one child between the ages of 5-8 years old. 

6. Has at least one child under the age of 5 that is not enrolled at CAP Tulsa or Educare. 

10. Has at least one child currently enrolled in CAP Tulsa or Educare School or Learning at Home program. 

 

Need for CareerAdvance Program 

2. No need for CareerAdvance program-Has means to complete training on own and does not need wrap around 
services.  

6. Low need for CareerAdvance program- Needs at least one supportive element of CareerAdvance to complete training 
and become employed. 

8. Average need for CareerAdvance program-Needs several supportive elements of CareerAdvance to complete training 
and become employed. 

10. High need for CareerAdvance program- Will not be able to complete training and enter employment without paid 
training and wrap around support services. 

 

Wage Impact 

2. Negative wage impact - Applicant will make less in the long term due to participation in program. Program will not 
positively impact financial stability of applicant or applicant’s family. 

4. No wage impact - Applicant will see no long term wage impact due to participation in program. Program will not 
impact financial stability of applicant or applicant’s family. 

6. Some wage impact - Applicant will see marginal increase in wages due to participation in program. Program will 
marginally improve financial stability of applicant and applicant’s family. 

10. Substantial positive wage impact - Applicant will see substantial increase in wages due to participation in program. 
Program will substantially improve financial stability of applicant and applicant’s family. Applicant will move towards 
financial security due to program. 

 

Coachable 

Communication  

1.  Ineffective communication-Applicant is unable to professionally communicate orally or through written word. The 
receiver must ask many clarifying questions to communicate well with this person. 

3. Some effective communication- Applicant needs some coaching on how to communicate effectively and 
professionally. They may need help with tone of voice or body language.  
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5. Effective communication - Applicant is able to effectively communicate information clearly though verbal and written 
means. May need some coaching on professional communication. 

 

Motivation for Career Success 

1. No motivation - Applicant does not have any goals or internal drive. Poor perception of education and has no 
knowledge of career goal for life. Unwilling to receive helpful information or guidance.  

3. Some motivation but needs coaching - Applicant has a reason to attend school. May have a short-term goal but no 
long term plan. May have unrealistic goals that will require coaching to develop. Has basic understanding of job duties 
and training required. May have some concerns about working in the field that can be addressed.  

5. Highly motivated - Applicant has a strong drive. Has a personally significant and clearly defined reason to be in school. 
Has an end goal in mind with a plan to reach goal. Has personal experience related to the field? May have related 
training to chosen field. No concerns about working in career.  

 

Confidence 

1. Low confidence - Demonstrates significant lack of personal self-worth and motivation to overcome situations 
experienced previously in life. Does not see a brighter future for self or ability to take necessary steps to become 
successful. 

3. Reasonable confidence but may need coaching to improve -Demonstrates personal self-worth and motivation to 
overcome challenging situations.  May have goals but is unsure how to reach them. Needs some coaching to help them 
overcome obstacles and reach goals. 

5. High confidence - Has a great understanding of self and has developed personal motivation to reach goals. Knows they 
are capable and does not let setbacks overwhelm them in becoming successful. Has an end career goal in mind and 
values self to achieve that goal.  

 

Participation Engagement 

1. Participant does not want to engage in most elements of the program - Applicant does not plan on checking emails, 
returning phone calls or texts, attend partner meetings, or following up with academic coach on problems that may arise 
while in program. Does not want to update career Advisor on employment status throughout program or receive 
assistance in obtaining employment at end of program. This may be due to lack of time or personal motivation. Does not 
see value in being engaged.  

3. Participant is reluctant to engage in a few of the program elements - Applicant plans to check emails return phone 
calls or texts but shows some reluctance about communicating with staff in a timely manner. Applicant is unsure about 
the value of a few program elements which could include the cohort approach, research study or coaches. With some 
coaching this participant could see the value of these program elements. 

5. Participant is confident they will engage in all elements of the program - Applicant plans to promptly reply to emails 
and return phone calls or texts. They are appreciative of partner meetings and will make it a priority to attend so they 
can build relationships. They plan to keep the academic coach updated about personal setbacks and will meet with the 
career advisor for employment towards the end of program.  
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