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Workshop Overview

1. Discuss Core Components of Employer 
Resource Network® (ERN) Model

2. How the ERN Model was Expanded 

3. Career Pathways Under WIF Grant

4. Questions and Answers
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ERN USA

▪ What are we?

 33 Employer Resource Networks nationally

 200+ employers from manufacturing, healthcare and 
hospitality

 Over 80,000 employees have access to onsite success 
coach

▪ Who we are?

 9 State lead organizations

 Peer Learning Community

 Use common database and metrics
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Struggles with Economic Independence
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Employer Resource Network (ERN) Model

▪ Demand-driven private/public partnership

▪ Network of 5 to 10 employers

▪ Common needs around absenteeism, retention, & 
training

▪ Use a “neutral” administrator

▪ Imbed a success coach at employer site

▪ Services available to all employees

▪ Leverages nonprofit and public resources

▪ Businesses invest in “shares” of coach’s time
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ERN Model (cont.)

▪ Success Coach Role

 Dedicated hours at each employer member

 Available via email, phone and text

 Address employees issues causing workplace instability

 Connect employees to employer, community and 
government resources

 Connects to financial literacy and other training

 Serves as resource to HR staff

 Maintains employee confidence, report aggregate results
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ERN Model (cont.)

▪ Monthly Board Meetings

 Employer members chair and set the agenda

 Success coach provides monthly performance report

 Members discuss trending issues and gaps

 Connect employers to community resources

 If gap, connect employers to resources (e.g., daycare, 
transportation)

 Benchmark best practices around benefits
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ERNs Focus on Solutions

Employees

▪ Stress

▪ Childcare

▪ Financial pressures

▪ Public benefits

▪ Substance abuse

▪ Housing

▪ Transportation

▪ Relationship conflicts

Employer

▪ Increased productivity

▪ Reduced absenteeism

▪ HR productivity increase

▪ Outsourced social work

▪ Increased EAP usage

▪ Increased retention

▪ Reduced training costs

▪ Reduced recruiting cost
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ERN Service Report
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Motivation to Join ERN



Challenges with Entry-Level Positions



Helpfulness of ERN Services



MI WIF Grant Expansion

Geographic 
expansion

Training

Build career 
ladders

Incorporate public 
workforce system

Jobseeker 
recruitment



WIF Grant Expansion—Training

▪ Essential Skills Training (incumbents)

 Soft skills identified as training need among employers

 Under WIF, ERN members access training for workforce

▪ Vocational/Technical Skills Training (incumbents & 
jobseekers)

 Training designed for ERN members

▪ OJTs (incumbents & jobseekers)

 50 percent wage reimbursement

 Typically 40 hours a week for 6-8 weeks

 Existing employees or intent to hire
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WIF Grant Expansion—Career Laddering

Soft Skills
Coach to assist 
with motivating 

employees 
Technical

Job families, salaries, 
skills & education
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Two Elements to Process



WIF Grant Expansion—Career Laddering

▪ Soft Skills—Goal For It!

 One-day training conducted for ERN members, ERN 
success coaches and MWSW staff
◼ Training developed by Mathematica Policy Research

◼ Eight ERN members attended

 Success coaches use process to work with incumbent 
workers
◼ Help address their needs

◼ Set short and long-term goals

◼ Identify career ladder and lattice opportunities
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WIF Grant Expansion—Career Laddering

▪ Technical– “Grow Your Own Talent”

 ERN members receive 1-day training on career 
pathways methodology
◼ Bill Guest conducted the technical career ladders training 

◼ Career Navigation System Guidebook, August 2017

◼ Seven ERN members attended

◼ Focus on identifying job families (classifications, salaries, 
skills and education)

- O*NET

- State LMI

 Several employers agree to continue their journey in 
developing customized career ladders
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WIF Grant Expansion—Career Laddering

▪ ERN members undertaking individualized career 
pathways development

 Consumers Credit Union

 FrabriKal

 Bronson ERN members receive assistance identifying 
careers and occupations

▪ ERN members receive assistance designing specific 
career pathways for their company

▪ Employees can obtain assistance with career 
planning
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SWMERN Career Pathways Experiences

▪ “Grow Your Own Talent” approach

 Employer must be fully invested

 Time consuming to undertake the process

 MWSW undertook the process 

 Bronson Hospital actively undertaking the career 
development process

▪ FabriKal Experience

 Started the process earlier than other ERN members

 2 years to complete

 Identify structure that works for individuals 
businesses
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“95 PERCENT 

OF MY ASSETS 

DRIVE OUT THE 

GATE EVERY 

EVENING.”

“It’s my job to maintain a work environment 

that keeps those people coming back every 

morning.”

James Goodnight

CEO SAS



Resources

▪ Implementation Guide

 Expanding Employer Engagement: A Guide to 
Developing and Sustaining an Employer Resource 
Network®

▪ Websites

 www.ern-usa.com

 www.michiganworkssouthwest.org/

 www.spra.com
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http://www.ern-usa.com/
http://www.michiganworkssouthwest.org/
http://www.spra.com/


Contacts

▪ James Vander Hulst
ERN USA 
James@ERN-US.com

▪ Dallas Oberlee
Director of Program Operations, MI Works! Southwest 
Oberlee@upjohn.org

▪ Deanna Khemani
Senior Associate, Social Policy Research Associates
Deanna_Khemani@spra.com
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Any Questions?


