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£ ed- -  4,414 psirtfcipsiti

• Total Number of Recipients* 92,103 
(111,083 eligible)

Claims Lines Processed* 4,683,421
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Medicaid Sf9!istics: FY95 - FY99

FY 95
%

Change FY 96

(FY95 to FY96)

%
Change FY 97

FY96 - FY97

%
Change FY 98

FY97 - FY98

%
Change

FY98

FY99
Eligibles 

Recipients 
Pet. of Eligibles Participating 

Cost Per Recipient 
Cost per Eligible

Providers Participating 
Payment Per Participating

ESSSSS&BSiSBSEit
Total Reimb. for Claims 

Paid**
WWW

Claim Lines Processed* 
Paid Claim Lines 

Processed Claim Lines 
Paym ent^ 

p w i

86,445
69,739
80.7%

3686.20
2,973.82

2,887
$89,045

257,071,900

2,067,963 
1

0.8%
-0.2%
-1.0%
9.0%
7.9%

87,159
69,608
79.9%

4,016.19
3,207.46

8.7% 279,559,000

0.9%
2.3%
1.3%
1.5%
2.9%

87,977
71,179
80.9%

4,077.75
3,299.16

3.8% 290,250,300

G.3%
3.8%
3.5%
6.7%

10.4%

6.3%
4.1%

88,210
73,859
83.7%

4,349.43
3,641.81

3,547
$90,568

10.7% 321,244,383

2,714,757 
^55,370

7.1%
8.0%
0.8%
9.1%

10.0%

6.8%
10.3%

13.9%
10.5%
»r2.9%

i / FY 96
2 5 7 , 0 7 1 , 9 0 0  2 7 9 , 5 5 9 , 0 0 0

©

FY 99
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p y  0 0 =  4 6 7  M I L L I O N :  + 1 8 . 9 6

94,509
79,777
84.4%

4,743.87
4,004.40

3,787
$99,934

17.8% 378,451,84^

3,091,484 
2,492,840 

80.6% 
$151.82 
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THE DIVISION OF MEDICAL ASSISTANCE OF DHS 
ADMINISTERS THE ALASKA MEDICAID PROGRAM

t>THER DEPARTMENTS
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3M INISTRATIVE SERVICESCRIMINALCIVIL
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PUBLIC ASSISTANCE

ST A T E  M EDICAID  
FRAUD CONTROL U N IT

D IV ISIO N  OF 
PUBLIC HEALTH
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FEDERAL FUNDS STATE OF ALASKA 
TREASURY 

4 0 %

DIVISION OF 
I MEDICAL ASSISTANCE!

HOW PROVIDERS SET PAID

CHECK SENT
“CLAIM"

PROVIDER'S— I



• R E C IP IE N T  NUM BER ("M E D IC A ID  N U M B E R ")- ASSIGNED BY 
D IV IS IO N  OF PUBLIC ASSISTANCE TO MEDICAID RECIPIENTS

ASSIGNED BY FIRST HEALTH TO A PROVIDER OF

» D A TE O F  S E R V IC E -th e  date  a m e d ic a id  r e c ip ie n t  r ec eiv es  health
CARE SERVICES FROM AN ENROLLED PROVIDER

D I A G N O S I S  (W H A T  W A S  WRONG?)-DETERMINED By THE PROVIDER IN  
ACCORDANCE WITH AMA CODE BOOKS

PROCEDURE C O D E -(W H A T  T R E A T M E N T  W A S  P R O V ID E D ?)
DETERMINED BY THE PROVIDER IN ACCORDANCE WITH AMA CODE BOOKS

• R E IM B U R SE M E N T  -  BILLED BY PROVIDER-PAYMENTS MADE ACCORDING TO A 
DMA SCHEDULE AND WITHIN PRE-ESTABLISHED LIMITS



P R E S C R IP T IO N S  ARE  
R E IM B U R S E D  O N  A  POS

S Y S T E M
I



REGARDLESS OF THE AMOUNT BILLED
BY THE PROVIDER 

DMA W ia  ONLY PAY THE 
REIMBURSEMENT AMOUNT 

FOR THE CPT CODE SELECTED BY THE
PROVIDER 

IN  H IS  BILLING.

IF  THE PROVIDER BILLS LESS THAN
THE ALLOWED 

AMOUNT. DMA W ILL PAY THAT LESSER
AMOUNT.



SERVICE mWPC AID RATEEVALUATION AND MANAGEMENT CPT CATEGORY CPT CODE CATEGORY DESCRIPTION OF HISTORY. EXAMINATION & DECISION MAKING EFFECTIVE 2/1/97
I _. 4 “ .........JOFFICE OR OTHER OUTPATIENT SERVICES I1 iNEW PATENT 99201 BRIEF Problem focusod H & E. Straightforward decision making $44.7399202 LIMITED Expanded problem focusod H & E. Straightforward decision making $69.7999203 INTERMEDIATE Dotallod H & E, Decision making of Low Complexity $95.3499204 EXTENDED Comprehensive H & E, Decision making of Modorato Complexity $142.2099205 COMPREHENSIVE Comprehensive H & E. Decision making of High Complexity S177.3C1 iESTABLISHED PATIENT 9921199212 MINIMAL Presenting Problems are Minimal $21.59 BRIEF Problem focused H & E, Straightforward decision making $37.9399213 LIMITED Expanded problem focused H & E, Decision making of Low Complexity $53.529921499215 INTERMEDIATE Detailed H & E, Decision making of Moderato Complexity $81.95 COMPREHENSIVE Comprehensive H & E. Decision making of High Complexity $129.62----- ... . . . . . i .  !. ............... . :CONSULTATIONS (NEW OR ESTABLISHED PATIENT)

OFFICE CONSULTATIONS (Requires documentation of Iho roquosl from referring physician, so Mces porformod or ordered by Iho consultant & communication to the requesting physician)
9924199242992439924499245 1

BRIEF Problem focused H & E, Straightforward decision making $72.01 LIMITED Expandod problem focused H & E, Straightforward doclslon making $110.57 INTERMEDIATE Detailed H & E, Doclsion making of Low Complexity $142.02 EXTENDED Comprehensive H & E, Doclsion making of Moderate Complexity $198.16 COMPREHENSIVE Comprohonslvo H & E, Decision making of High Complexity $267.47
CONFIRMATORY CONSULTATIONS 99271 BRIEF Problem focusod H & E, Straightforward doclsion making $72.67(Requires documentation of the request from referring | 99272 LIMITED Expanded problem focused H & E. Straightforward decision making $92.7Pphysician, services performed by the consultant and 99273 INTERMEDIATE Detailed H & E. Decision making of Low Complexity $130.d4communication to the requesting physician) 99274 EXTENDED Comprehensive H & E. Decision making of Modorato Complexity $171.0499275 COMPREHENSIVE Comprehensive H & E, Doclsion making of High Complexity $236.65

•' ! "- 'I i ■j • — — “ — — '' — - -- - } :!HOME SERVICES ■INEW PATIENT 99341 BRIEF Problem focused H & E, Straightforward decision making $94.0599342 LIMITED Expanded problem focused H & E, Doclslon making of Lo',/ Complexity $122.5099343 INTERMEDIATE Detailed H & E, Decision making of Moderate Complexity $160.1999344 EXTENDED Comprehensive H & E. Doclslon making of Moderate Complexity No Fee Listed99345 COMPREHENSIVE Comprehensive H & E, Decision making of High Complexity No Fee Listed
ESTABLISHED PATIENT 99347/9935199348/9935299349/9935399350

BRIEFLIMITEDINTERMEDIATECOMPREHENSIVE
Problem focused H & E, Straightforward docislon making Detailed H & E, Doclsion making of Low Complexity Detailed H & E, Doclslon making of Modorato Complexity Comprehensive H & E, Decision making of Modorato to High Complexity

$73.23 $93.24 S117.77 No Fee Listed
PREVENTIVF MEDICINE SERVICES | I

NEW PATIENT 99381 Routine E & M Infant - Under 1 year of age $119.5199382 Routine E & M Early Childhood - Ago 1 through 4 years $ 120.0999383 Routine E & M Late Childhood - Age 5 through 11 years $118.9899384 Routine E & M Adolescent - Ago 12 through 17 $115.1399385 Routine E & M Ago 18-39 years $169.1899386 Routlno E & M Ago 40 - 64 years Not Covered99387 Routine E & M 65 years and over Not Covered
ESTABLISHED PATIENT 99391 Routine E & M Infant - Under 1 yoar of age $97.6799392 Routine E & M Early Childhood - Ago 1 through 4 years 5107.3399393 Routine E & M Late Childhood - Ago 5 through 11 years $105.129939s Routine E & M Adolescont - Ago 12 through 17 $108.4499395 Routine E & M Age 18-39 years 5150.7199396 Routine E & M Ago 40 - 64 yoars Not Covered99397 Routine E S M 65 yoars and over Not Covered





MEDICAID WILL NOT PAY FOR EXPEN
WHICH ARE

NOT REASONABLY NECC. TO THE

ITEMS/SERVICES NOT PROPERLY Rx'cd 
SCHOOL CHECK-UP's 
COSMETIC THERAPY/SURGERY 
TELEPHONE CONSULTATIONS 
SEX CHANGE OPERATIONS 
INMATES WHO ARE IN  CUSTODY 
WEIGHT LOSS THERAPHY
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CLAIM THAT IS  FALSE

TO A DEPARTMENT OR AGENCY 
OF THE UNITED STATES
KNOWING THAT IT  IS  FALSE. 
FICTICIOUS OR FRAUDULENT
5 YRS/$250 K PER COUNT





M A I L  FRAUD:-18 USCsec.
DEVISING A  SCHEME /ARTIFICE 
TO DEFRAUD OR FOR OBTAINING 
MONEY OR PROPERTY VIA A 
FALSE OR FRAUDULENT 
PRETENSE.
USE OF THE MAIL
5 YEARS/$1000 PER COUNT (IF  
VIOLATION AFFECTS FINANCIAL 
INSTITUTIONS 1 M OR 30 YRS 
OR BOTH)



W I R E  F R A U b :  18 USC sec. 1343
DEVISING A SCHEME Oft 
ARTIFICE TO DEFRAUD OR FOR 
OBTAINING MONEY OR PROPERTY 
BY MEANS OF FALSE Oft 
FRAUDULENT PRETENSES.
INTERSTATE USE OF WIRE. 
RADIO OR TELEVISION 
COMMUNICATION
- 5 YEARS/$1000 PER COUNT





M O N E Y  L A U N D E R I N G :  18 USC sec. 1956
ENGAGING IN  A FINANCIAL 
TRANSACTION
KNOWING THE PROCEEDS COME FROM 
SOME FORM OF “UNLAWFUL 
ACTIVITY"
CONDUCT INTENDED TO PROMOTE 
THE “UNLAWFUL ACTIVITY" or 
ENGAGE IN  TAX FRAUD/EVASION or 
CONCEAL CONDUCT or AVOID A 
REPORTING REQ.5 YRS/S250K PER CT.
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R IC O  P E N A L T IE S

• DEF. CONVICTED SUBJECT TO 
JAIL UP TO 20 YRS. AND 
“SHALL"

• FORFEIT INTERESTS/PROPERTY
OBTAINED IN  VIOL. OF RICO.

• ANY PROPERTY DERIVED
• COURTS MAY RESTRAIN FUTURE 

VIOL. BY ORDERING 
DIVESTITURE OF PROPERTY OR 
IMPOSING RESTRICTIONS ON 
ACTIVITIES.







•  •  •

• CONSPIRACY
• THEFT OF GOVERNMENT

PROPERTY
• OBSTRUCTION OF JUSTICE

• ANTI-KICKBACK STATUTES



5T/\T£ O r  A L A S K A  S T A T U T E S

T H E F T  -  A S 1 1 . 4 6 . 1 0 0  th r o u g h  A S  1 1 . 4 6 . 1 8 0

F I R S T  DEGREE  
S E C O N D  DEGREE 
T H IR D  DEGREE  
FO U R T H  DEGREE

B FELO NY  
C FELONY  
A  M ISD E M E A N O R  
B M ISD E M E A N O R

$ 2 5 , 0 0 0  O R M ORE  
$ 5 0 0  T O  $ 2 5 , 0 0 0  

$ 5 0  T O  $ 5 0 0  

OVER $ 5 0

F O R G E R Y -SE C O N D  DEGREE-  A S  1 1 . 4 6 . 5 0 0  th r o u g h  A S  1 1 . 4 6 . 5 1 0  -  
C FELONY

SC H EM E T O  D EFR A U D  - A S  1 1 . 4 6 . 6 0 0 - B  FELO N Y  I N T E N T  T O  D EFR A U D  
$ 1 0 , 0 0 0  OR 5  P E R S O N S

F A L S IF Y IN G  B U S I N E S S  RECO RDS -  A S  1 1 . 4 6 . 6 3 0  -  
I N T E N T  T O  D EFR A U D  C FELONY

M IS C O N D U C T  IN V O L V IN G  A CONTROLLED S U B S T A N C E - A S  1 1 . 7 1  

P E N A L T IE S  RA N G E FROM  U N C L A S S IF IE D  F E L O N IE S .
A , B , C. M IS D E M E A N O R S



BILLING FOR 
GOODS/SERVICES 
NOT PROVIDED
BILLING FOR 
PHANTOM 
PATIENT VISITS
UPCODING
UNBUNDLING
DOUBLE BILUNG

BILLING FOR 
MED.UNECC. 
SERVICES OR TESTS
BILLING FOR NON- 
COVERED SERVICES
BILLING MEDICAID 
HIGHER THAN 
OTHER PAYERS
KICKBACKS



m  m  •
CRIMES AGAINST PERSONS-PATIENT ABUSE or NEGLECT
ASSAULT 1 through RECKLESS ENDANGERMENT
A S  1 1 . 4 1 . 2 0 0  t h r o u g h  2 5 0

C la s s  A  F e l o n y  t h r o u g h  A  M i s d e m e a n o r

SEXUAL ASSAULT AND SAM -
A S  1 1 . 4 1 . 4 1 0  t h r o u g h  4 6 0  

U n c l a s s i f i e d  T h r o u g h  C  F e l o n y

MURDER THROUGH CRIM. NEGLIGENT HOMICIDE
A S  1 1 . 4 1 . 1 0 0 - 1 3 0

U n c l a s s i f i e d  f e l o n y  t h r o u g h  c l a s s  C  f e l o n y

ENDANGERING THE WELFARE OF A VULNERABLE 
ADULT
A S  1 1 . 5 1 . 2 0 0  t h r o u g h  2 1 0  

F i r s t  D e g r e e  C  F E L O N Y  

S e c o n d  D e g r e e  - A  M i s d e m e a n o r

HARASSMENT -AS 11.61.120 B Misdemeanor



CARE PR O G R A M S
MANDATORY- GENERALLY 5 YEARS 
UPON CONVICTION FOR PROGRAM 
RELATED FELONY CRIMES-STATE OR 
FEDERAL.
PERMISSIVE-GENERALLY UPON 
CONVICTION FOR MISDEMEANOR 
PROGRAM RELATED CRIMES
CORP. INTEGRITY AGREEMENTS



J V I U Database
‘gp-v

f f l f f f r  - Piibl ic Records Database■■t rrî -r 1 • -■ v. • ■

-Alaska Public S a fe ty  Inform ation Network -  Crim; W ist/O utsfanding B W s  

f  « ® » *  Issu ed  by Court; upon shewing o f  probable cau se  ,

:/;- o f  Provider Billing- M ^iC al^and OfHer Record i
;v. M

■ no ; :d T e stim o r ®

/• "v'r\ • • '.i' and /or^Recipieht ^ € fiv ity

^  °nd :Inform ation;Shanng Between Program and O ther  
Law Enforcem ent A gen eies-F B I-D E A -A S T -A P D -IR S -P O S T A L T N S P

SmSSS



FRAUD Smeans an
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are inconsistent
business, or

necessary or
care
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I N V E S T I G A T I N G  A N D  P R O S E C U T I N G  H E A L T H  C A R E  

F R A U D  R E F E R R A L SI ;■" IlfS M W  t

•P r iv a te  C it iz e n  .

•W ebsite = : |
I - Hotline 2 6 9 - 6 2 7 9  J

STATE op FEDERAL AGENCIES 
DM A-SURS-DURS-NAM FCU

I N V E S T I G A T E D  B Y  M F C U  V I A :

• SEARCH W ARRNTS 
•IN T E R V IE W S-E M P L O Y E E S -R E C IP IE N T S 

•A U D IT  O F PROVIDER RECORDS 
•LAB WORK

•IN T E R A C T IO N  W IT H  OTHER A SE N C IE S A PD M ST .D E A

ACCEPTED REJEC TED
.■ asacA -j T m ri r, n t tu .  ■M C PM aam am aiautapM iPB iiM y— n — a — bm— b —

— ■■ ■— ——b—— — a—  wm

CHARGES FILED BY 
MFCU

CASE REFERRED 
TO OTHER 

AGENCY
CASE

DECLINED



THE PROSECUTION

CRIMINAL CHARGES INITIATED 
INFORMATION/GRAND JURY

/  X
PLEA

\

RECOUPMENT 
FINE/PENALTIES  
INCARCERATION 

i LOSS OF LICENSE 
| BARRED FROM 

BILLING PROGRAMS

SENTENCING acquittal!
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APPEAL
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W ith four years o f welfare 
reform behind it, Alaska has 
rem ained  successful at 
moving Alaskans off welfare 
and into work. The caseload 
has dropped, millions of 
benefit dollars have been 
saved and most families are 
bettei off than they were on 
welfare. This success is not 
w ithout challenge, however, 
as families will soon reach 
their 60-month lifetime limit 
on welfare benefits.

Federal and state laws 
implemented in 1997 made 
fundam ental changes to 
welfare programs that had 
been in place for decades. 
T h e  n ew  T e m p o ra ry  
Assistance program has a 
strong emphasis on work. At 
the same time it remains an 
essential safety net program 
for poor Alaskan families.

In Alaska, several families 
will hit the time limit in July 
o f  2002. An estimated 180 
families may be removed 
from the program during the 
year after that date. About
7,000 families now  receive

W elfare  R e f o r m
Welfare reform laws have
changed welfare by:
• Im p o s in g  a 5 -y ea r 

lifetime limit on benefits
•  R e q u i r i n g  m o s t  

recipients to be in a work 
activity within two years

• Diverting families from 
welfare by addressing 
immediate needs

benefits in Alaska through 
sta te  and  N ativ e  run
programs.

Alaska has m any tools to
help families on welfare find 
independence before their 
60-month limit runs out. 
E ach  year, the  S ta te
reinvests millions o f welfare 
savings to assist families 
to w ard  se lf-su ffic ien cy . 
Strong partnerships between 
s ta te  a n d  c o m m u n ity
ag en c ies  p ro v id e  case  
m an ag em en t, ch ild ca re , 
workforce developm ent and 
other supportive services.

Native organizations play an 
increasing role in delivering 
welfare services in Alaska. 
Tar.ana Chiefs Conference, 
Tlingit & H aida, and the 
A sso c ia tio n  o f  V illage 
Council Presidents have 
taken over welfare services 
for N ative families in their 
regions.

Currently, the State is 
p a r t n e r i n g  w ith  th e  
University o f  Alaska to 
study long-term recipients

IN ALASKA
• Reducing benefits to two- 

parent families in the 
sum m er and to families 
with low housing costs

•  Requiring recipients to 
develop a family self- 
sufficiency plan

• Allowing families more 
earned income so that it 
pays to  work

with the greatest barriers to 
em ploym ent. The results of 
this study will help the State 
better understand w hat steps 
to take to help low-skilled 
w elfare rec ip ien ts  into 
em ploym ent before their 
clock runs out.

This year's Welfare Reform 

Status Report  is  a n  
abbreviated version a similar 
rep o rt th a t has been 
published for the past three 
years. Copies o f earlier 
reports are available from 
the Division o f  Public 
Assistance.

•  Penalizing recipients for 
quitting or refusing a job

•  Enabling com m unities to 
play a greater role in the 
delivery o f welfare-to- 
work services

•  Requiring m inor parents 
to live with their parents 
o r safe home, and finish 
high school

Produced by the Alaska Division of Public Assistance Department of Health and Social Services
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Four Year Statistics
2001 Welfare Reform Status Report

Welfare 
Caseload 

Down

3 9 %
(F Y 9 7 -FY 0 1 )

F o u r  y e a r  s t a t i s t i c s

HIGHLIGHTS
• The average caseload for 

FY01 was 39% below 
FY97, the year before 
w e lfa re  re fo rm  w as
implemented.

• In November o f  2000, the 
caseload dropped 48%
below the historic high in
April o f  1994.

•  In FY01, the percent o f 
Alaska’s population on 
w e lfa re  d e c lin e d  to
approximately 3.5%, down 
from 6.2% in FY94.

• A nnual savings in welfare 
cash benefits reached $55 
million in FY01. The

FY02 budget shows a $48 
million state general fund 
savings due to welfare 
reform.

• In June of 2001, 35% of 
th e  a d u lt T em p o ra ry  
Assistance caseload was 
working with an  additional 
30% assigned to other 
activities leading to work. 
The average wage o f 
working recipients was 
$8.88 /h r.

• O ver $27 m illion is 
invested in FY02 to help 
rec ip ien ts  find  w ork , 
r e c e i v e  c h i l d c a r e ,

elim inate barriers, and stay 
on fiie job. Twenty-nine 
com m unity organizations 
are helping the welfare-to- 
w ork effort.

• Childcare assistance has 
increased from $19 to $30 
million in four years.

' D enali K idCare provides 
over 18,000 children from 
lo w - in c o m e  w o rk in g  
fa m ilie s  w ith  h e a lth
insurance.

•  Child support collections 
have increased from $50 
m illion in FY93 to $91 
m illion in FY01.

C a s e l o a d  a n d  s p e n d i n g  still d e cl i ni ng
AFDCATANF C a s o lo a d  FY 94-FY 01

The state’s T A N F  caseload was down 
39% in FY01 com pared to FY97, the 
year before welfare reform took effect. 
In N ovem ber o f  2001, the caseload for 
T A N F program s in Alaska declined to 
6,847 families, a 48% reduction from 
the historic high o f  13,164 in April o f 
1994. These figures include the state’s 
Tem porary Assistance program  and 
three N ative T A N F  programs.

The percentage o f Alaskans receiving 
cash welfare benefits has declined, from 
6.4% in FY94 to 3.5% in FY01.

Temporary Asslstanco Cash tier.oflt FxponJHuros

FY97 FY 98 FY99 FY00 FY01

Spending on welfare paym ents continues to decline. 
In FY01, cash benefit expenditures dropped to 
$59.5 million, down 48% from  the $115.2 million 
spent in FY97. This is attributed to recipients 
leaving welfare for work, fewer applicants, m ore 
recipients working, and seasonal benefit cuts to two- 
parent families.

W elfare reform has saved the state millions o f  
general fund dollars. The general fund savings for 
FY02 alone is $48 million w hen com pared to FY97.
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Partnerships and Evaluation

Welfare reform in Alaska 
has been successful because 
o f strong partnerships:

C o m m u n it y  pr o v id e r s  
are critical to providing case 
management and supportive 
s e r v i c e s  to  w e l f a r e  
recipients. Over 50% o f 
welfare families receive 
services from 29 separate 
organizations through grants 
o r contracts w ith the 
D i v i s i o n  o f  P u b l i c  
Assistance (DPA). These 
providers are knowledgeable 
about the local economy, 
jobs, social services, and 
needs of their communities. 
Native organizations are key 
partners in service delivery.

C h il d  care  is essential to 
the success o f  welfare 
reform. The Departm ent o f  
E d u c a t i o n  a n d  E a rly  
Development in partnership 
w ith  D PA  an d  local 
a d m i n i s t r a t o r s  a s s i s t  
hundreds of iamilies in their 
move from welfare to work. 
C o n tin u e d  e ffo rts  a re  
underway to increase the 
availability o f safe, nurturing 
a n d  d e v e l o p m e n t a l l y  
appropriate childcare.

W o r k  serv ices  is a 
partnership between DPA

a n d  th e  D iv is io n  o f  
E m p l o y m e n t  S e c u r i t y ,  
w hich provides services 
designed to move Alaskans 
from  welfare to work. This 
in c lu d es  w ork  se a rc h , 
t r a n s p o r t a t i o n ,  E S L ,  
v o c a t i o n a l  t r a i n i n g  
program s, and job  retention, 
d e v e l o p m e n t ,  a n d  
advancem ent. Effective case 
m anagem ent is the core o f 
w ork services.

O n e -stop  job  cen ter s  
provide welfare recipients 
w ith  p ro fe ss io n a l an d  
convenient resources to find 
work. Job Centers com bine 
under one roof various state 
and  com m unity services 
geared to assist jo b  seekers 
w ith workforce developm ent 
and social services. Key 
p a rtn e rs  inc lude  D PA , 
Em ploym ent Security and 
Vocational R ehabilitation, 
the W orkforce Investm ent 
A ct agencies and local non­
profit organizations.

W o r k Sta r  is a business- 
led initiative created by 
G overnor Tony K now les to 
connect welfare reform  and 
employers. It is operated by 
the Alaska H um an Resource 
Investm ent Council with 
f u n d i n g  f r o m  D P A .

Exemplary employers w ho 
have hired welfare recipients 
are recognized at an annual 
event. W orkStar also hosts 
job  fairs statew ide and  
provides an avenue for the 
state to receive advice from 
employers in the design o f 
welfare-to-work program s.

D en a li Kid C a r e  provides 
health care for over 18,000 
children o f  low -incom e 
working parents and is 
administered jo in tly  by the 
D iv is io n s  o f  M e d ic a l 
A s s i s t a n c e ,  P u b l i c  
A ssistance, and  Pub lic  
Health. Parents are m ore 
comfortable leaving welfare 
for work when they know  
their children will have 
health coverage.

C h il d  su ppo r t  collections 
are essential to the long-term 
success of welfare reform. 
The Division o f Child 
Support Enforcem ent helps 
to ensure that both parents 
live up to the responsibility, 
within their m eans, o f  
providing financial support 
for their children. A portion 
o f child support collections 
are used to reim burse the 
state for welfare paym ents 
provided to poor families.

EVALUATION
WELFARE "LEAVER” STUDY: A 
comprehensive study of 694 
former welfare recipients has 
found that most w ho leave 
the welfare rolls stay off and 
find em ploym ent. T he 
"leaver" study assessed those 
who left after welfare reform 
began in 1997. Highlights:

• The average wage for 
people who had worked was 
$10.52/hour in 1999;

•  H e a l t h  p r o b l e m s ,  
disabilities, and child care

problem s were frequent 
challenges to working;

•  T h i r t y  p e r c e n t  o f  
respondents reported at least 
one family m em ber with no 
medical coverage;

•  O ver 80% agreed people 
on  w elfare shou ld  be 
required to work;

• O nly 18% reported their 
household received child 
support payments.

• Seventy-five percent o f

the "leavers" have worked 
since leaving welfare;

• Over half o f respondents 
said their lives were better 
after leaving welfare;

• A lm ost 90% of recipients 
who left welfare v/ere female 
and the typical family 
included two children.

The study was conducted by 
U A A ' s  I n s t i t u t e  f o r  
Circumpolar Heallli Studies 
with support from D PA .

Community Service Providers 
•Adult Learning Programs of Alaska 
•AK Vocational/Training Center 
•Aleutian PribilofIsland Assoc. 
•Assoc, of Village Council Presidents 
•Bristol Bay Native Assoc.
•CARTS. Inc.
•Catholic Social Services 
•Catholic Comm. Services - Juneau 
•Center for Community 
•The Child Care Connection
• Cook Inlet Tribal Council 
•Delta Mine Training Center 
•Fairbanks Borough School District 
•HRC. Inc.
•Job Ready Inc.
• Kenai Alternative HS 
•Kodiak Area Native Association
• Kodiak Island Borough 
•Love INC 
•Maniilaq Manpower 
•MASCOT
•Mctlakatla Indian Community 
•Nine Star Enterprises 
•SE Regional Resource Center 
•Tanana Chiefs Conference 
•Tanana Valley Community College 
•Tlingit and Haida
• U of A - Adult Learning Center 
•Valley Women's Resource Center

To hire a worker 
call

888 838-JOBS
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T H E  F U T U R E

W elfare r e f o r m : W h a t ’ s
W hile welfare reform in 
A laska has m et w ith 
significant success, serious 
challenges lay ahead.

T h e  60-m o n t h  l im it : 
W elfare recipients w ith 
em ploym ent barriers such as 
m ental illness, drug and 
alcohol abuse, learning 
d isab ilitie s  and  fam ily  
violence represent a higher 
proportion o f the caseload.

T he 60-month time limit for 
m any families will run out 
in July 2002. In the past 
year a num ber o f  efforts 
have been underway to plan 
for families reaching the 60- 
m onth tim e limit:

• C om m unity meetings 
were held to solicit input on 
welfare reform policy and 
p o s s ib le  s o l u t i o n s  to  
challenges in the future.

• The Division of Public 
A s s i s t a n c e  d e v e l o p e d  
enhanced partnerships with 
o t h e r  a g e n c i e s  a n d  
organizations to collaborate 
on providing services.

• Criteria were developed 
for allow ing extensions 
based on the language in 
state law.

•  The state has developed 
processes to ensure families 
are fully assessed and 
referred for services they 
need, and to determ ine if 
t h e y  s h o u l d  r e c e iv e  
extended time on assistance 
if  they m eet the criteria 
provided in law.

The state will insure that a 
safety net rem ains for 
families w ho reach 60- 
m o n t h s ,  b u t  f a c e  
circumstances that would 
m ake them eligible for an 
exem ption to the limit.

St u d y  o f  l o n g -ter m  
RECIPIENTS: The Division 
o f  Public Assistance and die 
U A A  I n s t i t u t e  f o r  
Circum polar Health Studies 
are continuing efforts to 
leam  more about w hy some 
families have a difficult time 
leaving public assistance. A 
new phase o f  research will 
focus on families w ho have 
r e c e i v e d  T e m p o r a r y  
Assistance benefits for 40 
m onths or longer.

The purpose of this study is 
to discover the factors 
associated w ith long-term 
re liance on T em porary  
Assistance and die degree to 
w hich they are being

This report was produced by the: 
Department of Health and Social Services 

Jay Livey, Commissioner 
Division of Public Assistance 

Jim Nordlund, Director 
For additional copies, please call 907-465-3347

View this report online at: 
http://www.hss.state.ak.us/dpa/

NEXT
addressed so that the State 
can continue to develop 
effective policy and  service 
responses. Som e o f the 
factors to be studied include 
w ork history, em ploym ent 
barriers , sc reen ing  and
assessment activities and
client perceptions.

R e a u t h o r iz a t io n : A t the 
sam e  tim e  A lask a  is
preparing for die imposition 
o f  the 60-m ondi limit, 
Congress will be debating 
re a u th o r iz a tio n  o f  the
federal welfare reform law.

The entire law m ay be 
reconsidered including the 
purpose, funding levels, 
w ork requirem ents and time 
limits.

States will undoubtedly
w ant to retain  their current
federal funding and the
flexibility tha t has allowed 
them  to be so successful. 
Reauthorization o f  Native 
T A N F  will be an im portant 
issue in Alaska.

W hile four years o f  welfare 
reform have yielded positive 
results, only if  families
escape poverty and  reach 
self-sufficiency can A laska’s 
welfare reform  efforts truly 
be considered a success.

http://www.hss.state.ak.us/dpa/
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I n t r o d u c t i o n

R esponding  to a Welfare Reform Progress  Report p repared  by the  
Am erican Insti tu te  for Full E m ploym en t (AIFE), a n d  a  s u b s e q u e n t  
p resen ta tio n , Senator Lida Green a n d  R epresentative Fred Dyson 
requested  th a t  the AIFE a sse ss  A laska 's  welfare reform efforts. T h is  
report  c o n ta in s  our a sse ssm e n t  of A laska 's  welfare reform p rogram , a n d  
includes recom m endations for im provem ents .

It is im p o rtan t  to point ou t th a t  a l th o u g h  the  pu rpose  of th is  rep o r t  is to 
recom m end  changes, we were for th e  m ost p a r t  very im pressed  b o th  with 
the  design of Alaska's welfare reform  program  a n d  with A laska's  a t te m p ts  
to im plem ent a  program based  on  w ork-first principles. We m et with 
dedicated , knowledgeable staff a t  all levels; reviewed policies th a t  a re  in 
general conducive to a  program  th a t  will be successfu l in a ss is t in g  
families tow ard  self sufficiency; a n d  found service delivery m e th o d s  th a t  
clearly co ns titu te  best practices. In pa rticu la r , we found th a t  s ta ff  a t  all 
levels are  com m itted to a  w ork-first ap p ro ach  a n d  believe th a t  the  g rea t 
m ajority of welfare recipients are  capab le  of se lf-support, T hus, a l th o u g h  
m u ch  of the  report d iscusses  p rob lem s a n d  recom m ends so lu tions , we 
believe th a t  the  main p rogram m atic  e lem ents  of A laska's p rog ram  are  
valid, and  th a t  sound m an ag em en t p rac tices  have been u se d  to 
im plem ent the  program. At the sa m e  time, we saw  significant va ria tio ns  
in the  levels a n d  kinds of services provided, an d  found gaps in the  
provision of services.

The recom m endations in th is  rep o r t  re su l t  from a  very qu ick  review of 
A laska's  program . We interviewed DPA cen tra l  office m a n a g e m e n t  
officials, a n d  both m anagem ent officials a n d  line staff in each  Regional 
office. Both u rb a n  and  ru ra l  p rog ram  opera to rs  and  line staff were 
interviewed, a n d  review staff traveled to rem ote  locations to view p ro g ram  
opera tions. In addition, a d m in is t ra to rs  of two native TANF p ro g ram s 
were interviewed. We also reviewed A laska 's s ta tu te , regula tions, 
program  m a n u a l,  TANF S ta te  P lan, organization ch ar ts ,  d a ta  rep o rts ,

- 1 -
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Welfare Reform Status Reports, Implementation Memoranda, proposals 
from potential contractors, Tribal Grant Awards, budgetary material, and 
Alaska's study of welfare leavers.

In addition, we attempted to review descriptions and evaluations of 
welfare reform program aspects for other states and the nation produced 
by researchers and technical experts. However, the limited time for the 
onsite review did not permit us to actually attend and assess the 
eligibility interview process, case management sessions, or Work Search 
classes; and interviews with line staff members were limited in both time 
and number. In addition, we were not able to talk to work program 
participants to gain their perceptions of the services they were receiving. 
Despite these limitations, we hope that our understanding of Alaska's 

TANF program and of the delivery of Alaska Temporary Assistance 
Program (ATAP) services is correct, and apologize if we misinterpreted 
any facet of program rules or delivery mechanisms.

We also want to thank DPA officials and line staff for their cooperation in 
fitting our visit into their already busy schedules and for the openness 
with which they conversed with us. We hope that these 
recommendations will assist Alaska to deliver an even better welfare 
reform program.

-2 -
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1 . W o r k - F i r s t

1.1 B a c k g ro u n d /F in d in g s : U sing  W o rk -F irs t P r in c ip le s

The "work-first" philosophy is c o n sis ten tly  e sp o u se d  by m an ag ers , 
w orkers, a n d  contracto rs, a n d  th is  is a n  im p o rta n t acco m p lish m en t. We 
were a lso  im pressed  with w orkers ' u n d e rs ta n d in g  of w ork -first princip les. 
In the o n e -s to p s  we visited, we found  the  D e p a rtm en t of L abor an d  
W orkforce D evelopm ent (DOL) sta ff a s  well a s  A laska T em porary  
A ssistance  Program  (ATAP) sta ff w orking  to g e th er, a n d  th is , com bined  
w ith th e  c lien ts ' ability to access  em p loym en t re la te d -re so u rce s  
im m ediately , certainly  prom otes th e  w ork -first m essage. However, in 
practice, we found considerable varia tion  in  th e  a c tu a l app lica tion  of 
w ork-first p rincip les, and  we believe th a t  th e re  are  a d d itio n a l s te p s  th a t 
A laska c an  take  to ensu re  th a t  w ork-first is m ore co n s is ten tly  em ployed.

One of the  key principles of w ork first is th a t  th e  labo r m a rk e t is th e  best 
te s t of em ployability . A strong  diversion  p ro g ram  u tiliz ing  s tru c tu re d  
work se a rc h  is necessary  to achieve th is  p rincip le . T here  is a n  ex isting  
policy for d iversion  in A laska, w hich allow s a  lum p  su m  p ay m en t of u p  to 
two m o n th s  benefit to enable a  po ten tia l a p p lic a n t to avoid open ing  a 
gran t. However, it is rarely u sed . We provide reco m m en d a tio n s  for 
e n h an c in g  th e  u se  of diversion elsew here in th is  report.

1.1.1 The Up-Front Process a n d  A ss ig n m e n t o f  Case M anagers

D espite th e  ph ilosophy of w ork first, A laska 's  u p - f ro r t  p ro cess  co n tin u es  
to have eligibility for the  cash  ATAP benefit a s  the  p rim ary  focus in s tead  
of em ploym en t an d  self-sufficiency. To som e ex ten t th is  is unavo idab le  
w hen: (1) se p a ra te  w orkers h an d le  eligibility a n d  case  m an ag em en t; (2) 
eligibility is th e  first activity; an d  (3) case  m an a g e rs  a re  n o t alw ays 
assigned  im m ediately. Time fram es range anyw here  from  a  few d a y s  to 
six w eeks from  first day of co n ta c t u n til a  c lien t is engaged  in the  
co n trac ted  W ork S earch  class.

Both th e  a ss ig n m e n t of a case  m an ag er a s  w ell a s  th e  a s se s s m e n t 
p rocess u se d  to determ ine if c lien ts  sh o u ld  be  referred  to th e  W ork 
S earch  c la ss  vary greatly from  a re a  to a re a  a n d  from w orker to w orker.
In K etch ikan , c lien ts are  assigned  a  case  m an a g e r a t  th e  sam e tim e they  
have th e ir  eligibility interview. In th is  office, c lien ts m ee t w ith th e ir  case  
m an ag er on  the  sam e day a s  th e ir  eligibility interview , a  Fam ily Self 
Sufficiency Plan (FSSP) is developed, an d  th ey  are referred  im m ediate ly
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to the  W ork S earch  class. O ften c lien ts will be a tten d in g  W ork S earch  
c la ss  even prior to the ac tual open ing  of th e  ATAP g ran t.

However, in  o th er a reas , the  a ss ig n m en t of a  case  m an ag er a n d  th e  
length  of tim e before a  client m ee ts w ith th e  case  m an ag er is m u ch  m ore 
h ap h az a rd . While the Division of Public A ssis tan ce 's  (DPA) goal is  to 
have 100% of non-exem pt c lien ts  case  m anaged , we visited a re a s  w here 
n o t all c lien ts were working w ith  a  case  m an ag er. For exam ple, we found 
c lien ts on a  w aiting list for case  m an a g em en t in J u n e a u . In add ition , 
c lien ts in only five of the  Nome a re a  villages have case  m anagers; in  th e  
Kotzebue villages, m ost c lien ts a re  no t being  regu larly  served by a  case  
m anager.

W hile the  policy is th a t  v irtually  all c lien ts  sh o u ld  be referred  to th e  W ork 
S earch  c la ss  a s  the first activity, som e a re a s  rep o rt th a t  a  n u m b e r  of 
ap p lican ts  are  ac tually  not being  referred  to W ork S earch  c la ss  a s  a  first 
activity because  of perceived b a rrie rs .

In su m m ary , the  de te rm ina tion  of who to refer a n d  w hen  by case  
m an ag ers  varies greatly, no t j u s t  from office to office, b u t w ith in  th e  
sam e office, an d  there  does no t a p p e a r to be an y  un ifo rm  gu idance  or 
a sse ssm e n t form to a ss is t case  m an ag ers  in th is  de te rm ina tion .

1 .1 .2  W ork A c tiv itie s  Versus "Barrier R em o va l”

A nother princip le of the  w ork-first ph ilo sophy  is th a t  a s se ssm e n ts  sh o u ld  
focus on a n  ind iv idual's and  fam ily 's s tre n g th s  a n d  build  u p o n  th o se  
ra th e r  th a n  p resum e th a t there  a re  n u m e ro u s  b a rrie rs  w hich m u s t  be 
overcom e before the family can  m ake  an y  m ovem ent forw ard. W hile DPA 
ad m in is tra tio n  clearly endo rses a  s tre n g th -b a se d  a sse ssm e n t ap p ro ach , 
som e of the  case  m anagem en t a n d  W ork S earch  c lass  staff an d  m an a g e rs  
w ith w hom  we m et ap p ea r to be m oving aw ay  from  th is  app roach . For 
exam ple, W ork S earch  c lass s ta ff in K etch ikan  an d  a  case  m an a g e r in 
S itka  inform ed u s  th a t  m ost c lien ts  now  have so m any  ba rrie rs  th a t  a  
g rea t deal of a sse ssm e n t m u s t be done first, followed by b a rrie r rem oval 
ra th e r  th a n  em ploym ent activity, o r a t  le a s t a  com bination  of b a rr ie r  
rem oval an d  em ploym ent. As a  re su lt, we w ere told th a t  fewer c lien ts  a re  
being referred  to the W ork S ea rch  c lass.

In F a irb an k s , we were advised th a t  o rien ta tio n s  a re  now  being done only 
every o th er w eek and  th a t  only one ind iv idua l is in  th e  new est W ork 
S earch  class. In addition , once in  the  c la ss , fewer c lien ts  are  ac tu a lly
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looking for w ork o r engaging in a c tu a l w ork activ ities v e rsu s  "b arrie r 
removal" activ ities. "Barrier rem oval" activ ities inc lude  o b ta in in g  a  
driver's license, m en ta l hea lth  counseling , an d  w orking  on  fam ily issu es . 
While som e of th ese  activities m ay  be n ecessa ry  to m ove the ind iv idual 

to em ploym ent, th ey  do not need  to be done to the exclu sion  of w ork  
activities for m ost people. B ecau se  of th is  "barrier-based" view of c lien ts, 
som e of the W ork Search  c la sse s  have m oved aw ay from  a  s ta n d a rd ize d  
cu rricu lum  to a m ore indiv idualized  app roach .

While there  are  no d a ta  to q u an tify  the exact n u m b e r of re fe rra ls  to 
vocational rehab ilita tion  services, anecdo ta l in fo rm ation  from  case  
m anagers c rea te s  the  im pression  th a t  referra ls are  h igh  rela tive  to r th e r 
s ta te s ' experience. This m ay be a n o th e r  sign th a t th e re  is too g rea t n. 
concen tra tion  on barrie rs  to em ploym ent. T rad itionally , vocational 
rehab ilita tion  services tend to  be m uch  longer term  a n d  m ore expensive 
th a n  o ther w elfare-to-w ork serv ices.

1.1 .3  On-the-Job T ra in ing /C om m unity  Sendee

A th ird  principle of the "work first" philosophy is th a t  o n -th e -jo b  tra in in g  
is often the m ost productive m eth o d  of train ing . To th is  end , DPA is 
im plem enting  several new on -th e-jo b  tra in in g  ap p ro a ch e s . S ince th ese  
are  ju s t  being im plem ented, it is too early  to a sse ss  th e ir  effectiveness. 
However, som e a re a s  believe th a t  the  wage re im b u rse m e n t level, i.e. 
one-half the wage for OJT, a n d  th e  requ irem en t th a t  em ployers m ake  a 
good faith ag reem en t to hire th e  p artic ip an t, will n o t a t t r a c t  m an y  
em ployers. T his is  especially th e  case  in  the  ru ral a re a s .

In the  extrem ely ru ra l a reas , w here  there  is very little  em ploym en t, a  
g rea te r u se  of com m unity  service, e.g. help ing  a t th e  local school, shou ld  
be possible. Often because  of lack  of resou rces, th e se  c o m m u n itie s  have 
significant in fra s tru c tu re  is su e s  w hich c lien ts could  h e lp  m eet. However, 
som e staff ra ised  concerns th a t  in  sm all com m un ities c lien ts  a ss ig n ed  to 
perform  su ch  u n p a id  com m unity  services will be s tigm atized .

1.1 .4  E xem p tio n s fro m  W ork P artic ipa tion

State  policies providing exem ptions to w ork p a rtic ip a tio n  req u ire m e n ts  
also p reven t full im p lem en ta tion  of w ork-first p rincip les. A laska 's  s ta tu te  
w as recently  changed  to requ ire  a d u lts  exem pt b e ca u se  of physica l o r 
m en ta l lim ita tions to com plete a  self-sufficiency p lan . However, A lask a ’s
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regu la tion  still provides th a t indiv iduals a u to m atica lly  qualify for an  
incapac ity  exem ption  even if the ind iv idual is ab le  to  w ork part-tim e  
(7AAC45.235(a)(2)).

Even ind iv iduals w ho are  physically or m en ta lly  in ca p ac ita te d  can  take 
s tep s  tow ard self-sufficiency and  shou ld  be ob liga ted  to agree to 
ap p ro p ria te  activ ities. A lthough the inab ility  to perfo rm  full-tim e w ork 
m ay p reven t an  individual from p a rtic ip a tin g  to the  level w here h is /h e r  
activ ities are  co u n tab le  in calcu lating  p a rtic ip a tio n , su c h  indiv iduals 
shou ld  no t be to tally  exem pted from w ork  p a rtic ip a tio n . A sim ilar issue  
co n ce rn s  ind iv iduals w ith m ental h e a lth  a n d  su b s ta n c e  ab u se  problem s. 
C u rren tly  A laska c an n o t require  th a t su c h  c lien ts  in c lu d e  trea tm en t a s  a  
FSSP activity. In add ition , even w here a  c lien t ag rees to trea tm en t, there  
are  w aiting lis ts  for su b s tan ce  ab u se  tre a tm e n t in som e a reas . We 
u n d e rs ta n d  th a t  DPA is a lready a d d re ss in g  th ese  prob lem s.

A lthough p a re n ts  w ith child ren  u n d e r 12 m o n th s  of age a re  required  to 
com plete FSSPs, su c h  individuals a re  p e rm itte d  to be  exem pt from  w ork 
p a rtic ipa tion  req u irem en ts  for th is to ta l period  (Section 47 .27 .035). This 
exem ption  is only allowed one time per paren t(s). M ost w orkers w ith 
w hom  we m et believe th a t the 12-m onth  exem ption  period  is too long; 
several re la ted  th e ir  own experiences in th is  a re a , adv ising  th a t  they h ad  
been requ ired  to a n d  had  successfully  re tu rn e d  to w ork  16 w eeks after 
the  b irth  of a  child.

E xperience in o th e r  s ta te s  varies widely in  th is  a rea . T hirty  s ta te s  provide 
a t  lea s t a  12-m o n th  exem ption after ch ild b irth , 11 s ta te s  provide a  th ree- 
m o n th  exem ption , one sta te  exem pts p a re n ts  for six m o n th s , one for four 
m o n th s , one for 13 weeks, while six s ta te s  provide no  exem ption in su c h  
cases  (Urban In s titu te , W elfare Rules D a ta  Book: S ta te  TANF Policies a s  
of J u ly  1999). A lthough w ork-first p rinc ip les s u p p o r t a  reduction  in the  
exem ption  period, there  are  o ther c o n sid e ra tio n s  in de te rm in ing  
ap p ro p ria te  policy. E lsew here in th is  re p o rt we adv ise  th a t  som e a reas  in 
A laska rep o rt th e re  is a lready a  shortage  in  in fan t c a re  an d  th is  w ould be 
exacerba ted  w ere th e  exem ption period to be reduced . In addition ,
A laska h a s  j u s t  added  funding to child  ca re  to e lim ina te  a  large child 
care  w aiting list. Both these  issu es need  to be considered  in revising 
exem ption  policies.

- 6 -
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1 .1 .5  ATAP Clients Filing f o r  D isa b ility  B enefits

A lthough only peripherally  re la te d  to th is  section  on w ork-first, we no te  
th a t  A laska does no t require  in d iv id u a ls  receiving ATAP b u t  c la im ing  a 
d isability  to file for federal d isab ility  benefits (Title II an d  SSI). A lthough 
d isab led  indiv iduals are n o t su b je c t to A laska 's 60 -m o n th  tim e lim it, 
federal policy does not exem pt su c h  ind iv iduals from the 6 0 -m o n th  
federal tim e lim it for receip t of c a sh  benefits provided u s in g  TANF 
funding. DPA did point o u t th a t  even w ithou t the  req u irem en t, it  h a s  
m oved approxim ately  500 in d iv id u a ls  from  ATAP to SSI. H ow ever, 
A laska's failure to require d isab led  ind iv iduals to file for federal d isab ility  
benefits m ay increase  the s ta te 's  r isk  of being sub jec t to a  federa l penalty  
b ecau se  m ore th an  20% of rec ip ien ts  have received benefits  m ore  th a n  
60  m on ths.

1 .2  W o rk -F irs t R e c o m m e n d a tio n s : T ak e  F u r th e r  S te p s  To 
In c o rp o ra te  th e  W ork -F irs t P h ilo so p h y  In to  ATAP O p e ra t io n s

We recom m end a num ber of e n h a n c e m e n ts /c h a n g e s  to e n s u re  th a t  the  
w ork-first philosophy is c a rried  o u t in  practice. F irst, the  "up  front" 
p rocess shou ld  be s tren g th en ed . O n a c o n sis ten t basis , c lien ts  sh o u ld  
be in te rac ting  w ith a  case m a n a g e r on  or a s  close to th e  firs t d ay  of 
co n tac t a s  possible. This will sen d  a  c leare r m essage th a t  p u b lic  
a ss is ta n c e  is a s  m uch  a b o u t o b ta in in g  em ploym ent a s  it is a b o u t  
providing cash  benefits. T he K etch ikan  office is poten tially  a  good m odel 
to follow in th is  area.

Second, DPA should  provide s tro n g er, m ore co n sis ten t g u id an ce  w ith 
regard  to a ssessm en t. As a  s ta r t ,  a  statew ide a sse ssm e n t form  sh o u ld  be 
developed to a ss is t case m a n a g e rs  a n d  w ork search  staff, a n d  ca se  
m an ag ers  shou ld  be tra ined  to u tilize a  s tren g th -b ased  a p p ro a c h  in 
com pleting a ssessm en ts . T he e m p h a s is  shou ld  be on u tiliz ing  th e  labor 
m ark e t a s  the  best tes t of em ployability  an d  the key p re su m p tio n  sh o u ld  
be th a t  all individuals are c ap a b le  of m oving them selves a n d  th e ir  
fam ilies forw ard. Only one w eek of basic  tra in ing  is ro u tin e ly  prov ided  to 
case  m anagers a lthough som e ad d itio n a l topic-specific tra in in g s  a re  also  
provided, e.g. dom estic violence. The m ateria ls  p resen ted  in  th is  tra in in g  
shou ld  be reviewed to e n su re  th a t  a  fam ily s tren g th -b ased  a p p ro a c h  is 
utilized v e rsu s an  over-em phasis  on p redeterm in ing  fam ily b a rr ie rs . 
Additionally, the  cu rricu lu m  of th e  W ork Search  c la sses  sh o u ld  be 
reviewed to a ssu re  there is a  c o n s is te n t s tren g th -b ased , w o rk -firs t 
app roach .
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O ur th ird  reco m m en d atio n  deals w ith p a rtic ip a tio n  ac tiv itie s  for 
individuals w ho do no t ob tain  u nsubsid ized  jo b s  th ro u g h  th e ir  
partic ipa tion  in  a  W ork S earch  class. W here a p p ro p r ia te , a c tu a l w ork 
activities su c h  a s  subsid ized  em ploym ent, w ork ex p erien ce  a n d  
com m unity  serv ice shou ld  be m ore uniform ly u tilized  from  th e  ou tse t. In 
th is regard, A laska  sh o u ld  consider piloting a  m ore  com plete  subsid ized  
em ploym ent p ro g ram  th a n  is now being im p lem en ted  th ro u g h  O JT or 
Trial by Hire. O regon h a s  dem onstra ted  th a t  a  su b s id iz ed  w ork program  
can be effective in p rom oting  econom ic developm ent. In  S itka , staff 
believed th a t  if em ployers could be re im b u rsed  for so m e w h a t m ore th an  
50% of the w age, they  could  be m otivated to h ire  c lien ts  d u rin g  the  
slower w in ter m o n th s . In addition , w here n e ith e r  u n su b s id iz e d  n o r 
subsidized jo b s  exist, p a rticu larly  w here in f ra s tru c tu re  n eed s  a re  great, 
such  as in ru ra l  A laska, th e  utilization of c o m m u n ity  service shou ld  be 
increased. A laska  sh o u ld  look a t  how su ccessfu l m a s s  w ork  
ex p erien ce /co m m u n ity  service program s in o th e r  s ta te s  (e.g. W est 
Virginia) overcam e o r m itigated the issue  of s tig m a  w here  it existed .

Finally, A laska sh o u ld  revise its policies an d  p ra c tic e s  for trea tin g  
individuals lim ited  by incapacity  from full p a rtic ip a tio n  in w ork  activities. 
S uch  ind iv iduals shou ld  be required  to com plete  F S S P s th a t  include 

activities a p p ro p ria te  to th e  individual's cond ition ; a c tu a l  w ork  activities 
should  be req u ired  for indiv iduals able to p a rtic ip a te  on  a  p a rt-tim e  
basis; and  A laska  shou ld  require  fully d isab led  p e rs o n s  to file for and  
p u rsu e  ap p lica tio n s for federal d isability  benefits . E n title m e n t to ATAP 
should  be on a  con tingency  basis for su ch  in d iv id u a ls , w ith  federal 
benefits w hen approved  u se d  to re im burse  the  s ta te  for ATAP funds 
provided in th e  in terim . C lients should  be req u ire d  to  a c c e ss  su b s tan ce  
ab u se  a n d /o r  m en ta l h ea lth  trea tm en t w here n eed ed . We u n d e rs ta n d  
th a t DPA is alread} ' tak ing  steps to resolve m o st of th e se  is su e s . We also 
recom m end th a t  A laska ob tain  and  analyze d a ta  o n  re fe rra ls  to 
vocational reh ab ilita tio n  to determ ine the a p p ro p r ia te n e s s  of referrals 
and  the ach iev em en t of c lien ts served. In ad d itio n , if a d d itio n a l child 
care dollars a n d  re so u rce s  can  be found, A laska sh o u ld  co n sid e r 
reducing the  12 -m o n th  exem ption period for p a re n ts  o f in fan ts .

- 8  -
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2 .  D i v e r s i o n  P r o g r a m

2 .1  B a c k g ro u n d /F in d in g s  R e la te d  to  th e  C u r re n t  D iv e rs io n  P ro g ra m

S ta tu to ry  Section 47 .27 .026 is exp lic it in providing th a t  a  lu m p -su m  
diversion  paym en t m ay only be offered to a n  ATAP ap p lican t if th e  fam ily 
a p p e a rs  to be eligible for benefits , th e  a d u lt  ap p lican t is job  ready , a n d  
the  fam ily is determ ined to need  only sh o rt- te rm  financial a ss is ta n c e .
The a m o u n t of diversion a ss is ta n c e  th a t  c an  be provided c a n n o t exceed 
two m o n th s  of ATAP benefits a n d  m u s t  be sufficient to m eet the  fam ily 's 
im m edia te  needs. Alaska R egu la tions (7AAC 45.266) provide th a t  th ree  
fac to rs sha ll be considered in decid ing  w h e th e r to offer a  lu m p -su m  
d iversion  paym en t to an ap p lican t for ATAP: "(1) the  job  rea d in ess  of th e  
ap p lican t; (2) the  family's critical financ ia l needs...; (3) o th er re so u rce s  
availab le  to the  family...". J o b  read y  is defined a s  "curren tly  w orking  o r 
hav ing  p ro sp ec ts  for em ploym ent w ith in  30  days."

D iversion is rarely  used  in A laska  b e c a u se  of the  extrem ely lim ited 
c irc u m sta n c e s  u n d e r which d iversion  c a n  be offered an d  the  lim ited c a sh  
diversion benefits th a t are availab le. Yet w orkers rep o rt th a t a  m ore 
open d iversion  program  could a s s is t  a  sign ifican t n u m b er of fam ilies 
w hile avoiding dependency on  c a sh  ATAP benefits. W orkers adv ised  th a t , 
even w hen diversion is app rop ria te , it is  often no t offered b ecau se  of th e  
long w aiting  period to obtain an  a p p o in tm e n t to apply  for PASS III ch ild  
care . P rocessing  the application  for ATAP provides th e  family w ith  
im m edia te  PASS 1 child care.

2 .1 .1  B roader Diversion O ptions A re A vailab le

A b ro ad e r an d  m ore responsive d iversion  program  could  be effectively 
u se d  to a s s is t  fam ilies to avoid d ep en d en cy  on cash  benefits while 
provid ing  them  with the reso u rces  they  need  to ob tain  a n d /o r  re ta in  
em ploym en t an d  suppo rt th e ir  fam ilies. B ecause the  a m o u n t of c a sh  
benefits  provided would be very lim ited , a  g rea te r u se  of d iversion w ould 
a lso  save TANF program  dollars. S u ccessfu l diversion p rog ram s in o th e r  
s ta te s  provide several m on ths of b en efits  th a t  m ay be u se d  for a  n u m b e r  
of p u rp o se s  th a t  would preven t d ep endency . Some s ta te s  even provide 
v ouchers to enab le  an  individual to p u rc h a se  an  autom obile. O th e r 
s ta te s  u se  PRWORA options in c lu d in g  Social Security  Act Section  1931 
to e n su re  th a t  diverted fam ilies a re  eligible for M edicaid an d  tra n s itio n a l 
M edicaid; a n d  provide o ther " transitional"  benefits, su c h  a s  child  care  
a n d  tran sp o rta tio n , to diverted fam ilies.
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2 .2  D iv e rs io n  P ro g ra m  R e c o m m e n d a tio n : R ev ise  D iv e rs io n  P ro g ram  
to  O ffer M ore U sefu l D iv e rs io n  B e n e f i ts /S e rv ic e s  a n d  P ro v id e  
D iv ers io n  O p tio n  a s  a n  U p -F ro n t A c tiv ity

We recom m end th a t  d iversion  be an  u p -fro n t op tion  th a t  is  p resen ted  to 
app lican ts  a t  or n e a r  th e  beginning of the  eligibility p ro ce ss , a s  soon as 
the w orker can  d e te rm in e  th a t the  family a p p ea rs  to be eligible for ATAP. 
A lthough A laska’s m on th ly  ATAP benefits a re  the  h ig h e s t in  th e  nation , 
the  cost of living is a lso  qu ite  high. We, therefore, believe th a t  DPA 
shou ld  req u est s ta tu to ry  a u th o rity  to increase  the  m ax im u m  a m o u n t of 
cash  benefits th a t  can  be provided a s  a diversion p a y m e n t to  the  
equivalent of th ree  m o n th s  of cash  ATAP benefits. In  ad d itio n  to a  cash  
paym ent, w orkers sh o u ld  be able to provide the sam e  tra n s itio n a l 
benefits, su ch  a s  child care  and  six m o n th s  of t ra n s p o r ta tio n  a ss is tan ce , 
to diverted fam ilies a s  are  available to fam ilies leaving ATAP for 
em ploym ent. The delay  in access to PASS II and  PASS III ch ild  care  m u s t 
be elim inated  to m ake child  care available im m ediately . In add ition , 
A laska shou ld  u se  availab le  PRWORA op tions to prov ide M edicaid or 
tran sitional M edicaid to diverted fam ilies.
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3 .  P e r f o r m a n c e  G o a ls  a n d  P e r f o r m a n c e  M o n i t o r i n g

3.1  B a c k g ro u n d /F in d in g s  R e la te d  To P e rfo rm a n c e  G oals a n d  
P e rfo rm a n c e  M onito ring

The Division of Public Assistance (DPA) has developed and utilizes 
performance m easures to assess the sta te 's welfare reform progress, and 
this use of an  ongoing system of performance m easures as a 
m anagem ent tool puts Alaska ahead of m any other states. DPA also 
collects and analyzes additional caseload data. However, to mirror 
TANF's legislative expectations, additional performance m easures need to 
be added. In addition, we suggest tha t performance m easures should be 
turned into performance expectations, with performance standards 
established for DPA and contractor staff.

Although the PRWORA legislation doesn't list performance goals per se, 
they can be readily ascertained through program requirem ents, penalties 
tha t can be assessed, and bonus opportunities. Clearly participation in 
work activities is a TANF goal, since m inim um  participation requirem ents 
are provided and states that do not meet the requirem ents are financially 
penalized. Two separate factors can be used conclude tha t caseload 
reduction is also an important goal. First, work participation rate 
requirem ents are reduced by a sta te’s caseload reduction percentage, 
making it easier for states with larger reductions to meet work 
participation requirements. In addition, the 60-m onth TANF time limit 
for cash benefits confirms th a t states are supposed to assist recipients to 
exit cash assistance.

The TANF bonus categories can also be used to determine im portant 
goals. Bonuses are provided to the top performing sta tes in job entry 
and job success, as well as to the states with the biggest improvements 
in these m easures. Job entries can be claimed for adult recipients who 
enter employment for the first time in the performance year. Job success 
consists of two measures tha t are equally weighted in determining 
whether a state qualifies: job retention, for the first and second quarters 
following employment; and earning gains, also m easured for the two 
quarters following employment. Additional bonus categories th a t have 
been announced for future years are: rates of family formation, 
enrollment in Medicaid and state Children's Health Insurance Programs, 
Food Stamp enrollment, and providing child care to working families.



Tw enty eight s ta te s  received a b o n u s in fiscal y ear 2000  b ased  on the ir 
1999 perfo rm ance in one or m ore of th e  four c u rre n t  categories: jo b  
en try , job  su ccess , im provem ents in job  en try , or im provem en ts in job  
success . A laska w as no t one of the s ta te s  aw arded  a b o n u s  in an y  of 
these  categories, and  A laska's perform ance ran k e d  in the  m iddle th ird  of 
s ta te s  in each  ca tego ry .1

3.1.1 C urrent P erform ance D ata C ollected a n d  R eported  by DPA
The D ivision's M onthly C aseload an d  B enefit S u m m ary  R eports provide a 
wide range of sta tew ide d a ta , including:

• M onthly caseload  com parisons w ith pe rcen tage  ch an g es since the 
im plem enta tion  of welfare reform  in April, 1997;

• E xpend itu re  com parisons;

• Fam ilies served by child care  a n d  child  care  w ait list;

• Initial app lica tion  com parisons;

• All-family and  tw o-paren t fam ily w ork p a rtic ip a tio n  rate ;

• M onths rem ain ing  on the TANF tim e lim it for non -exem pt fam ilies.

Perform ance m easu rem en t d a ta  com piled by DPA a n d  p u b lish ed  by 
region and  offices w ithin each  region, include  the  following d a ta  reports:

• Average a n d  M edian Hourly Wage of Em ployed T em porary  
A ssistance  Adults;

• Fam ilies th a t Left T em porary  A ssistance  w ith Incom e a n d  Child 
Support;

• T em porary  A ssistance Fam ilies w ith Incom e a n d  Child Support;

• Average an d  M edian M onths on AFDC a n d /o r  T em porary  
A ssistance;

• Federal W ork P artic ipation  Rates;

A s s e s s m e n t  o f  A l a s k a ' s  A m e r i c a n  I n s t i t u t e
W e l fa r e  R e f o r m  P r o g r a m  __________________________ f o r  F u l l  E m p l o y m e n t

1 Table 1, High Performance Bonus: FY2000 Awards by Category Amount, 12/14/2000, 
http://www.acf.dhhs.gov/programs/opre/hpb/table 1 .htm.

http://www.acf.dhhs.gov/programs/opre/hpb/table
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• Food S tam p Paym ent A ccuracy  R ates;

• C ustom er Service Survey - E enefit T im eliness (1999); a n d

• P ercen t of Tem porary A ssis tan ce  C lien ts W orking >30 H o u rs  Per 
Week.

3 .1 .2  C urrent Use o f  D ata R ep o rts

DPA a d m in is tra to rs  with w hom  we m et in  J u n e a u  a re  very  aw are  of 
A laska 's c u rre n t perform ance in each  a re a  for w hich d a ta  is collected and  
com piled, an d  advise th a t they  do u se  th e  d a ta  to iden tify  p rob lem  a reas .

The repo rts  th a t DPA field m an a g e rs  repo rted  they  frequen tly  u se d  were 
m onth ly  d a ta  providing:

• Overall Partic ipation R ate by JAS Office;

• Tw o-Parent Partic ipation  R ate  by JA S Office; a n d

• A dults w ith E arned Incom e.

However, based  on the in form ation  provided to u s , even th o u g h  field 
m an ag ers  are  required  to su b m it w eekly rep o rts , they  a re  no t requ ired  to 
a d d re ss  th e ir perform ance specifically  re la ted  to the  d a ta  m e a su re d  in 
th ese  reports. The regional rep o rts  we w ere given d isc u sse d  regional 
activ ities an d  issu es, bu t these  re p o rts  varied  in c o n te n t an d  did no t 
a p p ea r to be designed to be responsive  to any  of the  perfo rm ance  d a ta  
cited above. R eports are o rgan ized  in to  four to six sec tio n s, b u t  no n e  of 
th e  repo rts  we reviewed for th e  w eek end ing  J u n e  8 d irec tly  a d d re sse d  
perform ance goals. In addition , since  d a ta  in the  re p o rts  were n o t 
uniform ly reported  and  in fo rm ation  w as no t n ecessa rily  o rganized  in 
sim ilar form at, they could no t be m eaningfully  com piled to a sc e r ta in  
w h e th er there  were system ic su c c e sse s  or problem s.

All interview ees reported  th a t  u n su b s id iz e d  em ploym ent is a  m a jo r ATAP 
priority  and  th a t  the  percen tage  of p a rtic ip a n ts  em ployed 30 h o u rs  or 
m ore per week is closely m on ito red . However, a  F a irb a n k s  S uperv iso r 
who did report u sing  perfo rm ance m e a su re s  a s  a m a n a g e m e n t tool, 
exp ressed  concern  because  the  tw o -p a re n t p a rtic ip a tio n  ra te  in  h e r  
section  (a m easu re  that, in c lu d es  em ploym ent), h ad  declined  ten  p e rc en t 
from  the prior to c u rre n t m o n th  b ecau se  so m any  c a se s  w ere closed  
because  of high wage em ploym ent. A lthough c losu re  is a  good ou tcom e,
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she noted th a t  the  office perform ance record d o e sn 't  look positive if they 
have too m any  c lo su res  because  of th e  re su ltin g  decline  in partic ipa tion .
While we u n d e rs ta n d  th a t  case  c losure  due  to em p loym en t is m easu red  

a t the  s ta te  level, it is no t utilized to se t perfo rm ance  ex p ec ta tio n s a t  the  
local level. It w as suggested  th a t a  pe rfo rm ance  re q u ire m e n t for case 
closure be ad d ed  to fea tu re  the trade-off be tw een  TANF rec ip ien t 
partic ipa tion  in w ork activ ities and  exit from  w elfare b e c a u se  of w ork 
activity, and  to em phasize  th a t welfare exit d u e  to w ork  is a  positive 
outcom e.

3.1 .3  W hat P erform ance M easures S h o u ld  Be In c lu d e d  in  DPA's 
P erform ance M easurem ent Sys tem ?

W hat gets m ea su re d  gets done. For th is  rea so n , th e  perfo rm ance 
m easu res  selected  need to include all the im p o rta n t fac to rs  th a t signal 
success. In add ition  to partic ipa tion  an d  em p lo y m en t/jo b  p lacem ent, 
which DPA a lready  m easu res , we believe th a t  A laska sh o u ld  develop 
perform ance m e a su re m e n t reports for case load  red u c tio n  a n d  job  
reten tion . If A laska in ten d s  to com pete for pe rfo rm an ce  b o n u se s  based  
on su ccess  in em ploym ent, it will a lso need to com pile d a ta  th a t  will 
enable it to d e te rm in e  wage increases.

In an o th e r section  of th is  report, we advise th a t  th e re  is no system atic  
process requ ired  by DPA for the six m o n th s  of p o s t- tem p o ra iy  a ss is ta n ce  
case  m an ag em en t. C ase m anagers advise th a t  they  p rim arily  provide 
services to th e ir  active caseload , an d  they  only w ork  w ith  em ployed 
clients who c o n ta c t them  for a ss is tan ce . F u rth e r , DPA adv ises th a t  it 
does no t have a good w ay to track  job  re ten tio n  u s in g  ex isting  
au tom ation  p rog ram s, an d  job  adv an cem en t is a lso  n o t track ed . We 
believe th a t it is im p o rtan t to gain the  ability  to tra c k  th e se  factors.

How Can P erform ance M easures B e Used to  Im prove P erform ance?

Developing additic 1 factors to include in th e  p erfo rm an ce  m easu rem en t 
system  is only the  fn s t  step . For a perfo rm ance  m e a su re m e n t program  
to succeed in im proving perform ance, s ta ff a n d  c o n tra c to rs  m u s t be 
assigned  perfo rm ance ta rg e ts  for each  m e a su re  ad o p ted , th e ir  
perform ance m u s t  be m onitored  a g a in st th ese  ta rg e ts , a n d  corrective 
action p lans m u s t  be developed an d  im p lem en ted  w here  m in im um  
perform ance s ta n d a rd s  a re  not being m et. DPA top a d m in is tra to rs  
should  work w ith  reg ional staff to develop p rog ram  e n h a n c e m e n ts , an d  
shou ld  review corrective action  p lans to e n su re  th a t  c h a n g e s  proposed

#
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a re  likely to produce im provem ents. F u rth e rm o re , perform ance 
m e a su re m e n t m u st be a c o n tin u o u s  effort, in c lud ing  review of 
perfo rm ance, developm ent an d  im p lem en ta tio n  of corrective a c tio n s , an d  
evaluation  of their effectiveness. U sing  a  feedback  m odel, DPA sh o u ld  be 
ab le  to utilize cu rren t findings to a sc e r ta in  w h a t in itia tives were 
su ccessfu l an d  for w hat a re a s  d ifferen t s tra te g ie s  need to be developed.

In add ition , bo th  staff and c o n tra c to rs  sh o u ld  be rew arded  w here th e ir  
perfo rm ance exceeds expecta tions. We d isc u ss  in a n o th e r  sec tion  th e  
u se  of pay-for-perform ance a rra n g e m e n ts  to rew ard  providers w ith  w hom  
DPA co n trac ts . Although staff s a la r ie s  c a n n o t be strictly  geared  to 
perfo rm ance s tan d ard s, pay ra ise s , b o n u se s , a n d  n o n -m o n etary  aw ard s  
can  be u sed  to encourage high-level s ta ff  perform ance.

DPA is m indful of the need to c re a te  ex p ec ta tio n s  for staff, b u t sees  the  
difficulty of se tting  realistic pe rfo rm an ce  s ta n d a rd s , because  each  region 
in A laska h a s  such  different d em ograph ic , geographic, cu ltu ra l, a n d  
lab o r m ark e t issues; and  reg ion-to -reg ion  perfo rm ance varies so m u c h  a t  
the  c u rre n t tim e. One way to h a n d le  th is  is to estab lish  in itial 
im provem ent targets as a p e rcen tag e  from  the  c u rre n t baseline  
perfo rm ance.

3 .2  P e rfo rm a n c e  Goals a n d  M o n ito r in g  R e c o m m e n d a tio n : DPA'S 
P e rfo rm a n c e  G oals S hou ld  Be E x p a n d e d  a n d  P e rfo rm a n c e  
R e q u ire m e n ts  S hou ld  be E s ta b l is h e d  fo r  DPA S ta f f  a n d  C o n tr a c to r s

C lear ou tcom e-based  perform ance s ta n d a rd s  shou ld  be developed for 
b o th  DPA a n d  contractor staff. At a  m in im um , m ea su re s  for job  
re ten tio n  a n d  caseload reduction  sh o u ld  be added  to the  c u rre n t jo b  
p lacem en t an d  participation ra te  m e a su re s , an d  perform ance ta rg e ts  
sh o u ld  be estab lished  for each  m e a su re . A m easu re  an d  ta rg e t for jo b  
e n h a n c e m e n t will also be needed  to e n su re  th a t  A laska is a  viable 
c an d id a te  for a  job  success p e rfo rm an ce  b o n u s. To overcom e in itia l 
ob jections a b o u t different reg ional e n v iro n m en ts , im provem ent ta rg e ts  
sh o u ld  be estab lished  as a p e rcen tag e  from  c u rre n t baseline  
perfo rm ance.
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4 .  C a s e  M a n a g e m e n t

4 .1  B a c k g ro u n d /F in d in g s  R e la te d  to  C ase M a n a g e m e n t

It is im portan t to invest in services for clien ts b e c a u se  self-suffic iency  is 
su ch  an  im p o rtan t fam ily goal an d  TANF tim e lim its prov ide fam ily  h ead s  
with such  a  sh o rt period  to achieve independence  from  c a s h  benefits . To 
ensu re  th a t ind iv idua ls a re  m aking good u se  of th e ir  6 0  m o n th s  of tim e 
limited eligibility for ATAP, A laska a im s to provide c a se  m a n a g e m e n t to 
a ss is t every a d u lt req u ired  to partic ipa te  in w ork serv ices. We found  th a t  
m ost clients w ere being  served by case  m anagers  a n d  th a t  c a se  
m anagers were w orking diligently to e n su re  th a t  in d iv id u a ls  received the  
services they needed  to becom e self-sufficient. H ow ever, a  n u m b e r  of 
problem s w ith the  way case  m anagem en t is o rgan ized  a n d  provided 
lim its the ability of case  m an ag em en t to be op tim ally  a n d  co n sis ten tly  
effective. Below we identify  issu es  we found w ith  th e  c u r r e n t  case  
m anagem ent system . We th en  provide reco m m en d a tio n s  for im proving 
the  effectiveness of case  m an ag em en t services.

4.1.1 O rganization  o f  Case M anagem ent S ta f f

The Division of Public A ssistance  does no t a p p e a r to hav e  a  c o n s is te n t 
model for providing case  m an ag em en t services. Som e c a se  m a n a g e rs  are  
generic, providing b o th  ca se  m anagem en t an d  eligibility fu n c tio n s  (the 
in tegrated  case  m an ag em en t model), while o th e r s ta ff  m e m b e rs  serve a s  
specialist case  m an ag ers . Some case  m an ag ers  a re  DPA staff, w hile 
o thers are  co n trac ted  staff. In som e offices, th ere  is a  m ix, w ith  bo th  
generic case m an ag em en t/e lig ib ility  an d  specia lis t c a se  m a n a g e m e n t 
staff, and bo th  DPA a n d  co n trac ted  case  m anagers .

Some offices have developed a w ell-functioning d iv ision  of lab o r w ith  
good com m unication  betw een  the  exclusively eligibility s ta ff  a n d  v a rio u s 
case  m anagers. For exam ple, in K etchikan, eligibility w o rk e rs  a n d  case  
m anagers a re  team ed  together. B oth staff an d  the  local m a n a g e r  believe 
th is  allows for bu ild ing  c loser w orking re la tio n sh ip s, b e tte r  
com m unication , an d  a  com m on service ph ilosophy w ith in  th e  team . It 
also appears to c rea te  a  m u tu a l sense  of acco u n tab ility  tow ard  th e  
team 's caseload . In o th e r  offices, the  way in w hich c a s e s  a re  a ss ig n e d  to 
case  m anagers an d  su b se q u e n t com m unication  b e tw een  c a se  m an a g e rs  
and  eligibility w orkers is in co n s is ten t. For exam ple, in  th e  G am bell office 
in Anchorage, eligibility w orkers an d  case  m an ag ers  a re  n o t  team ed , 
m eaning an  eligibility w orker w orks w ith  n u m ero u s  c a se  m a n a g e rs , an d
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vice versa. From  our interviews, th e re  did  n o t a p p e a r to be a  c o n s is ten t 
p rocedure  for determ ining how c ase s  w ere a ssig n ed  to case  m an ag em en t 
an d  to w hom . This could be p a rticu la rly  p rob lem atic  given the  large 
n u m b er of co n trac to r organizations p rov id ing  case  m anagem en t. 
Interview ees also  reported th a t th e re  is no  c o n s is te n t system  for 
co m m u n ica tio n  between the various w orkers. E ach  indiv idual case  
m anager ap p aren tly  determ ines how  a n d  w hen  to com m un ica te  w ith the  
eligibility w orker, as well a s  "appropriate" serv ices to be provided to the  
client. W here assignm ent an d  c o m m u n ica tio n  is in co n s is ten t, 
ph ilo soph ies betw een the various w o rk ers  w ith  regard  to su c h  th ings a s  
ap p ro p ria te  referral to activities, job  re a d in e ss , an d  c rite ria  for 
d isqua lifica tions appear to vary greatly .

W here case  m anagem ent and  eligibility fu n c tio n s  are  sep a ra ted  a n d  there  
is n o t close com m unication, jo in t d ec is io n s  c an  becom e problem atic.
For exam ple, som e case m anagers re q u e s te d  th a t  they  be ab le  to 
im plem ent sanctions, because im position  of a  pena lty  im m ediately  
a sso c ia te s  th e  penalty  closely w ith th e  non -com pliance , a n d  san c tio n s  
were n o t a lw ays im plem ented tim ely by eligibility w orkers.

4 .1 .2  Case M anagem ent T rain ing

A lthough th e  adm in istra to rs, m an ag ers  a n d  line case  m an ag ers  w ith 
w hom  we spoke were very positive a b o u t th e  case  m an ag em en t tra in in g  
they received, only one week of tra in in g  is provided. As no ted  elsew here, 
s ta n d a rd  a sse ssm e n t and o th er case  m a n a g em en t in s tru m e n ts  a re  n o t 
p rescribed , so th a t even though all c ase  m a n a g e rs  receive the  sam e 
tra in ing , th e re  is no a ssu ran ce  th a t  all c a se  m an ag ers  will apply  the 
sam e im portance  to various client s tre n g th s  a n d  b a rrie rs , or th a t they  
will deal com parab ly  with the  sam e s itu a tio n  p resen ted  by sim ilar 
indiv iduals.

For exam ple, we were told by case  m a n a g e rs  in A nchorage th a t p en a ltie s  
for non-com pliance are applied d ifferently  by d ifferent w orkers a n d  th a t, 
in p a rticu la r, w hether or not to g ra n t "good cause" is a  gray  area.
Several case  m anagers advised th a t  m ore tra in in g  in th is  a rea  an d  
o thers , su c h  a s  cross-cu ltu ral d ifferences a n d  how to b e tte r  utilize 
supportive  services, would be u sefu l. C om pletion  of FSSPs and  m ak ing  
p roper e n tr ie s  in the JOBS A utom ated  S ystem  (JAS) system  were o th e r 
a re a s  in w hich additional tra in ing  w as provided by local staff. In the  
ab sen ce  of add itional formal tra in in g  for all case  m an ag ers , it is u p  to 
indiv idual m anagers and team  lea d e rs  to provide these  services. W hile
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we were impressed with the diligence with which interviewees pursued 
these tasks, it is also true that leaving so many basic training tasks to 
team leaders and/or managers will mean much less uniformity in the 
level of additional training provided and in the actual handling of similar 
case management tasks.

4 .1 .3  D eve lo p in g  S ta n d a r d  C ase M a n a g e m e n t T o o ls  a n d  F o rm s

Although we recognize that case management services must be specific 
to the individual client, we believe that the basic tools used by case 
managers should V uniform, so that the decisions made by all case 
managers utilize at least the same minimum information about each 
individual's situation. Currently, ATAP does not utilize a statewide 
assessment form nor is there an assessment checklist to ensure that this 
basic information is available. In the absence of statewide forms some 
individual offices have developed forms and procedures for their own use. 
However, there is no systematic way to ensure that all offices have access 
to these locally-developed forms and processes, that the forms and 
process used by an office are adequate, or that all offices have developed 
needed forms and processes. The same issues exist regarding local 
PC-based notices that individual offices have developed to handle what 
they believe are gaps in the automated notice system (e.g. 
post-employment notice; scheduled appointment letter to follow up on a 
FSSP; home visit appointment letter).

In another section of this report we discuss DPA's plans to ensure that 
extensions are granted to those families reaching the 6 0 -month time 
limit who need more time to become self-sufficient.

Case managers will be at the forefront of this process and it will be very 
important that case files contain the information needed to support 
extension decisions and to indicate what additional services are needed 
to assist the family to become self-supporting.

DPA management advised us that they are in the process of developing 
more standard case management forms and processes and we support 
these actions.
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4 .1 .4  D eve lo p in g  S e rv ic e s  a n d  P ro c e s s e s  to  I n s u r e  t h a t  I n d iv id u a ls  
R e ta in  J o b s  a n d  E n h a n c e  th e i r  A b i l i ty  to  S e c u r e  B e t te r  J o b s

Our experience indicates that post-employment case management is 
critical for success. Studies indicate that case management involvement 
is particularly valuable in the first weeks after an individual begins 
employment, and is learning to adjust to child care, transportation, and 
other issues. In addition, case management at this time can assist in 
resolving potential employer-employee conflicts. Because issues 
continue to arise that might result in job loss, many states require 
contacts with both the client and the employer to be made for at least six 
months. Some employment programs (e.g. Welfare-to-Work) require 
continuing contacts for at least six months. DPA advises that it does not 
have a way to track job retention using existing automation programs, 
and that data on recidivism is also not collected. Although we are unable 
to establish the degree to which job retention problems exist, data from 
other states confirm that job retention is a significant issue.

In addition, an important tenet of the "work first" philosophy-that any 
first job is a good start on the road to self-sufficiency-presupposes that 
an initial job may not always be the perfect job, but it will almost always 
lead to a better job. To ensure career development, post-employment 
services should also assist individuals to obtain better jobs, including 
helping them gain the necessary skills to improve their chances of job 
enhancement.

Although Alaska continues case management services for six months 
after employment, there is no systematic contact process required. 
Workers report that they are primarily engaged in providing services to 
their currently active caseload and will only work with employed 
individuals who contact them for assistance. To rectify this deficiency, 
DPA intends to use a call center modeled after the successful 
Washington state model, whereby individuals are randomly called to see 
if additional assistance is needed. Although we certainly support the 
addition of a call center, we believe that Alaska must also have a 
systematic approach to stay connected with all working clients and 
former clients, for at. least three months after jobs begin. If possible, 
data should also be collected, at least on a sample basis, to ascertain 
whether job retention and job advancement goals are being met.
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4 .1 .5  T urn-O ver a n d  O th er  I s s u e s  C o n tr ib u te  to  C a se  M a n a g e r  
S h o r ta g e s

Several interviewees indicated that there were problems maintaining a 
sufficient number of case managers to serve all ATAP clients adequately. 
For example, Juneau staff indicated that some clients were on a waiting 
list for case management because there were not enough case managers 
to serve all individuals. Long-distance case management is provided by 
Fairbanks in the Delta Junction and will be provided to Barrow, because 
of the inability to obtain a contractor in Barrow. Case management 
(under contract to the Department of Labor and Workforce Development) 
is only provided to Nome and four other villages; in the other Nome area 
villages. DPA eligibility staff assists clients to develop FSSPs and does 
only limited monitoring. This may account for the fact that the 
participation rate for Nome DOL is 2 7 . 1 % while it is only 6 .5 % in the 
remaining Nome area. We understand that DPA has plans underway to 
provide case management services to all the villages.

4 .2  C a s e  M a n a g e m e n t  R e c o m m e n d a t i o n :  D e v e lo p  a  S t a t e w i d e ,  
C o n s i s t e n t  C a s e  M a n a g e m e n t  M o d e l  T h a t  M a x i m i z e s  t h e  A b i l i t y  o f  
S t a f f  t o  M e e t  P e r f o r m a n c e  E x p e c t a t i o n s

Our recommendations for improving case management follow from the 
above sections. First, both the integrated case management model, 
which uses a single worker to provide both case management and 
eligibility services, and the use nf separate workers for each function, can 
achieve good results if roles and performance expectations are clear. 
Where separate workers are used, an approach such as work teams, 
which promote communication and contribute to providing a consistent 
message, is essential. Where the models are mixed in the same office 
and both DPA and contractor staff are used, it is essential that 
procedural requirements be clear and enforced so that comprehensive 
case management services are provided no matter which case manager is 
assigned.

Second, to assure that case managers are doing the best job possible to 
assist recipients achieve self-sufficiency, DPA should: (1 ) develop 
standard assessment and other case management instruments; and (2 ) 
require their use.
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Third, case managers should be provided with additional formal training, 
including training on using the standard assessment and other case 
management instruments identified in the findings above.

Fourth, DPA should develop a systematic contact process for at least the 
first three of the six months of post-employment case management. In 
addition, data should be collected to determine whether job retention and 
job advancement goals are being met. Finally, if DPA management 
believes that case management promotes self-sufficiency (and we believe 
it does), the Division must provide regular case management to all 
recipients.

#
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5 . C o n t r a c t o r  P e r f o r m a n c e

5 .1  B a c k g r o u n d / F i n d i n g s  R e l a t e d  t o  C o n t a c t o r  P e r f o r m a n c e

Many states including P  laska contract out for the provision of some 
TANF services. Privatization of government functions makes good sense 
where contractors arc able to provide services more efficiently and 
effectively than in-house workers. Using such criteria, usually 
contractors are used for functions for which in-house workers have no 
particular expertise, such as the provision of job search workshops and 
other employment activities.

The most successful contracts are outcome based, with contractors 
required to provide a continuum of services if necessary to produce the 
required outcome. For example, in the state of Delaware, Job 
Connection contractors are required to place referred clients into 
unsubsidized work within 3 0  days. If the client is unable to find an 
unsubsidized job, Job Connection places them in work experience until a 
job becomes available. Contracts are "pay for performance" and payment 
is strictly based on employment outcomes, with contractors receiving 
2 0 % of their payment for initial enrollment (they are not paid this fee 
until a referred client is actually brought in for services), 4 0 % for job 
placement for at least 3 0  days, and another 4 0 % upon job retention for 
9 0  days. No payment is made unless the appropriate payment milestone 
is achieved.

5 .1 .1  C u rre n t DPA C o n tr a c tin g  P ra c tic e s

Although DPA contracts contain performance expectations, payment is 
provided whether or not outcomes are achieved. Contracts are awarded 
for a particular service, such as case management or work-search rather 
than a continuum of services, so that it is difficult to hold the contractor 
responsible for meeting client outcomes. We were informed that the 
performance expectations in case management contracts include the size 
of the caseload and expected participation rates, while work search 
contracts have an employment placement goal.

Based on provider pro oosals we reviewed, performance goals tend to be 
somewhat general: for example a provider proposal for comprehensive 
case management for -ural southeast Alaska ensures that "at least 6 0 % 
of all families and 8 5 °/> of the two-parent families [will] participate in the 
defined work activities with a primaiy goal of unsubsidized employment."
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Another proposal, to provide post-employment case management services 
to 2 5 7  families, 2 3 2  of which still receive ATAP benefits, advises that "the 
success of the Project will be evaluated based on 7 0 % of the individuals 
who receive post employment case management services maintaining 
and/or obtaining unsubsidiztd employment. Additionally, at least 8 0 % 
of the families receiving ATAP and 8 5 % of the two parent families will be 
participating in countable work activities. Post employment case 
management services are to be provided at a minimum of six weeks to a 
maximum of six months dependent on the needs of the individual 
clients." Missing from the proposal is an expectation of the length of 
time that work retention is expected.

Furthermore, contractors in many areas are not able to provide the 
expert services that they contract to provide. Several DPA regional 
directors advised that DPA has had to train contractor case management 
staff on basic case management functions, developing sufficiently 
detailed Family Self Sufficiency Plans, and on proper case file 
documentation. This lack of contractor expertise was echoed by 
supervisory and line staff.

In Alaska, multiple contracts are deliberately awarded for the same 
function in many areas. According to interviewees this is done so that 
there will be some continuity when not all contractors receive renewals 
during the annual renewal cycle. For example, in the Central Region, 
there are four case management contractors and three contractors 
providing work search, and there are also contractors providing specific 
work services, such as community work experience. This means that 
DPA staff in each office must work with several contractors for each 
discrete function, with each having different strengths and weaknesses; 
and that the contractors are constantly changing. Regional directors 
advised that the huge number of contractors makes coordination 
complex. For example it is difficult to assure that a case manager is 
assi§ ,ied within ten days. The DPA administrator indicates that involving 
a large number of community organizations was done consciously to 
leverage additional resources as well as raise the level of community 
commitment to serve DPA's clientele. This is a worthy goal, but it needs 
to be balanced with sound performance.

The achievements of contracted services appear to reflect the lack of 
specificity in performance requirements. Although administrators advise 
that whether case management is performed better internally or by
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contractors depends on the area, they also advise that performance 
(measured by work participation rates) for contractors and DPA case 
managers are comparable, even though DPA staff are generally given the 
more challenging cases.

DPA administrators indicate that about 4 0 % of case management is 
provided by DPA staff, most of this in offices with significant caseloads 
such as Anchorage, Fairbanks, Ketchikan, and Juneau. Contracts for 
case management exist with community agencies, DOL, and Alaska 
Native organizations.

5 .1 .2  C o n tra c to r  S e r v ic e s  to  th e  V illa g es

In regards to services to the villages, DPA staff questioned the 
achievements of contractors and admitted that, although 
contracts/grants exist, DPA lacks the assurance that every client in 
these ?reas is currently being served by a case manager. We can verily 
that c. mts in the Kotzebue Regional Center and its villages have not 
been receiving ongoing case management services through the contract 
with Maniilaq Manpower.

The recently hired case manager working for the contractor advises that 
she receives no support from Maniilaq and indeed that they try to block 
proposed case management activities. She has not visited the 1 4  

villages, and advised that, because of high turnover, no one has been in 
regular contact with clients, and that no case files exist documenting 
prior case management services for recipients. Because she is not 
co-located with eligibility staff and does not have access to EIS or JAS 
(although case managers are supposed to have read-only access), she 
depends on contacts with eligibility staff to learn about changes in the 
status of cases. Further, she suggested that the villages don't want to 
deal with the regional Maniilaq organization (although evidently they also 
do not want to deal with state staff). Although a plan exists to hire 
part-time case managers in the villages to supplement the services of the 
Kotzebue case manager, no steps had been taken to effectuate this plan 
as of the time of this program review.

Partly because of the lack of case management, we were told that 
compliance with work participation requirements in the village of 
Selwick, within the Kotzebue area, was only 1 0 %; no participation rate 
data are shown for Kotzebue itself on the May 2 0 0 1  report while the 
participation rate for Maniilaq Manpower is shown as 2 7 .9 %. According
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to DPA, Maniilaq Manpower is an unusually low performer, and one of 
the reasons they sent us out to this area was to show us the particular 
challenges facing remote rural Alaska. DPA further pointed out that 
many of the Native Organizations provide exemplary services whether in 
cities or villages.

5 .1 .3  C o n tr a c t  M o n ito r in g

Contract monitoring appears to be administered at the regional level. 
Local DPA managers do not play a formal role in holding contractors 
accountable and some local DPA managers with whom we met do not 
even know what are the contract requirements for the contracts serving 
their offices. For example, we found this to be true in Kenai. In addition, 
because of regional assignment, the local DPA managers interviewed felt 
that addressing contractor performance was not part of their role. 
Furthermore, contractor performance deficiencies where found are not 
used as a rating factor in deciding whether to award a subsequent 
contract to the same provider organization.

Contractors are co-located with DPA in many areas, but even where the}' 
are co-located, they cannot directly access all necessary information from 
DPA's automated systems. Without access, communication is more 
cumbersome and providing case file information to contractors creates 
an additional work buiden for DPA staff.

5 .2  C o n t r a c t o r  P e r f o r m a n c e  R e c o m m e n d a t i o n :  D PA  S h o u l d  E n s u r e  
T h a t  C a s e  M a n a g e m e n t  a n d  W o rk  S e a r c h  C o n t r a c t o r s  A re  
A c c o u n t a b l e  f o r  P e r f o r m a n c e

We agree that services that are not within the normal functions of a 
TANF agency should be contracted out by DPA, particularly where 
value-added contractors can be found. Although some state TANF 
agencies contract out case management, at least as many states perform 
this function in house; either using generic eligibility technician/case 
management staff or with the case management functions provided by 
separate staff. Thus, case management can be considered a legitimate 
TANF agency function, and if DPA finds that in-house staff achieve 
higher performance levels, the Division should be able to transfer more 
case management duties to DPA staff. If DPA continues to contract out 
some case management services, we recommend that diis function be 
bundled with the additional contracted services, as described below.
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In many states, actual work services, such as life skills, work search 
training, job development, job search, and management of work 
experience and community service programs, are seen as a less integral 
part of the TANF agency function and are contracted out. We fully 
support DPA's decision to contract out these services. However, we 
believe that four fundamental changes should be considered to ensure 
that contracts that are awarded for these services (as well as for case 
management if Alaska decides ' d  continue to contract out case 
management) are value added.

First, to the extent possible, contracts for work services should be 
multi-functional. A prime contractor (who can have sub-contractors 
performing some of the needed services), should bid to provide services 
that will result in unsubsidized employment for the clients referred to the 
contractor. The contractor would be responsible to provide case 
management, if contracted out; work search; remedial basic training like 
life skills where needed; job search; job development; work experience 
where needed; and community service functions. It would be up to the 
contractor to provide all the services needed so that the end product 
would be an employed individual who was able to retain her/his job. 
Alaska could satisfy its desire for multiple contractors by awarding these 
multiple service contracts to several providers.

Second, true performance based contracting should be initiated, with 
contractors paid for their staged achievements, as is done with the 
Delaware contracts described above. Payment points could be for 
achievements such as the initial enrollment, completion of work search, 
placement in an unsubsidized job, and retention for 3 0 , 9 0 , and 1 2 0  

days. Since the work participation rate is an important DPA 
performance goal, work participation achievements could also be 
rewarded. Contractors could be required to successfully serve a 
minimum percentage of the clients referred, or, instead, bonuses could 
be provided to contractors who were successful with a higher percentage 
of referrals, to prevent "creaming" (where services are only provided to 
those needing little assistance).

Third, although we agree that DPA should award multi-year contracts, 
only the first year should be guaranteed. The contracts should provide 
DPA with the authority to renew the contracts each year, so that 
high-performing contractors are rewarded and needed continuity would 
be achieved, while contractors who fail to meet basic performance goals
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could be discontinued. Obviously, this means that contractor 
performance in one year would be used to determine whether to renew 
the contract for the succeeding year. In other states this has produced 
competition among the selected providers at the same time as it has 
caused contractors to reach out to other agencies in the community, to 
secure needed supplementary services and work experience and 
community service slots.

Fourth, the local DPA manager should have much greater involvement in 
overseeing performance. While the more formal monitoring and 
corrective action processes can be handled effectively at a regional level, 
day-to-day problem solving would be more effectively handled at the local 
level. This is particularly critical to creating the interdependency 
necessary for the recommended performance-based system.

We believe that such a system would, where the service area has a large 
enough population to capture the interest of provider organizations, 
achieve a number of Alaska goals. Entered employments would increase, 
participation rates would at least be comparable, and caseloads would 
continue to decline. DPA could provide work to as many community 
organizations as they do currently, but the community agencies would 
have to coordinate services to provide the multiple functions required.
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6 . C h i l d  C a r e  S e r v ic e s

6 .1  B a c k g r o u n d / F i n d i n g s  R e l a t e d  to  t h e  D e l i v e r y  o f  C h i l d  C a r e  
S e r v i c e s

Although Alaska has funded child care generously, to assist low-income 
workers to obtain and retain employment, the system for providing child 
care creates delays and funding gaps, and forces individuals to make 
extraordinary efforts to access child care assistance. In addition, the 
reimbursement schedule for non-ATAP child care is poorly designed, 
creating disincentives for individuals to achieve workplace promotions. 
Our specific findings are contained in the following sub-sections.

6 .1 .1  C h ild  C are  S y s te m  in  A la s k a

Three child care programs exist in Alaska. PASS I provides child care 
without a co-payment requirement to families receiving ATAP who are 
participating in employment and training services and/or in subsidized 
or unsubsidized employment. Upon termination from ATAP, families 
needing child care so they can work become eligible for transitional child 
care, called PASS II. In addition, low-income working families can access 
assistance with child care through the PASS III child care program.
PASS II and PASS III child care are provided on a co-pay basis, using a 
schedule that increases the level of co-pay as income increases. TANF 
funds are utilized to provide PASS I child care, while funds transferred 
from TANF to the Child Care Development Fund (CCDF) are utilized to 
provide PASS II and PASS III child care.

Because of difficulties transitioning from PASS I to PASS II child care, 
TANF funds are also used to pay the first month of PASS II child care, so 
that working individuals transitioning off ATAP are able to have 
continuous child care. DPA s JOBS Automated System (JAS) is used to 
authorize and pay child care providers for PASS I child care, while 
information about the Department of Education and Early Development 
(EED)-provided PASS II and PASS III child care, paid to the client, is 
entered on separate PC-based systems.

DPA authorizes PASS I child care, while EED, through local contractors 
(known as local admini itrators), authorizes PASS II and III child care.
The local administrators operating PASS II and PASS III child care are 
not co-located with DPA in regional and local offices.
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